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Jane Ashcroft CBE

Anchor Chief Executive

Foreword to Anchor’s Gender and Ethnicity Pay 
Gap report 
Our commitment to inclusivity and providing equality of opportunity for all is at the heart of Anchor’s values –  
both for our residents and for our colleagues.

The diversity of our workforce of more than 9,000 is a key strength of our organisation, so that we both reflect the  
communities we operate in and can understand and meet the considerable range of needs of today’s older people.

This is the second year in which we’ve reported on both the gender and ethnicity pay gap, and since the  
publication of last year’s report, we’ve made further progress in closing the gap.

As you’ll read on the following pages, this work continues – and I’m delighted Anchor achieved the Inclusive  
Employers Standard Silver Accreditation in summer 2021 in recognition of our achievements to date. 
It should be noted that the Gender Pay Gap and Ethnicity Pay Gap differs from equal pay, with equal pay  
forming part of the 2010 Equality Act prohibiting discrimination on grounds of race, gender and other protected  
characteristics, and ensuring - irrespective of someone’s background – that they are paid the same for like  
or similar work. 

Since 2017, all UK organisations with more than 250 employees have been required to publish  
their gender pay gap data. While not a legal requirement, we continue to choose to also report on our  
ethnicity pay gap data.

For the year ahead, our focus on inclusivity remains very much at the core of our decision-making  
so that we attract and retain the very best people from all backgrounds to deliver for our residents.
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Gender pay gap
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How the Gender Pay Gap is Measured
Organisations with more than 250 employees are required 
to report the mean and median hourly rates, and the 
percentage difference between pay for male and female 
employees, on a given ‘snapshot date’ – 5 April 2021.

The Gender Pay Gap is the difference in average pay between all male 
and female employees, regardless of the work they perform. For every 
organisation, it is calculated in the same way.

The mean gender pay gap in hourly pay. This is the difference in the 
average pay per hour between all male and female employees in the 
organisation.

The mean bonus pay gap. This shows the difference in average bonus 
payments by gender, looking at the number of employees receiving a 
bonus and the amount of that bonus.

The median gender pay gap in hourly pay and bonuses. If all 
employees in the organisation were lined up, with one line for female 
employees and one line for male employees, and each line ordered in 
terms of pay from highest to lowest – the median for each gender is 
the employee in the middle of the line. The median Gender Pay Gap 
compares the pay between the gender in the middle of each line.

Lowest  
paid

Highest  
paid

The median



5

Gender Pay Gap
April 2020 April 2021

17.2%
Mean 

(Average)

9.87%
Median 
(Middle)

Since we last reported on the Gender Pay Gap in 2021 (2020 
figures), we have seen the proportion of male (17%) and female 
(83%) colleagues at Anchor remain the same. Despite the gender 
makeup of our workforce remaining the same, our figures have 
changed.

In terms of bonuses awarded, we’ve seen an increase in both male 
and female colleagues receiving a bonus – either performance- 
related awards or awards made as part of our recognition bonus 
awarded to all eligible colleagues, as a thank you for the support 
given to the organisation during the Covid pandemic.
 
In 2021, there was no difference in the median bonus payment for
female and male employees, and therefore no median bonus gap.

Bonus Gap

April 2020 April 2021

21.35%
Mean 

(Average)

0%
Median 
(Middle)

Colleagues receiving a bonus
April 2020

4.6%

85%

9.7%

85%
April 2021

Females

Males

20.8%
Mean 

(Average)

10.1%
Median 
(Middle)

43%
Mean 

(Average)

0%
Median 
(Middle)
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Upper Quartile

Lower Middle Quartile

Upper Middle Quartile

Lower Quartile

85%

85%

87%

74%

15%

15%

13%

26%

Females

Females

Females

Females

Males

Males

Males

Males

In line with most care home providers, the majority of our workforce is 
female and working in care worker roles.

The diagram opposite shows the gender split by hourly rate of pay - with 
the workforce divided into four equal-sized quartiles ordered by rate of 
pay from highest to lowest.
 
The biggest factor to impact on gender pay reporting would be to 
increase the proportion of male colleagues in the lower-quartiles, and 
we’re keen to ensure that males are given the same access as females to 
care worker roles.

Similarly, we’re working to ensure that females have the same access to 
more technical and property-related roles as males.

Hourly-paid roles – gender split
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Our approach to pay
The vast majority of all colleagues in Anchor are employed on a fixed 
salary or hourly rate for the role. While these fixed rates may change 
depending on geographical location, there is no difference in pay rate 
within the area. Irrespective of gender, all colleagues receive the same 
pay for the same role at each location.

Around 20 per cent of roles are individually evaluated and benchmarked 
using external market providers, and once evaluated, a salary range
is provided for the role. It is the role that is benchmarked and not the 
person.

This range allows managers to recognise skills and experience and 
geographical location in determining the appropriate salary levels for 
individuals.

From the roles at an hourly rate, 81 per cent of female colleagues are in 
this type of role, compared to 63 per cent of male colleagues. This means 
that 37 per cent of males compared to 19 per cent of females are in a role 
where a salary range can be applied which can lead to the potential for a 
pay variance. These salaried roles are generally management and Central 
Support roles.
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Ethnicity Pay Gap
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While we are not required by the government to report on the Ethnicity 
Pay Gap, we’ve included it in this report to show our commitment to 
furthering our progress on equality, diversity and inclusion.

From our total workforce, 14 per cent of colleagues have identified as 
minority ethnic and 63 per cent as white. We continue to encourage our 
colleagues to provide information about their ethnicity so we have a full 
picture of the diverse make-up of our organisation.

As in the section on gender pay, we’ve divided our workforce into four 
equal-sized quartiles, ordered by rate of pay from highest to lowest.
 
The majority of our ethnic minority colleagues are in the middle two 
quartiles. While we have many ethnic minority colleagues in our hourly- 
paid roles, including care assistants and housekeepers, such colleagues 
are more likely to be geographically-concentrated in our South and 
London and South East care regions.

Similar roles in the bottom quartile are more likely to be found in our 
North and Central care regions, which are the lowest-paid areas among 
our most populous roles and where the proportion of ethnic minority 
colleagues is much lower.

White and minority ethnic pay distribution by quartile

The Ethnicity Pay Gap in Anchor

Upper Quartile Upper Middle Quartile

14% 24%86% 76%

Ethnic 
Minority

Ethnic 
Minority

White White

Lower Middle Quartile Lower Quartile

19% 12%81% 88%

Ethnic 
Minority

Ethnic 
Minority

White White
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10.7%
Mean 

(Average)

8.76%
Mean 

(Average)

80%
Mean 

(Average)

17.97%
Mean 

(Average)

-0.5%
Median 
(Middle)

-1.21%
Median 
(Middle)

0%
Median 
(Middle)

0%
Median 
(Middle)

Ethnicity Pay Gap April 2020

Ethnicity Pay Gap April 2021

Ethnicity Bonus Pay Gap April 2020

Ethnicity Bonus Pay Gap April 2021

The mean Ethnicity Pay Gap is relatively low, reducing from last year and 
the median Ethnicity Pay Gap data shows a favourable comparison for 
ethnic minority colleagues compared to their white colleagues, which has 
increased from last year.

Our current ethnicity pay gap is not statistically significant, with the 
median suggesting no real gap and it’s the median figures that tends 
to be the focus of attention whereas the mean is the driver for gender. 
Reporting early on a voluntary basis shows transparency and our 
willingness to support greater diversity in the workplace.

We recognise that diversity needs to improve in our Board, our Executive 
and our Senior Leadership Team. We are working hard to achieve 
improvements in this area.
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Influencing the Gender 
Pay Gap and Ethnicity 
Pay Gap

11
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Data 
• We currently have EDI data for 79% of colleagues. This is a 4% increase 

from April 2021, when the EDI data dashboard was created. As we have 
more accurate data on the make-up of the workforce, we can further 
inform EDI activity to benefit our colleagues.

• We make a request to all new starters to complete their sensitive 
information as part of their induction and we annually run our 
#countmein campaign which aims to increase the disclosure rates.

• Our ethnicity data tells us that 15.02% of colleague identify as an 
ethnicity other than White British. Gov.uk states that 14.4% of the UK 
working population identify as an ethnicity other than White British. 

• This data informs us that Anchor have an ethnically diverse workforce 
when looking at the entire workforce (this differs in more senior roles 
and by geography) and we will need to continue to maintain this level of 
diversity in order influence the Ethnicity Pay Gap. 

Reporting
• Ethnicity Pay Gap reporting is completed annually and the EDI Manager 

uses this data to create an action plan to improve the gaps. 

• In our 2021 report from Inclusive Employers, they highlighted Ethnicity 
and Gender Pay Gap reporting, how we use it and our plans to bridge the 
gap as an area of improvement. Since, we have improved our EDI activity 
around this which is demonstrated in this report.  

Learning
• We have two EDI modules, one for line managers and one for colleagues. 

Currently, the line manager module is mandatory, but the colleague 
training is optional. Plans to make this mandatory for all colleagues are 
in progress, which will support the ambition of being a gold standard 
Inclusive Employer

• Completion rates for the EDI module for colleagues stands at 59%, 
completion of the managers’ module stands at 69%. 

• To improve completion rates of the mandatory line manager 
EDI module, the EDI manager is working with OD to develop 
communications which will be issued to managers to encourage their 
direct reports to complete the eLearning.

• The training helps to close the Ethnicity Pay Gap by providing line 
managers with information around tackling bias at recruitment, 
understanding how microaggressions can affect colleagues at work and 
understanding their role in supporting EDI at Anchor.

• Senior leaders continue to take part in our reverse mentoring scheme to 
gain an understanding from colleagues who are from underrepresented 
backgrounds. The relationship can help to address inequalities in the 
workplace as well as gain a deeper understanding of what it is like to work 
at Anchor and be from an underrepresented group. 
 

Our Gender Pay Gap report and the Equality, Diversity and Inclusion report will be an important measurement for 
us as an organisation. We are committed to improving our position, and our future plans will keep us accountable 
for our progress.
Our EDI activity not only promotes diversity and inclusion at Anchor but aims to address the Ethnicity Pay Gap. There is cross-over with EDI activity 
which is also mentioned in the Gender Pay Gap report, for the benefit of clarity there may be information that is repeated. The EDI activity to address 
the gap can be sectioned into the seven key strategic areas outlined in the EDI Strategy which was received at Executive Board in December 2021. The 
seven strategic areas are data, reporting, learning, process, representation, engagement, and profile raising.  
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Process
• The EDI Manager and Governance team are working together to 

define the Equality Impact Assessment Process at Anchor.

• This process will seek to eliminate potential adverse effect on those 
from all nine protected characteristics, which includes ethnicity.

• The process will apply to various areas of the business including policy, 
training and restructures. 

Representation
• Our adverts have an inclusivity statement which encourages those 

from underrepresented groups to apply for our roles. This includes 
those from minority ethnic backgrounds. 

• We advertise our roles across a variety of job boards including those 
dedicated to attracting ethnic minority talent (BMEjobs.co.uk)

• We use a variety of diverse imagery on our job adverts where graphics 
are used to display the ethnic diversity of the organisation. 

• We have adopted a Board and Executive Equality and Diversity policy 
that 50% of Board and Executive appointment will be from groups with 
protected characteristics. 

• We have committed to appointing a Non-Executive Board member 
from a diverse background by 31 March 2022.

Engagement
• We requested diversity information from respondents to the Listening 

and Acting Survey in 2021 to enable us to identify trends in responses. 
We asked if “Anchor respects individual differences”. It revealed that 
those who identify with ethnicities other than White British scored an 
average of 83% overall score for those who identify as White British 
was 88%.

• We have four colleague networks. One of which is dedicated to 
addressing barriers in the workplace from ethnic minority colleagues, 
called the embRACE Network.

• The networks promote EDI and career enhancing opportunities 
such as Leadership Pathways, our apprenticeships and professional 
qualifications. 

• We recognise a wide range of awareness events to promote the 
inclusion of ethnic minority colleagues, including Black History 
Month and South Asian Heritage Month which have had high levels of 
engagement across the organisation. 

• We use the awareness days/months to share stories from ethnic 
minority colleagues and promote our career enhancing opportunities. 

Profile Raising
• We were awarded silver status by Inclusive Employers as part of the 

Inclusive Employer Standard in 2021. This is a significant step up from 
Bronze and highlights how we’ve made great improvements to EDI 
across the organisation. 

• To achieve gold, we will be required to further embed EDI into our 
organisation and provide: 

• Evidence to support decisions around training, the breath of 
training available and the rationale for why this training is offered

• Evidence to show effective use of inclusion champions and how 
the networks consult on broader matters beyond inclusion

• A review of the career enhancing opportunities for 
underrepresented groups and how we ensure equal access

• Evidence for how we attract talent from underrepresented groups 
and how we can improve our recruitment practices

• Evidence to demonstrate how Anchor have embedded 
departmental EDI strategy to ensure the whole organisation is 
thinking about inclusion

• We are also completing an accreditation with Housing Diversity 
Network, which will provide feedback on our activity and how to 
improve our offering to colleagues, including those from an ethnic 
minority background. 
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Plans for 2022
• The recruitment action plan for 2022 includes removing personal 

data such as name and address from the applications seen by hiring 
managers at shortlisting to help minimise the risk of bias, for example if 
a candidate has an ethnic sounding name. 

• Colleagues are working with the EDI Manager and OD team to develop 
conscious inclusion podcasts which aim to address bias during 
recruitment. 

• We plan to enter the Stonewall Workplace Equality Index and the 
Inclusive Employers Standard in 2022.

• We plan to review the career enhancing opportunities available and 
how we can attract more ethnic minority colleagues to take advantage 
of these. 

• A diverse ethnicity focus will be included in our Talent and Succession 
strategy which forms part of the People Plan review.


