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We have made progress since then and are committed to 
doing more in the coming years. In 2021, 40% of our new 
hires were female and we now have a higher number of 
women in mid-senior positions. Over the course of the last 
year, we have also implemented a mentoring scheme and I 
am pleased to say that we have a higher number of women 
taking up this opportunity in comparison to their male peers. 
This highlights not only the opportunities to develop talent but 
also the ambition of women in Aquila.

In 2021, our HR team completed a full compensation review 
across the entire business. The review highlighted that some 
of our employees in the lower pay quartile, 62% who are male, 
were not paid in line with their peers. Therefore, we increased 
the affected individual’s annual salary to ensure fairness and 
consistency. This has affected our gender pay gap results  
for this year. However, this also means our female team 
members within the lower pay quartile are paid the same  
as their male peers.

In parallel to the full compensation review, we took the 
decision to pay our field-based staff an additional bonus 
for their continued work throughout the 2020 pandemic to 
support our military customer. We greatly appreciated their 
commitment during this difficult time to deliver critical services 
on behalf of our customer, the Royal Air Force and the Royal 
Navy. This was the right thing to do for these employees but 
for 2021 it has negatively affected our gender pay gap.

Foreword
Embracing diversity and creating equal opportunities for all of our employees remains a high priority at Aquila.
Our first Gender Pay Gap report highlighted some expected results and we set out an action plan to work towards 
closing the gap.

As we look forward to the next year, we will systematically 
improve our diversity and inclusion performance. Included 
within this programme is signing up to the Women in Defence 
Charter, a review of our recruitment and selection processes, 
and training for our employees. A diverse and inclusive 
workplace makes for a better business and I remain  
committed to driving this agenda forward in Aquila.

Mike Stoller, Aquila CEO

Be where you need to work
To enable our teams to have a positive work/life balance, 
we offer flexibility in our working locations which is why we 
launched “Be where you need to work” in 2021.  

The initiative offers flexibility in working locations encouraging 
our staff to work where they need to be. This may differ for 
individuals day-to-day depending on their job role. The idea is 
to enable our teams to work either from home, from the office 
or from one of our other field locations across the UK. Our 
team members enjoy the option of choosing their work location 
depending on their tasks for the day. This initiative provides an 
improved work life balance for everyone.  

It’s OK
Aquila launched the It’s OK campaign at the start of the 
2020 pandemic. It was vital at the time that our team did 
not feel anxious or stressed with suddenly mixing both 
home and work life. A combination which was a challenge 
for many households across the UK. We still follow our It’s 
OK initiative. It’s OK to take time out, to put the family first, 
to get some fresh air, to be camera shy and to log off at an 
appropriate time at the end of the day. This is a huge benefit 
to our employees who have school pick-ups, a new lunchtime 
activity, an elderly relative they wish to visit or need to run 
personal errands. Aquila enables a positive work life balance 
and demonstrates the trust we have in our teams.

Our Approach
Aquila has an inclusive and flexible culture; we are proud to provide flexible options to our teams to suit their work 
and home life. We offer the standard family friendly policies but we go the extra mile to support our teams with 
bespoke options should they need it. Having an upfront conversation with our managers and our HR team to explore 
options builds trust, inclusivity, and happiness within our workforce. 

Mentoring Programme
It is important to us that all employees have access to be 
mentored or to be a mentor and share knowledge and 
experience to upskill our work force. Aquila launched the 
mentoring scheme in 2021 to accompany our commitment 
to developing, training and supporting our whole workforce.  
Anyone can take part in the programme and it is a win-win 
situation enabling both mentors and mentees to reach their 
full potential. The mentoring programme provides a support 
network to help our people continuously improve.



Fostering Leadership Performance Programme
At Aquila we believe that the culture of the workplace can be 
influenced by personal leadership style which is why we are 
developing a programme to ensure a consistent leadership 
culture. This is a programme which we are focusing on 
throughout 2022 and will include several key areas:

• enabling distributed leadership, delegation and  
 accountability at all levels.   

• developing key talents; establishing a network of  
 decision-makers to drive collaboration and support.  

• identifying areas where performance improvement  
 will help us achieve our business goals and objectives.

• defining the preferred attributes and behaviours for  
 our leaders.

Bring your whole self to work
In 2022 Aquila will be focusing on Diversity and Inclusion. We 
will be actively encouraging our staff to bring their whole self to 
work. During the next 12 months Aquila will demonstrate that it 
is a flexible organisation and it can support its teams through 
any personal circumstances. For example: 

• Aquila already has generous maternity and paternity  
 policies, however, with hybrid working Aquila can  
 support its working parents with additional flexibility.  

• We will encourage our employees to sign up to network  
 groups managed by our parent organisation NATS, such  
 as the LGBTQ+ and BAME networks.  

• Also Aquila will support any employee who is going  
 through a sexual transition, our policies ensure our staff  
 can have time for medical appointments, additional care  
 through our Employee Assistance Programme and will  
 receive full support across the organisation.

At Aquila, the focus is on our people and their talent. The 
company’s diversity and inclusion values will be promoted 
to ensure our talent is retained within the organisation.

Our Results
The data in this report includes 328 employees across Aquila based within the UK and overseas in Cyprus and the 
Falkland Islands. We have 259 male employees and 69 female employees. Aquila is not unusual, as an engineering 
company, in having a higher proportion of men working for the company. There are more men in senior, engineering 
and field-based roles. In the last year the company has expanded and 40% of new hires were female. When we 
recruit we look at the talent available within the recruitment market and match it to the roles we have available.  
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We are in the process of signing up to the Women in Defence 
Charter and we will be actively promoting our females internally 
and externally to encourage female applicants and highlight the 
career progression available with the company.  
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Pay Quartile Male Female

Lower 62.20% 37.80%
Lower Middle 85.19% 14.81%
Upper Middle 82.93% 17.07%
Upper 87.65% 12.35%

Proportion of males and females in each quartile pay band

  Mean Median

Gender Pay Gap 16.13% 20.84%
Gender Bonus Gap 19.02% 29.76%

Gender Pay and Bonus Gaps



Gender Pay Gap explanation
The gender pay gap is the difference between the average 
(mean and median) earnings of men and women, expressed 
as a percentage of earnings. The gender pay gap is not the 
same as equal pay, which refers to paying men and women 
the same amount for the same, or similar, work. Equal pay is 
a legal requirement under the Equality Act and is something 
we care passionately about. 

We are reporting our Gender Pay Gap in five ways: 

1. Mean Gender Pay Gap: The mean gender pay gap 
shows the difference in the average pay and bonus earnings 
of men and women in the Aquila workforce. 

2. Median Gender Pay Gap: If we were to split our 
female employees and our male employees into two lines, 
arranging them in order of pay from highest to lowest, the 
median pay gap compares the pay of the women in the 
middle of the female line with the pay of the men in the 
middle of the male line. The most common reason for a gap 
is that there are more men in senior roles than women. 

3. Gender Bonus Gap: We are also using the median 
and mean calculations to compare individual and company 
performance-based bonus payments received over the 
12-month period. 

4. Bonus proportions: In this report we are comparing the 
number of male and female employees who were paid any 
amount of bonus pay. In Aquila, all employees are entitled to 
receive a bonus after 3 months service, the difference here 
reflects the fact that more of our recent recruits are women. 

5. Pay Quartiles across the organisation: We have divided 
the workforce into 4 equal groups based on their level of pay 
and then made a comparison of male percentages versus 
female percentages



A view from our team
In terms of gender equality, let’s hear from some of our 
female team members. 

Sophie Thomas, 
Service Delivery Director

I joined Aquila in October 
2021 and have found it a 
friendly and inclusive place 
to work. However, like most 
organisations in the defence 
sector, we are currently a male 
dominated company and have 
much to do to improve gender 
diversity. My arrival doubled 
the female representation on 
our executive team, and quite simply we must do better at 
every level of the organisation. 

Improving diversity starts with a clear commitment from the 
leadership. I am pleased that I have personally seen this 
commitment from our CEO and our executive team, and that 
it will now be a strategic objective for Aquila.  

We intend to join the Women in Defence Charter this year, 
and by doing so we will publicly commit to being the very 
best at driving inclusion and diversity within our organisation 
and providing opportunities for women to achieve at all 
levels. We will meet the Charter obligations of having a 
Senior Executive accountable for gender diversity, of setting 
clear targets to drive improvement and publishing progress 
against them annually, and of ensuring the objectives of 
our executive team are linked to delivery of these internal 
targets.  

As the Industry Co-Chair for the Charter, it is important to me 
to work in an organisation that takes this topic seriously and 
is committed to driving change. As a reasonably small and 
young business, we will benefit from being part of a wider 
community across the defence enterprise where we can 
learn from others.  At the time of writing we are still finalising 
our internal targets but I am confident that they will be 
suitably ambitious and fully endorsed by our executive team.

There is no silver bullet when it comes to improving gender 
balance, but lots of initiatives can contribute to shifting 
the dial.  Again, I am pleased to see that Aquila has many 
initiatives underway which together will help to recruit and 
retain women and enable them to succeed. With the focus 
right from the top and the formation of a Diversity and 
Inclusion Steering Group to really drive change, I believe we 
have the foundations in place to make a difference.  

Sharon Baker, 
Procurement Manager

I have worked for Aquila since 
Oct 2016. Wow, that long?

I enjoy working for Aquila as my 
length of service can attest to.  
I have worked in Supply Chain 
for 25 years and Aquila is my 
first non-manufacturing role. 
Therefore I had a huge learning 
curve when I first joined due 
to completely new military 
language and products. It was and still is a challenge as 
Aquila continues to grow and change and we have to adapt 
to meet business requirements. Joining Aquila I asked lots of 
questions of engineers to try to understand the equipment and 
was always treated with respect and never made to feel I was 
asking a stupid question. It is a great culture.

The procurement function is a small team and it has seen lots 
of change in the last few years including turnover of staff as 
people move on to progress their careers. As a result I have 
been a key individual in helping new starters on board and 
introduce them to the Aquila way and culture. The current 
team is great and really appreciate the ethos of Aquila. It is a 
much nicer environment to work than other organisations we 
have all experienced.

Within the supply chain team gender is definitely not an 
issue. As a recently expanded team from three to five, it was 
one men and four women. This clearly demonstrates Aquila 
chooses the right people for the role and gender is irrelevant.

Aquila really does support development with Hannah Biggar, 
the Procurement Officer, joining in October 2020 and being 
put forward to complete her CIPS exams (Chartered Institute 
of Purchasing and Supply) in May this year. As a team we’re 
trying hard to get our CIPS accreditation and the business is 
supporting us in that journey.

From a personal point of view, it was great to see Sophie 
join as the Service Delivery Director last year. It’s really 
encouraging to see women being employed at that level with 
Helena joining back in 2018. I guess that was an area where 
it did feel Aquila was male heavy but given the nature of 
business unsurprising. It does mean that women joining Aquila 
do see that women can reach the top and gender definitely will 
not be a blocker and sets a great example.


