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Executive summary
This report presents the findings of a survey conducted by Incomes Data Research (IDR) in
November 2019 on behalf of the Educational Competencies Consortium (ECC). The survey
received responses from 137 organisations in total, including 21universities and colleges.

The key findings are as follows:

•

The survey shows that 20% of employers (28) in our sample are currently accredited by the
Living Wage Foundation

•

19% of respondents from the education sector are accredited Living Wage employers

•

Many employers simply feel a moral obligation to ensure staff receive at least the Living
Wage: that it’s ‘the right thing to do’

•

Employers also cite commercial benefits of becoming accredited by being an ‘employer of
choice’

•

Most had to increase the minimum pay rate in order to comply with the Living Wage, although
in the vast majority of cases this affected a small proportion of the overall workforce

•

The cost of implementing the Living Wage is minimal, with most respondents stating that it
amounted to 0.3% or less of the overall paybill

•

For the most part, respondents have reported that they were able to absorb any additional
costs arising from adopting the Living Wage in a relatively straightforward manner.

•

Half of those that are not yet accredited by the Living Foundation have plans to do so,
although plans are in the medium-to-longer term, indicating they could be more aspirational
than concrete

•

A number of respondents that have implemented the rate have not sought accreditation:
23% of those that are not accredited by the Living Wage Foundation have made adjustments
to align pay with the voluntary Living Wage

•

The current median minimum rate of pay at accredited firms is £9.30, compared with £8.83
at those not accredited by the Living Wage Foundation
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Methodology
IDR conducted a survey of HR professionals at the time of the latest increase in the voluntary
rate in November 2019 to ask them about the Living Wage’s impact on pay setting in their
organisations.

Employers were invited to take part via an email containing a link to the electronic survey on
the day of the latest Living Wage increase on 11 November and given three weeks to respond.

The survey was designed to assess the impact of the voluntary Living Wage on UK pay setting
and included questions on implementing the Living Wage, minimum pay rates, barriers to
paying the Living Wage and the influence of the Living Wage on pay decisions. Firms did not
need to be Living Wage-accredited to respond.

The survey invitation was sent to around 4,000 HR contacts held in IDR’s contacts database at
firms across a wide range of sectors and the ECC also distributed the survey amongst its
members. Respondents self-selected to participate in the survey and are therefore more likely
to have familiarity with the Living Wage and view it as a factor when making pay decisions.

In total 137 organisations responded, including 21 universities and colleges.
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Respondents
Aberdeen City Council

London Borough of Newham

Aberlour Child Care Trust

Lubrizol ltd

AG Barr

Luton Council

Ageas Insurance

MAG Airports Group

Airbus Operations

Manchester Metropolitan University

Altro

McDermott

Angel Trains

Muller UK & Ireland

Architects Registration Board

Munton

Ashford Borough Council

Nandos UK

Audit Scotland

National Theatre

Bassetlaw District Council

National Trust

BCHA

NCI

Boots

NI Water

Bourne Leisure

Norfolk County Council

Break

Nottingham City Council

Brunelcare

Nottingham Trent University

BSW Timber

Oxfam GB

Buckinghamshire Building Society

Phoenix Group

Burhill Group

PizzaExpress

Cambridge University Press

Prezzo

Cancer Research UK

Prospect

Capita

Publica Group (Support)

Castle Leisure

Queens Cross Housing Association

Chelsea Physic Garden

Randolph Hill Group

Choice Support

RBH Hospitality Mgmt

Clyde & Co LLP

Redditch Borough Council

CNH Industrial

RGP

Cobalt Ground Solutions

RMBI Care Company

Co-op

Robert Gordon University

CPS

RSM UK

Crown Paints

Saga

Cumbria County Council

Sainsbury's Supermarkets

Doncaster Council

Scottish Opera

Durham University

ScottishPower

Dwr Cymru Welsh Water

Sellafield

East Midlands Railway

Siemens Mobility

easyJet

Sky

Ekaya Housing Association

Sopra Steria

Epson Telford

Southern Co-op

Experian

SSE
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Extracare Charitable Trust

St Mary's University

Fenner Dunlop

St Mary's University College, Belfast

Forterra Plc

Sue Ryder

Forth Ports Limited

Tameside Council

Grampian Housing Association

Tangerine Confectionery

Grantham College

Tapfreight

Gresham Technologies UK

Target Group

Guinness Partnership

The Royal College of Radiologists

Heathrow Airport

TJX Europe

Hitachi Automotive Services UK

Translink

HP Inc UK

United Utilities

INOVYN ChlorVinyls

University of Chester

Inverclyde Council

University of Cumbria

INVISTA Textiles UK

University of Greenwich

Irwin Mitchell LLP

University of Reading

Isle of Man Steam Packet Company

University of Salford

ITV

University of Plymouth

Jacobs

University of Worcester

Jigsaw Homes Group

University of York

KCA Deutag

University of Essex

KEMP Hospice

Uttlesford District Council

Kensington Mortgage Company Limited

UWE Bristol

KSR Electronic Systems

Vision Homes Association

Lancaster University

Wigan Council

Leeds Arts University

Woven

Leeds Trinity University

Xerox UK

Leicester College

Yorkshire Water

Leicestershire County Council
Note: two organisations responded anonymously.
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Profile of respondents
The survey received responses from 137 organisations, mostly large organisations, employing
over 740,000 members of staff in total. The median workforce size is 1,500 staff, with
individual organisations’ headcounts ranging from just 28 to 140,000 staff. Just over a third of
respondents are in private services (34%) and over a quarter (29%) operate in the public
sector, which includes education. The remainder are split between the manufacturing and
primary (22%) and not-for-profit sectors (15%).

Table 1 Profile of respondents by organisation size (UK headcount)
UK headcount

Count

Total

%
740,356

-

Median

1,500

-

Average

5,400

-

Less than 250 employees

20

14%

250-999 employees

25

18%

1,000-4,999 employees

63

46%

5,000-9,999 employees

17

12%

10,000 and more employees

12

9%

Table 2 Profile of respondents by sector
Sector

Count

%

Manufacturing and primary

30

22%

Not for profit

21

15%

Private services

47

34%

Public sector (including education)

39

28%

The survey received responses from employers in a wide range of industries, although those
most affected by low pay and the statutory minimum wage, such as the hospitality and care
sectors, have greater representation. Education also features prominently since the survey
specifically included ECC members. In total 21 respondents are from the education sector and
these are mainly universities.
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Table 3 Profile of respondents by industry
Industry

Count

%

Air transport

4

3%

Business and professional services

7

5%

21

15%

Energy and water

6

4%

Fast food/restaurants

3

2%

Financial services

6

4%

16

12%

8

6%

26

19%

Ports/shipping/rail and bus

5

4%

Retail

5

4%

16

12%

Telecoms and IT

6

4%

Trade unions

3

2%

Other

5

4%

Education

Government
Leisure/recreation/entertainment/hotels
Manufacturing

Social care and housing

In respect of regions, the survey received responses from all regions of the UK, with the North
West (25%), London (21%) and the South East (20%) the most represented regions. Just
under a quarter of respondents are large national employers, with employees in all regions of
the UK. Of the remaining organisations, 59% operate more than one UK site.
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Figure 1 Profile of respondents by region1

Note the percentages do not add up to 100% as the majority of employers operate in more than one
region.
1
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Introduction
The Living Wage, as recommended by the Living Wage Foundation, is an estimate of the
minimum rate of pay required to meet a ‘socially acceptable’ standard of living. The rates are
calculated annually by the Resolution Foundation2 and are overseen by the Living Wage
Commission, based on the best available evidence about living standards in London and the
UK. The current estimates stand at £9.30 and £10.75 in London.
The Living Wage differs from the Government’s National Living Wage, which is the statutory
minimum wage for workers aged 25 and over (currently £8.21). The Living Wage is generally
higher than the statutory minimum; however, it does not have official status. It is recommended
by the Living Wage Foundation, which has charitable status and as such is purely voluntary,
though it has been taken up by trade unions and anti-poverty campaigners and as such it has
a high profile in some sectors.

By contrast, the statutory minimum is recommended to the Government by the Low Pay
Commission. In doing so, the Commission must have regard to the potential effect on
employment at the recommended rate and it therefore commissions research to inform its
decision. While the research generally indicates minimal employment effects, this aspect of
the remit plays a role in keeping the statutory floor lower than the Living Wage Foundation rate.
This also arises as a result of the structure of the Low Pay Commission (with equal numbers of
employers, trade unions and academics, plus a chair) which operates in effect by a system of
pendulum arbitration, with the academics arbitrating between the respective positions of the
employer and union reps. This produces an outcome that is a mean of the two positions and
that takes the potential effect on employment into account as part of the process. None of this
affects the Living Wage Foundation calculation.

A report detailing the methodology can be found here
https://www.resolutionfoundation.org/publications/calculating-a-living-wage-for-london-and-therest-of-the-uk-3/
2
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Adopting the Living Wage
To become ‘accredited’ as a Living Wage Employer, employers must pay all directly employed
staff a minimum rate of at least the current recommended Living Wage, both nationally and in
London, and have a plan in place to extend coverage to sub-contracted staff.

The survey shows that 20% of employers in our sample are currently accredited by the Living
Wage Foundation. Employers in the public sector are more likely to be accredited than those
in the private sector, although by sub-sector the proportion of accredited employers in the notfor-profit sector is very close to that in the public sector, at 24% compared with 26%.

Employers in manufacturing and primary are least likely to be accredited, although this was
expected to some extent since the floor for wages in many parts of this sector is probably
already higher due to the technical nature of roles in the sector, with manufacturing and
engineering skills typically commanding higher pay. The presence of trade unions also plays a
role here.

Overall 19% of respondents in private services report that they are accredited by the Living
Wage Foundation. This sector is likely to be disproportionally affected by low pay, with large
numbers of workers in the retail and hospitality industries, as well as administrative and
support roles, on comparatively low basic pay rates. Looking specifically at education, 19% of
respondents report to be accredited by the Living Wage Foundation (4 of 21 respondents).

Table 4 Proportion of Living Wage-accredited respondents in each sector
Sector
Private sector

Count

%
18

18%

Of which manufacturing and primary

4

13%

Of which not-for-profit

5

24%

Of which private services

9

19%

Public sector including education

10

26%

Total

28

20%
10
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Figure 2 Proportion of Living Wage-accredited respondents in each sector

The survey indicates that smaller firms are more likely to be accredited than larger firms (Table
5). For example, organisations employing between 250 and 999 staff account for 18% of the
entire sample but 28% of accredited respondents, whereas those with more than 1,000
employees represent around a fifth of the whole sample but just a tenth of those with
accreditation. Here, cost is likely to be a significant factor. Smaller employers might have less
trouble adopting the Living Wage since the cost implications are less than in the case of larger,
flatter firms such as the largest retailers with large numbers of relatively low-paid staff3.

IDR research already shows that some of the largest employers in retail and hospitality pay at the
level of the statutory minimum wage some way below the recommended Living Wage. Some firms
have rates closer to the level of the Living Wage but it is important to note that higher minimum rates
tend to coincide with a limited offering on employee benefits.
3
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Large private sector firms are more likely to be subject to a governance regime that is aimed at
providing a certain level of return to shareholders, which influences pay policy.
Table 5 Proportion of Living Wage-accredited respondents by UK headcount
Sector

Count

%

Less than 250

5

17%

250-999

8

28%

1,000-4,999

13

45%

5,000-9,999

2

7%

10,000 and more

1

3%

According to the Living Wage Foundation there are currently 5,992 accredited employers in the
UK, which includes 71 universities (see Appendix 1 for details). The number of accredited
employers accounts for 0.02% of all UK businesses.4 The number of accredited university
employers accounts for around 55%5 of all UK universities and for around 18%6 of all higher
education providers.

The voluntary Living Wage grew out of a campaign for the London Living Wage (LLW) by
volunteer group London Citizens in 2001. However, following the first Living Wage week in
November 2012, the campaign has gained increasing prominence in the media, with mounting
pressure on employers in certain sectors to move towards the higher rate. The living wage has
received widespread political support, however, despite a rise in the Living Wage’s
prominence, only a minority of employers have adopted it despite the number of accredited
employers doubling over the last three years, from 3,000 in 2016 to almost 6,000 currently.

Reasons for adopting the Living Wage

Based on a figure of 2.7 million VAT and/or PAYE businesses, as published by the Office for National
Statistics.
5
Based on a figure of 130 for UK universities.
6
Based on a figure of 389, as published on the Office for Students’ register.
4
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Several Living Wage-accredited respondents told us their main reasons for choosing to
implement it. The most common theme is simply that employers feel it is ‘the right thing to do.’
In the words of one utilities company, ‘people who work for us – directly or contracted onto
our sites – absolutely deserve to be treated with the respect that means they can live a decent
life free from poverty.’ Many cited ‘fair pay’ more specifically, with one local government
respondent expressing the hope that this would ‘set an example to other employers within the
district.’

Some survey participants pointed to the potential business benefits of adopting the Living
Wage – not least in terms of being regarded by existing or prospective staff as an ‘employer of
choice’. The respondent at one local authority, for example, cited ‘increases in productivity,
cost savings as a result of improved retention and reduced sickness absence, improved
morale, motivation and commitment,’ while a manufacturer felt that accreditation offers ‘a
helpful brand message to attract future talent.’ A private services company, meanwhile,
believes that ‘paying the Living Wage sends a strong message that staff are valued.’

For some respondents, there is a clear link between adoption of the Living Wage and their
broader organisational purpose or values. One employer from the social care and housing
sector, for example, reports that ‘we actively campaign against the impact that poverty has on
children and families. Being a Living Wage employer fits with our values and we are keen to
support working families.’

Similarly, a not-for-profit respondent said that ‘we campaign against poverty, we campaign for
a living wage, in line with our values.’ For a utilities company, meanwhile, ‘recognising hard
work with a fair day’s pay is a fundamental part of realising our company vision to earning the
trust of our customers, every day.’ And another utilities company stated that it was ‘a big
company involved in providing energy which is an essential service. That means we have a
leadership role when it comes to good business conduct […] We can send an important signal
to our suppliers and the wider business community of the importance of paying a wage rate
that protects employees from in-work poverty.’
13
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Universities’ reasons for adopting the Living Wage are similar to those for employers in other
sectors, with fairness, organisational values and contribution towards being an employer of
choice cited most frequently.
Table 6 Employer-cited reasons for becoming accredited by the Living Wage Foundation
Industry
Housing & social care
Rail & bus transport
Local government
Housing & social care

Local government

Energy & water

Central government
Telecoms, marketing
& media
Advice, campaigning &
aid
Air transport
Education

Energy & water

Financial services

Comments
We actively campaign against the impact that poverty has on children and
families. Being a Living Wage Employer fits with our values and we are keen
to support working families
It is the right thing to do.
Pay a fair rate for our employees and to set an example to other employers
within the district.
To pay employees a fair wage and to attract and retain good employees.
Increasing the wages of the lowest paid employees and reducing the level of
in-work poverty. Improving access to goods and services for the lowest paid
staff. Increases in productivity, costs savings as a result of improved
retention and reduced sickness absence, improved morale, motivation and
commitment.
As a not-for-profit company, we want to play an active and positive role in
the communities we serve. Our colleagues across the company are our best
assets and most valued ambassadors – so recognising hard work with a fair
day’s pay is a fundamental part of realising our company vision to earning
the trust of our customers, every day.
Corporate Social Responsibility (CSR), leading by example and alignment
with our values.
To ensure that we are paying a fair salary for all our employees, including
apprentices and trainees.
We campaign against poverty, we campaign for a living wage. In line with our
values.
To ensure we pay a good level of pay to all out colleagues, so that they have
a good standard of living.
The LLW fits in with our university's values
Three core reasons. The first was an ethical one: people who worked for us
– directly or contracted onto our sites – absolutely deserved to be treated
with the respect that means they could live a decent life free from poverty.
The second case was a business one: employee morale, retention rates and
employee engagement would improve with the living wage.
And then there was a third judgement. We are a big company involved in
providing energy, which is an essential service. That means we have a
leadership role when it comes to good business conduct. We are [a big
company] and we could send an important signal to our suppliers and the
wider business community of the importance of paying a wage rate that
protects employees from in-work poverty.
To be seen as an ethical and competitive employer.
14
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Local government

Education

Manifesto pledge and supported by the trade unions and Scottish
Government.
Being an accredited Living Wage Employer is a very important commitment
for us as we wish to create a positive working environment for all our
colleagues, making the university a great place to work and enabling
colleagues to get the most out of their total reward.
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Table 6 Employer-cited reasons for becoming accredited by the Living Wage Foundation cont’d
Industry

Comments

Food, drink & tobacco

Right thing to do. Helpful employer brand message to attract future talent.

Business services

To pay a fair rate for our employees based on independent research.
To recognise the fact that we already pay the Foundation Living Wage and to
encourage our suppliers etc to follow.
We already paid at least the Living Wage ourselves and it was important to
us that our outsourced staff were treated the same. Paying the Living Wage
sends a strong message that staff are valued.
Morally it was the right thing to do and also shows we care in our staff
receiving a good wage. Also towards being an employer of choice.

Education
Legal services
Education

Date of accreditation
The sample is split between those that adopted the Living Wage some time ago and those that
have adopted it more recently. The numbers here are quite small, however the pattern does
appear to fit with a growing prominence in the early period, followed by a quieter period
immediately following the introduction of the Government’s National Living Wage in 20167. We
suspect many employers were still working through their strategy for implementing the new
statutory National Living Wage and subsequent increases in 2017 and 2018.

Table 7 Date of Living Wage adoption
Year

Count

%

2012

1

4%

2013

7

26%

2014

2

7%

2015

5

19%

2016

5

19%

2017

2

7%

2018

0

0%

2019

5

19%

Impact on pay
The new National Living Wage came into effect on 1 April 2016 following its announcement in the
preceding October. IDR observed very few early adopters, with most employers waiting until the 1
April 2016 deadline to implement the new statutory minimum for workers aged 25 and over.
7
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Overall 62% of those that have already adopted the Living Wage report that they had to
increase their minimum pay rate in order to comply and in the vast majority of cases this
affected only a small proportion of the overall workforce. Staff affected by firms’ adoption of
the Living Wage ranged from 0.75% to 15%, while the average proportion was just 7%.

Table 8 Proportion of staff affected by adoption of the Living Wage at respondent firms
%
Range

0.75% to 15%

Average

7%

Median

5%

Very few employers were able to report a figure for the impact on pay but the majority of those
that could state that it amounted to 0.3% or less of the overall paybill: the range was from
0.01% to 5.6%. The highest figure quoted was 5.6% at a local authority where refuse workers
– accounting for 15% of the workforce – benefited from the move to pay the Living Wage.
Another reported a paybill increase of 2.75% as a consequence of raising the minimum rate
for apprentices, cleaners, retail assistants and café assistants – accounting for 7% of the
workforce – to at least the Living Wage.

Others, that were not able to provide a figure, provided comments as to the cost of ‘hardly
anything’, ‘minimal impact’ and ‘insignificant’.

For the most part, respondents have reported that they were able to absorb any additional
costs arising from adopting the Living Wage relatively easily. However, some indicated that
they had made efficiency savings elsewhere in the organisation, while another employer drew
on its contingency fund to cover the shortfall. A further survey participant said that, to fund
adoption of the Living Wage, it had made ‘smaller increases for other staff and spent less on
other lower priorities.’
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Nine of the 28 employers (a third) that pay the Living Wage have already applied the November
2019 recommended increase to rates; most of these follow the Living Wage rates to the letter
increasing the national hourly rate from £9.00 to £9.30 and that in London from £10.55 to
£10.75.

Table 9 Minimum pay rates at Living Wage accredited firms
Outside London

Median

Inside London

Current lowest
rate
£9.30

Previous lowest
rate
£9.00

Current lowest
rate
£10.75

Previous lowest
rate
£10.55

£9.34

£9.00

£11.31

£11.18

6

5

8

7

Average
Count

Future plans to adopt the Living Wage
The survey asked employers that do not currently pay the Living Wage whether they have any
plans to do so in the future. Overall just over half (54%) have plans to adopt the Living Wage,
the majority of which are in the medium-to-longer term which suggests the move may be more
aspirational than concrete.
Table 10 Respondents’ intentions for seeking accreditation/adopting the Living Wage
Count

%

Yes, we intend to adopt the Living Wage

37

54%

No, we have no intention of adopting the Living Wage

31

46%
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Figure 3 Respondents’ intentions for seeking accreditation/adopting the Living Wage

Looking specifically at responses from HE institutions, a smaller proportion of employers have
plans to implement the Living Wage than across the whole sample. In total just three
institutions plan to adopt the Living Wage (one in the next six to twelve months and two over
the medium-to-longer term), accounting for 21% of those that do not currently pay it. One
institution reported that it pays the Living Wage to all contracted employees and casual
workers but, because it is not convinced of the benefit of seeking accreditation, is not planning
to do so.
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Table 11 Timeframe for adopting the Living Wage
Count

%

In the next 6-12 months

7

19%

In the next 12-18 months

5

14%

25

68%

Over the medium-to-longer term (ie 18mths+)

Figure 4 Timeframe for adopting the Living Wage

Pay rates among non-accredited firms
As perhaps expected, the majority of non-accredited respondents have a minimum rate that is
below the level of the Living Wage; however, there are a number of respondents that have
implemented the rate but not sought accreditation. In total just under a quarter (23%) of those
that are not accredited by the Living Wage Foundation have made adjustments to align pay
with the voluntary Living Wage. HE institutions, at 43%, are more likely overall to adopt this
approach, paying a minimum rate in line with the Living Wage but choosing not to seek
accreditation.
20
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Table 12 Minimum rates at respondents at non-accredited Living Wage firms
Outside London

Inside London

Lower quartile

£8.24

£8.54

Median

£8.83

£9.53

Average

£9.01

£10.32

Upper quartile

£9.24

£11.00

86

41

Count

Impact on pay decisions and strategy
The survey shows that the Living Wage does have a wider impact on pay decisions and strategy.
As noted previously, 23% pay at the level of the Living Wage despite not being accredited and
a further 45% state that they actively track the Living Wage and are mindful of the level when
setting minimum pay rates. Just 32% state that the Living Wage has no bearing on pay
decisions at their organisation. Furthermore, 42% of those not currently accredited by the
Living Wage Foundation state that they report on the voluntary Living Wage to the Board, senior
management team or other group.

Table 13 Influence of the Living Wage on pay decisions at non-accredited firms
Count
We pay at the level of the Living Wage
We actively track the Living Wage and are mindful of the level when setting
minimum pay rates
The Living Wage has no bearing on our pay decisions

%

24

23%

46

45%

33

32%

Pressure to adopt the Living Wage
The survey also asked employers that are not currently accredited by the Living Wage
Foundation about any pressures they face to adopt the Living Wage. Just over a third (34%)
state that they do face pressure from one or more groups. The main pressures come from trade
unions (18 of 31 employers report pressures from trade unions), followed by staff (6 of 31) and
HR or management teams (3 of 31). Two employers report pressures from local authority
representatives.
21
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Withdrawing from the Living Wage
Just one employer reports having chosen to withdraw from previous Living Wage accreditation;
this is a university that also states it has plans over the medium-to-longer term to seek
accreditation once more. The minimum rate at this organisation is currently £8.84, marginally
behind the UK Living Wage rate of £9.00. The main factor in this decision was cost and we can
see that the minimum has fallen behind the recommended Living Wage level but remains
ahead of the lower statutory National Living Wage rate for workers aged 25 and over (which is
currently £8.21).

22
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Appendix 1 – Living Wage-accredited universities
Abertay University
Aberystwyth University
Anglia Ruskin University
Birkbeck, University of London
Cardiff University
Christ Church, University of Oxford
Girton College, University of Cambridge
Glasgow Caledonian University
Goldsmiths University of London
Green Templeton College, University of Oxford
Hertford College, University of Oxford
Institute of Development Studies, University of Sussex
Inverness College UHI
Jesus College, University of Oxford
King's College London
Leeds Trinity University
Lews Castle College UHI
Lincoln College, University of Oxford
Liverpool John Moores University
London Business School
London Metropolitan University
London School of Hygiene & Tropical Medicine
London South Bank University
Mansfield College, University of Oxford
Merton College, University of Oxford
Middlesex University
Moray College, UHI
Nazarene Theological College
Newcastle University
Oriel College, University of Oxford
Pembroke College, University of Oxford
Perth College UHI
Queen Margaret University
Queen Mary, University of London
Queens' College, University of Cambridge
Ravensbourne University
SOAS, University of London
Somerville College, University of Oxford
SRUC
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St Cross College, University of Oxford
St Hilda's College, University of Oxford
St Mary's University
St Peter's College, University of Oxford
Syracuse University (USA) London Program
The London School of Economics and Political Science
The North Highland College UHI
The Open University
The Queen's College, University of Oxford
The University of Edinburgh
The University of Liverpool
The University of Oxford
UEA
University College Oxford
University of Aberdeen
University of Bath
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