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St. Leger Homes is  committed to addressing any inequality issues in all forms, and to the 
equality of opportunity for all individual protected characteristics.  We believe that this will 
help us to provide the best possible service to the residents of Doncaster.

Our Senior Management Team is made up of 29 employees, 14 of which are women.  
This equates to 48% of this group of employees, and is a good indicator of how we 
promote and encourage women to take up these senior roles, when comparing with the 
39% of women who make up our workforce overall. We achieve this through the use of 
structured interviews for both recruitment and internal promotions. 

Like many other employers, we acknowledge that there is still room for improvement with 
our gender pay gap, particularly when attracting and encouraging women into jobs that 
are traditionally carried out by men.  We are however confident that men and women 
are paid equally for doing the same job, as reflected in our 2018 equal pay audit which 
demonstrated that the overall equal pay gap was 0.38%

We do have a higher proportion of women in lower graded jobs, as reflected in our 
quartile figures, and we have already taken actions to address this, including ensuring 
that all our pay rates are in line with, or above, the foundation living wage.

We will continue to work on addressing any imbalances with our gender pay gap, and to 
ensure that we have the right systems in place so that progression and pay are fair for 
everyone, and to enable us to attract a diverse range of candidates.

Paul Tanney,
Chief Executive

Introduction



Gender Pay Gap Reporting
As we employ more than 250 people, we are required by Government regulations to 
publish details of our gender pay gap.  The aim of gender pay gap reporting is to show 
how large the pay gap is between male and female employees.  St. Leger Homes do 
not operate any performance related pay or bonus scheme and therefore has no bonus 
gender pay gap to publish.  We do however have to report on the following:

• Mean gender pay gap:

The difference between the mean hourly rate of pay of male full-pay relevant  
employees and that of female full-pay relevant employees.

• Median gender pay gap:

The difference between the median hourly rate of pay of male full-pay relevant employees 
and that of female full-pay relevant employees

• Quartile pay bands:

The proportions of male and female full-pay relevant employees in the lower, lower-
middle, upper-middle, and upper pay quartile pay bands.

The mean is the average of the ‘hourly pay’ for all relevant full-pay employees.  The 
median is the number which splits the top 50% of the ‘hourly pay’ figures from the bottom 
50%.



Looking back over the last 12 months
St. Leger Homes of Doncaster operates a pay and grading structure in line with the NJC 
Scheme for Local Government Employees.  This covers a range of administrative, craft, 
technical and managerial roles.  Each grade has a defined pay range with pay gaps in 
between grades.  Employees move through the pay range for their grade.  This means 
that the longer period of time that someone has been in a grade, the more they will earn, 
irrespective of their gender.

Our Leadership Team are covered by pay arrangements in line with the Chief Executive 
and Chief Officer Schemes for Local Government Employees.The grading for all jobs is 
determined locally using an analytical job evaluation scheme, ensuring equal pay for work 
of equal value.

In our first gender pay gap report we recognised that a high proportion of our upper 
middle quartile (92%) was made up of men. We examined this in more detail and noted 
that 85% of all employees within that quartile were doing jobs that traditionally have 
a high male representation, such as Gas Fitters, Electricians, Surveyors, Joiners and 
Plumbers. 

We made a commitment to develop and broaden actions already in place to address the 
imbalance, and we were mindful that this was reflective of a national picture, as many 
construction organisations were citing difficulties in attracting, and retaining women into 
these traditionally male roles.  



The next 12 months

We will continue to take actions to address any gaps, as highlighted above, and also to 
take action through wider policies and initiatives to make sure our policies and practices 
are fair, and have a focus on gender equality.  More specifically we will:

• continue to ensure positive action statements are added to job adverts;
•  trial a new service that targets recruitment advertising, through social media, at women 

for traditional male roles;
•  implement a number of initiatives to attract more women into traditional male roles by 

working closely with the Construction Industry Training Board (CITB);
•  working closely with schools and colleges to promote these roles and increase their 

desirability;
•  continue to publish and promote our success stories about our female trade employees 

and apprentices;
•  review and improve our apprenticeship application process with the aim of making it 

more interesting for female apprentices into trade roles; and
•  train female trade employees to act as mentors to our apprentices to support them in 

work.

We are proud to share the steps we have taken to ensure we’re in a strong position to 
narrow our gender pay gap, and what we will do in the future to continue on this journey.

So what have we done?
  
We knew this would be a long and continuous process, and we did not expect to see a 
significant increase in our 2018 figures.  

However, we are pleased to note that the number of men in our upper middle quartile for 
2018 has decreased from 92% to 91%.  

We anticipate that the actions taken, and a continual review of these, will lead to further 
decreases, albeit small in percentages, over the years as we continue to work on our 
gender pay gap.  

Some of the things we committed to doing to address any gender imbalance has not 
changed from our first report, and are still important to us.  This includes our: 

•  wide range of flexible working options to enable employees to effectively manage their 
work/life balance – shared parental leave, job sharing, part-time, compressed hours, 
occasional home working, flexi-time, paid carers leave, career break; 

•   commitment to identifying from within, employees who have the potential to grow into 
more senior roles – through career conversations and our Directorate People Plans; 

•  continuous review of our recruitment and promotion processes to  eliminate the potential 
for any unfair bias when making decisions; and

•   continuing work on improving female representation in the currently less gender 
balanced roles.  



A review of our 2018 data
Our mean and median gender pay gap for the last two years

The slight increase in the mean gender pay gap links with the increase in men in the Upper Quartile.
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The 2018 hourly wages (mean and median) show that women make 92p for every £1 that men 
make.

Our pay quartiles for the last two years
The 2018 data shows a slight decrease in the percentage of women in the following quartiles:

 • lower  -1%
 • upper  -2%

There was a 1% increase in women in both the lower-middle and upper-middle quartiles.
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