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Introduction

At St Leger Homes, our ongoing commitment to addressing any inequality issues in all forms, and
the equality of opportunity for all protected characteristic groups, is incorporated in our culture, and
supported by our policies and frameworks – the way we work. This is reinforced in our Equality
Strategy, and Fairness and Equality Statement. Diversity and inclusion is important to us; we
believe that this will help us to provide the best possible service to the residents of Doncaster, and
will have a positive influence on our wider contribution to society.
In this third gender pay report, I am encouraged to see a fall in our gender pay gap (both mean
and median), as this would suggest that the actions we are taking to close the gap are creating
results in the right direction. At the same time, we still acknowledge that there is more that we can
do, in particular when trying to attract females into roles that are traditionally perceived as ‘male’
roles. This is an issue locally and nationally, and I am pleased to report that St Leger Homes has
committed to being involved in the ‘Pathways into Construction’ programme. As part of this, we will
work in partnership with local organisations to try and break down the perceptions that have made
these roles less attractive to women, and to attract all underrepresented groups into these jobs.
We will continue to ensure that St Leger Homes is a diverse and inclusive place to work, and to
reducing our gender pay gap. We will do this by reviewing every stage of the employee lifecycle,
from recruitment through to progression opportunities, in addition to our culture and working
environment. I am confident that this approach will continue to make our organisation a good place
to work and will facilitate individual and company growth.

Paul Tanney
Chief Executive

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 at the same company, regardless of their job. 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, uppermiddle, 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%.

Taking Action – The Year in Review
During the last 12 months, we have taken steps to ensure that St. Leger Homes is a diverse and
inclusive place to work, these include specific actions to reduce our gender pay gap. A key focus
for us has been on reviewing the higher percentage of males in the upper middle and upper
quartiles, some of which are roles that are traditionally perceived as ‘male’ roles. Summarised
below are some of our achievements and our ongoing commitment to narrowing our gender pay
gap.

Diversity and Inclusion
We realise the benefits that diversity brings to St. Leger Homes and we are keen to ensure that we
have an inclusive and welcoming environment for all employees, along with the need to treat all our
customers and staff equally and fairly. We work hard to ensure that our corporate commitment to
fairness and equality is embedded throughout the organisation, and is demonstrated by everyone
representing St Leger Homes. In order to achieve this we will continue to:
support and develop our employees in their individual roles as ambassadors for fairness and
equality; and
provide employees with a positive working environment in which they feel valued and empowered
to achieve their full potential.
Pay
Our reviewed and updated Pay Policy came into effect on April 2019 and this sets out our
commitment to continue to ensuring that our pay and reward systems are fair, transparent and
comply with the Equalities Act 2010. The grading for all jobs is determined locally using an analytical
job evaluation scheme, ensuring equal pay for work of equal value.
We operate a pay and grading structure in line with the NJC Scheme for Local Government
Employees, which 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.
The NJC Pay and Grading Structure was reviewed and a new grading system was implemented in
April 2019 resulting in higher percentage pay increases in the lower grades, where we have a larger
number of women employees.

Flexible Working
At St Leger Homes we have a wide range of flexible working practices enabling employees to
have the opportunity to work in a way that works best for them, and to support them to effectively
manage their work/life balance. This includes, for example, shared parental leave, job sharing,
part-time hours, compressed hours, occasional home working, flexi-time, paid carers leave,
extended unpaid leave and longer career breaks.
We are currently reviewing our policies and procedures as part of our commitment to creating a
more agile and collaborative work environment for employees. Any changes that are identified will
be implemented in 2020, and we envisage that these will contribute to the narrowing of the gender
pay gap, and will support employees balancing their working life with personal commitments.
Recruitment and Selection
We want to recruit the best people, but we are also committed to exploring how we can attract
more women into roles that may previously have been perceived as ‘male’ roles. In order to
address the perceptions which have made these jobs less attractive to women, we are
participating in the newly introduced ‘Pathways into Construction’ programme, which is led by the
Construction Industry Training Board. The aim of this programme is to attract people from
underrepresented groups into construction jobs – including females.
The work that we will do collaboratively as part of this programme, will support us in attracting
females to work in the roles which are traditionally carried out by males – these account for the
higher male percentages in the upper middle and upper quartiles.
We have reviewed our apprenticeship application process with the aim of making it more
interesting for females for trade apprenticeships. This is still ongoing, and we have started
working closely with schools to promote these apprentices and future development into fully
qualified trade roles.
We have reviewed our recruitment and promotion processes to ensure that they continue to
eliminate any unfair bias when making decisions, and we continue to train line managers on this,
in order to prevent any unintentional gender bias.

Our Year Three Data
Our mean and median gender pay gap for the last two years.
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Our pay quartiles for the last two years
The 2019 data shows that our quartiles have largely remained the same, although there has been
movement in the lower middle quartile with an increase of women by 4%. The larger number of
women in the lower and middle pay quartiles, and the higher number of men on the upper middle
and upper pay quartiles, highlights the need for us to continue to work on addressing gender
balance for all employees.
Whilst the number of men in our upper quartile is high, women make up 48% of our Senior
Management Team, and 51% of our top 5% of earners are women.
This highlights even further the need for partnership working in order to address the underrepresentation of females in trade roles, that are traditionally represented by men.
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