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At St Leger Homes, we are committed employing a diverse and gender
balanced workforce and to the fair treatment and reward of all our
employees regardless of their gender.  We believe that in doing this it
will help us to provide the best possible service to our residents and
customers and support us to deliver positively against our corporate
plan objectives. 

This is the fourth year of reporting our gender pay and although in previous

years we have seen a positive reduction this year’s Gender Pay Report has

seen a slight increase in both our mean and median figures due to changes

within our workforce. These changes are due to changes at the Head of

Service level in the relevant pay period. We remain committed to lowering

these figures and acknowledge there is more we can do and we will

continue to work to ensure the gap is going in the right direction.

We acknowledge that we are under represented by women within our

construction services and we will continue to address this by ensuring that

we have positive actions in place and will continue to be involved with the

‘Pathways into Construction’ programme to encourage more females into

trades.

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. 
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Gender Pay 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. Organisations are required to report on their
gender pay in the following ways:

1. Percentage of men and women in each hourly pay quarter- The

proportions of male and female full-pay relevant employees in the lower,

lower-middle, upper-middle, and upper pay quartile pay bands

2. Mean (average) gender pay gap using hourly pay - The difference

between the mean hourly rate of pay of male full-pay relevant employees

and that of female full-pay relevant employees. The mean is the average

of the ‘hourly pay’ for all relevant full-pay employees. 

3. Median gender pay gap using hourly pay - The difference between the

median hourly rate of pay of male full-pay relevant employees and that of

female full-pay relevant employees. The median is the number which

splits the top 50% of the ‘hourly pay’ figures from the bottom 50%.

4. Percentage of men and women receiving bonus pay, and Mean and

Median gender pay gap using bonus pay - St Leger Homes do not

operate any performance related pay or bonus scheme and therefore has

no bonus gender pay gap to publish.
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GAP

9.86%

£12.81 £14.21£1.40

Mean Pay Gap

This is a 1.86% increase from our 2019 figure, this can be attributed to the

increase in the number of male employees at a senior level. National mean pay

gap is 7.4% so this indicates that were are 2.46% higher than the national figure.

Our Reporting Data 

This is a slight increase of 0.07% from our 2019 figure. National median pay

gap is 15.5% so this indicates that we are 8.41% lower than the national figure.

GAP

7.09%

£12.84 £13.82£0.98

Median Pay Gap
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Female

41% 

(325)

 

 
As of 5 April 2020 the breakdown of our workforce is shown below:

Overall Workforce Profile

St Leger Homes operates a pay and grading structure in line with the NJC

agreed rates. This includes a total of 9 grades and 41 spinal column points.

Beyond grade 9 spot salaries are utilised with no incremental progression.

Employees move through the spinal column points within the grade annually.

Trade apprentices have nationally agreed rates and work through these

throughout their apprenticeship.

Male

59% 

(462)

 

Lower Quartile: comprises of apprentices, grades 2 and 3 examples of

roles – Customer Services Advisors, Administration Officers, Student

Placements and Trade Apprentices.  

Lower Middle Quartile: comprises of grades 3 and 4 examples of roles –

Housing Officers, Roofers, Works Planners and Plumbers.

Upper Middle Quartile: comprises of grades 4 and 5 examples of roles –

Surveyors, Senior Income Management Officers, Electricians and Gas

Fitters.

Upper Quartile: this quartile has the largest range of different grades and

comprises spot salaries and grade ranges 9-5 examples of roles –

Directors, Heads of Service, Team Leaders, Electricians and Gas Fitters. 
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59%

116

 
Below shows the breakdown and proportion of men and women in each

quartile – shown by percentage and actual numbers

Quartile Breakdown

Lower

Lower

Middle

Upper

Middle

Upper

60%

118

40%

79

59%

116

41%

80

21%

42

79%

155

25%

49

75%

148

Women

Lower

 

59%

116

41%

80

Men

35%

6665%

122

Lower

Middle

Upper

Middle

8%

15

92%

174

71%

133

Upper

29%

55
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The 2020 data shows that there has been some movement in all our

quartiles, positively we have seen the largest changes being in the

upper quartile with an increase of women by 13%. Representing a

number of senior female appointments.  The lower middle quartile

shows an increase of men by 6%. The larger number of women in the

lower quartile and a large percentage of men in the upper middle and

upper quartiles shows 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

50% of our Senior Management Team (Service Managers and beyond).

 

Quartiles
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We have reviewed and updated our recruitment and selection policies in

2020 and continue to ensure that our job advertisements are not gender

biased.

Our interview panels are diverse and gender balanced in order to counteract

any unconscious bias. We continue to deliver recruitment and selection

training for line managers embedding fair practise.

We are doing targeted work with local schools to facilitate women into

construction. 

We have a fair and transparent pay and reward structure in line with NJC

rates.

We offer 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. Part time

working accounts for 17% of our current workforce.

We have enhanced family related benefits and leave.

Achievements

The past 12 months have been a challenging time for St Leger Homes as for

most organisations, with many planned initiatives have been impacted due to

the ongoing pandemic. Our achievements in the last 12 months include: 

Recruitment

Pay and Reward

Flexible Working
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We will build on the experience of the last 9 month by enabling more

agile and remote working for employees enabling them to continue to

best manage their work and home life in a way that works for them.

With the review of our career start framework we plan to work even

closer with schools to continue to facilitate an apprenticeship cohort in

the coming 12 months along with a range of pre apprenticeship routes.

During 2021 we will introduce more targeted succession planning and

initiate development of a future leader’s framework which, will aid

identification and development of high potential talent.

Our focus on workforce diversity is renewed. We are learning from other

successfully diverse organisation and where appropriate we will work

alongside partners to introduce and drive forward successful change. 

Taking Action 

Over the next 12 months we will be taking the following initiatives forward:
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