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Foreword

“At St Leger Homes we are committed to 

the principles of equality, diversity and 

inclusion. 

Becoming an organisation that truly 

reflects and represents the diverse 

nature of Doncaster in our workforce and 

in our services is the destination we 

aspire to reach. 

We know we have a long way to go, and 

there will be barriers which slow our 

progress, but nonetheless the path is the 

right one and this is a journey we are 

determined to take. 

One of the milestones we need to reach 

is bridging the gender pay gap. This 

report describes our progress.”

Dave Richmond, CEO

“Becoming an organisation that 
truly reflects and represents the 
diverse nature of Doncaster in our 
workforce and in our services is the 
destination we aspire to reach.”

Dave Richmond, CEO



Reminder of legislative 
requirements

As we employ more than 250 employees, we must comply with Government 

regulations and report annually on our Gender Pay Gap. The aim of the report 

is to identify the pay gap between male and female employees. Organisations 

use various measures when collating the information for the report:

1. Mean Pay – The difference in the mean pay of full-pay male and female 

employees expressed as a percentage. The mean is the average of the 

‘hourly pay’ for all relevant employees

2. Median Pay – The difference in the median pay of full-pay male and 

female employees expressed as a percentage. The median is the figure 

which splits the top 50% of the hourly pay figures from the bottom 50%

3. The percentage of men and women in each of four quartile pay bands. 

This includes the lower, lower-middle, upper-middle and upper pay 

quartile pay bands

4. The difference in mean and median bonus pay of men and women and 

the proportion of men and women who received bonus pay – St Leger 

Homes do not operate any performance related pay or bonus 

scheme and therefore have no bonus figures to publish

Gender pay gap 
vs 
Equal pay

The gender pay gap measures the difference between the 

average earnings of men and women, irrespective of roles or 

seniority. Equal pay is our legal obligation and responsibility as 

an employer to give men and women equal pay for equal work.

Therefore our gender pay gap is not a result of equal pay issues. 

Here at St Leger Homes we have a gender-neutral approach to 

pay across all levels of the organisation. This is also regularly 

monitored to ensure we meet this legal and moral obligation. 



The 2021 figures show an improvement in both the mean and 

median gender pay gap figures, in fact the lowest the figures have 

been since we started reporting. A real positive and a clear 

reflection that our policies and initiatives are steering us towards the 

desired result. We do however understand that despite closing that 

gap, we must continue in our efforts to reduce this further. 

We acknowledge that we are still under represented by women as a 

whole within the organisation, although showing a 1% increase in 

females within our workforce. This is still outweighed by men within 

the workforce. 

Summary of the 
numbers

Gender Pay Gap April 2021 April 2020 April 2019 April 2018 April 2017

Mean 5.18% 9.86% 8.00% 8.19% 7.75%

Median 5.21% 7.09% 7.82% 7.63% 7.63%

What do we know about the data?

St Leger Homes pay gap

Mean Pay Gap Median Pay Gap

£13.39 £14.12£0.73

5.18%

We have seen a slight reduction in the 

mean hourly pay for men alongside an 

increase in the mean hourly pay for 

women compared to our 2020 figures.

£13.46 £14.20£0.74

5.21%

The median pay gap has seen a reduction 

of 1.88% from our 2020 figure. We have 

seen an increase in the median hourly 

pay for both men and women.

The current UK national pay gap is 7.9% which is a slight 

increase from last year, however St Leger Homes are 

pleased to be reporting much lower than the national 

figure.
National data provided by ONS, Gender Pay Gap in the UK: 2021



Workforce Profile

This represents a 1% increase in female representation within the 

workforce compared to the figures of 2020. 

St Leger Homes continue to operate a pay and grading structure 

in line with the National Joint Council agreed rates. Currently this 

consists of 9 different pay grades and a total of 41 spinal column 

points. Employees progress and move through the spinal points 

within the grades annually. Separate to this any apprentices have 

rates which are agreed nationally and they work through these 

during the duration of their apprenticeship. 

From September 2021 in order to support appointment to entry 

level roles the apprenticeship pay scale was reviewed to create 

scope for appointment to higher and degree level apprenticeships. 

As of April 2021, the breakdown of our workforce is shown below,

326 Female
42%

448 Male
58%



Quartile Breakdown

We understand that a gender pay gap does still exist at St Leger 

Homes and this is mainly due to low female representation in 

Senior Leadership Roles (EMT) and trade roles. This is explained 

further in our quartile breakdown. 

The 2021 figures show that there has been a change in all of our 

quartiles, with an increase of females in every quartile apart from 

the lower. This is extremely positive and is another example that 

we are making great progress in bridging that gender pay gap.

Although the number of men in our upper quartile is high, it is 

important to note that women make up 52% of our Senior 

Management team (service managers and above).

44%

37%

77%

73%
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63%

23%

27%
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UPPER QUARTILE

Proportion of male and female by pay

Female Male

Upper Quartile: Consists of the largest range of pay grades and includes 
spot salaries and pay grades 5 to 9. Example of roles – Directors, Head of 
Service, Team Leaders and Electricians

Upper Middle Quartile: Mainly consists of pay grades 4 and 5. Example of 
roles – Plumbers, Income Management Officers and Joiners

Lower Middle Quartile: Mainly consists of pay grades 3 and 4. Example of 
roles – Housing Officers, Roofers, Tenancy Support Officers and Housing 
Assistants

Lower Quartile: This is made up of Apprentices and pay grades 2 and 3. 
Example of roles – Caretaker, Customer Access Officers, Customer Service 
Advisors and Trade Apprentices



We are determined to tackle the gender pay 

gap. To do this our focus will be on three main 

areas: recruitment, retention and 

progression.

We are also focused on developing our 

workforce and ensuring barriers to progress are 

identified and overcome.

What are St 
Leger Homes 
doing about the 
gender pay gap?

Within the last 2 financial years we have seen more 

women appointed into our senior roles when 

compared to the previous 3 years.

There has been a reduction in female appointments in 

trade roles with this area requiring the most 

improvement. However, compared to the previous 

year there was a drop in turnover overall. 

Retention of our staff is extremely important 

here at St Leger Homes. We have a number of 

initiatives to ensure this happens including a 

real focus on employee well-being:

• We have recently introduced regular check-ins 

which replace the traditional 1-2-1. Managers use 

this time to check on their team members well-

being including both mental and physical health.

• St Leger are proud to offer free membership for 

all our employees to a private healthcare 

scheme, offering a number of benefits including a 

24/7 counselling service.

• Excellent leave entitlement to support staff 

including generous paid annual leave entitlement, 

paid maternity, adoption and paternity leave 

above the government minimum, support with 

time off to attend appointments and provisions for 

parental and special leave.

• St Leger Homes understand the need to offer 

flexible working and believe that individuals 

should be able to work and enjoy a quality family 

life. We believe the ability to balance life inside 

and outside of work is key to attracting and 

retaining the best employees. In fact part time 

workers make up 17% of our current workforce.

Employee development and training is a key 

objective for St Leger Homes.

• We have a dedicated Organisational 

Development team to support learning and 

development opportunities.

• As part of the new check-in process, managers 

also use this time to discuss and identify any 

training and support with their team members.

• All staff are required complete an annual 

Personal Development Plan which details training 

requirements and focus areas for the next 12 

months.

• St Leger Homes support staff with paid 

professional memberships (if required for the job 

role) and in the last 12 months have introduced 

the chance of all employees to choose to apply 

for paid for Chartered Institute of Housing 

Membership to enhance their professional 

development. 



Over the next 12 months we will be focusing on some key objectives 
with the aim of reducing our gender pay gap further. Focus areas 
include the following:

• We will continue to embed agile working within the organisation. 
Recently there have been a number of consultations around some 
new policies which support agile working. This includes ‘Mileage 
and Expenses’ and ‘Working from Home’. These new policies will 
be introduced in the near future and along with Agile Working 
guidance will provide employees with all the relevant information 
they require to work in an agile way. 

• Continue to implement actions from the review of our career starts 
framework which includes apprenticeship, student placements and 
support and learn placements. In our most recent World of Work 
cohort we had our first female applicant who was successful 
following interview. Alongside this, during 2021 we had four 
starters on the governments Kickstart Scheme, two male and two 
female.

• Refreshing our EDI strategy with a continued focus on becoming a 
more diverse organisation. We will be looking at our organisational 
culture and working to provide our staff with a better understanding 
of diversity so this is embedded as part of the culture. There is 
also the relaunch of our Framework for Fairness group which looks 
at the role of Fairness champions within the organisation. We will 
continue to review our recruitment practices to ensure that they 
are diverse and focus particularly upon diversity at our more senior 
organisational levels up to and including Board. We and have 
engaged with the local group to support us in our diversity focus. 

• Focused action on recruitment particularly to ensure appropriate 
representation at the senior organisational levels. 

Previous Actions

In our 2020 Gender Pay Gap Report we set out a number of initiatives. The first of 

these was to enable more agile and remote working for employees allowing them to 

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

have made some real progress in this area and promoted agile working across the 

workforce. Agile working remains a key focus area for St Leger Homes over the 

coming months.

With the review of our career start framework we also planned 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. We did in fact attend several 

schools and career fairs to promote our apprenticeships. During the national 

apprenticeship week in February 2021 we showcased our female Service Manager 

within Property Services sharing her experience with prospective of her own career 

to further encourage female candidates to apply.

During 2021 the plan was to introduce more targeted succession planning and 

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

development of high potential talent. More employees have been encouraged to 

mentor new apprentices and develop their experience within this role. Our 

development framework plan was finalised and work continues into the coming year 

to implement the actions including initiatives to identify and grow our talent. 

Finally there was a renewed focus on workforce diversity which is ongoing. We have 

an Equality and Diversity manager and a dedicated EDI workforce lead within our HR 

team who focus on diversity at St Leger Homes. We have been working closely with 

our partners such as DMBC to understand opportunities and we will continue to 

develop these. 

Looking Ahead


