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Foreword
As an employee-owned company the  
only label we all happily embrace is the 
non-gender specific title of ‘partner’ in  
our mission to ensure children aged 
six weeks to five years realise their full 
potential with the highest possible  
quality care and early education.   

Operating under the banner ‘We all contribute, we 
all benefit’ pay, benefits and career development 
programmes are tailored to individual roles and 
aspirations and not based on whether a partner 
identifies as male, female or non-binary. 

Equally, the profit-sharing ‘Partnership Dividend’ payment 
is based on hours worked and, irrespective of role, is the 
same for all full-timers from Apprentices to the Chairman. 

We are encouraged by year-on-year improvements 
in our gender pay data – just one tool used to track 
and inform our efforts in achieving a truely diverse 
and inclusive workplace – and our success in major UK 
awards for the quality of our provision and the work 
experience provided in all our settings. 

We attained a ‘Top 10’ rating as UK Best Workplace for 
Women in the Great Place to Work 2023 awards and 
were the only early years provider to receive a Top 10 
rating in the Sunday Times Best Places to Work 2023 
(very Big Organisations) where we were also highly 
commended in the Best Places to work for 16–34-year-
olds category and recorded overall colleague happiness 
ratings 15% above others. 

Currently, Childbase Partnership is rated No.1 in UK 
League tables for the quality of its early years care and 
education by Nursery World Magazine, the only national 
report produced annually on the Ofsted inspection 
results for group providers. All our settings are rated 
Outstanding or Good. 

As in previous years, these awards and our gender pay 
data have highlighted areas for focus moving forward.  
We are again stepping up our efforts to attract, recruit 
and retain colleagues as diverse as the communities 
we serve, and ensure they have the careers and work 
experience they want. 

Emma Rooney, Chief Executive Officer 
Childbase Partnership
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The 2022 – 2023 Gender Pay Gap data in context
The award-winning Childbase Partnership, which was 
founded in 1989, is not only an equal opportunities 
employer it is committed to achieving a workforce 
reflecting society and offering positive roles models  
to children at the most important, formative period  
of their lives.

The majority of our 2,300 colleagues are Early Years 
Practitioners providing care and early education to over 
6,000 children in 44 award-winning day nurseries in England. 

We began our journey to full employee ownership in 
2001 with a ‘Buy one get one free’ incentivised ‘Save 
to buy Shares’ scheme. In 2017, following an historic 

Why we need Gender Pay analysis and recording
All large organisations are legally required to analyse their payroll and bonus data from the previous year  
to establish the difference in the average pay of ‘men and women ‘ across their entire organisation.

This classification of all employees under just two gender identities for the purpose of analysis, and the 
descriptors used in the process of reporting the results, became statutory requirements in 2017.

Part of The Equality Act 2010, Gender Pay Gap regulations were designed to help address inequality of 
opportunity for ‘women’ to fulfil their potential in the workplace. We use the data to help us identify ways  
to boost diversity and productivity generally and inform recruitment and retention policy accordingly. 
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company-wide vote, the company moved from 
individual share ownership to a long-term Trust, which 
benefits everybody, equally for generations to come. 

In line with the wider Early years sector, over 97% of 
colleagues in this role are women with a more mixed 
gender profile at Head Office where 81% are female 
and 19% male providing a range of functions including 
Human Resources, Finance, Recruitment and Childbase 
Academy of Excellence trainers and assessors. 

The salaries offered to our Early Years professionals are 
highly competitive against the sector and in the last 
twelve months included a company-wide pay review 

resulting in an increase of 8% to drive up salaries for our 
entry level roles. The salaries for our Head Office support 
function roles are on average higher than those of our 
early years professionals and reflect the market rates for 
these professions.

In a ‘first for the sector’ in January 2024, Partnership 
Reward Days were launched giving colleagues the 
opportunity to have up to 50 paid days off work a year, 
to further improve ‘work-life’ balance and promote 
better workplace happiness.  Based on contracted hours 
worked in the previous three months, full-timers getting 
up to five days extra paid leave in each quarter and pro-
rata allocations for others. 



Our 2022 – 2023 results in brief
This year there was a 4% reduction in our 
Mean Gender Pay Gap demonstrating 
that we are moving in the right direction 
but there is still more to be done. We are 
striving for 0% across the board or ‘equal 
pay or bonuses’ between men and women 
in our organisation.

Like all Early Years providers, the results have highlighted a 
need to achieve a better gender balance in our entry-level 
roles with only 5.33% of our new starters over the last 12 
months identifying as male up from 4% the previous year. 

Colleague turnover for men also moved in the right 
direction as men make up 3.57% of our leavers in the 
last 12 months but 4.02% of our workforce. This is down 
from the previous year when men made up 7% of our 
colleague turnover. Our focus remains on identifying and 
addressing the factors impacting male career choices 
and work experiences in Early Years. 

Our bonus data is driven by the fact that these are pro-
rated for part-time workers, 97% of whom identify as 
women. Our focus remains on ensuring that all colleagues 
– irrespective of gender – achieve the work/life balance 
they want and that our employment practices recognise 

and address individual needs over time and during major 
life events. Nationally only 12% of men are part-timers 
whereas 32% of men at Childbase work part time.

In addition to the Profit-sharing ‘Partnership Dividend’, 
cash rewards include ‘Smarter Smarties’ recognising 
exceptional effort or achievement throughout the year, 
Qualification success, Long Service and ‘Recommend a 
Friend’ payments following the successful appointment 
of a recommended job applicant. 

Other high-value benefits available to partners include 
free to access discounted shopping and leisure activities 
and the Family and Colleague Fun Day Out with tickets 
to attractions like theme parks and zoos.

Our Gender Pay data also doesn’t reflect the fact 
that three of the five members of our Executive 
Team identify as female, which is good news for all 
employees, irrespective of gender. 

According to the  Great Place to Work 2023 awards 
team - who called us ‘vibrant and inclusive’ and a 
‘Top 10’ UK Best Workplace for Women -  it is women 
in leadership roles that are responsible for breaking 
down barriers to create equal opportunities in career 
progression and personal development for all.
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Data informing policy and practice
We take pride in the fact that Childbase 
Partnership is a meritocracy where anyone 
with skill and imagination, irrespective of 
gender and other factors, can have the 
career and work experience they want. 
That means a multi-faceted approach 
to identifying and addressing practical 
needs and promoting opportunity on an 
individual basis.

In addition to investment in training, mentoring and 
career development programmes – key factors in 
all recruitment but particularly for practitioners who 
identify as male – there is an emphasis on tailored 
support to ensure every employee, whether they are 
female, male, or non-binary, has a rewarding work 
experience and is not affected by feelings of isolation or 
subject to misconceptions about their role in nursery.
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Diversity Forum
This forum is tasked with challenging unconscious 
bias, creating better understanding between us all 
and affecting positive change in the fight against 
discrimination and prejudice.

Colleagues serving on this forum – which aims to 
effect meaningful change and ensure company policy 
is consistently evolving to meet the individual and 
collective needs of all partners – reflect the  background, 
race orientation, gender and abilities of colleagues 
company-wide. 

On a practical level, the Forum recognises that 
discrimination takes many forms and can occur without 
intent or motive. It is therefore focused on ensuring that 
all colleagues are comfortable in reporting any conditions 
or any conduct that has a discriminatory impact, and 
that in the event they want to take a concern further, 
appropriate support is available.  

A new Mentor Service has just been introduced 
enabling anyone making a complaint to opt for the 
support of an Area Manager or Human Resources 
colleague who is not involved in the investigation 
or resolution process but tasked solely in providing 
emotional support and guidance to the complainant.



The Men in Childcare Forum
A revitalised Men in Childcare Forum at Childbase 
Partnership is focused on identifying and addressing 
the factors impacting male career choices and work 
experiences in Early Years to inform all aspects of 
company provision and activity. 

In addition to prioritising analysis of male mental 
health and wellbeing, the members will be looking at 
what further support is needed to ensure we are fully 
inclusive. They will also be guiding our recruiters in 
promoting Early Years as a career during school visits 
and in job advertising campaigns.
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Recruitment and Induction
Recruitment 
In a challenging recruitment marketplace, internal and 
external expertise has been applied to identifying any 
unconscious bias or gendered language in our recruiting 
and advertising campaigns. Photography used in all internal 
and external messaging is carefully selected to reflect the 
diversity of our Partnership and, whenever possible, features 
men and women working together with children in nursery. 
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Induction 
In-person induction sessions, branded as ‘Culture Day’, 
are just one of the initiatives designed to establish a 
sense of ‘belonging’ for all new starters and introduce 
them to their rights and responsibilities, the company 
ethos and our collective mission.  

Regional Directors and members of the Executive are 
actively involved in the process of reinforcing the emphasis 
on ‘Partnership over mere collaboration’ and the value of 
individual experience and expertise to the company. 

Culture Day focuses on The Childbase Values and the 
opportunities for training, further qualification and 
career advancement. 



Partnership Council
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Developing a deep connection to the company 
begins with the setting-based and elected Partnership 
Councillor who is responsible for disseminating 
all company information and eliciting opinions on 
everything from colleague experience of policy and 
practice methods, to the suitability of current uniform.

Their role as valued contributors at Main Board meetings 
is undeniable even to new recruits who can see their 
ideas and opinions impacting both setting-based 
decision-making and the company as a whole.  

Other Forums include setting-based Quality Managers 
and Health and Safety representatives. Conferences are 
staged to bring these and other specialists – like Special 
Education Needs leaders and Nursery Chefs – together 
to share their experiences and develop strategies to 
meet identified needs. 

To ensure all colleagues have access to information about 
their company and can confidently express themselves, 
a wide variety of tools have been developed including 
MyChildbase, an employee-only portal, and the annual 
confidential, anonymous partner survey.



The Childbase Values
As with all major decisions impacting 
employee owners company-wide, The 
Childbase Values are not the product of 
‘top-down’ decision-making but the result 
of lengthy consultation and deliberation 
in each of the company’s 44 settings 
and Head Office which developed their 
own manifesto detailing their required 
behaviours for a happy and productive 
working environment. 

The Partnership Council and Diversity Forum established 
the most common expectations identified by colleagues. 
The result is a set of values designed to be meaningful, 
accountable, and memorable enabling every single 
colleague to fully engage and ‘live the values’ regardless 
of their role and how long they have worked for the 
Partnership.
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Our results in detail
We are legally required to establish data on the 
following basis: 
•	 mean (average) and median gender pay gap for 

hourly pay and bonus pay
•	 percentage of men and women in each hourly  

pay quarter
•	 percentage of men and women receiving bonus pay

Hourly earnings are used because men are proportionally 
more likely than women to work full time. Overtime is 
also excluded.

The mean data totals all women’s wages and divides 
them by the number of women, then compares that to 
the same figure for men. 

The median pay gap finds the woman who earns more 
than half the other women in the company, and less 
than the other half – the one right in the middle – and 
compares her to a man earning the same. Median rather 
than mean data is considered more accurate as it is not 
affected by extreme values.
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Gender Pay Gap and Bonus Pay Gap 2022/2023
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Gender split by level
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Our gender pay gap data shows a lower proportion 
of men working in our nursery settings and a higher 
proportion in our senior leadership and support service 
roles. We are actively working to recruit more men into 
entry level roles in our nursery settings.

Female Male

Senior Leadership

14%

86%

Management Support Services Nursery-Based 
Colleagues

19% 3.5%4%

81% 96.5%96%

Executive Team

40%

60%



Quartile pay bands

Page 13	 Gender Pay Gap Report 2022 – 2023

Quartile Women Men

Upper (75-100%) 94.34% 5.66%

Upper Middle (50-75%) 96.48% 3.52%

Lower Middle (25-50%) 97.27% 2.73%

Lower (0-25%) 96.30% 3.70%
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Our bonus data is driven by the fact that these are  
pro-rated for part-time workers, 97% of whom identify 
as women. Our Gender Bonus Population is Male 95% 
and Female 89.5%.

The profit-sharing Partnership Dividend payment is 
based on hours worked and is the same for all full-timers 
from Apprentices to the Chairman.

Bonus Pay Gap 2021/2022

Mean Bonus Pay Gap Median Bonus Pay Gap



Further information about Childbase Partnership 

childbasepartnership.com
	 facebook.com/childbasepartnership 
	 @childbasepartnership 

childbasecareers.com
	 facebook.com/childbasecareers 
	 @childbasecareers 


