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Diamond endeavours to provide a collaborative, inclusive environment in which employ- ®  0n-going awareness of EDI matters through virtual events and quarterly

Gender pay gap is the difference

ees can flourish. As a world-leading centre for synchrotron science, Diamond is fortunate inclusion newsletters, featuring topics such as carers week, women in STEM,
to recruit from around the world. Our employees have a diverse range of talents and International Women'’s Day and staying positive during the pandemic. between the average rates
expertise with 44 different nationalities working for us. ®  Undertaken an independent Equal Pay Audit.

P _ ! , , eriaten anneepenient squet oy etk , of pay for men and women.
As at the 5 April 2020, we had 572 men and 168 women employed at Diamond resulting ®  Revised policies and procedures as identified in the Athena Swan Action
in women making up 23% of our workforce. This reflects the national picture as the UK Plan. It reflects broad trends in
Government data from 2020 highlighted women make up 24% of the core — Science ®  Joined Working Families initiative and continued to publicise an annual | d salari
Technology Engineering Mathematical (STEM) workforce (WISE Workforce statistics 2020) Work Life Balance week. emp Oyment and salaries at
in the UK. ° §igned up to the Daphne Jackson Trust to offer fe!lowships to professionals an organisation, rather than
Our 2020 mean gender pay gap is 11.8% and our median gender pay gap is 7.7%, which in STEM the opportunity to return to work following a career break. e .
as anticipated, have increased from 2019. As highlighted in the 2019 report, last year’s ®  Engaged with and sponsored BBSTEM to improve the awareness of Black comparing individuals.
reduction was mainly due to one-off bonuses being paid during the snapshot date and young people holding a highly successful event in 2020 and planning
no bonus payments were made during the snapshot date in.2020.WhiIs.t itis disap.point— anotherin 2021. It's not the same as equa| pay,
ing that the gender pay gap has not fallen, it should be put in context with the national ®  Held a CEDARS Vitae survey which focussed on researchers but has valuable L .
mean gender pay gap of 15.5% in April 2020. gender data we can use to improve. which is the Iegal requirement
The mair.1 factor contrit?uting.to our mean and mefiian gender pay gap is the under-rep- ®  Weheld two successful Carers week events for the first time, one of which to pay people the same rate for
resentation of women in senior science and technical roles, and not because of men and was delivered by Sarah Jackson, former CEO of Working Families and now
women being paid differently for comparable jobs. A recent independent Equal Pay Audit visiting lecturer on Flexible Working at Cranfield with further Carers events the same work.
has also concluded that Diamond is paying men and women equally within its grading planned annually.
system. We also ensure all posts are evaluated using the Korn-Ferry Hay job evaluation . . i
system which is internationally recognised as a robust methodology for determining the We will also be working towards: AllUK employers with more
weight of different roles. ®  Updating our policies and procedures ensuring Athena Swan recommen- than 250 staff are |ega||y
There is no mean or median bonus pay gap for 2020. During the year 85.2% of men and dations are incorporated along with revising our flexible working and i i

. pay gap for 2020. During the year 8.2% ofmen homeworking policies. required to publish gender pay

79.9% of women received a bonus. There was a company-wide bonus with a qualifying . o
start date and other bonus and long service awards paid during the twelve months. An early career programme for women (and their line managers). gap data each year.
While the coronavirus (COVID) pandemic took hold after the date of this report, we have *  Engaging with the Amos Bursary, who support young Black men and
not seen a drop in the percentage of women who work at Diamond, despite the national women through increased opportunities. : &
picture of more women dropping out of the labour market due to the pandemic. To ®  Adedicated carers survey to ensure we are picking up on any new issues The Office for National Statistics
support our staff in these challenging times we also adapted our policies and increased because of the impact from Covid. state thatitis importa ntto look
flexibility to address the personal challenges we all faced during the pandemic and all ®  ADirector led event on the Impact of Covid on Women with a keynote .
staff retained their full pay throughout. We undertook training and EDI activities virtually speaker. beyond the headline ﬁgUI’QS,
and extended mental health and wellbeing support. It is also pleasing to note that we *  Inclusion Week with updates from all the EDI Groups in Diamond and with 0
received a high score for Diversity and Inclusion on our Glassdoor profile, 4.6 out of 5 additional emphasis this year on Wellbeing. for e.XamF.)Ie 36% of the pay
(Sept 2021). gap is estimated to be driven by
Reducing the Gender Pay Gap occupation group and working
We recognise that Diamond still has room for improvement’as the proportion of women pattern
in the highest quartiles remains largely static and we need to continue to challenge < )
ourselves and each other. During 2020 we continued to work on EDI initiatives including: W

®  The completion of the Reward and Recognition Project resulting in the
re-evaluation and regrading of some roles.

Andrew Harrison
CEO, Diamond Light Source




Our gender split of employees* is 77% males and 23% females
*Based on: 168 females and 572 males = 740



Our gender pay gap

The mean gender pay The median gender
gap for Diamond pay gap for Diamond

Ihis'is the difference between the mean This is the difference between the median
(average) hourly pay rate for all male (middle) value of hourly'pay rates for
employees at Diamond, and the mean all male employees at Diamond and the
hourly pay ratefor all women. This is then median value of hourly ratés for all women.
expressed as a percentage of the mean Then expressed as a percentage of the
hourly rate for men. median rate for men.




The mean gender bonus gap for The median gender bonus gap for
Diamond is 0% Diamond is 0%

The proportion of

7L /8 female employees
receiving a bonus

The proportion of male
employees in Diamond
receiving a bonus




Pay Quartiles by Gender

Upper Quartile

Includes all employees whose standard hourly rate places them above the
upper quartile

87% 13%
Upper Middle Quartile

Includes all employees whose standard hourly rate places them above
the median but at or below the upper quartile

84.9% 15.1%

Lower Middle Quartile

Includes all employees whose standard hourly rate places them above
the lower quartile but at or below the median

70.3% 29.7%

Lower Quartile

Includes all employees whose standard hourly rate places them at or
below the lower quartile

67.0% 33.0%

The figures set out above have been calculated using the standard methodologies used in the Equality Act 2010
(Gender Pay Gap Information) Regulations 2017.



What we are doing to close the Gap

[ ] (A KJ
F I EXI b I I Ity— We offer generous family friendly and flexible working

practices to our employees and promote these reqularly via our internal channels to staff

and as standard practice on our job vacancies. We have reviewed our policies via our Working
Families membership and have been promoting flexibility through their campaigns in 2020/21.
We continue to ensure our policies remain favourable and will be revising and presenting our
revised Flexible Working and Homeworking policies to staff this year. We are also currently
awaiting the results of the WF Modern Families Benchmarking and have engaged flexibility
expert Sarah Jackson OBE who delivered a well-attended session on making flexibility work.

[ ] [ ]
D |Ve rS It — An organisation wide EDI strategy and action plan guides us on

three core standards - Athena Swan, Disability Confident and Valuing People through Diversity
and Inclusion. In our commitment to these standards, we continue to build competence and
confidence amongst employees and managers through ongoing communications, events,
training, and coaching activity. Membership of enei has given us a wide access to seminars and
webinars including on disability, race equality and sex and gender as well as many wellbeing
sessions aimed at all protected groups, including neuro-diverse employees. Diamond have
sponsored and rolled out the Headspace mindfulness and meditation wellbeing app to all
employees and have a regular wellbeing newsletter. The new EDI Newsletter has featured
Diamond case studies and role models and is themed to provide much more detailed material
on different aspects of diversity and inclusion.

Reward & Recognition—Wehaveundertaken

a significant review of our pay and grading processes and policies within Diamond to ensure
they are fit for purpose and that any barriers are identified and addressed to ensure fairness and
consistency in reward and recognition as well as career and pay progression.

Recruitment & Selection.....

continuing to develop further methods of candidate attraction and assessment, including
developing our employer brand and endeavouring to ensure accessible and inclusive
recruitment and selection methods that are consistent and transparent. We are aiming to
remove any barriers and unconscious biases and tap into a more diverse pool of candidates

Learning & Development ..

to enhance our management training provision and open this up to a wider pool of employees.
All employees have access to a learning management system that allows them to access a wider
range of learning including eLearning and at a time and pace that suits them.

O Utrea Ch — One of our goals is to engage with a diverse range of audiences,

connecting people with the wide range of science and engineering that we undertake. In
2019/20 we welcomed over 5,000 visitors, from school and university students to VIPS,
stakeholders and the general public. We continue to develop new audience bases while
maintaining our commitment to work with, train, and learn from members of our user
community and the wider public.

Policies and Procedures ..

update existing and introduce new policies and procedures, ensuring that equality is considered
when these are produced. This includes removing obstacles to opportunities and offering
enhanced benefits over and above statutory requirements where possible.



