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Introduction A
2 _
The NCC, as part of the High Value Manufacturing Catapult {

(HVMC) and in collaboration with our partners and customers,
is working to solve the world’s biggest engineering challenges.

To enable us to successfully solve these problems we are growing, developing and
diversifying the workforce of the future. We are working more closely now than ever
before with our partners, customers and local communities to achieve this. In parallel
we are striving to build an inclusive workplace where every individual is respected,
valued and recognised for the unique contribution that they bring.

Gender is just one element of diversity. It is not the only area where we are taking action to drive change for the
better but, recognising that women are still severely under-represented, we have taken specific action over the past
12 months with this in mind. Whilst we have made great progress, specifically doubling the number of students we
have worked with to encourage take up of STEM subjects, | am disappointed to see that our gender pay gap, like
many other organisations, has increased slightly over the same period. This is disheartening but reflects the fact
that driving change takes enormous, sustained commitment and that closing this gap cannot be accomplished
overnight. This only highlights the need to keep driving this agenda and we will continue to challenge

ourselves at every step to accelerate the change we wish to see in our industry. We can and are collectively

making a difference, one day at a time, and ultimately, we will succeed.

Naomi Korolanyi
Director of Business Transformation
National Composites Centre

What Is the gender pay gap”?

The gender pay gap is based on All companies with more than 250 employees
are legally required to report their gender pay gap
azzr;;ps:lotl ta kedn :n Iil :’lardlh annually. Six key statistics are shown in this report:
OT salary data. It shows the
difference between the average e The difference in average hourly pay between men
hourly earnings for all men and and women at the snapshot date (mean and medium)
women in an organisation. The The difference in average bonuses paid to men and
ET is not th i women in the year leading up to the snapshot date
gender pay gap S O_ ClSd e (mean and medium)
as equal pay, which is a legal
requirement to ensure that
individual men and women
are not paid differently for
the same or similar roles.

The proportion of men and women who received bonus
payments in the year leading up to the snapshot date

The proportion of men and women in each of the
four quartile pay bands
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VWhat do our results show us?

The NCC’s population is 21% female and 79%
male. The proportion of women is higher in the
lower pay quartiles, however fewer women now
populate these than in the previous reporting
period and this has resulted in an improvement
in the median gender pay gap.

The NCC has a mean gender pay gap of 17.13% and a median gender
pay gap of 12.78%. The mean gender pay gap increased by 0.69% on

the previous year and the median gender pay gap decreased by 3.02%.

Our analysis suggests that our gender pay gap exists because

we have lower proportions of women in senior technical roles

and lower proportions of women in our senior leadership team.
We have higher proportions of women in junior technical or
professional services roles (which typically attract lower salaries
than engineering roles do in the employment market), however,
we have had small increases to the number of women in our senior
leadership and in our Early Career roles (such as graduate and
apprentices) in this reporting period.

female

4.8% i

Bonuses received The NCC population

Mean gender pay gap Median gender pay gap

Ny,

11%

\

18%

Upper quartile Upper middle quartile

NCC mean hourly pay rates increased in this reporting period for
both men and women, however while men’s increased by £0.60,
women'’s increased by £0.35; this smaller increase in the hourly
rate for women influenced our gender pay gap.

The NCC has a mean bonus gap of 82.19% and a median bonus
pay gap of 0%. Only 7.3% of all NCC employees received a bonus
payment. A higher percentage of men (7.9%) than women (4.8%)
received a bonus payment, and the bonus payments made to
women were proportionally smaller amounts. The performance
related bonus payments received by men in the senior leadership
team inflated the average bonus payments for men. These
performance related bonus payments were last of their type as
the senior leadership team are no longer eligible to receive them.

The NCC had 62 women compared with 227 men at the time

of the snapshot. This proportionally smaller number of women
means that the results can be affected by relatively small changes.
An example of this being that although less women now populate
the lower pay quartiles than in the previous reporting period,

the mean gender pay gap has still increased, largely due to a

1% decrease in the upper pay quartile.

Mean bonus gap Median bonus gap

26%

Lower middle quartile Lower quartile

@ female
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We now collect and We have signed the We have participated in a range of
monitor diversity data Bristol Women in STEM events to encourage both

Business Charter girls and boys into engineering

| confirm that the data contained within this report is accurate.

Naomi Korolanyi
Director of Business Transformation
National Composites Centre
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