In early 2017 the Government passed world leading legislation to make it a statutory requirement for organisations with
250 or more employees to report annually their gender pay gap. Although the Intelligence Agencies are not bound to
disclose those figures, SIS believe it is important to be as open as possible about our process, hold ourselves to account
and contribute to a more diverse and inclusive workforce.

The Gender Pay Gap report shows the difference in the average pay between all men and women in a workforce. If a
workforce has a particularly high gender pay gap, this can indicate there may be a number of issues to deal with, and the
individual calculations may help to identify what those issues are. The gender pay gap is different to equal pay.
Equal Pay deals with the pay differences between men and women who carry out the same jobs, similar jobs or work of
equal value. It is unlawful to pay people unequally because they are a man or a woman.

SIS promotes the equitable treatment of all employees in its pay and reward. Our analysis of our pay data shows that the
main cause of the pay gap is a greater proportion of women working in lower grades. As a result, the mean and median
pay is lower for women. The increasing proportion of women in our upper pay quartile is evidence that more women are
taking advantage of career progression opportunities, and are successful in doing so.

SIS is committed to achieving gender parity by addressing the under-representation of women across our grades.
We continue our efforts to increase the number of women joining the organisation, across all areas of
recruitment. We are increasing outreach partnerships with organisations promoting careers for women and are
using gender-related data to monitor our outreach to women.
We are taking further approved positive action measures to improve the representation of women across our
grades. These include mentoring, reverse mentoring and career sponsorship; providing a Women’s Inspiring
Leaders programme; inclusive job adverts and diverse interview panels for structured interviews. We have a
Gender Affinity Group and a Director-level Gender Diversity Champion. All staff are expected to undertake elearning courses on equality, diversity and inclusion. Policies are in place on shared parental leave, flexible
working, job sharing, compressed hours and part time working. We will continue to monitor diversity data and
work with our Champion, Diversity Team and Gender Affinity group on actions to ensure we are addressing the
representation of women in the Service and thereby the gender pay gap.

“Today we publish our fifth Gender Pay Gap report. This year’s report shows a welcome improvement upon last
year, but we know there is still some way to go. We publish this data to hold SIS to account on our commitment to
improve the representation of women at all levels within SIS and to reduce gender pay disparity. I am proud that
three of our five senior leadership team, including the Assistant Chief, are now women and we are doing more to
remove barriers, promote careers, and offer support to women within SIS as well as establishing targeted
recruitment campaigns to enable us to recruit more women in the future.
It is my personal priority as Chief of SIS to increase the diversity of our workplace and ensure a culture within SIS
that is fair, equitable and inclusive for all who work for us or might work for us in the future. SIS’s workforce must
be as diverse as the British people we serve.”
Richard Moore, Chief, Secret Intelligence Service.

