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HR Excellence in Research Two-Year Review – 2020-2022
Diamond Light Source Ltd. is a public sector, science and engineering organisation, which is the only organisation of its kind in the UK and therefore has very specialised STEM staff, many of whom are recruited from overseas.   This includes specialist knowledge of how a synchrotron and its beamlines operate across a wide range of specialist areas. The very nature of our scientific workforce means that career development and progression is more challenging within small and highly specialised areas of research.    All of our beamlines are designed and built in-house.  We have a research population of 300. Fixed-term contracts account for 15% of all Diamond staff (excluding students).
In terms of Occupational Groups, the following make up our Research population:
· Full-time researchers (mainly PDRAs)        		 41 
· Science roles with explicit research remit (estimate): 	150
· Research students (jointly funded PhD): 			109

How the review was undertaken
This review and the underpinning information gathering has been undertaken predominantly by the following cross-discipline group: Chair of the Scientific Training Advisory Group (STAG) as overall lead, Organisational Development (OD) Manager, Equality, Diversity and Inclusion (EDI) Manager.

Overview and consultation of the review and other related work is managed by the STAG. The STAG remit includes providing essential input into Diamond's Organisational Development Working Group (ODWG), working towards Diamond's development of scientific staff to benefit the recruitment, development and retention (especially long-term) of scientific staff and Diamond’s reputation as a STEM employer of choice, as well as supporting Government goals in developing STEM skills and careers more generally. The STAG meet quarterly and comprises representative staff with interests in scientific training and development within Diamond from across all divisions:  Science – various areas and levels – currently a Principle Beamline Scientist, Beamline Scientist and a Support Scientist, Technical, Post docs (PDRA) and EDI. Each representative has a specific remit to reach out to their respective groups, convey information, and request items to be raised at the STAG meetings. This has proved particularly successful with the PDRA group.
In addition to the above, the OD Working Group members – a wider, diverse range of staff from across all Divisions have been consulted for wider input on relevant matters and receive an update from the STAG Chair, who is part of the ODWG, at their quarterly meetings. The ODWG aims to oversee developments at Diamond and the group review and provide consultation on developments within Diamond.  
In addition to the above, we have used Science Division data from our Staff Survey as well as other data such as that from Athena Swan reporting and the more recent CEDARS data to gather views and opinions from research staff on their career development opportunities, aspiration and barriers. Exactly 100 staff completed the survey.  This was of particular importance as there has been no Employee Opinion Survey (EOS) since 2020. The outcomes appear to be similar to previous EOS results but have yet to be analysed fully. 
Diamond has recently been confirmed as a public sector body, covered by the ONS classification, which creates less autonomy over the way the organization operates. This will mean greater scrutiny by BEIS, including on pay flexibility. We are beginning to navigate our way around these constraints.
Institutional Context – Covid Impact
Some of the more complex and time-consuming work planned has, to some extent, stalled due to Covid and related priority changes.  Focus needed to be shifted elsewhere in the business, particularly as we have continued to work on-site for the entire time, including undertaking covid research and vaccine development work.   We are optimistic that over the next few year we can reprioritise some of these actions as we move forward. 
Key Achievements. We have made significant progress in the following two areas:
Recognition and Value: We have completed most of our actions for this area.  This has included revision to policies related to learning and development and the ability of key scientific support staff to request access to Diamond for their own research - this is a key development for our employees.  A revised appraisal process, which saw a 98% completion rate across Diamond in 2021 (with another 1.5% being those on long term sick etc) shows great engagement with the process, which covers both performance against objectives and developmental reviews and planning aspects. Aside from some success measures not yet being realised due to timings or insufficient ability to gain data e.g. from our staff survey, the only outstanding action is the publication of career pathways and a related scientific development programme.  Work on both of these has been started but collaborative work programmes such as these have stalled over the past 12 months or so due to the enforced home working and Diamond’s priorities to focus on COVID research. 
Support and Career Development: Many of the actions under this category have been completed or reasonable progress made.  We have published revised guidance on scientific secondments and sabbaticals which has raised the visibility of this developmental opportunity to staff. It is too early to say whether this has/will result in an increased uptake. We have also drafted an internal secondment policy which has yet to be approved but feel this will offer some good internal mobility opportunities for widening staff’s currently quite limited development and career opportunities. A simple competency framework has been drafted but is yet to be approved.  This will help support career development and ensure visibility of the wider career paths available to staff.
Our Learning Management System (LMS) is being developed continually and was recently upgraded to make the user experience better.  It can now be accessed by non-employees such as PhD students and visiting scientists etc. who are not contracted directly to Diamond. The resources and learning opportunities available have grown over the past two years and we have initiated waiting lists for most courses which are reviewed and actioned regularly.  We have also added a training needs analysis (TNA) element to identify any common needs arising from appraisals. 
We have promoted the Vitae resources for career development, held early career development symposium via Zoom (over 400 registered, including some of our own staff), supported the annual Learning at Work week with both professional, personal and career development content and also promoted the internal mentoring programme for which training to over 20 staff has also been provided. Eleven formal mentoring relationships are active, with a number of informal ones in place that we have been made aware of.  This is good progress for a programme which is still relatively new. 
The Induction/Probation processes have been merged and updated to modernise how we induct our staff including early identification of learning needs. This has ensured that any new staff are able to access the development they need at an early point in their employment.  We have also reviewed our annual training plan and, working with our Student Engagement team, repositioned some of the training in the year to ensure our student needs are met in a timely fashion. 
The Performance and Development Review (PDR) appraisal process has been reviewed and updated and this makes the process more development focussed, leading to a greater emphasis on staff development more broadly, and not solely associated with training courses. 
Other Successes include:
Values and Behaviours (V&Bs): We have launched and made visible our V&Bs and our survey results show they are widely known (In 2018 90% of staff were familiar with them).   We continue to embed them through various means including workshops, appraisals, recruitment, induction, and a paper on other ideas has been sent to the Executive Team for approval. This awareness raising has resulted in improved reporting of inappropriate behaviour with two formal Employee Relation cases quoting the behaviour was against Diamond’s Values and Behaviours. 
Recruitment & Selection: Some progress has been made on the drafting of a new Resourcing Strategy which covers how we might attract, recruit and retain our difficult to recruit STEM Staff. 
Equality, Diversity and Inclusion (EDI)
An EDI strategy, mandatory training, communications and four Employee Resource Groups (ERGs) have been implemented. All of this work involves our scientific colleagues’ input in the form of the CEDARS and EOS surveys and feedback to the ERGs. Diversity monitoring data has been collated and reported to the EDI Steering Group, Executive, and all staff.  We have embedded EDI throughout our suite of management development courses and run specific training topics for managers as well as our Post Docs and scientific student populations. We have also provided a support document for those recruited from outside the UK and feedback on this has been good. We have run courses on Unconscious Bias and Disability Awareness, including neurodiversity as we have identified that we have a much higher than average neurodiverse workforce (2018 EOS survey data suggests at least 14% of respondees identified as neurodiverse – this is higher than the national average).
Next Steps 
Over the coming two years, our priority areas will be:
1. Talent Management/Career Development
This will include the approval and implementation of our career pathways across Diamond resulting in both greater visibility and opportunities internally, particularly for our specialist STEM staff. The development of specific scientific development programmes will support career prospects.
2. Miscellaneous
Reviewing the outcomes of the CEDARS survey and addressing any actions arising should also form part of our ongoing development work.
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