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Diversity drives our success. We want people who bring the richness of different lived experiences
and backgrounds. The energy and even friction from these differences is key to our success.

We know that diverse businesses are better businesses; for innovation, for revenue growth, for
attracting talent, and for so much more. We have built a team of brilliant, creative people, and we
care deeply about being inclusive in everything we do.

Our vision for Diversity and Inclusion is as bold as it is unequivocal.
However - as you will read in this report (the first of its kind undertaken at Dext) - we are not

immune from the structural biases that exist in society. We still have work to do in order to meet the
high standards we have set for ourselves. Intentions are important, but actions mean more.
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We need to do more; to truly harness the diversity of the communities we operate in, and to create
an environment in which people from underrepresented groups can flourish.

That’s not where we are today. But the work we are undertaking is the first step towards where we
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need to be.
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Middle Eastern /
Northern African

2%
Hispanic, Latinx Other
or Spanish origin 1%
Non-binary / non-conforming LGBTQ+ 99, Mixed/ Less than high school or GED equivalent
1% 99% \ 4% 0.4%
Asian
8% Masters
Black 31.5%
Woman 3%
40%
Bachelor’s Degree
49.4% High school
or GED
Man equivalent
59% 8.5%
White Doctorate
Heterosexual 80% Professional 1.3%
91% qualification

8.9%

GENDER S EAUAL ETHNICITY EDUCATION

ORIENTATION

99.57% of our organisation identifies as
cisgender, whilst 0.43% identifies as
transgender
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35% OF OUR PEOPLE
HAVE CARING
RESPONSIBILITIES

WE HAVE NO
COLLEAGUES OVER THE
AGE OF 54

5% OF OUR PEOPLE
HAVE AN INVISIBLE
DISABILITY

COLLECTIVELY WE
SPEAK 20
LANGUAGES






Prefer not to say

Non-binary 59

/ non-

conforming

1%

Man
38%

Woman
56%

INDIVIDUAL
CONTRIBUTOR

Prefer not to say
4%

Woman
51%

Man
45%

TEAM LEAD /
MANAGER

The hierarchical distribution of gender
shows a sharp drop in the percentage of
women at Head of / Dir. level, to under 20%

Non-binary / non-
conforming
3%

Woman
17%

Woman
43%

Man
57%

Man
80%

HEAD OF /
DIRECTOR

C-SUITE



Where We Plan to Be

Women and non-binary / non-conforming people to make up +30%
of those at Head of / Dir. level and above* in the next 12 months

How We Plan to Get There

Our Task Force is pioneering two specific initiatives:

Project Mentorship to refine our process for internal promotions & set up an
official mentorship scheme to help existing employees from
underrepresented groups on promotion path from within the organisation
Project Leadership to drive up the number of women and non-binary / non-

conforming people externally hired into senior & C-suite positions

Our Next Step
v Our Task Force squads will undertake a full audit of our
n current hiring processes in collaboration with Talent Team

*C-suite is included in this, but of course less roles will likely open up at this level in the next 12 months.
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We have no one identifying as Black or North
African / Middle Eastern at Head of / Dir. level,
or above.

Our C-suite is 100% white.

Hispanic, Prefer not to say

Latinx or 2.1%
Prefer not to say Spanish origi
9.4% panish origin I \iddle Eastern

(o)
Hispanic, Latinx or Spanish origin 2l / North African
Middle Eastern / 1.4% Mixed \ |4.3%
North African  Mixed Black \2.1%

1.4% 0 2.1%
Othw °
Black 1.49% ——
\

Asian
2.9%

8.5%

Asian
5.8%

White
74.7% 78.8%

INDIVIDUAL
CONTRIBUTOR

TEAM LEAD /
MANAGER

Ethnicity
Key Findings

Hispanic, Latinx or Spanish origin
3.6%

Asian
17.9%

Mixed
10.7%

White
67.8%

White
100%

HEAD OF /

DIRECTOR C-SUITE



M e / White In London, Washington, D.C., and Cape

Ml s | et Town®, the number of Black people is Etnnlcltv
Hispanic, Latinx or Spanish origin Other Significantly Iower than in the City!s
Middle Eastern / Northern Africa Prefer not to say Wider pOpUIation.

RB

RB RB

CENSUS CENSUS

CENSUS

50 75 100 100

75 100

LONDON CAPE TOWN WASHINGTON,
D.C

*Unfortunately, for the other cities we operate in, our survey answers differed greatly from the
census, making direct comparison difficult (a learning for how we structure the questions next time).



Where We Plan to Be

Black people to make up +10% of those at Head of / Dir. level and above* within 12
months

Black people to make up +10% of London office within 12 months

Black people to to make up +30% of North America (Toronto + DC) within 12 months
RB to become as ethnically diverse as the cities we operate in within 24 months

How We Plan to Get There

Our two aforementioned initiatives:

Project Mentorship & Project Leadership (which will also be focusing on ethnic
diversity; specifically on driving up the number of Black people internally
promoted or externally hired directly into senior & C-suite positions)

PLUS: Project Diversity to increase the number of Black people being hired into
the company as a whole (with immediate local focus on hires into LDN + NA)

Our Next Step

Our Task Force squads will undertake a full audit of our current internal
promotion & external hiring processes in collaboration with Talent Team

*Again, C-suite is included in this, but of course less roles will likely open up at this level in the next 12
months.



Everyone at Dext is responsible for fostering an

inclusive environment.

Whilst the survey results showed that certain
demographics do feel less included than others,
we’ve chosen not to highlight who - and in what

ways.” It wouldn’t be helpful or fair to call out
specific groups here, undermining the bravery it

took to share their feelings.

We have, however, used the survey results to

directly inform the focus and intention of our

inclusion initiatives.

It’s incumbent on all of us to take collective
responsibility for shifting the culture in a positive
direction.



Where We Plan to Be

Inclusion scores for ‘belonging’ and ‘fairness’ related questions to be no more
than 0.25 below the benchmark® for underrepresented groups within 12
months

Launch Inclusive Leadership Training Programme within 6 months

How We Plan to Get There

Our Task Force is pioneering two specific initiatives:
Project Belonging to create sense of belonging for all Dext colleagues of
—— different backgrounds and identities, through cultural events / storytelling

—_ (e.g. superpower sessions) & community outreach

Project Connection to foster connection between leaders and colleagues
from underrepresented groups, and promote & embed inclusive leadership
practices (e.g. through inclusive leadership training & set up of Affinity
Groups)

Our Next Step

Cultural Superpower Series kick-off
Community Outreach Programme kick-off

*Benchmark = the average overall score.



IMPACT

We need to make a big difference in some key areas. The data shows some obvious
issues that need our immediate attention and focus. An urgent review of how and
who we are hiring and promoting is required. And urgent action needs to be taken to
make RB a place of real belonging, in which people of all backgrounds and identities

can not only be their authentic selves, but build a successful career.

These are big projects with challenging targets and many component parts. We’ve
made the call to go big in specific areas, rather than spread ourselves thin across
dozens of initiatives. And we need help and support across the span of the entire

company in order to make a real difference.

RESEARCH

This marks the first time in Dext’s 10 year history that we have put specific focus on
Diversity & Inclusion. For this reason, our Task Force has done extensive research?®,

in order to look to which types of initiatives have and haven’t worked in other
businesses like ours.

This research has also informed how we have decided upon our targets. For

example, we’ve made a deliberate and practical decision not to set LGBTQ+ hiring
targets. Due to stigma and discrimination, people can be hesitant to self-identify,
making it difficult to get an accurate count of the LGBTQ+ population. So our focus
in this area will be around inclusion; making RB an attractive and nurturing place to

work for LGBTQ+ individuals.

*See References slide (p18) for details.
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SUPERPOWER SESSIONS
CULTURE SERIES

To raise awareness of and
celebrate the diverse cultures of

our colleagues
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ANTI-RACISM
TRAINING

To educate our organisation
on how we can do our part in the
fight against racism

AFFINITY
GROUPS

To provide a safe space for
colleagues from underrepresented
groups
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