
Our Gender Pay information has been prepared in accordance with our duty under the Equality Act 
2010 (Specific Duties and Public Authorities) Regulations 2017 and the associated ACAS guidance 
“Managing Gender Pay Reporting”.
The data has been extracted from our HR & Payroll database and is based on a snapshot taken on 
31 March 2022.
Our bonus and recognition pay data is based on payments made within the preceding 12 months 
ending on the snapshot date (1 April 2021 to 31 March 2022).  

Snapshot of what we have done and  
are doing to help close the gap

L1

52% 48%

L2

53% 47%

L3

84% 16%

L4

65% 35%

L5

44% 56%

L6

42% 58%

L7

30% 70%

L8 / Professorial

16% 84%

Female/male split by salary level

Workforce composition
We have a higher proportion of women 
in our lower salary levels and a lower 
proportion in our higher levels, with the 
chart opposite showing the distribution 
of males weighted towards the upper pay 
levels and women in the lower/middle pay 
scales.

Social, generational and  
sector factors 
As experienced in the wider HE sector in 
the UK, we have an under representation 
of women in some science, technology, 
and engineering (STEM) areas at 
Cranfield. As a predominantly science/
engineering‑based institution, this 
significantly impacts on our gender pay 
gap.

Factors

Factors affecting our pay gap

Looking ahead

The pay gap statistics

Each year we publish information annually on the pay gap between men and 
women working at Cranfield. Our figures are based on a data ‘snapshot’ taken 
on the same date each year – 31 March. This report covers the period 1 April 
2021 to 31 March 2022.
The pay gap is the percentage difference between the average hourly earnings 
of men and women across the University. This is different to equal pay, which 
shows us whether there are differences in pay between men and women doing 
comparable work. Our most recent Equal Pay Review confirmed we continue 
to pay men and women equally for comparable work. We also perform Equality 
Impact Assessments (EIA) for our Annual Pay & Reward Review to assess 
whether there are any inequalities in the awarding of pay increases and reward.
Our figures show that we have continued to make positive progress over the 
past three years from 2019, and our gender pay gap continues to narrow.

Gender pay gap 2022 
– explained

Mean 
(average)

Median 
(middle)

We are encouraged to see our year‑on‑year reduction in our gender pay gap continue, with the 
mean pay gap falling by 1.2% in 2022, and the median by 0.3%, as shown in the table above. 
Narrowing the gender pay gap has been a strategic priority for us and the continued positive 
movement reflects the initiatives we have in place. 
The primary factor influencing our pay gap is the under‑representation of women at senior 
levels within Cranfield. We continue to put in place measures to attract, develop and retain 
senior women, however we also face a sector wide issue of under‑representation of women 
within the academic areas we predominantly work in, such as STEM subjects. Given the 
fundamental factors behind our pay gap, progress is incremental, but our continued focus is 
taking us in the right direction and reducing the gap year‑on‑year. Since our first gender pay 
gap report in 2017, there has been an overall reduction in our mean pay gap of 4.5% and 4.8% 
at the median.
We remain committed to taking action and making progress to further improve our pay gap, 
and our new People Strategy 2022-27 will support us in doing so.
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2021 18.7%
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21% 18.4%

Bonus pay gap
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Proportion of employees receiving a bonus

Difference in bonus payment beween men and women

There are two types of bonus payments:

Recognition award
This is open to all staff and is based on 

exceptional performance.

Bonus scheme
The bonus scheme for senior managers is 
based on the achievement of key targets 
which includes areas such as income and 
business generation.

Positively, a higher proportion of women (18.4%) were awarded a bonus payment, in 
recognition of their contribution, compared to men (13.9%). Due to the nature of our 
workforce, with more men represented at senior levels, these bonus payments were on 
average lower than those received by male colleagues, as they are typically a percentage of 
salary.
While we publish figures on bonus payment under our statutory duty, other forms of 
recognition are in place at Cranfield, such as promotion, accelerated increments, and moves 
into the high‑performance zone at each salary level and these are not reflected in our bonus 
figures.
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This shows the difference in bonus payments between men and women at the University. 
The figures indicate that men’s bonuses were, on average, higher over the snapshot period 
(1 April 2021 to 31 March 2022).

This means that 18.4% of women were in receipt of a bonus, compared to 13.9% of men.
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The quartiles are calculated by ranking male and female employees from the lowest hourly 
rate of pay (Q1) to the highest (Q4) and then dividing this into four equal parts. If there is a 
higher proportion of either gender at the upper or lower quartiles, then this will impact the 
overall pay gap.

The composition of our staff in the upper (predominantly male) and lower quartiles 
(predominantly female) reflects strongly in our pay gap, and this composition of our 
workforce has changed little during the past 12 months, as explained in more detail below.

Proportion of females Proportion of males

Q1 Q2 Q3 Q4
2020

Q1 Q2 Q3 Q4
2019

Q1

63.0% 37.0%

63.4% 36.6%

63.0% 37.0%

44.8% 55.2%

43.8% 56.2%

49.9% 50.1%

47.6% 52.4%

50.5% 49.5%

25.1% 74.9%

25.4% 74.6%

42.4% 57.6% 25.1% 74.9%

Q2 Q3

Q1 Q2 Q3 Q4
2021

2022

Proportion of men and women 
in each pay quartile

Q4

67.0% 33.0% 46.2% 53.8% 41.9% 58.1% 24.1% 75.9%

• Becoming an accredited Living Wage employer in August 2022. 
• Cost of living award – in a change to previous years, the University implemented a flat‑rate 

salary increase in recognition of the impact that the economic situation has been having on 
staff, particularly for lower paid colleagues.

• Launch of a new benefits platform which offers key discounts on a range of goods and 
services and a salary sacrifice scheme for cycle to work.

Pay and reward

• This year, we launched our new corporate plan Ambition 2027. Guided by our vision, 
mission, values, UN Sustainable Development Goals and sector‑facing themes, it defines 
our ambitions for the next five years. All members of our community were given the chance 
to come together to imagine Cranfield in 2027, and the plan is supported by five key areas 
of focus and eight strategies, all of which have an ED&I thread woven through them. These 
strategies, and in particular our People Strategy and related key performance indicators, 
will enable us to make deeper, more systemic progress in narrowing our pay gap.

Strategic developments

• Continuing to regularly engage with our staff through a series of pulse surveys and 
reviewing responses by equality, diversity and inclusion demographic groups to identify 
trends in staff experience. Our recent pulse survey results show that women are proud 
to work at Cranfield and feel part of a supportive and inclusive organisation. These are 
important foundations for us to build upon.

• Continuing our focus on staff wellbeing and workloads, including establishing a new 
multi‑disciplinary working group to specifically look at workloads.

• Embedding our commitment to flexible and hybrid working, with many staff typically 
working between 40% and 60% of their time on site on average. 

• In 2022, Cranfield was recognised for its excellence as a family‑friendly employer after 
being ranked in the Top 30 in the UK by the charity Working Families. We were the only 
university to be recognised in the 2022 list.

Engagement and wellbeing

Looking ahead, our long term, strategic objectives for becoming a more diverse and even 
more inclusive employer link directly to narrowing our pay gap. Our ambitions and objectives 
are described our corporate plan, Ambition 2027.  
As an Employer of Choice, our ambition is to be an organisation that people want to work for, 
with an inclusive culture where everyone can flourish and contribute towards our success.  
We want colleagues to feel part of a diverse, skilled and ambitious community who are 
empowered and engaged and we aim to provide a collaborative, supportive and safe working 
environment, one which prioritises the wellbeing of our colleagues. Our People Strategy 
includes a specific aim for continuing to develop our pay and reward offering and this will 
assist in making further incremental changes in our pay gap and we have ambitious KPIs to 
deliver a target for a Gender Pay Gap reduction by 2027, reviewed annually. 
We are highly aware of the challenges that the pandemic posed for everyone, and, in 
particular, women who were often the primary care givers during lockdowns. Research is 
pointing to the fact that there will be a lag before we see the full impact on women’s careers 
from the pandemic. We will monitor this carefully to identify mitigating actions to avoid 
women being proportionately disadvantaged at Cranfield.
Immediate actions for more systemic measures to reduce our pay gap during 2023‑2024 
are aligned with our Corporate Plan, our People Strategy and our new EDI Strategic Plan 
(2023‑27) for creating an even more inclusive culture, and include:
• To re‑energise our outreach and public engagement activity to proactively encourage under‑

represented groups, including women, to join the University.
• To promote Cranfield as an inclusive employer by continuing to raise our external profile, 

producing more diverse images and case studies to be used in a range of communication 
channels.

• To promote wider development opportunities for all our staff, through apprenticeship 
programmes, internal and external secondments and University wide working groups and 
committees.

• To expand and further embed our internal mentoring and coaching programmes.
• To establish a Carer’s Network for staff.
• To review our succession plans and establish and communicate more clearly defined 

career pathways for non academic staff.
• Delivering a sustainable and fair reward strategy and ensure our total reward offer and 

other benefits provide flexibility, transparency, choice and are competitive.
• To establish a joint ED&I and Wellbeing Committee reporting annually through Executive to 

Council, for overall transparency and accountability.  

• Establishing the University Executive’s Forum to widen diversity at a management level and 
as a forum to share best practice across the University and engage with initiatives referred 
to it by our Executive. 

• Commissioning an audit by Advance HE into our recruitment and promotion practices to 
identify any inherent barriers to recruitment and progression faced by underrepresented 
groups, including women.

• Establishing quarterly reporting on our recruitment metrics.

Inclusion

• Promoting uptake of our bespoke coaching programme for all staff, including women, that 
can be accessed flexibly. 

• Reviewing and relaunching our senior academic promotions process based on core 
principles for being inclusive, objective, effective and rigorous, where decision makers are 
free from bias and outcomes. This includes a personal circumstances disclosure process.

• Establishing clearer career pathways for technicians and an overhaul of the non‑academic 
promotions and grading process.

• The University has signed up to The San Francisco Declaration on Research Assessment 
(DORA). This is a positive move for Cranfield and the principles of DORA have been 
aligned to our ED&I and Athena SWAN plans by ensuring the criteria used for attracting, 
retaining and developing a diverse research community is more explicit, transparent and 
evidence‑based.

Progression and development

https://cranfield.foleon.com/corporate-plan-2022/home-page/people-strategy
http://www.cranfield.ac.uk/ambition2027

