
Factors affecting our ethnicity pay gap

The pay gap statistics

For the first time, we are publishing an ethnicity pay gap report. While there is no 
statutory requirement to do so, we are committed to transparency and equity in pay 
and improving representation of our minority ethnic staff.
Our figures are based on a data ‘snapshot’ taken on 31 March 2022. The report 
provides data to inform us about areas where we need to make progress, consider 
how best we will achieve this and implement relevant action plans. 
The pay gap is the percentage difference between the average hourly earnings of 
white and minority ethnic staff across the University. This is different to equal pay, 
which shows us whether there are differences in pay between white and minority 
ethnic staff doing comparable work.
As there is no legislative guidance on reporting requirements, we have chosen to 
report our pay gap in line with the UCEA benchmark ethnicity pay gap survey, which 
groups UK and Non-UK minority ethnic individuals together, and also reports for the 
groups: White, Asian, Black, Mixed and Other. 

Ethnicity pay gap 2022 
– explained

Looking at our profile, 74% of our staff identify as white, 22% as minority ethnic and 4% not 
known or not declared. The disclosure rate for ethnic origin at the University (at 96%) is high, 
when compared to the wider HEI sector and will support the University to draw more reliable 
conclusions. We are encouraged that our staff feel comfortable to be open in this respect 
and we will continue with our annual programme of equality monitoring by seeking updates 
to the diversity information we hold. For the purposes of this report, we have excluded the 
undisclosed figures from our analysis.

Staff profile

The mean ethnicity pay gap was 15.8%, which means the average hourly salary of minority 
ethnic staff was 15.8% lower than the equivalent for white staff.
The median ethnicity pay gap was 6.3%, which means the middle hourly salary rate for 
minority ethnic staff was 6.3% lower than the equivalent for white staff.
As with gender, minority ethnic staff are underrepresented at more senior levels impacting on 
our overall ethnicity pay gap.
Recognising that grouping staff into very broad categories can be misleading, we have also 
looked at the individual pay gap data for each minority ethnic group, in comparison to white 
staff. This allows us to explore and gain further insight into the differing experiences of our 
ethnic minority staff. 

We can see that for our black and mixed population, the pay gap is more pronounced. This is 
due to our demographics for these staff groupings, where significant numbers are in the lower 
quartile (Q1).
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Bonus pay gap

Proportion of employees receiving a bonus

Difference in bonus payment beween white  
and minority ethnic staff

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.

The proportion of white staff receiving a bonus was 19.1%, compared to 7.0% of minority 
ethnic staff. There could be a number of reasons for this, however further analysis showed 
a significant proportion of our non-UK ethnic staff as being on fixed-term contracts, when 
compared to other ethnic groups, including UK ethnic staff. The majority of these fixed-term 
contracts were research-based which, due to the nature of funding, offer less scope for the 
rewarding of bonus payments.

The mean ethnicity bonus gap is 42.8%, which means the average bonus paid to minority 
ethnic staff was 42.8% lower than the equivalent for white staff.
The median ethnicity bonus gap is 20.0%, which means the middle average bonus paid to 
minority ethnic staff was 20.0% lower than the equivalent for white staff.
While these figures indicate that bonuses paid to white staff were, on average, higher than 
those paid to minority ethnic staff over the snapshot period (1 April 2021 to 31 March 2022), 
they do not reflect our other forms of recognition, which include promotion, accelerated 
increments, and moves into the high-performance zone at each salary level.
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• The distribution of our workforce – Cranfield has a higher proportion of minority ethnic 
staff in our lower salary levels and a lower proportion in our higher levels as shown below, 
which impacts significantly on the pay gap.

• Attracting minority ethnic staff to the University – we have previously carried out focus 
groups externally within the local community and while the perceptions of minority ethnic 
people was that Cranfield was a good place to study, many had not considered or were 
aware of Cranfield as a place to work.

• The success rates of minority ethnic applicants in recruitment and selection processes  – 
there is a lower conversion rate of minority ethnic applicants, particularly in the transition 
from application to shortlist, when compared to white applicants. Latest recruitment 
activity analysis shows that 21% of white applicants were successfully hired, compared to 
5% of minority ethnic applicants (UK White – 23%, Non-UK White – 15%, UK Minority Ethnic 
– 13%, Non-UK Minority Ethnic – 4%). This needs to be further explored.

• Retention rates – there has been an increase in the number of minority ethnic staff leaving 
the University in recent years, with our latest analysis showing voluntary turnover rates for 
this group being higher than those of white staff. Voluntary turnover for UK White staff for 
the first 6 months of 2022 was 5%, 3% for Non-UK White staff, 10% for UK Minority Ethnic 
staff and 6% for Non-UK Minority Ethnic staff. The underlying reasons for this need to be 
further explored.

As mentioned previously, viewing minority ethnic staff as a homogenous group does not 
identify the differing experiences of each individual group, so it is helpful to break this down 
into individual ethnic groups.  

The chart below shows the pay distribution of each individual group, showing where there are 
differences. While the Asian ethnic group and, to a lesser extent, the Other ethnic group, show 
more comparable distributions to that of the White group, the Black and Mixed ethnic group 
have a higher percentage of staff in the lower salary bracket and a lower percentage in the 
higher salary bracket.
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Snapshot of initiatives and actions  
we are taking to help close the gap

As with our gender pay, our ethnicity pay gap is influenced by the uneven profile of our 
workforce. 
While a review of ethnicity pay gap figures within the sector shows we are comparable to 
other universities, we are not complacent in this. We are committed to addressing the factors 
that are adversely influencing our pay gap by putting in place relevant and targeted plans and 
initiatives to address these. Our long-term, strategic objectives for becoming a more diverse 
and even more inclusive employer link directly to narrowing our pay gaps. Our ambitions and 
objectives are described in our corporate plan, Ambition 2027 and aligned to this is our new 
People Strategy, which has ED&I embedded at the heart of it, with a number of stretching 
KPIs and other targets.    

• Continue to develop and promote targeted career development activity for minority ethnic 
staff.

• Develop appropriate mentoring/sponsorship schemes to support minority ethnic staff with 
career development.

• Following our initial race equality training delivered in mid-2022, covering race fluency, the 
Opportunity Cycle and cultivating antiracist allyship, identify specific ED&I workshops and 
training to equip managers and staff to be more confident when speaking about race and 
ethnicity. 

• Continue to work with our EmbRace staff network to understand, identify and remove 
barriers to progression and development for minority ethnic applicants.

Development

• Raise the profile and influence of the EmbRace staff network and engage with the 
University’s leadership team to support and promote the network.

• Review the suitability of the Race Equality Charter under the Small and Specialist University 
route, when finalised and released by AdvanceHE. 

• Develop a culture where it is ‘safe to speak up’ and challenge inappropriate behaviours.
• Recognise that people from Black, Asian and minority ethnic backgrounds have different 

individual experiences and are not a homogenous group.

Inclusive working environment

• Undertake further analysis to understand why minority ethnic applicants are not as 
successful as white ethnic applicants when applying for roles at Cranfield.

• Review our selection practices to ensure they are fair and equitable, and free from bias, 
using the recently commissioned review by AdvanceHE. As a priority, we want to encourage 
more diverse selection panels. 

• Promote Cranfield as an inclusive employer, for example, by continuing to review our 
imagery and producing more diverse images and case studies to be used in a range of 
communication channels.

Recruitment and selection

• Engage with our local community to engage diverse groups.
• Attend job fairs and plan other outreach activity to showcase Cranfield as a diverse and 

inclusive employer.
• Provide and encourage regular communications and staff engagement activities to help 

staff understand the benefits of diversity and feel valued.

Community engagement
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The quartiles are calculated by ranking white and minority ethnic staff 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 any ethnic group at the upper or lower quartiles, then this will impact the 
overall pay gap.

The graphics above highlight that the overall proportion of minority ethnic staff decreases at 
the higher quartiles.
The quartile distribution of each individual ethnic group in comparison to the white group 
was:

The graphics above highlight the proportion of each minority ethnic group decreases at the 
higher quartiles, with the rate of decrease being greater for black and mixed ethnic groups.
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https://cranfield.foleon.com/corporate-plan-2022/home-page/
https://cranfield.foleon.com/corporate-plan-2022/home-page/people-strategy

