
Factors affecting our ethnicity pay gap

The pay gap statistics

This is our second ethnicity pay gap report, and while there is no statutory 
requirement to publish this, we remain committed to transparency and equity in pay 
and improving representation of our ethnically diverse staff.
The data informs us about areas where we need to make progress, and to implement 
relevant action plans in line with our Equity, Diversity and Inclusion and People 
strategies.

Definitions
The pay gap is the percentage difference between the average hourly earnings of 
white and ethnic minority 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. An equal pay audit is due to be undertaken 
in 2024.

Data 
Our figures are based on a data ‘snapshot’ taken on 31 March 2023 and cover 
the period 1 April 2022 to 31 March 2023. As there is no legislative guidance for 
ethnicity pay gap reporting, we have chosen to report our pay gap in line with the 
UCEA benchmark ethnicity pay gap survey, which reports for the ethnicity groups of 
White, Asian, Black, Mixed and Other. We respectfully use these terms for pay gap 
reporting, while acknowledging the shortcomings of these labels, and that categories 
inherently bring limitations in terms of being able to identify and understand complex, 
intersecting identities.  

Ethnicity pay gap 2023 
– explained

• The distribution of our workforce – Ethnically diverse people are underrepresented at 
Cranfield, especially at senior levels, which reflects strongly in our ethnicity pay gap. The 
graphics below show the pay distribution of our white and ethnic minority groups.

As mentioned previously, viewing ethnic minority 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 graphic below shows the pay distribution of each individual group, showing where there 
are differences, with the Black and mixed ethnic groups having a lower percentage in the 
higher salary bracket than the other ethnic groups.

14%  
(192)

42%  
(574)

43%  
(587)

14%  
(192)

42%  
(574)

43%  
(587)

25%  
(113)

43%  
(193)

32%  
(145)

30%  
(13)

33%  
(14)

37%  
(16)

30%  
(13)

42%  
(18)

28%  
(12)

32%  
(20)

50%  
(31)

18%  
(11)

22%  
(67)

43%  
(130)

35%  
(106)

L3 and below L6 and aboveL4/5

White

White

Ethnic minority

Asian

Black

Mixed

Other

Snapshot of initiatives and actions  
we are taking to help close the gap

While we have taken a number of positive actions, our staff profile shows that Black, Asian 
and minoritised ethnic people continue to be underrepresented at Cranfield, especially 
in professional services and senior roles. We do, however, continue to attract and recruit 
ethnically diverse people into our research roles. 
As at the report snapshot date, 73% of our staff identify as white ethnicity, 24% as ethnic 
minority and 3% prefer not to disclose. The percentage of our workforce sharing their ethnicity 
data with us increased slightly, from 96% in 2022/23, to 97%, which is high when compared to 
sharing rates in institutions in the wider higher education sector. 
We will continue with our annual programme of equality monitoring, and seeking updates to 
the diversity information, to ensure our sharing rates remain at this level. For the purposes of 
this report, we have excluded the undisclosed figures from our analysis.
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The pay quartiles are calculated by dividing our workforce into four equal bands from the 
lowest hourly rate of pay (quartile 1) to the highest (quartile 4). 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 show the proportion of each category of ethnicity in each quartile, and 
highlights that the overall proportion of minority ethnic staff decreases in the higher pay 
quartiles.
This year, the increase in the overall number of ethnically diverse staff across quartiles 1 and 
2 reflects strongly in the increase to our median pay gap. Compounding this, the workforce in 
the upper pay levels has remained relatively static.
The increase in the number of ethnically diverse staff across quartiles 1 and 2 is the result 
of an increase in the number of research assistants employed since last year, the majority 
of whom are from ethnic minorities. This reflects the demographic of the applicants to 
these posts, as our recruitment data shows we receive a high proportion of applications 
from international candidates, especially from our students, who typically apply for and are 
recruited into these roles. The pay levels for research assistant roles typically fall into pay 
quartiles 1 and 2.   
The quartile distribution of each individual ethnic group in comparison to the white group 
was:

The graphics above highlight that 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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We are making progress towards our KPI to increase the number of UK ethnic minority staff 
to 12% by 2027. At the time of writing this report, the number of UK ethnic minority staff had 
increased to 9% in 2023 from 7% in 2022, but we recognise we still have much more to do. 
Specific actions to reduce our pay gap are aligned with our EDI and People strategies and 
include a focus on intersectionality through the examples below.
• Taking steps to improve our candidate attraction and hiring rates to increase the diversity 

of new staff joining Cranfield, such as by reviewing ‘essential criteria’ to ensure people do 
not self-select out of the recruitment process.  

• Making changes to enable us to better support staff from underrepresented groups in 
their career progression, particularly through our senior academic promotions process. In 
2022‑2023, 19% of ethnic minority academics were eligible for promotion, 68% of whom 
were successfully promoted in the period. 

• Introducing a research acceleration fellowship to provide funding for additional time in 
support of researcher career development. We actively encouraged applications from 
researchers from underrepresented groups, and 42% of fellowships were awarded to 
researchers from Black, Asian, or other minoritised ethnic groups.

• Running inclusive leadership and conscious decision-making workshops, recognising the 
intersectional challenges we face. These workshops were well attended and positively 
received and continue into the current reporting period.

• Preparing a first time application for AdvanceHE’s Race Equality Charter, and a 
resubmission for our Athena Swan Charter by end of 2025, with comprehensive action 
plans to support our aspirations to become a more diverse and inclusive employer and 
better understand how we engage with our ethnic minority staff and increase the presence 
of underrepresented groups at senior level.

• Continuing to work with our EmbRace staff network, raising the profile and voice of our 
ethnically diverse community and engaging with the University Executive Team to support 
and promote the network.

• Building our public engagement activities with local communities, through participation in 
careers fairs.

• Submitting evidence towards achieving Disability Confident Leader status under the 
Disability Confident Scheme, building on our current level 2, Disability Confident Employer 
status.

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 in 
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. 
We are committed to addressing the factors that are adversely influencing our pay gap, by 
putting in place relevant, targeted plans and initiatives to address the underrepresentation of 
ethnically diverse people at Cranfield.

Our data shows that ethnically minoritised people are underrepresented at Cranfield, 
especially at senior levels, which reflects strongly in our ethnicity pay gap. The mean ethnicity 
pay gap for Cranfield was 16.4%, which means the average hourly salary of ethnic minority 
staff was 16.4% lower than the equivalent for white staff. This was an increase of 0.6% from 
last year.
The median ethnicity pay gap was 11.2% which means the middle hourly salary rate for ethnic 
minority staff was 11.2% lower than the equivalent for white staff. This was a 4.9% increase 
from last year.
Recognising that grouping staff into very broad categories can be misleading, we have also 
looked at the individual pay gap data for each ethnic minority group, in comparison to the 
white ethnicity category. This has enabled us to explore and gain further insight into the 
differing experiences of our ethnic minority staff.  
The data below shows that the mean pay gap for black staff and mixed ethnicity staff has 
improved compared to the previous reporting period. However, the median pay gaps across 
most groups have increased. This is explained further by looking at the pay quartiles in more 
detail.
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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 20.3%, a 1.2% increase compared to last 
year. The proportion of all ethnic minority staff receiving a bonus was 6.8%, a small reduction 
of 0.2% from last year.  
There could be several reasons for this difference, however further analysis shows a 
significant proportion of our non‑UK ethnic minority staff as being on fixed‑term contracts, 
with the majority of these being research‑based. More research assistants have been 
employed due to the University successfully securing funded research. However, due to the 
nature of this research funding, these types of contracts offer less scope for the rewarding of 
bonus payments. These roles do however benefit from other forms of reward which are not 
reflected in the bonus pay gap reporting, such as promotion, annual salary increments, and 
moves into a high-performance zone at each salary level.

The mean ethnicity bonus gap is 49.7%, an increase of 6.9% from last year which means the 
average bonus paid to minority ethnic staff was 49.7% lower than the equivalent for white 
staff.  
The median ethnicity bonus gap is 20.0%, unchanged from last year which means the middle 
average bonus paid to minority ethnic staff was 20% lower than the equivalent for white staff.
Bonus payments are typically calculated as a percentage of salary, and as we have few 
ethnic minority staff in senior roles, this has a direct impact on the average bonus payment 
for ethnically diverse staff. This is explained further when looking at the representation of 
ethnicity in our higher pay quartiles.
As stated above, other forms of recognition are in place at Cranfield, such as promotion, 
accelerated salary increments, and moves into a high-performance zone at each salary level, 
and these are not reported in our bonus pay gap figures.
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Looking ahead

https://www.cranfield.ac.uk/-/media/files/all_docs/edi-strategic-plan-2023.ashx
https://cranfield.foleon.com/corporate-plan-2022/home-page/people-strategy
https://cranfield.foleon.com/corporate-plan-2022/home-page/

