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What are pay gaps?
Pay gaps are the measure of the difference (i.e. ‘gap’ in percentage terms) in mean 
(average) or median earnings between two groups, such as men and women. 
How to calculate pay gaps:
•	 The mean is the average pay and is calculated by adding all the data points and 

dividing by the number of data points.
•	 The median is the midpoint pay and is calculated by ordering all data points and 

selecting the one in the middle. 
You can find out more information about how we calculate pay gaps on the 
government website gov.uk/government/publications/gender-pay-gap-reporting-
guidance-for-employers/making-your-calculations

Pay gap versus equal pay 
It should be noted that the pay gap and equal pay are two 
different calculations. Equal pay compares the difference in 
pay between two groups performing the same job or roles 
with work of equal value.

What do we report? 
As an organisation with over 250 employees, Anglia Ruskin 
University (ARU) has a legal requirement to report and 
publish its gender pay gap information every year. This 
legislation requires that hourly pay gap data in this report 
is drawn from 31 March 2025 snapshot data and bonus pay 
figures are examined via in-year performance, covering the 
period from 1 April 2024 and 31 March 2025.

ARU must report on the following six calculations: 

1.	 Mean gender pay gap using hourly pay  

2.	 Median gender pay gap using hourly pay 

3.	 Mean gender pay gap using bonus pay 

4.	 Median gender pay gap using bonus pay 

5.	 The percentage of men and women employed during the 
above period who received bonus pay  

6.	 The percentage of men and women in each hourly pay 
quarter (lower, lower middle, upper middle, and upper).

Please note that negative pay gap values reflect higher 
pay for either female employees, B.A.ME. employees, or 
disabled employees.

Definitions of hourly pay and bonus pay:
•	 Hourly pay includes ongoing payments such as shift 

allowances, acting-up allowances, market supplements, etc.

•	 Bonus payments include performance-related pay, one-off 
pensionable lump sum, and one-off Non pensionable lump 
sum, for instance, honorariums. We use the value of bonus 
payments for bonus pay gap reporting.

ARU has committed to reporting its ethnicity pay gap 
and the disability pay gap, which are not currently legally 
required. To ensure consistency and allow for comparisons, 
we also use the same six calculations to identify our ethnicity 
pay gaps and the disability pay gaps. 

Executive Summary
•	 Across all six hourly pay gaps, ARU has improved on four 

of these metrics since last year. .

•	 The mean gender pay gap widened slightly by 0.2pp due 
to increase of female staff in the lower quartile by way 
of recruitment. Additionally, the change to pay scales 
resulted in some female staff dropping into lower pay 
quartiles.

•	 ARU’s mean disability pay gap widened by 0.7pp because 
the average pay for disabled staff was pulled down by 
a high volume of new hires of disabled staff in the lower 
middle quartile. Additionally, while disabled individuals’ 
salaries remained stable or increased, a shift in the overall 
pay boundaries resulted in a higher proportion of disabled 
staff falling within the lower pay quartiles this year.

•	 The mean ethnicity pay gap narrowed by 0.2pp due to 
new B.A.ME. hires joining at senior levels in the upper 
quartile and the upper middle quartile.

•	 ARU remains ahead of the wider Higher Education sector 
in all six hourly pay gap measures.

https://www.gov.uk/government/publications/gender-pay-gap-reporting-guidance-for-employers/making-your-calculations
https://www.gov.uk/government/publications/gender-pay-gap-reporting-guidance-for-employers/making-your-calculations
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Gender Pay Gap
Pay gaps are the measure of the difference (i.e. ‘gap’ in percentage terms) in mean 
(average) or median earnings between two groups, such as men and women.

Workforce representation split by gender  
as of 31 March 2025
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1. ARU’s mean gender hourly pay gap is 8.7%, meaning that on average, women 
earn 91p for every £1 earned by men. Compared to last year, the mean gender 
pay gap has increased slightly by 0.2pp. This change reflects a reduction in the 
average pay for women at ARU compared to men which in turn widened the gap 
rather than narrowing it. 
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1.	 ARU’s mean gender hourly pay gap is 8.7%, meaning that 
on average, women earn 91p for every £1 earned by men. 
Compared to last year, the mean gender pay gap has 
increased slightly by 0.2pp. This change reflects a reduction 
in the average pay for women at ARU compared to men 
which in turn widened the gap rather than narrowing it.

One factor influencing the slight widening of the mean 
gender pay gap is a demographic shift in the lower middle 
quartile caused by recruitment patterns. The percentage 
of female staff increased (+1%) in the lower middle quartile 
pulling the overall female average pay down. New starters 
were predominantly female staff across almost all quartiles, 
with women outnumbering men by 49 people in the lower 
quartile and 55 people in the lower middle quartile. Because 
these new roles are concentrated in the lower pay brackets, 
while men only saw a higher intake in the upper quartile 
the average pay for women has been pulled downward, 
contributing to the overall increase in the gap.

While the mean hourly pay gap widened due to an 
increased proportion of women entering lower pay quartiles, 
we continue to see significant progress with the percentage 
of women professors increasing. This represents a significant 
milestone, as we have now successfully achieved our 
institutional KPI of 40% female professors.

Another driver for the increase in ARU’s mean gender pay 
gap is that some staff who remained on the same grade 
from last year dropped into lower pay quartiles. This is 
because of the inflation-linked increase to the pay scale. 

The final driver influencing the mean gender pay gap is 
the integration of Writtle University College (WUC) staff 
following the merger which led to changes in job roles and 
pay structures, further impacting the distribution of staff. 
As most WUC transferees were women, the proportion of 
female staff in the lower middle quartile increased (+83%), 
which in turn contributed to the widening of the mean 
gender pay gap. 

Therefore, the 0.2pp increase in the mean gender pay gap 
was driven by a 1% rise in female staff within the lower 
middle quartile, a shift fuelled by new starters, the inflation-
linked increase to the pay scale and the internal movement 
of WUC staff.

2.	 ARU’s median hourly pay gap is 5.6%, which has narrowed 
significantly by 2.9pp compared to last year. This means 
that while the middle-earning man still earnt more than the 
middle-earning woman when salaries are ordered lowest 
to highest, the gap between these two employees reduced. 
This improvement is primarily driven by 20 more women 
being recruited into mid-level quartiles, which has lifted 
the female staff median. Specifically, there has been a 1pp 
increase of women in the lower middle quartile and a 1pp 
increase of women in the upper middle quartile.

3.	 ARU’s mean (8.7%) and median (5.6%) gender hourly pay 
gaps are ahead of the UK HE sector mean (13.6%) and 
median (11.5%) gender hourly pay gaps (UCEA, 20251) and 
national mean (13.4%) and median (12.8%) gender pay gaps. 
(ONS Data, 20252)

Mean
increased  

0.2%
since 2025

Median
reduced   

2.9%
since 2025

1 Intersectional Pay Gaps in Higher Education 2023-24, UCEA December 2025
2 Gender pay gap in the UK: 2025, ONS 2025
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Gender Pay Gap
Pay gaps are the measure of the difference (i.e. ‘gap’ in percentage terms) in mean 
(average) or median earnings between two groups, such as men and women.

The percentage of male and female staff who received bonus payments

Graphs for DAM GPG 2026 
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1. ARU’s mean bonus gap of 15.4% has widened by 12.4pp since last year. This 
shift is primarily because the 2026 data does not include the universal ‘Thank 
you’ payments that previously balanced the averages. Without those payments, 
the gap now reveals that the average cash value paid to men was higher than 
that paid to women. This indicates that while more women are being recognised, 
the projects or roles being rewarded with higher-value bonuses are currently 
skewed toward male employees. 
 

2. The median gender bonus gap rose from 0% to 25%, meaning the typical bonus 
for the middle man was 25% larger than the typical bonus for the middle woman. 
 

3. ARU’s mean gender bonus gap of 15.4% is significantly lower than the HE sector 
average of 28%, though the median of 25% is higher than the sector's 11.7%. 
(UCEA, 2025). 

 

The percentage of male and female staff in each hourly pay quarter: 
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Bonus payments were received by 0.6% of men and 
0.8% of women, representing a significant decrease 
compared to last year when 53.3% of men and 54.8% of 
women received a bonus. The significant decrease in staff 
receiving a bonus is due to the absence of ‘Thank You’ 
payments this year. ARU awarded less bonuses than the 
HE sector, where an average of 10.7% of men and 11.4% of 
women received bonuses in 2025. (UCEA, 2025)

ARU’s mean bonus gap of 15.4% has widened by 12.4pp 
from last year’s bonus gap of 3%. This shift is primarily 
because the 2026 data does not include the universal 
‘Thank you’ payments that previously balanced the 
averages. Without those payments, the gap now reveals 
that the average cash value paid to men was higher 
than that paid to women. This indicates that while more 
women are being recognised compared to men, the 
projects or roles being rewarded with higher-value 
bonuses are currently skewed toward male employees.

The median gender bonus gap rose from 0% to 25%, 
meaning the typical bonus for the middle man was 25% 
larger than the typical bonus for the middle woman.

ARU’s mean gender bonus gap of 15.4% is significantly 
lower than the HE sector average of 28%, though the 
median of 25% is higher than the sector’s 11.7%. (UCEA, 
2025).

Mean
increased 

12.4%
since 2025

Median
increased 

  25%  
since 2025
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Gender Pay Gap
Pay gaps are the measure of the difference (i.e. ‘gap’ in percentage terms) in mean 
(average) or median earnings between two groups, such as men and women.

The percentage of male and female staff in each hourly pay quarter

Male 2024 Male 2025 Male 2026 HE Male 2025 Female 2024 Female 2025 Female 2026 HE Female 
2025

Upper quartile 327 (47%) 367 (47%) 373 (47%) 55% 364 (53%) 419 (53%) 423 (53%) 45%

Upper middle 
quartile

4471 (39%) 304 (39%) 301 (38%) 45% 420 (61%) 482 (61%) 495 (62%) 55%

Lower middle 
quartile

275  (40%) 286 (36%) 280 (35%) 41% 416 (60%) 500 (64%) 516 (65%) 59%

Lower quartile 235 (34%) 262 (33%) 263 (33%) 35% 457 (66%) 525 (67%) 533 (67%) 65%

When compared to the HE sector, ARU employs a higher 
percentage of women across all pay quartiles. (UCEA, 
2025)
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Ethnicity Pay Gap
The ethnicity pay gap shows the difference between the mean (average) or median 
earnings between Black, Asian, and Minority Ethnic (B.A.ME.) and white colleagues.

Workforce representation split by ethnicity  
as of 31 March 2025

The mean and median ethnicity pay gap  
using hourly pay

B.A.ME. Replacement Graphs 
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1. ARU’s mean ethnicity hourly pay gap is 2.4% which has narrowed by 
0.2pp since last year. This means that B.A.M.E colleagues earn 98p for 
every £1 that white colleagues earn. ARU’s mean ethnicity pay gap of 
2.4% outperforms the wider HE sector, which reports a mean of 7.7%. 
      

2. ARU’s median ethnicity pay gap is -2.9% which has decreased from -3% 
from last year by 0.1pp. This indicates that the middle-earning B.A.M.E 
colleague earns slightly more than the middle-earning white colleague. 
Since last year, the difference has narrowed slightly aligning more closely 
to the middle non-B.A.M.E colleague. This shift is driven by a broader 
distribution of B.A.M.E staff across the pay quartiles as there has been an 
increase of B.A.M.E staff in the upper middle quartile (+1%), in the lower 
middle (+2%) and lower quartiles (+1%). ARU’s median ethnicity pay gap 
of -2.9% outperforms the wider HE sector, which reports a median of 
4.7% (UCEA, 2025).         
The following initiatives are also likely to have influenced this positive   
shift in the ethnicity pay gap: 

 
Attracting new staff  
 

• This positive trend in the mean is supported by recruitment efforts, as 
newly hired B.A.M.E colleagues joined at both the upper middle (by 
30%) and upper quartiles (by 25%). 

 
• Continued increased use of positive action across ARU in relation to 

recruiting greater diversity.  
 

Developing existing staff  
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1.	 ARU’s mean ethnicity hourly pay gap is 2.4% which has 
narrowed by 0.2pp since last year. This means that B.A.ME. 
colleagues earn 98p for every £1 that white colleagues earn. 
ARU’s mean ethnicity pay gap of 2.4% outperforms the wider 
HE sector, which reports a mean of 7.7%.

2.	 ARU’s median ethnicity pay gap is -2.9% which has 
decreased from -3% from last year by 0.1pp. This indicates 
that the middle-earning B.A.ME. colleague earns slightly 
more than the middle-earning white colleague. Since last 
year, the difference has narrowed slightly aligning more 
closely to the middle non-B.A.ME. colleague. This shift is 
driven by a broader distribution of B.A.ME. staff across the 
pay quartiles as there has been an increase of B.A.ME. staff in 
the upper middle quartile (+1%), in the lower middle (+2%) and 
lower quartiles (+1%). ARU’s median ethnicity pay gap of -2.9% 
outperforms the wider HE sector, which reports a median of 
4.7% (UCEA, 2025).

The following initiatives are also likely to have influenced this 
positive shift in the ethnicity pay gap:

•	 This positive trend in the mean is supported by 
recruitment efforts, as newly hired B.A.ME. colleagues 
joined at both the upper middle (+30%) and upper 
quartiles (+25%).

•	 Continued increased use of positive action across ARU in 
relation to recruiting greater diversity. 

•	 The reduction in the mean is driven by B.A.ME. staff 
progressing into higher-paid roles in the upper middle 
quartile (+20%) and in the upper quartile (+20%). 

•	 Continued to work with the Race and Ethnic Equality 
Network (REEN) promoting leadership and management 
development opportunities including Managing @ARU, 
LGBTQ+ Leadership Development Programme, in-house 
Leadership Support and Development Programme, Line-
Manager and Leadership Action Learning Sets.

•	 There has been a 2pp increase in B.A.ME. professors.

•	 Continued support for Staff Networks (inc. REEN) by the 
EDI team enabling greater impact, including workload 
allocation, budgets, and increased external and internal 
profiles.

•	 Continued expanding the catalogue of ‘No Assumptions’ 
articles aimed at increasing cultural and religious 
(including ethnoreligious) competency and ensuring line-
managers and colleagues have what they need to better 
support people.

•	 Continued to deliver the Race Equality Charter Action Plan 
2023-2028.
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Ethnicity Pay Gap
The ethnicity pay gap shows the difference between the mean (average) or median 
earnings between Black, Asian, and Minority Ethnic (B.A.ME.) and white colleagues.

The percentage of non- B.A.ME. and B.A.ME. staff who received a bonus payment 

B.A.ME. Replacement Graphs 
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Bonus payments were received by 0.3% of B.A.ME. staff 
and 0.9% of non-B.A.ME. staff representing a significant 
decrease compared to last year when 44.9% of B.A.ME. 
and 57.9% non-B.A.ME. staff received a bonus. The 
significant decrease in staff receiving a bonus is due to 
the absence of ‘Thank You’ payments this year. While the 
proportion of recipients is low for both groups, the data 
shows that non-B.A.ME. staff were three times more likely 
to receive a bonus this year.

ARU awarded less bonuses than the HE sector, where an 
average of 9.7% of B.A.ME. staff and 12% of non-B.A.ME. 
staff received bonuses in 2025. (UCEA, 2025)

The mean and median ethnicity pay gap using bonus pay

The mean and median ethnicity pay gap using bonus pay  
 
(pp.7) 

 

 

 

ARU’s mean ethnicity bonus gap of 16%, has widened by 17.5pp since last year’s mean bonus 
gap of -1.5%. This shift indicates that, on average, B.A.M.E. colleagues receive 16% less bonus 
pay than white colleagues. 

The median ethnicity bonus gap is 13.3%, which has increased by 13.3pp since last year 
meaning that the middle-earning B.A.M.E. bonus recipient receives 13.3% less than the middle-
earning non-B.A.M.E recipient. 

ARU’s mean ethnicity bonus gap of 16% and median of 13.3% is significantly higher than the HE 
sector average of -14.7% mean and -44.2% median. (UCEA, 2025). 
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ARU’s mean ethnicity bonus gap of 16%, has widened by 
17.5pp since last year’s mean bonus gap of -1.5%. This shift 
indicates that, on average, B.A.ME. colleagues receive 
16% less bonus pay than white colleagues.

The median ethnicity bonus gap is 13.3%, which has 
increased by 13.3pp since last year meaning that the 
middle-earning B.A.ME. bonus recipient receives 13.3% 
less than the middle-earning non-B.A.ME. recipient.

ARU’s mean ethnicity bonus gap of 16% and median of 
13.3% is significantly higher than the HE sector average of 
-14.7% mean and -44.2% median. (UCEA, 2025).

Mean 
increased  

17.5% 
since 2025

Median 
increased   

13.3%  
since 2025
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Ethnicity Pay Gap
The ethnicity pay gap shows the difference between the mean (average) or median 
earnings between Black, Asian, and Minority Ethnic (B.A.ME.) and white colleagues.

The percentage of B.A.ME. and non-B.A.ME. staff in each hourly pay quarter3

B.A.ME. 2024 B.A.ME. 2025 B.A.ME. 2026 HE B.A.ME. 2025 Non-B.A.ME. 
2024

Non-B.A.ME. 
2025

Non-B.A.ME. 
2026

HE Non-B.A.ME. 
2025

Upper quartile 99 (15%) 114 (15%) 125 (16%) 23% 570 (85%) 646 (85%) 644 (84%) 77%

Upper middle 
quartile 137 (20%) 166 (22%) 173 (22%) 30% 540 (80%) 589 (78%) 592 (78%) 70%

Lower middle 
quartile 138 (21%) 133 (18%) 148 (20%) 33% 535 (79%) 597 (82%) 598 (80%) 67%

Lower quartile 103 (15%) 114 (15%) 121 (16%) 37% 562 (85%) 632 (85%) 636 (84%) 63%

ARU’s employment of B.A.ME. staff across all pay quartiles 
remains below the HE sector average. (UCEA, 2025)

3 The added totals for both groups may not match up across the four pay quartiles because some staff did not share their ethnicity with us, thus affecting the numbers.
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Disability Pay Gap
The disability pay gap shows the difference between the mean (average) or median 
earnings between disabled and non-disabled colleagues.

Workforce representation by disability  
as of 31 March 2025
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1. ARU’s mean disability hourly pay gap is 7.1% meaning on average disabled 
colleagues earn 92p for every £1 earned by non-disabled colleagues. Compared to 
last year, the mean disability pay gap has increased slightly by 0.7pp. This change 
reflects a reduction in the average pay for disabled staff at ARU compared to non-
disabled staff which in turn widened the gap rather than narrowing it. 

One factor influencing the slight widening of the mean disability pay gap is more 
pay growth through pay rise/promotions for non-disabled staff in the upper 
quartile (by 95%) and upper middle quartile (by 97%), while fewer disabled staff  
progressed into higher-paid roles. 

Additionally, the recruitment data also shows that more newly hired disabled 
colleagues (13%) joined the lower middle quartile than any other pay quartile 
followed by the lower quartile (9%). 

Another driver for the reduction in ARU’s mean disability gap is that some 
disabled staff who remained on the same grade from last year dropped into 
lower pay quartiles. This is because of the inflation-linked increase to the pay 
scale.  

 
2. ARU’s median disability pay gap is 5.6% which has narrowed slightly by 0.15pp 

compared to last year. This means that while the middle-earning non-disabled 
colleague still earnt more than the middle-earning disabled colleague when salaries 
are ordered lowest to the highest, the gap between these two employees reduced. 

 
3. ARU’s mean gender pay gap of 7.1% and median of 5.6% outperform the UK HE 

sector averages of 8.3% (mean) and 8.2% (median). (UCEA, 2025) 
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1.	 ARU’s mean disability hourly pay gap is 7.1% meaning on 
average disabled colleagues earn 92p for every £1 earned 
by non-disabled colleagues. Compared to last year, the 
mean disability pay gap has increased slightly by 0.7pp from 
6.4%. This change reflects a reduction in the average pay for 
disabled staff at ARU compared to non-disabled staff which 
in turn widened the gap rather than narrowing it.

One factor influencing the slight widening of the mean 
disability pay gap is more pay growth through pay rise and 
promotions for non-disabled staff in the upper quartile 
(+90%) and upper middle quartile (+97%), while fewer 
disabled staff  progressed into higher-paid roles.

Additionally, the recruitment data also shows that more 
newly hired disabled colleagues (+13%) joined the lower 
middle quartile than any other pay quartile followed by the 
lower quartile (+9%).

Another driver for the reduction in ARU’s mean disability 
gap is that some disabled staff who remained on the same 
grade from last year dropped into lower pay quartiles. This is 
because of the inflation-linked increase to the pay scale.

2.	 ARU’s median disability pay gap is 5.6% which has narrowed 
slightly by 0.1pp compared to last year. This means that 
while the middle-earning non-disabled colleague still earnt 
more than the middle-earning disabled colleague when 
salaries are ordered lowest to the highest, the gap between 
these two employees reduced.

3.	 ARU’s mean gender pay gap of 7.1% and median of 5.6% 
outperform the UK HE sector averages of 8.3% (mean) and 
8.2% (median). (UCEA, 2025)

Mean 
increased  

0.7% 
since 2025

Median 
reduced   

0.1%  
since 2025
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Disability Pay Gap
The disability pay gap shows the difference between the mean (average) or median 
earnings between disabled and non-disabled colleagues.

The percentage of disabled and non-disabled staff who received a bonus payment:
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ARU’s mean disability bonus gap of -0.6% has narrowed by 7.4pp compared to last year’s gap of 
-8% meaning that on average, disabled colleagues receive 0.6% more bonus pay than non-
disabled colleagues. 

The median disability bonus gap rose from 0% to 29%, meaning the typical bonus for the middle 
non-disabled colleague was 29% larger than the typical bonus for the disabled colleague. This 
improvement is primarily driven by more disabled colleagues being recruited into the lower 
middle quartile (+1%) which has lifted the median. 

ARU’s mean (-0.6) is significantly lower than the HE sector mean (19%), though the median 
(29%) is higher than the sector’s (0%).(UCEA, 2025). 
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Bonus payments were received by 1.2% of disabled staff 
and 0.6% of non-disabled staff representing a significant 
decrease compared to last year when 58% of disabled 
staff and 54% of non-disabled staff received a bonus 
payment. This is due to the absence of ‘Thank You’ 
payments this year.

Disabled staff were twice as likely to receive a bonus this 
year compared to their non-disabled peers indicating that 
disabled staff are being recognised for outstanding work.

The mean and median disability pay gap using bonus pay:
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ARU’s mean disability bonus gap of -0.6% has narrowed by 7.4pp compared to last year’s gap of 
-8% meaning that on average, disabled colleagues receive 0.6% more bonus pay than non-
disabled colleagues. 

The median disability bonus gap rose from 0% to 29%, meaning the typical bonus for the middle 
non-disabled colleague was 29% larger than the typical bonus for the disabled colleague. This 
improvement is primarily driven by more disabled colleagues being recruited into the lower 
middle quartile (+1%) which has lifted the median. 

ARU’s mean (-0.6) is significantly lower than the HE sector mean (19%), though the median 
(29%) is higher than the sector’s (0%).(UCEA, 2025). 
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The percentage of disabled and non-disabled staff who received a bonus payment 

 

1. Bonus payments were received by 1.2% of disabled staff and 0.6% of non-
disabled staff representing a significant decrease compared to last year when 
58% of disabled staff and 54% of non-disabled staff received a bonus due to 
performance-related bonus activity rather than a ‘Thank You’ payment. 
Disabled staff were twice as likely to receive a bonus this year compared to their 
non-disabled peers indicating that disabled staff are being recognised for 
outstanding work. 
 
The mean and median disability pay gap using bonus pay 
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ARU’s mean disability bonus gap of -0.6% has narrowed 
by 7.4pp compared to last year’s gap of -8% meaning 
that on average, disabled colleagues receive 0.6% more 
bonus pay than non-disabled colleagues.

The median disability bonus gap rose from 0% to 29%, 
meaning the typical bonus for the middle non-disabled 
colleague was 29% larger than the typical bonus for the 
disabled colleague. This change is primarily driven by 
more disabled colleagues being recruited into the lower 
middle quartile (+1%) which has lifted the median.

ARU’s mean (-0.6) is significantly lower than the HE sector 
mean (19%), though the median (29%) is higher than the 
sector’s (0%).(UCEA, 2025).

Mean 
reduced  

7.4% 
since 2025

Median 
increased   

29%  
since 2025
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Disability Pay Gap
The disability pay gap shows the difference between the mean (average) or median 
earnings between disabled and non-disabled colleagues.

The percentage of disabled and non-disabled staff in each hourly pay quarter4 

Disability 2024 Disability 2025 Disability 2026 HE Disability 
2025

Non-Disability 
2024

Non-Disability 
2025

Non-Disability 
2026

HE Non- 
Disability 2025

Upper quartile 39 (6%) 49 (7%) 53 (7%) 7% 623 (94%) 705 (93%) 693 (93%) 80%

Upper middle 
quartile 50 (7%) 68 (9%) 70 (9%) 12% 621 (93%) 692 (91%) 669 (91%) 75%

Lower middle 
quartile 65 (10%) 81 (11%) 89 (12%) 12% 607 (90%) 665 (89%) 620 (88%) 72%

Lower quartile 71 (11%) 67 (9%) 61 (10%) 11% 601 (89%) 686 (91%) 585 (90%) 68%

4 7 The added totals for both groups may not match up across the four pay quartiles because some staff did not share their disability with us, thus affecting the numbers.

When compared to the HE sector, ARU employs a lower 
percentage of disabled colleagues in the upper middle 
and lower quartiles. (UCEA, 2025).


