
Wellcome supports science to solve the urgent 
health challenges facing everyone. As a global 
charity working with researchers and others 
across many different countries and cultures, 
inclusion and equality are essential to our  
success, while the greatest opportunities for 
scientific discovery will come from a diverse  
and collaborative community of researchers. 
Wellcome has its headquarters in the UK with  
its staff primarily based in London. 

Since 2019, we have continued to focus on improving 
representation from Black, Asian and minoritised 
ethnic communities (BAME) in our organisation.  
As yet, the UK government does not require us to 
submit ethnicity pay gap data each year as we do  
for our gender pay gap. However, although not as 
straightforward to interpret, our ethnicity pay gap is an 
important measure of Wellcome’s progress towards an 
inclusive working environment that is underpinned by 
respect – a culture where everyone can thrive, grow 
and flourish, and where all our people can balance  
a successful career with commitments outside work.

This is our third ethnicity pay gap report. It shows  
the difference in the average rates of pay between 
Black, Asian and Minority Ethnic (BAME) and white 
employees in our organisation, expressed as a 
percentage of average white earnings. The category 
‘BAME’ encompasses the many different ethnicities 
that are minoritised in the UK.

Comparing mean or median rates of pay reflects 
broad trends in employment and salaries. A fair  
and inclusive employer, operating in a fair and 
inclusive society, would have no pay gaps relating  
to characteristics such as ethnicity and gender,  
or to any particular combination of characteristics. 

In January 2018, we launched an action plan to 
address our pay gaps. We are looking at attitudes, 
behaviour and knowledge within Wellcome, adapting 
our approach as we learn more. A number of internal 
practices and processes in relation to recruitment have 
been or are in the process of being changed to broaden 
the diversity of people we target. This includes briefing 
talent agencies on providing diverse shortlists and 
rejecting all white or all male shortlists, as well as 
advertising on diversity job boards. Among employees, 
our goal is 30% BAME representation at all levels by 
2025. Many of the changes we’re making to achieve 
this goal will also help to fully reveal, reduce, and 
eventually eradicate our ethnicity pay gap.

Our ethnicity pay gap
For the purpose of this report, we categorise ethnicity 
as either white or BAME (Black, Asian and other 
minoritised ethnicities), according to the diversity  
data we hold.

On 5 April 2021, Wellcome had an ethnicity gap in 
median pay of +4.6% (the median for white employees 
being higher than the median for BAME employees). 
Our ethnicity gap in mean pay was +14.3% (the mean 
for white employees being higher than the mean  
for BAME employees). Median pay is the preferred 
measure used by the Office for National Statistics 
because it is less affected by extreme outliers. 

Our ethnicity gap has increased this year. This is likely 
due to better diversity data as a result of a campaign 
in 2020 to increase our knowledge in this area and to 
encourage our people to share their ethnicity. We have 
more of an even spread of diversity data across the 
quartiles, but the lower quartile is still slightly below 
average. And while the breadth of the BAME category 
can often be helpful, in this context it may mask 
important differences between specific ethnic groups.
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Median and mean  
ethnicity pay gaps 2021

Median ethnicity pay gap

+6 from 2020 (-1.4%)

4.6%

+11.9 from 2020 (2.4%)

Mean ethnicity pay gap

14.3%
A negative figure means the figure for white employees 
is lower than that for BAME employees; a positive figure 
means the figure for white employees is higher.



The larger gap in mean pay shows that the highest-
paid roles at Wellcome still tend to be held by white 
employees. And BAME employees tend to be largely 
in the lower quartiles. 

This is the third time we have reported our ethnicity 
pay gap data and, as in previous years, interpretation 
of it has to be tentative because we did not receive 
ethnicity data from about 20% of Wellcome 
employees. This is a significant proportion of the 
workforce, whose data could potentially affect the pay 
gap calculations considerably. Everyone will have their 
own reasons for whether they provide this data and 
we can’t make assumptions about those who didn’t 
– however, those reasons may include feelings and 
experiences of exclusion, or not feeling represented 
by the available categories.

The quartiles show the proportion of BAME and  
white employees in each band. Not having data  
from 20% of employees again limits interpretation. 

BAME people are still under-represented in the upper 
quartile – the most highly paid and usually most senior 
roles. BAME employees are evenly clustered in the 
other quartiles, which could explain how the median 
rate of pay for our BAME employees is lower than that 
for white employees. 

What Wellcome is doing now
Combined with other data we have collected,  
our ethnicity pay gaps confirm we have more to do  
to support the recruitment, retention and progress  
of BAME colleagues, especially at senior levels.  
This will require sustained action across recruitment, 
talent development, behaviours and culture.

In 2021 we have:
•  Made recruitment training mandatory for managers 

involved in hiring, and made experience of building 
diverse and inclusive teams a requirement for 
senior leadership positions

•  Continued to review promotion and reward 
decisions to check for bias

•  Published anti-racist principles, guidance and 
training so all of our staff can put those principles 
into practice and make Wellcome an anti-racist 
organisation in 2021

•  Overhauled our data collection with an all-staff 
push, which has led to better ethnicity data.

Next steps include:
•  Continuing to focus on our EDI monitoring, 

including introducing an annual/biannual ELT  
and Board of Governors review of EDI data  
and progress towards pay gaps action plan      

•  Developing and implementing anti-racism training 
for all staff, and carrying out an evaluation of our 
anti-racism programme

•  Introducing a people manager goal on building 
diverse and inclusive teams in order to help 
managers set relevant objectives for themselves

•  Creating, publishing and implementing inclusive 
recruitment guidance and processes for hiring 
managers.

Some planned activities, such as unconscious  
bias training and reverse diverse mentoring had  
to be postponed this year in response to the  
Covid-19 pandemic. 

Wellcome’s strategy for the years ahead is founded  
on a commitment to more proactively changing  
some of the systemic issues that hinder diversity and 
equity in health, in research culture, and in our own 
organisation. Implementing this strategy required a 
change in organisational design in 2021, which has 
been an opportunity to integrate inclusive practices in 
our culture as well as in the ways we look to improve 
health through research.

Jeremy Farrar, Director of Wellcome 
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Wellcome’s pay quartiles 2021

12.1%

69%

18.9%

+1.6 from 2020 (10.5%)

-7.8 from 2020 (61.2%)

-9.4 from 2020 (28.3%)
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19.3%
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-10.2 from 2020 (29.5%)
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