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As the institutional lead for Equality, Diversity and Inclusion (EDI) at Bangor University, I 
am delighted to present our Annual Equality Report covering the academic year 1 
August 2020 - 31 July 2021. This is the second Annual Equality Report within the period 
of our Strategic Equality Plan 2020-2024. 
 

The impact of the COVID-19 pandemic has continued to present challenges for individuals and communities 
as we adapted our lives, work and studying in ways that no-one could have anticipated. As a University we are 
very aware of the disproportionate impact of Covid-19 on certain protected groups and we are committed to 
embedding practice that addresses inequality and promotes inclusion for all. This has led to Bangor University 
developing and evolving practical solutions and individual support for both staff and students and has really 
increased the pace of change in enabling work and study to be more flexible and accessible. 
 
There is also much for the University to celebrate as work on embedding EDI has continued despite the 
challenges, as demonstrated in our report against our SEP 2020 ± 2024 Objectives in Appendix 1.   
 
There has been a strengthening of equality matters in all our strategies, ensuring that consideration of diversity 
and inclusion is at the heart of everything we do for example, we have established a Council People & Culture 
Committee.  We are extremely proud of awards celebrating our commitment to gender equality at Bangor. 
Bangor University is fully committed to the Athena SWAN Charter and holds a Bronze award in recognition of 
our work and progress in this area. Schools continue to work towards School-level awards, and we have made 
a commitment to apply for a Silver award during 2023.  
 
Our Gender Pay Gap continues to decrease, with our median gender pay gap standing now at 5.7%, down 
from 7.2%, and 10.8% in 2020 and 2019 respectively.  While this is good progress, we recognise that there is 
more to be done and we are committed to addressing these issues and providing a unique, multicultural and 
inclusive experience for all our staff and stXGHQWV���7KLV�LV�WKH�VHFRQG�\HDU�ZH¶YH�UHSRUWHG�RQ�WKH�HWKQLFLW\�SD\�
gap and the first year of reporting our disability pay gap. 
 
We have participated in the Race, Access and Success Collaboration project funded by HEFCW and run by 
Advance HE, resulting in the development of our Race Action Plan, and we have made a commitment to sign 
up to the Race Equality Charter in 2023. 
 
Work has begun to look at diversifying the curriculum and to consider how we can address the student 
attainment gap related to certain student demographics, and we have made a commitment to further develop 
our approach to inclusive practice in learning, teaching and assessment. An important step with this work is 
ensure that the data we collect is complete and relevant so we are evidence-based, and the next steps will be 
to consider best practice and interventions that can support all students to achieve their full potential.   
 
Despite making progress with this agenda at Bangor, we still have a long way to go, and there is a perception 
that our focus is a reactive and paper (regulation) based one. We need to continue our move towards an 
intervention approach, but to make the step
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INTRODUCTION 
 
Founded in 1884, Bangor University has a long tradition of academic excellence and a 
strong focus on the student experience. Around 10,000 students currently study at the 
University with approximately 2,300 staff based within its three Colleges and nine 
Professional Service Departments. 
 
We are a strong, confident institution recognised regionally, nationally and internationally as 
a centre of excellence for our varied portfolio of teaching and research, and for the unique, 
multicultural, inclusive experience we provide for our staff and students. 
 
As a Higher Education Institution (HEI) we have statutory obligations under the Equality Act 
2010.  
 



Page 4 of 34 
 

University community, helps us better understand the main equality challenges for staff, and 
enables us to work to overcome them. 
 
The report compares Bangor University figures against national (UK and Wales) statistics so 
that we can consider the diversity and inclusivity of the University workforce and identify 
change and progress over time, using previous data for comparison.  

Appendix 1 details our progress against fulfilling each of the equality objectives set out 
within our Strategic Equality Plan 2020 ± 2024. 

Appendix 2 is our Annual Student Equality Report including monitoring data and analysis. 

Our Gender Pay Gap Report and associated Action Plan is published separately and is 
summarised on page 22 of this report. 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

https://my.bangor.ac.uk/humanresources/equalitydiversity/documents/FinalSTRATEGICEQUALITYPLAN2020-2024.pdf
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UNIVERSITY OVERVIEW OF ACTIVITY  

Key developments include: 
 
ATHENA SWAN 20/21 
Following an independent review, the Athena Swan 
Gender Equality Charter has been transformed and 
the new framework, which includes revised processes 
and criteria, was published in June 2021. The new 
Charter promises to be more flexible, transparent and 
supportive. As a member of the Charter we can 
expect Advance HE to move from being in a position 
of assessment to a developmental and supporting 
approach. 
Bangor University was delighted to achieve
0.349 g
0.349 Gugpe,
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STAFF SNAPSHOT – AT A GLANCE 
1 August 2020 ± 31 July 2021 

 
 
               
 

 
 
 
 
 
 
      
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 

AVERAGE AGE in years = 44 
Male = 45 
Female = 44 

 

DISABILITY 
9.59% staff identify as disabled (221 staff) 
87.80% not disabled (2023) 
2.6% prefer not to say (60) 

 

ETHNICITY/RACE 
6.86% of colleagues identified as BAME (158 staff) 
0.87% preferred not to say (20) 
92.27% White (2126) 

 

GENDER/SEX 
59.6% female (1373 staff) 
40.4% male (931) 

 

RELIGION, BELIEF & NON-BELIEF 
45.05% no religion (1038 staff) 
32.16% Christian (741) 
1.95% Spiritual (45) 
1.13% Muslim (26) 
1.13% any other religion or belief (26) 
0.95% Buddhist (22) 
0.65% Hindu (15) 
0.30% Jewish (7) 
16.67% prefer not to say (384) 

 

SEXUAL ORIENTATION 
76.26% heterosexual (1757 staff) 
1.78% bisexual (41) 
1.52% gay man (35) 
0.87% gay woman/lesbian (20) 
0.65% other (15) 
18.92% prefer not to say (436) 

 

TRANS 
91.23% gender same as at birth (2102 staff) 
0.43% gender different to at birth (10) 
8.33% prefer not to say (192) 

 

FULL-TIME/PART-TIME 
58.51% work full-time (1348 staff) 
41.49% work part-time (956) 
Of the 956 part-time staff: 
71.03% are female (679) 
28.66% are male (274) 
0.31% are other (3) 

 

2304 staff (headcount) 

 

JOB TYPE 
33.33% Academic (768 staff) 
13.06% Professional (301) 
12.59% Research (290) 
40.89% Support (942) 
0.13% Other (3) 

 

GRADE DISTRIBUTION 
G001 - 3.21% 
G002 - 6.90% 
G003 - 3.30% 
G004 - 6.38% 
G005 - 8.07% 
G006 - 15.97% 
G007 - 27.08% 
G008 - 13.50% 
G009 - 9.51% 
G010 - 1.22% 
GP01 - 2.99% 
GP02 - 1.09% 
GP03 - 0.30% 
Other clinical academic - 0.48% 

 

CONTRACT TYPE 
63% Permanent (1451 staff) 
37% Fixed-term contract (853). 
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AGE 

 
On 1 August 2020, the average age of all staff was 44 years, this is the same as the 
previous year but has increased slightly since recording the average age began in 2019 
when it was 43.2 years. The median age of our staff was also 44 years.  
 
The Office for National Statistics (ONS) in their mid-2020 publication says that in the UK, 
“the broad age groups in the UK population are changing at different rates, with the number 

https://www.ons.gov.uk/peoplepopulationandcommunity/populationandmigration/populationestimates/bulletins/annualmidyearpopulationestimates/mid2020
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Average age of all staff on 1 August 2020 in years     
     

All staff 44 years Male 45 years Female 44 years 

 Figure 1: Table showing average age of staff by gender. 
 
All staff by age range
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Age ranges by grade by headcount 
 
Grade 16 - 

24 
25 - 34 35 - 44 45 - 54 55 - 64 65 + Grand 

Total 
G001 42 15 3 4 9 1 74 

G002 22 22 26 35 44 10 159 

G003 14 14 8 18 20 2 76 

G004 21 43 33 24 19 7 147 

G005 15 45 36 57 27 6 186 

G006 29 109 82 66 55 27 368 

G007 3 166 188 144 90 33 624 

G008 
 

34185 5
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Age range by full-time or part-time in % 
 

 
Figure 8: Bar chart showing age ranges by full-time and part-time staff. 
 
 
Part-time staff only by age range and by gender in %  

 

 
Figure 9: Bar chart showing part-time staff only by age group and gender. 
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DISABILITY 
 

¶ 9.6% of staff at the University have self-identified as disabled. This compares 

https://my.bangor.ac.uk/humanresources/equalitydiversity/policy_intro.php.en
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All staff by disability type in % 

 
Disability category % of all staff 

A disability, impairment or medical condition that is not listed above 1.69% 

A long-standing illness or health condition such as cancer, HIV, diabetes, chronic 
heart disease, or epilepsy 

2.21% 

A mental health condition, such as depression, schizophrenia or anxiety disorder 1.65% 

A physical impairment or mobility issues, such as difficulty using arms or using a 
wheelchair or crutches 

0.26% 

A social/communication impairment such as Asperger's syndrome/other autistic 
spectrum disorder 

0.17% 

A specific learning difficulty such as dyslexia, dyspraxia or AD(H)D 2.43% 

Blind or a serious visual impairment uncorrected by glasses 0.09% 

Deaf or serious hearing impairment 0.26% 

General learning disability (such as Down's syndrome) 0.13% 

Two or more impairments and/or disabling medical conditions 0.69% 

Information refused 2.60% 

No known disability 87.80% 

Grand Total 
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Disability by grade in % 
 

Grade Disabled Information refused No known disability Total 

G001 0.4% 0.3% 2.5% 3.2% 

G002 0.9% 0.4% 5.6% 6.9% 

G003 0.6% 0.2% 2.6% 3.3% 

G004 1.1% 0.1% 5.2% 6.4% 

G005 1.0% 0.2% 6.9% 8.1% 

G006 1.6% 0.3% 14.1% 16.0% 

G007 2.3% 0.7% 24.1% 27.1% 

G008 0.7% 0.2% 12.5% 13.5% 

G009 0.7% 0.2% 8.6% 9.5% 

G010 0.0% 0.0% 1.2% 1.2% 

GP01 0.1% 0.0% 2.9% 3.0% 

GP02 0.1% 0.0% 0.9% 1.1% 

GP03 0.0% 0.0% 0.3% 0.3% 

Other clinical academic 0.0% 0.0% 0.5% 0.5% 

Total 9.6% 2.6% 87.8% 100.0% 
Figure 14: Table showing disability status by grade in %. 
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ETHNICITY/RACE 

 

¶ 6.9% of University staff identify as BAME*, this figure has gradually increased year-
on-year from 5.4% in 2014. 

¶ This is lower than the average across HEIs in the UK for UK-national BAME staff 
(10.8%) and non-UK-national BAME staff (32.3%).  But higher for UK-nationals in 
Wales (4.8%). In terms of the local context Stats.Wales estimates that 3.3% of 
*Z\QHGG¶V�SRSXODWLRQ�LV�%$0(�� 

¶ Only 0.9% of staff have declined to disclose their ethnicity. 

¶ As in previous years, t

https://statswales.gov.wales/Catalogue/Equality-and-Diversity/Ethnicity/ethnicity-by-area-ethnicgroup
https://my.bangor.ac.uk/humanresources/equalitydiversity/policy_intro.php.en
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Figure 19
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GENDER 

 

¶ Despite comprising the majority of staff working in UK higher education, women 
remain under-represented among academic staff, particularly in professorial grades. 
This is the case across the University and across UK HEIs. A larger proportion of 
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Gender by grade by headcount 
 
Grade Female Male Other Grand Total 

G001 52 22 
 

74 

G002 105 54 
 

159 

G003 22 54 
 

76 

G004 102 45 
 

147 

G005 129 57 
 

186 

G006 256 111 1 368 

G007 393 228 3 624 

G008 165 146 
 

311 

G009 94 124 1 219 

G010 14 14 
 

28 

GP01 27 42 
 

69 

GP02 7 17 1 25 

GP03 1 6 
 

7 

Other clinical 
academic 

3 8 
 

11 

Grand Total 1370 928 6 2304 

Figure 25: Table showing gender by grade by headcount. 
 
Gender by job type in % 

 

 
Figure 26: Bar chart showing gender by job type. 
 
Gender by permanent or fixed-term contract in % 

 

 
Figure 27: Bar chart showing contract type by gender. 
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Gender by full-time or part-time in % 

 

 
Figure 28: Bar chart full-time and part-time staff by gender. 
 
 

 

 
 
 

 

       
Figure 29: Photographs of three 



https://my.bangor.ac.uk/humanresources/equalitydiversity/policy_intro.php.en
https://my.bangor.ac.uk/humanresources/equalitydiversity/policy_intro.php.en
https://my.bangor.ac.uk/humanresources/equalitydiversity/policy_intro.php.en
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RELIGION, BELIEF & NON-BELIEF 
 

 
7KH�µLQIRUPDWLRQ�UHIXVHG¶�ILJXUH�IRU�WKH�UHSRUWLQJ�SHULRG�LV�16.7% a small reduction on the 
SUHYLRXV�\HDU¶V�17.2%.  It is hoped that the work of the Faith Group and awareness-raising 
by Human Resources around why the information is requested and how it is used will 
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TRANS 

 
TRANS 
91.23% gender the same as registered at birth (2102 staff) 
0.43% gender different to that registered at birth (10) 
8.33% prefer not to say (192) 
 
A Trans Policy and Procedure to support our staff was developed, approved by the Trades 
Unions and published on our website in January 2019, it will be reviewed this year.  We also 
have a Student Trans Equality Policy. 
 
 

 
 
 

 
 
 

 
PREGNANCY & MATERNITY 

 
 
 
 

 
 
 
We will look at encouraging an awareness and increase the numbers of staff taking shared 
parental leave during the period of the Strategic Equality Plan 2020 ± 2024.  (Low or zero 
figures are in line with take up of shared parental leave nationally.) 
 
   
 
 

 
 
 
 
 
 
 
 

Higher Education Institutions are required to return data relating to Religion & 
Belief, Sexual Orientation and Trans Status on an optional basis only.  Currently 
Advance HE only reports on collection and monitoring rates.  As the data is currently 
voluntary to return, we do not yet have a national demographic picture of the HE 
staff population in relation to these characteristics for comparison. 

24 women took maternity leave during the reporting period.  
18 men took paternity leave. 
0 people took shared parental leave. 
2 people took parental leave 
3 people took adoption leave. 

 

https://my.bangor.ac.uk/humanresources/policies/employment/Trans_EqualityPolicyProcedure_EN.pdf
/inclusive-community/harassment/documents/����ɫ��UniversityTransStudentPolicyandGuidance.pdf
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RECRUITMENT 
 

During the reporting academic year 301 jobs were posted (advertised).  There were 2941 
applicants (some applicants may have applied for more than one vacant role in which case 
they will be counted more than once). 
 
249 people were appointed (hired).  Of the 249: 
 
60.6% were female 
35.3% were male 
4% did not disclose their gender. 
 
83.5% were not disabled 
10% identified as disabled 
6.4% did not disclose their disability status. 
 
83.9% were White 
9.2% were BAME 
6.8% did not provide their ethnicity information. 
 
All applicants by gender in % 

 

 
Figure 34: Pie chart showing all recruitment applicants by gender. 

 
Recruitment outcomes by gender in % 
 

Application Status Female Male 
Information not 

provided Total 

Closed 0.31% 0.34% 0.03% 0.68% 
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PROMOTION 
 

During the academic year 2020 – 2021 the promotion round was closed.   
 
11 members of staff were promoted from grade 7 Lecturer 1 to grade 8 Lecturer 2 as 
part of their contractual terms and conditions of employment.  
 
60% were female, 40

60

 

60

0
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LEAVERS 
 
Staff who left the University 
 
During the academic year 2020 ± 2021, 371 staff left their employment at the University 
equating to 16.1% of all staff. 
 
Of all leavers  
63.6% were female, 36.4% were male.  
13.5% identified as disabled.   
8.6% were BAME. 
 
The highest reason for leaving overall was due to the End of a Fixed-term Contract (35%) 
followed by Resignation (34.2%) and Voluntary Redundancy (27.8%). 
 
The age range with the highest number of leavers was 25 – 34 years (25.88%) and the main 
reason for leaving for the staff in this age group was due to the End of a Fixed-term 
Contract.   
 
The percentage of leavers who identified as Disabled was 13.5% compared with the 
percentage of all staff who identified as disabled of 9.59%. 
 
The percentage of leavers who identified as BAME was 8.6% compared with the percentage 
of all staff of 6.9%. 
 
Of all leavers 63.6% were female, 36.4% were male, this compares with the all-staff figures 
during the reporting period of 59.6% female 40.4% male. 
 
 
All leavers by reason for leaving in % 
 

 
Figure 40: Pie chart showing all leavers by reason for leaving. 
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All leavers by age in % 

 

 
Figure 41: Bar chart showing all leavers by age range. 
 
All leavers by age and reason for leaving in % 
 

 
Figure 42: Cluster chart showing all leavers by age and reason for leaving. 

 
All leavers by disability in % 

 

 
Figure 43: Bar chart showing all leavers by disability. 

 
All leavers by disability and reason for leaving in % 
 

Reason Disabled Information refused No known disability Total 

Death 0.00% 0.00% 0.27% 0.27% 

Dismissal 0.00% 0.00% 0.81% 0.81% 

End of fixed term 
contract 4.85% 0.27% 29.92% 35.04% 

Resigned 5.12% 1.89% 27.22% 34.23% 

Retired 0.00% 0.00% 1.89% 1.89% 

Voluntary Redundancy 3.50% 0.54% 23.72% 27.76% 

Total 13.48% 2.70% 83.83% 100.00% 

Figure 44: Table showing all leavers by disability and reason for leaving. 
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EQUALITY IMPACT ASSESSMENTS 
 

The newly revised Equality Impact Assessment form and associated guidance was used 

/humanresources/equalitydiversity/documents/FinalSTRATEGICEQUALITYPLAN2020-2024.pdf
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