


As Pro Vice-Chancellor with oversight of Equality, Diversity and Inclusion (EDI) at Bangor University, | am
pleased to present our Annual Equality Report covering the academic year 1 August 2021 - 31 July 2022. This
is the third Annual Equality Report within the period of our Strategic Equality Plan 2020-2024.

Over the past few years, we have worked to ensure that the importance of the EDI agenda was elevated and
enhanced across all our institutional strategies, embedding its core objectives at the heart of everything we do.
The establishment of a Council (Governing Body) iPeople and Culturei committee, which scrutinises the
Universityis performance against various EDI targets and goals, is just one example of the pro-active steps
weilve taken to ensure that we remain on target with our ambitions.

The University is extremely proud of awards celebrating our commitment to gender equality. We are fully
committed to the Athena SWAN Charter and currently hold a Bronze award in recognition of our work and
progress in this area. Across the academic domain work is ongoing towards achieving additional school-level
awards. Work is also progressing on our application for an institutional Silver award, and our aim is to submit
this application before the end of 2023.

In April 2022 Bangor University joined Advance HE's Race Equality Charter (REC). Our journey towards
becoming an anti-racist University T as part of the Race Equality Charter and in line with Welsh Governmentis
Anti-Racist Wales Action Plan T will allow us to enhance our understanding of minoritised staff and students
and their experiences of working and studying at Bangor. In turn, this will enable us to take more targeted and
impactful steps toward addressing race inequality.

Our Gender Pay Gap continues to decrease, with our median gender pay gap standing now at 5.8%, 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 students.

This is the third year welve reported on the ethnicity pay gap and the second year of reporting our disability
pay gap with our median pay gaps standing at -4.9% and 15% respectively.
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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 with us and
our teaching and research is grouped into nine academic Schools. We have approximately
2,000 staff based within our three Colleges, eight Professional Services and the Studentsi
Union.

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.

The Equality Act 2010 includes a public sector equality duty (the igeneral duty’). The aim of
the general duty is to ensure that public authorities and those carrying out a public function
consider how they can positively contribute to a fairer society through advancing equality
and good relations in their day-to-day activities. The duty ensures that equality
considerations are built into the design of policies and the delivery of services and that they
are kept under review.

Public bodies are required to give due regard to the need to:

1. eliminate unlawful discrimination, harassment and victimisation and other conduct
that is prohibited by the Act

2. advance equality of opportunity between people who share a relevant protected
characteristic
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This Annual Equality Report, published in March 2023, presents equality monitoring
information on the diversity profile of all Bangor University staff employed during the 2021 T
2022 academic year. The information it provides assists us in maintaining an inclusive
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 1 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 25 of this report.
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UNIVERSITY OVERVIEW OF ACTIVITY
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revised the Athena Swan Charter and our three remaining schools will be applying for
awards under the transformed Charter. Building on our achievements at school and
institutional level, we have been continuing our work towards institutional Silver Athena
Swan award application during 2022/23 and the remaining three schools are now working
towards submission in 2023.

We continue to support female colleagues in attending Advance HE(s Aurora leadership
programme, 9 female staff have completed the programme since 2020 when Bangor
University initially funded places. We currently have 7 participants confirmed on the 2023
programme.

A Menopause Working Group was formed in January 2022 with stakeholders across the
University, focused on improving the support available for staff. Occupational Health and
Health & Wellbeing webpages were reviewed and content updated, a Menopause Guidance
document was created for all staff and plans are in place to host awareness raising sessions
and pilot a Menopause Lounge series for staff.
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STAFF SNAPSHOT — AT A GLANCE
1 August 2021 T 31 July 2022
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Age ranges by grade in %

Figure 4: Line graph showing number
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Part-time staff only by age range and by gender in %

Figure 9: Bar chart showing part-
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All staff by impairment/disability type in %

% of all staff

Row Labels
A disability, impairment or medical condition that is not listed above 1.6%
A long standing illness or health condition such as cancer, HIV, diabetes,

2.2%

chronic heart disease, or epilepsy
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Broad ethnicity groups of all staff in %

Figure 17: Pie chart showing staff percentages of staff by broad ethnicity.

Ethnicity by grade in %

G001 0.0% 0.0% 1.7% 1.7%
0.7% 0.0% 7.9%
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GENDER

Summary of information (please see the following charts for more detail).

X

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
females than males work in professional and support roles, work part-time, work on
fixed-term contracts, and in lower salary bands.

The total percentage of female staff at the University is 59.7% which is higher than
the UK HEI figure of 54.2% female and the Wales HEI figure of 55.1% of staff being
female.

At Bangor University, the highest number of females are in grade 7, followed by
grades 6 and 8 respectively. There are more females than males in grades 1 1 7
(apart from grade 3 which is an anomaly due to the clerical grade 3 role being
removed). From grade 9 upwards there are more males than females apart from
GPO03, the highest Professor grade the number is th
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Gender by grade by headcount

G001 28 13 41
G002 127 75 202
G003 27 55 82
G004 94 42 136
G005 128 55 183
G006 251 112 363
G007 432 259 691
G008 164 132 296
G009 85 121 206
G010 7 14 21
GPO1 27 42 69
GP02 6 15 21
GPO3 2 3 5
Other clinical academic 4 8 12
TNN1 18 18
TNN2 3 3

Figure 25: Table showing gender by grade by headcount.

Gender by job type in %

Figure 26
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Gender by full-time or part-time in %

Figure 28: Bar chart showing gender by full-time or part-time.

INTERNATIONAL WOMEN’S DAY

On 8" March 2022 we marked International Women's Day and its theme of iBreak the me of iB
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Figure 29: Photographs of three students who received Equality & Diversity Scholarships in
2021 - 2022.

Three (Equality & Diversity Scholarshipsi were awarded to exceptional Bangor University
2021 graduates. L-R: Eddie Cox,
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RELIGION, BELIEF & NON-BELIEF

The dinformation refuseds figure for the reporting period is 15.1%, a small reduction on the
previous yearsi of 16.7% and 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 continue to reduce that figure enabling more robust data analysis in the future.

All staff by religion, belief or non-belief in %

Spiritual 77 1.8%

No religion FE T 46.5%
Muslim [ 1.3%
Jewish | 0.3%

Information refused T 15.1%
Hindu [ 0.7%
Christian FE T 31.9%
Buddhist | 1.2%

Any other religion or belief B 1.2%

Figure 30: Bar chart showing staff by religion, belief or non-belief.

The Chaplaincy Team is affiliated to, and works with, Student Services to offer pastoral care
on a multi-faith basis and provides support to both students and staff of the

University. Belonging to different faith traditions, the team meets regularly to ensure a
coordinated approach to faith matters whilst respecting the different beliefs and traditions
held.
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SEXUAL ORIENTATION

The tinformation refusedi figure for the reporting period continues to reduce, this year
standing at 16.9% having been 18.9% and 20.18% in the two preceding years. It is hoped
that the work of the LGBTQ Network including events and awareness-raising by Human
Resources around why the information is requested and how it is used will continue to
reduce that figure enabling more robust data analysis.

All staff by sexual orientation in %

Figure 31: Bar chart showing staff by sexual orientation.
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TRANS

91.7% gender the same as registered at birth (2154 staff)
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PREGNANCY & MATERNITY

Across the UK only 11,200 couples applied to use the Shared Parental Leave Scheme
in 2020/21*, a 17% fall on the previous year. The scheme is still only being used by a tiny
fraction of parents who are eligible, more than five years after it was introduced. It has
struggled to attract couples ever since its launch in 2016. Less than 2% of eligible couples

used the scheme in the past year, based on the fact that 598,000 women took maternity
leave in 2020/21. The take-
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All applicants by ethnicity in %

Figure 37: Pie chart showing all applicants by ethnicity.

Recruitment outcomes by ethnicity in %

Closed 0.1% 0.0% 0.6% 0.7%
Hired 2.0% 1.1% 15.0% 18.2%
In Process 0.2% 0.0% 0.7% 0.9%
Invitation

Declined 0.0% 0.0% 0.2% 0.2%
Offer accepted 0.0% 0.0% 0.3% 0.3%
Offer approved 0.0% 0.0% 0.0% 0.0%
Offer declined 0.5% 0.0% 0.9% 1.4%
Offered 0.0% 0.0% 0.1% 0.1%
Other Emp BU 0.0% 0.0% 0.1% 0.1%
Rejected 21.2% 3.4% 45.5% 70.1%
Withdrawn 0.6% 0.3% 6.8% 7.8%

Figure 38Figure
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PROMOTION

This information covers promotion closing dates between 31 July 2021 and 31 January 2022
and all Professor and Reader promotions effective between 1 August 2021 and 31 July
2022. In total 31 members of staff applied for promotion, of these 24 members of staff were

successful.

Promotion outcomes by gender by headcount
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LEAVERS
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All leavers by age and reason for leaving in %

Dismissal 0.0% 0.0% 0.3% 0.0% 0.0% 0.0% 0.3%
End of fixed term

contract 13.3% 13.3% 6.6% 3.5% 3.7% 2.9% 43.4%
Redundancy 0.0% 0.0% 0.3% 0.3% 0.3% 0.3% 1.1%
Resigned 10.4% 9.8% 10.9% 9.3% 4.5% 2.1% 47.1%
Retirement 0.0% 0.0% 0.0% 0.0% 1.1% 1.1% 2.1%
Retirement (early) 0.0% 0.0% 0.0% 0.0% 0.8% 0.0% 0.8%
Retirement (ill health) 0.0% 0.0% 0.3% 0.0% 0.3% 0.0% 0.5%
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All leavers by ethnicity in %

88.6%

10.4%
-
Information refused White BAME

Figure 48: Bar chart showing all leavers by ethnicity.

All leavers by ethnicity and reason for leaving in %

Dismissal 0.0% 0.3% 0.0% 0.3%
End of fixed term contract 0.0% 36.7% 6.6% 43.4%
Redundancy 0.0% 1.1% 0.0% 1.1%
Resigned 0.5% 43.4% 3.2% 47.1%
Retirement 0.0% 1.9% 0.3% 2.1%
Retirement (early) 0.0% 0.8% 0.0% 0.8%
Retirement (ill health) 0.0% 0.5% 0.0% 0.5%
Settlement Agreement 0.5% 0.5% 0.0% 1.1%
Voluntary Redundanc 0.0% 3.5% 0.3% 3.7%

Figure 49: Table showing all leavers by ethnicity and reason for leaving.

All leavers by gender in %

60.6%

39.4%

Female Male

Figure 50: Chart showing all leavers by gender.
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All leavers by gender and reason for leaving in %

Dismissal 0.3% 0.0% 0.3%
End of fixed term contract 24.7% 18.6% 43.4%
Redundancy 1.1% 0.0% 1.1%
Resigned 29.5% 17.6% 47.1%
Retirement 1.6% 0.5% 2.1%
Retirement (early) 0.5% 0.3% 0.8%
Retirement (ill health) 0.5% 0.0% 0.5%
Settlement Agreement 0.3% 0.8% 1.1%
Voluntary Redundancy 2.1% 1.6% 3.7%

Figure 51: Table showing all leavers by gender and reason for leaving.
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EMBEDDING EQUALITY

Equality and Diversity Training

The University recognises that appropriate staff training regarding equality, diversity and
inclusion is an important and effective way of fostering good relations between people from
different groups, eliminating discrimination and advancing equality of opportunity.

As a consequence of the challenges brought about by the COVID-19 pandemic and having
the majority of University staff working from home, the staff training provision moved online.
This has
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EQUALITY IMPACT ASSESSMENTS

The revised Equality Impact Assessment template form and associated guidance continues
to be used extensively by managers across the whole University.

Training on carrying out Equality Impact Assessments has been incorporated within the

(Equality for Managersi half-day workshop and the template form and guidance is published
on our Human Resources webpages.

FORMAL STAFF CASEWORK
During the reporting period there were the following formal casework proceedings:
Disciplinary x1 (1 man).
Grievance x 6 (3 men, 3 women).
One case included an element of alleged sex discrimination and another case alleged
disability discrimination.

Capability x 5 (3 men, 2 women).
One member of staff was covered by the disability protections of the Equality Act 2010.

Probation x 5 (2 men, 3 women).

APPENDIX 1

Progress Against our Strategic Equality Plan Equality Objectives follows as Appendix 1.
This is the detailed action plan that underpins our Strategic Equality Plan 2020 T 2024
published in March 2020 on our Human Resources Equality and Diversity webpages.

APPENDIX 2
Student Equality Data (as a separate .pdf document).

This report has been produced in accessible format and is also published in Welsh.
Prepared and published by Bangor University Human Resources and approved by the
Equality & Diversity Strategy Group, and the Executive in March 2023.

Page 39 of 41


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

Page 40 of 41



