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Appendix 1   

STRATEGIC EQUALITY PLAN (SEP) 2020 ï 2024 UNDERPINNING ACTION PLAN, REPORTING up to 31 MARCH 2024  

  

Key to reporting (in final column)  

Green +  Completed.  

Green -  Almost completed (details included).  

Amber +  Good progress or progress in areas not covered by the measurable outcome(s).  

Amber -  A little progress or change in objective (details included).  

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


https://www.northwalespride.wales/
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   HR. 
Student 
Services. 
Data from the  

/humanresources/staffsurvey2022/staff-survey.php.en
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below our 85% target for levels of satisfaction, all other aspects of Student Services met or exceeded 
this target with some services achieving above 90%. 
 

1.2  Strengthen the 
awareness of our 
leaders and staff 
regarding equality, 
diversity and inclusion 
and related best 
practice.  

HR (Staff  
Development  
& Equality 
Officer).   
Student E&D  
Officer.  

E&D briefings have been provided to Council and the Executive on equality governance & statutory 
equality duties, and another on the enactment of the Socio-economic Duty of the Equality Act 2010 in 
Wales.  
  
Advance HE and HR-facilitated session on Board Diversity workshop was run for Council members in 
2022. 
 
In 2023, the EDI structures were revised to streamline and strengthen action and reporting on our 
equality plans and progress made. 
 
In 2023/24, the VC, Executive Board and Race Equality Charter Self-Assessment team members took 
part in óRace and Racism: a programme for leaders and change agentsô facilitated by Advance HE.  
 
398 staff have completed the Equality for Managers training to date. 
1474 staff have completed Unconscious Bias training since it was introduced and 1850 
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    Deans, 
College  
Managers.  HR 
Equality  
Officer.   
Student E&D  
Officer.  

 

All three Colleges now have well established College Equality Committees that meet regularly and are 

led by senior College staff, they report to the Equality & Diversity Strategy Group.  Each Schoolôs 

E&D/Athena Swan lead is a member of their College Equality Committee.  
In addition, some of the larger Schools have their own Equality Committees e.g. the School of Health 
Sciences has their own E&D Committee consisting of staff and students, following the recent merger 
between Medical and Health Science invitations will be sent asking for representation from Medical 
Sciences. 
 

 

    Directors &  
Heads of  
Professional 
Service 
Depts.  HR 
Equality  
Officer.   
Equality  
Champions.   
   

/sustainability/policies-and-strategies.php.en
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1.5  Improve the 
information we have 
regarding people with 
protected 
characteristics to 
enable informed 
decision-making and 
better understanding of 
the needs and 
obstacles that face 
people from protected 
groups and raise 
awareness of the 
Social Model of 
Disability. 

Chair of E&D  
Strategy  
Group,  
Planning  
Office and 
Student E&D  
Officer.   

Student demographics are now presented in both our degree outcome statement and degree 
classification report. 
 

/humanresources/equalitydiversity/policy_intro.php.en


/humanresources/staffsurvey2022/staff-survey.php.en
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  Directors of 
Teaching & 
Learning. Staff  
Development.  
  

Inclusivity for all was emphasised in all subsequent webinars in both the summer and winter series, 
including sessions dedicated to online assessment and feedback, hybrid teaching, and bilingual 
teaching and learning delivery. 
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2.1  Champion an inclusive 
community which 
celebrates and 
promotes equality, 
diversity and inclusion at 
the University. Strive to 
ensure that all students 
feel respected and 
valued and have equal 
access to all University 
and Studentsô Union 
services. Promote and 
celebrate the diversity of 
our students and 
student groups and 
promote an inclusive  
 

Student E&D  
Officer.  
  
  
  
  
  
  
  
  
  
  
  
  
  
  
  
 
 
Student  
Services.  
International  
Student  
Support. 
Residential 
Life.  
 

BU now has Inclusive Community subsite in My Bangor: 

 
Our Inclusive University Community | Our University Community | Bangor University 
 
Bangor Inclusive Scholarships are awarded annually to three outstanding students (ne per College).  
The Scholarships are a BU Athena Swan initiative to support students who are continuing their studies 
at Bangor in order to highlight and celebrate the diversity and inclusivity of our student population, to 
ensure the student voice and experience is embedded in our EDI and Athena Swan agendas and to 
support the career development of our students contributing to these important agendas.   
 
Our Student Equality & Diversity officer provides specialist support for harassment, hate crime and 
sexual violence, working closely with the Studentsô Union on equality-related awareness-raising 
campaigns amongst students. BU takes a proactive stance on tackling reports of harassment or hate 
crime, taking disciplinary measures where necessary and providing training interventions where 
needed to ensure that all students understand expectations of behaviour and are aware of available 
support. This institutional approach ensures our health and wellbeing support is inclusive of the needs 
of students with protected characteristics. 
 
In 2023, BU published our revised Dignity at Work and Study Policy, in consultation with staff, 
students, the SU and unions.  
 
The International Student Support team continue to arrange many events which celebrate diversity and 
continue to run very well received inclusion workshops.  
  
Residential Life develops a calendar of inclusive events, designed to appeal to all students and offer 
support through the transition into communal living.  
 
The Campus Life programme is committed to supporting interaction between students of Bangor 
University halls, encouraging tolerance and understanding and fostering a close residential community 
through a calendar of inclusive events that is created by students, for students and therefore attracts 
and encourages participation from our diverse cohort of residents.  
 
All events are included within a studentôs hall fees, which ensures that the entire calendar is financially 
accessible. 
 

https://my.bangor.ac.uk/inclusive-community/index.php.en
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https://eur01.safelinks.protection.outlook.com/?url=https%3A%2F%2Fwww.ssap.org.uk%2Fenglish%2Fnorth-wales-african-society-nwas&data=05%7C01%7Cdanielle.williams%40bangor.ac.uk%7C8afe0a41a7864233f79c08dafd49a7f9%7Cc6474c55a9234d2a9bd4ece37148dbb2%7C0%7C0%7C638100790034986992%7CUnknown%7CTWFpbGZsb3d8eyJWIjoiMC4wLjAwMDAiLCJQIjoiV2luMzIiLCJBTiI6Ik1haWwiLCJXVCI6Mn0%3D%7C3000%7C%7C%7C&sdata=xSVMJZQ6LNWwe6x5lOBGFN4rffjXMynEKchtg6fqV40%3D&reserved=0
/confucius-institute/


https://eur01.safelinks.protection.outlook.com/?url=https%3A%2F%2Fmyf.cymru%2F&data=05%7C01%7Cdanielle.williams%40bangor.ac.uk%7C8afe0a41a7864233f79c08dafd49a7f9%7Cc6474c55a9234d2a9bd4ece37148dbb2%7C0%7C0%7C638100790034986992%7CUnknown%7CTWFpbGZsb3d8eyJWIjoiMC4wLjAwMDAiLCJQIjoiV2luMzIiLCJBTiI6Ik1haWwiLCJXVCI6Mn0%3D%7C3000%7C%7C%7C&sdata=s9FR%2BrQL7oa1%2B%2FkgvqPhK9wGQ7ByWu3liJGwIRUQ9zE%3D&reserved=0
/studentservices/wellbeing/index.php.en
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    Mental Health  
Practitioners.  
  

Sessions are ongoing and very well received.  

    Wellbeing  
Practitioners. 

Sessions continue to take place.  

2.4  Ensure there is 
diversity within the 
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2.5  Decrease the 
attainment gap between 
students from a BAME 
background and white 
students.   
  

   
An annual student attainment gap report is produced and published annually, see here:  
 

/quality/index.php.en
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    Disability 
Services. 

This group is active and very well attended.  Progress already reported as above.  

2.7  Provide an inclusive 
student employability 
offer which takes into 
account the barriers 
faced by students with 
diverse backgrounds, 
cultures and identities. 
Specifically address 
barriers arising from the 
timetable. 

International  
Student  
Support Office.  
  
 
Employability  
Service. 
 

Schools have Employability leads who share University and College wide guidance with their 

respective Schools. 

 

 

 

Employability events programme now permanently offers a blend of on campus and online events 
for those who face barriers to work experience through our Work Experience Support programme - 
some are practical work experience opportunities as well as a 'Meet the professional' series to 
connect students with those working in careers of interest to them. 
 
Asynchronous content if offered through our Employability Hub on My Bangor with students given 
on demand access to CV checking tools and an interview and assessment centre practice platform 
and information sheets in accessible format in Sway. We have expanded our offer to include 
practical workshops in computer labs with the aim of allowing students to work with the support of 



19 
 

remove the age cap of 25 which has been extremly beneficial, allowing a far wider cohort of 
participants that can gain access to dedicated support. 
 
Work Experience Support | Employability Hub | Bangor University 
 

https://my.bangor.ac.uk/employability-info/work-experience-support.php.en
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3.2  Enhance inclusion 
through improved 
people management 
across the University.  

HR. An óEssential Guide for Managersô has been developed and introduced. Where a new staff member 
is identified as having staffing responsibilities, this new guide is sent to them during their first weeks 
in post. The guide covers a wide range of topics that would be relevant to those with managerial 
responsibilities, with a section on Equality and Diversity included.  
 
Prior to implementing, the guide was also piloted, with feedback sought from those who had very 
recently joined the University.    
 

    HR (Staff  
Development,  
Research  
Concordant  
Manager &  
Equality 
Officer).  
  

A óBangor Managerô programme was introduced, with the first cohort commencing in 2021, and 
having completed all elements of the programme in 2022. A second cohort of Managers 
commenced in Autumn 2022 and are now progressing through the programme.  
There are numerous and varying elements to the programme, one of which being óEquality and 
diversity for managersô.   

3.3  Work to encourage 
and achieve greater  
diversity in 
governance, 
management and 
leadership.  

Athena SWAN 
Manager. HR 
Equality 
Officer. 
  
  
  
  
  
  

Information is analysed and reported annually.  A Board Diversity Workshop for Council took place 
on 28/03/2022 and resulted in an Action Plan for Council.  
 
Further actions have been identified as part of BUôs Athena Swan Silver Award Action Plan in 
relation to increasing gender diversity at senior level, including exploring positive action. 
 
Work has now also begun as part of BUôs Race Equality Charter self- assessment to look at 



21 
 

our analysis to 
consider other 
protected 
characteristics.  
  

¶ Median 5.6% 

¶ Mean 10.9% 
 
Snapshot date of 31 March 2022:  
 

¶ Median 5.8% 

¶ Mean 13.2% 
 

Snapshot date of 31 March 2021: 
 

¶ Median 5.7% 

¶ Mean 13.7% 
 
Snapshot date of 31 March 2020: 

 

¶ Median 7.2% 

¶ Mean 13.9% 
 

    HR.  Ethnicity Pay Gap at institutional level 

 

31st March 2023: 

 

¶ Median 4.3% 

¶ Mean -2.6% 
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3.5  Continue to progress 
our Athena SWAN 
Action Plan.  

Athena SWAN  
Manager & 
Athena SWAN 
Group. Heads 
of Schools. 
College  
Equality 
Committees.   
Directors of 
Professional 
Services.  
  

Six Schools now have Bronze awards (SOS, Business, CSEE, SNS, Medical and Health Sciences, 
HBS).   
  
The Athena Swan Charter underwent a major transformation following an independent review. The 
new criteria and processes were published in June 2021.  
 
There were no further submissions since 2020 due to charter being revised. The remaining three 
schools are now working towards submission in 2023/24.  
  
The BU application for Silver award was submitted in November 2023 and was successful.  
 

3.6  Improve Bangor  
Universityôs visibility as 
an inclusive and 
supportive place to 
work and raise 
awareness of the 
support available.  

Marketing,  
Communications 
&  
Recruitment.  
  

Our webpages have the required accessibility statements and work is ongoing to ensure all 
resources are inclusive and accessible.  
 
In 2022 we created accessibility statement for our website in collaboration with All Able Ltd: 
 
https://www.bangor.ac.uk/accessibility-statement  
 
In 2023, the university introduced of a óguaranteed interview schemeô for disabled applicants to 
enable BU to move from level 1 to level 2 of the Disability Confident scheme.  
 

    HR.  
Student  
Equality Officer.  
All managers.  
  

Raising awareness of domestic abuse and how managers can support their staff has been 
incorporated within the Equality for Managers Workshop.  
  
HR looking into developing Domestic Abuse Policy/support toolkit or statement in line with most 
recent government guidance and HE best practice. 
 
For students, we have continued to provide and develop our Sexual Violence and Harassment 
Support Service including the development of our Disclosure Response Team. 
 
In preparation for the University offering advice to staff affected by any of the above, Student E&D 
Officer provided training to a selection of Equality Champions in Responding to Disclosures of 
Sexual Violence and Domestic Violence and delivered a full day training course.  
 

/accessibility-statement


/humanresources/staffsurvey2022/staff-survey.php.en
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3.9  Promote an inclusive, 
welcoming community  
for international staff 
members.  

HR.  HR continues to provide tailored specialist guidance to non-UK staff and are looking to review and 
include new online support for new international staff on staff webpages in 2023.  

    HR.  
  

In 2017/18 EU staff made up 6.9% of all staff.  
In 2018/19: 7.3%  
In 2019/20: 7%  
In 2020/21: 6.8%  
In 2021/22: 6.7% 
In 2022/23:    % 
 
 

3.10  Consider actions to 
accommodate an 
ageing workface and a 
potential shortage of 
labour.  

HR.  
Trades Unions.  
  
    
  

Some actions identified to support e.g. Dynamic working but hasnôt been considered holistically yet.  
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/sites/default/files/2022-09/Civic%20Engagement%20Strategy.pdf#:~:text=From%20our%20establishment%20in%201884%2C%20����ɫ��%20University%20has,for%20civic%20engagement%20centres%20around%20four%20priority%20areas%3A

