


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 staǪ and students 
and has really increased the pace of 
change in enabling work and study 
to be more Ǯexible 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 
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Founded in 1884, Bangor University 
has a long tradition of academic 
excellence and a strong focus on the 
student experience. Around 12,000 
students currently study through 
the University with approximately 
2,300 staff based within its three 
Colleges and nine Professional 
Service Departments.

We are a strong, conǬdent 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 staǪ 
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 ‘
general 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 
and those who do not 

3.	 foster good relations between 
people who share a protected 
characteristic and those who  
do not.

The general duty covers the following 
protected characteristics: 

•	 Age	
•	 Disability	
•	 Pregnancy and maternity
•	 Race – including ethnic or national 

origin, colour or nationality
•	 Religion or belief – including lack 

of belief
•	 Sex
•	 Sexual orientation
•	 Trans

It applies to marriage and civil 
partnership, but only in respect of 

https://www.bangor.ac.uk/humanresources/equalitydiversity/documents/FinalSTRATEGICEQUALITYPLAN2020-2024.pdf
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Monitoring data for the diversity 
profile of staff and students is 
collated on an annual basis from 
the Human Resources staff record 
system (Agresso), recruitment 
system (Talentlink) and Planning 
Department’s student data system. 

Questions on the protected 
characteristics of staǪ are incorporated 
within the staǪ recruitment process 
and regular data cleansing exercises 
are carried out. We do not routinely 
ask staǪ for their marriage or civil 
partnership status although they have 
the option of choosing to state this.  

From the focus groups held during 
the development of the Strategic 
Equality Plan 2020 ± 2024, staǪ told 
us that they didn’t want to be required 
to tell us their title unless it was a 
gender-neutral title obtained through 
achievement. We continue to develop 
our systems to make the title Ǭeld 
optional.

The Annual Equality Report is 
reviewed and ratiǬed by the Equality 
and Diversity Strategy Group and 
the University Executive on an 
annual basis.

Monitoring data is used to inform 
progress against the Equality Action 
Plan and to develop new actions.  Data 
is also used to inform Equality Impact 
Assessments.  Equality statistics and 
data are key for University and School 
Athena SWAN submissions and are 
therefore regularly reviewed at both 
University level and School level by 
self-assessment teams. 

Points to note: 

•	 Data in this report relates to the 
academic year 1 August 2020 – 
31 July 2021. 

•	 StaǪ ages are as on 1 August in 
the reporting year or on the  



Key developments include:

Athena Swan 20/21
Following an independent review, the 
Athena Swan Gender Equality Charter 



How do we implement the Strategic 
Equality Plan and promote and 
embed equality and diversity across 
the University?

To do this, a number of groups across 
the University review progress against 
the action plan and work to address 
any equality issues that arise.  The 
groups include:

Equality & Diversity Strategy Group
Chaired by Pro-Vice Chancellor 
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16-24
25-34
35-44
45-54
55-64
65+

6.3%
20.0%
24.0%
24.8%
19.5%
5.4%

All staff by age range

16-24

25-34

35-44

45-54

55-64

65+

4.2%
2.1%

11.4%
8.6%

14.9%
9.0%

14.9%
9.7%

11.2%
8.3%

2.8%
2.6%

Female
Male

Female
Male

Female
Male

Female
Male

Female
Male

Female
Male

Age ranges by gender in %
0301

All staff
Male
Female

44 years
45 years
44 years

Average age of all staff 
on 1 August 2020

On 1 August 2020, the average age of all staǪ 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 staǪ is also 44 years. 

The highest proportion of our staǪ (24.78%) are in the 
age bracket 45 – 54, the same group as last year, closely 
followed by the 35 – 44 years group that comprises 
23.96% of staǪ.

The proportion of staǪ in the 65+ age group is increasing 
each year, from 3.2% in the Report published in 2018, 
to 4.9% in the report published in 2021, to 5.4% now. 

In reports prior to 2021 we have had more women than 
men in every age range apart from age 65+ which had 
previously been the exception.  However, this year for the 
second time we have more women than men in the 65+ 
age group too. 

Age
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Grade
G001
G002
G003
G004
G005
G006
G007
G008
G009
G010
GP01
GP02
GP03
Clinic academic

Grand Total

Age ranges by grade

As in previous years, the highest proportion of staǪ aged 16 ± 24 are in grade 1. The highest proportions of staǪ in age 
ranges 25 – 34 and 35 – 44 are again in grade 7 roles

16 - 24
42
22
14
21
15
29
3

146

25 - 34
15
22
14
43
45
109
166
34
10
2

1

461

35 - 44
3
26
8
33
36
82
188
90
72
3
8

3

552

45 - 54
4
35
18
24
57
66
144
98
71
11
27
13
1
2

571

55 - 64
9
44
20
19
27
55
90
75
59
12
28
4
4
4

450

65 +
1
10
2
7
6
27
33
14
7

6
8
2
1

124

Grand Total
74

159
76

147
186
368
624
311
219

28
69
25

7
11

2304
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Age range
16 - 24
25 - 34
35 - 44
45 - 54
55 - 64
65 +

Total

Age ranges by job type

ACADEMIC
2
99
209
210
188
60

768

OTHER

1

2

3

PROFESSIONAL
1
32
80
116
67
5

301

RESEARCH
17
121
83
43
22
4

290

SUPPORT
126
208
180
202
173
53

942

Total
146
461
552
571
450
124

2304

•	 The highest number of academic staǪ are in the 45 ± 54 age group closely followed by 35 ± 44 and 55 ± 64  
respectively.

•	 The highest numbers of professional staǪ are in the 45 ± 54 age group, closely followed by 35 ± 44 and 55 ± 64  
respectively.

•	 The highest numbers of research staǪ are by a signiǬcant number in the 25 ± 34 age group.  This age group also  
has the highest number of staǪ on Ǭxed-term contracts.

•	 This year there is a change in the age distribution of support staǪ where the majority are now on the age group  
25 ± 34 followed by 45 ± 54 (previously most support staǪ were in the 45 ± 54 age group, closely followed by  
25 ± 34 years), 35 ± 44 years and 55 ± 64 years are next with very similar numbers.
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16-24

25-34

35-44

45-54

55-64

65+

3.78%
2.56%

11.76%
8.25%

8.68%
15.28%

5.38%
19.40%

4.90%
14.63%

2.52%
2.86%

Fixed term
Open-ended/Permanent

Fixed term
Open-ended/Permanent

Fixed term
Open-ended/Permanent

Fixed term
Open-ended/Permanent

Fixed term
Open-ended/Permanent

Fixed term
Open-ended/Permanent
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Age ranges by contract type

16-24

25-34

35-44

45-54

55-64

65+

2.4%
3.9%

12.7%
7.3%

14.8%
9.2%

17.3%
7.5%

10.5%
9.1%

0.9%
4.5%
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Disability status

Disabled

Information refused

No known disability

Total

Disability by age range

•	 The highest proportion of staǪ who identify as disabled staǪ are in the age group 25 ± 34 years.

16 - 24

23

6

117

146

25 - 34

65

11

385

461

35 - 44

40

12

500

552

45 - 54

39

18

514

571

55 - 64

36

11

403

450

65 +

18

2

104

124

Total

221

60

2023

2304
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Grade
G001
G002
G003
G004
G005
G006
G007
G008
G009
G010
GP01
GP02
GP03
Other Clinic academic

Total

Disability by grade in %

•	 Across Wales HEI’s the Disability Pay Gap stands at median – 8.4% and mean 8.1%.  This is likely due to the  
distribution of staǪ who identify as disabled across our grades.  At Bangor in some grades no staǪ have identiǬed  
as disabled i.e. Grade 10 (Directors), GP03 (the most senior grade of Professor) and ‘Other clinical academic’.   
Only 0.1% of staǪ in grades GP01 and GP02 have identiǬed as disabled.

Disabled
0.4%
0.9%
0.6%
1.1%
1.0%
1.6%
2.3%
0.7%
0.7%
0.0%
0.1%
0.1%
0.0%
0.0%

9.6%

Information refused
0.3%
0.4%
0.2%
0.1%
0.2%
0.3%
0.7%
0.2%
0.2%
0.0%
0.0%
0.0%
0.0%
0.0%

2.6%

No known disability
2.5%
5.6%
2.6%
5.2%
6.9%
14.1%
24.1%
12.5%
8.6%
1.2%
2.9%
0.9%
0.3%
0.5%

87.8%

Total
3.2%
6.9%
3.3%
6.4%
8.1%

16.0%
27.1%
13.5%

9.5%
1.2%
3.0%
1.1%
0.3%
0.5%

100.0%



B A N G O R  U N I V E R S I T Y 1 4

Disabled

Information
Refused

No known 
disability

5.0%
4.6%

1.5%
1.1%

52.0%
35.8%

Full-time
Part-time

Full-time
Part-time

Full-time
Part-time

13

Disability by full-time or 
part-time in %

•	 Of the 9.6% of staǪ who have self-identiǬed as  
disabled, 5% work full-time and 4.6% work  
part-time.  

Disabled

Information
Refused

No known 
disability

2.5%
0.9%
1.0%
5.3%

0.7%
0.2%
0.3%
1.4%

30.2%
12.0%
11.3%
34.3%

Academic
Professional
Research
Support

Academic
Professional
Research
Support

Academic
Professional
Research
Support

14

Disability by job type in %

•	 The highest proportion of staǪ who identify as  
disabled work in support roles.

No known 
disability

Information
Refused

Disabled

55.7%
32.1%

1.8%
0.8%

5.5%
4.1%

Open-ended / Permanent
Fixed-term

Open-ended / Permanent
Fixed-term

Open-ended / Permanent
Fixed-term

15

Disability by contract type in %

•	 In March 2022, for the Ǭrst time we have  
reported our institutional-level Disability Pay  
Gap which stands at median – 16.8%, mean 12.9%.  
Further information can be found in our Gender  
Pay Gap Report 2021.





Grade

G001
G002
G003
G004
G005
G006
G007
G008
G009
G010
GP01
GP02
GP03
Other 
clinical 
academic

Total

BAME

0.13%
0.52%
0.00%
0.09%
0.22%
1.17%
2.34%
1.04%
0.82%
0.09%
0.30%
0.04%
0.00%

0.09%

6.86%

18

Ethnicity by grade in %

•	 The majority of Bangor University­s BAME staǪ are 
clustered in grades 7, 6, 8 and 9 respectively.

Information
Refused
0.04%
0.00%
0.04%
0.00%
0.04%
0.17%
0.22%
0.09%
0.26%
0.00%
0.00%
0.00%
0.00%

0.00%

0.87%

White

3.04%
6.38%
3.26%
6.29%
7.81%
14.63%
24.52%
12.37%
8.42%
1.13%
2.69%
1.04%
0.30%

0.39%

92.27%

 Total

3.21%
6.90%
3.30%
6.38%
8.07%

15.97%
27.08%
13.50%

9.51%
1.22%
2.99%
1.09%
0.30%

0.48%

0.39%
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Ethnicity

BAME

Information refused

White

Total

Ethnicity by job type in %
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25

Gender by job type in %
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Gender pay gap, ethnicity pay gap  
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Sexual orientation

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 repor ts on collection and monitoring rates. As the data is currently voluntar y to return, we do not yet have a national demographic picture of the HE staǪ population in relation to these characteristics for comparison.The ¬information refused­ Ǭgure for the repor ting period is y019% a reduction on the previous year’s 20.18%.  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 
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Male

Female

Information not provided
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BAME

Information not provided

White

31.6%

4.9%

63.5%

34

All applicants by ethnicity in %

Application
Status

Closed
Hired
In Process
Invitation 
Declined
Offer 
declined
Offered
Rejected
Withdrawn

Total

35

Recruitment outcomes 
by ethnicity in %

BAME
0.41%
0.78%
3.88%

0.03%

0.34%
0.07%
25.16%
0.92%

31.59%

Information 
not 
provided
0.07%
0.58%
0.61%

0.03%

0.03%
0.03%
3.40%
0.10%

4.86%

Total
0.68%
8.47%

10.20%

0.20%

0.95%
0.24%

74.84%
4.42%

100.00%

White
0.20%
7.11%
5.71%

0.14%
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Death

Dismissal

End of fixed term contract

Resigned

Retired

Voluntary Redundancy

0.0%

0.81%

35.04%

34.23%

1.89%

27.76%

36

All leavers by reason 
fori 0BDC 
BT
2005
 %

Leavers / PromotionStaff who left the University

During the academic year 2020 ± 2021, 371 staǪ left their employment at the University equating to 16.1% of all staǪ.The highest reason for leaving overall was due to the End of a Fixed-term Contract (35%) followed by Resignation (3492%) and Voluntary Redundancy (27-8%).
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38

Reason
Death
Dismissal
End of Ǭxed term contract
Resigned
Retired
Voluntary Redundancy

Total

All leavers by age and reason for leaving in %

16 - 24
0.00%
0.00%
6.20%
7.55%
0.00%
0.00%

13.75%

35 - 44
0.00%
0.00%
6.74%
5.66%
0.00%
1.89%

14.29%

45 - 54
0.00%
0.54%
2.43%
4.31%
0.00%
5.93%

13.21%

55 - 64
0.27%
0.00%
3.77%
4.04%
1.08%
12.40%

21.56%

65 +
0.00%
0.00%
2.43%
2.43%
0.81%
5.66%

11.32%

Total
0.27%
0.81%

35.04%
34.23%

1.89%
27.76%

100.00%

Disabled

Information
Refused

No known
disability

13.5%

2.7%

83.8%

39

All leavers by disability in %

25 - 34
0.00%
0.27%
13.48%
10.24%
0.00%
1.89%

25.88%

Reason
Death
Dismissal
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BAME

White

8.6%

91.4%

41

All leavers by ethnicity in %

Reason
Death
Dismissal
End of Ǭxed 
term contract
Resigned
Retired
Voluntary 
Redundancy

Total

42

All leavers by ethnicity and 
reason for leaving in %

BAME
0.00%
0.00%

6.20%
2.16%
0.00%

0.27%

8.63%

White
0.27%
0.81%

28.84%
32.08%
1.89%

27.49%

91.37%

Total
0.27%
0.81%

35.04%
34.23%

1.89%

27.76%

100.00%

Female

Male

63.6%

36.4%

43

All leavers by gender in %

Reason
Death
Dismissal
End of Ǭxed 
term contract
Resigned
Retired
Voluntary 
Redundancy

Total

Female



B A N G O R  U N I V E R S I T Y 2 8

Embedding equality






