V 15/02/2016

ANNUAL REPORT ON EQUALITY

6 APRIL 2014 TO 31 MARCH 2015

Bangor University +Strategic Equality Plan 2010-2015 Mission Statement

Bangor University aims to provide an environment which respects and values the positive
contribution of all its members so enabling them to achieve their full potential and to gain
benefit and enjoyment from their involvement in the life of the University.

To achieve this aim the University acknowledges the following basic rights for all its
members and prospective members:

X To be treated with dignity and respect

X To be treated fairly

X To receive encouragement to reach their full potential

Bangor University - Strategic Plan 2010 -2015 Mission s tatement !

Bangor University will be a leading research-led University with an international reputation
for teaching and research, that fosters the intellectual and personal development of its
students and staff, provides a supportive multicultural environment, promotes widening
access and inclusiveness, and supports the economic, social and cultural well-being of
Wales and the wider community it serves. Bangor University will be recognised regionally,
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The SOLYHUVLW\TV (TXDOLW\ 2EMHFMOreésiV DQG 8SGD\

%DQJRU 8QLYHUVLW\YV (TXDOLW\ 2EMHFWLYHYVY DUH IRFXVHG
staff, students and the wider community. In addition, their aim is to help the University to

meet the general duties of the Equality Act (2010) with regard to eliminating discrimination,

fostering good relations and advancing equality of opportunity between different groups.

Progress with the Strategic Equality Plan is reported to the Equality and Diversity Task
*URXS ZKLFK LQ WXUQ UHSRUWY YLD WKH &KDLU WR WKH 80Q
the University ([HFXWLYH 7KH 8QLYHUVLW\YV (TXDOLW\ REMHFWLY

Objecti ve 1 - EMBED EQUALITY AND DIVERSITY to underpin positive
behaviours :

1.1 Communicating Core equality values

1.2 Training for Staff and Students

1.3 Visibility of the equality agenda

1.4 Consultation and on-going dialogue

Objective 2 - DATA COLLECTION AND MONITORING to support an evidence
base for decision making
2.1 Data collection

2.2 Data monitoring

Objective 3 - UNIVERSITY STRATEGY AND POLICY DEVELOPMENT to ensure
inclusion and transparency

3.1 Equality Impact Assessment

3.2 Policies and Procedures

3.3 Equal Pay

3.4 Athena SWAN

3.5 Student Enhancement Strategy

3.6 International Student Experience

3.7 Teaching and Learning Strategy

3.8 Review of Code of Practice for Provision for Disabled Students

Objective 4 -

3|Page


http://www.bangor.ac.uk/hr/equalitydiversity/policy.php.en

V 15/02/2016

REPORTS ON PROGRESS MEETING THE

EQUALITY OBJECTIVES

Objective 1 - EMBED EQUALITY AND DIVERSITY (1.1to 1.4)

11

1.2

Communica ting Core Value

o The Equality and Diversity Task Group received briefings on equality issues
that are either the result of legislative change or are challenging issues
affecting Higher Education Institutions. For example, the Task Group was
briefed on work undertaken by the Human Rights Commission on legal
obligations under equality law on gender segregation and their implications
for Higher Education.

o The Welcome Programme, which is an induction programme for new starters
to the University, was reviewed during the reporting period. It now includes

PRUH LQIRUPDWLRQ RQ WKH 8QLYHUVLW\YV FRPPLWP

environment in which all staff can flourish.

Training for Staff and Students

Staff Equality Training

The University has identified that appropriate staff training on equality and diversity
is an important and effective way of fostering good relations between people from
different groups, eliminating discrimination and advancing equality of opportunity.
The Staff Development Team has developed a programme of equality training
designed to meet the needs of specific groups of staff.

The following summarises the main achievements in the reporting period and plans
for the future:
1. Mental Health Advisors ran in-house programmes of Mental Health First
Aid training. Currently, 55 members of staff have attended the 2 day
training programme including all Student Wardens and Security Staff.
2. To date over 1,000 staff members have successfully completed the
8 QLY HU VW efjualify aining programme. Since 2010 all newly
appointed staff are automatically enrolled on the programme.
3. Tailored equality training programmes are continuously developed to
meet the needs of particular groups of staff. For example, catering staff,

VHEXULW\ VWDII VWXGHQW ZDU G Eb{pfficets\Wsidfc HQ W V

working with international students and staff undertaking equality impact
assessments. During the forthcoming 2014/15 period face to face training
will be delivered to all DLO (Direct Labour Office) personnel.

4. A review of the training provision for managers to ensure they manage
fairly and equitably took place and new external trainers were appointed.
During the reporting period, a total of 63 managers attended the training.
$ tHZ WR ODQDJHPHQW 3 Udrrctdd imPketdbet ROI4 and it
is scheduled to be delivered 3 times a year. This training will serve to
remind managers of their key areas of responsibility, including those in
the areas of equality and managing fairly.
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Religion and Belief %
No religion 30%
Buddhist 0.50%
Christian 31%
Hindu 0.30%
Jewish 0.13%
Muslim 0.55%
Spiritual 1.19%
Any other religion or belief 1.07%
Information refused 20%
(blank) 15.60%

Gender reassig nment

7|Page





http://www.bangor.ac.uk/hr/equalitydiversity/gender.php.en
http://www.bangor.ac.uk/hr/equalitydiversity/equalpay.php.en



http://www.bangor.ac.uk/hr/equalitydiversity/monitoring.php.en

Objective 3 - UNIVERSITY STRATEGY AND POLICY

DEVELOPMENT

3.1

Report on Equality Im pact Assessment

Work continues to embed Equality Impact Assessmen WV  (,$ 1 WYothLm@w R
policy development, policy review, restructuring and decision making. It is
acknowledged that the process supports the elimination of discrimination and
ensures that policies and processes are inclusive. The University works with
the recognised campus unions during monthly meetings of the Employment
Policies and Procedures Working Group,
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During the reporting period and as a result of a TUPE® transfer situation staff
from another University transferred to Bangor University. These grades are
also aligned to the single spine, although the ranges differ to Bangor
8QLYHUVLW\YV

Role profiles are allocated to grades based on their HERA score teach grade

has an upper and lower score for their boundary thus it is also possible to

analyse IZRUN UDWHG DV HTXLYDIHQIf ~ Whilst not all staff are covered by the

single spine the audit includes those outside the 51 points. The audit does

QRW FRYHU VWDII HPSOR\HG DW WKH 8QLMH&TrVLW\TV VX
Na-Nog nursery, (a commercially competitive business on unique terms and

conditions of employment).

The audit established that Bangor University has no gender grade pay gaps in
the 51 point pay structure implemented as part of the Framework Agreement.
However, top level reports indicate variances in 2 areas outside the single
spine: salaries above the 51 points (e.g. Directors) and Professorial salaries.
Further analysis established that no pay gaps existed in the grouping called
Pay greater than point 51 (e.g. Directors) due to each role being unique.
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3.5

Report on Stud ent Services (including Action plan points 3.5 and 3.8)

This section includes reports from the disability services and the Counselling
Service.

'LVDELOLW\ 6HUYLFHVY $QQXDO 5HSRUW

7KH 8QLYHUVLW\YV GLVDELOLW\ VHUYLFHYVY HQVXUH WKI
students, including those with enduring health conditions, specific learning
differences (SpLDs) and mental health difficulties, is equitable to that of their
non-disabled peers. Disability services work with and on behalf of individual
students and applicants, many of whom present with highly complex and
challenging support requirements, to identify strategies to remove barriers.

By collaborating with students, academic and support staff, disability services
enable students to access course content, participate in learning activities and
demonstrate their knowledge and strengths at assessment. Disability
services also work strategically to promote inclusive practice across the
University in order to lessen the need for individual adjustments.

The following University services are available to disabled students:

Bangor University Access Centre
The purpose of the Access Centre is to carry out study needs assessments
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anticipated that a Service, like that in Bangor, would work with about 4% of a
University  population. A recent straw poll undertaken by the Head of
Counselling Services, showed that many services, like those in Bangor, are
working with 8-10% of a student population. In Bangor, this rise in demand is
exacerbated by a lack of counselling and psychotherapy provision for
students outside of the University.

Indeed the Counselling Service continues to see a significant number of
clients who have longstanding difficulties in a number of areas in their lives.

From the evaluation survey (Bristol On-Line):
X 96% of respondents were satisfied /very satisfied with the service that
is offered in Bangor,
X 97% would recommend the Service to a friend.
x Two thirds of clients replying to the survey said that counselling had
been an important, or the most significant factor, in developing skills
that might be useful in obtaining future employment.

InteUPV RI uDGYDQFLQJ HTXDOLW \péopleiBr8 Bt QL W\ EHW
JURXSVY W Kaddllécts dnd lara/ses demographic data from clients each
year. This data is used to inform service delivery and to ensure that there are
no barriers to accessfor DQ\RQH IURP WKH pSURWHFWHG FKDUDF
For example:
X The scope of iCan'3 workshops and groups attracts a higher
proportion of International and Black and minority Ethnic, (BME),
Group students, and open times reflect a variety of access needs.
X The personal development needs of the Counselling team around a
number of areas including working inter-culturally, with Trans gender
clients, and those on the autistic spectrum.

The Service continues to support Nightline'# staff. Counselling professionals
offer HLJKW pUHIOHFWLYH SUDFWLFH JURXSVY RYHU WKH
committee members of Nightline, which have been well received.

The Service continues to work with local General Practitioners, Community
Psychiatric Nurses and consultant psychiatrists to discuss ways in which the
groups can work together to support students who may be experiencing a
mental health crisis and how best to support those students who have been
admitted to, and discharged from hospital.

The maintaining of external links and relationships is viewed as an important.
The Head of Service attends the Welsh Government Mental Health Leaders
Collaborative as the representative for Higher Education Institutions in Wales.
This body provides a forum to express concerns / views for HEIs in Wales
about mental health provision for Welsh students. Other external links and
networks are maintained through membership of HUCS, (Heads of University

13 iCan- A series of workshops students cope with the stresses of student life
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Counselling Services UK) and WHUCS (Welsh Heads of University
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The Union is currently working on a gender neutral campaign which is specifically
looking at the availability of gender neutral toilets facilities throughout campus. This
campaign will promote awareness of the issues surrounding specific male and
female toilets, the barriers caused and also what alternatives are available to make
this aspect more inclusive for all staff and students.

Mental Health

7KH 6 W X Grio@ WdpbYjuBction with the University, has signedtKH 37LPH WR
&KDQJH 3 OH®EPIEdge is committed to ensuring that the stigma and

discrimination associated with Mental Health is broken down. The Union held events

on University Mental Health day as well as taking part in the World Mental Health

day activity led by the School of Healthcare Sciences. The Union are currently

working with the Mental Health Advisor Team to promote Mental Health Promotion

Drop INS. In additon WKH 8QLRQ KDV FROODERUDWHGSRB®WVRUN VXF
which will link to a self-care campaign for students.

Students from Black Minority Ethnic Groups (BME)

The Union is aware that within Higher Education there is a well-documented
discrepancy in that BME students tend to underperform in relation to grades at the
completions of degree programs. Moving forward, the Union plan to conduct
research into the experiences of BME students at Bangor University to identify
whether there is a need for a more diverse and inclusive learning experience.

Out in Sport
This campaign, within the Athletic Union, isto kickhoPRSKRELD 3poxtVend gl 6

club committee members are trained on how to make their sport inclusive. Club
captains and club members signed a pledg
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Objective 5 +EXTERNAL

A Conference for the deaf:

In response to a report by the Welsh Local Government Association,t KH 8QLYHUVLW\{\
'LGHQLQJ $FFHVV &HQWUH LQ SDUWQHUVKLS ZLWK *UOS /0O
Your Ears conference again organised a special workshops WLWOHG 3'HDI

24|Page






