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Foreword

As Pro Vice-Chancellor with oversight of Equality, Diversity and Inclusion
(EDI) at Bangor University, | am pleased to present our staff Annual
Equality Report covering the academic year 1 August 2022 - 31 July 2023.
This is the fourth and final 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 has
been elevated and enhanced across all our institutional strategies, embedding its core
objectives at the heart of everything we do.

The University is extremely proud that we achieved an Athena SWAN Silver award following our
institutional-level submission in November 2023 in recognition of our work and progress in this
area. In addition to this, work is ongoing towards achieving additional school-level awards
across the academic domain.

Our journey towards becoming an anti-racist University as part of the Race Equality Charter
5(& DQG LQ IlQH ZUIK = HIVK *RYHUQPHQIfV $QiLl-Racist Wales Action Plan is well underway.
The development of our REC Action Plan will allow us to enhance our understanding of
ethnically and racially 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. We intend to apply for a Race Equality Charter Bronze award in
November 2024 to demonstrate our commitment to becoming an anti-racist institution.

We continue to work to address pay gaps across the University. Our gender pay gap continues
to decrease, with our median gender pay gap (as of March 2023) now standing now at 5.6%,
significantly down from the 10.8% in 2019 when we began reporting. Whilst we are encouraged
by this positive trend, we also recognise that work remains to be done to get our ethnicity and
disability pay gaps on the same trajectory.

Clearly there is more to be done, and we are committed to addressing this and other issues,

and to provide a unigue, multicultural, and inclusive experience for all our staff and students. We

hope that the report presented here along with our new Strategic Equality Plan 2024 + 2028

(launched in March) demonstrates our ongoing commitment to EDI, and | look forwacomI33(p con)111(r)-3( )6(:
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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 10,500 students currently study with us and our

teaching and research is grouped into ten




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 the equality objectives set out within the final
year of our Strategic Equality Plan 2020 — 2024. Our new Strategic Equality Plan 2024 + 2028
was published during March 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 27 of this report.


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

Identifying and collecting relevant information

Monitoring data for the diversity profile of staff and students is collated on an annual basis from
IKH 8QLYHUVUINIV VIDII UHFRUG VAVIHP - $JUHVVR  VIDII UHFUXWIPHQI VAVIHP - 7DIHQILQN  DQG VIIXGHQI
recruitment and records system (Banner).

Questions on the protected characteristics of staff are incorporated within the staff recruitment
process and regular data cleansing exercises are carried out. We do not routinely ask staff for

Points to note:

{ Data in this report relates to the academic year 1 August 2022 + 31 July 2023.
f  6IDII DIJHV DUH DV RQ  $XIXWI LQ IKH UHSRUILQJ \HDU RU RQ IKH VIiDII PHPEHU{V VIiDU{ GDIH LI
their employment began later during the academic year.

National and Wales HEI data for comparison is taken from the Advance HE Equality + higher
education: Staff Statistical Report 2023



https://my.bangor.ac.uk/humanresources/equalitydiversity/policy_intro.php.en

University Overview of Activity

Key equality, diversity and inclusion









COLLEGE EQUALITY COMMITTEES

All three Colleges have established Equality Committees that meet regularly, Equality
Champions are members of these committees as are members of Athena SWAN SAT groups
and members of the Race Equality Charter SAT group members.

Our Professional Services Equality Committee has recently been established.
EQUALITY CHAMPIONS

Nine members of staff are Equality Champions across all areas of the University. They operate
as a network with the Human Resources Senior Equality Officer, the Human Resources Equality
Officer (REC lead), the Student Services Student Equality Officer and the Athena SWAN and
Research Concordat Manager. The Network has continued to develop, meeting every two
months and acts as a conduit for communication between Colleges, Professional Service
departments and from individual staff member level to up to the Equality, Diversity, Inclusion &
Wellbeing Committee and back.

EQUALITY IMPACT ASSESSMENTS

The completion of Equality Impact Assessments (EIAs) is now commonplace within the
University, using the templates and guidance on our webpages and following training provided
within the Equality for Managers Workshop as well as bespoke training available on request.

PEOPLE & CULTURE COMMITTEE

%DQJIRU 8QLYHWLN\V &RXQFL HVIDEILVKHG D FRPPLIHH NQRZQ DV #KH 3HRSIH DQG &XWXUH
Committee. Its remit is to oversee the developments and implementation of people and culture
themes within the University's Strategic Plan and to recommend any changes to the Council as
appropriate. Within its Terms of reference, it is tasked with monitoring the delivery of University
strategy relating to diversity and inclusivity.






Age

01
Average age of all staff on 1 August 2022

On 1 August 2022 the average (mean) age of all staff was 44 years, little change since we
began recording in 2019 when it was 43.2 years.

02
All staff by age range

Age range % of staff
16 - 24 6.8%
25-34 20.3%
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Across all Higher Education Institutions (HEIs) in the UK that report to HESA, 67.8% of staff
work full-time and 32.2% work part-time.

There are more full-time staff than part-time staff in every age category apart from the age
groups at the end of the scale i.e. 16-24 and 65+ where there are more part-time workers.

08

Part-time staff only by age range and gender in %
Age range Female Male Total
16 - 24 6.1% 4.4% 10.5%
25-34 13.1% 4.4% 17.5%
35-44 18.3% 5.9% 24.2%
45 - 54 13.7% 5.0% 18.8%
55 - 64 13.4% 6.4% 19.8%
65+ 4.6% 4.6% 9.2%

Total 69.2% 30.8% 100.0%



Disability

09
All staff by disability

260 staff have identified as disabled (10.8% of all staff)

Disabled
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Ethnicity/Race

16
Broad ethnicity groups of all staff in %
BAME 9.6%
Prefer not to say 1.2%
White 89.2%
Total 100.0%

9.6% of Bangor UQLYHUVLI\ VIIDII LGHQILI\ DV %$0 ({, continuing the upward year-on-year trend,
up from 7.9% in the previous reporting period and 5.4% in 2014.

Across all UK HElIs the overall representation of staff identifying as Black, Asian and minority
ethnic has risen from 8.6% of all staff with known ethnicity in 2003/4 to 17.5% in 2021/22.
Across Welsh HEIs BAME staff make up 5.6% of UK nationals and 38.2% of non-UK nationals.


https://statswales.gov.wales/Catalogue/Equality-and-Diversity/Ethnicity/ethnicity-by-area-ethnicgroup

18
Ethnicity by grade in %

Grade BAME Prefer not to say White Total
G001 3.8% 3.8% 92.3% 100.0%
G002 18.7% 0.0% 81.3% 100.0%

G003 1.1% 0.0% 98.9% 100.0%
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20 a
Ethnicity by contract type by headcount
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*We recognize that there are a number of issues inherent in grouping individuals into larger
FDIHJRUHV VXFK DV %$0O (] 7KH GDID presented in this report does not allow for a more

nuanced or in-depth understanding of the participation and outcomes of students from sub-
groups within each ethnic group presented (although more detailed information is analysed

internally). BAME stands for Black, Asian and minority ethnic. This definition is widely
recognised and used to ident



24

Gender
23
All staff by gender in % (using legal sex field)
Female 59.0%
Male 41.0%
Total 100.0%

The total percentage of female staff (using the legal sex field) at the University is 59% which is
higher than the UK HEI figure of 54.6% and 55.4% female in Welsh HElIs.

24
All staff by gender in % (using GenderlID field - self-identifying)
Female 58.7%
Male 40.8%
Other 0.4%
Information refused 0.1%
Total 100.0%
25
Gender by grade as a % of all staff
Grade Female Male Total
G001 0.7% 0.4% 1.1%

G002 5.7% 3.4% 9.1%
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In terms of Professorial staff, in the reporting period we had 93 Professors of whom 34 (36.6%)
were female and 59 (63.4%) were male. This compares with 70.3% of Professors across UK

HEIs being male.

26
Gender by job type as a % of total staff

Job type Female
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Gender Pay Gap, Ethnicity Pay Gap and Disability Pay Gap

In summary, our Gender Pay Gap Report 2023 published in March 2024, using data from the
snapshot date of 31 March 2023, found that there is a Gender Pay Gap at institutional level
ZlIK PDIH VIDII PHPEHW| median pay being 5.6% KLIKHU IKDQ IHPDIH VIDII PHPEHUV{ SD\
having gradually decreased from 10.8% in 2019.

It is evident from the data that the number of female employees outnumber the male employees
(the majority of the workforce being female), the overall mean Gender Pay Gap for the
University stands at 10.9%, down from 13.2% the previous year) therefore appears to be
primarily a result of greater male representation in the more senior roles within the University
compared to female representation.

Whilst there is still work to be undertaken to address these gaps it is positive to note the
improvement made to date from when we undertook our first Gender Pay Gap audit in 2018
when the median pay gap stood at 11.1% and the mean pay gap was 15.4%


/humanresources/equalitydiversity/documents/Bangor%20University%20Gender%20Pay%20Gap%20Report%202023.pdf
/humanresources/equalitydiversity/documents/Bangor%20University%20Gender%20Pay%20Gap%20Report%202023.pdf
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International Women’s Day

I . ) '\

2Q WK ODUFK IKH 8QLYHUVLIN FHIHEUDIHG ,QIHUQDILRQDI = RPHQV =D\ E\ IDNLQJ WKH JIRED(
IKHPH y( PEUDFLQJ (TXUN\{ DV DQ RSSRUIXQUN ¥R FHHEUDIH DO ZRPHQ 7KH SURJUDPPH RI HYHQIV
recognised the achievements of a diverse range of women who work and study at the University
and amplified the voices of those often less heard or represented.



Religion, Belief & Non-belief

29

All staff by religion, belief or non-belief in %
Any other religion or belief 3.0%
Buddhist 1.2%
Christian 32.3%
Hindu 0.9%
Jewish 0.3%
Muslim 1.5%
No religion 46.4%
Prefer not to say 14.3%

Total 100.0%
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Sexual Orientation

30

All staff by sexual orientation in %
Bisexual 2.9%
Gay or lesbian 2.6%
Heterosexual or straight 77.7%
Other sexual orientation 0.9%
Prefer not to say 15.9%
Total 100.0%

7KH ILQIRUPDILRQ UHIXVHG] ILIXUH IRV IKH UHSRUILQJ SHULRG FRQILQXHV IR UHGXFH WKLV \HDU VIDQGLQJ
at 15.9% having been 23.4% in 2018 before the creation of the LGBTQ+ Network. It is hoped
that the work of the LGBTQ Network including events and awareness-raising by Human
Resources as part of the new HR & Payroll system iTrent roll-out around why the information is
requested, the ease of updating the system, and how it is used, will continue to reduce that
figure enabling more robust data analysis in the future.

Trans
31
All staff by Trans status
Gender now is different to that at birth 0.8%
Prefer not to say 7.0%
Gender now is the same as at birth 92.2%
Total 100.0%

NB: Higher Education Institutions are required to return data relating to 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.

In the reporting period, overall, sexual orientation information, including ‘information
refused’, was not returned to HESA for 40.9% of all staff working in UK HEIs and overall,
trans status was unknown for 62.3% of all staff working in UK HEIs.




Pregnancy, Maternity & Family-friendly
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Promotion

35

This information covers promotion closing dates between 1 August 2022 31 July 2023. In total

172 staff applied for promotion, of these 100 members of staff were successful.

38
Promotion applications by gender in %
% of
Gender applications
Female 59.9%
Male 40.1%
Total 100.0%

39
Promotion outcomes by gender in %

Outcome Female Male

Successful 59.0% 41.0%
Unsuccessful 62.1% 37.9%
Accelerated Increment 0.0% 100.0%

Discretionary Award

Total
100.0%
100.0%
100.0%
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Promotion applications by ethnicity in %

% of
applications
BAME 8.1%
Information refused 0.6%
White 91.3%
Total 100.0%
43
Promotion outcomes by ethnicity in %
Information
Outcome BAME refused
Successful 7.0% 1.0%
Unsuccessful 10.6% 0.0%
Accelerated
Increment 0.0% 0.0%
Discretionary
Award 0.0% 0.0%
Total 8.1% 0.6%
44

White
92.0%
89.4%

100.0%

100.0%
91.3%

Total
100.0%
100.0%

100.0%

100.0%
100.0%

36

Promotion applications by permanent or fixed-term (temp) and full-time or part-time in %

Temp Part-
time
3.0%
6.1%
0.0%
0.0%

Total
100.0%
100.0%
100.0%
100.0%

% of
applications
Perm Full-time 78.5%
Perm Part-time 14.5%
Temp Full-time 2.9%
Temp Part-time 4.1%
Total 100.0%
45
Promotion outcomes by permanent or fixed-term (temp) and full-time or part-time in %
Perm Perm Part- Temp
Outcome Full-time time Full-time
Successful 79.0% 16.0% 2.0%
Unsuccessful 75.8% 13.6% 4.5%
Accelerated Increment 100.0% 0.0% 0.0%
Discretionary Award 100.0% 0.0% 0.0%
Total 78.5% 14.5% 2.9%

4.1%

100.0%



Leavers

During the academic year 2022 + 2023, 390 staff left their employment at the University,

equating to 16.2% of staff (of the total 2404 staff employed during the period).

Of all leavers:

53.1% were female, 46.9% were male.
13.1 identified as disabled.

18.7% identified as BAME.

46

All leavers by reason for leaving in % and headcount
Reason for leaving % of leavers
Died in Service 0.5%
Dismissal 0.3%
End of fixed term contract 54.4%
Redundancy 0.8%
Resigned 39.5%
Retirement 2.8%
Settlement Agreement 0.3%
Voluntary severance 1.5%
Total 100.0%
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All leavers by gender and reason for leaving by % of total

Reason for leaving Female Male
Died in Service 0.3% 0.3%
Dismissal 0.0% 0.3%
End of fixed term

contract 28.5% 25.9%
Redundancy 0.8% 0.0%
Resigned 20.3% 19.2%
Retirement 2.1% 0.8%
Settlement Agreement 0.0% 0.3%
Voluntary severance 1.3% 0.3%

Total 53.1% 46.9%

Headcount
2

1

212

154
11

390

Total
0.5%
0.3%

54.4%
0.8%
39.5%
2.8%
0.3%
1.5%
100.0%
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All leavers by ethnicity and reason for leaving by

39



Embedding Equality

The University recognises that appropriate staff training regarding equality, diversity and

40



Staff Casework

During the academic year 2022 — 2023 Human Resources managed the following formal

casework:

Formal capability cases:
4 cases, of which
- 3 males, 1 female.

- 3 white members of staff, 1 information refused.
- 3 No known disability, 1 information refused.

Formal disciplinary cases:
6 cases, of which

- 4 males, 2 females.

- 6 white members of staff.
- 6 No known disability.

Formal grievances:

2 cases, of which

- 1 female, 1 male

- 2 white members of staff.
- 2 No known disability.

Formal probation cases (failing probation):
None.

This report has been produced in accessible format and is also published in Welsh.
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Prepared and published by Bangor University Human Resources and approved by the Equality,

Diversity & Inclusion and Wellbeing Committee.



