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Introduction 
 
The Equality Act 2010 (the Act) consolidated the many pieces of existing anti-
discrimination legislation, strengthening areas, removing inconsistencies and 
generally simplifying the approach to equality legislation.   The Act laid out in the 
General Duties the requirement to KDYH�³due regard´�WR�WKH�QHHG�WR� 

 Eliminate unlawful discrimination harassment and victimisation and other 
conduct prohibited by the Equality Act 2010 

 Advancing equality of opportunity between people from different groups 

 Fostering good relations between people from different groups 
 
The University recognises that it has special responsibilities for Welsh Language and 
culture.  Although not specifically included under the Equality Act and therefore not 
reported under this document, the University has adopted a Welsh Language 
Scheme and more information about the Scheme and reporting on the Scheme can 
be found at the Canolfan Bedwyr web site: 
 
http://www.bangor.ac.uk/canolfanbedwyr/index.php.en 
 
This is the second annual report on SURJUHVV�ZLWK�WKH�8QLYHUVLW\¶V�6WUDWHJLF�(TXDOLW\�
Plan and covers the period 6 April 2012 to 31 March 2013.   
 
The University published its Strategic Equality Plan and Equality Objectives in April 
2012 along with a supporting Action Plan.   
 
An electronic copy of the Strategic Equality Plan and Action Plan can be accessed 
at: 
 
http://www.bangor.ac.uk/hr/equalitydiversity/policy.php.en 
 
 
 
 

  

http://www.bangor.ac.uk/canolfanbedwyr/index.php.en
http://www.bangor.ac.uk/hr/equalitydiversity/policy.php.en
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Objective 1 - EMBED EQUALITY AND DIVERSITY 

1.1 Communicating Core Values 

 
Bangor University is committed to promoting a safe and supportive environment in 
which all students and staff are free to learn and work without fear of harassment.  

 

During the reporting period, The Inclusive Community Working Group has been 
working to oversee the implementation of the NUS Wales funded project to extend 
their Zero Tolerance to Student Harassment Policy across the University. This 
includes providing training to University staff in dealing effectively and supportively 
with reports of harassment, publicising sources of support to students and work 
towards establishing a centralised system for monitoring the number and types of 
reports of harassment.  

Work also commenced on a review of WKH�8QLYHUVLW\¶V�'LJQLty at Work and Study 
Policy.  A Working Group has been formed to oversee the review and, in 
consultation, the objectives of the Group will be to ensure that the Policy 
FRPPXQLFDWHV�WKH�8QLYHUVLW\¶V�FRPPLWPHQW and values, that procedures and 
processes are sound and that the Policy is widely communicated. 

 

1.2 Report on Staff Training 
 
The Staff Development Team 
 
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.  During the reporting period 
significant progress has been made in the delivery of equality training.  In addition 
the Team worked on new developments for the forthcoming period 2013/2014, which 
will include: 
 

1. Two Mental Health Advisors from Student Services have received 
accreditation by MHFA Wales and will now deliver in-house training on Mental 
Health First Aid. To date Student Wardens and Security Staff have attended 
the 2 day programme. A second cohort including personal tutors and a variety 
of support staff will run in November 2013 and plans are afoot to run a 
session bi-monthly for up to 12 delegates.  

2. A programme of Emotional Resilience Workshops  to promote strategies to 
help people dealing with individuals in mental distress and to increase 
SDUWLFLSDQWV¶�DELOLW\�WR�FRSH�ZLWK�HPRWLRQDO�VWUHVV will also be launched during 
early 2014. 

3. 7KH�8QLYHUVLW\¶V�RQ-line equality training programme has been reviewed and 
updated during the latter quarter of 2013 and all staff are required to complete 
the package. To date over half of all staff have successfully completed.   

4. Tailored programmes are continuously developed to meet the needs of 
particular groups of staff, for example, catering staff, security staff, student 
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Objective 2 - DATA COLLECTION AND MONITORING 
 
2.1 Report on Data Collection:  
 
The University acknowledges that both quantitative and qualitative data will assist 
the University in meeting both the general and specific equality duties as outlined in 
the Equality Act 2010. Data provides information about the profile of the University, 
helps to highlight potential issues and plot progress towards meeting aims and 
objectives. 
 
As part of developing the Strategic Equality Plan, the University undertook a review 
of its sources of staff and student information.  Relevant equality information is held 
by Human Resources, the Planning and Resources Office, Student Services, the 
International Education Centre and Health and Safety Service.   It is reported 
externally to bodies that include the Higher Educational Statistical Agency (HESA) 
and internally to appropriate key decision making groups, including the Equality and 
Diversity Task Group.   The outcome of the review not only highlighted the strengths 
RI�WKH�8QLYHUVLW\¶V�GDWD�FROOHFWLRQ�DQG�UHSRUWLQJ�V\VWHPV�EXW�also areas where there 
are gaps in the data that the University collects.   The Schedule identifying data is an 
appendix to the Strategic Equality Plan which  can be found  electronically at: 
 
http://www.bangor.ac.uk/hr/equalitydiversity/index.php.en 
 
The University recognised that it was not collecting data for staff on all the protected 
characteristics covered by the Equality Act and that this was a potential weakness.  
Therefore, during the reporting period, work commenced on a refreshing of staff 
personal data exercise that would include asking staff to respond on a voluntary 
basis to question relating to sexual orientation, gender re-assignment, religion and 
belief and marital status. The data was collected in the summer of 2013 and will be 
reported on
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this project will be completed in early January 2014.  Questions will include asking 
for information that will help identify if there are any issues of discrimination or 
harassment  relating to protected characteristics.  
 
Data relating to the number of student grievance complaints, student disciplinary 
cases, staff grievance and disciplinary issues and complaints relating to the Welsh 
Language Scheme is reported annually to the Audit and Risk Task Group.  Data 
monitoring advises strategies on  student retention that include meeting differing 
teaching and learning needs, individual student support needs and ensuring that all 
students f
1 0-35.06mues-3(o)-3nA



February 2014  

 

8 

 

2.2 Summary of Monitoring of  the University’s profile for the 

reporting period (Objective 2.2) 

Gender profile: 
 

1 On the census date of 31 March 2013 there were 2504 employees, 58% 
were female and 41% were male.  This is a similar composition to the 
previous reporting period. 

2 The number of female staff peaks in the age ranges 31-35 years and 51-
55 years, whereas the age range for male staff peaks in the 46-50 years 
age range. 

3 Female staff are in the majority in grades 7 and below, with the exception 
of Grade 2 in which male staff are in the majority. 

4 Academic staff are 50% female and 50% male, whilst clerical staff tend to 
be predominantly female and technical staff tend to be predominantly 
male.  

5 More women are in part time permanent employment. 
 
Ethnicity profile: 
 

1 The ethnic composition of the University was 94.5% white.    Of the 5.5% 
from the Black Minority Ethnic (BME) group, the largest ethnic group was 
Chinese  (20%) followed by Black or British African and the Asian or 
British Indian.  This is a similar composition to the previous reporting 
period. 

2 Staff from the BME group tend to be employed in the Academic, 
Research, Clerical and Manual categories. 

3 42% of staff from the white group and 40% of staff from the BME group 
have permanent full time roles.  BME staff are more likely to be employed 
in temporary work both full and part time.  This potentially reflects the 
increase in international students looking for employment  whilst studying 
at Bangor and being employed in manual roles. 

 
Nationality: 
 

1 Of the 10% of staff who reported their nationality as Welsh, almost 100% 
were of a white ethnic background. 

2 Of the 77% of staff who reported their nationality as UK, 94% were of a 
white ethnic background. 

3 58 other nationalities were recorded, with the largest groups coming from 
countries in the EU, China and the United States. 
 

Age: 
 

1 The staff profile peeks in employment numbers at aged 41-45, 46-50 and 
51-55 and this tends to be permanent full time work. 

2 By age 61-65 more staff work permanent part time hours. 
3 Academic and professional staff numbers peek at age 46-50, whilst the 

occupational group Caretakers, residential wardens, sports, leisure 
attendants, nursery nurses and care occupations peek at age 25 or less. 
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Disability 
 

1 3.1% of staff declared a disability and this is a similar percentage to the 
previous reporting period 

2 Further detailed analysis would not produce meaningful data in this 
category, however, data is available and can be used to advise Equality 
Impact Assessments or specific projects. 

 
Other areas of protected characteristics: 
 

1 Data is collected in relation to the equality characteristics of age, disability, 
ethnicity and gender and, for the census date 31 March 2013  has not 
been collected in relation to other  protected characteristics.  However  in a 
recent data refreshing exercise staff have been asked to return, on a 
voluntary basis,  information relating to Sexual orientation and Religion 
and Belief.  A positive response has been received and data will be 
presented in future annual reports. 
 

Student Profile: 
 

1 11.5% of the student population declared a disability.  Although this is a 
small increase in the total population it is  a large percentage increase in 
numbers of disables students coming forward for support. 

2 57.3% of the student population is female.  This percentage has been 
fairly consistent over the last few years and a larger female student 
population is  representative of the student population in Wales and in the 
UK as a whole. 

3
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Objective 3 - 
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3.4 Report on Student Services (including 3.2 and 3.8) 

 
Disability Services 
 
The following University services are available to disabled students: 

Disability Service, Student Services 

The Disability Service ensures that the experience of disabled students, including 
those with enduring health conditions and mental health difficulties, is equitable to 
that of their non-disabled peers. The Service works with and on behalf of individual 
students and applicants, who often present with highly complex and challenging 
support requirements, to identify strategies to remove barriers.  A Support Workers 
Scheme provides trained notetakers, mentors and learner support workers.  

Bangor Access Centre 

The Centre provides Study Needs Assessments for students who are eligible for 
Disabled Students Allowances (DSAs).  This involves identifying disability-related 
barriers and recommending support strategies and equipment.  The Access Centre 
has an Outreach Facility at Aberystwyth University and also provides a service to 
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Promoting disability equality and implementing reasonable adjustments 
 
All three services work together and offer support for all disabled students. By 
collaborating with students, academic and support staff, the services enable students 
to access course content, fully participate in learning activities and demonstrate their 
knowledge and strengths at assessment.   
 
Not every student who uses our services will perceive themself as being disabled or 
DV�KDYLQJ�D�µGLVDELOLW\¶��WKH�8QLYHUVLW\�KRZHYHU�LV�FRPPLWWHG�WR�WKH�VRFLDO�PRGHO�RI�
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the Chair.  During the period April 2012 to March 2013 five students sat on the DWG 
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devices and editing software 
 
DSA statistics 
 
The Higher Education Statistics Agency publishes a series of performance indicators 
annually to provide an objective measure of how an HEI is performing.  In relation to 
the percentage of disabled students, the indicator used is the proportion of students 
who are in receipt DSA, as this is considered more robust than the proportions of 
students who declare that they are disabled.   
 
A sector average is adjusted for each institution to take into account some of the 
factors which contribute to the differences between HEIs, including subject of study, 
qualifications on entry and age on entry (young or mature). 
 
Latest published figures show that the University continues to perform above its 
adjusted benchmark performance indicator achieving 8.7% full-time undergraduate 
students in receipt of DSA (adjusted benchmark for the university is 5.9%).  The 
following table shows that Bangor has consistently performed over and above this 
indicator and continues to improve year on year.   
 
 

No. students (DSA) 2011/12 2010/11 2009/10 2008/09 2007/08 

BU No. students in receipt 
of DSA 

736 665 596 552 543 

BU FT UG in receipt of DSA
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The Support Workers Scheme delivered 9,666 hours of support worker assistance; 
student feedback revealed high satisfaction levels across all areas. Feedback from 
mentors and learner support workers was also excellent. 

The Access Centre provides a feedback questionnaire with final reports, and had 
106 respondents in 2012-13 all with very high satisfaction rates across all levels. 

The MDC survey revealed that the service most students reported using the most 
regularly was individual study support. Of the students using this service 85% rated it 
as very helpful, 14% as quite helpful, and 1% as not helpful, however this last rating 
came from an individual who reported that they had not used this service. 
 
The Support Staff Member of the Year was awarded to a member of staff in the MDC 
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3.5 Report on the International Office  

 
7KH�,(&�LV�FRPPLWWHG�WR�HQVXULQJ�WKDW�WKH�8QLYHUVLW\¶V�LQWHUQDWLRQDO�VWXGHQWV�KDYH�
the same opportunities as home based students. An important element of its role is 
to promote integration and inclusiveness amongst students from all nationalities and 
cultures. 
 
To this end, a comprehensive integration programme has been developed and this is 
reviewed on an annual basis following student feedback and comments.  In addition, 
the Service aims to promote good relations between the University and the local 
community and also tries to provide international students with opportunities to 
integrate into that community. 
 
For the 2012/13 reporting year, the Service undertook the following: 
 

 Feedback. Two student surveys were undertaken to ascertain what 

international students required from an extra-curricular, social programme. 

Comments were sought on the nature of events to be organised, their 

frequency, cost and relevance. Results then informed the make-up of the 

subsequent annual programme. 

 

 Staff Development. The Service continued to work closely with the 

8QLYHUVLW\¶V�6WDII�'HYHORSPHQW�'HSDUWPHQW�RQ�D�VHULHV�RI�ZRUNVKRSV�IRU�VWDII��

These workshops addressed the issues and challenges faced by those 

working with international students and also provided the student perspective 

on such issues. 

 

 Inclusiveness. An important element of the social programme put in place for 

2012/13 was the promotion of integration between different cultures and 

nationalities. Emphasis was placed on promoting events to home/UK students 

to try to improve participation. The programme put in place was very 

comprehensive and included a number of trips & events each month. 

Initiatives introduced in 2012/13 included: 

- 



February
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Objective 4 - PHYSICAL ENVIRONMENT    

The Physical Environment  

The Physical Access Working Group (PAWG) meets on a quarterly basis to discuss 

matters related to the physical access of the University Estate and other Estates 

disability related matters.   The Group report to the Estates and Facilities Committee, 

however, copies of the minutes of the meetings and an update report are received by 
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Objective 5 - EXTERNAL 

Procurement: 

During the reporting period work has been completed to include a statement relating 
WR�WKH�8QLYHUVLW\¶V�FRPPLWPHQW�WR�(TXDOLW\�DQG�IDLU�WUHDWPHQW�LQWR�WKH�SUHOLPLQDU\�
documents for all Bangor 8QLYHUVLW\¶V��(VWDWHV�DQG�)DFLOLWLHV��WHQGHUV��LQFOXGLQJ�
those for consultants.  

 

Pontio: 

Pontio the name given to an exciting new arts and innovation centre in Bangor and 
it will open its doors in 2014. One of the visions of the Pontio project is to drive and 
develop interdisciplinary research at Bangor University. It will, however, also have 
facilities that will reinvigorate the city centre and provide an arts venue and facilities 
for the use of the city.  The group leading the development of Pontio is actively 
FRQVXOWLQJ�ZLWK�WKH�8QLYHUVLW\¶V�3K\VLFDO�$FFHVV�*URXS��WKH�$UIRQ�$FFHVV�*URXS�
and members of the Bangor community to create an accessible and friendly 
environment that will meet a wide range of user needs. 

 

 

 

 

 

 

 

  




