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Appendix 1   

STRATEGIC EQUALITY PLAN (SEP) 2020 ± 2024 UNDERPINNING ACTION PLAN, REPORTING up to 31 MARCH 2023  

  

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).  

Red  Very little or no progress (details included).  
  

  

Strategic Aim 1:   

/humanresources/equalitydiversity/documents/FinalSTRATEGICEQUALITYPLAN2020-2024.pdf
/humanresources/equalitydiversity/documents/FinalSTRATEGICEQUALITYPLAN2020-2024.pdf
/law/events/holocaust-survivor-eva-cato-1926-2008-2041
/law/events/holocaust-survivor-eva-cato-1926-2008-2041
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and discrimination at 
work and study. 

%LDV¶ and hosted an event with Prof Nicky 
Callow and Jo Whitehead, Chief Executive of 
Betsi Cadwaladr University Health Board.  
International Women's Day (bangor.ac.uk) 
 
And on IWD 2023, we marked the day with a 
series of events, short and feature length films 
at Pontio RQ�WKH�WKHPH�RI�µ(PEUDFLQJ�(TXLW\¶, 
celebrating all women at Bangor through 
events 

/humanresources/equalitydiversity/iwd.php.en
https://www.northwalespride.wales/
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Bangor University also supports 'Black 
History Cymru¶, recognising the importance of 
Black History all year round.  
 
On Saturday 14 May 2022  BU and Pontio 
hosted What's Happening in Black British 
History? XIV | Bangor University 
 
An exhibition at the National Slate Museum in 
Llanberis in 2022 featuring the stories of how 
the Windrush Generation Cymru made their 
homes in Wales, included displaying some of 
the powerful stories along the Council 
Chamber corridor at WKH�8QLYHUVLW\¶V�0DLQ Arts 
building and in Pontio: 
 
www.windrushcymru.org.uk 
 
 
In November 2022 as part Diwali celebrations, 
Marcel Clusa from the University's 
International Student Support Office and three 
Bangor University Indian students were 
invited to Cardiff for a special event in the 

/events/whats-happening-in-black-british-history-xiv
/events/whats-happening-in-black-british-history-xiv
http://www.windrushcymru.org.uk/
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Disability 



5 
 

full range of 
issues. 

 

¶ Disciplinary: 1 (1 man).  
 

¶ Grievance: 6 (3 men, 3 women with one 
case including an element of alleged sex 
discrimination and another case alleged 
disability discrimination) 

 

¶ Capability: 5 (3 men, 2 women 
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   HR Equality  
Officers.   
Equality  
Champions.  
Student E&D  
Officer.  

During the 
academic 
year 
2022/23.   

An updated 
Dignity at 
Work and 
Study Policy 
published and 
promoted.  
 

A revision of the policy has begun, with a draft 
being circulated to stakeholders within the 
institution. Feedback has been received and is 
being further considered, with a further draft to 
be produced and revised policy introduced 
during 2023. 
 

/humanresources/staffsurvey2022/staff-survey.php.en
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  As detailed in the Student Services Annual 
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    HR (Staff  
Development 
& Equality 
Officers).   
Heads of  
Schools and 
Directors   
  

Ongoing.   An ongoing 
increase in 
the numbers 
of all staff to 
have 
undertaken 
the Equality 
for Managers 
workshop.     

Altogether 214 staff have completed the 
Equality for Managers training, 130, 35.4%, of 
these are Managers of staff.  
 
 
 
 

 

    HR (Staff  
Development  
& Operations).  
   

Ongoing.   Demonstrate 
an ongoing 
increase in 
Leadership 
training 
uptake.   
   

HR toolkits continue to be developed; focus is 
currently on a suite of training to advance 
Leadership skills including wherever possible a 
focus on relevant equality and diversity themes.  

    HR (Staff  
Development,  
& Operations).    
  
  
  
  
  
  

Worked on 
during 2023.   

 A high 
number of 
staff aware of 
Professional 
Behaviours 
Framework 
in next staff 
survey.   
   

Although a framework was developed in recent 
years, this has not been progressed over the 
last year. Further consideration will be given to 
such a framework during the 2023/24 academic 
year, with a particular emphasis on any 
framework not sitting in isolation but integrating 
with other policies and practices such as the 
PDR process.  

    SU. Annually. Monitor 
numbers of 
student 
leaders who 
attend the 
Student 
Leaders 
Conference 
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1.3  Ensure that equality is 
embedded in all our 
strategies and is a key 
consideration by 
decision-making 
groups across the 
University.  
  

HR (Athena  
SWAN  
Manager).   
Executive.  
HR Equality  
Officer.   
The  
Executive.   
   

By the end 
of March 
each year  
(first year  
March  
2021).   
   

An 
improvement  



/sustainability/policies-and-strategies.php.en
/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.   

 Ongoing Improve our 
evidence 
base to inform 
interventions.  

Student demographics are now presented in 
both our degree outcome statement and degree 
classification report  
 
Planning is developing new processes to collect 

µ6WXGHQW�-RXUQH\¶�LQIRUPDWLRQ�IURP�SUH-study to 

post leaving the University and this work is set 

to be completed in 2023. 

 

Our Planning Team now produce the Annual 
Student Equality Data report. This can be found 
on our website once published here: 
Policies (bangor.ac.uk) 
  

 

    Planning.   
HR Projects &  
Systems  
Officer & 
Equality 
Officer.   
College  
Equality  
Committees.   
   

Annual 
monitoring 
and  
reporting 
each March 
within the 
Annual  
Equality  
Report   
   

Data 
gathering 
reviewed 
annually.     

 

 Data 

/humanresources/equalitydiversity/policy_intro.php.en
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    HR Equality  
Officer.  
Student  
Equality 
Officer.   
Disability  
Services.   
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sexual orientation- from 18.9% not disclosing in 
the previous year to 16.9 in this reporting year.  
Similarly for staff reporting religion/belief/non-
belief, there were improvements from 16.7% in 
the previous year to 15.1% of staff disclosing in 
this reporting period.  
 
Overall, the numbers of staff not disclosing 
sexual orientation and faith has been an 
ongoing decline for past 4 years.  
 
 

    The Executive.  
HR Equality 
Officer.  
Equality  
Champions.  
All managers.  

Ongoing.  IHRA 
definition 
published and  
awareness  
raising 
activity.  

The IHRA definition of antisemitism was 
adopted in October 2020. Since this action, 
awareness raising has taken place by advising 
staff through the Staff Bulletin, a statement has 
been published on the HR webpage, 
antisemitism awareness has been included 
within the Equality for Managers Workshop and 
an annual Holocaust  
Remembrance event takes place in January 
each year.    
  

 

1.6  Work to develop and 
implement wellbeing 
action plans for staff 
and students in line 
ZLWK�+()&:¶V�3ROLF\�
Statement on  
Wellbeing and Health 
in HE.  

Health and 
Wellbeing 
Group.   

  

2022  Improvement 
in health and 
wellbeing 
results in Staff 
Survey in 
areas of 
health and 
wellbeing and 
workload 
issues.  
  

Information about our Staff Survey 2022 can be 
found by clicking the link. 
 
As of 2022, all staff are now given the 
opportunity to discuss health and wellbeing as 
part of their annual PDR.  
 

/humanresources/staffsurvey2022/staff-survey.php.en
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    Health and 
Wellbeing 
Group.  
Sustainability 
Officer.  
Student  
Services  
SU  
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1.8  Ensure that 
procurement data is in 
place to evidence  
diversity in 
procurement.  
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1.9  Increase accessibility 
for all across the 
estate, both physically 
and digitally.  

The Executive.  
Estates &  
Campus  
Services.  
HR.  
  

SMD  
Actions to 
continue  
during  
2023/2034 
academic 
year.  
  

Through  
Estates 
Strategy, 
delivered 
through 
annual 
programme of 
works.  
  

Incorporated within the Estates Strategy.  

    The Executive.  
Estates &  
Campus  
Services.  
  

Review of 
estate by 
2024.  
  

Baseline data 
gathered e.g. 
how many  
buildings are 
accessible/ 
inaccessible.  
  

Incorporated within the Estates Strategy.  

    IT Services. 
Digital  
Accessibility 
Working Group. 
Canolfan 
Bedwyr. 
Student  
Services  
(Disability  
Services).  
  

Ongoing. 
  

Online 
resources are 
accessible to 
all in keeping 
with new 
legislation.   
  

ITS and the Digital Accessibility Working Group 
have developed processes to ensure 
accessibility on the VLE via Blackboard.    
 
µ$OO�$EOH¶�ZHUe commissioned and completed 
an accessibility audit of Bangor University 
Website in 2022. 
 
Separate compliance accessibility statements 
have now been developed: 
 
https://www.bangor.ac.uk/accessibility-
statement 
 
Many departmental and university-wide 
meetings can now be joined remotely, meaning 
staff with accessibility requirements and caring 
responsibilities are more likely to be able to 
attend.   

/accessibility-statement
/accessibility-statement
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To help raise awareness amongst colleagues, 
in 2022, the Teaching and Learning Support 
team collated useful resources that include 
information about Blackboard Ally, links to 
information about the digitisation service 
available from Digital Services, and details of 
the Microsoft Accessibility fundamentals 
course. 
 
Accessibility resources to help staff 
 

    Disability 
Services.  
  

Ongoing.  
  

Staff are 
enabled  
to produce  
digital 
material in 
line with the 
Public Sector  
Bodies 
(Websites 
and Mobile 
Applications)  
(No. 2)  
Accessibility 
Regulations 
2018.  
  

ITS and the Digital Accessibility Working Group 
have developed processes to ensure 
accessibility on the VLE via Blackboard.    
 
Separate compliance accessibility statements 
are being developed this academic year.  
 
We have created accessibility statement for our 
website in collaboration with All Able Ltd: 
 
https://www.bangor.ac.uk/accessibility-
statement 

/accessibility-statement
/accessibility-statement
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    IT Services.  
  

Ongoing  Statistics 
produced by  
Ally. Initial 
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1.10  To create a supportive 
working environment 
for female staff 
including acting to 
reduce the gender pay 
gap and expand our 
analysis to consider 
other gaps in protected 
characteristics.  

HR.   Annual 
monitoring of 
gender-
related 
metrics.    
   

Increased 
number of 
female senior 
academics 
and senior 
professional 
staff.   
   
A decrease 
in the gender 
pay gap.   
   

7KH�JHQGHU�SD\�JDS�UHSRUW¶V�DFWLRQ�SODQ�
continues to progress (see GPG report for full 
details). Policies (bangor.ac.uk) 
  
$GYDQFH�+(¶V�$XURUD�SURJUDPPH��ZRPHQ�LQWR�
leadership) - 4 participants in 2020 and we 
awarded 2 places for 2022.  
 
The universities commitment WR�$GYDQFH�+(¶V�
Athena Swan and Race Equality Charters now 
require us to consider and demonstrate an 
intersectional approach to identifying and 
addressing inequality and we are now 
expanding our analysis accordingly.  
 

    HR.   
Student  
Services.    
Health & 
Safety.    
   

Academic 
year 2023/24   
   

Action Plan 
developed 
and 
promoted.   

/humanresources/equalitydiversity/policy_intro.php.en
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¶ A pilot Menopause Lounge series led by 
the the College of Human and Behavioural 
Sciences was then rolled out into a 6 part 
Menopause Lounge series for staff across 
the university starting December 2022, 
providing a safe and supported space to 
learn about the menopause, peri-
menopause. 

 
The focus has therefore been on developing 
the initiative within the institution and further 
consideration will now be given to the Pledge 
for 2023/24. 
 

 

    HR   Ongoing 
annually. 



/humanresources/equalitydiversity/athenaswanatbangor.php.en
/humanresources/equalitydiversity/athenaswanatbangor.php.en
/humanresources/equalitydiversity/athenaswanatbangor.php.en
/humanresources/equalitydiversity/athenaswanatbangor.php.en
/humanresources/equalitydiversity/athenaswanatbangor.php.en
/humanresources/equalitydiversity/athenaswanatbangor.php.en
/humanresources/equalitydiversity/athenaswanatbangor.php.en
/humanresources/equalitydiversity/athenaswanatbangor.php.en
/humanresources/equalitydiversity/athenaswanatbangor.php.en
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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 
6WXGHQWV¶�
Union 
services. 
Promote and 
celebrate the 
diversity of our 
students and 
student groups 
and promote 
an inclusive  
 

Student E&D  
Officer.  
  
  
  
  
  
  
  
  
  
  
  
  
  
  
  

Ongoing.  Monitoring 
uptake of 
support 
services 
across all 
student 
groups.  
  
  
  
   
   
   
   
   
  

Work here includes the development of an Inclusive Community 
subsite in My Bangor: 
 
Our Inclusive University Community | Our University Community 
| Bangor University 
 
Bangor Inclusive Scholarships 22/23 awarded to three 
outstanding students ± one per College. The Scholarships (a BU 
Athena Swan initiative) are 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, and 
ZRUNV�FORVHO\�ZLWK�WKH�6WXGHQWV¶�8QLRQ�RQ�HTXDOLW\-related 
awareness-raising campaigns amongst students. We take 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. 

 

 culture and our 
Student 
Harassment 
Policy.  

  
  
  
  
  

   
  
  
  
  
  

  
 

https://my.bangor.ac.uk/inclusive-community/index.php.en
https://my.bangor.ac.uk/inclusive-community/index.php.en
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    Student E&D  
Officer. 
  

Ongoing.  Ongoing. 

https://my.bangor.ac.uk/inclusive-community/access-for-all/documents/BUStudentHarassmentPolicyJanuary2020.pdf


27 
 

is created by students, for students and therefore attracts and 
encourages participation from our diverse cohort of residents.  
 
$OO�HYHQWV�DUH�LQFOXGHG�ZLWKLQ�D�VWXGHQW¶V�KDOO�IHHV��ZKLFK�
ensures that the entire calendar is financially accessible. 
 
Events offered on the calendar range include: 
 

¶ Personal development sessions e.g. CV writing / dealing 
with stress and anxiety 

¶ Sunday roasts (catering for all dietary requirements) 

¶ Learn to cook sessions 

¶ Mindfulness and Yoga (extra sessions run around exam 
time) 

¶ Walk and Talk (wellbeing sessions) 

¶ Escape and explore - including local walking trips and 
sightseeing and Manchester Xmas markets 

¶ Crafting sessions ± jewellery making, Christmas crafts, 
paint and panad 

¶ Regular food and hot chocolate giveaways 

¶ Bingo and quizzes. 
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/international/support/icecourse
/international/support/icecourse
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    International  
Student  
Support. 
  

Ongoing.  Feedback 
from Senior 
Tutors on 
staff  
confidence 
around being 
able to flag 
up welfare 
related 
matters  
appropriately 
and in 
signposting 
international 
students to 
the relevant 
support.   

Ongoing.  

 

    International  
Student  
Support.  

Ongoing.  Uptake of 
workshops 
and 
feedback 
from 
attendees.   
  

7KH�8QLYHUVLW\¶V�VWUDWHJLF�JURXSV�DQG�FROOHJH�OHYHO�HTXDOLW\�
committees continue to champion and promote this area.  
 
Training on cultural sensitively is delivered by our International 
Support Team. Two different workshops are running each term, 
one on Cha



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/
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2.3  Create a 
University 
community 
that supports 
positive 
mental health 
and wellbeing 
by supporting 
students to 
develop 
knowledge 
and 
understanding 
of mental 
health issues 
in accordance 
with the 
Student-led 
Mental Health 
& Wellbeing 
Strategy.  
  

Student 
Services.   
Heads of 
Schools.   
Directors of  
Teaching and 
Learning.   
SU.   
College  
Equality  
Committees.   
  

Ongoing.   Increased 
uptake in 
positive and  
development 
al aspects of 
what 
Student 
Services  

RIIHUV�ௗௗ�  
ௗௗௗ   
Feedback 
from 
students 
through 
Undeb 
Bangor and 
University 
surveys  
shows they  
feel able to 
seek 
appropriate 

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
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    students to 
appropriate  

VXSSRUW�ௗ�  
ௗ   
Satisfaction 
IRU�VWXGHQWV¶�
mental 
health 
provision 
remains high 

   
Increased 
student 
awareness 
of and 
engagement  
with the 
Student-
led Mental 
Health and  
Wellbeing 
Strategy as 
measured 
through 
social media 
engagement. 
    

 
 
 
 
For Counselling we had a drop in overall satisfaction during 
21/22 from 92% to 80% and our average waiting times were at 
an all-time high at 5.96 days. However, it was reduced to 4.35 
for the autumn term 2022 and by the end of January 2023 was 
further reduced to 3.69 days. This is back to pre-



/studentservices/wellbeing/index.php.en
/studentservices/wellbeing/index.php.en
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    Mental Health  
Practitioners.  
  

Ongoing.   Deliver of 2 x  
MHFA  
workshops 
receiving 
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 accessible 
and broadly 
focused so as 
to include all 
groups of 
people from 
all  
backgrounds 
and  
cultures and 
with all 
characteristics 
and identities.  
  

LGBTQ  
Network. 
College  
Equality  
Committees.  

   
The School of Health Sciences E&D Committee includes both 
Early Career Researcher, post registration, post-graduate and 
undergraduate Directors and Course leads and student 
representatives across all programmes offered by the School. 
(An invitation to medical sciences staff will be made.) 
Discussions have taken place with respect to teaching and 
learning resources including reading lists, delivery and 
assessment so that they are representative of the student 
body and accessible to all. This includes the use of diverse 
mannequins, recognising and identifying signs and symptoms 
in people from Minoritised Ethnic identities and the language 
and examples used during teaching.  
  
Course representatives are included in validation and 
revalidation of programmes.  
  

2.5  Decrease the 
attainment 
gap between 
students from 
a BAME 
background 
and white 
students.   
  

  2023  The 
appointment 
of a new 
APVC for 
diversity and 
inclusion wi

/quality/index.php.en
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2.6  Work towards 
the full 
inclusion of 
disabled 
students 
within the 
academic and 
social  

Disability  
Services /  
Head Student 

Ongoing.  Actions /  
Minutes 
from T&L 
committees  

This responsibility has been devolved to the  
Disability Tutors in each school who sit on the T&L 
Committees as detailed in the guidance for Disability Tutors.  
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    Student  
Support &  
Wellbeing.  

Ongoing.  Attendance 
at meeting 
and 
feedback  

Ongoing.  

2.7  Provide an 
inclusive 
student 
employability 
offer which 
takes into 
account the 
barriers  

International  
Student  
Support Office.  
  

Ongoing.  
  
  
  

Attendance 
monitoring 
and 
feedback  
  

Schools have Employability leads who share University and 

College wide guidance with their respective Schools. 
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 faced by 
students with 

https://my.bangor.ac.uk/employability-info/work-experience-support.php.en
https://my.bangor.ac.uk/employability-info/work-experience-support.php.en
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2.8 
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    HR (Staff  
Development,  
Research  
Concordant  
Manager &  
Equality 
Officer).  
  

By  
2023/24.  
  

A high 
proportion of 
managers to 
attend the  
µ%DQJRU�
0DQDJHU¶�
workshop & 
Research 
Managers to 
DWWHQG�µ%DQJRU�
Research 
0DQDJHUV¶�
workshop.   
  

$�µ%DQJRU�0DQDJHU¶�SURJUDPPH�ZDV�
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 
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    Athena SWAN 
Group.  
The Executive. 
HR (Staff  

/humanresources/staffdevelopment/researcherdevelopment/documents/������ϲʹ�������ConcordatGapAnalysis2020Final.pdf
/humanresources/staffdevelopment/researcherdevelopment/documents/������ϲʹ�������ConcordatGapAnalysis2020Final.pdf
/humanresources/staffdevelopment/researcherdevelopment/documents/������ϲʹ�������ConcordatGapAnalysis2020Final.pdf
/humanresources/staffdevelopment/researcherdevelopment/documents/������ϲʹ�������ConcordatGapAnalysis2020Final.pdf
/humanresources/staffdevelopment/researcherdevelopment/documents/������ϲʹ�������ConcordatGapAnalysis2020Final.pdf
/humanresources/staffdevelopment/researcherdevelopment/documents/������ϲʹ�������ConcordatGapAnalysis2020Final.pdf
/humanresources/staffdevelopment/researcherdevelopment/documents/������ϲʹ�������ConcordatGapAnalysis2020Final.pdf
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    HR.  From 2021 
published 
in the 
Annual  
Equality 
Report 
each  
March.  

Benchmarking 
and future 
decreases in 
any ethnicity 
pay gap.  
  

Ethnicity Pay Gap at institutional level (as of 

31st March 2022) is: 

 

Median -8.4% 

Mean -4.9% 

 

3UHYLRXV�\HDU¶V�ILJXUHV�were: 

 

¶ Median -1.7% 

¶ Mean -12.1%  

 

Previous years¶ figures were:  

 

¶ Median -34.2%  

¶ Mean -10.6% 

 
(A negative number shows that BAME staff are 
paid more than white staff.)  
 

 



45 
 

    HR.  From 2022 
- 
published  
in the 
Annual  
Equality 
Report 
each  
March.  

Benchmarking 
and future 
decreases in 
any disability 
pay gap.  
  

Disability Pay Gap at institutional level (as of 
31st March 2022) is: 
 

¶ Median 15% 

¶ Mean 11.1% 
 
3UHYLRXV�\HDUV¶ figure was: 
 

¶ Median 16.8% 

¶ mean 12.9% 
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3.6  Improve Bangor  
8QLYHUVLW\¶V�YLVLELOLW\�DV�
an inclusive and 
supportive place to 
work and raise 
awareness of the 
support available.  

Marketing,  
Communicatio 
ns &  
Recruitment.  
  

Ongoing.  A published 
statement of 
support.  
  

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  
 

    HR.  
Student  
Equality 
Officer.  
All managers.  
  

Ongoing. Guidance for 
managers 
developed. 

/accessibility-statement
/accessibility-statement
/humanresources/staffsurvey2022/staff-survey.php.en
/humanresources/staffsurvey2022/staff-survey.php.en
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¶ Over 100 line managers have been trained 
on i-act mental health training, 

 

¶ Funded the roll out of Bystander straining 
(Student Services Provision)  

¶ Ran a Financial Wellbeing webinar as part 
of Talk Money Week. 

3.9  Promote an inclusive, 
welcoming community  
for international staff 
members.  

HR.  Ongoing.  Staff  
engagement 
and the 
production of 
effective action 
plans.  
  

 
HR continues to provide tailored specialist 
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3.10  Consider actions to 
accommodate an 
ageing workface and a 
potential shortage of 
labour.  

HR.  
Trades 
Unions.  
  
    
  

By 2024.  Strategy 
developed to 
address the 
potential impact 
of the ageing 
workforce.  
  

Not yet due.  
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/sites/default/files/2022-09/Civic%20Engagement%20Strategy.pdf#:~:text=From%20our%20establishment%20in%201884%2C%20������ϲʹ�������%20University%20has,for%20civic%20engagement%20centres%20around%20four%20priority%20areas%3A

