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Bangor University – Equality 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: 

• To be treated with dignity and respect 

• To be treated fairly 

• To receive encouragement to reach their full potential 
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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 have “due regard” to the need to: 

• 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 
 
As outlined in the Equality Act 2010, the first reporting period runs from 6 April 2011 
to 31 March 2012.  Subsequent reporting periods will run from 1 April to 31 March.  
The first reporting period starts from when both the general and Wales specific 
equality duties were in force.   The Wales specific equality duties include tasks with 
later deadlines, such as 2 April 2012 to publish equality objectives and to make a 
Strategic Equality Plan.  However, certain tasks, such as having appropriate 
arrangements for assessing the impact of policies and practices and for identifying 
relevant information and capturing certain employment information, were effectively 
in force from 6 April 2011. 
 
This first annual report will, therefore, have a different emphasis from subsequent 
year’s reports.  Later reports will be better able to address the reporting requirements 
relating to the University’s equality objectives. 
 
This first annual report will look at the actions taken by the University to fulfil the 
general and specific duties.  This will include reference to: data collection and how it 
is used; information about the University’s equality impact assessment process; 
details of the Equal Pay audit; and reference to key activities that the University feels 
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Report on Data Collection  
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The University applied for and was awarded Bronze status with Athena SWAN in 
2011.  Quantitative data on female academics in the areas of Science, Engineering 
and Technology was presented in the application for the award and provided base 
line data for monitoring progress towards meeting the objectives of the Athena 
SWAN action plan.   
 
The University is mindful of the confidentiality of all personal and equality data.  
However, a Business Information System (BIS)   displays the current profile of 
University Staff based on gender, race, disability and age.  Key staff within the 
Colleges and Departments has access to more detailed information in their own 
areas whilst still retaining anonymity of the individual and confidentiality.    By making 
this information more easily available to Colleges and Departments it is anticipated 
that it will help make equality information easier to access and available to advise in 
decision making 
 
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 flourish during their  time at Bangor University.  Monitoring of staff 
grievance and disciplinary  issues ensure that procedures for reporting potential 
issues are efficient and appropriate support is  sensitive to the needs of staff. 
 
The University is able to effectively draw information relating to equal pay and to 
advise the equality impact assessment process.    Further information about the 
latest Equal Pay Audit and the University’s equality impact assessment process can 
be found at: 
 
http://www.bangor.ac.uk/hr/equalitydiversity/equalpay.php.en 
 
http://www.bangor.ac.uk/hr/equalitydiversity/eia.php.en 
 
 
Further information relating to monitoring relating to the period of this report can be 
found at: 
 
http://www.bangor.ac.uk/hr/equalitydiversity/monitoring.php.en 
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Report on Equality Impact Assessment  
 
The University recognises that the equality impact assessment process helps to 
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Overall the findings were positive in that there was no gender, or other equality  pay 
gaps identified in relation to the 51 point pay structure.  However, top level reports 
indicate potential gender pay gaps in 2 areas outside the single spine: 

• Salaries above the 51 points (i.e. Directors)  - Whilst top level data indicated a 
potential gender pay gap, the roles within this group are all unique and as 
such like for like comparison is not appropriate.  Further analysis of sector 
level market data (based on UCEA salary survey of Higher Education Staff for 
2010), indicated that based on mean data, individuals (both female and male) 
were paid the equivalent salary or more, to that expected within the sector for 
their appropriate role. 

• Professorial salaries - top level data indicated a potential pay gap so further 
analysis, based on UCEA salary survey of Higher Education Staff for 2010, 
was undertaken. The result indicated that based on mean data, 65% of staff 
(both male and female) were paid below that expected within the sector with 
the remaining being paid above, (with 20% being  paid more than 5% higher 
than the sector market equivalent).  Of those being paid above, 16.66% were 
female.  However the sector market data is not subject specific enough to 
provide a true picture (i.e. the various disciplinary categories of Banking, 
Psychology etc. are not represented individually but grouped under generic 
headings).  Data available from 2013 will provide more relevant market sector 
data for future comparative analysis.  

 
Bangor University is committed to the principles of equal pay for work of equal value.  
The  University’ s Market Supplement  Pay Policy outlines the University’s policy with 
regard to starting salaries and a fair and transparent process for dealing with 
exceptional circumstances that might warrant a market supplement payment.   The 
Policy can be found at:  
 
http://www.bangor.ac.uk/humanresources/salarypackage.php.en 
 
Equal pay data will now be drawn on an annual basis and will be reported to the 
Equal Pay Working Group, and the key relevant decision making Task Groups, 
(Human Resources and the Equality and Diversity) and Senior Remuneration 
Committee.  Reports on equal pay can be found at: 
 
http://www.bangor.ac.uk/hr/equalitydiversity/monitoring.php.en 
 

Report on Gender Equality 

 
Bangor University achieved the universal Athena Swan bronze award in 2011.   The 
submission for the award was an opportunity for the University to advance equality 
and  to identify issues that have an impact not only on women in the SET (Science, 
Engineering and Technology) subjects but also women in general across the 
University.  Quantitative data analysis and qualitative views from focus groups 
advised the development of an Athena SWAN action plan and in turn this information 
was fed into the University Strategic Equality Plan. 
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A Working Group continues to monitor data not only on female progression in the 
SET subjects but is also examining  family friendly initiatives across the University 
that have a direct impact on female achievement in the workplace.   
 
The Group is also looking at appointments of women to University committees, the 
transparency  of career progression and supporting women to achieve their goals.  In 
addition the pro-active ways of supporting female career progression has an 
incidental impact on the work life balance for all staff groups.   For example, with 
regard to supporting career breaks, family friendly and caring support policies and 
childcare provision.   
The Athena SWAN application and action plan can be found at: 
 
http://www.bangor.ac.uk/hr/equalitydiversity/gender.php.en 
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Report on Student Services 

 
The following University services are available to students: 

Disability Service, Student Services 

Disability and Mental Health Advisers work closely with prospective and current 
students and their academic schools to identify reasonable adjustments and draw up 
Personal Learning Support Plans.  The Service liaises with central services, 
including: the Wardens team; Halls staff; Estates staff; Health & Safety Adviser; 
Timetabling Unit to ensure that reasonable adjustments are in place.  A Support 
Workers Scheme provides trained notetakers, mentors and learner support workers.   

The Disability Service also informs policy and works with academic schools and the 
wider university to encourage inclusive policy and practice.   

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 
local students studying at other UK Higher Education Institutions (HEIs), including 
the Open University. 

Miles Dyslexia Centre’s Student Service  

The Miles Dyslexia Centre (MDC) is a nationally and internationally renowned 
specialised Centre within the School of Psychology.  The Centre was the first unit of 
its kind to be established combining research into dyslexia with clinical work.  The 
Centre is active in all fields of dyslexia work: teaching primary and secondary school 
children; screening and assessment for dyslexia; supporting students with dyslexia 
within the University; training of teachers for work with dyslexic children; providing 
information on dyslexia to the general public; and research.  

The MDC’s Student Service provides all-round support for Bangor University 
students with dyslexia, and other specific learning differences such as dyspraxia and 
ADD /AD(H)D. The team works closely with university staff, providing information 
and helping to build Bangor’s inclusive learning environment.   
 
 
All three services work together and offer support for all disabled students.  Not 
every student who uses our services will perceive themself as being disabled or as 
having a ‘disability’, the University however is committed to the social model of 
disability and uses this term to cover the barriers faced by people with a wide range 
of physical and sensory impairments, including specific learning difficulties, enduring 
health conditions and mental health difficulties.  
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All work referred (approximately 10,000 hours in to
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o Clear print guidelines and accompanying templates. 
o  Guidelines and workshop on Writing Inclusive Learning Outcomes. 

 

• Bangor 360:  The University committed to include student reasonable 
adjustments on the Personal Tutor System to aid dissemination and 
implementation of student entitlements. 
 

• Mental Health Strategy Group:  The Mental Health Strategy was approved 
with the following aims: 

 
o To create an inclusive environment that promotes mental well- 

being among its students.  
o To support students experiencing mental health difficulties in order 

to help them to have a positive and productive student experience. 
 

• Bid and Risk Register: The Service collaborated with Estates on the 
development of the University’s Bid & Risk Register identifying physical 
barriers. 
 

Staff training  
 
Over the period March 2011 to April 2012, tailored staff training and briefing sessions 
were delivered to schools and central services; team members were also involved in 
the Wardens training programme, and the Inclusive Practice workshop run by the 
Academic Development Unit.  Deaf awareness sessions were delivered to targeted 
schools.  Training sessions were very much a two-way street; not only was feedback 
on the effectiveness of training and provision received, but important information on 
procedure and practice across the university was gained. 

 
Links in the local community 
 
Throughout the year, team members participated at networking events including: All 
Wales HE Group (Disability Service Managers); North Wales DSA Stakeholder 
Group; North West NMH (Non Medical Helper) Stakeholder seminars, as well as 
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Report on the International Office 

 

The International Student Support Service is proactive in ensuring that Bangor 
international students and their families enjoy the same opportunities as those 
experienced by Home/UK students. 
 
To this end, the Service provides general welfare support on a range of issues to 
ensure that international students are aware of the services available to them, both 
within and outside of the University. As a result, it fosters links, and works closely, 
with local organisations within the community.  This work, it is hoped, contributes to 
Bangor University’s general duties in terms of equality. 
 
For the period 2011 to 2012 the Service was able to develop the following initiatives:  
 
University Staff Training.   
A training programme was developed, in conjunction with HR, with the aim of raising 
awareness of international issues amongst University staff. The training was targeted 
mainly at ‘front of house’ staff but bespoke sessions were also introduced for 
administrative and managerial staff. Training was also given to the residential 
wardening team. 
 
Integration/Social Activities. 
Giving international students an opportunity to experience and share different 
cultures is important, as well as giving them the chance to visit both local attractions 
and those further afield. It also provides an opportunity to celebrate the diversity of 
cultures and nationalities at the University. The need to integrate with Home/UK 
students was borne out in an external student survey and, to this end, a 
comprehensive programme of trips and events was organised. This  included : 

• day visits to local attractions, as well as to cities such as Manchester, 
Liverpool and Cardiff.  

• Cultural evenings, including an annual International Evening were held, which 
gave international students the opportunity to showcase their cultures to other 
University students and to staff. 

• A full and comprehensive Welcome Week programme was organised – which 
provided a wealth of practical information on living and studying at Bangor.  

• The ‘ Learning lounge’ was introduced. An informal gathering for students 
which met every two weeks to discuss various topics and practice their 
English language skills. 

• International Cultures & English (ICE) classes were developed – providing the 
families of international students with free English classes and an opportunity 
to socialise. 

 
All of the above were facilitated by the Service’s Web and Facebook pages and a 
monthly newsletter which was sent to all international students. 
 
Facilities.  
The Service was involved in the consultation process on the development of a new 
Faith Centre at the University. It has been agreed that this centre will be available 
from the end of 2013. 
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Feedback.   
The Service worked in conjunction with the Students
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Report on the Development of the Strategic Equality Plan 
 
The University published its Strategic Equality Plan and Action Plan in April 2012.  
The Strategic Equality Plan sets out the steps the University has taken in developing 
the Plan, identifies its equality objectives and th
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And Finally 
 
Subsequent annual reports will focus on progress to meeting the equality objectives 
laid out in the Strategic Equality Plan and Action Plan.  In addition it is recognised 
that during the life of the Strategic Equality Plan and as a result of information and 
evidence that might come to light other priorities and needs will be identified.   
 
The University is committed to the general duties as laid out in the Equality Act and 
to the commitment it has made in its Strategic Equality Plan mission statement.  This 
could not be achieved if it was not for all the professionals work-252.989 -13.8 Td
[-13.8 672 


