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The University has a legal responsibility under the Equality Act 2010 to have due regard to eliminate discrimination, advance equality and foster good relations for people with all protected characteristics as well as a wider duty of care for its staff.

This Safe Overseas Travel - Equality Guidance for Staff aims to raise awareness of issues and potential risks that staff who identify with one or more protected characteristics may encounter when undertaking overseas travel on behalf of the University.  

Cultural acceptance and law can vary from country to country; we advise staff to research their destination thoroughly prior to travel and to consult their line manager or Human Resources Officer should they have any concerns.

The aim of this guidance is not to deter employees who have one or more protected characteristics from travelling abroad in connection with their employment, but to raise awareness and ensure that research and consideration of potential risks associated with such travel is carried out, and the steps that can be taken to minimise the risks.

This guidance should be read in conjunction with the Health & Safety Policy - Travel Overseas

The Protected Characteristics
For the purposes of this document, the main piece of legislation in the UK is the Equality Act 2010.  Throughout this document, you will see reference to “protected characteristics”. These are the grounds upon which discrimination is unlawful under the Equality Act. The protected characteristics and associated risks are listed below alphabetically and some known risks relating to overseas travel are identified against each characteristic, this list is not exhaustive. 

Risk Assessment
The line manager will carry out a risk assessment with staff members prior to any overseas travel.  Risk assessments and travel arrangements should be individualised, proportionate, and non-discriminatory, while recognising that some destinations present particular risks for individuals with protected characteristics.  Equality considerations should be included within risk assessments.  

Confidentiality and Disclosure
Staff are not obliged to disclose sensitive personal information which might include one of the protected characteristics, and if the staff member prefers, they can discuss with their HR Officer.  Any disclosures should remain strictly confidential.

If after discussion an individual chooses not to travel overseas due to concerns about their protected characteristics and the potential risks associated with this in the destination country, they may not want their wider network of colleagues to know the reasons they decided not to travel. If this is the case it is important for the individual’s decision to be respected, and managers should deal with this sensitively.  If, however, a staff member’s role clearly requires travel of that nature or to that country then it may be necessary to consider reasonable adjustments under the Supporting Capability Procedure.

Protected Characteristics and Associated Risks:

Age: 		
Consider whether the destination presents different health or security risks for younger or older staff. Avoid assumptions based solely on age (e.g. assuming older staff cannot travel). Ensure medical assessments are evidence-based rather than age-based. Consider vaccination suitability, insurance limitations, physical demands of fieldwork, and emergency evacuation arrangements.

Disability: 	
The nature of the disability will determine the potential risks. However, as examples, consideration should be given to the physical accessibility of transport, accommodation, workplaces and conference venues. Consider availability of medication, medical equipment, accessible toilets, interpreters, mobility assistance, accessible communications and emergency evacuation. Some countries have limited disability rights or infrastructure and differences in cultural approach to certain illnesses and conditions e.g. mental illness. Reasonable adjustments should be explored before deciding travel is unsuitable.

Gender Identity (Trans): 
Some countries continue to criminalise transgender identity and persecute Trans people, sometimes violently, and may not recognise gender identity. Trans people in some countries may be vulnerable to state violence or hate crimes, and Trans organisations or movements may be vulnerable to state-sponsored harassment. Consider passport gender markers, visa requirements, airport screening, access to medication (including hormones), healthcare availability, accommodation, and confidentiality. Risks should be discussed privately with employees to avoid unnecessary disclosure of gender history.

Marriage and civil partnership: 
Some countries prohibit public affection between both heterosexual and homosexual couples. As of 2026 few countries have passed legislation that includes full legal recognition for LGBTQ couples such as marriage, adoption, inheritance, and insurance rights. Consider whether visas, accommodation, insurance or relocation arrangements treat spouses and civil partners equally.

Pregnancy and maternity: 
No known associated risks from the point of view of equality. The only known risks will be from a health and safety point of view.  Assess travel restrictions imposed by airlines or insurers, vaccination suitability, infectious disease risks (e.g. malaria, Zika), availability of obstetric care, emergency medical evacuation and workload. Pregnancy risk assessments should be reviewed before and during travel. Pregnant staff should not automatically be excluded from overseas travel; decisions should be based on individual risk.

Race (including ethnicity and nationality): 
The threat of racial violence can never be ruled out whenever a person is travelling – including within Europe.  As the risk may vary from ‘none’ to ‘elevated’, it is suggested that the Foreign and Commonwealth Office website is used to ascertain any particular racial tensions.

Consider destinations where racism, xenophobia or discrimination against certain nationalities or ethnic groups is prevalent. Visa eligibility may differ depending on nationality. Assess whether local partners, authorities or communities present elevated risks. Ensure staff know reporting procedures for discriminatory incidents.

Religion, Belief and Non-belief: 
There are certain territories where atheism, blasphemy or denouncement of a particular religion carries the death penalty. The threat of violence towards people with a particular religion or belief can never be ruled out whenever travelling – including within Europe. The risk may vary from ‘none’ to ‘elevated’.

Consider whether religious dress, dietary requirements, prayer needs or observance can be accommodated. Some destinations restrict certain religions or religious expression. Consider whether travel is planned during significant religious festivals or fasting periods where work demands or climate may create additional risks.

Sex:
While sex discrimination applies to both males and females – there are some countries where females still do not have the same rights as their male counterparts. As this varies from territory to territory, check before making travel arrangements. 

Women and men may experience different personal security risks. Consider local laws, gender norms, accommodation, lone working, fieldwork, harassment risks, transport arrangements and emergency contacts. Avoid paternalistic restrictions; instead provide information, support and appropriate security measures.

Sexual Orientation: 
As of 2026 few countries have passed legislation that includes full legal recognition for LGBTQ+ couples such as marriage, adoption, inheritance, and insurance rights. Some countries continue to criminalize homosexuality and persecute LGBTQ+ people, sometimes violently. LGBTQ+ people in such countries may be vulnerable to state violence or hate crimes, and LGBTQ+ organisations or movements may be vulnerable to state sponsored harassment. 

Some countries criminalise same-sex sexual activity or have significant hostility towards LGBTQ+ people. Assess legal risks, likelihood of discrimination or violence, accommodation arrangements, visas for same-sex partners, confidentiality, and whether participation can be modified or alternative arrangements offered. Discussions should be confidential and employee-led.

Cultural Customs
Some countries may have customs that require staff to participate in activities they are uncomfortable with.  This can include eating and drinking certain things, dress and appearance, events and behaviours, for example:  

· Dress and appearance: Local expectations regarding clothing may differ significantly, particularly for women, religious dress (e.g. hijabs, turbans, kippahs), or gender expression. Where local customs or laws impose restrictions, discuss practical implications and any adjustments that may be appropriate. 
· Social interactions: Expectations around greetings, physical contact, eye contact, dining etiquette, alcohol consumption, and interactions between genders may vary and should be communicated to travellers where relevant. 
· Religious and cultural observances: Be aware of local holidays, prayer times, fasting periods (such as Ramadan), or restrictions on food, drink or public behaviour that may affect work schedules or staff wellbeing.
· LGBTQ+ visibility: In some cultures, expressions of sexual orientation or gender identity that are accepted in the UK may attract unwanted attention, discrimination or legal consequences. Staff should receive factual information about local laws and social attitudes to enable informed decisions about personal safety. 
· Disability awareness: Attitudes towards disability and the availability of accessible facilities may differ considerably between countries, affecting both inclusion and practical arrangements.
· Photography and public behaviour: Some countries have cultural or legal restrictions on photographing people, religious sites, government buildings or public demonstrations. Staff should be made aware of these to avoid misunderstandings. 
· Respect for local customs: Staff should be encouraged to respect local cultural norms while recognising that universities also have a responsibility to support their staff where local customs conflict with the University's values of equality, diversity and inclusion.

Staff are advised to check before travelling and any concerns should be discussed with the line manager or HR.  To avoid offending, should staff find themselves in this position, having a quiet word with the hosts in advance of the event can often avoid uncomfortable situations.

Bangor University will aim to balance equality and safety between:

· Our duty of care as an employer to protect staff, 
· the employee's autonomy to make informed decisions, and 
· the obligation not to discriminate by denying opportunities because of a protected characteristic.

This approach helps us comply with the Equality Act 2010 while fulfilling our health and safety obligations, ensuring that overseas opportunities are accessible wherever reasonably practicable and that any restrictions are based on objective risk rather than assumptions about protected characteristics.


Further information and sources of support: 
The Foreign Commonwealth Office
Wiki: LGBT Equality around the World
Amnesty International
Human Rights Watch
Stonewall Global Working Guides


Please contact Nia Blackwell, Senior Human Resources Equality Officer if you have any queries n.blackwell@bangor.ac.uk
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