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BANGOR UNIVERSITY CONCORDAT ACTION PLAN 2016-2020 AND 4 YEAR REVIEW  

This document contains: 

�x The objectives included in the �h�v�]�À���Œ�•�]�š�Ç�[�•��Strategic Plan (2015-2020)  to support researchers and  address the Principles of the Concordat and support researchers in 
the next four years. 

�x An overview of key actions and activities undertaken to date to address the Principles of the Concordat in the University and the Action Plan to for the period 2016-
2018.  This will be reviewed in 2018. 
 
 

Key priorities for the next four years include: 

 

2016-2020 PRIORITIES SUCCESS MEASURES 

1. To identify researchers with leadership potential and support their 
development �t this will be achieved through the development of a University 
Research Leadership Programme. 

2. Provide support for researchers and research careers through a career 
development-planning pathway �t this will be primarily carried out though the 
development of the PDR process and further enhancement of the researcher 
development programme and networking and engagement with the Welsh 
Crucible. There will be specific actions to support early career researchers. 

3. Deliver a mentoring scheme for publications, grant applications and to support 
career development. 

4. Embed the principles of the extended Athena SWAN Charter in the University�[�•��
policies and procedures. 

1. Four Research Leadershi 
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OVERVIEW OF PROGRESS AND ACTION PLAN FOR 2016-2018 

PRINCIPLE 1: RECRUITMENT AND SELECTION  

I. The University has updated its recruitment and selection policy and procedures following the introduction of an e-recruitment system.  This system also has a 
Candidate Experience Survey that enables the University to review staff opinions regarding the recruitment process.  This in turn assists the HR Department to 
identify potential improvements to the system.  

�x The CROS results noted that 91% of respondents received a written description summary of what the job entailed. 
 

II. Recruitment and selection training for all staff who take part in the recruitment and selection process has been provided since June 2014 and is mandatory for 
Charis of Panels. To date 34 research leads with managerial responsibilities have attended this training.  Attending this workshop is compulsory for Chairs of Panels.   

�x The CROS results noted that 75% of respondents think that they are treated fairly in relation to recruitment and selection. 
 

 Aim  
 

Action identified for 2016-2018 
Success Indicators 

Lead 
Resp. 

Date PROGRESS 

1 To improve support and guidance  for 
managers who have fixed term staff 
and for staff on fixed term to ensure 
they are aware of the support available 
to them 

�x 
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particularly in relation to securing 
further employment. 

�x Consult with UCU and hold 3 focus 
groups with fixed term contract staff 
each year 

3 Continue to develop the probation 
process to ensure improved 
monitoring between the related 
Departments and Colleges 

�x Form a group in the HR Department to 
identify where the probation process 
can be improved particularly for contract 
research staff. 

Actions identified by the 
Group are implemented. 

DDHR(O) 4/17  
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iii. The University encourages Early Career Researchers to apply for a place on the Welsh Crucible Programme. This programme is a partnership funded by a 
consortium of Welsh institutions and HEFCW and is a pan-Wales programme that aims to support researchers to be more innovative and examine how to get most 
impact from their research.  On average 7 researchers from Bangor are chosen to attend this programme (about 25% of the cohort).  
 

iv. The Knowledge Economy Skills Scholarships (KESS) provide training for Masters and PhD students. It is a major European Convergence Project led by Bangor 
University on behalf of the HE sector in Wales. KESS 1 was completed in 2015 and supported 60 Research Masters and 63 PhD scholarships in Bangor. Both the 
Research Masters and PhDs are integrated with a high-level skills training programme. KESS II has now started and it is hoped this will support 140+ post-graduates 
(Research Masters and PhDs) in Bangor. 
 

v. A researcher development website has been developed that contains information about development opportunities, career development advice and specific 
information for PIs.   
 

vi. The University holds a University Induction Session for all staff once a month.  This is supplemented by a research and teaching induction sessions that are held 
every September.   A checklist is provided for new staff so that all relevant policies and processes are discussed with their line-manager.  This ensures that they are 
aware of key policies and expectations.  The University induction is supplemented by a local induction in Schools and Departments. 

�x 46% of CROS respondents found the institutional-wide induction useful (UK result was 34%) 
�x 70% of CROS respondents found the local induction useful (UK result was 63%) 

 
vii. The University has developed a Coaching and Mentoring Policy and process and a pilot has been run in one of the Schools. Female staff have been invited to 

participate in the Womens Universities Mentoring Scheme which is a mentoring scheme that brings together mentoring pairs in different institutions in Wales. 
 

viii. Researchers gain teaching experience 
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careers through a career 
development pathway 

Programme and improve the 
link between the programme 
and the RDF. 

�x 
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v. The University has developed an extensive range of staff support for in the area of maternity, paternity, adoption and shared parental leave, as well as for staff 
with other caring duties.  For example, occupational maternity pay is now available from the first day of employment, �����Z�}�v��-�•�š�}�‰���•�Z�}�‰�[���(�}�Œ���u�}�š�Z���Œ�•-to-be with pre-
and post-maternity support and advice offered to improve retention of mothers returning from maternity leave and providing their line managers with equivalent 
advice on how they can support staff throughout this process.  In the CROS survey staff agree that they are treated equally to other types of staff in relation to 
requests for flexible working (67.7%). 
 

 

 Aim  
 

Action identified for 2016-2018 Success Indicator Lead 
Resp. 

Date Progress 

1 Ensure that the employee 
support provision reflects 
best practice in the sector 

�x Provide guidance for PIs on 
employee support policies. 

�x Hold workshops in all the Colleges 
�š�}���}�µ�š�o�]�v�����š�Z�����h�v�]�À���Œ�•�]�š�Ç�[�•���•�µ�‰�‰�}�Œ�š��
in this area. 

 

�x 5 workshops to be held 
across the University in 
2016/17. 

�x Improve responses in the 

CROs survey that 90% of 
staff agree that the 
University is committed 
to equality and diversity 

 

HR 
 
 
HR/
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4 Establish a workload 
policy and principles for 
academic staff 

Consultation with the Policy with UCU 
and relevant Task Groups and 
communicate agreed policy to staff 

Introduce workload principles 
and policy. 

HR 5/18  

5 Provide informal as well as 
formal support to parents. 

Establish parent to parent network. �x Hold 3 parent to parent 
network meeting per year.  

�x Receive positive feedback 
to events. 

AS&RCM 9/16  
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iii. The University held the CROS and PIRLS surveys in 2015 and found both surveys very useful in tracking progress.  CROS has a response rate of 28% and PIRLS a 
response rate of 25%.  In most areas in both surveys, positive responses had increased from the 2013 surveys.  The use of staff consultation and other surveys (such 
as staff surveys and Athena SWAN surveys) have further informed the implementation and review of the principles of the Concordat in the University. 

iv.  
 

 Aim  
 

Action identified for 2016-2018 Success Indicators
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KESS �t Knowledge Economy and Skills Scholarships 
PIRLS �t Principal Investigators and Research Leaders Survey 
RDCG �t Researcher Development and Concordat Group 
REO �t Research and Enterprise Office 
SDT �t Staff Development Team 


