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BU Bridging Fund Scheme 

1. Purpose 
1.1 The Fixed-Term Employees (Prevention of Less Favourable Treatment) Regulations (2002) provided legislation on the appropriate use of fixed-term contracts. BU abides by this legislation and BU’s Code of Practice – Use of Fixed-Term Contracts provides clear guidelines on when it is appropriate to use a fixed-term contract. Despite these changes in employment legislation, research staff in particular often rely on short-term contracts usually linked to external research funding. This situation may impact on continuity of employment and job security and can result in a costly loss of researcher talent for the institution.
1.2 BU aims to mitigate these circumstances by redeploying the researcher where possible, or where feasible, by providing ‘bridging funding’ for the continuation of employment for a short-term (maximum three months) between research grants. BU’s Bridging Fund Scheme is intended to permit the temporary employment, in certain circumstances, of researchers between fixed-term contracts at BU, for whom no other source of funding is available, in order to:
(a) encourage the retention of experienced and skilled staff, and sustain research teams and expertise;
(b) avoid the break in employment and career which might otherwise be faced by such staff;
(c) maximise the opportunity for such staff to produce high-quality outputs and/or research impact at the end of funded contracts/grants.
Scheme Terms and Conditions 
2. Eligibility
2.1 The following eligibility criteria underpin the allocation of bridging funds under this scheme:
1) The scheme is only available for staff who are employed on a fixed-term contract (staff on established, part-time hourly paid or casual contracts are excluded) by Bournemouth University.  This includes members of staff who may be on family-related (e.g. maternity, shared parental, etc.) or other similarly approved leave.
2) The use of bridging funds must support the BU2018 strategy and Faculty research plans, and there must be a detailed and clear plan of work for the staff member to undertake whilst being funded from bridging funds.
3) It must contribute to the career development of the staff member in accordance with the Concordat to Support the Career Development of Researchers.
4) Applicants must have completed their probation period and have satisfactory performance in all other aspects of their role. 
5) When the application for bridging funding is made on the basis of there being a gap between awarded research contracts or because the decision on a submitted research grant is pending, the researcher must be named on the submitted proposal.
6) Normally an application for bridging funds would be anticipated about three months prior to the conclusion of a current employment contract and be as an outcome of a review of options undertaken as part of a redeployment exercise as per the BU Code of Practice – Redundancy.
7) Costs associated with research during the bridging period, other than the salary and employers on-costs, must be met by the Faculty.
4.
Rules of the scheme

4.1 Applicants must normally be on academic/research contracts. In exceptional circumstances, consideration will be given to other grant-funded staff.
4.2 Efforts must have been made to secure a new grant for further funding in good time before the expiry of the present contract and all other relevant sources of support fully and satisfactorily pursued.
4.3 Every effort must have been made (and continue to be made) to secure from the external funding body the early start of a new award, so as to minimise the period between contracts and the length of time for which bridging support is sought.
4.4 The line manager and the Deputy Dean (Research and Professional Practice) must support the application for bridging support and provide an assessment of the benefits which would result to the department and individual concerned.
4.5 A satisfactory programme of work must be agreed with the Deputy Dean (Research and Professional Practice) to cover the period of employment for which bridging finance is sought, and details must be provided when applying for bridging funds.
4.6 Where no further funding has yet been secured, in exceptional circumstances bridging support may be requested until the likely start of further funding or to provide sufficient time to produce research outputs and/or maximise research impact from the previous project, provided this period does not exceed three calendar months. If, within the extension period, the application to the funding body is rejected, bridging finance will nonetheless continue for the reminder of the agreed extension.
4.7 Applications are contingent on the availability of funding and securing an extension of eligibility to work in the UK if required.  
4.8 Preference will be given to staff who can demonstrate that they have previously undertaken appropriate training and development.
4.9 Even in the event of an application, the University will still be required to continue to follow the end of fixed-term contract process, to ensure that appropriate support and contractual notice is provided to the staff member. 
4.10 Decisions are made at the discretion of the Deputy Vice-Chancellor and the Head of Research and Knowledge Exchange. There is no right of appeal.
4.11 The Scheme can be removed at any time, without notice, at the discretion of the Deputy Vice-Chancellor.
Procedure
5 Application Procedure
5.1 All applications for bridging support must be made on behalf of a named staff member by the line manager, using the standard Bridging Fund Form.
5.2 The completed Bridging Fund Form should include the following:

(i) a description of the research to be undertaken during the period for which bridging support is requested;
(ii) details of any previous bridging support received by the applicant (or a statement that no previous support has been received);
(iii) information about the efforts which have been made to secure a new grant, and to arrange the early start of any new award;
(iv) a statement from the Deputy Dean (Research and Professional Practice), indicating his/her support for the application and outlining the benefits which would result to the department and the  member of staff;
(v) for situations whereby the application is made and further funding has not yet been obtained, the application form should include an up-to-date curriculum vitae for the applicant, including a list of publications;
(vi) confirmation of successful completion of probation and satisfactory performance in all other aspects of the role;
(vii) confirmation from the Director of Operations that there is sufficient Faculty funding available to support all other costs (except salary and on-costs) for the extension period, and details of any Faculty funding available to contribute to the salary and on-costs during the extension period.
(viii) whether the staff members employment is subject to permission from the UK Visa and Immigration Service.
5.3 The completed form (Appendix 1) should be sent electronically to the Head of Research and Knowledge Exchange. The salary cost will be calculated by the Research and Knowledge Exchange Office and added to the application form. The decision as to whether to fund will be made by the Deputy Vice-Chancellor and the Head of Research and Knowledge Exchange, dependent on availability of funds and link to BU2025. The Faculty is strongly encouraged to co-fund salary costs where possible.
5.4 The University will continue with redeployment planning as normal during the bridging period to investigate alternative redeployment in the event this is necessary.
5.5 The Head of Research and Knowledge Exchange will advise the Faculty and Human Resources of the decision made in relation to the extension of the fixed-term contract using bridging funding. Human Resources will issue the appropriate contractual documentation. Where applications to the fund are not successful, action will be taken to continue to seek redeploy for such staff and/or implement the appropriate redundancy and notice procedures. 
5.6 The staff member’s line manager is responsible for keeping them informed throughout the process.
6 Right to work
6.1 
Where an individual’s employment with BU is subject to sponsorship from the UK Visa & Immigration Service, continued permission to work and live in the UK is not guaranteed and advice would need to be sought under the immigration legislation and regulations at that time.  Further information can be sought from Human Resources.
General 
7. Equality Assessment
7.1
The scheme complies with BU’s commitment to equality of opportunity for all, compliance with relevant equality legislation and consistent and fair application of the processes and procedures. It has been equality assessed and the outcome can be found in Appendix 2.  On an annual basis an equality analysis of applications and outcomes is undertaken by RKEO.
7.2
BU’s dignity, diversity and equality policies are available from this website: https://www1.bournemouth.ac.uk/about/professional-services/dignity-diversity-equality/contact-us-read-our-policies 

8. Format

8.1
This document can be made available on request in alternative formats. If you need to request an alternative format, please email Rhyannan Hurst (rhurst@bournemouth.ac.uk).
9. Acknowledgements
8.1
In developing this scheme BU has looked to the documentation from the following institutions:
· London School of Economics – RIIF Bridging Fund 
· University of Oxford – Bridging Support Scheme
· University of Stirling – Bridging Fund for Fixed-Term Contract Research Staff
· University College London – Bridging Fund for Research Staff
Appendix 1: Application for bridging funding

Applications to be made in accordance with BU Bridging Fund Scheme requirements
Please contact Rhyannan Hurst (rhurst@bournemouth.ac.uk) if you require this application form in an alternative format.
	1. Applicant details

	Name:
	

	Job title:
	
	Grade:
	

	Department:
	
	Faculty:
	

	Name of line manager:
	
	Job title of line manager:
	

	Current source of funding:
	
	End date of funding:
	

	Details of any previous bridging support received by the applicant:
	


	2. Details of proposed bridging arrangement

	Start date:
	

	Expected end date (maximum of three months):
	

	Expected source of future funding:
	

	Title of future funding application:
	

	PI of future funding application:
	

	Expected date of future funding decision:
	

	Likely start date of future funding:
	


	3. Justification for bridging arrangement

	Description of research to be undertaken during the period for which bridging support is requested:

	

	Description of the efforts which have been made to secure a new grant, and to arrange the early start of any new award:

	


	4. Approval from the Faculty Deputy Dean (Research and Professional Practice)

	Statement indicating the Deputy Dean’s support for the application and outlining the benefits which would result to the department and the  member of staff if the application is approved:

	

	Approved by Faculty Deputy Dean (Research and Professional Practice):
	Signed:…………………………………………… Date:………………………


	4. Approval from the Faculty Director of Operations

	Confirmation there is sufficient Faculty funding available to support all other costs (except salary and on-costs) for the extension period:
	Yes
(
No
(

	Details of any Faculty funding available to contribute to the salary and on-costs during the extension period:
	£………………………

	The applicant has successfully completed their probation and has satisfactory performance in all other aspects of their current role:
	Yes
(
No
(

	Is the applicant’s employment is subject to permission from the UK Visa and Immigration Service:
	Yes
(
No
(

	Approved by Faculty Director of Operations:
	Signed:…………………………………………… Date:………………………


	5. Applicant’s CV

	For situations whereby the application is made and further funding has not yet been obtained, the application form should include an up-to-date curriculum vitae for the applicant, including a list of publications.

	Applicant’s CV attached:
	Yes
(
No
(


Submit completed forms to Julie Northam, Head of RKE, RKEO: jnortham@bournemouth.ac.uk (ext: 61208)
Appendix 2: Equality analysis 2017
	Screening
	Please provide explanatory comments 

	1. What activity is being analysed?
	BU Bridging Fund Scheme

	2. Who likely to be affected by the activity?
	Fixed-term contract research staff (and in rare circumstances other fixed-term grant-funded staff).

	3. Who led the analysis?
	Julie Northam, Head of RKEO, RKEO

	4. Who contributed to the analysis?
	Sally Driver, Senior HR Manager, HR

	5. What information has been used to inform the analysis?
	Data on staff who applied under the scheme between August 2015 and July 2017, as well as those contract research staff who are eligible but who do not apply. Also data on which applications were approved.

To note: Due to the legitimate practice of use of successive fixed-term contracts, it is difficult to obtain a dataset to accurately show how many individuals were eligible for bridging funding during a time period. In addition there is no data to demonstrate that bridging funding would have been appropriate or desirable for individuals coming to the end of a fixed term contract.

	Analysis
	Please provide explanatory comments

	6. How does the activity promote good relations/equality/inclusion in relation to: 
	

	6.1 Age
	The scheme is open to applications for all fixed-term research staff, regardless of this protected characteristic. Other than legal minimum age for work, there are no direct age related criteria used by the University. No information is collected from applicants about this as part of the application procedure.

	6.2 Disability
	The scheme is open to applications for all fixed-term research staff, regardless of this protected characteristic. No information is collected from applicants about this as part of the application procedure.

	6.3 Gender Reassignment
	The scheme is open to applications for all fixed-term research staff, regardless of this protected characteristic. No information is collected from applicants about this as part of the application procedure.

	6.4 Marriage and civil partnership

	The scheme is open to applications for all fixed-term research staff, regardless of this protected characteristic. No information is collected from applicants about this as part of the application procedure.

	6.5 Pregnancy and maternity (including paternity)
	Positive impact. This is specifically mentioned in the scheme guidelines. The scheme is open to applications for all fixed-term research staff, regardless of this protected characteristic. No information is collected from applicants about this as part of the application procedure.

	6.6 Race (colour, ethnic or national background)
	The scheme is open to applications for all fixed-term research staff, regardless of this protected characteristic. No information is collected from applicants about this as part of the application procedure.

	6.7 Religion or belief (including non-belief)
	The scheme is open to applications for all fixed-term research staff, regardless of this protected characteristic. No information is collected from applicants about this as part of the application procedure.

	6.8 Sex (Female/Male)
	The scheme is open to applications for all fixed-term research staff, regardless of this protected characteristic. No information is collected from applicants about this as part of the application procedure.

	6.9 Sexual orientation
	The scheme is open to applications for all fixed-term research staff, regardless of this protected characteristic. No information is collected from applicants about this as part of the application procedure.

	7. Does the activity have an actual or potential adverse impact in relation to? 
	

	7.1 Age
	No perceived impact, however, this data is unavailable so it is not possible at this stage to see whether there are any patterns in terms of application / approval based on this protected characteristic.

	7.2 Disability
	No perceived impact, however, this data is unavailable so it is not possible at this stage to see whether there are any patterns in terms of application / approval based on this protected characteristic.

	7.3 Gender Reassignment
	No perceived impact, however, this data is unavailable so it is not possible at this stage to see whether there are any patterns in terms of application / approval based on this protected characteristic.

	7.4 Marriage and civil partnership

	No perceived impact, however, this data is unavailable so it is not possible at this stage to see whether there are any patterns in terms of application / approval based on this protected characteristic.

	7.5 Pregnancy and maternity (including paternity)
	No perceived impact, however, this data is unavailable so it is not possible at this stage to see whether there are any patterns in terms of application / approval based on this protected characteristic.

	7.6 Race (colour, ethnic or national background)
	The Policy may have a negative impact as the University may not always be in a position to support an application from non-EEA individuals due to UK legislation and Government regulations relating to immigration. Whilst the legislation and regulations place direct restrictions for some persons remaining in the UK to work, the University is obliged to comply with the requirements and therefore any potential adverse impact may be objectively justified.  

Data is unavailable at this stage so it is not possible to see whether there are any patterns in terms of application / approval based on this protected characteristic.

	7.7 Religion or belief (including non-belief)
	No perceived impact, however, this data is unavailable so it is not possible at this stage to see whether there are any patterns in terms of application / approval based on this protected characteristic.

	7.8 Sex (Female/Male) 
	An analysis of the data indicates there is a trend for male research staff to apply for bridging funding. Over the review period 56% of male research staff eligible to apply for bridging funding did so, compared with just 17% of eligible female research staff. Of those applying for bridging funding, male research staff had an 80% success rate compared with 100% of female research staff. However, a note of caution is advised as the number of female research staff applying for funding is so low (2).

	8. Other

	Faculty –The data analysis indicates a trend of applications and awards concentrated in the Faculty of Science and Technology (SciTech). As SciTech has the largest number of eligible staff in the pool then this is not altogether surprising; however, it is surprising that there are two Faculties and one department which have not submitted any applications for bridging funding, despite have a combined pool of eligible research staff who constituted 33% of those eligible over the review period. Although not a protected characteristic, this is an interesting finding and warrants further investigation.

	9. Comment on the good practice identified 

	With the limited data available, it can be said that the scheme itself does not appear to discriminate unlawfully. The guidelines state that those on parental leave are included within the scheme’s remit and the success rates show that female research staff are slightly more likely to receive bridging funding than male research staff, despite females submitting fewer applications. The application form does not ask for information on protected characteristics such as age, disability or race/ethnicity which means this information is not readily available to the decision-makers.

	10. Comment on the actions to mitigate actual or potential adverse impact

	The trends identified around the gender and Faculty of applicants could be the result of bridging funding not being appropriate or desirable for those who did not apply. These trends have been shared with the Pro Vice-Chancellor (Research and Innovation) and will be discuss by URKEC/RCSG in autumn 2017. In the first instance, it is anticipated that we will revisit the promotion of the scheme to ensure it is well understood and embedded across all Faculties and relevant departments. HR will ensure all HR Managers and Advisers are aware of the scheme and that it is an embedded part of the procedure for the end of fixed-term contracts for research staff. It will also be featured at the Research Concordat event in November 2017 which is aimed at research staff and their managers.

In promoting good relations, specifically in regard to disability, we will amend the Scheme Guidelines to state that if requested information the ‘Scheme’ will be made available in a particular format to facilitate access as a reasonable adjustment.

In addition, during any application selection process, should an applicant require a reasonable adjustment this would be accommodated. We will change the Scheme guidelines to ensure that this is explicit. 

Specifically in respect of the Scheme, we will ensure that it is amended to state that it:

-complies with BU’s commitment to equality of opportunity for all, compliance with relevant equality legislation and consistent and fair application of the processes and procedures; and 

-ensures that BU’s Diversity and Equality policy is clearly, and encouragingly, signposted. 

	10.   Decision/Feedback/Approval
	

	10.1 What is the analysis outcome? (See Table 1 to assist here) 
	Please 

circle
	Level 1
	Level 2
	Level 3
	Level 4

	10.2 Have you consulted with EDSG?
	No

	10.3 When will the analysis be reported to EDSG?
	October 2017

	10.4 Which Committee will approve the analysis?
	URKEC

	10.5 Date of approval
	Scheduled for October 2017

	10.6 When and how will the analysis be reviewed? 
	Annually using the datasets available.


Owner:		J Northam, Head of RKE, RKEO


Version number:	4.1


Date of approval:	May 2018


Approved by: 	University Research and Knowledge Exchange Committee


Effective date:	May 2018


Date of last review:	May 2017


Due for review:	May 2019 (to be reviewed annually)








�








[Title] Policy











� Marriage and civil partnership are protected under the legislation but only for the need to eliminate unlawful discrimination in employment.


� Please see footnote 1. 
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