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1. Organisational Information 
 

 

ORGANISATIONAL PROFILE (a very brief description of your organisation, max. 100 words) 

The BCBL is a world-class interdisciplinary research centre for the study of cognition, brain and 
language founded in 2008. Our  mission is to provide a platform for researchers and professionals to 
carry out frontline research, development, innovation, training, education, and knowledge and 
technology transfer in Cognitive Neuroscience, complemented by science dissemination and 
outreach. 

It is part of the BERC network (Basque Excellent Research Centres) and it has been granted the 
Severo Ochoa Excellence Award (2016-2019/2022-2025).  Our Scientific Director, Manuel Carreiras, 
is the recipient of the Euskadi Research Award 2015 and the Spanish National Research Award in 
Social Sciences 2019 

 

  

http://www.bcbl.eu/en
https://www.euskadi.eus/informacion/ayudas-para-infraestructuras-y-grupos-de-investigacion-programa-berc/web01-a2hunib/es/
https://www.ciencia.gob.es/Organismos-y-Centros/Centros-y-Unidades-de-Excelencia.html;jsessionid=7049C6F04A61FF72839F749B2933683B.2
https://zientzia.eus/artikuluak/manuel-carreiras-valina-ikertzaileak-jaso-du-2015e/es/
https://www.ciencia.gob.es/Experiencias.html
https://www.ciencia.gob.es/Experiencias.html
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2. Strengths and weaknesses of the current practice 
 

OUR METHODOLOGY: 
 

To build a dynamic HRS4R and related action plan, we have performed four consultation 
processes since 2015 (one every two years; the most recent one in December 2021) in order to 
identify gaps and learn more about our weaknesses. The methodology we follow for the gap analysis 
is a survey which consists of a description of the 40 Principles of the Charter. All BCBL researchers 
are invited to rate the importance of each of the Principles of the Charter for them and how far the 
BCBL is from achieving each principle, on a scale of 1-10. The size of the gap is determined by the 
discrepancy between their importance rating and our performance rating. 

 
To produce a realistic, dynamic and feasible action plan based on these surveys, we focus our 

attention on the five principles that are highly important to researchers and show the biggest gaps. 
In this way, we establish our researchers’ Top 5 priorities and ensure our efforts and resources are 
devoted mainly to them. 

 
According to our latest survey, our performance is high across all the 40 principles, therefore no 
major problems for us to address however as we still strive to continuously improve, we establish 
priority actions to implement during the next two-year period based on the principles with the 
largest gap in each survey. 
 
 Those Principles were numbers 11, 22, 25, 26, 34 and 35. Actions were designed to address them, 
as explained below. In addition, we recently (April 2022) conducted a brain storming session with 
our research community based on the SWOT methodology. The list of Strengths and Weaknesses in 
the next section is a direct result of the survey and brain storming session outcomes. 
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2.1. Ethical and professional aspects 
 

Strengths and Weaknesses (Interim Assessment) 

Taking into consideration the results obtained on the survey and gap analysis conducted in 2015 and 
in 2017, the Ethical and Professional aspects seem to be one of the center’s strengths. Since the 
creation of the BCBL , the “HR team” has devoted time and effort to create, develop and update the 
internal HR procedures and policies , which seems to be very well valued by the research community 
and employees in general. 

However, the survey highlighted that special attention should be paid to Principle 11 Evaluation 
System. The BCBL process to monitor researchers’ work seemed to be not well-evaluated, and this 
was closely related to other principles, such as Principle 28 Career Development and Principle 30 
Career Advice. 

In order to further explore this issue, we organised a brainstorming session with researchers (R1-R4) 
and, in conclusion, we realised that the discomfort about the evaluation system was mainly due to 
the following reasons: 

 The evaluation template was antiquated and obsolete. 
 The periodicity of the process was low. 
 The feedback was too general; it lacked a detailed evaluation criteria. 
 The only person in charge of evaluating the researchers’ performance was the Scientific 

Director and this fact generated a bottleneck situation. 

Aiming at improving the situation, the “HR team” (BCBL’s general Human Resources management 
team), together with the “HRS4R Working Group” (“HR team”+R1-R4 representatives), decided to 
implement the following two actions: 

 To redefine and make public the new evaluation template on the internal wiki. 
 To set a fixed agenda to perform the evaluation meetings and feedback on a yearly basis. 

Having an independent—and preferably international—evaluation committee mentioned on the 
principle is not available, but it does not seem to be required by researchers. We believe that we still 
have other major important goals regarding this topic to be achieved before reaching that step. 
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Strengths and Weaknesses (Award Renewal, max 500 words) * 

To build a dynamic HRS4R and related action plan, we have performed four consultation processes 
since 2015 in order to identify gaps and learn more about our weaknesses. 

STRENGTHS: 

The results obtained in December 2021, from the 4th Gap Analysis conducted during the 2015-2021 
period, showed that the average gap for principles 1-10 is 0.99. This demonstrates that the BCBL 
community feels satisfied with the ETHICAL AND PROFESSIONAL ASPECTS. This outcome indicates 
that researchers’ have responded positively to our implementation of the following actions and 
strategies derived from the HRS4R: 

 Our internal organisation has been improved and is now more effective. We have 
established bodies and procedures to actively supervise ethical and professional aspects 
from different perspectives: 

o Group Leaders participate in research management meetings 
o Open lab philosophy facilitates research to all staff regardless of their granted funds 
o Specific committees for the monitoring and oversight of ethical and professional 

aspects 

 BCBL has standardized internal ticket procedures to assure the quality, ethical standards and 
proper financial control of research. There are specified procedures for: 

o Experiment requests 
o Researchers’ recruitment 
o Allocation of funds 
o Purchase requests 
o Cross-group research collaborations 

 We have also put in place the following resources for conducting research activities and 
training using our lab facilities: 

o Procedures and activities for the performance and communication of research 
projects 

o Management platforms based on web technology 
o Working Processes and Key Policies 
o Procedures for internal evaluation, continuous improvement and quality assurance 

 Researcher autonomy and administrative support for organizing outreach and results 
dissemination activities for public engagement such as “The Brain awareness week”, “Pint of 
science”, open talks and social networks. 

WEAKNESSES: 

The results from our last Gap Analysis show that Principle 11 Evaluation Systems continues to 
require our attention. The gap for this principle in 2021 was 2.57 (former results were 2017: 1.22; 
2019: 1.00; 2021: 2.57). Therefore, we have initiated several specific actions to improve our 
performance in this area (please, see actions 49, 52, 60, 65 and 73 in the HRS4R Action Plan). 

As a result of the 2015 and 2017 gap analyses we implemented an Evaluation system consisting of 

https://www.bcbl.eu/en/join-us/what-is-like-to-work-bcbl
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processes for assessment used as a basis for developing each researcher's scientific career within the 
scope of the BCBL's goals. We implemented an annual review process both for supporting staff and 
researchers, providing a detailed description of the skills and capabilities required to develop their 
careers. Based on this review, a tailored training plan is created for each member. 

Despite this action, in 2021 the BCBL community expressed that the evaluation system remained an 
item in need of further improvement. There are guidelines for the evaluation and assessment of 
predoc and postdoc researchers. However, the R1 community remains concerned that there is a lack 
of independent evaluation for senior researchers and there is no external process for an open and 
honest evaluation of supervisors regarding their mentoring skills. 

 

Remarks (max 500 words) 

Since the creation of the BCBL , the HRS4R Working Group has devoted considerable time and effort 
to design, develop and update the internal HR procedures and policies, which overall seems to be 
very well valued by the research community and support and administrative employees. 

We have established the following committees to control the quality of our internal organisation and 
ethical and professional aspects: 

 The International Scientific Advisory Board (ISAB) is an external strategic body consisting of 
renowned international researchers whose main role is to advise on the centre’s orientation 
and overall strategy, providing an independent vision of our activities from an international 
perspective. 

 The Scientific Director provides scientific and management leadership in the BCBL by 
defining and coordinating the implementation of the overall strategy of the centre. 

 The Group Leaders Committee, which includes the Scientific Director, the General Manager 
and the Group Leaders, meets once a month to coordinate activities, recruitment and lab 
organisation as well as deciding funding to establish priorities, follow the progress of 
research projects and support management and outreach structures at the centre. 

 The Scientific Committee, which is composed of three Group Leaders, evaluates all the 
projects to be carried out at the BCBL. 

 The Ethics Committee, which is composed of three Group Leaders, evaluates the compliance 
of all projects with the centre’s ethical rules. 

 The PhD Graduate Directors, two Group Leaders, coordinate the PhD programs. 
 The Headmasters, two Group Leaders, coordinate our MSc program. 
 The Researchers are grouped into research groups that dynamically change as research 

programs develop, new human resources are recruited, or new grants are obtained. 
 The PhD representatives’ team 
 The HRS4R Working Group and Steering Committee 
 The Gender and Equality Working Group 
 The Ombudsman Team performs several functions, including providing conflict resolution, 

offering advice and support to BCBL staff, monitoring work practice issues and making 
recommendations for improvement. 

 The Management Team, led by the General Manager, supports all research activities across 
the organization. 

 

 

https://euraxess.ec.europa.eu/europe/career-development/training-researchers/research-profiles-descriptors
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2.2. Recruitment and selection 
Strengths and Weaknesses (Interim Assessment) 

The BCBL Strategic Plan 2018-2021 comprises a personnel policy based on two strategies:  

1. To build research, administration and technical support teams which are highly qualified, 
motivated, resourceful, team workers and open to the world. 

2. To define a training structure adequate to the needs of the BCBL. 

 To these ends, the following Operational Aims have been defined:  

 To incorporate excellent research personnel at national and international levels following 
OTM-R standards (see more below). 

 To perform a comprehensive survey every two years within the HRS4R strategy, looking for 
the fulfilment degree and identification of the consequent gaps over the 40 principles of the 
C&C to be completed by the research staff. 

 To set up mechanisms for recruiting and maintaining researchers from early levels of 
training. 

 To facilitate the incorporation of new professional bodies with a multidisciplinary focus to 
guarantee the transversal direction of scientific activities. 

 To build a flexible and efficient system of student and researcher exchange. 
 To offer continuous training and professional development advice at the BCBL. 
 To promote programs of temporary collaboration with researchers of excellence in those 

research areas that are high-priority for the BCBL—but show deficiencies at present. 
 To define and develop an ongoing training plan for research and other areas of interest. 

 The Gap Analysis conducted in 2015 and 2017 helped us to identify improvement areas in two of 
the categories related to Recruitment and Selection: 

 Principle 15 Transparency: In order to improve on the way candidates are informed all along the 
recruitment process, the “HRS4R Working Group” completed the internal BCBL recruitment process 
adding guidelines on how feedback to candidates should be performed. The new guidelines include 
information about Career Development Plans for the appointed positions following the OTM-R policy 
directions. Furthermore, as per researchers’ request, all researchers are informed about each 
recruitment process from beginning to end. These guidelines are shared with every researcher 
joining the BCBL during the last phase of the recruitment process. This guarantees that, prior to 
signing the work contract, researchers are informed about all the terms and conditions related to 
the duration of the contract and the possible scenarios for contract extensions. This information is 
available on our internal wiki. 

 Principle 21 Postdoctoral appointments: With a focus on building clear rules and explicit guidelines 
for the recruitment, appointment, development and motivation of postdoctoral researchers, the 
following actions were put in place by the HRS4R Working Group: (1) Internal Postdoctoral call fiches 
were generated so as to guarantee that all postdoctoral calls for the BCBL included all the relevant 
information following OTM-R standards; (2) We defined the criteria researchers should meet in 
order to get a permanent position at the center; (3) A Professional Development Plan/Career Path 
document aimed to provide researchers with additional professional development 
opportunities/information was designed, presented in one of our annual workshops and published 
on the internal wiki. 
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Strengths and Weaknesses (Award Renewal, max 500 words) 

The results from the four Gap Analyses conducted during the 2015-2021 period showed that the 
average gap for principles 12-21 in the 2017-2021 period was 1,05. This demonstrates that the BCBL 
research community appreciates the methodology enacted by the Institution to implement the 
Recruitment and Selection aspects. 

The Gap Analysis conducted in 2021 revealed that the actions have had a positive impact, with the 
gap for principle 15 in particular decreasing significantly as follows:  2017: 2,09; 2019: 1,79; 2021: 
1,41. However, our current action plan contains one action in progress to further reduce this gap. 
This action consists of improving our internal communication and disseminating the main topics 
discussed and agreed at the monthly Group Leaders meetings to all members of the organisation. 

The positive feedback received in the process show that the implementation of the OTM-R policy 
has improved our internal processes and this is appreciated by our research community. In 
particular, researchers were satisfied with the transparency of the evaluation system for internal 
recruitment of predocs and postdocs (several referees, online application system with grades and 
comments for all applicants from at least 4-5 researchers, etc.). 

Mobility was the item with the lowest gap, showing it is perceived as one of the centre’s main 
strengths. The BCBL implements several scientific activities and mobility programmes to strengthen 
the links between its researchers and external researchers and research centres, thus fostering long-
term and high-impact internationalisation: 

 Affiliated Researcher positions 
 World-leading external speakers series 
 Short stay programme: during the 2018-2021 period, we hosted 24 visiting researchers for 

short stays and 39 visiting researchers for stays longer than one month 
 Internship/short stay programme: we have hosted and trained 24 students from various 

national universities and higher education institutions. The BCBL hosts and sends PhD 
students from/to other institutions around the world for short stays from one month to up 
to one year to carry out collaborative research with researchers at the BCBL 

 Programmes managed by the BCBL that allow us to receive students and researchers funded 
by foreign research agencies and for our researchers to give presentations at international 
conferences and workshops. 

 Dissemination programme: 1000 EUR is allocated per year to each research member of the 
BCBL to present their work at international conferences and workshops. 

WEAKNESSES: 

The Gap Analysis conducted in 2021 revealed that the actions designed to address Principle 21 were 
not entirely effective: Gap 2017: 1.00; 2019: 1.17; 2021: 1.78. 

Principle 21 Postdoctoral appointments: our conversations with researchers revealed that our 
postdoctoral community would like to receive stronger career development support, including 
opportunities beyond academia and a clearer career development plan within the BCBL. In addition, 
the internal communication process needs improving in order to ensure the whole BCBL community 
is aware of all the upcoming vacancies to be published. 

Our updated Action Plan includes several actions aimed to improve this situation and reduce the 
gap. Please see actions 77 and 82 in the Action Plan. 

https://www.bcbl.eu/en/join-us/otm-r
https://www.bcbl.eu/en/conferences
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Remarks (max 500 words) 

All scientific institutions require a human resources management strategy that ensures good work 
conditions, regular assessment of researchers’ activities and outputs, and promotes an environment 
that enables quality research and helps attract and retain talent. In line with the HR Excellence in 
Research initiative, the BCBL 2021-2025 Strategic Plan is committed to creating a stimulating and 
favourable working environment for researchers by: 

 Maintaining attraction/retention capacity 
 Actively supporting positive changes in our work culture 
 Benefiting from international visibility 
 Taking part in a pan-European network of researchers and research organisations that sets 

the standards for HR activities. 

In addition, thanks to the HRS4R European Commission’s guidance, we have developed an OTM-R 
(Open, Transparent and Merit Based Recruitment) process for recruitment. 

As of 2022, the BCBL integrates 87 Researchers (Professors, Post-doctoral fellows and PhD Students) 
from more than 22 different countries with an average age below 35 years, 50% of whom are 
female. Our researchers are supported by a Lab Staff team (14 members), IT Staff Team (3 
members), Tech Transfer team (5 members) and Management Department (8 members). The Centre 
has achieved a large and intense initial set of milestones in a very short time, and is currently 
recognized by the international community as a hub for fantastic young researchers interested in 
becoming productive, high-quality scientists, and as a centre that generates outstanding and original 
first class research in the fields of language and cognition, cutting across very distant disciplines 
such as Psychology, Engineering, Medicine, Physics, Informatics, Linguistics and Computer Science. 
The BCBL’s post-doctoral program has been particularly active and successful. 

Since its creation, the BCBL has launched annual calls for PhD students, postdoctoral researchers and 
staff scientists, with significant success, attracting talent from abroad due to our well-developed 
talent attraction plan, which includes multiple training and professional development activities, 
inter-sectorial and interdisciplinary opportunities, as well as the quality of the research and support 
teams and the laboratories equipped with cutting-edge technological platforms for research in 
Cognitive Neuroscience. Our commitment has always been to recruit the most outstanding 
personnel in order to become a world-class centre in the field. 

 

 

  

https://www.bcbl.eu/en/transparency-sustainability
https://www.bcbl.eu/en/join-us/recruitment-process
https://www.bcbl.eu/en/research/research-groups
https://www.bcbl.eu/en/about-us/team
https://www.bcbl.eu/en/about-us/team
https://www.bcbl.eu/en/about-us/team
https://www.bcbl.eu/en/about-us/team
https://www.bcbl.eu/en/study-with-us/doctoral-program-cognitive-neuroscience
https://www.bcbl.eu/en/infrastructure-equipment
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2.3. Working conditions 
 

Strengths and Weaknesses (Interim Assessment) 

Brainstorming with researchers after every gap analysis helped us to better understand their vision 
and design actions to improve the situation. It should be mentioned that not all the identified gaps 
can be solved by the institution as they depend on legal issues that are not fully in our hands. 

 Principle 25 Stability and permanence of employment: It is a true fact that the vast majority of 
BCBL researchers would like to continue working in the center at all levels, which is positive for the 
center’s employer branding reputation. However, at the same time, researchers are aware of the 
importance of mobility in their researcher careers. Additionally, researchers depend on competitive 
funding and both national and international grants are limited in time and do not provide tenure-
track positions.  

With a view to try and improve the situation, we have implemented two actions:  

(a) Definition of the criteria for stability in employment conditions. 

(b) Definition of clear guidelines about working terms and stability options. 

 Principle 26 Funding and salaries: Researchers’ salary scales at the center are subject to the ones 
set by the external hiring funding agencies and to national/international salary scales. However, we 
have tried to improve the situation through the implementation of the following actions:  

 Benchmarking on salaries in the research field performed by the General Manager. 
 A plan to complement the salaries provided by the funding agencies. 
 Definition of seniority allowances based on performance and experience. 

 Principle 28 Career Development and Career Advice: As mentioned previously, these two principles 
are directly connected to Principle 11 Evaluation System. Apart from the actions taken in that case, 
there have been two additional changes:  

 The Ombudsman role has been reinforced by becoming a team instead of being represented 
by a single person. The Ombudsman team is now composed by a Senior Professor, a 
researcher and a manager. This team was elected through a public poll session. 

 The implementation of the VITAE methodology in 2019 will coach researchers on career 
advice. A Career Path document was designed and is available on the BCBL wiki.  

Principle 35 Decision Making: The decision of having more Group Leaders at the center enables 
researchers to have more representatives. Furthermore, every time there is a topic of debate, the 
center encourages researchers to create discussion groups to facilitate decision-making. 
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Strengths and Weaknesses (Award Renewal, max 500 words) * 
 

STRENGTHS: 

The results obtained in the four Gap Analyses conducted in the 2015-2021 period showed an 
average gap of 1.79 for principles 22-35. Analysis of the data revealed that our Action Plan has 
played an important role in improving the gap for principles 28 (Career development), 30 (Access to 
career advice) and 33 (Teaching), which were traditionally some of the worst rated principles. 

Some of the most relevant identified strengths are: 

 Excellent research environment: Infrastructure and bilingual population to develop our 
research lines. 

 Group leaders’ autonomy and annual budget. 
 Open Lab system (Experiments can be run regardless personal grants or funds). 
 The appointment of lead research assistants for each experimental technique has led to 

smoother and more efficient organisation of the labs and communication between labs and 
researchers. 

 Dedicated Admin/IT/Labs management teams facilitate researchers’ work. 
 Low teaching duties and a research driven career plan. Not having teaching duties is a 

strength for R2-R4 researchers but can be a weakness for pre-docs who want training in 
teaching skills: We implemented teaching opportunities for pre-docs by arranging options 
for them to provide internal courses for RAs and mentor interns. 

 Highly effective support for grant applications by the admin team. 
 Support for working from home. 
 Decision making: Equally distributed among all Group Leaders thanks to monthly discussion 

meetings for discussion/decisions. 
 The creation of representatives for the different research categories has improved internal 

communication. 

Weaknesses 

However, we have identified and designed new actions (see actions 67, 71, 72, 80, 81 and 83 in the 
Action Plan) to address the gap for principles 22 (Recognition of the profession), 25 (Stability and 
permanence of employment), 26 (Funding and salaries) and 35 (Participation in decision-making 
bodies). Some of the comments that helped to better understand the researchers’ point of view are: 

Recognition of the profession:  

 There is a need to set a policy for co-authorship. 
 Teaching is not (financially) supported, although it involves a considerable amount of work, 

even when few hours of teaching are delivered. 
 Mentoring opportunities for pre-docs need to be further developed. 
 Unclear opportunities for R3 - Established Researchers for long-term career development: 

Salaries: 

 Salaries are not indexed based to the cost of living. The city where the BCBL is located, San 
Sebastian, is much more expensive than other parts of Spain. 

https://www.donostia.eus/taxo.nsf/fwHome?ReadForm&idioma=cas
https://www.donostia.eus/taxo.nsf/fwHome?ReadForm&idioma=cas
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 Our premises are experiencing a lack of space because of the institution’s growth. 
 The new labour law in Spain reduces the opportunities for contract extensions. 
 Low salaries and fellowships in Spain greatly affect recruitment possibilities and talent 

attraction. 

 

Remarks (max 500 words) 

The BCBL is a research centre where people of more than 22 nationalities work together. The 
integration of our new colleagues is key for us. Therefore, we believe that the process of welcoming 
researchers to the centre is crucial. This is why a welcome plan is carried out for every single 
researcher coming to the BCBL for the first time. 

Since most of the members of the BCBL´s research staff are international, in order to retain this 
talent, it is important that they feel at home here. With the objective of facilitating integration into 
the city, we offer free courses in Spanish and Basque (second official language of the Region) at the 
centre, which all researchers can attend on a voluntary basis. 

Our personnel policy is based on the following strategies: 

 To build research teams that are highly-qualified, motivated, resourceful, willing to work in 
teams and open to the world. 

 To incorporate excellent research personnel at national and international levels. 
 To set up mechanisms for recruiting and maintaining researchers from early levels of 

training. 
 To facilitate the incorporation of new professional bodies with a multidisciplinary focus to 

guarantee the transversality of scientific activities. 
 To build a flexible and efficient system of student and researcher exchange. 
 To stimulate programs of collaboration with researchers of excellence from other centres. 
 To define and develop an ongoing career development and training plan for each researcher. 

All BCBL employees are hired under a working contract with full social security coverage. 
Additionally, BCBL is adhered to IMQ which is our mutual insurance company. 

 

 

  

https://www.boe.es/buscar/act.php?id=BOE-A-2021-21788
https://www.bcbl.eu/en/join-us/what-is-like-to-work-bcbl
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2.4. Training and development * 
 

Strengths and Weaknesses (Interim Assessment) 
 

The Gap Analysis conducted in 2015/2017 helped us to identify improvement areas in three of the 
categories related to Training and Development:  

Principle 36 Relation with supervisors and Principle 37 Supervision and Managerial: The internal 
analysis we performed showed that there was considerable scope for further improvement within 
this area. Actions were designed to solve the identified gaps. Additionally, during the 2016 
Improvement process, the HRS4R Working Group, together with the PhD Program Graduate Director 
and the Ombudsman Team, examined the supervision issue at the BCBL and came up with some 
extra recommendations that were included in the “BEING A (PRE-DOCTORAL) RESEARCHER AT THE 
BCBL”. This document outlines in more detail the working conditions, rights and duties of PhD 
students, the implementation and monitoring of their supervision, as well as the needed training 
and its evaluation. It is meant as an in-house-document, giving an overview of what the PhD student 
may expect from the center and vice versa. Some examples of these extra recommendations are 
related to special cases such as the departure of supervisors and conflict resolution. 

Additionally, the Graduate Director is currently supervising the Supervisors’ training and coaching 
and the Scientific Director is performing an annual, agreed and recorded Supervisors’ evaluation 
based on a software tool we developed at the end of 2018. This web-based tool guarantees perfect 
timing, recording and monitoring of these evaluations.  

Principle 39 Access to research training and continuous development: Our research community 
demanded a more specific, structured and personal training programme. An internal brainstorming 
was carried out along with the researchers’ community, which had an interesting initiative as an 
outcome: the creation of a Knowledge and Skills database in our internal wiki, which includes a list of 
experts, skills and training needs. The database is coordinated by volunteers and internal training is 
organised accordingly. We still believe that a more ambitious scenario could be achieved. However, 
budgetary constraints are a handicap. 

Principle 40 Supervision: The gap analysis showed the importance of identifying a person at the 
BCBL to whom early-stage researchers could refer to regarding the performance of their professional 
duties. This gap was solved with the implementation of better-structured group meetings to ease 
interaction/discussion, identify training needs, and solve problems. Apart from that, we have 
promoted the service through which the Ombudsman Team helps early-stage predocs to reach both 
their professional and personal goals. 
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Strengths and Weaknesses (Award Renewal, max 500 words) * 

The results obtained in the four Gap Analyses conducted in the 2015-2021 period revealed an 
average gap of 1.68 for principles 36-40. 

STRENGTHS: 

Current BCBL staff and the newly recruited R2-R3 researchers and PhD students benefit from two 
formal mentoring programs. The first consists in continuous mentorship regarding research 
activities and career progression. The Research Group structure at the BCBL makes this program 
more effective, since each researcher receives vertical mentorship from their Group Leader and 
transversal mentorship from Group members. Moreover, collective activities such as the Project 
Presentation Meeting are important mentoring actions specifically aimed at predoctoral and 
postdoctoral researchers. All BCBL researchers, including group leaders, attend the Project 
Presentation Meetings and give feedback on the scientific projects of each researcher. By combining 
traditional and group mentoring, we ensure wider representation between mentors and mentees. 

The second program consists in training and career development opportunities that offer 
researchers opportunities to secure external funding from national and international sources. Each 
Early and Mid-Career Researcher at the BCBL (postdoctoral fellows and staff members on the tenure 
track) are assigned two senior members to review and provide feedback on all grant applications. 
PhD students have two supervisors who guide them to acquire the appropriate theoretical, 
methodological and transversal skills. Finally and more informally, the BCBL also provides a vibrant 
and communal environment in which all researchers are actively involved in the day-to-day scientific 
activities of the center. This provides junior members with ample opportunities to seek advice and 
support at all stages of laboratory work and scientific levels. 

Other identified strengths are: 

 The size of the centre facilitates direct contact and cross-disciplinary interaction at any time. 
 Training in a wide variety of research techniques and tools. 
 Close relationship with the University of the Basque Country and access to its official training 

programme. 
 Continuous communication of job offers, funding opportunities and grants. 
 Active and dynamic HRS4R Working Group 
 Performance of BCBL activities is counted as PhD credits 

WEAKNESSES 

 Different supervision styles 
 Need to promote the co-teaching and co-training initiative and the official academic courses 

on offer. 

Please check action number 64 in the Action Plan. 
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Remarks (max 500 words) 

Additional comments about TRAINING AND DEVELOPMENT: 

The Gap Analysis conducted in 2015/2017 helped us to identify improvement areas in three of the 
categories related to Training and Development: 

Principle 36 Relation with supervisors and Principle 37 Supervision and Managerial: The internal 
analysis we performed showed that there was considerable scope for further improvement within 
this area. Actions were designed to solve the identified gaps. Additionally, during the 2016 
Improvement process, the HRS4R Working Group, together with the PhD Program Graduate Director 
and the Ombudsman Team, examined the supervision issue at the BCBL and came up with some 
extra recommendations that were included in the “BEING A  RESEARCHER AT THE BCBL”  document. 
This internal document outlines in more detail the working conditions, rights and duties of 
researchers R1-R4, the implementation and monitoring of their supervision, as well as the needed 
training and its evaluation. It is meant as an in-house-document, giving an overview of what the 
researcher may expect from the center and vice versa. Some examples of these extra 
recommendations are related to special cases such as the departure of supervisors and conflict 
resolution. 

Additionally, the Graduate Director is currently supervising the Supervisors’ training and coaching 
and the Scientific Director is performing an annual, agreed and recorded Supervisors’ evaluation 
based on a software tool we developed at the end of 2018. This web-based tool guarantees perfect 
timing, recording and monitoring of these evaluations. 

Principle 39 Access to research training and continuous development: Our research community 
demanded a more specific, structured and personal training programme. An internal brainstorming 
was carried out along with the researchers’ community, which had an interesting initiative as an 
outcome: the creation of a Knowledge and Skills database in our internal wiki, which includes a list of 
experts, skills and training needs. The database is coordinated by volunteers and internal training is 
organised accordingly. We still believe that a more ambitious scenario could be achieved. However, 
budgetary constraints are a handicap. 

Principle 40 Supervision: The gap analysis showed the importance of identifying a person at the 
BCBL to whom early-stage researchers could refer to regarding the performance of their professional 
duties. This gap was solved with the implementation of better-structured group meetings to ease 
interaction/discussion, identify training needs, and solve problems. Apart from that, we have 
promoted the service through which the Ombudsman Team helps early-stage predocs to reach both 
their professional and personal goals. 
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Have any of the priorities for the short- and medium term changed? (max 500 words) 
 

Due to the Covid-19 pandemic related restrictions in particular the legal lockdown, our short-term 
priorities became focused on the retention and wellbeing of our staff and minimising any negative 
repercussions for their career paths. To enable employees to work from home a strong investment 
in technical equipment was required. We purchased laptops, cameras, headsets and communication 
software to enable all our researchers and technical and administrative personnel to participate in 
remote video meetings. Our technicians completed extensive training during lockdown as part of 
their work responsibilities. Due to these generous implementations no-one lost any paid work time. 
In addition, contracts were extended for early career researchers who could not conduct their 
experiments, to assist with the curation of our long term environmental field data and to add them 
to our data bases. 

While school and care facilities were in lockdown employees with care obligations were granted 
additional paid leave. Early career scientists with fixed term contracts ending in 2020 received an 
extension of up to 6 months to compensate for project work time lost due to care obligations. 

 

 

Have any of the circumstances in which your organisation operates, changed and as such have had 
an impact on your HR strategy? (max 500 words) 
 

Since the beginning of the pandemic in March 2020, like many other centres, the BCBL has had to 
adapt to a new way of working. Initially, during lockdown, the centre had to close its laboratory 
facilities because we were not legally allowed to continue working with volunteer participants (being 
a neuroscience research centre, our studies are focused on participants who come to our centre to 
perform neuropsycholinguistic tasks in neuroimaging machines that record cerebral activity). This 
meant that researchers could not come to the centre to collect data in person during a period of 7 
months, so the centre had to adapt to the new situation. We had to reorganise our business 
strategies, aligning them with a new HR model adapted to the researchers, in which, above all, the 
aim was to maintain the centre’s scientific output level and the wellbeing of researchers. 

One of the researchers’ requests before the pandemic was to have more time and flexibility to work 
from home, particularly when their work was focused on data analysis or writing. Therefore, 
researchers were offered the option to work from home, and were advised to concentrate on tasks 
that did not require them to be in the laboratories, such as analysing data or scientific writing. The 
centre also supported researchers by providing more scientific editing resources to support them in 
these activities. Overall, work management was redirected towards tasks that did not require 
employees to be at the centre in order to maintain productivity and retain staff.  

68% of the researchers at BCBL are foreigners and they were offered the opportunity to work from 
their home countries in order to be with their families. We understood that this would help them 
cope better during the pandemic situation and improve their emotional wellbeing.  

Another challenge has been to digitise more processes, including enabling some studies to be 
launched online. This meant researchers could continue conducting simple studies with participants, 
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without needing them to come to BCBL in person. Currently, the centre offers the option of 
conducting studies in person and online, which enables us to reach participants from all over the 
world and also to prepare for any similar situation in the future. 

The centre has expanded its internal communication tools to be able to work in phygital 
environments where groups work simultaneously online and in person. This means we are also able 
to provide better tools for collaboration and work supervision. 

Overall, it has been two years of continuous adaptation in terms of HR, in which challenges and new 
actions have arisen, most of which have been addressed jointly by HR personnel, management, and 
research representatives, through the HRS4RWG. This process has enabled both groups to gain a 
better understanding of each other’s vision and needs. 

 

 

Are any strategic decisions under way that may influence the action plan? (max 500 words) 
 
There has been no significant strategic decision which might influence the action plan since the 
HRS4R strategy is one of the BCBL’s key strategic policies. It has been discussed and agreed with all 
BCBL members since its initial implementation, keeping a proactive attitude towards the continuous 
improvement of researchers’ working conditions, training, development and overall wellbeing. 
 

 

https://es.wikipedia.org/wiki/Phygital
https://es.wikipedia.org/wiki/Phygital
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3. Actions 
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The extended version of the reviewed HR Strategy for your organisation for the next 3 years, 
including the OTM-R policy must be published on your organisation's website.  

Please provide the link to the dedicated webpage(s) on your organisation's web site *:  

 
 
URL *: https://www.bcbl.eu/en/join-us/hr-strategy-hrs4r  
 

If your organisation has already filled in the OTM-R checklist in the Initial Phase, please also indicate 
how your organisation is working towards / has developed an Open, Transparent and Merit-Based 
Recruitment Policy. Although there may be some overlap with a range of actions listed above in the 
action plan (as emerged from the Gap Analysis), please provide a short commentary demonstrating 
the progress of the implementation versus the initial phase. 

 

  

https://www.bcbl.eu/en/join-us/hr-strategy-hrs4r
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Comments on the implementation of the OTM-R principles (Internal Review for Interim 
Assessment) 
 

The BCBL has recently defined and published its OTM-R policy, as an improvement of the recruiting 
procedures/web-based job calls platform designed and developed according to our management 
model when the center started activities back in 2010.  

We are convinced recruiting the best applicant, Open, Transparent and Merit-based Recruitment of 
researchers—and in general for all our staff—improves the effectiveness of our organisation and 
thus, our regional and national research systems. As a result, we believe implementing this 
methodology promotes optimal circulation of scientific knowledge.  

Open Recruitment guarantees the equal opportunities principle. Our recruitment processes respect 
diversity, promoting non-discrimination because of their race, colour, age, sex, marital status, 
ideology, political opinions, nationality, religion, sexual orientation, or any other personal, physical 
or social conditions among its professionals. Therefore job calls are widely published, both nationally 
and internationally.  

Transparent Recruitment at the BCBL is guaranteed by the establishment of monitoring indicators 
and the quality control check performed at the BCBL every time a job call ends.  

Merit-based Recruitment guarantees that applicants to any BCBL offer compete effectively for a job, 
based merely on their academic background, technical and professional skills, motivation, abilities 
and knowledge.  

The process of implementing OTM-R at the BCBL can be summarized as follows:  

1. The HRS4R group worked on the OTM-R check-list in July 2017. 
2. The former recruitment process and web-based platform for our calls—created in 2009—

was audited and compared to the OTM-R standards. The most relevant deviations were: 

    Advertising and application phase: 

        BCBL traditional job offers did not contain all the information OTM-R standards demand. 

        Feedback to all candidates was not included in our former process. 

        Selection committees differed from the optimal ones established in OTM-R. 

    Appointment phase: 

         Feedback to candidates and complaints mechanisms should be put in place. 

     General: 

         Quality control in OTM-R to be implemented. 

3.The results of the internal audit and calendar for the adaptation into the OTM-R standards were 
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communicated to the whole BCBL community in autumn 2017. 

4. The HRS4R Working Group concluded that an update on the BCBL web-based recruitment 
platform was necessary. A proposal was submitted to the Regional Government (call for Talent 
Attraction actions 2018) and funding was achieved for this challenging project. The web-based tool is 
currently being updated and, in the meantime, we are working manually in order to keep up with 
the OTM-R standards. 

 

 

Comments on the implementation of the OTM-R principles (Internal Review for Award Renewal) 
 

The BCBL has defined its OTM-R policy as an improvement of our recruitment procedures designed 
and developed within our management model. We are convinced that by ensuring that the best 
applicant gets recruited, Open, Transparent and Merit-based Recruitment of researchers improves 
the effectiveness of our organization and thus, our research program. As a result, we believe 
implementing this methodology promotes optimal creation and dissemination of scientific 
knowledge. Open Recruitment guarantees the equal opportunities principle. Our recruitment 
processes respect diversity, promoting non-discrimination due to reasons of race, colour, age, 
gender identity, marital status, disability, political opinions, nationality, religion, sexual orientation, 
or any other personal, physical or social conditions. Transparent Recruitment at the BCBL is ensured 
by the establishment of monitoring indicators and the quality control check performed at the BCBL 
every time a job call ends. Merit-based Recruitment guarantees that applicants for any BCBL job 
offer compete with equal opportunities, based solely on their academic background, technical and 
professional skills, motivation, abilities and knowledge. 

Access to BCBL positions and promotion is based purely on academic merit. We adhere to an Open, 
Transparent and Merit based recruitment policy (OTM-R), guaranteeing equal opportunities for all 
candidates. The BCBL has been actively recruiting, promoting, and retaining talent with both 
internally and externally funded fellowships through several calls, in line with our commitment to 
recruit the most outstanding personnel in order to become a world-class centre in our field. 

All our calls are managed through a web-based recruitment platform that has been developed 
thanks to competitive funding by the Gipuzkoa Regional Government (call for Talent Attraction 
actions 2018). This web-based tool has been designed in order to meet all the OTM-R standards so 
that our recruitment process now includes elements such as: all job announcements  include all the 
information demanded by the OTM-R standards; guaranteed automatic personalised feedback for all 
candidates, selection committees in place, operative complaint mechanisms and  quality control 
processes. 

 

 

  

https://www.bcbl.eu/en/join-us/otm-r
https://www.bcbl.eu/en/join-us/recruitment-process
https://www.bcbl.eu/en/join-us/recruitment-process
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4. Implementation 
 

General overview of the implementation process: (max. 1000 words) 
 

The BCBL has been continuously working on an active Action Plan  since its endorsement of the 
HRS4R process in 2015 and receipt of the award in 2017. After the assessment by the European 
Commission in 2019 the centre established several objectives regarding the action plan: 

 Implementing the assessors’ recommendations: 
o OTMR: Job offers on the e-recruitment platform now follow the OTM-R guidelines 
o The BCBL has created a new website which has a specific and more detailed section 

for HRS4R 

 Carrying out the 40 principles survey (only for researchers) every two years as an internal 
diagnosis. The participation rate is relatively high (47%) considering that it is voluntary. The 
aims of this survey are to: 

o Evaluate the situation regarding previously identified gaps and the effectiveness of 
the actions taken to solve those demands 

o Detect new demands/gaps 
o Evaluate the gaps between the scores for each principle regarding “How important 

the principle is for researchers” vs “How far the BCBL is from achieving excellence in 
it”. Evaluating these gaps enables the evaluators on the one hand to detect the 
principles that may be of most interest for researchers and on the other hand, 
identify the BCBL’s strengths, so that we invest our efforts efficiently and effectively 
in the future 

o Select the “Top 5” gaps which require greater attention 
o Decide new actions to meet researchers’ most recently identified needs 

 Holding an HRS4R WG (steering committee + working group) meeting every 3 months to 
evaluate the process and discuss possible new demands from researchers that may arise in 
between the official survey dates. These meetings are held more frequently at critical stages 
of the process. 

SURVEYS LAUNCHED FROM HR OMBUDSTEAM OR OTHER BCBL WORKING GROUPS 

Apart from the official 40 principles of the European Commission survey, BCBL launches additional 
initiatives and surveys to get feedback about researcher wellbeing at the centre. 

 General BCBL work atmosphere survey (for all staff) (bi-annual) 
o Contains some interesting topics not included on the HRS4R, such as: working 

conditions, salary, work resources and environment, personal development, work 
organisation, communication and participation, acknowledgement, gender and 
equality, and pride of belonging 

 “Returning to your normal place of work after the Covid-19 lockdown” survey: (exceptional 
during pandemic) (all staff) 

o Launched from the ombudsteam 

 Researchers’ emotional wellbeing survey (first internal diagnosis)(Action 63) 

https://www.bcbl.eu/en
https://www.bcbl.eu/en/join-us/hr-strategy-hrs4r
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o Created by and for researchers on a voluntary basis 

 CoPsoQ questionnaire: Questionnaire for the evaluation of psychosocial risks at work (all 
lab staff) 

o An external psychologist will coordinate this project in October 
2022   (Autumn’2022) (Action 63) 

o Analysis of the risk in different job positions at the centre (R1-R2-R3-R4 and non-
research personnel) 

 Ballot suggestion box: we receive one suggestion per year on average 

The information obtained from the researchers through all these initiatives is also discussed in the 
HRS4R WG because they all fall under the umbrella of the centre’s HR policies and require analysis 
from a global perspective. 

 

 

How have you prepared the internal review? * 
 

With the purpose of preparing the internal review, we have followed the same methodology as in 
previous years, which has been explained in the implementation process section. 

Several surveys have been launched and the HRS4R WG have analysed the survey results and also 
undergone a brainstorming session to discuss results and work together to identify and prioritise 
potential improvement actions in a SWOT analysis. 

All the members of the steering committee have also benefitted from the training and continuous 
updates provided in the European Commission’s HRS4R workshops. 

As a result of the whole process, the Action Plan is continuously updated, incorporating any ideas or 
suggestions from any of the working groups, especially from the HRS4R Working Group regular 
meetings. This means that we do not need to wait until the next biannual survey to adapt, update 
and expand the Action Plan, which is a truly active document. 

 

 

How have you involved the research community, your main stakeholders, in the implementation 
process? * 

The research community at the BCBL has actively participated in the implementation process. R1-R4 
researchers identify the gaps and weaknesses and play an important role in suggesting improvement 
actions in order to update the Action Plan. The HRS4R Working Group members guarantee that 
actions are carried out properly and as intended. 

We consider the researcher community to be very demanding and challenging but at the same time 
very active and participative in the centre’s good atmosphere and continuous development. 
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From the BCBL’s general HR perspective, the researchers are the core of the BCBL’s output and 
talent and all the centre’s departments have been created to support the researchers. 

There are several sources of evidence to demonstrate their involvement in the HRS4R 
implementation process: 

1-Focus Groups and committees: The BCBL’s democratic leadership style enables researchers to 
create focus groups to discuss continuous improvement actions, in which participation is voluntary. 
These focus groups, which report their diagnosis and needs to the HRS4R WG, include: 

o Ombudsteam 
o Kitchen committee 
o Recycling committee 
o Mental health and wellbeing committee 
o Ethics committee 
o Equality WG 

2-Surveys: The BCBL believes that the administration of surveys is the most objective way to 
measure researchers’ needs, our strengths and weaknesses, and the outcomes of measures taken to 
improve the centre. All the surveys at the BCBL have closed questions and spaces for comments 
where we encourage researchers to explain their needs. The quantitative data enables us to conduct 
objective statistical analysis whereas the qualitative data helps us to understand researchers’ 
situations and receive suggestions for improvements. In addition to the HRS4R survey, as seen in the 
implementation section above, the centre launches several HR-related surveys as multi-perspective 
consultation tools for researchers. 

3-Researchers’ involvement and functions in the HRS4R WG: Since the beginning of the process, it 
was made clear that the stakeholders of the strategy would be the researchers and so they needed 
to have the majority representation in this group (six of the nine members of the HRS4R WG are 
research personnel). Their functions and commitments are as follows: 

o Help the non-research personnel in the group understand researchers’ demands and 
situations 

o Represent all researchers in their stage (R1-R4) and give them bidirectional feedback 
about the process 

o Help interpret the survey results 
o Work on defining actions to solve researchers’ demands 
o Inform the group about new demands arising in between the official survey dates 
o Be HRS4R ambassadors among all researchers at the centre 

This reflects how, on the one hand, the institution includes researcher participation in our 
continuous development plans, and, on the other hand, the research-oriented nature ofthe centre’s 
HR policies. 
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Do you have an implementation committee and/or steering group regularly overseeing progress?  

The BCBL is a small research centre where all staff members know each other and all researchers 
and administrative/management employees work on the same building floor. This creates a familiar 
working environment, where any researcher can formally or informally talk to any member of the 
HRS4R WG in person and even directly to the general manager. 

The HRS4R WG is comprised of all the members of the steering committee plus one or two 
researchers of each stage R1-R4. The steering committee members have remained the same since 
the beginning of the process, whereas there have been member changes among the researcher 
representatives, largely due to the ending of fixed-term contracts. 

Membership in the group is voluntary and open once a year to the whole researchers collective. The 
centre aims to maintain a balanced group regarding gender and nationality but its final composition 
is subject to the voluntary candidatures received each year. 

The “Steering Committee” is composed of management/administration members. 

Functions of the group:  

o Analyse all the acquired data 
o Inform researchers about the survey results 
o Receive training in HRS4R via the European Commission’s training sessions and then 

provide internal training to the HRS4RWG members on these topics 
o Lead the HRS4R meetings and ensure the implementation of the actions and 

monitoring of the process 
o Understand researchers needs at different stages of their researcher career 
o Evaluate the viability of the actions discussed by the WG 
o Complete the written assessments 
o Embed the HRS4R process into the centre’s general HR policies, vision and 

procedures. 

The “HRS4R Working Group” is composed of the members of the steering committee and 
researcher representatives. The functions of this group are listed on the previous point. 

The HRS4R WG meets every 3 months on a regular basis and more frequently at certain key 
moments of the HRS4R process such us pre/post bi-annual survey and assessment and renewal 
periods. The aim of the periodical ordinary meetings is to evaluate the process situation, check the 
deadlines of the pending actions and discuss possible new demands from researchers that may arise 
in between the official survey dates. 

The HRS4R Working Group organises an annual workshop dedicated to HRS4R, open to the whole 
research community at the BCBL. The aims of the workshop are to keep every researcher up to date 
on the centre’s HR activities, receive feedback on the HR procedures and extend the HRS4R spirit to 
all newcomers. 

In the remarks section there is a table which shows the composition/members of the HRS4R WG 
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Is there any alignment of organisational policies with the HRS4R? For example, is the HRS4R 
recognized in the organisation’s research strategy, overarching HR policy 
 

As expressed within this document, there are several actions, committees and policies that are very 
closely aligned with the working method of the HRS4R WG and the topics it addresses. These are all 
analysed individually and within an HR global vision as well. 

The democratic leadership of the BCBL enables all bcblians to be innovative and creative in their 
ideas for improvements. It invests equally in the talent of its HR personnel, who attend workshops 
and formal training sessions on the latest trends within HR strategies for researchers and non-
researchers. Its members are specialized in equality and conciliation management with the aim of 
BCBL being a “family-responsible enterprise”. 

The BCBL is a “SOMMa” Equality member, an alliance in which equality representatives of each 
Excellence Research Centre in Spain meet to share good practices in matters of gender equality in 
research. In addition to this initiative, the centre is involved in the local councils’ initiative 
“Erantzunkide Sarea” (link not available in the English version of the website) which is an HR Award 
style improvement process oriented towards gender and other types of equality processes and 
conciliation and flexibility measures to facilitate professional and personal life balance. 

Furthermore, all the members of the HRS4R WG are also members of the BCBL’s Equality WG. The 
BCBL promotes the equality of opportunities between men and women at different life stages, 
welcoming any experienced researcher from around the world. 

The BCBL developed a Plan for Gender balance, Equal Opportunities and Conciliation in the context 
of a collaboration project coordinated by the Gipuzkoa Government 
(https://www.gipuzkoa.eus/es/web/etorkizunaeraikiz/-/kontziliazioa-eta-berdintasuna) in order to 
achieve a favourable environment that facilitates the conciliation of the personal and work lives of 
the team, in the sense established by law and the BCBL’s internal policies. 

As evidenced throughout this document, the BCBL has a strong vocation for HR matters and invests 
a lot of time and effort in creating and maintaining a pleasant work environment. On weekdays, we 
spend approximately half of our waking hours at work. Don’t we deserve to work at a happy 
enterprise? We are proud to say we do! 

 

 

How has your organisation ensured that the proposed actions would be also implemented? * 
 

Before making the decision to establish any new action, the HRS4R and the steering committee 
follow the process described below: 

o Discuss the possible actions as a group, comparing the researchers view with the 
organisational view 

o Select the most appropriate actions to solve a specific gap (not ambiguous or 
generic) 

o Check the viability of the action regarding financial issues, HR policies, ethical 
aspects and legal issues 

https://www.somma.es/
https://www.gipuzkoa.eus/es/-/abian-da-erantzunkide-sarea
https://www.gipuzkoa.eus/es/web/etorkizunaeraikiz/-/kontziliazioa-eta-berdintasuna
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o Consider the risks of establishing each action: expected success, possible 
complaints, predicted time and effort for researchers and HR personnel, 

o Select SMART actions: Specific, Measurable, Achievable, Relevant and Timely. Since 
2019, almost every action in the Action Plan has a numeric target and a 
measurable indicator. 

o Link realistic targets with their appropriate indicators and think of possible future 
evidence which will enable the fulfilment of the action to be measured 

o Establish and commit to accomplish the due dates for each action 
o Identify the person/people in charge of each action 

Considering all aspects through these steps increases the likelihood of successful outcomes of the 
implementation processes because the major risks have been already evaluated. Nonetheless, there 
are some actions which have not been as successful as expected. 

Every three months at the HRS4R WG meetings the general director shows the Action Plan 
spreadsheet and all the group checks the status of each action. 

As with other HR processes at the centre, we follow the Continuous Improvement PDCA 
(Plan>Do>Check>Act) method to ensure that the proposed actions have been implemented. 

 
 

How are you monitoring progress (timeline)? * 
 

The group maintains a complex Action Plan spreadsheet in which information regarding 
indicators/targets/due deadline and responsible unit is entered for each action. This document is 
considered to be permanently “active” as we believe we can never consider the action plan fully 
completed. Some actions are short term whereas others are long term or to be conducted 
periodically. New actions are continuously created as we do not only attend to the demands 
received via the survey but also welcome suggestions and solutions to problems that may arise at 
any time. 

As can be seen in the Excel document ( Updated Action Plan June 2022 ), we highlight pending 
actions in three different colours: 

o Red: action yet to be initiated > Pending 
o Yellow/Orange: partially completed action > In progress 
o Green: completed action > Completed 

All the HRS4R meetings start by the group analysing the progress of the actions in the spreadsheet. 
We also consider the due dates and targets to help us decide whether the action has been successful 
in solving the problem it was designed to address. This is why we never consider all the gaps/actions 

https://www.bcbl.eu/sites/default/files/hrs4r_action_plan_bcbl_june_2022.pdf
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as “fully completed” because some actions that we have taken in the past were not successful and 
new ones had to be deivised to solve the same gap. An example is the case of Actions 24 and 48 
(Vitae) which researchers considered was not adequate to meet their needs. 

 

 

How will you measure progress (indicators) in view of the next assessment? * 

We determine indicators for every action we implement, for which we establish target values. This 
facilitates monitoring and evaluation of the progress and impact of our actions. 

We base our Action Plan on the Gap analysis, from which we select the Top 5 Principles to work on, 
assigning indicators to each one. The target value we set for each principle is always lower than the 
Gap obtained in the survey so that we are continuously improving through our efforts to reduce the 
Gap perceived by researchers between the current and the optimal situation for the Principles that 
are most important to them. 

 

How do you expect to prepare for the external review? * 
 
With the purpose of getting ready for the external review/site visit, the HR team and the HRS4R 
Working Group will follow the Guides for Site Visits provided by the European Commission. This 
means that we will prepare all the required information prior to the visit and the agenda for the 
visit.  We will create a presentation of the institution, explaining the national context and our HRS4R 
process from 2016 onwards. We will also organise the participation of a representative group of our 
R1-R4 researchers to take part in the site visit and interviews with the EU appointed assessment 
team. We will make it clear to all researchers that we will respect their privacy in discussing their 
work environment with the assessment team and that we value their honest opinions. 

If a remote visit is planned, our IT team will support us with the technical arrangements. If an on-site 
visit is organised, the BCBL team will be delighted to host the assessment team and will work hard to 
make their visit comfortable and convenient. 

We are really looking forward to this site visit and will ensure the assessment team can visit all our 
researchers and facilities because receiving external feedback will guarantee the successful progress 
of our HRS4R process and policies. 

 

Additional remarks/comments about the proposed implementation process: (max. 1000 words) 
 
In Sum: To build a dynamic HRS4R and related action plan, we have performed four consultation 
processes since 2015 (one every two years; the most recent one in December 2021) in order to 
identify gaps and learn more about our weaknesses. The methodology we follow for the gap analysis 
is a survey which consists of a description of the 40 Principles of the Charter. All BCBL researchers 
are invited to rate the importance of each of the Principles of the Charter for them and how far the 
BCBL is from achieving each principle, on a scale of 1-10. The size of the gap is determined by the 
discrepancy between their importance rating and our performance rating. 
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ANNEX – DEC’2021 PRESENTATION (GENERAL MEETING ABOUT HRS4R STATUS) 
 

 

 



0 dalcala@bcbl.eu 

Annual meeting about people satisfaction, human resources strategy, 

policies, and action plan 

December 16th   2021 



 People Satisfaction Survey 

 HRS4R & HR Award 

–      Brief intro, timeline & current situation 

–      HRS4R Survey results 

–      Gap analysis 

–      Action Plan 

 Questions and Answers 

Summary 



 
 

PEOPLE SATISFACTION SURVEY 

GENERAL SURVEY 2021 (ADMIN/LABS/OT/RESEARCH STAFF): PARTICIPATION 

Objective : The aim of this survey is to obtain information about the work environment at BCBL and elicit the satisfaction level 
related to different aspects of the work activity. 
 

 
 
 
 
 
 
 
 

 
 
 

Measured categories: 
1. Working Conditions   6. Communication and participation 
2. Salary    7. Acknowledgement 
3. Work resources and environment 8. Gender and Equality 
4. Personal development  9. Pride of belonging 
5. Work organization   10. Overall evaluation 
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62received answers, 61%  participation 



 
 

PEOPLE SATISFACTION SURVEY 

GENERAL SATISFACTION 

0

1

2

3

4

5

2010

2011

2012

2013

2014

2015

2017

2019

2021

                



PEOPLE SATISFACTION SURVEY 
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Most of the comments related to Training  
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 People Satisfaction Survey 

 HRS4R & HR Award 

–      Brief intro, timeline & current situation 

–      HRS4R Survey results 

–      Gap analysis 

–      Action Plan 

 Questions and Answers 

Summary 



HRS4R AND THE HR AWARD: Brief reminder 
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The EUROPEAN CHARTER & CODE (C&C) includes: 

European Charter for Researchers: List of general principles, requirements, roles, and responsibilities both for researchers and 

institutions. 

Code of Conduct for the Recruitment of Researchers: Standard rules for a transparent recruitment and selection process. 

The HR Excellence in Research award identifies the organizations as providers and supporters of a stimulating and favourable 

working environment for researchers and bringing several benefits for Researchers and for the Institutions. 



HRS4R AND THE HR AWARD: Brief reminder 
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HRS4R WORKING GROUP 
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Eskerrik asko    !!! 

Our Working Group’s meeting notes are available at: 
https://wernicke.bcbl.local/wiki/index.php/HRS4R_Working_Group  



HRS4R Survey results (ONLY RESEARCH STAFF) 
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                              Participation 
Response rate: 

70% 

57% 

2021 

2021 

2019 

2017 

47% 



HRS4R Survey results 
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                            Gap analysis 2021 

HOW FAR STAFF SCIENTISTS VS POSTDOC VS PREDOC
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HRS4R Survey results 

 

18 

                  Gap analysis > Agreed strategy to act: Top 5 Gaps (Top 5+1 this time, because the 6th principle appears in the last 3 surveys)  

It could have been: top ranked principles , most important principles, lowest scored principles, etc. 

2021 



HRS4R Survey results 
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                   Gap analysis > Evolution 2017 – 2019 - 2021 2021 

Agreement How Far Gap Agreement How Far Gap Agreement How Far Gap
1-Research Freedom 8.61 7.83 0.78 1-Research Freedom 8.54 7.74 0.79 1-Research Freedom 8.66 8.22 0.44
2-Ethical 9.62 8.68 0.94 2-Ethical 9.79 9.13 0.67 2-Ethical 9.77 9.09 0.68
3-Prof. Responbility 9.36 8.08 1.28 3-Prof. Responbility 9.32 8.05 1.27 3-Prof. Responbility 9.14 7.83 1.31
4-Prof Attitude 9.06 8.16 0.90 4-Prof Attitude 9.22 8.15 1.06 4-Prof Attitude 9.11 8.20 0.91
5-C&Legal Obligations 8.88 7.93 0.94 5-C&Legal Obligations 9.32 8.05 1.26 5-C&Legal Obligations 8.87 7.78 1.09
6-Accountability 9.40 8.77 0.64 6-Accountability 9.55 8.14 1.42 6-Accountability 9.43 7.97 1.46
7-Good Practice 9.62 9.15 0.47 7-Good Practice 9.59 8.84 0.75 7-Good Practice 9.45 8.06 1.39
8-D&E Results 9.28 8.79 0.49 8-D&E Results 9.29 8.42 0.87 8-D&E Results 9.29 8.03 1.26
9-Public Engagement 9.60 9.04 0.56 9-Public Engagement 9.54 8.81 0.73 9-Public Engagement 9.40 8.15 1.25
10-Non Discrimination 9.84 9.08 0.76 10-Non Discrimination 9.97 9.59 0.38 10-Non Discrimination 9.74 8.75 0.99
11-Evaluation Systems 9.42 8.20 1.22 11-Evaluation Systems 9.03 8.03 1.00 11-Evaluation Systems 9.23 6.66 2.57
12-Recruitment 9.43 8.27 1.17 12-Recruitment 9.49 8.61 0.88 12-Recruitment 9.50 8.41 1.09
13-Recruitment C. 9.43 8.46 0.97 13-Recruitment C. 9.61 8.19 1.42 13-Recruitment C. 9.62 8.52 1.10
14-Selection 9.22 8.38 0.83 14-Selection 8.97 8.44 0.54 14-Selection 9.07 8.00 1.07
15-Transparency 9.52 7.44 2.09 15-Transparency 9.54 7.75 1.79 15-Transparency 9.41 8.00 1.41
16-Judging 9.55 8.54 1.00 16-Judging 9.70 8.28 1.43 16-Judging 9.48 7.81 1.67
17-Chrono CV 9.52 8.54 0.98 17-Chrono CV 9.41 8.63 0.78 17-Chrono CV 9.42 7.56 1.87
18-Mobility C 9.43 9.20 0.22 18-Mobility C 9.53 8.94 0.59 18-Mobility C 9.11 8.85 0.26
19-Qualifications 9.24 8.43 0.82 19-Qualifications 9.26 8.85 0.41 19-Qualifications 9.30 8.48 0.81
20-Seniority 9.47 8.71 0.75 20-Seniority 9.25 8.67 0.58 20-Seniority 9.19 8.22 0.97
21-Postdoc Appointment 9.52 8.53 1.00 21-Postdoc Appointment 9.50 8.33 1.17 21-Postdoc Appointment 9.37 7.59 1.78
22-Recognition Prof 9.71 8.61 1.11 22-Recognition Prof 9.62 8.05 1.57 22-Recognition Prof 9.69 6.81 2.88
23-Research Environment 9.50 8.39 1.11 23-Research Environment 9.71 8.24 1.46 23-Research Environment 9.32 8.12 1.21
24-Work Conditions 9.72 8.65 1.07 24-Work Conditions 9.86 9.11 0.75 24-Work Conditions 9.76 8.69 1.07
25-Estability 9.61 7.11 2.50 25-Estability 9.89 6.69 3.20 25-Estability 9.76 6.88 2.88
26-Salaries 9.57 7.96 1.61 26-Salaries 9.73 7.64 2.09 26-Salaries 9.76 6.62 3.14
27-Gender B 9.57 8.30 1.27 27-Gender B 9.54 8.50 1.04 27-Gender B 9.74 8.31 1.43
28-Career Development 9.34 7.28 2.06 28-Career Development 9.30 6.51 2.78 28-Career Development 9.30 7.15 2.15
29-Mobility V. 9.31 8.56 0.75 29-Mobility V. 9.20 7.81 1.39 29-Mobility V. 8.76 8.42 0.34
30-Career Advice 9.63 7.48 2.15 30-Career Advice 9.63 7.12 2.51 30-Career Advice 9.56 7.54 2.02
31-Property Rights 9.50 8.17 1.33 31-Property Rights 9.40 8.43 0.97 31-Property Rights 9.32 7.64 1.68
32-Co-authorship 9.57 8.11 1.45 32-Co-authorship 9.79 8.24 1.55 32-Co-authorship 9.52 7.56 1.96
33-Teaching 9.55 7.41 2.14 33-Teaching 9.55 7.11 2.45 33-Teaching 8.74 6.94 1.80
34-Complaints 9.61 8.13 1.49 34-Complaints 9.81 8.52 1.30 34-Complaints 9.64 7.04 2.60
35-Decision Making 9.59 7.20 2.39 35-Decision Making 9.73 7.29 2.44 35-Decision Making 9.64 7.40 2.24
36-Relation Supervisors 9.60 7.78 1.82 36-Relation Supervisors 9.58 7.86 1.72 36-Relation Supervisors 9.68 7.76 1.92
37-Supervision & Managerial 9.63 7.98 1.65 37-Supervision & Managerial 9.69 8.06 1.64 37-Supervision & Managerial 9.60 7.64 1.96
38-Profesional Development 9.67 8.39 1.29 38-Profesional Development 9.47 8.19 1.28 38-Profesional Development 9.56 7.92 1.64
39-Training 9.60 8.11 1.48 39-Training 9.65 7.97 1.68 39-Training 9.52 7.84 1.68
40-Supervision 9.68 8.17 1.51 40-Supervision 9.75 7.83 1.92 40-Supervision 9.64 7.68 1.96
AVERAGE 9.47 8.25 1.22 AVERAGE 9.51 8.17 1.34 AVERAGE 9.40 7.85 1.55

2017 2019 2021

Very good score yet ! 
But slowly decreasing.... 



Action Plan 2021/2022 
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From HRS4R Survey, special focus needs to be placed in the TOP 5+1 GAPS: 

Evaluation System: Employers and/or funders should introduce for all researchers, including senior researchers, evaluation/appraisal systems 

for assessing their professional performance on a regular basis and in a transparent manner by an independent (and, in the case of senior 

researchers, preferably international) committee. 

Recognition of the Profession: All researchers engaged in a research career should be recognized as professionals and be treated accordingly. 

This should commence at the beginning of their careers, namely at postgraduate level, and should include all levels, regardless of their 

classification at national level. 

Stability: Employers and/or funders should ensure that the performance of researchers is not undermined by instability of employment 

contracts, and should therefore commit themselves as far as possible to improving the stability of employment conditions for researchers, thus 

implementing and abiding by the principles and terms laid down in the EU Directive on Fixed-Term Work. 

 

 



Action Plan 2021/2022 
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From HRS4R Survey, special focus needs to be placed in the TOP 5+1 GAPS: (cont.) : 

Funding and Salaries: Employers and/or funders of researchers should ensure that researchers enjoy fair and attractive conditions of funding and/or salaries with 

adequate and equitable social security provisions (including sickness and parental benefits, pension rights and unemployment benefits) in accordance with 

existing national legislation and with national or sectoral collective bargaining agreements. This must include researchers at all career stages including early-stage 

researchers, commensurate with their legal status, performance and level of qualifications and/or responsibilities. 

Complaints: Employers and/or funders of researchers should establish, in compliance with national rules and regulations, appropriate procedures, possibly in the 

form of an impartial (ombudsman-type) person to deal with complaints/appeals of researchers, including those concerning conflicts between supervisor(s) and 

early-stage researchers. Such procedures should provide all research staff with confidential and informal assistance in resolving work-related conflicts, disputes 

and grievances, with the aim of promoting fair and equitable treatment within the institution and improving the overall quality of the working environment. 

Participation in decision making bodies: Employers and/or funders of researchers should recognize it as wholly legitimate, and indeed desirable, that researchers 

be represented in the relevant information, consultation and decision-making bodies of the institutions for which they work, so as to protect and promote their 

individual and collective interests as professionals and to actively contribute to the workings of the institution. 

 

 

PRINCIPLE 
34 

PRINCIPLE 
35 



Tracking of Action Plan 2020/2021: 
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• 15 Actions were planned for 202/2021 Action Plan:  
• 14 were “Completed” 
• 1 is “In progress” 

 
 



Tracking of Action Plan 2020/2021: 

23 

 
Soft Skills for researchers: 
• BCBL started July’2019 > Non successful 

experience. Little interest from researchers 
• Kept on working on it > Interactive poster  

developed on 2021 (QR poster with VITAE's info 
to ease the access to the Soft Skills). >> This 
deserves a dedicated Lab meeting 

• European Commission is adding this “Soft Skills” 
training wheel to the HRS4R strategy and award, 
for any HR logo holder  Institution: 

 
 
 

 



Tracking of Action Plan 2020/2021 
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Another significative action from Action Plan 2020/2021 has been the “Exit Survey” 

 

 

 

 

 

 

 

Answers from 34 ex-bcblians 

WHAT IS YOUR DEGREE OF SATISFACTION WITH THE FOLLOWING ASPECTS OF THE 

BCBL AND WITH YOUR JOB HERE? SALARY 
WHAT IS YOUR DEGREE OF SATISFACTION WITH THE FOLLOWING 

ASPECTS OF THE BCBL AND WITH YOUR JOB HERE? FORMATION

WHAT IS YOUR DEGREE OF SATISFACTION WITH THE FOLLOWING ASPECTS OF THE 

BCBL AND WITH YOUR JOB HERE? WORK ENVIRONMENT
WHAT IS YOUR DEGREE OF SATISFACTION WITH THE FOLLOWING 

ASPECTS OF THE BCBL AND WITH YOUR JOB HERE? WORK LOAD



Tracking of Action Plan 2020/2021 > Exit Survey 
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WHAT IS YOUR DEGREE OF SATISFACTION WITH THE FOLLOWING ASPECTS OF THE 

BCBL AND WITH YOUR JOB HERE? SOCIAL BENEFITS
WHAT IS YOUR DEGREE OF SATISFACTION WITH THE FOLLOWING ASPECTS OF THE 

BCBL AND WITH YOUR JOB HERE? POSSIBILITY OF PROMOTION

WHAT IS YOUR DEGREE OF SATISFACTION WITH THE FOLLOWING ASPECTS OF THE 

BCBL AND WITH YOUR JOB HERE? RELATIONSHIP WITH COLLEAGUES
WHAT IS YOUR DEGREE OF SATISFACTION WITH THE FOLLOWING 

ASPECTS OF THE BCBL AND WITH YOUR JOB HERE? RECOGNITION



Tracking of Action Plan 2020/2021 > Exit Survey 
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WHAT IS YOUR DEGREE OF SATISFACTION WITH THE FOLLOWING ASPECTS OF THE 

BCBL AND WITH YOUR JOB HERE? TEAMWORK
WHAT IS YOUR DEGREE OF SATISFACTION WITH THE FOLLOWING ASPECTS OF THE 

BCBL AND WITH YOUR JOB HERE? RELATIONSHIP WITH SUPERIORS



Tracking of Action Plan 2020/2021 > Exit Survey 
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Good atmosphere
Flexibility
The opportunity to meet people dedicated to this field
Companionship
Schedule
 Work atmosphere and schedule
Training and new techniques
Prestige
 Superiors’ trust towards workers (autonomy and flexibility)
 Dinamism
 Resources
 Lab support
Infrastructure and facilities
Expertise of permanent staff
Collaborations with different people working on different aspects of language
Facilities
Excellent researchers from multiple disciplines
Training programme (lab meetings, project presentations etc.)
Full support on writing project proposals and excellent feedback
Promotion of healthy work-life balance

WHICH ARE, IN YOUR OPINION, BCBL’S THREE MAIN STRENGTHS?



Tracking of Action Plan 2020/2021 > Exit Survey 
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Lack of communication among different parts of the center
Low salaries compared to many other centers & universities in other countries
Lack of job continuity and stability, but that is just inherent to science jobs more generally.
Hierarchical organization

Small reproducibility/ open science policies implemented

There is margin for improvement in supporting new career development plans
Some difficulties with addressing conflictive issues in the company.
Lack of communication
Virtually no teamwork in research terms

WHICH ARE, IN YOUR OPINION, BCBL’S THREE MAIN WEAKNESSES?



Tracking of Action Plan 2020/2021 > Exit Survey 

29 Thank you for your feedback! It really helps us to improve! 



Action Plan 2022/2023 
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As off now, 19 

Actions related to 

Top 5+1 Gaps 

have been planned 

for 2022/2023 

(some are already 

completed !) 

 

 



 HRS4R & HR Award 

–      Brief intro, timeline & current situation 

–      HRS4R Survey results 

–      Gap analysis 

–      Action Plan 

 Questions and Answers 

Summary 



Next steps 

32 

HRS4R Action Plan: HRS4R WG along 1Q’2022 > Develop detailed actions, deadlines and responsibles > Implement actions along 2022-
2023, mainly focused on Evaluation System, Recognition of the Profession, Stability, Funding and Salaries, Complaints  and Participation 
in decision making bodies 

From the Exit Survey: Work on Recognition of the Profession and Promotion (Supervision ) 

Lab meeting dedicated to Soft Skills’ wheel 

HR award renewal: 3Q’ 2022 

Other HR related initiatives > Hot Desking Strategy: 

14 employees have answered positively (6 of them, researchers) 

From the 6 researchers, only one’s contract lasts more than 1 year > No worth  

However: the space issue remains specially in Summer time, and for Predocs (employees + visitors) joining us on Fall 2022 and next 
courses (Severo Ochoa FPI, BFI, Caixa Inphinit, etc.) 

We are wasting resources because we have no space for newcomers/visitors at the same time that the BCBL is empty. 

No additional spaces are available at the building. 

We have to look for a Post pandemic solution. It does not have to be a single solution, but we can try to combine different 
alternatives: more seats and tables, switch shifts (MWF – TTh or AM/PM) , hot desking... 

 

 



Questions, suggestions and discussion… 
 
 

This presentation is available in our wiki,  at: 
https://wernicke.bcbl.local/wiki/index.php/BCBL_General_Meetings 

33 



Thank you! 

Eskerrik asko eta Gabon Zoriontsuak! 

 

Wishing to see you all at 

 NEXT RETREAT  ! 
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