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1. Introduction 

The University of Bedfordshire (UoB) received the European Commission HR Excellence in Research Award in 
2013. The award recognises our commitment to supporting the career development of researchers in 
accordance with the Concordat to Support the Career Development of Research Staff (the Researcher 
Development (RD) Concordat). An eight-year review of the award and the related RD Concordat action plans 
for 2019-21 and 2021-23 took place in 2021. The eight-year review panel report in July 2021 noted the 
progress made since the six-year review and requested further updates to the 2021-23 action plan, particularly 
regarding actions delayed due to the pandemic and changes in senior management. This report provides the 
context to the further updates to the 2021-23 Action Plan. It also outlines the significant strategic 
developments that have occurred in 2021-2022 at the UoB resulting in significant changes in the policies and 
processes that enable the development of researcher careers and the engagement of the researcher 
community. Key recent changes include the launch in 2021 of Transforming Bedfordshire, UoB’s new strategy 
followed in 2021-22 by a series of delivery strategies including a People and Culture Strategy and a Research 
and Innovation (R&I) Strategy. These strategies covering the period 2022-26 will enable and equip our 
researchers and their managers with the knowledge, skills, and experience to develop excellent and rewarding 
researcher careers. 

2. Institutional context	

UoB has a vibrant student community that includes around 18,000 students from over 100 countries. We are 
a leader in expanding educational opportunity, with more than 40% of our students coming from families with 
no history of participation in higher education and over half from minority ethnic backgrounds. In 2021, we 
were named by the Sutton Trust as one of England’s Top 25 universities to have successfully contributed to an 
increase in social mobility amongst disadvantaged young people in England.  

In 2022, UoB comprised 475.3fte academic staff employed in four faculties that contain 12 schools. This report 
and our action plans in keeping with the RD Concordat define researchers as the 17.0fte academic staff with 
primary responsibility for research who are mainly research assistants, officers, and fellows. The audience for 
the action plan, however, is inclusive across UoB and includes our 284 postgraduate research students and 
the 393.7 fte academic staff on teaching and research contracts. Early Career Researchers (ECRs) are defined 
as academic staff within 8 years of a PhD award or similar professional qualification. The action plans include 
certain actions and success measures relating to all academic staff, but a significant number of actions are 
focussed specifically on the development and engagement of researchers. Our commitment to developing 
UoB staff is indicated by our Positive About Disabled People and Stonewall accreditation. Around a quarter of 
our staff are from minority ethnic groups and we are currently applying for the Race Equality Charter Mark.  

The new UoB Vice Chancellor appointed in 2019 recognised the need to address some key human resource 
issues and subsequently appointed a Pro Vice Chancellor R&I and a Director of People and Culture, both of 
whom have further strengthened our strategic oversight of the RD Concordat and the career development of 
researchers. The new Pro Vice Chancellor R&I has overseen the development of the 2022-26 R&I Strategy that 
has been approved by Academic Board. The development of the R&I strategy included consultation events 
such as town hall meetings, away days and focus groups that engaged the researcher community. The R&I 
Strategy has specific commitments to researcher career development that are aligned with changes made to 
the action plan since the eight-year review to increase the actions focussed on researchers. These strategy 
commitments include an expansion in training and mentoring, the development of new career pathways, the 
improvement of the conditions of staff on researcher contracts and the development of new equality, 
diversity, and inclusion reporting systems. The delivery of the commitments has already begun with the Vice 
Chancellor’s Executive Group agreeing in March 2022 to increase the annual leave entitlement of researchers 
to align with that of UoB Professors and sector norms.  
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A revised governance structure set out below will implement the R&I Strategy and includes new components 
to strengthen the voice and representation of researchers.  

 

The newly established RD Concordat Committee will monitor the implementation of the RD Concordat Action 
Plan, evaluate progress and suggest future changes. Reports and minutes from the RD Concordat Committee 
are a standing item on the R&I Board. The committee is chaired by the Head of Research Development and 
membership includes ECRs, researchers, Human Resources staff and the Pro Vice Chancellor R&I. The new 
Postgraduate Researcher Representatives Committee will bring together the student representatives so they 
can report directly to the R&I Board, as well as to the Research Institute committees of which they are also 
members. The R&I membership includes representatives of researcher staff and postgraduate researchers. 
Researchers are represented on the Research Institute Committees in institutes where these staff are 
employed. These governance changes will ensure the researcher community is closely engaged with the 
implementation and monitoring of the RD Concordat and the R&I Strategy goals and commitments. Our 10 
Research Institutes that are the focus of research excellence and expertise in UoB deliver a vibrant research 
environment and culture for our researchers. All postgraduate researchers and researchers are members of 
an institute where they engage with discipline-specific training, professional development activities, seminars 
and conferences. The institutes also provide mentoring for researchers and our research mentoring scheme 
is aligned with the UoB mentoring programme for all staff which, as part of induction, ensures new staff are 
allocated a mentor.  

Researchers also benefit from two University-wide research skills and professional development programmes. 
The Researcher Skills Development Programme developed and overseen by the Head of Research 
Development provides focussed sessions representing the four quadrants of the Vitae RDF. The programme 
(currently comprising over 30 sessions) is tailored to a range of skill proficiency levels, from PGR students to 
ECRs and mid-career researchers. The R&I Services team deliver the Professional Practitioner Programme, a 
rolling programme run through the year based on a series of forty-five minute briefings that progressively 
build knowledge and skills in key areas of research and innovation activity. Actions in the 2021-23 plan include 
bespoke Researcher Skills Development Programme sessions designed specifically for researchers and their 
managers. 
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The new People and Culture Strategy has outcome commitments focussed on the University, Leaders and 
People that align closely with the Institutions, Managers, and Researchers structure of the RD Concordat 
Action Plan. A number of the initiatives developed for all academic staff as part of the implementation of the 
People and Culture Strategy have been incorporated into the RD Concordat Action Plan, but with success 
measures specifically focussed on the researcher community. Human resources through the Continuing 
Professional Development (CPD) Framework for Academic Staff oversee the CPD opportunities and time 
allocations identified by academic staff and their line managers in annual and six-month Personal 
Development Review meetings.  In the last two years, UoB has invested in the central provision of CPD such 
as a new Academic Leadership Programme. This new investment is designed to ensure fairness and 
transparency in CPD for staff. All internal training and CPD opportunities are advertised in our Learning and 
Development Catalogue. 

3. The Evaluation and Action Plan Development Process 

The evaluation and development of the 2019-21 and 2021-23 Concordat action plans has been undertaken in 
two phases: the first in 2020-21 prior to the eight-year review, and the second in 2021-22 after receipt of the 
eight-year review panel report. In the first phase, the evaluation was framed by the UoB focus on the research 
environment during the REF cycle and the development of a self-sustaining research infrastructure.  As in 
previous years, the former Research and Knowledge Exchange Committee evaluated the RD Concordat Action 
Plan twice a year. The Head of Research Development led the evaluation by compiling information on the 
progress made through the academic year and presented the findings to the Committee. The Action Plan was 
disseminated annually to the Research Institute Committees for discussion and comments sent to the 
Research and Knowledge Exchange Committee were reflected in changes to the plan. Researchers, ECRs and 
PGR students represented on the RI Boards contributed to the discussions. Information collected and reviewed 
included: Research Institute reports; findings from post REF focus groups; records of participation in training 
and CPD activities; details and evaluations of training programmes and events, and the implementation of the 
REF Code of Practice.  The evaluation informed the 2021-23 action plan, with particular focus on the new HR 
practices and a post-REF strategy of growing research capacity. The evaluation process also identified several 
actions in the 2019-21 action plan that had to be delayed due to capacity pressures associated with the 
pandemic and staffing changes in the senior leadership team. It also showed that the 2021-23 action plan was 
likely to need adjustments due to the planned development of new UoB strategies with which the action plan 
would have to align. 

The second phase of review and evaluation initiated by the new Pro Vice Chancellor R&I on appointment in 
October 2021 ended in early 2022. This phase built on the first phase but engaged more extensively with the 
researcher community. Researcher focus groups facilitated by the Head of Research Development were held 
in late 2021 and involved over half of the researcher staff. The results and analysis were reported to the R&I 
Board and issues identified were addressed in the changes to the RD Concordat action plan and the R&I 
Strategy. Researcher staff focus groups will now be undertaken annually. The terms of reference and 
membership of the RD Concordat Committee were approved and the committee, that includes researchers 
and ECR staff, has met twice to evaluate the 2021-23 action plan and identify changes required. During phase 
2, further information to inform changes to the 2021-23 Action Plan was drawn from the 2020 CEDARS survey, 
the 2021 UoB staff survey, and events contributing to the development of the new UOB strategies that 
included university-wide conversation cafes, away days, focus groups, and staff meetings. Phase 2, therefore, 
has enabled a close alignment between the R&I Strategy and the 2021-23 RD Concordat Action Plan and 
created a deeper engagement with the researcher community so that their needs are embedded across the 
actions and success measures. 

4. Achievements and Progress  

Despite the pandemic and senior staff changes, we still used the 2019-21 Action Plan to make significant 
advances in supporting academic staff, including researchers, at different stages of their careers. Key successes 
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stemming from the 2019-21 plan under each RD Concordat Principle that have already been further advanced 
in the 2021-23 action plan include: 

Principle 1 – The rolling out of the new UoB online Personal Development Review PDR (formerly Performance 
Development and Appraisal PDA), that has a personal development plan section allowing staff, including 
researchers, to agree with their manager development needs, career aspirations, and relevant training/CPD.  
Principle 2 – The establishment of a research mentoring scheme, which has engaged 43 mentors, and currently 
30 mentees are receiving mentoring. 
Principle 3 - The expansion of the Research Skills Development Programme started in 2019 and which moved 
to full online provision at the start of the first lockdown in March 2020. Attendance in online sessions increased 
significantly in some cases up by 300-400% compared to in-person sessions. 
Principle 4 – The new UoB 2022-26 R&I strategy has clear specific commitments relating to researcher careers. 
Principle 5 – Online GDPR and information security training is now mandatory for all academic staff and 
completion is 100% within the first year of joining UoB. 
Principle 6 – A Race Equality Charter Mark application is in preparation and will address issues relating 
specifically to researchers. The Pro Vice Chancellor R&I chairs the application self-assessment team which will 
include researchers. 
Principle 7 – To promote integrity best practice, the Academic Misconduct Policy for Staff and PGR Students 
was updated and implementation improved. 

5. Future strategy  

The changes to the 2021-23 RD Concordat action plan made during 2021-22 will strengthen the engagement 
of academic staff, and researchers in particular, with UoB policies, procedures and support for career and 
professional development. The original action plan for 2021-23 based on the Phase 1 review strategically 
focussed on the professional and personal development of researchers. The revised action plan based on the 
Phase 2 review has widened the strategic emphasis of the Action Plan so that it now includes specific actions 
benefitting researchers and aligns closely with the delivery of the goals and commitments of the UoB R&I 
Strategy and the People and Culture Strategy. The delivery of the Action Plan will ensure that by 2023 we will 
have:  

Environment and culture – strengthened the voice and representation of researchers and postgraduate 
researchers and expanded the engagement of researchers and their managers with policies and initiatives to 
enhance wellbeing and promote equality, diversity, inclusion, and research integrity (Key success measure: 
10% increase of ‘agree’ responses in CEDARS survey to - University actively promotes importance of good 
mental health and wellbeing for staff in CEDARS survey). 

Employment – improved the conditions of researchers, developed new career pathways for academic staff, 
and initiated a review of the Academic Workload Planning Framework. (Key success measure: 10% increase of 
‘agree’ responses in CEDARS survey to - Promotion pathways and processes at my University are clear to me. 

Professional and career development – strengthened the effectiveness of the PDR process and the CPD 
framework for academic staff to expand researchers and their managers’ engagement with strategic internal 
and external development opportunities such as mentoring, online training, Vitae and UKRIO training, reverse 
mentoring, UoB managers’ toolkit, the Academic Leadership Programme, the Researcher Skills Development 
Programme, and the Professional Practitioner Programme. (Key success measure: 10% increase of ‘agree’ 
responses in CEDARS survey to - Aware of support your institution provides for your career and professional 
development). 

The revised success measures in the 2021-23 action plan will monitor our progress towards these goals and 
include measures specifically focussed on researchers and their line managers, and over 80% of the 
measures have a numerical component including a number based on CEDARS survey results. We will set a 
targeted level of engagement for researchers with CEDARS and look to measure researchers’ views 
specifically, subject to maintaining the anonymity of the respondents. 


