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Concordat to Support the Career Development of Research Staff 

European Commission HR Excellence in Research Badge 

Action Plan 2017-2019 - UPDATED 

 
 

The University of Bedfordshire’s Concordat Implementation Action Plan was originally drawn up in 2013, with a substantive revision in 2015 as part of the 
two-year review process. An further interim review against targets was carried out in January 2016.  The current internal evaluation was conducted, in 
February-May 2017, by the Director of Research Development with input from Human Resources, the Innovation & Enterprise Service, the Research 
Graduate School, the Centre for Learning Excellence, and the University’s Research Institutes.  This document complements and extends the 2017 Four-Year 
internal evaluation report. 

This document sets out the Action Plan going forward, following the internal evaluation through the Research and Knowledge Exchange Committee which 
disseminated the Action Plan to the Directors of Research Institutes (9 institutes). The plan was then discussed at the Research Institute boards (on which 
ECRs and PGR students are represented), and the outcome of the discussion was sent to the Research and Knowledge Exchange Committee for 
incorporation in the plan. In each section the expectations set out in the Concordat to Support the Career Development of Research Staff are stated, 
followed by a table of actions.  Some of these represent actions identified in the original 2013 action plan; others were introduced following the Two-Year 
review in 2015; and others are new actions and developments.  These are clearly indicated. The historic plans can be found at 
https://www.beds.ac.uk/jobs/how-to-apply/concordat.  

At the present time, the action plan going forward sets actions and targets for a two-year period (academic year 2017-18 and academic year 2018-19).  This 
aligns actions and the action plan as a whole with the timescale of the University’ Strategic Plan 2017-2019.  The Strategic Plan, one of the priorities of 

https://www.beds.ac.uk/jobs/how-to-apply/concordat
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which is research, provides a framework for some of the initiatives and actions outlined here; evaluation of these actions will, in turn, feed into the overall 
evaluation of the Strategic Plan. 

 
 

Abbreviations 

CLE  Centre for Learning Excellence 
DORI Director of Research Institute 
DVC Deputy Vice Chancellor 
E&D  Equality and Diversity 
FTC Fixed Term Contract 
HR  Human Resources 
I&E Innovation & Enterprise Service 
PDA Performance Development and Appraisal 
PI  Principal Investigator 
RDC Research Degrees Committee 
RDF Researcher Development Framework 
R&EC Research and Enterprise Committee 
RGS  Research Graduate School 
RI  Research Institute 
UREC University Research Ethics Committee 
VC Vice Chancellor 
VCEG Vice Chancellor’s Executive Group 

 

Key to Actions 

  Actions that were in the 2015 action plan and are now established in policy and practice. 
Monitoring and review processes in place. 

  Actions that were in the 2015 action plan but where elements are still to be addressed or new issues have arisen. 
Where actions have been revised or timescales have been adjusted, these are shown with rationale in italics. 

  Actions that were in the 2015 action plan but which have been suspended or substantively revised 
Rationale is shown in italics. 

  Actions that are new in the 2017 action plan. 
Subsequent monitoring implications and target or review dates are indicated. 
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Note 

For the sake of brevity, descriptions of actions initiated in 2013 and largely or entirely completed by 2015 have been summarised.  Letter identifiers have 
been maintained to allow reference back to the 2015 document.    



 4 

Principle 1: Recognition of the importance of recruiting, selecting and retaining researchers with the highest 
potential to achieve excellence in research 

1.1 All members of the UK research community should understand that researchers are chosen primarily for their ability to advance research at an 
institution. 

1.2 Employers should strive to attract excellence and respect diversity. Recruitment and selection procedures should be informative, transparent and open 
to all qualified applicants regardless of background. Person and vacancy specifications must clearly identify the skills required for the post and these 
requirements should be relevant to the role. 

1.3 Research posts should only be advertised as a fixed-term post where there is a recorded and justifiable reason. 
1.4 To assure fairness, consistency and the best assessment of the candidates’ potential, recruitment and progression panels should reflect diversity as 

well as a range of experience and expertise. In order to promote these values, individuals who are members of recruitment and promotion panels 
should have received relevant recent training. Unsuccessful applicants should be given appropriate feedback if requested as this may be of assistance 
to the researcher in considering their further career development. 

1.5 The level of pay or grade for researchers should be determined according to the requirements of the post, consistent with the pay and grading 
arrangements of the research organisation. 

Actions in Support of Principle 1 

Action Description of Activity and Progress  Success Measures Lead Date 
A The Organisation and People Development Strategy was approved in 2013 and 

subsequently revised in 2014. The action plan associated with this strategy is 
reviewed regularly and revisions are endorsed through the University Resources and 
Employment Committee. It is also shared and discussed with trade union 
representatives at joint management/trade union committees which take place at 
regular intervals across the academic year. TU representatives are also involved in 
many of the working and project groups set up to deliver the projects in the action 
plan.   For example, the behavioural framework for staff was implemented in 2015. In 
2017, a leadership iteration of the framework was developed. Both of these in 2017-
18 were integrated with the new Performance Development and Appraisal (PDA) 
process being implemented across the university from 2017.  In 2018, the system 
was further refined, to provide a distinction, for example, between aspiration training 
and required training for the current role, and an online completion tool was 
introduced. https://in.beds.ac.uk/hr/staff-training-and-development/expected-
behaviours/   
 

 Successful 
implementation of new 
initiatives such as PDA 
 
Interdependencies 
managed 
 
Problems highlighted 
and mitigated 
 

HR Ongoing and 
regularly 
reviewed 
 
 

https://in.beds.ac.uk/hr/staff-training-and-development/expected-behaviours/
https://in.beds.ac.uk/hr/staff-training-and-development/expected-behaviours/
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Action Description of Activity and Progress  Success Measures Lead Date 
B Mandatory online training is provided for all new staff as part of induction and 

probation requirements, with periodic updates for existing staff.  Equality and 
Diversity training was reviewed in 2015 to ensure its continuing effectiveness and 
brought in line with other e-learning modules via single logon. Completion of this and 
other mandatory e-learning is monitored and there is a system of reminders with all 
line managers providing assurance that staff have completed it. Learning and 
development activities are accessed and monitored through the HR information 
system (iTrent).  In 2019, all key decision makers in REF2021  (all Research Institute 
Directors, UoA Leads, HR and senior management decision makers [22]) undertook 
research-specific Equality and Diversity Training, externally facilitated. 
 

 Increased rates of 
completion of the 
module. 

HR Ongoing and 
regularly 
reviewed 

C The Procedure for Reviewing Fixed Term Contracts (FTC’s) was reviewed in 2014, 
and the University has reduced its reliance on fixed term contracts: staff are 
appointed on a permanent basis unless this is not possible, such as where there is 
time limited funding e.g. for a specific research project.  The number of FTC’s in the 
University is monitored through a regular report run by HR of staff on fixed term 
contracts which is scrutinised by HR Managers. Managers are required to justify FTC 
use when appointing through the Recruitment Request process prior to 
advertisement, and when extending a FTC rather than making a permanent 
appointment. In 2018-19 FTC represented 10.8% of the total employment contracts 
at the University. 
In 2017-18, FTC spend was £3,658,285; in 2018-19, this number decreased to 
£3,350,900, indicating that the monitoring exercise and changes in recruitment policy 
had begun to take effect to increase the number of permanent appointments. 

 All FTC appointments 
and extensions are 
objectively justified. 

HR Ongoing and 
regularly 
reviewed 
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Action Description of Activity and Progress  Success Measures Lead Date 
D (i) The University’s Pay, Progression and Reward Policy was updated in June 2016. 

The process for making applications for additional pay increments to reward 
exceptional achievement, has been reviewed and revised and as a result, a more 
robust and transparent system of Achievement Awards has now been introduced. 
The policy on Achievement Awards explicitly states that awards may be made for 
“research activities of a distinctive and/or outstanding nature” including obtaining 
funding or success in publication.  
 
There was a concern identified in the 2015 action plan that there was an imbalance 
in application under this scheme and so the updated Achievement Award scheme 
encouraged a wider range of applications. Trade Union representatives sit on the 
panels to ensure equity and scheme monitoring reports are considered by the 
Equality and Diversity Committee and University Wide Joint Consultative Committee. 
Of the 11 applications considered in 2016, (1% of eligible staff) 7 were successful 
resulting in an additional incremental increase and 1 resulted in a recommendation 
for an ‘acting up’ allowance.  The proportion of submissions and awards were broadly 
aligned with the university’s demographic profile although numbers of applications 
remain small.  This remains an open action for 2017-2019.  
 
The E&D data for this area is not anonymisable because of the low number of 
applications. As the numbers increase, the data will be collated in line with other E&D 
datasets presented in the annual staffing reports. 
 

 Increase in number of 
applications to 7% to 
the Achievement 
Award Scheme. 
 
 
 
 
Applications and 
outcomes continue to 
align with the 
University’s 
demographics.  
 
 
 
 

HR 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Reviewed 
annually 
(September, 
following 
scheme 
which opens 
in June) 
 
 
 
 
 
 
 
 
 
 
 
 
 

(ii) Encouraging and monitoring staff applications for senior academic titles. Criteria 
for appointment to senior academic titles are published and the DVC(Academic) runs 
a workshops for more junior academic staff to prepare them for application for 
promotion, with the aim of encouraging applications from a wider range of eligible 
staff. In the last academic year numbers of applications were small, and there were 
no significant diversity issues in relation to applications or success (see Action D for 
data). 
 
UPDATE: The action is carried over to the 2019-21 plan following the introduction of 
a new PDA system and a modification of the way research and scholarly activity is 
accounted for in the appraisal. 

 Increase in number of 
applications to 5%  
 
Applications and 
outcomes align with 
the University’s 
demographics 

DVC(A) 
HR 
 

Reviewed 
annually 
(September) 
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Action Description of Activity and Progress  Success Measures Lead Date 
(iii) Some issues have been resolved with regard to the contracts of staff employed 
as research assistants and research fellows. This have been under review, with clear 
role descriptors for research assistants, research fellows and senior and principal 
research fellows, compliant with HERA descriptors. These reflect the academic 
functions of research fellows and align progression opportunities more closely with 
those of lecturing staff.  They provide the basis for a specialist research career in 
addition to the standard research and teaching contracts.   
In 2017-18, 2 research assistants and 2 research fellows were employed; in 2018-19, 
3 research assistants and 6 research fellows were employed. 

 Role descriptions to 
R&EC 
 
 
Approval 
 

DORI’s 
R&EC 
DVC(A) 
HR 

June 2017 
 
 
 
Dec 2017 

E 
(New) 

To support the growth and development of all staff, the University’s new online 
Performance Development and Appraisal (PDA) system offers a more consistent and 
positive way of reflecting on our performance including; celebrating our achievements 
and success, learning from our failures and identifying how we grow as individuals, 
and as an organisation, to be the best that we can be for our students and staff. 
 
UPDATE: The University’s definition of research-active status encompasses a wide 
range of research activities and formats, and the PDA system allows the allocation of 
time to all of these. The definition is incorporated into the University’s REF Code of 
Practice (https://www.beds.ac.uk/media/266774/code-of-practice-university-of-
bedfordshire-revised-september-2019-final.pdf). 
 
The Research Institute membership criteria is available on the University intranet 
(https://live-beds-uni-cdnep.azureedge.net/live-beds-uni-media/267067/research-
institute-membership-criteria.pdf) and through the University’s REF Code of Practice 
(https://www.beds.ac.uk/media/266774/code-of-practice-university-of-bedfordshire-
revised-september-2019-final.pdf). The staff who are associate members of the 
Institutes are encouraged to develop their research profiles to achieve full 
membership. 

 
 

 Launch of scheme 
 
 
 
All staff complete PDA 
process 
 
 
Review Audit and 
analysis of training 
needs 
 
Staff Development 
Calendar published 
 
Uptake of staff 
development 
opportunities 
 
Evaluation of PDA 
scheme 

HR 
Supported by 
ICT 
 
 
 
 
 
 
 
 
 
 
 
 

Scheme 
active from 
May 2017 
 
End 
September 
2017 
 
December 
2017 
 
 
January 2018 
 
 
Ongoing with 
quarterly 
reporting 
 
Ongoing with 
annual 
reporting 
 

  

https://www.beds.ac.uk/media/266774/code-of-practice-university-of-bedfordshire-revised-september-2019-final.pdf
https://www.beds.ac.uk/media/266774/code-of-practice-university-of-bedfordshire-revised-september-2019-final.pdf
https://live-beds-uni-cdnep.azureedge.net/live-beds-uni-media/267067/research-institute-membership-criteria.pdf
https://live-beds-uni-cdnep.azureedge.net/live-beds-uni-media/267067/research-institute-membership-criteria.pdf
https://www.beds.ac.uk/media/266774/code-of-practice-university-of-bedfordshire-revised-september-2019-final.pdf
https://www.beds.ac.uk/media/266774/code-of-practice-university-of-bedfordshire-revised-september-2019-final.pdf
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Principle 2: Researchers are recognised and valued by their employing organisation as an essential part of their 
organisation’s human resources and a key component of their overall strategy to develop and deliver world-class 
research 

 
2.1 Employers are encouraged to value and afford equal treatment to all researchers, regardless of whether they are employed on a fixed-term or similar 

contract. In particular, employers should ensure that the development of researchers is not undermined by instability of employment contracts. This 
approach should be embedded throughout all departmental structures and systems. 

2.2 Commitment by everyone involved to improving the stability of employment conditions for researchers and implementing and abiding by the principles 
and terms laid down in the Fixed Term Employees (Prevention of Less Favourable Treatment) Regulations (2002) and Joint Negotiating Committee for 
Higher Education Staff (JNCHES) guidance on the use of fixed-term contracts will provide benefits for researchers, research managers, and their 
organisation. 

2.3 Research management should be required to participate in active performance management, including career development guidance, and supervision 
of those who work in their teams. Employers should ensure that research managers are made aware of, and understand their responsibilities for the 
management of researchers and should provide training opportunities, including equality and diversity training, to support research managers in doing 
this. Institutions will wish to consider how research managers’ performance in these areas is developed, assessed and rewarded, and how effectively 
this supports good research management. 

2.4 Organisational systems must be capable of supporting continuity of employment for researchers, such as funding between grants, other schemes for 
supporting time between grant funding, or systems for redeploying researchers within organisations where resources allow. Funders are expected to 
make it a priority to consider how their policies, guidance and funding can be enhanced to help employers to achieve this objective. 

2.5 Pay progression for researchers should be transparent and in accordance with procedures agreed between the relevant trade unions and the 
employers nationally and locally. In HEIs, pay progression will be in accordance with the Framework Agreement, though recognising the flexibility that 
institutions have in implementing the Framework. 

2.6 Researchers need to be offered opportunities to develop their own careers as well as having access to additional pay progression. Promotion 
opportunities should be transparent, effectively communicated and open to all staff. It is helpful if clear career frameworks for early stage researchers 
are outlined in organisational HR strategies. 

Actions in Support of Principle 2 

Action Description of Activity and Progress  Success Measure Lead Status/Date 
A The University Training and Continuous Professional Development (CPD) Policy was 

revised in 2014 and is under further review in 2015 to ensure that all our policies 
relating to training and CPD are inclusive, clear and consistent.  
https://in.beds.ac.uk/hr/staff-training-and-development/continuous-professional-
development  

 Policy review completed HR Completed  

B The University staff intranet on staff development has been restructured with clear 
information on training opportunities, policies and guidance. Redundant information 
removed. The staff intranet site has been updated as part of a more general review 
and redesign of the university website and social media presence. 

 Review and redesign 
completed  

HR 
Marketing 

Completed 

https://in.beds.ac.uk/hr/staff-training-and-development/continuous-professional-development
https://in.beds.ac.uk/hr/staff-training-and-development/continuous-professional-development
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Action Description of Activity and Progress  Success Measure Lead Status/Date 
C 
 

All training and development activities provided across the University to support both 
PGR students and staff are being mapped to the RDF. The role of research institutes 
as providers of research training and support for staff and students across the 
university (beyond their own members) is being highlighted in updated web pages at 
University level as well as by individual research institutes.  
 
Progress since 2015 here has been partial: central provision (e.g. RGS, LRC, I&E) 
now mapped; activities provided by institutes and open to students and staff not yet 
fully mapped.  This is a target for AY 2017. 
 
The mapping process, combined with input from research active staff, ECRs and 
through the PGR Student Forum (who are represented at the Research Degrees 
Committee) has contributed to the identification of a number of areas where 
additional research training and development was required.  For example, the RDF 
subdomain relating to creativity in research was highlighted, so this was made the 
theme of the annual PGR conference in January 2017: students were asked to 
present on the aspects of their research that was creative, and internal and external 
keynote speakers also addressed this theme.  Similarly, the lack of opportunities for 
students and ECR’s to develop knowledge and skills around project management 
and finance (RDF domain C) was addressed by the CPD offered by the Innovation 
and Enterprise Service. 
 
UPDATE: While there was some student and ECR participation in generic research 
skills training (offered from December 2018), the new integrated training programme 
will be introduced in 2019-20. The action is carried over to the 2019-21 plan following 
the change to research skills training provision, both central and RI-specific.  The 
action will be completed in the 2019-21 cycle. 
 

 Increased PGR student 
and staff engagement in 
research training 
activities. 
 
Increased PGR student 
and staff engagement in 
external events. 

DRD 
DORI 
RI PG Leads 

All current 
provision 
mapped by 
October 2017 
 
Thereafter 
built into 
planning and 
advertising 
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Action Description of Activity and Progress  Success Measure Lead Status/Date 
D The current University Strategy (2012-2017) states that all academic staff will have a 

minimum of five days CPD per annum, and actions to ensure delivery of this form 
part of the Organisation and People Development strategy. This is recorded through 
the Staff Review (appraisal) scheme documentation and it is the responsibility of 
managers to ensure that CPD days are used and outcomes monitored. As this has 
not been an electronic/ online process it has not always been possible to monitor this 
systematically. 
 
Progress since 2015:  The introduction of the PDA made monitoring of training 
needs and use of CPD time more transparent and easy to monitor. 
 
UPDATE: Further changes to the PDA system, including clearer accountability for 
research mentoring and development (including PGR supervision), will be made in 
2019-21. 
 

 Means to develop 
reporting against the 
expectation developed 
& implemented 
 
 

HR 
HODs and 
other line 
managers 
 

As main PDA 
timescale (1 
(E) above). 
 
 

E Encouraging and monitoring staff applications for senior academic titles.  
As Principle 1, Action D(ii) above 

 Applications and 
success more closely 
reflect the University 
demographics 

HR 
R&EC 

Annually (Sep) 

F Research mentoring schemes organised by Research Institutes focus not only on 
outcomes but on means by which career development can be provided, training 
opportunities available and means by which research profiles can be developed and 
enhanced. 
 
Progress since 2015: all institutes now offer research mentoring schemes which 
focus on training needs and opportunities, the enhancement of research profiles, 
opportunities for collaboration, research funding applications and publishing. 
Mentoring has been extended in two of the four faculties to provide research-active 
mentors for other staff to develop and support scholarly activity.  Research and 
scholarly activities then incorporated into the staff annual review process [PDA] and 
into workload planning, which allows the allocation of time for mentoring roles. 
 

 Increased staff 
engagement in internal 
and external career 
development activities. 
 
Increased engagement  
of ECR’s in and with 
research and scholarly 
activities 

Exec Deans 
HODS 
DORI 
R&EC 

Annually (Sep) 
via Faculty 
and RI reports 
 
In 2016, via 
UOA Review 
 
Interim 
reporting 
through RI 
Board minutes 
to R&EC 
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Action Description of Activity and Progress  Success Measure Lead Status/Date 
G 

(new) 
The University Strategic Plan for 2017-2020 was developed by cross-university 
panels and is undergoing an institution-wide consultation process ahead of final 
publication in July 2017.  This plan locates research as one of six priorities in pursuit 
of the University vision of being an internationally engaged, civic university.  The plan 
is available here - https://in.beds.ac.uk/media/87037/strategicplan-2017.pdf 
 
Priority 5, ‘To develop our research environment to engage with our communities in 
addressing significant challenges, regionally, nationally and internationally’ 
specifically identifies targets related to PGR students; early career researchers; mid 
career research leadership capacity, and the development of a self-sustaining 
research infrastructure.  This university-wide strategy will provide a framework for 
research and researcher development activities within the remit of this action plan.  
 
UPDATE: The development of the PDA system and workload planning have allowed 
the research community to support research development through the considered 
allocation of time.   
 
Academic Workload Planning Framework was finalised in September 2017 and is 
available on the University intranet (https://in.beds.ac.uk/media/264306/academic-
workload-planning-sept-2017.pdf).   

 Completion of 
consultation activities 
and publication of Plan 
 
 
Actions determined that 
will address the Priority 
5 targets.  These will 
include other actions 
listed in this plan. 
 

VCEG 
 
 
 
 
DVC(A) 
with 
HR 
DRD 
RGS 
I&E 
DORI’s 
 
 

July 2017 
 
 
 
 
Specific 
actions and 
target dates 
will be 
determined by 
relevant leads.   

 
 

  

https://in.beds.ac.uk/media/87037/strategicplan-2017.pdf
https://in.beds.ac.uk/media/264306/academic-workload-planning-sept-2017.pdf
https://in.beds.ac.uk/media/264306/academic-workload-planning-sept-2017.pdf
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Principle 3: Researchers are equipped and supported to be adaptable and flexible in an increasingly diverse, mobile, 
global research environment 

3.1 It is recognised that positions of permanent employment are limited in the UK research and academic communities and that not all researchers will be 
able to obtain such a position. It is, therefore, imperative that researcher positions in the UK are attractive in themselves (and not, for example, solely 
as potential stepping stones to permanent academic positions). This requires that they provide career development, which is comparable to, and 
competitive with, other employment sectors. 

3.2 A wide variety of career paths is open to researchers, and the ability to move between different paths is key to a successful career. It is recognised that 
this mobility brings great benefit to the UK economy and organisations will, therefore, wish to be confident that their culture supports a broad-minded 
approach to researcher careers and that all career paths are valued equally. 

3.3 Employers, funders and researchers recognise that researchers need to develop transferable skills, delivered through embedded training, in order to 
stay competitive in both internal and external job markets. Therefore, as well as the necessary training and appropriate skills, competencies and 
understanding to carry out a funded project, researchers also need to support to develop the communication and other professional skills that they will 
need to be both effective researchers and highly-skilled professionals in whatever field they choose to enter. 

3.4 All employers will wish to review how their staff can access professional, independent advice on career management in general, particularly the 
prospect of employment beyond their immediate discipline base, or offering training and placements to broaden awareness of other fields and sectors. 

3.5 Researchers benefit from clear systems that help them to plan their career development. Employers and funding bodies should assist researchers to 
make informed choices about their career progression by ensuring that their own policies and processes for promotion and reward are transparent and 
clearly stated and that all researchers are aware of local and national career development strategies. 

3.6 Employers should provide a planned induction programme for researchers, on appointment to a research post, to ensure early effectiveness through 
the understanding of the organisation and its policies and procedures. They should also ensure that research managers provide effective research 
environments for the training and development of researchers and encourage them to maintain or start their continuous professional development. 

3.7 Employers and funders will wish to consider articulating the skills that should be developed at each stage of their staff development frameworks and 
should encourage researchers to acquire and practise those skills. For example, researchers may be given the opportunity to manage part of the 
budget for a project, or to act as a mentor or advisor to other researchers and students. 

3.8 Employers also should provide a specific career development strategy for researchers at all stages of their career, regardless of their contractual 
situation, which should include the availability of mentors involved in providing support and guidance for the personal and professional development of 
researchers. All researchers should be familiar with such provisions and arrangements. 

3.9 Research managers should actively encourage researchers to undertake Continuing Professional Development (CPD) activity, so far as is possible 
within the project. It should be stressed that developmental activity can often have a direct impact on the success of the project, by distributing work, 
taking advantage of individual strengths and talents, and increasing the skill and effectiveness of researchers in key areas such as writing for 
publication or communicating with a wider audience. Funding bodies acknowledge that the training of researchers is a significant contribution to 
research output and they encourage employers and mentors to adopt these practices. 
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Actions in Support of Principle 3 

 
Action Description of Activity and Progress  Success Measure Lead Date 

A The Staff Review process which was refreshed and progressively improved in 
2014-2016 has been comprehensively reviewed and will be replaced in 2017 by a 
new Performance and Development Appraisal process which will be administered 
online This will give an improved ability to monitor and report on staff development 
activities.  
 
New for 2017: The PDA process encompasses and encourages both short and 
mid-to-long term development. Learning needs and plans are identified to aid staff 
in their current role, whilst future aspirations are recognised as development needs. 
To support managers in this area, training is being offered in how to identify 
training and development needs. Furthermore, the introduction of University 
behaviours to the appraisal process encourages staff to develop the skills and 
actions required in current and future employment. 
 
UPDATE: Further modifications of the PDA process are to be carried out in 2019-
21, as outlined earlier in the updates for this plan. These will facilitate the analysis 
of training needs through categorisation 
 

 Implemented through 
PDA 
 
 
 

HR See process 
and dates in 
1 (E), 
specifically 
analysis of 
the areas 
identified as 
learning and 
development 
needs (Dec 
2017) 
 
 

B The Staff probation booklet has been revised to make it more user-friendly and 
ensure the needs of researchers are clearly included and that that researcher 
development expectations, activities and outcomes are recognised and included in 
discussion of probation.   
 
Progress since 2015: Additional activities and induction events have been 
introduced for probationary staff including away-day events to introduce them to full 
range of university services including those related to research activities.  The 
probation booklet includes specification of areas for development. The booklet is 
available to new starters on the first day of employment.  
 

 Published 
Feedback considered 
Updated 
 

HR  
 

Complete 

C Map the RDF against current HR policies and guidelines 
 
Progress since 2015: The intention of this action was to help to address 3.1, 3.2 
and 3.3 above by helping research staff to assess their own research development 
and training needs alongside the more generic skills that are included in the RDF.  
With the introduction of the new Performance and Development Appraisal, it will be 
more appropriate to carry out this mapping against that framework.  This is a 
revised action for 2017-2019. 
 

 Mappings complete 
Gaps identified 
 
Discipline-specific RDF 
lenses (in outline) in 
place for evaluation 
against PDA processes 

HR 
DRD 

Dec 2017 
 
 
 
April 2018 
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Action Description of Activity and Progress  Success Measure Lead Date 
Initial mappings have been carried out and a discipline specific RDF lens has been 
developed in one priority area (Teacher Education) in order to support staff (many 
of whom are experienced professionals but new to research) in research career 
development planning.  The evaluation of this lens together with the development 
of others for application in other disciplinary settings is an open action from 2015. 
 
UPDATE: With the introduction of an integrated research skills development 
programme, the mapping exercise is being re-designed in 2019-21. 
 

D All staff are entitled to 5 Days CPD (see Principle 2 (D) above) and this may 
involve identification of opportunities beyond those provided within the university 
itself. 
 
Staff reviews (and the new PDA process) acknowledge and encourage the 
identification of opportunities (such as attendance at conferences or participation in 
networks) which is additional to the formal development opportunities provided by 
the University through HR, CLE, I&E or RGS.  
 

 Continuing improved 
staff engagement in 
external CPD activities 

HR  
DRD 
DORI 
 

Annually 
through new 
PDA process 

E Additional training and development activities oriented towards researcher 
flexibility, mobility and readiness to participate in partnership, collaborative and 
international research.  The existing training and development programmes to be 
developed to include coverage of emerging research agendas in the UK and more 
widely, EU Horizon 2020, and multidisciplinary and interdisciplinary research 
opportunities. 
 
A comprehensive programme of CPD – the ‘Professional Practitioner’ programme - 
and visits by representatives of research organisations and funders, together with 
targeted funding opportunity alerts has been established by the Innovation and 
Enterprise Service. Attendance at these events is increasing although participation 
is still patchy (57 attendees at 13 events in 2015-2016; 118 attendees at 13 events 
Oct-May in 2016-2017).  In addition, the I&E Service organises tailored sessions 
for staff in particular disciplinary areas and drop-in sessions for staff to discuss 
individual funding calls and applications. 
 
For 2017-2019, this action remains open and involves: 
- continued development and marketing of CPD programme to both staff and PGRs 
- DORI’s, Mentors, PDA appraisers to encourage research related CPD 
 
UPDATE: Following staffing changes in the Research Support area and the 
evaluation of the effectiveness of the RI-based mentorship programme, this action 

 
 
 

Improved levels of staff 
engagement with 
programmes developed. 
 
Improved numbers of 
staff engaged in 
research collaborations, 
partnerships and 
funding applications. 
 
 

I&E, RGS, RI 
Directors 

Annually 
through I&E 
reports to 
R&EC. 
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Action Description of Activity and Progress  Success Measure Lead Date 
has been carried over to 2019-21 and modified to include a University-wide 
research and research supervision mentorship programme. 
 

F Early career researchers and ‘career change’ researchers to be involved in 
research bids, projects and programmes where possible - in line with RCUK and 
H2020 expectations for research capacity building through involvement in larger 
projects and programmes. 
 
Numbers of ECRs involved in research proposals has increased (both in Co-I and 
PI roles).  In 2015-2016, of 79 staff involved in proposals, 7 were ECRs (by the 
RCUK definition of 4 years post-PhD or equivalent); in 2016-2017, an additional 21 
researchers participated in proposals for the first time, of whom 10 were ECRs. 
For 2017-2019, this action remains open, with monitoring of researcher 
involvement based on ESRC’s finer-grained definitions of ECRs (Doctoral, 
postdoctoral, Transition to independent researcher). 
 
UPDATE: Following staffing changes in the Research Support area, this action is 
carried over to 2019-21 and will include closer monitoring of ECRs’ participation in 
research bids. 
 

 Increased proportion of 
ECR’s named in 
research bids and 
participating in funded 
research projects 

I&E,  
RI Directors, 
PI’ of 
projects 

Annually 
through I&E 
reports and   
RI annual 
reports 
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Principle 4: The importance of researchers’ personal and career development, and lifelong learning, is clearly 
recognised and promoted at all stages of their career 

4.1 Researchers should be empowered by having a realistic understanding of, and information about, their own career development and career direction 
options as well as taking personal responsibility for their choices at the appropriate times. Employers should introduce appraisal systems for all 
researchers for assessing their professional performance on a regular basis and in a transparent manner. It is important that researchers have access 
to honest and transparent advice on their prospects for success in their preferred career. 

4.2 Employers will wish to ensure that developmental activities open to researchers include preparation for academic practice. Employers should take 
measures to ensure broad recognition of CPD schemes from other employing organisations as far as possible, so that researchers are not unduly 
disadvantaged when moving from one employer to another. 

4.3 Employers will ensure that where researchers are provided with teaching and demonstrating opportunities as part of their career development, suitable 
training and support is provided. 

4.4 Employers and researchers can often benefit if researchers have an input into policy and practice through appropriate representation at staff meetings 
and on organisation or management committees. 

4.5 Mentoring arrangements should be supported by employers as a key mechanism for career development and enhancement. 

Actions in Support of Principle 4 

Action Description of Activity and Progress  Success Measure Lead Date 
A The policy and practices for mentoring for all academic staff are under review as 

part of the Organisation and People Development Strategy, and will be reflected 
in the new Performance Development and Appraisal process. At the same time, 
revised guidance as to RI membership, associate membership and definitions of 
‘research activity’ (as part of the Research and REF strategies) has meant that 
mentoring and support arrangements will be consistently applied across Faculties 
and RIs and this was reflected in the UoA review that took place in late 2016. 
 
The post-REF review process that began in 2014 and was continued through the 
mid-term UOA review has led to a number of key outcomes:  
- Research Institutes have identified areas of strategic focus 
- Research institute membership/associate membership criteria identified and 

consistently applied, shared and used to inform transparent decision making  
- Identification of Associate members of institutes on trajectory to inclusion in 

REF and ECRs with potential to achieve associate and full RI membership 
 
Outcomes and decisions from mentoring are fed into more general staff 
development and review (will be PDA) processes undertaken by Heads of 
Departments and Executive Deans.   
 
Research Institute membership continues to grow, with the numbers of both full 
and associate members increasing. In 2017-18, the total number of full RI 

 Review complete.   
 
Updates and 
implementation as 
required as part of RI 
and UoA review 
processes. 

HR 
DORI’s  
PIs 

Reviewed 
annually 
through RI 
reports (Sep) 
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members was 104; the total number of associate members was 46. In 2018-19, 
the total number of full RI members was 109; the total number of associate 
members was 53. The growth in numbers is due to new appointments, staff 
producing higher quality outputs more consistently, and more PGR students 
joining the Institutes. 
 
The Research Institute membership criteria is available on the University intranet 
(https://live-beds-uni-cdnep.azureedge.net/live-beds-uni-media/267067/research-
institute-membership-criteria.pdf) 
 

B Investigate the participation in CROS or a similar means of receiving feedback 
from research staff to inform development and support activities 
 
This action suspended pending completion of the review process described in 
4(A) above and the introduction of the PDA.  Participation in CROS to be 
revisited in this review period with potential involvement in 2019.  
 

 Decision whether to 
participate in CROS 
 
Preparation for CROS 
leading to participation 
in CROS 2019 
 

R&EC 
 
 
HR 
DRD 

Sep 2017 
 
 
Spring 2019 

C The University’s Professional Teaching Scheme (a portfolio-based route to HEA 
accreditation, administered by the Centre for Learning Excellence) is open to 
research students and staff whose teaching may be part-time, or which may take 
the form of ‘demonstrating’, lab support, tutoring or co-teaching. 
 
Progress since 2015: PGR students are now able to enrol in the PTS subject to 
the agreement of supervisors and DORI’s, and any restrictions (6 PGR students 
have now achieved HEA recognition by this route).  In addition to a full PG 
Certificate in HE (completed by a further 6 PGR students), a Teaching and 
Supporting Learning in HE course which leads to Associate Membership of the 
HEA is more widely available and currently (2016-2017) has 60 PGR students 
enrolled. 
 

 Assessment of Viability  
 
 
 
 
Enrolments and 
completions of PTS by 
research students and 
staff 

RGS 
R&EC 
DORI’s 
PIs 

Jan 2016 
 
 
 
 
Now 
ongoing: 
Updated 
figures as of 
May 2017 

D Research staff to be represented at Research Institute Boards 
 
Progress since 2015: The terms of reference for Research Institute Boards have 
been revised and all boards now include Institute members (full and associate); a 
researcher who is not currently an institute member – typically an ECR; PGR 
representation; and  a representative from the Innovation and Enterprise Service 
who reports on research funding activities, opportunities and CPD for 
researchers.  

 Revised terms of 
membership of RI 
Boards and attendance 
(available on the 
University intranet)  

DORI’s Annually 
through RI 
reports (Sep) 

 
 
  

https://live-beds-uni-cdnep.azureedge.net/live-beds-uni-media/267067/research-institute-membership-criteria.pdf
https://live-beds-uni-cdnep.azureedge.net/live-beds-uni-media/267067/research-institute-membership-criteria.pdf
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Principle 5: Individual researchers share the responsibility for and need to pro-actively engage in their own personal 
and career development, and lifelong learning 

5.1 Researchers are employed to advance knowledge and should exercise and develop increased capacity for independent, honest and critical thought 
throughout their careers. 

5.2 Researchers should develop their ability to transfer and exploit knowledge where appropriate and facilitate its use in policy making and the 
commercialisation of research for the benefit of their employing organisation, as well as the wider society and economy as a whole. 

5.3 Researchers should recognise their responsibility to conduct and disseminate research results in an honest and ethical manner and to contribute to the 
wider body of knowledge. 

5.4 Researchers should also be aware that the skills and achievements required to move on from a research position may not be the same as the skills 
and achievements which they displayed to reach that position. 

5.5 Researchers should recognise that the primary responsibility for managing and pursuing their career is theirs. Accordingly, they should identify training 
needs and actively seek out opportunities for learning and development in order to further that career and take personal responsibility for their choices. 
Research managers and employers also have a responsibility to provide honest advice and appropriate structures, and to equip researchers with the 
tools to manage their own careers. Research managers should encourage research staff under their supervision to attend appropriate training and 
career development courses and events. 

5.6 Researchers should ensure that their career development requirements and activities are regularly discussed, monitored and evaluated throughout the 
year in discussion with their research manager and mentor, and that they commit themselves fully to all such activities. Researchers are encouraged to 
record their Personal Development Planning (PDP) and CPD activities, a log of which may be presented to current and future employers as 
appropriate. 

Actions in Support of Principle 5 

Action Description of Activity and Progress  Success Measure Lead Date 
A The Researcher Development Framework (RDF) has a higher profile in 

supervisor training and the induction of research degree students.   
 
Progress since 2015: Induction activities for PGR students are now framed by the 
RDF; Training Needs Analysis (TNA)  undertaken by students is now explicitly 
related to the RDF.  TNA records are kept online in Pebble+ by students and 
training needs are revisited at progress points. 
 
Mapping of CPD provision against the RDF is ongoing (see Principle 3 Action C) 

 Oversight of CPD 
provided by specialist 
teams 
 
Mapping complete & 
gaps addressed 

DRD 
RGS 

6 monthly 
reports to 
RDC 
 
Annual report 
to R&EC 
 
 
 
 
 

B The University Research Ethics Committee leads the mapping of processes 
against the Concordat to Support Research Integrity and continues to review 
central and Faculty-based processes. 
 
Progress since 2015: From May-September 2016 UREC undertook a systematic 
and comprehensive review of research ethics processes across the university (in 

 UREC maintains 
oversight and prompts 
development where 
necessary 

UREC At least 
annually 
(Nov) 
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Action Description of Activity and Progress  Success Measure Lead Date 
addition to the regular reviews noted in the 2015 action plan).  This involved 
researchers at all stages of their development in consultation activities and a 
number of key areas for development were identified.  Amongst these was the 
need for more wide-ranging training and development activities relating to 
research ethics, broader notions of research integrity. This has informed action F 
below 
 

C Training programme for PGRs, ECRs and potential PI’s to cover issues of 
research integrity (in its broadest sense); publication ethics; data management 
strategies, anticipatory governance, and IPR. These are recognised as being of 
increasing importance by RCUK, in Horizon2020 and by funders, commissioning 
bodies and publishers. 
 
Progress since 2015: A series of workshops for PGR students and their 
supervisors has been developed to introduce research ethics approval processes 
in the broader context of research integrity.  This includes practical activities and 
case studies. This has been well-received by PGR students but staff engagement 
remains patchy.  This together with the results of the research ethics review (see 
B above) has informed the identification of action F below. 
 
UPDATE: Research ethics and integrity training provision is being revamped 
following the introduction of the Research Skills Development Programme in 
December 2018. The action is carried over to 2019-21.  
 

 Implementation of 
enhanced training 
programme  
 
Engagement with 
programme  
 
Improved funding 
outcomes 

I&E 
RGS 
RI Directors 
PI 

Ongoing and  
Annually 
through RI 
reports (Sep) 

D Improved information about research training opportunities for researchers at all 
stages of their development, through sharing of information and enhanced web-
based provision by RGS, I&E and Research Institutes. 
 
This involves both internal training opportunities (e.g. as in C above) and external 
training opportunities, support networks and sources of funding for researcher 
development. 
 
On average, up to 50 sessions on research skills (12 generic and between 30 and 
38 discipline-specific), research methodologies, and data analysis are run 
annually for PGR students and academics. These sessions were attended by the 
total of 436 students and academics (in 2016-17); in 2017-18, the number 
increased to 505. Most attendees are PGR students (420 and 427 respectively), 
with ECRs being the second largest group (10 and 39 respectively).  
 
Progress since 2015: Induction for new PGR students includes a review of 
external sources of training and support including events at other institutions, 

 Improved contribution 
to and use of online 
resources and 
information 
 
Increased engagement 
in training opportunities 
and networks by both 
staff and students – 
increase to 550 in total 
numbers and an 
increased engagement 
from staff (to 70) 
 
 

RGS 
RI Directors 

Ongoing and  
annually 
through RI 
reports (Sep) 
 
Also now 
monitored 
through RGS 
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Action Description of Activity and Progress  Success Measure Lead Date 
doctoral training centres, the National Centre for Research Methods, British 
Library etc. 
 
Online calendar and alerting system is used to publicise internal activities 
(organised by central services and RIs) and external events.  Events are booked 
online allowing monitoring of attendance, collection of feedback and follow-up R 
 
Training organised by Innovation and Enterprise for staff on research funding, 
proposal writing, IPR, data management, open access have also been extended 
to PGR students to support those close to the end of programmes of study and 
who are considering progression into post-doctoral research. 
 
UPDATE: Research skills training provision is being revamped following the 
introduction of the Research Skills Development Programme in December 2018. 
The action is carried over to 2019-21.  
 

E Monitor the impact of the Post-2014 REF Strategy and planning towards 
REF2020 on the recruitment and development of researchers. 
 
Update: In 2016-17 a full review of the status and development of research was 
completed with peer review of outputs, impact and environment.  From this 
review, developmental actions were planned and have been monitored by the 
research and Knowledge Exchange Committee. 
 
 

 Identification of any 
regression against 
2014 benchmarks in 
Concordat Sections A-
E, and linked action 
planning. 

R&EC 
supported by 
HR 

Annual 
monitoring 
(Jan) 

F A comprehensive training programme in research ethics and integrity (together 
with supporting materials such as case studies and research ethics handbook) 
has emerged from the research ethics review and from other consultation and 
monitoring as a priority area for development.  
 
 
UPDATE: Research ethics and integrity training provision is now comprehensive 
and is being further revamped following the introduction of the Research Skills 
Development Programme in December 2018. Further actions have been 
identified for this area. The action is carried over to 2019-21.  
 
 

 Consultation of 
outcomes of review 
 
Development of training 
programme, research 
handbook and 
supporting materials 
 
Evaluation of 
programme and 
materials 
 

R&E 
 
 
UREC 
DRD 
RI Ethics 
Leads 
 
UREC 
DRD 

June 2017 
 
 
October 2017 
 
 
 
 
June 2018 
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Principle 6: Diversity and equality must be promoted in all aspects of the recruitment and career management of 
researchers 

 
6.1 The UK legislative framework outlaws discrimination on the basis of age, disability, sex, sexual orientation, race or religion. It also requires public 

bodies to take positive steps to promote equality, based on evidence and priorities, and to develop specific schemes and action plans related to 
gender, race and disability to address specific issues of underrepresentation or lack of progression. 

6.2 As is the case for society as a whole, UK research will benefit from increasing equality and diversity in the recruitment and retention of researchers. 
The Concordat encourages the recruitment and retention of researchers from the widest pool of available talent, including those from diverse 
backgrounds. 

6.3 It should be emphasised that the demanding nature of research careers has a disproportionate effect on certain groups. We strongly recommend that 
all members of the UK research community actively address the disincentives and indirect obstacles to retention and progression in research careers 
which may disproportionately impact on some groups more than others. 

6.4 Employers should ensure that the working conditions for researchers provide the flexibility necessary for successful research performance in line with 
legal requirements. Employers should recognise that for parents and others who have taken career breaks, including parental leave, have worked part-
time, or have taken atypical routes into research, the early career period may be prolonged, and this may be a time where the risk of attrition from the 
research path is most acute. Working conditions should allow both female and male researchers to combine family and work, children and career. 

6.5 It is important for employers to respond flexibly to requests for changed work patterns and to resist instant refusals on the assumption that, because 
research has always been carried out in a particular way, it cannot be done differently. 

6.6 Funders should continue to ensure that their funding mechanisms and policies are adapted to changing diversity and equality legislation and guidance, 
for example in their provision of additional funding and duration of grant to cover paternity and adoptive leave as well as maternity leave. 

6.7 Employers should aim for a representative balance of gender, disability, ethnicity and age at all levels of staff, including at supervisory and managerial 
level. This should be achieved on the basis of a transparent equal opportunity policy at recruitment and at all subsequent career stages. Diversity 
should be reflected on selection and evaluation committees. What is ‘representative’ will vary according to the nature of the institution and the 
academic research subject, but institutions should aim to ensure that the percentage of applicants, and ultimately appointments, from a particular group 
to any given level should reflect the percentage in the available pool at the level immediately below. 

6.8 Account should also be taken of the personal circumstances of groups of researchers. Examples would include researchers who have responsibility for 
young children or adult dependants, researchers for whom English is not a first language, older or younger researchers, or researchers with disabilities 
and long-term health issues. Employers and funders should change policies or practices that directly or indirectly disadvantage such groups. 

6.9 All managers of research should ensure that measures exist at every institution through which discrimination, bullying or harassment can be reported 
and addressed without adversely affecting the careers of innocent parties. 

6.10 Employers should also consider participation in schemes such as the Athena Swan Charter, the Juno Project and other initiatives aimed at promoting 
diversity in research careers. 
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Actions in Support of Principle 6 

Action Description of Activity and Progress  Success Measure Lead Date 
A The University’s Equality and Diversity Policy and Strategy 2012-2017 is reviewed 

annually by the Equality & Diversity Committee. There is also information and 
guidance available on the staff intranet.  
 
The University has run E&D awareness raising training and also training on 
conducting equality impact assessments, and have an e-learning module which is 
mandatory for new starters and which is going to be rolled out to all existing staff.  
 
Progress since 2015: The new PDA which is behaviour-based includes specific 
behaviours concerned with equality and diversity issues.  
https://www.beds.ac.uk/about-us/our-university/foi/policies/eq-div  
 

 Review & any 
necessary action 
planning 
 
 
Module rolled out 

HR 
E&D 

Annually  
 
 
Dec 2015 

B There is an annual E&D workforce monitoring report which is considered by the 
Equality & Diversity Committee and which identifies any gaps and causes of 
concern for action planning.  This is available to staff through the intranet. 
Update: In 207-18 the University undertook a review of its pay and grading, to 
examine, in particular, gender and ethnicity patterns and has identified actions that 
are now within the University’s gender pay action plan.  
https://www.beds.ac.uk/about-us/our-university/strategic-plan-vision-mission-
and-values/diversity/gender-pay-gap/  
 

 Action plans respond to 
any concerns identified 

HR Annually 
(March) 

C There is a programme of equality impact assessment whereby the priority policies 
have been identified for assessment and all new policies, procedures and services 
are impact assessed as part of their development.  The schedule of priority 
assessments is regularly considered and updated by the E&D Committee.     
The Initial Code of Practice Equality Impact Assessment can be found at 
https://www.beds.ac.uk/media/266933/bedfordshireeiacop.pdf 
 

 Review & update HR Annually 
(March) 

https://www.beds.ac.uk/about-us/our-university/foi/policies/eq-div
https://www.beds.ac.uk/about-us/our-university/strategic-plan-vision-mission-and-values/diversity/gender-pay-gap/
https://www.beds.ac.uk/about-us/our-university/strategic-plan-vision-mission-and-values/diversity/gender-pay-gap/
https://www.beds.ac.uk/media/266933/bedfordshireeiacop.pdf
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Action Description of Activity and Progress  Success Measure Lead Date 
D As part of the work programme of the E&D Committee, apply for Mindful Employer 

and the Gender and Race Equality Charter Marks in 2015.  
 
Also revisit the unsuccessful 2013 Athena SWAN application submitted and 
submit a fresh application. 
 
Progress since 2015: The University has focussed on Investors in People 
reaccreditation (2017), and as a result, Mindful Employer, Gender and Race 
Equality Charter Marks and Athena Swan accreditation will be pursued in 2017-
2018. 
 
UPDATE: The University is currently considering an application for the Athena 
Swan Bronze Award. DVC(A) is leading the process with strong support from 
several RIs for which the award is particularly relevant. 
 

 Successful submissions 
for external recognition 
 
 

E&D 
Committee 
supported by 
HR  
 

Investors in 
People Aug 
2017 
followed by: 
 
Athena Swan 
2018 
 
Mindful 
Employer 
2018 
 
GRECM  
2018 

E The University has a childcare voucher scheme and policies on flexible working, 
Special Leave (including career breaks and sabbaticals and time off for 
emergency care), maternity, parental, paternity and adoption leave. The Flexible 
Working Policy was reviewed and updated in 2014 in response to a change in 
legislation and the parental leave related policies are all under review in 2015 
along with the introduction of a new Shared Parental Leave Policy in 2015.  
In 2017-18, 22 members of staff started maternity/adoption leave; in 2018-19, this 
number was 35.  
Progress since 2015:  Reviews completed and processes in place to respond to 
any changes in legislation. 
 

 Policies reviewed and 
updated  

HR Completed, 
regularly 
reviewed and 
updated 

F The Research Degree Studentship Policy has been reviewed in 2015 with the aim 
of ensuring that the terms and conditions for externally funded studentships at the 
University are no less favourable than those of RCUK studentships. The 
studentship policy is available from the Directors of Research Institutes. 
 
Update: The University has successfully used this revised policy to recruit 
students to its GCRF funded projects.  
 

 Approved by RDC   RGS Completed 
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Action Description of Activity and Progress  Success Measure Lead Date 
G The University has recently introduced e-recruitment which will enable us to more 

effectively monitor the whole recruitment process from application to appointment. 
This analysis forms part of the annual workforce monitoring report which is 
reported to the E&D Committee in July.  
 
The gender split in the organisation as a whole is mirrored in the gender split of 
new starters. There is a slight trend upwards in the number of female new starters 
which should be monitored and if it continues then further analysis should be 
undertaken as this will continue to perpetuate the gender imbalance within the 
organisation.   
 
In 2017-18, 65% of new starters were female and 35% male; this represents a 
five-year upward trend for female new starters. 
 

 Monitoring report 
Gender balance in line 
with the sector-wide 
practice 

HR July 2015 

H The University monitors its workforce by staff group and grade to identify any gaps 
and sets out action plans where concerns are identified (see above). We also 
report on E&D issues to HEFCE on an annual basis in addition to reporting to the 
internal University E&D committees and to Governors through the Resources & 
Employment and Audit and Compliance Committees. 
 
Update: see 6B 

 Monitoring & Action 
plans 

HR Annually 
according to 
committees’ 
cycles 

I Guidance for staff and managers in managing people with disabilities is under 
review and HR staff work with other staff who support students with disabilities 
and trade union representatives to ensure that best practice is followed. The 
University has an Occupational Health service which was reviewed and 
retendered in 2014, which advises and supports staff. The University also 
encourages and supports staff to take up the support offered by the Government  
‘Access to Work’ scheme  which makes recommendations to employers on 
reasonable adjustments, to ensure that staff with disabilities are able to remain in 
work and are not disadvantaged. Activity on staff that have needed significant 
support and intervention from OH and HR is monitored by HR as part of the 
employee relations casework review to share good practice, and activity is also 
monitored by protected characteristics as part of the annual workforce monitoring 
report to the E&D Committee to ensure that staff with disabilities are not 
disadvantaged.  

 Staff with disabilities 
are not disadvantaged: 
continued monitoring 
and responses as 
required 

HR 
 

Annual 
monitoring 
(July) 
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Action Description of Activity and Progress  Success Measure Lead Date 
J The University’s Bullying and Harassment, Grievance and Disciplinary Procedures 

were reviewed in 2014. They are all still fit for purpose, but in practice the HR 
Department has moved to a more facilitative and mediated style of resolving 
grievances and complaints of harassment and bullying, so that where possible 
issues are addressed informally and quickly, which is proving effective. Where 
issues cannot be dealt with informally they are resolved using formal procedures, 
and all staff are assured that complaints will not affect career prospects 
 
All complaints of bullying and harassment are overseen and reviewed as part of 
the employee relations caseload tracker, and activity is reported to the Resources 
and Employment Committee and as part of the E&D annual workforce monitoring 
report whereby activity is monitored by the protected characteristics. The 
University also reports annually to a Higher Education benchmarking report and 
uses the comparison with data from other HEIs as part of its own monitoring and 
action planning. 
 
 

 Continued monitoring 
and responses as 
required 

HR Annual 
monitoring 
(March) 

K As part of the Organisation and People Development Strategy, the University is 
creating a new Behavioural Framework which will underpin the values around 
treating others with dignity and respect. This will complement the new Partnership 
Agreement which also sets out expectations for students and staff. 
 
Progress since 2015:  This has evolved into the new PDA which is referred to 
elsewhere in this action plan 

 Framework completed 
and disseminated. 

HR 
 

Completed 
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Principle 7: The sector and all stakeholders will undertake regular and collective review of their progress in 
strengthening the attractiveness and sustainability of research careers in the UK 

7.1 The implementation of the Concordat’s principles will lead to greater integration of researchers into the mainstream management and career 
development structures of their employing organisations. The aim of this section is to promote implementation through a collective commitment to 
reviewing its progress. 

7.2 The signatories agree: 
a.  to constitute a steering group under an independent chair to oversee the implementation and review of the Concordat with appropriate 

representation of the funders and sector bodies including the Professional Institutions. This group will inform the UK Research Base Funders’ 
Forum of progress. 

b.  to procure an independent benchmarking study to assess the state of the sector at the launch of this Concordat. 
c.  to contribute an appropriate share of the costs of supporting implementation and review, including the benchmarking report. 
d.  to draw up an implementation plan for the Concordat, to ensure a coherent and sustained approach by organisations operating in the sector and 

the appropriate use of survey and monitoring tools such as the Careers in Research Online Survey (CROS). 
e.  to undertake and publish a major review of the implementation of the Concordat after three years reporting to the signatories and taking account 

of progress against the benchmark report and the views of researchers and employers (both outside and within the HE sector). 
7.3 The signatory funders will ensure that their terms and conditions of, for example, project grants include the expectation that the Research 

Organisations that they fund will adopt the principles of the revised Concordat. 
7.4 The signatories recognise the value of innovation in practices and of sharing practice between institutions and aim to promote these throughout the 

implementation and review process. The funding signatories will consider aligning their support for transferable and career development skills. It is 
expected that Vitae, the national programme dedicated to realising the potential of researchers, funded by the Research Councils, will play a major role 
in innovating, sharing practice and enhancing the capability of the sector to implement aspects of the Concordat, as well as establishing strategic 
partnerships between funders. 

7.5 Under public sector equality schemes, employers are required to monitor equality and diversity indicators for their researchers. This section focuses on 
the co-ordination and enhancement of existing information collection and not on the creation of additional data. There is a strong presumption that in 
implementing the Concordat, significant emphasis will be placed on the use of existing data and information sources and on the sharing of good 
practice between institutions and to provide evidence of its impact. 

Actions in Support of Principle 7 

 
Action Description of Activity and Progress  Success Measure Lead Date 

A The University continues to engage with Vitae regionally and locally supporting 
the refocusing of the East of England hub activities. 
 
 

 Vitae resources 
promoted to 
researchers. 
 
University represented 
at selected Hub and 
National meetings 
 

RGS On-going 
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Action Description of Activity and Progress  Success Measure Lead Date 
B The Director of Academic Development and Director of Research Development 

participate in the UKCGE in order to contribute to debates and share good 
practice. 
 
Progress since 2015: Attendance at UKCGE Conference by DRD.  In addition to 
the example reported in 2015 of participation informing local practice (research 
degree supervisor workload allocation, approved by RDC May 2015), other good 
examples of practice from the UKCGE conference being applied locally include 
improvements to the TNA process (introduced October 2016) and training 
provision throughout the PGR programme cycle, which led to the I&E ‘next steps 
in research’ training offered to PGR students towards the end of their 
programmes of study. 
 

 Discussion improves 
local practice  
 

RGS On-going 
(see example 
left) 

C The University benchmarks key E&D data with other HEIs as part of the DLA 
Piper annual benchmarking report and also reports this to the Resources & 
Employment Committee. 

 Monitoring and action 
planning as required.  

HR 
 

Annually 
(June) 

D Monitoring this action plan.  Monitoring and action 
planning as required. 

DRD reports 
to R&EC 

Twice per 
year (Nov & 
May) 

E Establishment of an ECR Forum.  Interviews with staff and other consultations 
have indicated that an ECR forum, paralleling that of the now established PGR 
Forum would be a valuable initiative to complement and extend the work of 
Research Institutes.  This would not only provide a support network for ECR and 
‘career change’ researchers, it could also inform the development of research 
training and CPD activities, and additionally be a useful means of continuously 
evaluating this action plan, directly consulting ECR’s rather than being dependent 
on reporting through institutes. 
 
UPDATE: The lack of engagement of ECRs in the forum has been identified as an 
obstacle. Support is now provided through research institutes and through the 
inclusion of ECRs specifically in invitations to central training. 
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