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Environment and culture

Awareness and engagement

The aims of these obligations are to work towards an open and inclusive research culture, and to ensure broad understanding and awareness of this amongst researchers.

ECI11

ECI1.2

ECI1.3

ECI1.4_NEW

ECI1.5_NEW

ECI1.6_NEW

Ensure
aA20:H45ll
relevant staff
are aware of
the
Concordat.

New
: actions
éLSi)l('gﬁ:\::aenci Z%i'ﬁgf?ég?;?{ we will Communication methods agreed created:
aaree an intearated commun.ication CAG so that all relevant staff are ECI1.4,
9 9 No 31/01/23 | Project aware of the University's Complete ECI1.5, No further action
process for Researchers and Research .
) - Manager | commitment to the Concordat ECI1.6,
Managers which will include awareness ”
and a positive research culture. ECI1.7,
of the Concordat.
ECI1.8 &
ECI1.9
Communication methods agreed
Agree with the Deans the best method CAG so that all relevant staff are
for ensuring knowledge of the Concordat | No 31/07/23 | Sponsor aware of the University's Not started
within the Faculties. Deans commitment to the Concordat
and a positive research culture.
Specialisms and local
environment
necessitate that
inductions are
managed at a local
. . level, however this can
Reviewing and updating our ; .
. : . lead to inconsistent
centralised induction content ; .
standards of induction
ensures that new Researchers dependent on facult
Centralised induction offering to be will be aware that the University P y
reviewed to ensure there is sufficient CAG is committed to the Concordat and school. Our focus
) . . No 31/07/24 . going forward is to first | Not started
information provided to new Research CHEP and that research culture is a
_ understand the
staff. priority. It also ensures that all . o .
. differences in induction
Research staff receive a : .
o ; . across the university,
minimum standard of induction :
. . and to devise a set of
information. o
common principles and
guidance, including
examples of good
practice, to provide
consistency and
improved quality.
NEW: Deans invited to nominate a A representative is appointed in
Concordat Representative in every every school to increase the
School, to work with the Concordat No 30/11/23 | Deans knowledge and benefits of the Not started
Champions at Faculty-level. Concordat at a local level.
EDI voluntary work is included in
NEW: Recognise the contribution of both the appraisal and
individuals towards the Concordat by HR EDI promotion process, to enable
incorporating EDI voluntary work in to the No 31/05/23 team staff to feel recognised for the Not started
appraisal and promotions process. additional, and often voluntary,
work they become involved in.
Social media channels are
NEW: Increase the profile of the incorporated into the Concordat
Concordat using social media channels No 30/11/23 | CAG comms plan to help raise the Not started

for UoS staff.

profile of the charter work both
internally and externally.
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NEW: Explore how best to engage
research staff with the CHEP Researcher

Proposal for how to engage
research staff with the CHEP
Researcher Development Hub is

ECI1.7_NEW No 31/01/23 | CHEP developed and then Not started
Development Hub and the best way to implemented to increase
use the available information effectively. P
awareness and subsequent use
of the Hub.
Links are made between the
NEW: Produce direct links from the Concordat web_
pages/SharePoint and the
CHEP Researcher Development Hub to Researcher Development Hub
the work of the Concordat (including an 0P ’
ECI1.8_NEW . ) No 31/07/23 | CHEP and a Concordat introductory Not started
introductory video to the Concordat video is created and hosted on
Champions and the work of the the R her Devel ¢
Concordat Advisory Group). € hesearcher Levelopmen
Hub to increase awareness of
the Concordat.
Evidence provided of how the
NEW: Establish what work learned Concordat is promoted within
ECI1.9_ NEW Zomehes (e.g. In.stltute of Phys]cs, Royal No 28/04/23 | CAG pther organlsatlons, a!nd 'thIS Not started
cademy of Engineers) are doing to information and learning is
promote the work of the Concordat. incorporated into our own good
practice.
Ensure New
institutional At expert led session(s) (as per actions
olicies and Environment & Culture ECI6.1) we will Communication methods agreed created:
practices discuss and decide upon an integrated CAG such that institutional policies ECI1.4,
ECI2.1 felevant to communication process for Researchers | No 31/01/23 | Project and practices are well- Complete ECI1.5, No further action
researchers and Research Managers to ensure Manager | communicated to all Research ECI1.6,
are inclusive effective communication of policies and staff. ECI1.7,
. ' | practices. ECI1.8 &
equitable and ECI1.9
transparent, Work with the Modernising the
and are well- | ~ o ance major strategic project t
communicate | .>0Vernance major strategic project 1o Policies that impact
dto |dent|fy_all pollc!es that |mpact Research Researchers are identified. to
ECI2.2 staff, with the aim of ensuring that all No 31/03/23 | CAG . ’ Not started
researchers O . : . enable further action in the
. policies are inclusive with regards to
and their future.
Researchers and Research Managers
managers.
and they are also easy to access.
Reqularl This Action Plan is
revigew a)r/1 d being completed whilst
report on the we are part-way
uglit of the The outcome of this workshop through an approved
(rqesea)r/ch will be a phase 2 Action Plan programme of work in
environment | A series of Action Workshops and encompassing actions for response to the
. . P . implementation up to 2027. signatory process (see
and culture, expert-led sessions will be held to bring Specifically: 2021-2023 Action
including together leaders within the Institution to CAG ) &e issugé addressed Plan). We have
ECI6.1 seeking consider 'bold' actions to shape both the | No 31/01/23 | Project _ Sol%tions aareed Upon com .Ieted Phase 1. the On Track
feedback culture and offering of the University of Manager | Ke investrr?ent arer;s Discgver hase of’
from Southampton (as indicated in other i den)t/ifie d this workyaz d wh’ere
researchers, | obligations within this Action Plan).

and using the
outcomes to
improve
institutional
practices.

- Alignment within Strategic
Plans (including priorities &
projects).

five working groups
reviewed the situation
across the University
and wider sector, to
make
recommendations and
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present their findings.
Phase 2 involves
agreeing on more
detailed actions, the
level of investment and
resourcing required,
and the ownership of
agreed actions until
2027. To launch Phase
2 we will hold a series
of Action Workshops
with all the key and
relevant stakeholders.

Progress
update

The
actual
impact of
the action

Outcome (ongoing
| carried forward /
no further action)

Agree a method to measure the health of
the research environment within the
University, utilising current methods e.g.

Ability to report on the
institutional research 1.
Environment and culture,
supporting the Research

The Associate Vice-
President
Interdisciplinary
Research (AV-P IR)
has recently been given
responsibility for
oversight of research
culture as part of the
role portfolio. This role

ECI6.2 CEDARS, Staff Engagement Surve;_/ - No 31/07/23 | AV-P IR Strategy, which allows a better is currently worked on a Not started
that align with the Research Strategic . . . .
. S understanding of the researcher | job-share basis which
Plan (Strategic Priorities SP1, SP2 and . . .
experience and improves allows for additional
SP5). o : o
institutional practice. insight in to the
situation and
demonstrates
institutional
commitment to flexible
work models.
Encourage Mentoring schemes are
researchers run locally to suit
to actively individual school
contribute to At expert led session(s) (as per New mentoring principles needs. . A new cent_ral
the . : : mentoring Sharepoint
Environment & Culture ECI6.1) we will agreed, leading to further . .
development di d decide how to st th CAGCHE " to imol ti d site provides an
ECR1.1 and ISCUSS and decige how lo strengthen No 31/01/23 | PProject actions fo iImplement improve overview of available Not started
. and build on existing mentoring processes across local .
maintenance ot : Manager ) mentoring schemes
processes (in line with Research mentoring schemes where gaps .
of a . . ) . e and signpost examples
: Strategic Plan Action no:20). are identified. . .
supportive, of good practice, links
fair and to get involved, and
inclusive resources to help
research mentors and mentees.
culture and At expert led session(s) (as per o .
be a Environment & Culture ECI6.1) we will A method IS |dent.|f|ed JFO .
supportive decide how to use the experience and CAG encourage inclusion within and
ECR1.2 . No 31/01/23 | Project improvement of the research Not started
colleague, knowledge of our Research community o
Manager | culture, benefitting all Research

particularly to
newer

to continue to improve the culture within
the University.

staff.
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researchers
and students.

Agree with the Deans how best to

include Researcher input in the CAG Deans agree an approach with
ECR1.3 Input No 31/07/23 | Sponsor firm plans in place to lead to Not started
development of an inclusive research .
Deans Faculty-level action.
culture.
Wellbeing and mental health
Our actions will align with the People Strategic Plan and the Research Strategic Plan
Work with the Athena Swan SAT to
ensure that action TA.4 "Compile a set of
common principles for workload
management based on an audit of how Schools adopt principles in their
schools currently manage workload. CAG workload management. Staff
ECI3.1 Seek feedback from staff, then provide No 31/12/23 HR report increased satisfaction Not started
all Schools with guidance and support for with workload management.
the incorporation of those principles into
their workload management" meets the
needs of Research staff.
Ensure Researcher representation and L
. The Researcher voice is heard
recommendations of the CAG are . o
: . C and included within the
included in both the Workload Principles Workload Princioles priority and
ECI3.2 strategic priority (also as per the No 31/12/23 | CAG bles priortty Not started
. . Health and Wellbeing work,
Research Strategic Plan Action no.25) which will then benefit
and the Health and Wellbeing strand of
; Researcher workloads.
the People Strategic Plan.
Prordnote al Ensure Researchers are represented on CAG At least 2 Researchers are
good mental | the Staff Wellbeing Working Group and Staff members of the Staff Wellbeing
ECI3.3 health and update the ToR for the group to include No 28/04/23 Wellbeing | Network to ensure researcher Not started
wellbeing Research staff. Group perspectives are included.
through the —
- Increased uptake of training
effective ) i
(+20%) due to easier access (no
management Produce a Stress Risk Assessment Staff reliance on set training
ECI3.5 of workloads o . No 31/12/22 | Wellbeing . : Not started
Training e-learning module. sessions), leading to more
and people. Group o . )
visibility and consideration of
stress and associated impacts.
Improvg access to the Health and CAG Resources around Health and
Wellbeing content on both the external Staff Wellbeing are easv to access
ECI3.6 website and internal SharePoint, No 31/07/24 , 9 >y 10 ac Not started
. . Wellbeing | and locate, resulting in higher
ensuring recommendations from the Grou usage (+20%)
CAG are considered and included. P 9 o)
Health, Safety and Welllbeing Manager is Staff There will be a minimum
ECI3.7 to ensure that th('a Health'and Wellbeing No 31/03/23 | Wellbeing standgrd of provision across all Not started
Champions provide consistent Grou faculties, such that no
information to staff across all Faculties. P Researchers are disadvantaged.
The Health and Wellbeing Champions Increased usage of Health and
SharePoint page is to provide profiles Wellbeing Champions and and
stating not only the Champion's name Staff the measure to report on the
ECI3.8 . ; ’ No 31/07/23 | Wellbeing Not started
but also their role and area of interest to Group health of the research

encourage the use of Champions across
the University.

environment (ECI6) shows a
positive increase.
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CAG to be involved with regular

discussions with the Safety, Health and gg}ccf; Research staff needs are
ECI3.9 Wellbeing team to ensure Researcher No 31/07/23 Wellbein considered within all Health and Not started
voices are represented in key decision Grou 9 Wellbeing initiatives.
making processes. P
Explore the usability and content of a
Researcher Manager Guide/Resource to Researcher Manaaers are
be accessed via the CHEP Researcher CAG aware of and havegaccess to
ECI4.1 Development Hub. How to promote No 28/02/23 : . Not started
! CHEP appropriate line management
wellbeing and good mental health as well !
. . material.
as signposting to the necessary support
will be included.
To be
Ensure Wellbeing sessions are easily assessed
managers of | Integrate wellbeing sessions into the and readily available to all by Jul-24 No further action at
ECI4.2 researchers CHEP Researcher Development Hub. No 31710722 | CHEP research staff, resulting in an CompEE for HREIR | this time
are increase in uptake. Award
effectively review.
trained in A representative sample of
e e o
mental Managers to partake in Line Manager Staff Stress Risk Assessments
ECI4.3 health Stress Risk Assessment Training No 31/01/23 | Wellbeing Researcher Managers aré able Not started
' delivered by the Health, Safety & Group t t the si ? t ithi
Wellbeing trainer. 0 SpoL Ine Signs ot Stress within
their team and intervene where
necessary.
Provide communications around Line
Manager Stress Risk Assessment Awareness of available training
ECI4.4 Training and existing Stress Awareness | No 31/01/23 Ig;?;?i leads to increased uptake of the Not started
training (which is available on training.
Blackboard) on Sussed.
Explore the usability and content of a Researcher Managers are
Researcher Manager Guide/Resource to aware of and have access to
be accessed via the CHEP Researcher CAG appropriate line management
ECM3.1 Development Hub to help ensure that No 28/02/23 CHEP materials, providng them with Not started
Researcher Managers promote a healthy the tools required to promote a
working environment. healthy working environment.
Ensure ﬁgerseseawilrt]h I;)reoaunns dvrmae);slt:\o r\ﬁg‘:ﬁ:‘ce CAG Deans take the action to
ECM3.2 managers . A9INg . y WorKing, No 31/07/23 | Sponsor promote a healthy working Not started
including the sending of emails in .
promote a iable h Deans environment.
healthy unsociable hours.
working The Future Ways of
environment Working programme
that supports will enable hybrid
researchers' working across the
wellbeing and Lo University. The To be
mental Work with the Future Ways of Working Researcher volce 1 represe_nted programme is assessed
. in the Future Ways of Working . .
health programme to ensure Researcher views CAG . evolutionary and seeks by Jul-24 | No further action at
ECM3.3 ' are represented via the Future Ways of No 30711/22 FWowW project group to ensure to learn from numerous CompiEi for HREIR | this time
Working Strategic Advisory Group researcher perspectives are pilots in different Award
. included. departments, before review

rolling out to the
academic and research
communities. The
Team Charter (that
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each team agrees to)
pays special
consideration to
wellbeing, as well as an
Eqality Impact
Assessment having
been carried out on the
programme itself.

Work with the Athena Swan SAT to
ensure that action FF.3.3 "Develop an
HR Request (online HR form) for flexible

Managers fully consider and

. HR EDI . .
working requests that can record and team record flexible working requests
ECM4.1 track all flexible working requests from No 31/12/22 HR (as per Athena Swan), and there On Track
Ensur their point of submission by employees, Svstems will be greater confidence in the
masnua eers their success rate and reasons for y data that we collect.
cons'c?er full rejection (if applicable)." meets the needs
St YUY | of Research staff.
flexible
. The Future Ways of
working Working programme
requests and _ g prograr
other will e_nable hybrid
appropriate Work with the Future Ways of Working L W°.rk'”9. across the
Researcher voice is represented | University. The
arrangement | programme to ensure Researcher and . . .
. . in the Future Ways of Working programme is
ECM4.2 s to support Researcher Manager views on flexible No 31/03/23 CAG project group to ensure evolutionary and seeks | At Risk
' researchers. | working are represented via the Future FWoW .
; . . researcher perspectives are to learn from numerous
Ways of Working Strategic Advisory . : .
included. pilots in different
Group.
departments, before
rolling out to the
academic and research
communities.
Ensure
researchers
take positive N .
. . An understanding is gained as
action Establls_h focus groups to explore the . to why the culture of excessive
towards perceptions of and reasons for excessive CAGHR : :
ECR3.4 NN : ; No 31/10/23 working hours exists among Not started
maintaining working hours from the perspective of EDI team . .
. Research staff, which will then
their Researchers and Researcher Managers. .
. lead to further action.
wellbeing and
mental
health.
Bullying and harassment
The aims of these obligations are to eliminate bullying and harassment in the research system, tackled through progressive policies and secure mechanisms to address
incidents.
Promote a The 2021 CEDARS
healthy Aggregate Results
working (from 48 institutions)
environment | Engage the research community in the CAG The research staff voice is show that less than
ECI3.1 through review and redesign of the Dignity at No 31/07/23 | HR EDI reflected in the Dignity at Work 14% of Research staff | Not started
effective Work policy. team policy. have felt bullied or
policies and harassed, compared

practice for
tackling

with UoS responses
which show that 16% of
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discrimination

, bullying and
harassment,
including A ith the D he b hod CAG G knowledge of
roviding gree with the Deans the best method to reater knowledge o
ECI3.2 2 ropriate promote Report+Support to the research | No 31/07/23 | Sponsor Report+Support amongst
ssgpoet for community within the faculties. Deans Research staff.
those
reporting
issues.
Promote the planned focus groups from rReeSrzzcre%r’::;Sae’:t:ﬁgcfioac;i arriu s
the REC Action Plan ( EU.6.1 - Conduct an% the Tosearcher voicegis P
focus groups to understand why there is captured. Report+Support take-
a gap between bullying casework and CAG P - ~ep PP
ECM3.1 . . No 31/03/23 up is monitored and feedback
what is reported via staff surveys, and REC-SAT !
. from staff and students (via
whether this has a race component) . "
e : surveys) is more positive that
within the research community to ensure reporting will be handled
researcher representation. P 9
appropriately.
Explore how Report+Support data can
be disaggregated to understand the The data will be disaggregated,
impact on those on the ERE pathway (in Respect allowing us to gain an
ECM3.2 Ensure line with REC Action EU.6.3 - Monitor No 30/11/26 Canf aian understanding of which areas of
u take-up and impact of the Palgn | he organisation require more
managers "Report+Support" reporting system targeted support/intervention.
encourage | inyoduced in March 2021) ’
reporting and '
addressing
incidents of
discrimination | Undertake multi-year analysis of the
, bullying and | disaggregated Report+Support data (in : .
harassment. | line with REC Action EU.6.3 - Monitor Respect Recognlse.any trends n the
ECM3.3 ; No 31/08/23 . data, allowing appropriate
take-up and impact of the Campaign reporting and escalation
"Report+Support" reporting system, P 9 :
introduced in March 2021).
Add the Employee Relations Toolkit and Research staff are aware of
Report+Support to the CHEP available support and how to
ECM3.4 Researcher Development Hub to No 31/10/22 | CHEP submit reports via
improve awareness amongst Report+Support, with the
researchers. confidence to do so.
Ensure As per ECM3.1 (Bullying and
researchers harassment): Promote the planned focus rReeSrgzgzqgéSa?t’:ﬁg?‘oiti arr?)u s
use available | groups from the REC Action Plan ( an% the researcher voicegi’s P
mechanisms | EU.6.1 - Conduct focus groups to
. captured. Report+Support take-
ECR4.1 to repqrt staff undgrstand why there is a gap between No 31/03/23 CAG up is monitored and feedback
' who fail to bullying casework and what is reported REC-SAT .
. . from staff and students (via
meet the via staff surveys, and whether this has a . "
- surveys) is more positive that
expected race component) within the research reporting will be handied
standards of | community to ensure researcher P 9
o . appropriately.
behaviour in | representation.

Research staff have felt
bullied or harassed. We
consider this to be a
systemic issue, and the
actions in this section
look to start addressing
this situation.

Not started
Not started
Not started
Not started
To be
assessed
Complete by Jul-24 | No further action at
P for HREIR | this time
Award
review.
Not started




Carried
over from

Responsi

The targeted impact of the

Progress

The
actual

Outcome (ongoing

Reference Obligation Action . Deadline o . Comments (optional) : | carried forward /
previous bility action(success measure) update impact of .
. no further action)
plan? the action
relation to As per ECM3.1 (Bullying and
discrimination | harassment): Explore how
, harassment | Report+Support data can be The data will be disaggregated,
and bullying. | disaggregated to understand the impact Respect allowing us to gain an
ECR4.2 on those on the ERE pathway (in line No 30/11/26 Canf aian understanding of which areas of Not started
with REC Action EU.6.3 - Monitor take- palg the organisation require more
up and impact of the "Report+Support” targeted support/intervention.
reporting system, introduced in March
2021).
As per ECM3.1 (Bullying and
harassment): Undertake multi-year
analysis of the disaggregated Respect Recognise any trends in the
ECR4.3 Report+Support data (in line with REC No 31/08/23 Can? aian data, allowing appropriate Not started
Action EU.6.3 - Monitor take-up and palg reporting and escalation.
impact of the "Report+Support" reporting
system, introduced in March 2021).
As per ECM:_’>.1 (Bullying and Research staff are aware of To be
harassment): Add the Employee available support and how to assessed
ECR4.4 Relations Toolkit and Report+Support to No 31/10/22 | CHEP submit reports via Complete by Jul-2f1 NQ fuﬁher action at
the CHEP Researcher Development Hub . for HREIR | this time
. Report+Support, with the
to improve awareness amongst ) Award
confidence to do so. )
researchers. review.
Equality, diversity and inclusion
Our actions will align with the People Strategic Plan, notably Strategic plan strand, Equality, Diversity and Inclusion.
. . . CAG More than 70% of Researcher
Ensure
ECI4/ECM1. Continue to promote EDI online training No 31/07/23 | HR EDI Managers having completed Not started
1 managers to researcher managers. t EDI traini
undertake eam raining.
relevant
training and To be
development . Co . . . assessed
ECI4/ECM1. | opportunities EDI ‘micro-sessions to _b_e developed to HR EDI Micro-sessions a\_/allable for all by Jul-24 No further action at
provide better opportunities for Research | No 31/07/23 Research staff, with data to Complete . o
2 related to . team for HREIR | this time
. staff to be involved. show Research staff uptake
equality, Award
diversity and review.
inclusion, and | gypjore the usability and content of a
ECI/ECM putthis into | Researcher Manager Guide/Resource to CAG Managers are aware of and
3 - | practice in be accessed via the CHEP Researcher | No 28/02/23 | J\Ph have access to appropriate line Not started
their work. Development Hub. Signposting to EDI management material.
training would be included.
IrEensSel;rrechers Reviewing and updating our This action has been
. NEW: Centralised induction offering to centralised induction content
actin b . d here i ici that R h updated based on the
accordance be reviewe to ensure there is sufficient ensures that new Researchers output of our Action
ECR2.1_NE ; information provided to new Research CAGCHE | will be aware that the University
with o . : ) No 31/07/24 . . Workshop to also Not started
W staff, which includes information relating P is committed to the Concordat

employer and
funder
policies
related to

to EDI, our commitment to Concordat
and subsequent work in this area.

and that research culture is a
priority. It also ensures that all
Research staff receive a

include information
about the Concordat in
inductions.
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equality,
diversity and
inclusion.

minimum standard of induction
information.

Research Integrity

The aims of these obligations are to ensure managers and researchers are trained in-, aware of- and maintain high standards of research integrity, and are able to report
infringements or misconduct.

ECIS/ECM2.

1

ECIS/ECM2.

2

ECIS/ECM2.

3

Ensure
researchers
and their
managers
are aware of,
and act in
accordance
with, the
highest
standards of
research
integrity and
professional
conduct.

Explore the usability and content of a
Researcher Manager Guide/Resource to
be accessed via the CHEP Researcher

Researcher Managers are

The University has a
dedicated Research
Integrity and
Governance (RIG)
team that develops and
keeps under regular
review all research
integrity-related
policies. Each faculty
has a Research
Integrity Champion
(RIC) who liaises with
the RIG team, and
communicates
research integrity

Development Hub. Links to Research No 28/02/23 gﬁgp aware O.f anq have access to matters to the faculty. Not started
Integrity training and signposting to The approprlate line management RICs m I
grity 9 gnposting material. S May aiso
Code of Conduct for Research will be organise events on
included. research integrity
themes. The reporting
line for research
integrity issues is
through the RIC and/or
ADR and then up to the
RIG team.
Links to matters
relating to research
integrity can be found
on the CHEP
Researcher
Development Hub.
Research staff are adequately Mandatory research
Research trained in issues relating to integrity training will be
Explore the opportunity for triennial Intearit research integrity. rolled out to all PGRs to
training for all Research staff (adapted N grity (ECR2: By 2025, the number of | ensure a base
. . o] 31/07/24 | and . On Track
from that provided by the UKRIO) which G allegations made about knowledge of research
is to also be included in inductions. overnan | research misconduct does not integrity and ethics
ce
exceed 5 annually (number of amongst PGR
allegations in 2020/2021). population.
Awareness of the importance of
research intergrity is increased
ADRs to decide and agree how best to Associate | amongst all Research staff, so
raise awareness of the Faculty Research | No 31/07/23 | deans for | that CEDARS 2025 Not started
Integrity Champions. Research | disagree/strongly disagree

responses about whether the
institution promotes the highest
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standards of research integrity
and conduct fall from 13%
(CEDARS 2021) to 5% or
below.

Ensure As per ECIS/ECM2.1 (Research
managers Integrity): Explore the usability and
report and content of a Researcher Manager Researcher Managers are
address Guide/Resource to be accessed via the CAG aware of and have access to
ECM3.1 incidents of CHEP Researcher Development Hub. No 28/02/23 CHEP appropriate line management Not started
poor Links to Research Integrity training and material.
research signposting to The Code of Conduct for
integrity. Research will be included.
Ensure
;i?eir?rchers Research staff are adequately
accordance As per ECI5/ECM2.2 (Research Research trained in_issueg relating to
with Ir!tegr]ty): Explore the opportunity for Integrity research integrity.
ECR2.1 employer and triennial training for all Research staff No 31/07/24 | and (ECR2.: By 2025, the number of Not started
' funder (adapted from that provided by the Governan allegations made about
o UKRIO) which is to also be included in research misconduct does not
policies . - ce
related to inductions. exceeq 5 arjnually (number of
allegations in 2020/2021).
research
integrity.
Research staff are adequately
As per ECIS/ECM2.2 (Research Research trained in issues relating to
Ir!tegrity): Explore the opportunity for Integrity research integrity.
e e tha Mo |ovonze ana | (SORE By 2025 he umbercr
use available | UKRIO) which is to also be included in Seovernan research misconduct does not
mechanisms | inductions. exceed 5 annually (number of
to report staff allegations in 2020/2021).
who fail to Awareness of the importance of
meet the research intergrity is increased
expected amongst all Research staff, so
standards of that CEDARS 2025
behaviour in 'IA‘? pe.rtE_CE[/)ERCI\,:sz (If\:jesea(rjch h Associate | disagree/strongly disagree
ECR4.2 relation to bn egn y)._ S 1o decide and agree Now |\, 31/07/23 | deans for | responses about whether the Not started
est to raise awareness of the Faculty A .
re.s.earch Research Integrity Champions Research | institution promotes th(_a hlgh.est
misconduct. : standards of research integrity
and conduct fall from 13%
(CEDARS 2021) to 5% or
below.
Policy development
The aims of these obligations are to encourage all researchers to actively contribute to the development of policies driving positive change at their institution.
Consider
researchers
and their . Better inclusion of research staff
EI7.1 managers as rEens;:rsee;?:ﬁg;cgnsgfgheépﬁgﬁlchigiér No 28/02/23 ’E'el:rrEDl in Equality Charters and visibility On Track
key P quality ' of their issues.

stakeholders
within the




Carried
over from

Responsi

The targeted impact of the

Progress

The

actual Outcome (ongoing

Reference Obligation Action . Deadline i . Comments (optional) : | carried forward /
previous bility action(success measure) update impact of furth fi
plan? the action  "°'urtnerac o)
institution
?hnedmp\rlei}clllwde CAG structure to be reviewed as part of Strengthened CAG that is more
formal a wider EDI Team initiative to ensure fair HR EDI impactful, resilient and
El7.2 opportunities representation by grade, gender, No 28/02/23 team representative to maximise On Track
topzn 206 ethnicity, faculty, length of service and interdependencies between the
with r%legvant contract type. Equality Charters.
organisationa
| policy and
decision- Agree with the Deans how best to R h 4R h
making. include Researcher and Researcher CAG Mesearc eran edsegrc er
EI7.3 Manager input in the development of No 31/07/23 | Sponsor rearr]:sgeer:t;(c)ilci;r?zfr;nivslaerivosnilre Not started
organisational policies and decision- Deans bre 9 :
making. policies and decision-making.
Raise awareness amongst institutional gg;\‘;irtss'tgf?r):gigie:C?ﬁethe
EI7.4 policy-makers (e.g. HR policy) of the No 31/07/24 | CAG rosbarcher voice in policy- Not started
' benefits of involving the researcher voice . . policy ot starte
within policy making activities. .makln.g as ey@enced by
inclusive policies.
We will continue to work on wider
representation and inclusion of research | Yes - Researcher representation runs
staff in our structure, establishing previous through our faculty structures
EI7.5 researcher representation on faculty action 31/07/23 | CAG and inputs into relevant policy Not started
research committees and the institutional | reference review and decision making
EDI committee via Concordat 2.2 '
Champions.
CAG to be included as a stakeholder for HR EDI Researcher and Researcher
El7.6 the EDI policy reviews scheduled for No 31/12/22 t Manager representation within On Track
2022. eam the EDI policy review process.
policy p
Encourage
managers ttr? Identify key areas that provide Ihe gpivefrfsin; ed)gperiﬁnces the
engage wi i enefits of including the
ECM5.1 opgo?tunities ;)Opggrt:ngliens gg:isegg\?;?:s&g;n:r?grs No 31/07/24 | CAG Researcher Manager voice in Not started
to contribute promgtgvia the C?&G policy.-makipg as evidenced by a
to policy ) more inclusive culture.
development
aimed at
creating a
more positive | ag her E17.6 (Policy development): CAG HR EDI Researcher and Researcher
ECM5.2 resgarch to be included as a stakeholder for the No 31/12/22 Manager representation within On Track
environment EDI policy reviews scheduled for 2022. team the EDI policy review process.
and culture
within their

institution.




Reference

Obligation

Action

Carried
over from
previous

Deadline

Responsi
bility

The targeted impact of the
action(success measure)

Comments (optional)

Progress
update

The
actual
impact of

Outcome (ongoing
| carried forward /

Engage with
opportunities
to contribute

Identify key areas that provide

plan?

The University experiences the
benefits of including the

the action Mo further action)

EM5.1 to relevant opportunities for Researchers to engage No 31/07/24 | CAG Researcher voice in policy- Not started
' policy in policy development and promote via making as evidenced by a more
development | the CAG. incl 9 it y
within their inclusive culture.
institution.
Engage with
fopgg;t#inb'ﬂtees As per EM5.1 (Policy development): The University experiences the
to relevant Identify key areas that provide benefits of including the
ECR5.1 olic opportunities for Researchers to engage | No 31/07/24 | CAG Researcher voice in policy- Not started
geve)I/o ment in policy development and promote via making as evidenced by a more
within t%eir the CAG. inclusive culture.
institution.
As per EI7.1 (Policy development): HR EDI Better inclusion of research staff
ER4 .1 Ensure research staff, especially ECR, No 28/02/23 team in Equality Charters and visibility On Track
representation on each Equality Charter. of their issues.
As per E|7.2 (Pollgy development): CAG Strengthened CAG that is more
structure to be reviewed as part of a . i,
ider EDI T A fai HR EDI impactful, resilient and
ER4.2 wider eam initiative to ensure fair No 28/02/23 representative to maximise On Track
' representation by grade, gender, team . )
- . interdependencies between the
ethnicity, faculty, length of service and .
Equality Charters.
contract type.
Recognise
and act on
their role as As per EI7.3 (Policy development): Agree
key with the Deans how best to include CAG Researcher and Researcher
ER4.3 stakeholders | Researcher and Researcher Manager No 31/07/23 | Sponsor Manager voices and views are Not started
' within their input in the development of Dgans represented in organisational
institution organisational policies and decision- policies and decision-making.
and the wider | making.
academic
community.
As per EI7.4 (Policy development): Raise University experiences the
awareness amongst institutional policy- benefits of including the
ER4.4 makers (e.g. HR policy) of the benefits of | No 31/07/24 | CAG researcher voice in policy- Not started
involving the researcher voice within making as evidenced by
policy making activities. inclusive policies.
As per EI7.5 (Policy development): We
will continue to work on wider Yes -
representation and inclusion of research revious Researcher representation runs
ER45 staff in our structure, establishing gction 31/07/23 | CAG through our faculty structures Not started
' researcher representation on faculty reference and inputs into relevant policy
research committees and the institutional 29 review and decision making.

EDI committee via Concordat
Champions.




Reference

Obligation

Action

Carried
over from
previous
plan?

Deadline

Responsi

bility

The targeted impact of the
action(success measure)

Comments (optional)

Progress

update

The
actual
impact of
the action

Outcome (ongoing
| carried forward /
no further action)

As per EI7.6 (Policy development): CAG

Researcher and Researcher

ER4.6 to be included as a stakeholder for the No 31/12/22 ’lerEDl Manager representation within On Track
EDI policy reviews scheduled for 2022. the EDI policy review process.
Employment
Recruitment and induction
The aims of these obligations are to ensure recruitment of researchers is open and fair and researchers receive effective inductions into the organisation.
Work with Talent & Recruitment and the
Super Recruiter Project to assess the
impact of the project on the research
environment. Athena Swan actions:
IR.1.1: "All Super Recruiters to attend
training over four modules; unconscious
bias training, Inclusive Recruitment
webinar, active bystander training & LMD
e-learning module."
IR.1.2: "Super Recruiters identified in
each Faculty/PrqfessmaI Service area at The Super Recruiter
level 3 upwards in order to act as role : I N )
. Super Recruiters within the project is an extensive
models for the recruitment process and ) )
. : Research environment are programme to improve
Ensure open, | challenge unconscious bias and . o . . .
. . . identified and recruitment data is | recruitment from start
transparent inclusion at each stage of the recruitment HR - :
. " . analysed for any trends, to finish. This peer-led
El1.1 and merit- process. No 31/12/23 | Recruitme o o : On Track
n . . . resulting in a positive impact on | programme will embed
based IR.1.3: "Consider options with the nt . . .
X . Researcher recruitment, in part | best practice and
recruitment, recruitment system to enable more . .
. . . due to Researcher Manager up- | address bias from job
which attracts | inclusive processes, such as an e . .
" skilling in recruitment. design through to
excellent embedded gender decoder. .
T . appointment.
researchers, | IR.1.4: "Implement recommendations
using fair and | from the review of the Super Recruiter
inclusive project to shape & enhance our current
selection and | offer and inform future recruitment
appointment | training and practices."
practices. IR.1.5: "Capture and analyse recruitment
experience feedback provided by super
recruiters and support the escalation of
concerns to HRBPs and senior sponsors
to ensure we are working towards an
improved recruitment experience."
Confidence is high that our
recuritment practices and
CAG processes are fair and inclusive,
. . . : o
E|1.2 Review the Qpen 'I:ranspa_rent and Merit No 31/12/22 HR _ as evidenced by 100% Yes Not started
Based Recruitment' checklist. Recruitme | (either
nt completely/substantially/partially

) in answer to the OTM-R
checklist.




Carried The
over from Responsi The targeted impact of the Progress actual
previous bility action(success measure) update impact of
plan? the action

Outcome (ongoing
| carried forward /
no further action)

Reference Action Deadline

Obligation

Comments (optional)

Identify areas of good practice in terms of
Researcher induction offerings in

Consistent and beneficial

El2.1 different faculties and promote best No 31/07/24 CAG inductions offered to all Not started
) S CHEP Researchers across the
practice across the Univeristy research Uni "
community. niversity.
Pfrfoviﬁe an Specialisms and local
© dec ;ye environment
n uc_lon,th t necessitate that
ensurln% a inductions are
;e;zearc ers managed at a local
integrated Reviewing and updating our :ggil’t:m@gﬁgifan
into the centralised induction content dards of inducti
it ensures that new Researchers standards of induction
community | Ag per ECI1.3 (Awareness and . TS | dependent on faculty
and are . . . : will be aware that the University
‘ engagement): Centralised induction CAGCHE | is committed to the Concordat and school. Our focus
El2.2 aware o offering to be reviewed to ensure there is | No 31/07/24 . going forward is to first | Not started
policies and sufficient information provided to new P and that research culture is a understand the
practices P priority. It also ensures that all ) o .
Research staff. . differences in induction
relevant to Research staff receive a across the university
their position. m;g;r:]l;?oitandard of induction and to devise a set of
' common principles and
guidance, including
examples of good
practice, to provide
consistency and
improved quality.
Recognition, reward and promotion
The aims of these obligations are to ensure the fair and inclusive recognition of researchers as part of their career progression.
Provide clear
?rggsparent Data will provide clarity over
merit-based Review cross-pathway transfer and HR whp Is changing pat.hwe}y and
EI3.1 it romotions for 2 vears No 30/09/24 Reward being promoted. This will then Not started
:stzgg';ﬂg’ P y ' lead to further actions as
promotion necessary.
pathways
that
recognise the
full range of
researchers' . .
o Academic, Research and Enterprise .
El3.2 contributions pathways to be refreshed and updated No 31/10/23 HR C!ee}rer routes fgr progression Not started
and the (People Strategic Plan) Reward within the organisation.
diversity of P 9 '
personal

circumstance
S.




The
actual
impact of
the action

Carried
over from
previous
plan?

Outcome (ongoing
| carried forward /
no further action)

Responsi
bility

The targeted impact of the
action(success measure)

Progress

Deadline update

Reference Action

Obligation

Comments (optional)

EM3.1

EM3.2

EM3.3

Managers
commit to,
and
evidence, the
inclusive,
equitable and
transparent
recruitment,
promotion
and reward of
researchers.

As per EI1.1 (Recruitment and induction):
Work with Talent & Recruitment and the
Super Recruiter Project to assess the
impact of the project on the research
environment. Athena Swan actions:
IR.1.1: "All Super Recruiters to attend
training over four modules; unconscious
bias training, Inclusive Recruitment
webinar, active bystander training & LMD
e-learning module."

IR.1.2: "Super Recruiters identified in
each Faculty/Professioal Service area at
level 3 upwards in order to act as role
models for the recruitment process and
challenge unconscious bias and

Super Recruiters within the
Research environment are
identified and recruitment data is

inclusion at each stage of the recruitment HR analysed for any trends
" No 31/12/23 | Recruitme o e ) On Track
process. nt resulting in a positive impact on
IR.1.3: "Consider options with the Researcher recruitment, in part
recruitment system to enable more due to Researcher Manager up-
inclusive processes, such as an skilling in recruitment.
embedded gender decoder."
IR.1.4: "Implement recommendations
from the review of the Super Recruiter
project to shape & enhance our current
offer and inform future recruitment
training and practices."
IR.1.5: "Capture and analyse recruitment
experience feedback provided by super
recruiters and support the escalation of
concerns to HRBPs and senior sponsors
to ensure we are working towards an
improved recruitment experience."
Confidence is high that our
recuritment practices and
. . . CAG processes are fair and inclusive
As per EI1.2 (Recruitment and induction): . o ’
Review the 'Open Transparent and Merit- | No 31/12/22 HR . as evidenced by 100% Yes Not started
. . ) Recruitme | (either
Based Recruitment' checkilist. . .
nt completely/substantially/partially
) in answer to the OTM-R
checklist.
Narrative CV usage increases,
Discuss and investigate the advantages resulting in an increase in the 2. | There is a greater call
) CAG . .
and disadvantages of the use of Employment / promotion of staff | for the use of narrative
) oo o No 31/10/23 | HR o Not started
narrative CVs, utilising existing Reward from minority groups e.g. CVs amongst some

information on the subject from RIS.

gender, race, disability, sexual
orientation etc.

funding bodies.

Responsibilities and reporting

The aims of these obligations are to ensure that researchers and their managers understand and act on their obligations and responsibilities.




Carried
over from

Responsi

The targeted impact of the

Progress

The

actual Outcome (ongoing

Reference Obligation Action . Deadline i . Comments (optional) : | carried forward /
previous bility action(success measure) update impact of furth fi
plan? the action  "°'urtnerac o)
Managers
familiarise
themselves,
and work in
accordance Explore the usability and content of a
with, relevant | Researcher Manager Guide/Resource to
employment | be accessed via the CHEP Researcher CAG Managers are aware of and
EM2.1 legislation Development Hub. Links to codes of No 31/10/23 CHEP have access to appropriate line Not started
and codes of | practice and institutional policies and management material.
practice, signposting to information regarding
institutional conditions of grant funding to be included
policies, and
the terms and
conditions of
grant funding.
Researchers
ensure that
they work in
accordance
with, . . . .
. Centralised induction offering to be
institutional reviewed to ensure there is sufficient
policies, . . . Researchers are aware of and
ER1.1 procedures information provided to new Research No 31/07/24 CAG have access to appropriate Not started
' staff, including institutional policies, CHEP : )
and rocedures and 2. Employment information.
employment proceat - Employ
s legislation.
legislation, as
well as the
requirements
of their
funder.
Reviewing and updating our
Researchers centralised induction content
understand . . . , ensures that new Researchers
. Centralised induction offering to be . : )
their . . . will be aware that the University
reportin reviewed to ensure there is sufficient CAG is committed to the Concordat
ER2.1 porting information provided to new Research No 31/07/24 . Not started
obligations . . . L CHEP and that research culture is a
staff, including reporting obligations and I
and o priority. It also ensures that all
... | Fresponsibilities. i
responsibilitie Research staff receive a
S. minimum standard of induction
information.
People management
The aims of these obligations are to ensure that researchers are well-managed and have effective and timely performance reviews.
Provide Increase engagement amongst Increase in uptake of
effective line | Researcher Managers with the Leadership and Management
and project Leadership and Management CAG Development training from 33%
management | Development training, and the Line CHEP ERE managers (compared to
El4.1 training Manager Development Programme, by No 31/07/23 | HR LMD 50% of all managers) to 100% Not started
opportunities | sharing the benefits for Researcher Internal by Jul-23, therefore increasing
for managers | Manager work outcomes, and publicising Comms the knowledge of Researcher

of
researchers,

availability through local comms
(Faculty/School level).

Managers in matters of people
management and leadership.




Carried
over from

Responsi

The targeted impact of the

Progress

actual

e Outcome (ongoing

Reference Obligation Action . Deadline o . Comments (optional) : | carried forward /
previous bility action(success measure) update impact of .
. no further action)
plan? the action
heads of Explore the usability and content of a
department Researcher Manager Guide/Resource to
and be accessed via the CHEP Researcher
equivalent. Development Hub. Signposting to CAG Managers are aware of and
El4.2 existing project management support and | No 28/02/23 CHEP have access to appropriate line Not started
resources, such as the Project management material.
Managers' and Coordinators' Network
and the RIS Project Management Toolkit,
to be included.
Increase in uptake of
Leadership and Management
Development training from 33%
. ERE managers (compared to .
As per El4.1 (People management): 50% of all managers) to 100% Improved ms’gltutlonal
Increase engagement amongst . ; research environment
Researcher Managers with the by Jul-23, therefore increasing and culture based on
. g the knowledge of Researcher .
Leadership and Management CAGCHE . the measure agreed in
Development training, and the Line PHR Managers in matters of people | g6 Enyironment &
El5.1 Managgr Developmgr;t Programme, by No 31/07/23 LMDIntern management and leadership. Culture) due to Not started
) ! ’ Leading to an improved
sharing the benefits for Researcher al Comms institutional research Researcher Managers
Ensure that Mar)ag_e_r work outcomes, and publicising environment and culture based being more
excellent availability through local comms on the measure agreed in ECI6 knowledgeable about
people (Faculty/School level). (Environment & Culture) due to people matters.
management Researcher Managers being
ISh ioned more knowledgeable about
fhrzmp;]%n? people matters.
the ughou As per ECI3.1 (Wellbeing and Mental
oraanisation Health): Work with the Athena Swan SAT
an% to ensure that action TA.4 "Compile a set
embedded in (rﬁac:;qgrﬁgrﬁrggggi;o;r\:vglrﬂﬁa:f how Schools adopt principles in their
institutional 9 CAG workload management. Staff
El5.2 schools currently manage workload. No 31/12/23 . ; . Not started
culture, . HR report increased satisfaction
Seek feedback from staff, then provide .
through Il Schools with quid d it f with workload management.
annual all Schools with guidance and support for
appraisals the incorporation of those principles into
bp ’ their workload management" meets the
transparent ds of R h staff
romotion needs of Research staff.
prom As per ECI3.2 (Wellbeing and Mental
criteria, and Health): Ensure Researcher
workload L . The Researcher voice is heard
. representation and recommendations of . s
allocation. the CAG are included in both the and included within the
L L Workload Principles priority and
EI5.3 Workload Principles strategic priority No 31/12/23 | CAG Health and Wellbeina work Not started
(also as per the Research Strategic Plan which will then benegt ’
Action no.25) and the Health and Researcher workloads
Wellbeing strand of the People Strategic ’
Plan.
As per ECI3.3 (Wellbeing and Mental CAG At least 2 Researchers are
Health): Ensure Researchers are Staff members of the Staff Wellbeing
El5.4 represented on the Staff Wellbeing No 28/04/23 Wellbeing | Network to ensure researcher Not started
Working Group and update the ToR for Group perspectives are included.

the group to include Research staff.




Reference

Obligation

Action

Carried
over from
previous
plan?

Deadline

Responsi
bility

The targeted impact of the
action(success measure)

Comments (optional)

Progress
update

The
actual

impact of
the action

Outcome (ongoing
| carried forward /
no further action)

Review existing ERE - Research

Researcher Managers are
aware of their responsibilities
around the wellbeing of their
reports and CEDARS 2025

Pathway job descriptions to consider HR shows an increase from 49% to
EIS.5 whether responsibilities pertaining to No 31/12/23 Reward 60% of respondents who Not started
wellbeing are included. agree/strongly agree that their
working environment supports
their mental health and
wellbeing.
Agree with the Deans how best to
CAG | Decisons made on how
EM4.1 T ; No 31/07/23 | Sponsor provide the time for regular 1:1s, Not started
managers (in alignment with Module 2 of D . .
the Line Manager Development eans leading to further actions.
9 p
programme).
Provide an additional appraisal summary
for Heads of School / Deans / Directors,
with a breakdown of EDI based statistics Statistics will be reported to the
including, gender, ethnicity, full time/part EDI committee to help with
Managers time, level and pathway (as per REC planning action/options to help
actively Action SP.10.2). Deans will be address patterns and trends,
engage in responsible for reviewing the data with HR EDI and a summary included in the
EM4.2 regular . the_ support of their HR Business Partner, No 30/11/23 | team EDI annpal report. Appralsz_al On Track
constructive | to identify any patterns or trends HR LMD summaries are embedded into
performance | pertaining to specific or protected staff the appraisal process. Summary
management | groups. Any issues which are identified packs are distributed to Deans
with their should be followed up with actions (eg and HR business partners, with
researchers. | training, communication), seeking advice evidence of actions taken where
from EDI experts if relevant, to help raise required.
awareness and reduce unconscious bias
in the future.
To improve transparency and trust in the
appraisal process (as per REC Action
SP.10.1), replace the current moderation L4-7 Oct 2023, L1-3 Jul 2024
EM4.3 process with a “consistency check” which | No 30/11/23 | HR LMD Consistency check is embedded On Track
will be carried out by a second line into the appraisal process
reviewer, normally the appraiser’s direct
manager .
As per EM4.1 (People management):
Agree with the Deans how best to
provide time for regular 1:1's to take CAG Decision is made on how to
ER3.1 Researchers | place between researchers and their No 31/07/23 | Sponsor provide the time for regular 1:1s, Not started
positively managers (in alignment with Module 2 of Deans leading to further actions.
engage with | the Line Manager Development
performance | programme).
management Researchers recognise their role
discussions . . . in the appraisal process and To be
and reviews !DUb"C'S? the AppraS|aI Guidance undertake their duties, leading assessed
with their mfromatl(_)n avgllable on the HR to a greater uptake of appraisals by Jul-24 | No further action at
ER3.2 SharePoint to increase awareness of No 31/07/23 | HR LMD : Complete . s
managers. Researcher obligation rroundin e}nd a r(.aductlon_ of those who for HREIR | this time
i gations surrou 9 find their appraisal not very Award
appraisals. )
useful/not at all useful from 40% review.

to 20% by CEDARS 2025.

Job security




Reference

Obligation

Action

Carried
over from
previous
plan?

Deadline

Responsi
bility

The targeted impact of the
action(success measure)

Comments (optional)

Progress
update

The
actual
impact of
the action

Outcome (ongoing
| carried forward /
no further action)

The aim of this obligation is to improve the job security of researchers.

El6.1

El6.2

El6.3

El6.4

El6.5

Seek to
improve job
security for
researchers,
for example
through more
effective
redeployment
processes
and greater
use of open-
ended
contracts,
and report on
progress.

The University will modernise its

New 2. Employment Ordinance
and procedures are live.

governance to better manage 2. No 01/08/23 HR Policy | Benefits include: 'parity for all On Track
Employment procedures and redundancy Hub staff, streamlined decision
processes. making, ability to respond to
change in an agile way.
Ensure ECRs and Line Managers of
Researchers are represented and A single, centralised policy - that
recommendations of the CAG are is not to be modified/adapted at
included in the Reduce the Use of FTCs | No 31/07/24 | CAG local levels by any areas of the Not started
strategic priority (the People Strategic University - to be used across
Plan) to ensure alignment across the the entire institution.
University.
Align the objectives within the Concordat Actions related to the different
with Athena Swan, Race Equality Charter HR EDI charters are all aligned with the
and Technician Commitment actions No 31/01/23 team Concordat and fairly represent Not started
related to the use of Fixed Term the requirements of all FTC
Contracts. staff.
Work with the Athena Swan SAT and HR A measurable increase in the
. number of staff redeployments.
Recruitment to ensure that Athena Swan o .
; o iy Specific targets for improvement
Action JS.2: "Positively promote recently o ;
; to be specified after gauging the
strengthened redeployment policy and . .
associated guidance, with the aim of underlying appetite for
) : e ) No 31/10/23 | HR BPs redeployment. Indicative target Not started
improving recruiting managers . 0
erceptions of appointing redeployees of improvement from 2.5% to
percep ppoiniing redeployees. >5% for A&R, and from 6.2% to
Understand the appetite for o .
" >10% of those ending FTCs,
redeployment from FTC staff." meets the with no sianificant gendered
needs of Research staff. 9 9
pattern.
At expert-led sessions(s) (as per Decisions are made on how to
Environment & Culture ECI6 action 1) we manage the policy and
will discuss and decide how to manage No 31/01/23 | CAG strategies relating to funding Not started

the policy and strategy relating to funding
opportunities for research-only staff.

opportunities for research-only
staff.

Professional and Career Development

Championing professional development

The aim of this obligation is to improve the job security of researchers.




Reference

Obligation

Action

Carried
over from
previous

Deadline

Responsi
bility

The targeted impact of the
action(success measure)

Comments (optional)

Progress
update

The

actual Outcome (ongoing

[ carried forward /

impact of

PCDI1.1

PCDI1.2

PCDI1.3_NE
W

PCDI1.4_NE
W

Provide
opportunities,
structured
support,
encourageme
nt and time
for
researchers
to engage in
a minimum of
10 days
professional
development
pro rata per
year,
recognising
that
researchers
will pursue
careers
across a wide
range of
employment
sectors.

Provide tools, guidance and exemplars
on how to utilise the minimum 10 days

plan?

Greater involvement of research
staff in their own development
and improved institutional
research 1. Environment and
culture based on the measure
agreed in ECI6 (1. Environment
and culture).Researchers have
the opportunity to engage in a
minimum of 10 days
training/professional

the action

no further action)

training/professional development from No 30/11/23 | CHEP Not started
both a Researcher Manager and development, so that by
. CEDARS 2025 the number of
Researcher perspective. .
staff who have received fewer
than 10 days
training/professional
development is under 60% and
there are no staff who have
received zero days for
training/professional
development.
Agreement on how to support New
At an Action Workshop (as per the use of a minimum of 10 days .
. . L : actions
Environment & Culture ECI6.1) we will for training/professional )
. : . created:
discuss and decide upon options for CAG development, so that by PCDI1 3
supporting Researchers' career No 30/11/22 | Project CEDARS 2025 no more than Complete PCDI1 ' 4’ No further action
development, inlcuding the use of the Manager | 60% of staff have received PCDI1 '5’
minimum 10 days training/professional fewer than 10 days PCDI1 .6,&
development. training/professional '
PCDI1.7
development.
A solution is arrived at to enable
NEW: Monitor the progress of the the measurement of the
iSolutions paper regarding uptake/utilisation of the 10 days
recommendations for using the Training | No 28/02/23 | iSolutions | professional development, to Not started
Manager service within Blackboard to ensure consistency of take up of
enable training to be recorded. this opportunity across the
University.
Brief and specification provided
to Worktribe Project Team to
NEW: Prepare a brief and specification highlight the importance of
for the Worktribe Project Team to including the cost of 10 days
propose updates to the software and the professional development during
Worktribe SharePoint site to provide No 31/07/23 | CAG bid proposal - leading to further Not started

information and prompts to Pls to include
the cost of professional development
during bid proposal stage.

action if the brief is accepted,
and consequently more
opportunities for the 10 days to
be fully utilised by all research
staff.
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Action
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over from
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plan?

Deadline

Responsi
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The targeted impact of the
action(success measure)

Comments (optional)
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The
actual
impact of
the action

Outcome (ongoing
| carried forward /
no further action)

NEW: Provide information to the Finance
Research Hub team to ensure Pls are

Finance Research Hub actively
provide Pls with information
about how to include the cost of
the 10 days professional

professional

development is under 60%.

\F;VCD” -5_NE aware that they can include the cost of No 31/07/23 | CAG development in funding Not started
the 10 days professional development in proposals, leading to more
grant/funding proposals. opportunities for the 10 days to
be fully utilised by all research
staff.
NEW: Update the CHEP Researcher
Development Hub section on Career Researcher Development Hub is
Development to provide best practice updated with a list of 10 days
PCDI1.6 NE surrounding the 10 days professional professional development
W = development, examples of how the 10 No 31/01/23 | CHEP examples, increasing both the Not started
days may be used e.g. conferences, visibility and the subsequent
skills development, formalised training utilisation of the opportunity
etc. and case studies of individuals who provided.
have used them.
NEW: Establish a co-design group to
determine how best to offer
academic/researcher career planning
from day 1 including: Training Needs
Analysis design, the use of data to track Co-design group is established
development needs, what structured with clear aims and objectives,
PCDI1.7_NE professional development looks like for CHEP leading to further actions to
W newer researchers, modes of delivery No 31/01/23 HR LMD improve the opportunities for Not started
(in-person, online, on-demand), and how career planning for all
we can follow-up on learning and researchers.
development (i.e. what have you learnt
and what will you be doing differently or
better). Ideally this would be embedded
in induction and probation processes.
Monitor, and
report on, the
ipgageme”t CEDARS 2025 data is to be
researchers CED_ARS is to be used to continue to used to assess the success of
PCDI6.1 and their monitor the engagement of. Researchers No 31/07/25 | CAG the measures [mplemented as Not started
managers and Res_egrch Managers with the 10 part of this Action Plan to _
with days training/professional development. improve access tlolprofessmnal
professional development activities.
development
activities.
g/llli rc];:\?ee;s Agreement on.h_ow to support
minimum of _ _ _ _ the us.e_of a minimum of 10 days
10 days pro In conjunctlpn with the Action Workshops for training/professional
rata per year (as per Environment & Culture ECI6 CAG development, so that by
PCDM3.1 for their ’ | action 1), agree with the Deans how No 31/07/23 | Sponsor CEDARS 2025 the number of Not started
researchers Resea_rcher Managers can ensure the Deans staff who have received fewer
to engage allocation of 10 days training per year. tha.n'10 days .
with training/professional
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Carried
over from
previous
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impact of
the action

Outcome (ongoing
| carried forward /
no further action)

development,
supporting
researchers
to balance
the delivery
of their
research and
their own
professional
development.

Researchers
take
ownership of
their career,

Greater involvement of research
staff in their own development
and improved institutional
research 1. Environment and
culture based on the measure
agreed in ECI6 (1. Environment
and culture).

identifying
opportunities | As per PCDI1.1 (Championing
to work professional development): Provide tools, Sesc?ra’]ur,lﬂi]te r?Oh:r\]/eath: ina
towards guidance and exemplars on how to utilise m‘?rﬁimum gf 10 dg g
PCDR1.1 career goals, | the minimum 10 days No 30/11/23 | CHEP trainina/ rofessionél Not started
including training/professional development from g'p
engaging in a | both a Researcher Manager and g%vgfggzggg’ Ct)htgantu?%/ber of
minimum of Researcher perspective. taff who h ved f
10 days staff who have received fewer
. than 10 days
professional inina/professional
development training/pro essiona
ro rata per development is under 60% and
pear P there are no staff who have
year. received zero days for
training/professional
development.
Career development reviews
The aims of these obligations are to ensure researchers and their managers are engaging in productive career development reviews.
Researcher Managers
recognise their role in the
appraisal process and
Provide undertake their duties, leading
trainin to a greater uptake of appraisals
stru ctugr,e d resulting in a reduction of those
supbort. and that find their appraisal not very
timpepfor’ useful/not at all useful from 40%
. to 20% by CEDARS
managers to | All Researcher Managers are to receive 2025.(PCDM1.1: Increase the
PCDI2.1 engage in appropriate training and support to utilise | No 31/07/23 | HR LMD numt;er of res.o'ndents that On Track
meaningful the new Appraisal process. o P
career answer 'yes to the CEDARS
development question "Do you have a regular
revi ewg with formal career development
their review with your manager /
researchers supervisor?" from 42%
' (CEDARS 2021) to greater than
50% by CEDARS 2025
(particularly as 77% of those
that had career development




Carried The
over from . Responsi The targeted impact of the Progress actual
. Deadline g . .
previous bility action(success measure) update impact of
plan? the action

Outcome (ongoing
| carried forward /
no further action)

Reference Action Comments (optional)

Obligation

PCDI2.2

PCDI2.3

reviews found them useful/very
useful).

Publicise the Apprasial Guidance
information available on the HR
SharePoint to increase the awareness of
Researcher Manager obligations
surrounding appraisals.

No

31/07/23

HR LMD

Researcher Managers
recognise their role in the
appraisal process and
undertake their duties, leading
to a greater uptake of appraisals
resulting in a reduction of those
that find their appraisal not very
useful/not at all useful from 40%
to 20% by CEDARS 2025.

(PCDM1.2: Increase the number
of respondents that answer 'yes'
to the CEDARS question "Do
you have a regular formal career
development review with your
manager / supervisor?" from
42% (CEDARS 2021) to greater
than 50% by CEDARS 2025
(particularly as 77% of those
that had career development
reviews found them useful/very
useful).

Complete

To be
assessed
by Jul-24
for HREIR
Award
review.

No further action at
this time

Training to be provided to demonstrate
how to create and maintain a
professional development plan.

No

31/07/24

CHEP

Researchers understand how to
create a professional
development plan, such that by
CEDARS 2025 50% of
respondents agree/strongly
agree that they have a clear
career development plan
(compared with 37% CEDARS
2021).

Not started

PCDI6.1

Monitor, and
report on, the
engagement
of
researchers
and their
managers
with
researcher
career

Appraisal uptake amongst Research staff
is to be monitored as part of the new
appraisal process.

No

31/07/24

HR LMD

Appraisal completion rate to
increase from 91.5% (2019/20)
for all eligible Research staff, to
100% by Jul-25.

Not started




Carried The :
. . Outcome (ongoing
Reference Obligation Action over _from Deadline Res_p_on3| The_targeted irei@s a1y e Comments (optional) HREGTEEE : SEITEL | carried forward /
previous bility action(success measure) update impact of .
. no further action)
plan? the action
development
reviews.
Researcher Managers
recognise their role in the
appraisal process and
undertake their duties, leading
to a greater uptake of appraisals
resulting in a reduction of those
that find their appraisal not very
useful/not at all useful from 40%
0
As per PCDI2.1 (Career development to 20% by CEDARS 2025.
reviews): All Researcher Managers are .
PCDM1.1 to receive appropriate training and No 31/07/23 | HR LMD E)I?(r;e[;'r\)ﬂc?ﬁ;émgrfhaasteahhsewgl;r'T;/t()e:'r On Track
support to utilise the new Appraisal to the CEDARS question "Do
Process. you have a regular formal career
Managers development revigw with your
engage in manager / supervisor?" from
reqular 42% (CEDARS 2021) to greater
career than 50% by CEDARS 2025
development (particularly as 77% of those
discussions that had career development
; : reviews found them useful/very
with their useful)
irsglizgﬁgers’ Resear_cher Managgrs
holding a recognise their role in the
career appraisal process gnd .
development undertake their duties, Ieadlng
review at toa g'reat.er uptake Qf appraisals
least resul’gmg ina reduct_lon of those
annually that find their appraisal not very
' useful/not at all useful from 40%
As per PCDI2.2 (Career development to 20% by CEDARS 2025. To be
reviews): Publicise the Apprasial assessed
Guidance information available on the (PCDMA1.2: Increase the number by Jul-24 | No further action at
PCDM1.2 HR SharePoint to increase the No 31/07/23 | HRLMD of respondents that answer 'yes' CHIMAEE for HREIR | this time
awareness of Researcher Manager to the CEDARS question "Do Award
obligations surrounding appraisals. you have a regular formal career review.
development review with your
manager / supervisor?" from
42% (CEDARS 2021) to greater
than 50% by CEDARS 2025
(particularly as 77% of those
that had career development
reviews found them useful/very
useful).
Researchers | As per PCDI6.1 (Career development Appraisal completion rate to
PCDR4 1 positivel_y reviews): Apprgisal uptake gmongst No 31/07/24 | HR LMD increase_ f.rom 91.5% (2019/20) Not started
engage in Research staff is to be monitored as part for all eligible Research staff, to
career of the new appraisal process. 100% by Jul-25.




Carried
over from

Responsi

The targeted impact of the

Progress

The
actual

Outcome (ongoing

Reference Obligation Action . Deadline o . Comments (optional) : | carried forward /
previous bility action(success measure) update impact of .
. no further action)
plan? the action
development Researchers recognise their role
reviews with . . . in the appraisal process and To be
their PUb"C'S? the Appra3|a| Guidance undertake their duties, leading assessed
managers. mfromatl(_)n avgllable on the HR to a greater uptake of appraisals by Jul-24 | No further action at
PCDR4.2 9 SharePoint to increase awareness of No 31/07/23 | HR LMD d 9 ducti P £ th PP h Complete fy HREIR | this i
Researcher obligations surrounding ?n a reduction ot those who or ! IS time
appraisals. ind their appraisal not very Aw_ard
useful/not at all useful from 40% review.
to 20% by CEDARS 2025.
Career development support and planning
The aims of these obligations are to promote researchers' career development planning through tailored support and gathering evidence of professional experience.
New
At an Action Workshop (as per actions
Environment & Culture ECI6.1) we will CAG Decision made on how to created:
PCDI3.1 discuss and decide on the bes't way.to No 04/10/22 | Project manager Researcher careers, Complete PCDI3.5, No further action
manage Researcher careers, including Manager leading to further actions with a PCDI3.6,
the barriers that need to be overcome measurable output. PCDI3.7,
when attempting to change pathways. PCDI3.8 &
PCDI3.9
At an Action Workshop (as per CAG The needs of longer term New
PCDI3.2 5.”V'r°”me”t & Culture ECI6.1) we will |\ 04/10/22 | Project | Researchers are discussed and Complete | 219N | N further action
iscuss opportunities to support the Manager any special provisions agreed created:
needs of longer term Researchers. upon, leading to further actions. PCDI3.13
New
At an Action Workshop ( (as per Decision made on how to actions
Environment & Culture ECI6.1) we will CAG improve the professional created:
PCDI3.3 discuss how to improve the professional | No 04/10/22 | Project support available from the Complete PCDI3.10, | No further action
support available from the Careers Manager | Careers Service for Research PCDI3.11
Ensure that Service for Research staff. staff, leading to further actions. &
researchers PCDI3.12
have access CEDARS 2025 to show that
to ) Publicise the tools available in the CHEP fewer than 25% of Researchers
professional | Researcher Development Hub (such as CHEP disagree/strongly disagree that
PCDI3.4 advice on the FutureLearn course for Career No 31/07/23 | Internal they are aware of the support On Track
career Management for Early Career Comms the institution provides for
management, | Researchers) career and professional
across a development.
breadth of Focus groups conducted,
careers. resulting in a better
PCDI3.5 NE NEW: Establish focus groups to explore HR ynderstanding of h_ow to
W = how to improve the narrative surrounding | No 31/07/23 Reward improve the narrative Not started
the ERE pathway for researchers. surrounding the ERE pathway,
leading to further actions as
necessary.
Career pathways map updated,
. resulting in reports of more
EVCDI3'6—NE :‘JEW ".mpro"e the Caree;r.F.’athways Map No 31/07/23 HR researchers being aware of the Not started
o highlight areas for flexibility Reward L .
career opportunities available to
them.
Career pathways map updated,
NEW: Provide an interactive ‘map’ for resulting in reports of more
PCDI3.7 NE each Faculty (the same as/similar to the HR researchers being aware of the
W T Medicine map) to highlight case studies | No 29/12/23 Reward career opportunities available to Not started
) : i war o .
demonstrating the skills/requirements to them and a positive trend in
navigate the Career Pathways. data pertaining to researcher
career development.
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over from
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NEW: Monitor and evaluate the impact of
the introduction of Academic Career
Development Committees over the
course of the 2022/23 promotion round,

Analyse the 2022/23 promotions
data and determine whether
there are gaps to address, to

PCDI3.8_NE with particular focus on research-only No 31/07/23 HR result in survey responses Not started
W application and success rates, and Reward indicating that researchers feel
qualitative perceptions of the promotion they have equitable
process. Refine processes and introduce opportunities for development.
changes as required.
NEW: Monitor and evaluate the impact of
the introduction of Academic Career Analyse the 2022/23 promotions
Development Committees over the data and determine whether
PCDI3.9 NE course of the 2023/24 promotion round, HR there are gaps to address, to
= with particular focus on research-only No 31/07/24 result in survey responses Not started
w application and success rates, and Reward indicating that researchers feel
qualitative perceptions of the promotion they have equitable
process. Refine processes and introduce opportunities for development.
changes as required.
NEW: Appoint a Level 5 Researcher
Careers Development Officer (RCDO) for
1 year. This position would provide RCDO is appointed, contributing
PCDI3.10_N specmg, targeted su'pp.ort to resea}rchers No 29/09/23 | CHEP towards research_ers feeling Not started
EW regarding careers within and outside of supported regarding careers
academia, and co-ordinate activities to within and outside of academia.
further the 2. Employment opportunities
for researchers.
Careers Consultant
NEW: Allocate 0.3 FTE of the newly Careers (Researcher) to be appointed
PCDI3.11 N created role of Careers Consultant Emplo e;bi and 0.3FTE to be allocated to
EW = (Researcher) in Careers to provide No 31/03/23 lit ang research staff, contributing Not started
services and support to the research Ezter fise towards researchers feeling
community. P supported regarding careers
within and outside of academia.
PCDI3.12 N NEW: Appoint a lead to investigate the Lead appointed and a decision
EW = requirements and benefits of joining the | No 31/01/23 | CAG is reached about whether or not On Track
Prosper Project in 2023. to join the Prosper Project.
Equality Impact Assessment
NEW: Review promotion criteria for and (EIA) on promotion criteria is
: - ) completed. Any updates to the
in consultation with research-only staff to o X .
th iteri fair and criteria lead to an increase in
PCDI3.13_N ensure Inese criteria are 1air an HR those agreeing/strongly
EW - equitable within the constraints of No 30/11/23 R . Not started
: . eward agreeing that they are treated
University and funder rules e.g. L5 L . .
. fairly in relation to opportunities
research only staff are treated equitably . .
with L5 balanced pathway staff for promotion and progression
' from 50% (CEDARS 2021) to
55% by CEDARS 2025.
Researchers
maintain an Researchers have access to a
up-to-date Explore the use of tools such as Pure tool to help build a portfolio of
PCDR3.1 professional an_d Lmkedlq for maintaining a portfolio of No 31/07/24 | CAG ewdence demonstrating their Not started
career evidence which can be used to support experience, that can be used to
development | job applications. support job and funding
plan and applications.

build a
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portfolio of
evidence
demonstratin
g their
experience,
that can be
used to
support job
applications.

Research identity and leadership

The aims of these obligations are to provide researchers with opportunity to progress in their careers by developing their research identity and leadership capabilities.

PCDI4.1

PCDI4.2

PCDI4.3

Provide
researchers
with
opportunities,
and time, to
develop their
research
identity and
broader
leadership
skills.

At an Action Workshop (as per

Decision made on how to best
support Researchers with
diverse career opportunities,
leading to further actions which

B e e o
: y No 04/10/22 | Project that fewer than 10% of Complete . No further action
support and manage diverse Researcher . created:
: : Manager Researchers disgaree/strongly
careers, including how Researchers can . 2 PCDI4.4
. . . disagree that their Manager
develop their research identity. .
supports them to develop their
research identity (CEDARS
2021 is 18%).
Greater involvement of research
staff in their own development
and improved institutional
research 1. Environment and
culture based on the measure
agreed in ECI6 (1. Environment
and culture).
As per '.DCD” 3 (Champlon.mg . Researchers have the
Professional Development): Provide . .
. opportunity to engage in a
tools, guidance and exemplars on how to minimum of 10 davs
utilise the minimum 10 days No 30/11/23 | CHEP o day Not started
L . training/professional
training/professional development from
development, so that by
both a Researcher Manager and
. CEDARS 2025 the number of
Researcher perspective. .
staff who have received fewer
than 10 days
training/professional
development is under 60% and
there are no staff who have
received zero days for
training/professional
development.
As per PCDI1.2 (Championing ﬁ}%ﬁigg??ﬂ:izm\’uﬁ (S;;a%()gta s New
Professional Development): At an Action e ) y actions
. for training/professional .
Workshop (as per Environment & Culture created:
ECI6 action 1) we will discuss and decide CAG development, so that by PCDI1.3
. . . | No 04/10/22 | Project CEDARS 2025 no more than Complete ~ | No further action
upon options for supporting Researchers o . PCDI1.4,
. . Manager | 60% of staff have received
career development, inlcuding the use of PCDI1.5,
. fewer than 10 days
the minimum 10 days trainina/orofessional PCDI1.6 &
training/professional development. 9'p PCDI1.7

development.




The
actual
impact of
the action

Carried
over from
previous
plan?

Outcome (ongoing
| carried forward /
no further action)
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Reference Action Deadline

Obligation

PCDI4.4_NE

NEW: Provide a platform for researcher-
led networking to: increase awareness of
resources and opportunities available to

CAG

Meetings occur with regular
attendance (frequency to be
determined by the organisers)
and there are tangible examples
of cross-university collaboration.
The impact of this action, in
conjunction with other actions in
this action plan, will be to
improve the perception of

w Researchers, whilst also providing an No 30/11/23 CHEP support around research Not started
opportunity for information sharing and identity, demonstrated by a
collaborative learning. reduction in those
disagreeing/strongly disagreeing
that they receive support from
their manager in developing
their research identity from 18%
(CEDARS 2021) to 10% in
CEDARS 2025.
Managers
identify
opportunities,
and allow
time (in
addition to
the 10 days
g(rac\)/f:;sp:?nnear:t Reserachers are provided with
allowance) _ _ the time tg de\{elop their _
for their ’ Agree with the Deans how their research identity and leadership
researchers Researcher Managers will ensure the CAG skills, so that by CEDARS 2025
PCDM4.1 to develop allocation of time for researcher No 31/07/23 | Sponsor fewer than 10% of Researchers Not started
their research dﬁvelopment — in addition to the 10 days Deans ?Asgal\r/tlae/strongly dis?tgrﬁ]e thatlt
. . allowance. eir Manager supports them to
::rigt(ljtgrand develop their research identity
I . (CEDARS 2021 is 18%).
eadership
skills, and
provide
appropriate
credit and
recognition
for their
endeavours.
Managers Increase i_n uptake of
engage in Leadership and Mgnagement
leadership As per El4.1 (People management): Development training from 33% | CEDARS 2021 shows
and Increase engagement amongst ERE managers (compared to that 90% of staff have
management Researcher Managers with the CAG 50% of all managers) to 100% received fewer than 10
training to Leadership and Mgnagement . CHEP by Jul-23, therefore increasing dayg of '
CDMS A | entance e | POVSRTEIL UG et Lne (Mo |awonza R oD | eloouedse o Researr | tonnglroessien® | otstare
personal sharingg the bene?its for Res?earcher, ’ Internal management and Ieaderpshig that totZI 15% have
effectiveness, M L Comms L2 i N
and to alabity through local somma having the opportumiy fo. | 46% have reconed.
availability u Vi unity o hav iv
Sgc;rigs;e a (Faculty/School level). engage in a minimum of 10 days | between 1 and 4 days)
attitude to training/professional

development, so that by
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Carried
over from
previous
plan?
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the action

The
actual
impact of

Outcome (ongoing
| carried forward /
no further action)

professional CEDARS 2025 less than 60% of
development. staff will have received fewer
than 10 days
training/professional
development, and no staff have
received zero days for
training/professional
development.)
Researchers are provided with
the time to develop their
. . . research identity and leadership
P%%ﬁg"gg‘:;ﬁ%i‘ﬁ;gﬁ&”tgﬁg‘e of skills, so that by CEDARS 2025
PCDR5.1 . : y , No 31/08/23 | TBD fewer than 10% of Researchers Not started
leadership) to establish an appropriate ; .
) disgaree/strongly disagree that
action :
their Manager supports them to
develop their research identity
(CEDARS 2021 is 18%).
A peer group called
Researchers Wom_en ,,S.ACt'On
Learning" is currently
to seek out, . : :
L being piloted in the
and engage Women working in research : o
i . o University aimed at
with, receive additional .
opportunities Evaluate the success of the "Women's skills/development in specific Z:?t?:urlt;r;ﬁ/wl/r? rgt_errlle
PCDR5.2 to c_levelop Action Learning" pilot. No 31/12/22 | HR LMD areas to supporf[ thgm in STEM subjects. The group On Track
their research careers. If the pilot is a success, aims to increase
identity and further actions to roll out on a fessional
broader wider scale will follow protessiona
. ’ development based on
leadership )
3 the topics or themes
skills.
that the group agree
are priorities for them.
The training provided in PCDI2.3 (Career
development reviews) to demonstrate
how to create and maintain a Researchers are provided with
professional development plan is to the time and trainipn Isupport to
PCDR5.3 include examples of how Researchers No 31/07/24 | CHEP . g/support Not started
) .. develop their research identity
engage with opportunities for . .
: and broader leadership skills.
professional development, such as
research identity and broader leadership
skills.
Diverse careers
The aims of these obligations are to recognise, value and prepare researchers for the wide range of career options available to them within and beyond research.
Recognise Researchers have a clearer
that moving CHEP understanding of career options
between, and | CHEP and Careers to agree how to Careers outside of the University, with an
PCDI5.1 working support an_d_ manage diverse R_esearcher No 31/07/23 | Employabi increase in those that _ Not started
across, careers, utilising recommendations from lity and agree/strongly agree that their
employment | the CAG. Ezterprise manager/supervisor encourages

sectors can
bring benefits

them to consider a wide range
of future career options within
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to research
and
researchers,
and support
opportunities
for
researchers
to experience
this.

and beyond academia from 48%
to 58% by CEDARS 2025.

Researchers have a clearer
understanding of career options
outside of the University, with an

Careers event to be held for early career 82&23 increase in those that
PCDI5.2 Researchers to provide information on No 31/03/23 | Emplo e;bi agree/strongly agree that their Not started
' careers within and outside of Higher it Fa)nc}/ manager/supervisor encourages
Education. y , them to consider a wide range
Enterprise : s
of future career options within
and beyond academia from 48%
to 58% by CEDARS 2025.
Decision made on how to best
support Researchers with
diverse career opportunities,
At an Action Workshop (as per leading to further actions to
Environment & Culture ECI6.1) we will enable Researcher.s to have a
discuss and decide on the best way to CAG gli?orﬁ; %Tj(zsei:jséac:ﬂlr?g 8];1%622? gg\{;n
PCDM2.1 support and manage diverse Researcher | No 04/10/22 | Project wFi)th an increase in those that Y, Complete created: No further action
careers, including the possibility of Manager . '
. agree/strongly agree that their PCDM2.3
secondments to increase knowledge and -
M experience manager/supervisor encourages
anagrters P | them to consider a wide range
Suppo h of future career options within
_researlc °rs and beyond academia from 48%
n 3"" oring to 58% by CEDARS 2025.
ap fing for Mentoring schemes are
g gi?/aersi? gf run locally to suit
careers ]}(’) ) individual school
exam Ié As per ECR1.1 (Awareness and New mentoring orincioles needs. A new central
throu ph ’Ehe engeagement): At expert led session(s) CAG aareed. lea ding ?o furE[)her mentoring Sharepoint
use o% (as per Environment & Culture ECI6.1) CHEP agtions,to im I?ement imoroved site provides an
PCDM2.2 we will discuss and decide how to No 31/01/23 : P P overview of available | Not started
mentors and . I Project processes across local .
strengthen and build on existing . mentoring schemes
careers mentoring processes (in line with Manager | mentoring schemes where gaps and signpost examples
rofessionals . . are identified. . .
ptrainin and Research Strategic Plan Action no:20). of good practice, links
:s,econ dr%ents to get involved, and
resources to help
mentors and mentees.
NEW: Scope the possibility of a L4 Scoping activity completed and
Secondments Co-ordinator to deliver: decision reached about
* A pool of internal/external opportunities appointing a Secondments Co-
PCDM2.3 N with the ability to match candidates as ordinator. This will provide
EW = appropriate No 29/09/23 | CHEP oversight of the secondments Not started

 External partner management including
a network of employers

* Profile-raising of secondments e.g. a
‘Roadshow’ or series of events

landscape across the University,
rather than only being available
due local knowledge or
opportunity.
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As per PCDM2.1 (Diverse careers): At an
Action Workshop (as per Environment &

Decision made on how to best
support Researchers with
diverse career opportunities,
leading to further actions to
enable Researchers to have a

Culture ECI6.1) we will discuss and CAG glpet?c:ﬁ; %Z?si:js;ac:ﬂlrr\]g 8;%2’;?,[; gl;\i’;n
PCDR2.1 decide on _the best way to support and No 04/10/22 | Project with an increase in those that Complete created: No further action
manage diverse Researcher careers, Manager .
. > L agree/strongly agree that their PCDM2.3
including the possibility of secondments :
. . manager/supervisor encourages
to increase knowledge and experience. h id i
Researchers them to consider a wide range
| d of future career options within
e:fep C;r; ?gr a and beyond academia from 48%
fanpe of to 58% by CEDARS 2025.
emglo ment Mentoring schemes are
o ti%ng run locally to suit
agross individual school
) As per ECR1.1 (Awareness and . o needs. A new central
different . : New mentoring principles . .
engeagement): At expert led session(s) : mentoring Sharepoint
sectors, such Envi t & Culture ECI6.1 CAG agreed, leading to further it i
as by making (as per Environment & LUulture ) CHEP actions to implement improved site provides an
PCDR2.2 use of we will discuss and decide how to No 31/01/23 Proiect rocesses across local overview of available Not started
strengthen and build on existing J P . mentoring schemes
mentors, . o . Manager mentoring schemes where gaps .
mentoring processes (in line with . = and signpost examples
careers ) . ) are identified. . .
rofessionals Research Strategic Plan Action no:20). of goqd practice, links
protes to get involved, and
, training and
resources to help
secondments
mentors and mentees.
All relevant departments are
agreed on the best method to
provide cross-secto career
support, with an increase in
Agree with the Careers Service, CHEP, those that agree/strongly agree
PCDR2.3 HR, RIS and ADRs how best to provide No 31/07/23 | CAG that their manager/supervisor Not started
cross-sector career support. encourages them to consider a
wide range of future career
options within and beyond
academia from 48% to 58% by
CEDARS 2025.
Researchers
consider Expand the CHEP team to include
" . To be
opportunities | academic developers focused on . . .
. New role is in position which assessed
to develop knowledge exchange and enterprise to helps Researchers have a by Jul-24 | No further action at
PCDRG6.1 their work with RIS, and provide a greater No 31/12/22 | CHEP P . Complete y . -
: . ! clearer understanding of the for HREIR | this time
awareness capacity to support staff in their )
. . wider research system. Award
and development of skills and knowledge in review

experience of
the wider

this area.
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Obligation

PCDR6.2

research
system
through, for
example,
knowledge
exchange,
policy
development,
public
engagement
and
commercialis
ation.

Ensure enactment of the Strategic Goals
for 'People’ in the KEE Strategic Plan to
achieve significant culture shift within the
organisation.

No

31/07/27

CAG
CHEP

Research staff are involved with
knowledge exchange, furthering
their experience and knowledge
of the wider research system,
with the average of those
surveyed that have been
involved with the following
activities to be above 34%
(CEDARS 2021 average is
17%) and the average of those
that have no interest in the listed
activities to be below 14%
(CEDARS 2021 average is
30%) by CEDARS 2025 :

- Commercialisation

- Knowledge exchange

- Public policy development

- Public engagement

- Citizen science or co-creation
of research with society

- Experience of other 2.
Employment sectors

- Secondments/placement in
another 2. Employment sector

- Participation in institution
policy and decision-making

Not started




