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This plan addresses how the University adheres to the Concordat and outlines actions derived from stakeholders which will drive the agenda forward. The
document references specific sections of the Concordat to support the Career Development of Researchers which is to be found here
http://staffcentral.brighton.ac.uk/ro/Concordat.shtm. All University policies and resources referred to are accessible from web links listed in appendix b
and a glossary of terms and acronyms is listed at appendix c.

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

The University of Brighton believes that ‘it is essential the process of appointment be fair, systematic, efficient and effective, ensuring equality of
opportunity, including compliance with relevant codes of practice’ (Recruitment and Selection Policy, point 3). Adherence to the Concordat Principle 1 is
evidenced by the following:

i) Recruitment materials A key criteria for the appointment and advancement of academic and research staff is their proven or potential ability
for advancing research, both for the benefit of the university and for the subject as a whole. A new set of comprehensive particulars has been
developed specifically for use with Researcher recruitment (Oct 2012)
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iii) Alocal collective agreement has been in existence since 2006 which deals with pay progression and the implementation of the Framework
Agreement. It contains specific agreements about research staff. Professorial bands are now in place. An annual process for consideration of
applications for academic promotion/regrading has been in place since 2007. Locally agreed role profiles set out progression requirements at
each level and guidance has been agreed on evidence to be considered by promotion and review panels. (Concordat reference B5, B6)

Action Concordat | Actions planned Action Timescale for | Undertaking Progress to date
number reference initiated completion action
5 B1, B3, B5 | A new HR Strategy is under September | Summer Human Resources | The HR Strategy (2015-2020) was launched in Spring
development. This will include detail | 2013 2014 2015 and has identified four themes: developing high
on how staff are recognised, guality leadership and management; developing
engaged and valued and its individual and collective performance; attracting,
implementation will generate recruiting and retaining talent; developing staff
discussion about the management communications and engagement. A programme of
and monitoring of performance and work is underway to address these themes.
appropriate reward structures.
6 B2, B4 The University is in the process of an | December | - Management Work was undertaken to identify the financial
active discussion with regards to 2012 Group/Senior implications and the volume of affected staff. A series
management of fixed-term contracts Management of options were presented to the Senior Management
and whether staff should be made Team Team in both 2013 and 2014. It was decided that it
automatically permanent after a would not be taken forward at that time but remains
fixed period of time. under active review. Given the relatively small number
of fixed-term contract staff (currently 66), it was
decided that a series of actions should be taken to
address this on a case-by-case basis. Managers are
now actively challenged by HR Officers when
renewing fixed-term contracts as to why the position
cannot now be permanent. An update to the guidance
on the appropriate use of all contract-types, including
fixed-term contracts, is planned. The School with the
largest concentration of researchers on fixed-term
contracts (Pharmacy and Biomolecular Sciences) is
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piloting a system of underwriting 20% of the cost of
the contract. This will enable time for development
and grant writing to assist with securing future
contracts and/or to enable staff to become
independent researchers supported by their own
grants. 8 staff are currently employed on this type of
contract.

B3

A Research Leadership training
programme is under development.
This will link to leadership
development aspirations outlined in
the new HR Strategy.

September
2013

Spring 2014

Professors/
Research
Office/Human
Resources

The Research Leadership Programme, which includes
input from the Leadership Foundation, ran as a pilot in
2014, with 13 researchers with the aim of enhancing
the leadership potential of existing and emerging
researchers. It ran for a second time in 2014/15 with a
cohort of 14 and the third cohort of 13 began in
December 2015.

The University Professoriate Advisory Group organised
a series of regular events on leadership within the
University and organised a bespoke Professoriate
Leadership Training scheme. Aiming to enhance the
professional development of all Professors, the two
day workshop encapsulates advanced leadership
methodologies and promotes a team approach to
peer-to-peer support/mentoring. The scheme was
piloted in September 2015 with 12 participants and is
scheduled for delivery every six months for the
following two years.

BandC

The University has conducted a staff
survey and consideration of the
results will result in further
published actions.

September
2013

March 2014

Human Resources

Analysis of the results identified key issues including
objective setting and performance reviews,
identification of development needs, timely
communications, a new redeployment policy and
engagement on change. These have fed into the new
HR Strategy and are included within its four themes.
Issues identified by Research staff were generally
shared by all other groups of staff.
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C Support and Career Development
Concordat Principle 3: Researchers are equipped and supported to be adaptable and flexible in an increasingly diverse, mobile, global research environment

stages of their career

The headline staffing indicator for the planning period of the University’s strategic plan is ‘for a positive staff experience of learning, development and
support’ (University Strategic Plan, Chapter 4)

Research careers at Brighton are supported and developed in the following ways:

i) The University Careers Service supports staff as well as students and is seeking to actively engage researchers. Work has already begun to promote
the service more effectively by the Research Office
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iv) The University’s SDR process is the vehicle for identifying development needs and reflecting on career progression as outlined in Bii) above. Line
managers and Heads of School are responsible for encouraging staff to consider future career opportunities both within and externally to,
academia. In an internal Concordat implementation survey, all Heads of School
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will be correlated to the Staff Survey
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to spend sabbaticals on ‘placement’
with another organisation.

14

C3,C9

Review of existing training provision
against the RDF

December
2013

Sept 2014

CISG

A review of existing training provision identified
good practice in the Arts CRD. It also noted gaps in
training on research ethics (currently being
implemented now that a new ethics framework
has been approved), on Open Access (a series of
School and institutional workshops have now taken
place with over 200 attendees), and in managing
research grants (first workshop run in Autumn
2015 with more planned). The mapping of training
workshops to the RDF will be kept under review
with the appointment of a new post in the
Research Office (Autumn 2015), with responsibility
for training and Concordat implementation.

15

16

C1,C5

C7

The University Strategic Plan has an
ambition to implement a university-
wide infrastructure for the systematic
career development of all researchers

Mapping of job role profiles against
Researcher Development Framework

2012

Jan 2014

11

2018

Pro-Vice-
Chancellor
(Research)

This action is still in progress. Elements of the
infrastructure that have been developed include
the Professorial Framework (Summer 2014), the
Mentoring Framework (October 2015) and the
Research Development Review Frameworks
(October 2015). Further work to make it more
systematic and comprehensive will take place over
the next two years.
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Action
number

ii)

private sector. Since 1 January 2010, 44 new KTP projects have started and there are currently 9 live projects. The KTP Centre encourages academic
engagement, promoting the demonstrable benefits for teaching, research and impact.

The Research Office runs a regular post-award workshop series which includes a workshop on Impact and Dissemination. Whilst the Brighton CROS
results were ahead of the national average (23% versus 14.5%), this is clearly currently not sufficient. The Future’s Bright conference for ECRs
includes sessions on conferences: presenting to your peers, working with users and disseminating your work to the public. In addition to this the
Research Office also runs an annual research poster competition and celebration of research event, which is another opportunity for ECRs to
prepare their work for presentation and present to their peers, as well as celebrating their achievements;

The Intellectual Property and Commercial Contracts Manager regularly runs three workshops which are available to all staff Intellectual Property —
Protecting your Research & Reputation; Copyright - Everything You Need To Know; Legal and Commercial Perspectives of Planning & Managing Your
Research Projects (Concordat reference D2);

The University’s Code of Good Practice in Research (2011) outlines the principles and professional standards that researchers are expected to
follow, from management and design of research through to publication and dissemination of results. The University has a three-tier ethics and
governance review system. As part of this system, advice is available to researchers on the identification of any ethical issues and the process for
ensuring that these have been addressed. This is set out in the Guidance on Good Practice in Research Ethics and Governance (Concordat reference
D3), and a number of additional guidance documents on more specific ethical issues are also available.

Concordat Actions planned Action Timescale Undertaking Progress to date
reference initiated for action
completion
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20

D2

Encouragement of use of external mentors

14

engaging with business and one on engaging
with the community (212 staff attended these
sessions in 2014 and 2015).

An Impact Steering Group has been established
which will maintain a strategic overview of
training provision.

The KTP Centre has organised workshops for
each College to introduce staff to the KTP
programme. These were attended by 101 staff
over the past two years.

The Research Leadership Programme includes
workshops on career development.

Updated progress on actions: 28 January 2016




university’s recruitment and selection procedures and its promotion regrading procedures, as detailed in section A (Concordat reference A2, A7).
The university has well-developed and widely used flexible working and work-life balance policies, which are available to all staff irrespective of
contract status or staff category, and 38% of all posts are part-time. All internal grants schemes (see section Cvii) are available to staff on part-time

and fixed-
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Action
number

was delivered to all staff involved in REF selection panels, and further targeted equalities training is delivered as required. (Concordat reference
E1). The university is an active participant in a Sussex public sector LGBT mentoring scheme for staff, and arrangements have been made for
research staff to be mentored by other researchers on request (Concordat reference E3). Equalities considerations are embedded within the
university’s Recruitment and Selection Interview training as detailed in section A (Concordat reference E2).

The university is a member of a range of organisations and initiatives designed to address disincentives and indirect obstacles for certain groups of
staff. Itis an Athena SWAN Bronze award holder, and its five STEM schools are currently working towards applying for their own Athena SWAN
awards during 2014. Itis also a member of the Stonewall Diversity Champions programme, and participated in the Workplace Equality Index for the
first time in 2013 (results are expected to be published in January 2014). Additionally, the university engages with the Mathematical Society’s
Women in Maths initiative, and participates in the ‘Two Ticks’ Positive about Disabled People scheme (Concordat reference E2, E4, E10).

Concordat
reference
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27

28

El, E2, ES,
E7

E3

Develop and implement proposals for
introducing/participating in a positive
action staff development scheme for
female staff and/or other groups of staff
where there is evidence of
underrepresentation in senior grades (e.g.
Aurora women'’s development
programme).

Develop and introduce unconscious bias
training for key groups of staff and/or

Sept 2013

18

Summer
2014

HR/ Dean of
Faculty of
Science and
Engineering /
Equality and
Diversity

Aurora was piloted in 2015 with two participants
and one champion. Feedback suggested that
although the programme was useful, the money
may be better spent running targeted internal staff
development events open to much larger groups of
staff. For example, a staff development
conference, ‘Make it Happen’, is taking place in
March 2016 to coincide with International
Women'’s Day. The event will specifically support
the career development needs of female staff.
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Appendix b

Links to documents referred to within this Implementation Plan

Careers Service - http://www.brighton.ac.uk/careers/

Celebration of Research Event/Poster Competition -
http://staffcentral.brighton.ac.uk/ro/riposter.shtm

Centre for Learning and Teaching - http://www.brighton.ac.uk/clt/

Code of Good Practice in Research -
http://staffcentral.brighton.ac.uk/xpedio/groups/Public/documents/staffcentral/doc001431.pdf

Conference Support Fund/Early Career Researcher Conference Support Fund -
http://staffcentral.brighton.ac.uk/ro/csf.shtm

Crossing Disciplines - http://staffcentral.brighton.ac.uk/ro/Library/ECR%20programme%202013.pdf

Early Career Researcher Network - http://staffcentral.brighton.ac.uk/ro/new/ecr/News.html

Equality and Diversity Policy -
http://staffcentral.brighton.ac.uk/xpedio/groups/Public/documents/staffcentral/doc009220.pdf

Equality Objectives -
http://staffcentral.brighton.ac.uk/xpedio/groups/Public/documents/staffcentral/doc013646.pdf

Equality Objectives Consultation Report -
http://staffcentral.brighton.ac.uk/xpedio/groups/Public/documents/staffcentral/doc013647.pdf

Equality Impact Assessment Guidance -
http://staffcentral.brighton.ac.uk/xpedio/groups/Public/documents/staffcentral/doc009806.pdf

Equality Impact Assessment Overview -
http://staffcentral.brighton.ac.uk/xpedio/groups/Public/documents/staffcentral/doc009807.pdf

Flexible Working Policy -
http://staffcentral.brighton.ac.uk/xpedio/groups/Public/documents/staffcentral/doc009313.pdf

Future’s Bright Conference for Early Career Researchers -
http://staffcentral.brighton.ac.uk/ro/new/home/fbbreaks2013.html

Guidance on Good Practice in Research Ethics and Governance —
http://staffcentral.brighton.ac.uk/xpedio/groups/Public/documents/staffcentral/doc007528.pdf

Guide to appointing fixed-term staff -
http://staffcentral.brighton.ac.uk/xpedio/groups/Public/documents/staffcentral/doc002741.pdf

Harassment and Bullying Guidance and Procedure -
http://staffcentral.brighton.ac.uk/xpedio/groups/Public/documents/staffcentral/doc014098.pdf

Harassment and Bullying Policy -
http://staffcentral.brighton.ac.uk/xpedio/groups/Public/documents/staffcentral/doc013462.pdf
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http://staffcentral.brighton.ac.uk/xpedio/groups/Public/documents/staffcentral/doc014099.pdf
http://www.brighton.ac.uk/humanresources/recruitment-and-staffing.html
http://staffcentral.brighton.ac.uk/xpedio/groups/Public/documents/staffcentral/doc000234.pdf
http://www.brighton.ac.uk/ccp/ktp/
http://staffcentral.brighton.ac.uk/xpedio/groups/Public/documents/staffcentral/doc002606.pdf
http://staffcentral.brighton.ac.uk/xpedio/groups/Public/documents/staffcentral/doc000269.pdf
http://staffcentral.brighton.ac.uk/xpedio/groups/Public/documents/staffcentral/doc009262.pdf
http://staffcentral.brighton.ac.uk/ro/workshops.shtm
http://staffcentral.brighton.ac.uk/ro/ResearchSabbatical.shtm
http://staffcentral.brighton.ac.uk/ro/risingstars.shtm
http://staffcentral.brighton.ac.uk/xpedio/groups/Staff_only/documents/staffcentral/doc010517.pdf
http://staffcentral.brighton.ac.uk/xpedio/groups/Staff_only/documents/staffcentral/doc010518.pdf
http://staffcentral.brighton.ac.uk/xpedio/groups/Public/documents/staffcentral/doc013747.pdf
http://staffcentral.brighton.ac.uk/xpedio/groups/Public/documents/staffcentral/doc004213.pdf

Glossary of Committees and Groups

BDM

CIPSG

CLT

CROS

CSF

DRD

E&D

EASE

ECR

GEM

JNCHES

KTP

PRD

RO

REM

RSC

SDR

STEM

SWAN

Business Development Managers

Concordat Implementation Project Steering Group
Centre for Learning and Teaching

Careers in Online Research Survey

Conference Support Fund

Director of Research Development

Equality and Diversity

Economic and Social Engagement

Early Career Researcher

Gender Equality Mark

Joint Negotiating Committee for Higher Education Staff
Knowledge Transfer Partnerships

Professional Recognition Development

Research Office

Race Equality Mark

Research Strategy Committee

Staff Development Review

Science, Technology, Engineering and Mathematics

Scientific Women's Academic Network
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