
The institutional audience* for this action plan includes (only 

include direct beneficiaries; complete or delete, as appropriate):

As of August 2022 (these figures have been submitted to the 10 year 

submission

Audience (direct beneficiaries of the action plan) Number of Comments

Research staff 260 This includes: Research Assistants, Senior Research Assistants, Research 

Associates, Research Fellow, Senior Research Fellow, Reader, Professor.
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Principle
Obligation Action

Carried over 

from 

previous 

action plan?

Deadline Responsibility

The targeted impact of the action (Need to show impact - how has what we 

have done made a difference to the researchers

(success measure)  

Comments (optional)

Ensure that Concordat is included in new staff induction resources, including the 

New Colleague Welcome Booklet, induction webpages and role specific 

induction material, as well as in appraisal guidance for researchers. 

Yes Year 1 (August 2023) PT/IOU Impact will be measured by:

10% increase in engagement on the internal Academic Development for Research & Enterprise 

intranet pages by 2023.  Then a further 5% increase in 2024.

Post evaluation form to be created for all new and exisiting researchers to be sent out twice a 

year  (March & November).  To achieve year on year a 10% increase in the awareness of the 

Concordat and how this resource has supported their career development.

Develop Research & Knowledge Exchange web resource (via the Researcher 

Portal) that collates and signposts policies and practices relevant to research and 

Knowledge Exchange and work across Professional Services to ensure 

appropriate signposting is in place between areas.

Yes Year 1 (August 2023) IOU/PT Impact will be measured by:

10% increase in engagement on the internal Academic Development for Research & Enterprise 

intranet pages by 2023.  Then a further 5% increase in 2024.

10% increase in 2023, with a further 5% increase in 2024 in researcher enagement with 

workshops, drop-ins around awareness around policy. Plus pre & post evaluation to be 

undertaken on all events relating to awareness of policy to indentify trends and opportunities to 

develop.

5% in 2023, with a further 5% increase in 2024 in research engagement with podcasts, videos or 

other resources as appropriate to increase awareness around policy. 

Schools/Associate Deans for Research/Research Institutes and Centres to ensure 

that institutional and school level policies are signposted in staff meetings, 

induction

materials, staff handbooks, PDR briefings, and new or amended policies 

communicated via mailing lists.

ADRE/PT pulse survey and Focus Groups to monitor the benchmark number of 

research staff reporting

increased awareness of key policies.

Yes Ongoing IOU/PT

Research & KE EDI Group

(R&KE EDIG)

Impact will be measured by:

ADRE/PT to conduct pulse surveys and focus groups to monitor the benchmark number of 

research staff reporting increased awareness of key policies. To take place year on year. 5% 

increase in 2024 on increased awareness of key policies  with a further 5% in 2025.

Researcher networks (ECR/MCR/CPR) are consulted on relavent new or reviewed policies and 

awareness raising events held to ensure colleagues are working according to best practice.  To 

take place year on year.  5% increase in 2024 on increased awareness of key policies  with a 

further 5% in 2025.

Develop a system for regular monitoring and reporting of inclusivity of access to 

research and Knowledge Exchange support and internal funding. 

Yes Year 2 - March 2024 (annual thereafter) IOU/PT Impact will be measured by:

Processes to be developed for regular monitoring and reporting of inclusivity of access to 

research and Knowledge Exchange support and internal funding. To include EDI analysis of 

those seeking and obtaining internal and external funding, attendees at training and funder 

workshops, and research workload. 

To conduct with researchers via focus groups (1 in Year 1 and 1 in Year 3) their own views on 

whether they feel they have inclusivity of access to Research & Knowledge Exchange support and 

funding.

Conduct regular all-staff, CEDARS/Knowledge Exchange surveys to collect 

feedback on awareness of the Concordat, research/Knowledge Exchange 

environment and culture; developing and implementing action plans as 

appropriate in response to arising issues or opportunities.

Yes Year 1 (June-October 2023)

Year 3 (June-October 2025)

IOU/PT

Res Dev SG

Impact will be measured by:

CEDARS/Knowledge Exchange/UCLan specific staff surveys being delivered at various timepoints 

within the HREIR reporting cycle (every 2 years at different months).  Participant feedback to be 

collected around awareness of the concordat. This will be done via the JISC survey tool, and data 

analysed via SPSS or Excel. This data will be used to develop implementation plans to respond to 

any issues or opportunities the research community raise.  All feedback received via these 

survey's will be discussed with the research community via focus groups, meetings, 

presentations, training sessions.  Evaluation will take place using questionnaires, focus group 

discussions, meeting & training attendance statistics.  This data will then feed into 2025 HREiR 

forward plan, to be used as actions to be addressed moving forward.

To acheive a 80% of research staff answering agree/strongly agree to the question around the 

research environment and culture within UCLan. (CEDARS 2021: 74%)

Survey response rate in 2021: 74% research 

staff (n=209)

Review and share best practice around research and Knowledge Exchange 

environment and culture through the Annual Research Assessment at UOA and 

institutionaL level; and through Research Institutes and Centres annual reporting. 

Yes Year 1 (January 2023)

Year 2 (January 2024)

Year 3 (January 2025)

IOU Impact will be measured by:

Creation of annual report (date and month to be agreed), which will include recommendations 

for changes to internal practices arising from ARA reviewed by the REF Steering Group.  This 

report will be circulated to the research community for information and transparency.  Actions 

will be addressed year on year with feedback gained from the researcher community (via focus 

groups, case studies, interviews) at various points to inform internal practices going forward.

ADRE to lead monthly ECR/MCR network groups for new and current research 

staff across the institution. All new/current research staff to attend sessions on the 
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The targeted impact of the action (Need to show impact - how has what we 

have done made a difference to the researchers
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Comments (optional)

Conduct regular all-staff, CEDARS/Knowledge Exchange surveys to collect 

feedback on awareness of the Concordat, research/Knowledge Exchange 

environment and culture; developing and implementing action plans as 

appropriate in response to arising issues or opportunities.

Yes Year 1 (June-October 2023)

Year 3 (June-October 2025)

IOU/PT

Res Dev SG

Impact will be measured by:
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previous 

action plan?
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The targeted impact of the action (Need to show impact - how has what we 

have done made a difference to the researchers

(success measure)  

Comments (optional)

To identify the population of research managers and implement new processes 

to specifically report upon this population.

Yes Year 1 - July 2023 IOU/PT

Researchers to complete Equality & Diversity, Wellbeing & Support, Leadership 
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previous 

action plan?

Deadline Responsibility

The targeted impact of the action (Need to show impact - how has what we 

have done made a difference to the researchers

(success measure)  

Comments (optional)

Researcher representation on research culture and environment committees, 

working groups, as appropriate at institutional and school levels.

Yes Review current practice - Year 1 - August 2023

Annual review thereafter

IOU/PT

Researchers

Impact will be measured by:

To have at least one researcher representative on the research culture and environment 

committees, working groups, as appropriate at institutional and school levels.

For research representatives to provide one case study per year to update on progress.  This 

information to then be circulated around to the research community and to be uploaded onto 

the research environment web pages.

Ensure that researchers at all career stages are represented on institutional and 

research/KE committees and consult with/feedback to their communities. 

Yes Review current practice - Year 1 - August 2023

Annual review thereafter

IOU

Researchers

Research Leaders

Impact will be measured by:

To have at least one researcher representative on the research culture and environment 

committees, working groups, as appropriate at institutional and school levels ECRs/researchers 

represented on key University, Faculty and School committees. Year 1 - 50% of identified 

committees have representation across career stages, increasing to 100% by Year 3.

For research representatives to provide one case study per year to update on progress.  This 

information to then be circulated around to the research community and to be uploaded onto 

the research environment web pages.

ER4 Recognise and act on their role as key stakeholders within their 

institution and the wider academic community.

Associate Dean for Research/Research Leaders/ADRE to use creative ways, such 

as case studies, presentations etc. to encourage research staff to take ten 

development days, choosing activities most relevant to their current situation 

with input from and the agreement of their PI, recognising that development 

activities might take place in a university setting, but importantly do not have to.

Yes Campaign launch - Year 2 (September 2023)

Evaluation - Year 3 (September 2024)

IOU

Researchers

Research Leaders

Impact will be measured by:

At least 50% of research staff reporting that they have spent 10 or more days on their training 

and other continuing professional development activities, which act on their role as key 

stakeholders within their institution and the wider academic community.

To acheive 50% of researchers answering agree/strongly agree to the question around 

researchers fspending 10 or more days on their training and continuing professional 

development activities on the 2023 CEDARS & Staff survey.  (CEDARS 2021: 20%)

For research representatives to provide one case study per year to update on progress.  This 

information to then be circulated around to the research community and to be uploaded onto 

the Academic Development for RKE web pages.

Survey response rate in 2021: 74% research 

staff (n=209)

ECR5

ECR5
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have done made a difference to the researchers
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Deliver focussed learning to research managers on the importance and 

awareness of open and transparent merit-based recruitment.

To include a review of recruitment/promotion guidance, and development of 

resources for research managers. 

Yes

Year 2 (October 2023)

Year 3 (October 2024)

PT Impact will be measured by:

At least two case studies from research managers/leaders on their experiences around open and 

transparent merit-based recruitment processes. These case studies to be publicised on the 

researcher development intranet pages alongside the People Team intranet pages.

Monitor internal training data on research managers undertaking recruitment and selection 

training to ensure the are aware of the correct processes and procedures.

 

Increase engagement on the recruitment and selection internal intranet pages by 10% by 2023.  

Then a further 5% increase in 2024, and 2025. 
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The targeted impact of the action (Need to show impact - how has what we 

have done made a difference to the researchers

(success measure)  

Comments (optional)

To conduct a review of guidance and processes of appointment of fixed term 

contracts for roles associated with research projects.

Conduct an annual Equality Impact Analysis of end-to-end processes for career 

progression. 

Yes Year 1 (July 2023)

Year 2 (July 2024)

Year 3 (July 2025)

IOU/PT Impact will be measured by:

Significant gaps will be flagged to the Research & KE EDI Group and interventions determined to 

support closing of gaps.

Significant deviations in progression for staff with protected characteristics is investigated, 

underlying causes identified and addressed. 

Anaylsis from the Equality Impact Assesment to be reviewed year on year with outcomes being 

reviewed at the RDSG and Research and Knowledge Exchange Committees.

To acheive 80% of researchers answering agree/strongly agree to the question around 

researchers feel that UCLan has fair & transparent/merit based recognition/promotion processes 

(specifically research only staff on grades E-G) on the 2023 CEDARS Survey.

Conduct an annual Equality Impact Analysis of research workload and/or 

Significant Responsibility for Research/KE statuses as part of Annual Research 

Assessment process. 

Yes Year 1 (August 2023)

Year 2 (August 2024)

Year 3 (August 2025)

IOU/PT Impact will be measured by:

Significant gaps will be flagged to the Research & KE EDI Group and interventions determined to 

support closing of gaps.

Significant deviations in progression for staff with protected characteristics is investigated, 

underlying causes identified and addressed.  Interviews and case studies to be carried out with 

researchers to explore their views on the fair & transparent/merit based recognition/promotion 

processes.

To acheive 80% of researchers answering agree/strongly agree to the question around 

researchers feel that UCLan has fair & transparent/merit based recognition/promotion processes 

(specifically research only staff on grades E-G) on the 2023 CEDARS Survey.  Results will feed into 

an institutional action plan which will be sent to the Senior Leadership Team. Researchers will 

have sight of the CEDARS 2023 report which will highlight results from this area, and the work the 

institution needs to carry out in order to improve.

Monitor completion of Equality & Diversity, Wellbeing & Support, Leadership 

Unconsious Bias and any other mandatory training and implement activities to 

improve completion rates as required.

Yes Annual review October IOU/PT Impact will be measured by:

Schools/research leaders/managers to monitor training completion to ensure that managers are 

effectively trained in EDI and Unconscious Bias and promote mental health training and provision 

for managers.  Focus to be given to areas / cohorts where lower completion rates exist, and 

explore the opportunity for more bespoke school-specific training if required.

To acheive 80% of researchers answering agree/strongly agree to the question around being 

supported with their mental health and wellbeing/EDI/Unconsious bias on the 2023 CEDARS 

Survey.

Track and improve engagement by 5% annually, to ensure that 90% of research managers have 

up-to-date mandatory training records by 2025. 

Annual review of Responsible Research Metrics policy and ongoing development 

and monitoring of RRM Action Plan through the Research & KE EDI Group, to 

include review of recruitment/promotion guidance, development of resources, 

and communication of policy. 

No Year 1 (October 2023)

Year 2 (October 2024)

Year 3 (October 2025)

IOU

R&KE EDIG

Impact will be measured by:

CEDARS/Knowledge Exchange/UCLan specific staff surveys being delivered at various timepoints 
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EM2 Managers familiarise themselves, and work in accordance with, 

relevant employment legislation and codes of practice, institutional 

policies, and the terms and conditions of grant funding.

Develop Research & Knowledge Exchange web resource (via the Researcher 

Portal) that collates and signposts policies and practices relevant to research and 

Knowledge Exchange and work across Professional Services to ensure 

appropriate signposting is in place between areas.

Yes Year 1 (August 2023) IOU/PT Impact will be measured by:

Launch of Research & Knowledge Exchange web resource for researchers to enable easy access 

to information that collates and signposts policies and practices relevant to research and 

Knowledge Exchange and work (including funding) across Professional Services to ensure 

appropriate signposting is in place between areas.

To monitor the number of researcher accessing the Research & Knowledge Exchange web 

resource.   To evaluate the web resource by number of hits with the the aim of  50% of 

researchers are aware of resource and think it is useful.

If numbers are low, to promote to the research community via newsletters/talks/manager 

meetings to try and increase engagement in these resources  by 10% per year.

ER1 Researchers ensure that they work in accordance with, institutional 

policies, procedures and employment legislation, as well as the 

requirements of their funder.

Develop Research & Knowledge Exchange web resource (via the Researcher 

Portal) that collates and signposts policies and practices relevant to research and 

Knowledge Exchange and work (including funding) across Professional Services 

to ensure appropriate signposting is in place between areas.

Yes Year 1 (August 2023) IOU/PT Impact will be measured by:

Launch of Research & Knowledge Exchange web resource for researchers to enable easy access 

to information that collates and signposts policies and practices relevant to research and 

Knowledge Exchange and work (including funding) across Professional Services to ensure 

appropriate signposting is in place between areas.

To monitor the number of researcher accessing the Research & Knowledge Exchange web 

resource.   To evaluate the web resource by number of hits with the the aim of  50% of 

researchers are aware of resource and think it is useful.

If numbers are low, to promote to the research community via newsletters/talks/manager 

meetings to try and increase engagement in these resources  by 10% per year.

ER2 Researchers understand their reporting obligations and 

responsibilities.

Incorporate a DidYouKnow section in weekly Researcher Development 

newsletter signposting to useful University policies, processes and development 

activity guidance.

Yes Year 2 - October 2023 IOU Impact will be measured by:

ADRE to ensure that researchers are given the information about institutional policies and 

procedures in the personalised monthly welcome emails to all new research staff.

Establishing a programme of  DidYouKnow updates, followed by evaluation after 12 months 

(50%+ of readership find this section useful and helpful for their development via focus 

groups/interviews/case studies).

EI4 Provide effective line and project management training opportunities 

for managers of researchers, heads of department and equivalent.

Develop project management training and resources to support 

ECRs/researchers, mapping to the Researcher Development Framework.

Yes Year 2 - May 2024 IOU/PT Impact will be measured by:

ADRE/research managers/leaders/Associate Deans for Research to widely promote and 

encourage engagement with external and centrally available opportunities to develop Project 

Management skills.  At least 10 participants annually across the institution to attend Project 

Management development.

Post evaluation form to be created and sent out to researchers after each event.  To analyse this 

information to identify how the session supported their career development.  

To acheive 50% of researchers answering agree/strongly agree to the question around 

researchers feel that project management support is useful, support from line manager, 

usefulness of appraisal on the 2023 CEDARS survey. (CEDARS, 2021: 31%).

Survey response rate in 2021: 31% research 

staff (n=209)

EI5 Ensure that excellent people management is championed throughout 

the organisation and embedded in institutional culture, through 

annual appraisals, transparent promotion criteria, and workload 

allocation.

People Team/Schools/ADRE to roll out good practice in providing guidance and 

training for Managers / PIs on carrying out  PDRs for research staff to ensure they 

provide a comprehensive, clear and fair PDR. For example, bespoke guidance 

documents and pre- and post- PDR briefings.   Director of Research & Enterprise 

to present to ECRs/researchers the research strategy at network events to 

increase engagement with the research strategy going forward.

Yes Year 1 - September 2023 RES Impact will be measured by:

People Team to monitor training completion to ensure that managers are effectively trained in 

Research appraisals.  Focus to be given to areas / cohorts where lower completion rates exist, 

and explore the opportunity for more bespoke school-spec49pgc8(e)4F1 5.28 Tf
1 0 0 1 816.43 24
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EM4 Managers actively engage in regular constructive performance 

management with their researchers.

All research managers conduct appraisal discussions and apply the appraisal 

workflow regarding time allocation for research based on outputs.

Yes Ongoing - three times per year 

Assessed via CEDARS (June 2023/June 2025)

Research Leaders

Research Managers

Impact will be measured by:

Research leaders/managers to complete training in Appraisal/10 day development time 

discussions.  Focus to be given to areas /cohorts where lower completion rates exist, and explore 

the opportunity for more bespoke school-specific training if required.

Post evaluation form to be created and sent out to researcher managers after each event.  This 

data will be used to identify how these sessions have supported researchers career development.

Track and improve engagement by 5% annually, to ensure that 90% of research 

managers/leaders  have up-to-date training records by 2025. 

To acheive 60% of researchers answering agree/strongly agree to the questions around 

appraisal discussions were useful in the last 12 months on the 2023 CEDARS & Staff survey.  

(CEDARS, 2021: 60%). 

Survey response rate in 2021: 60% research 

staff (n=209)

ER3 Researchers positively engage with performance management 

discussions and reviews with their managers.

Researchers actively engage in appraisal discussions and development plans, 

including recording their own CPD in iTrent

Yes Year 1 - March 2023

Year 3 - March 2025

Researchers

Research Managers

Research Leaders

PT

Impact will be measured by:

90% of research staff reporting a completed PDR (based on baseline data from CEDARS and staff 

survey)

To acheive 60% of researchers answering agree/strongly agree to the questions around 

appraisal discussions were useful in the last 12 months on the 2023 CEDARS & Staff survey.  

(CEDARS, 2021: 60%). 

Survey response rate in 2021: 60% research 

staff (n=209)

Review sector best practice in use of research only fixed term contracts compared 

to internal practices, alongside additional engagement with researchers, to 

provide their thoughts and ideas on improving job security.

To review and amend guidance available to recruiting managers, and develop 

proposals/secure internal support for reducing the use of fixed-term contracts.

Yes Year 2 - December 2023 IOU/PT Impact will be measured by:

Analysing fixed term contract data, around what proportion of researchers who had three or 

more fixed term contracts every year.
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Researchers actively engage in appraisal discussions and development plans, 

including recording their own CPD in iTrent.

Develop guidance and support for research managers on how to develop their 

researchers and understand what development provision is on offer alongside 
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PCDR4 Researchers positively engage in career development reviews with 

their managers.

Work with the Graduate Research School to develop and implement a career 

planning system/templates and guidance that can be used by ECRs/Researchers 

to plan and record their CPD.  

Yes Pilot + review - Year 1 - September 2023

Full implementation - Year 2 - September 2024

ECRs/Researchers 

IOU/PT

Impact will be measured by:

ADRE/Graduate Research School to work together to develop career planning resources to 

enable researchers to plan and record their CPD.

At least two case studies from researchers on their experiences around the career planning 

resources.  Case studies to be publicised via research networks/teams sites/researcher 

development intranet pages to inform researchers.

Evidence will be measured by the numbers of researchers engaging with the resources.  10 

researchers engaging in career planning pilot in Year 1, 20 in Year 2 rising to 30 in Year 3.  

Building on expertise within the Graduate Research School, promote and 

monitor engagement by research staff with Careers Service and explore use of 

available tools. 

Yes Year 2 - March 2024 IOU/PT

Careers/Graduate Research School

Impact will be measured by:

Launch of Research Career Pathways web resource and CAREER Edge module.

To monitor the number of researcher accessing the Research Career Pathways web resource and 

CAREER Edge module.   To evaluate the web resource and module by number of hits with the the 

aim of  50% of researchers are aware of resource and think it is useful.

If numbers are low, to promote to the research community via newsletters/talks/manager 

meetings to try and increase engagement in these resources  by 10% per year.

Promote and implement Vitae ECR Toolkit to researchers and their managers. No Year 2 - December 2023 IOU/PT Impact will be measured by:

Host quarterly Vitae ECR Toolkit raising awareness events (school away days, bespoke concordat 

sessions, presentations through the research networks).  With a 10% increase in attendance over 

the period of 2022-2025.

Evidenced via post evaluation form data to show increased attendance. Alongside focus groups 

with research managers to identify how the resources have supported them and their staff in their 

roles.

PCDR3 Researchers maintain an up-to-date professional career development 

plan and build a portfolio of evidence demonstrating their experience, 

that can be used to support job applications.

Work with Graduate Research School to develop and implement a career 

planning system/templates and guidance that can be used by ECRs/Researchers 

to plan and record their CPD.  

Yes Pilot + review - Year 1 - September 2023

Full implementation - Year 2 - September 2024

ECRs/Researchers 

IOU/PT/Graduate Research School

Impact will be measured by:

Researchers to be encouraged to take responsibility via a variety of means (RDF framework, 

career planning templates) to reflect on their self-directed appraisal and Career Planning, to be 

discussed as part of the annual appraisal process.

To develop a series of podcasts on topics related to researchers’ professional practice recorded 

and publicly available.  To monitor the number of researchers accessing the podcasts.   To 

evaluate the podcasts by number of hits with the the aim of  50% of researchers are aware of 

resource and think it is useful.

PCDI3 Ensure that researchers have access to professional advice on career 

management, across a breadth of careers.

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.

HREiR Action plan, Vitae 2020
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Work with Graduate Research School to develop and implement a career 

planning system/templates and guidance that can be used by ECRs/Researchers 

to plan and record their CPD.

For ADRE to review their resources to ensure a more simplified  process with a 

view to increasing engagement with the research community.

Yes Pilot + review - Year 1 - September 2023

Full implementation - Year 2 - September 2024

ECRs/Researchers 

IOU/PT

Impact will be measured by:


