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A. Recruitment and Selection

A1

Members of the research 

community understand researchers 

are chosen for their ability to 

advance research.

Maintain appropriate details in accordance with best practice and any 

relevant legislation and review annually in September.  Next review 

September 2016.

All teaching and research, and research only 

job descriptions and person specifications 

were reviewed for every post advertised in 

2016 and all reference the ability to advance 

research
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B2

Everyone involved should be

committed to improving the 

stability of employment conditions 

for researchers.  Implementing and 

abiding by the

Fixed Term Employee Regulations

FTCs for  all staff employed in this manner are reviewed annually each 

summer, with the current review underway.   If any opportunities to 

convert are spotted e.g. the work continuing beyond the period 

defined by the original fixed term contract, the contract will be 

converted to indefinite at that time.  The University hopes to phase 

out the majority of FTCs wherever possible, and the percentage of 

staff on these at the University continues to drop -  though 

acknowledges that these will remain for certain tasks that are of a 

limited period duration in nature.

The number of FTCs in August 2016 is 105 

with 20 of those being made permanent. 

Where FTCs are a consequence of externally 

funded projects, the University supports staff 

through appraisals and available training to 

develop skill and knowledge to enhance the 

potential of future opportunities.

The University abides by the Fixed Term Employee Regulations and is committed to the 

continuous review of any new and existing fixed term contracts to ensure that they remain 

appropriate.  The rationale for each contract is scrutinised on an at least an annual basis 

and conversion to indefinite contracts is completed where appropriate / possible.  Where a 

member of staff legitimately remains employed on a fixed term contract, the University 

ensures that there are appropriate development plans in place to support the employee in 

obtaining any permanent positions that arise at the University.  These development plans 

link to appropriate career pathways, and are monitored by HR Business Partners.  The 

number of FTCs in August 2017 is 74 with 15 of those being made permanent. 

B3

Research managers participating in

active performance management. 

This includes career development 

guidance and supervision.

Training needs identified from the annual  appraisal exercise and the 

interim appraisal exercise at the six month point are shared annually 

with training and development staff for researchers.  In this way, they 

can be incorporated into the training programme for the forthcoming 

academic year.  The next sharing of this information will be via the 

newly appointed College Directors of Research and Innovation, with 

the Research Development and Support team, in October of 2016 and 

annually thereafter.

The outcome of the October 2016 review was 

that a form for supporting appraisals for 

Researchers be implemented.  A group of 

researchers were involved in the design 

phase. A key theme identified in appraisal 

discussions was leadership development.  This 

contributed to the HR development team 

undertaking a thorough needs analysis of 

leadership development needs across the 

University.

The appraisal scheme applies to all staff and encourages year-round discussions regarding 
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B5

Transparent pay progression in 

accordance with agreed 

procedures.

The responsibility for convening this process has moved as a result of 

the restructure, and is managed by the Executive Director of Research 

in conjunction with the VC and HR.  A call has recently gone out, and 

the first round of meetings to review applications and references will 

be held on June 7th and June 15th, with a second round to finalise the 

judgements on 27th July 2016.  Furthermore, the criteria for 

progression to either Reader or Professor are being reviewed, to 

broaden those terms and allow applications from staff with 

considerable and demonstrable expertise in pedagogy as opposed to 

the previous restriction of a purely research based portfolio.  This 

review is ongoing currently, and it is anticipated that new criteria will 

be announced and available for the next call in May/June 2017.  

Furthermore, equal pay audits are done annually in September of 

each year, with HR having scheduled the next one to be undertaken in 

September 2016.  Outcomes of this goes to the University Senior 

Leadership Team and are also reported to the Athena Swan self 

assessment team.

The review of criteria for progression to either 

Reader or Professor was completed and the 

criteria broadened to open further access to 

routes and opportunities.  

All researchers progress equally with increments on the salary scale until the top of the 

grade, national annual pay rises or established promotions processes. Promotions criteria is 

promoted to all researchers and available on the intranet. Career progression is monitored 

(anonymously) through the Athena Swan groups. Equal pay audits are conducted annually 







Concordat Area and Issue Forward Plan/ Measure of Success 2015-2017



Concordat Area and Issue Forward Plan/ Measure of Success 2015-2017 Update at 2016 Update at 2017

C14

Availability of mentors in providing

support and guidance for CPD.

Continue to advertise mentoring and coaching opportunities to staff 

via the circulation of regular information through the staff 

development bulletin sent weekly as part of AULookout.

The number of mentoring requests is not 

monitored within best practice guidelines for 

the scheme.  However there is 100% success 

rate in matching mentees with mentors.

The UCLan mentoring scheme is open to all staff, and has 100% success rate in finding 

suitable mentors for all mentee applicants.  The scheme is promoted in Faculties by HR 

business partners as a key CPD activity.

D. Researchers Responsibilities

D1&2

Researchers should develop

increased capacity for independent, 

honest and critical thought. 

 Researchers should develop their 

ability to transfer and exploit 

knowledge.

Measures include REF, the achievement of Funding Targets, the 

release of publications to the University open access repository; the 

production of journal or conference papers, and the hosting of 

internal seminars across the University.

525 staff uploaded articles and journals 

papers and 93 staff uploaded conference 

papers  to the university repository

See references to previous development opportunities outlined above in C

D3

Researchers should conduct and

disseminate research in an honest 

and ethical manner.

To update the Code of Conduct to the Code of Conduct for Research 

and Integrity to reflect the recent discussions.  To have this new Code 

approved and in circulation by September 2016, and to maintain the 

calendar of RISC meetings to ensure the development and monitoring 

of best practice.

The code was approved and circulated as 

planned. Where issues of research integrity 

were raised the process was followed and 

claims investigated.

The University subscribes to the principles of the Concordat for Research Integrity, and is in 

the process of demonstrating this compliance through detailed Web Pages.  Five modules 

on Research Integrity have been purchased from the Epigeum suite - and all training 

includes reference to Data Protection, Freedom of Information, Insurance, IPR, Malpractice 

and Maleficence.

D4

Researchers should be aware that 

the skills and achievements 

required to move on from a 

research position may not be the 

same as the skills and achievements 

which they displayed to reach that 

position.

All requirements are detailed on job 

descriptions and person specifications.  Skills 

are also explicit for each role (eg research 

assistant and research associate) and 

available on the staff intranet.  All 

opportunities are clear which level of 

researcher (and associated skills) are needed 

and detailed as essential and desirable 

criteria.

Expectations, skills and knowledge required at each job levels stated on the HR webpages. 

D5

Researchers should recognise that 

their primary responsibility for 

managing and pursuing their career 

is theirs. Seek out opportunities for 

learning and development.

Measurement of individual learning days - and reports made available 

to Directors of Research and Innovation for the appraisal cycle 

2016/17 and beyond.

Itrent training included in the University HR 

induction delivered to all new starters 

including research staff.  Self led development 

is also included in appraisal training for 

managers to help them facilitate discussions.

The UCLan CPD policy states that career development is the individuals' responsibility, 

supported by managers and central services. Learning hours are no longer reported 

centrally, but discussed locally through appraisal, and recorded using an appropriate system 

for that researcher. All learning centrally administered is managed through the HR system 

and therefore recorded on their development record.

D6
Research managers should

encourage CPD.

CPD is a recognised stage within the appraisal 

discussion and included in appraisal training 

for staff and managers

UCLan's leadership development work supports managers to actively encourage career 

conversations and regular CPD. Each appraisal discussion contains CPD and development 

plans are in place for each individual.

D6

Researchers should ensure that 

their career development 

requirements and activities are 

regularly discussed, monitored and 

evaluated.

CPD discussions are encouraged as part of 

ongoing and regular one-to-one meetings to 

support annual and interim appraisal 

discussions. 

Researchers have been attending the appraisee briefings and are so prepared for their 

career development discussions with their appraisers. Career development activities are 

monitored and reviewed locally with their manager, and Director of Research as 

appropriate.
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