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submission: Associates, Research Fellows. These are
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on fixed term contracts.
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Complete for submission To be completed only when reporting on ac

Carried
over from

Obligation Action previous
action




Researchers report
feeling supported
by their Faculty,
Department, and
research group.

CEDARS data and
feedback from
RCADs and termly
focus groups.

Research Culture Manager to No January 2024 Research Researchers report
develop institutional statement, Culture an awareness of
themes and areas for Manager relevant policies
development and an action plan and practice
including plans for relevant to their
implementation and roles.
communication to researcher

community. Researchers report

feeling supported

by their Faculty,

Department, and
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conduits for researchers to raise
challenges and to promote
opportunities

Faculty RCAD chairs to become
members of CIG to replace
current RSA members.

Clearer role descriptions have
been designed as part of this
process.

Library to host events looking at
all aspects of research culture, to
include support and networking
opportunities.

Library
(Associate
Director)

Increased use of
library facilities.
Reported to CIG.
No current data
available.




ECM3

Ensure managers promote a
healthy working environment
that supports researchers’

wellbeing and mental health.

development workshops to
encourage research managers
to complete the eLearning
modules — such as Bullying &
Harassment (B&H) to
understand the difference
between B&H and fair
management, unconscious bias
and allyship to support the
wellbeing of their staff.

New dealing with Mental health
in your teams session, aimed at
Academic HoDs. If successful
will be rolled out to all Academic
leads/Pls etc.

See ECI4

Flexible working and hybrid
working policies.

Staff survey
scheduled for
2024.

so no benchmark
data)

Satisfaction levels
reported in Staff
Survey 2024

HoDs to feel
empowered to have
difficult
conversations with
staff who are
experiencing
mental health
issues. Giving them
practical help in
dealing with such
issues and not just
signposting to
policy or EAP.




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.

Launch new Anti-bullying and
harassment network 2023. With
a new statement Respect,
Support, Report. A new reporting
tool which will sit alongside the
Uni safe (reporting tool for
students) will include a case

Promote a healthy working management system, allowing

environment through effective
policies and practice for

ECI3 tackling discrimination, bullying
and harassment, including
providing appropriate support
for those reporting issues.



Ensure managers undertake
relevant training and

ECI4/ development opportunities
ECM1 related to equality, diversity,
and inclusion, and put this into
practice in their work.

See BAU

Ensure researchers act in
accordance with employer and
ECR2 funder policies related to
equality, diversity and
inclusion.

Familiarity with EDI agenda
through EDI training and
induction. Via line manager and
induction check sheet.

Peer review to consider EDI in
grant proposals.

Yes

Monitored
through Ethics
committee.
HRQP to keep
CIG informed
of any issues.

HRQP

Researchers will
act in accordance
with the employer
and funder policies.
Any work
undertaken will
consider any EDI
issues and be
reported at ethics
submission

Research Integrity

The aims of these obligations are to ensure managers and researchers are trained in-,










Faculties, Departments and
Researcher managers to be
reminded of the importance of

Provide an effective induction,

ensuring that researchers are

integrated into the community
EI2 -

and are aware of policies and

practices relevant to their

position.



Responsibilities and reporting

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

X Regular awareness raising of sector issues e.g. export controls and National Security and Investment Act through department visits, research
committee and available guidance (RSO website)

X  Regular comms from post award team

x  New grant holder training — ensuring all research managers are aware of responsibilities.

x  Regular correspondence with Pls on funded grants by post award teams. Locally deployed Research Development Officers to advice and promote
best practice

X  See also EM3

BAU




X  Researchers encouraged to take part in PDR discussions. Refreshed online training (2023) will give new case studies relevant to a broader research
population.

Provide effective line and

project management training
El4 opportunities for managers of

researchers, heads of



Associate Deans to look at pilot
of ‘Bridging funds’ in FHM, to
see if viable for broader
researcher community.

To be pursued via research
committee

Review of redeployment to take
place centrally HR following on
from recruitment and selection
review.

Long term
action,

To be reviewed
in Michaelmas
with a view to
report to
research
committee
Spring term
Implementation
wouldn’t be
until 2025
earliest due to
planning
rounds.



See BAU Research staff
Managers allocate a minimum report greater
support by
of 10 days pro rata per year, managers to
for their researchers to engage accesgs
PCDM3 with prqfessmnal development, development
supporting researchers to obportunities. as
balance the delivery of their rep[forted in th’e
research and their own
professional development. grlijD\ﬁaRsRéuAﬂé%y
regular fora..
See BAU Researchers are
equipped to audit
Researchers take ownership of their skills and
their career, identifying experience, support
opportunities to work towards to use their 10
PCDR1 | career goals, including development days

engaging in a minimum of 10
days professional development
pro rata per year.

to progress their
careers, as

evidenced in the
CEDARS survey
and via RCADS.

Career development reviews

The aims of these obligations are to ensure researchers and their managers are engaging in productive career development reviews.

PCDI2

Provide training, structured
support, and time for managers
to engage in meaningful career
development reviews with their
researchers.

See ERS3 (refreshed guidance)

PCDI6

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

See ER3

PCDM1

Managers engage in regular
career development
discussions with their
researchers, including holding
a career development review
at least annually.

See EIS/ER3

PCDR4

Researchers positively engage
in career development reviews
with their managers.

See EIS/ER3

Career development support and planning




The aims of these obligations are to promote researchers' career development planning through tailored support and gathering evidence of profes



Managers engage in See BAU
leadership and management
training to enhance their

PCDM5 .
personal effectiveness, and to
promote a positive attitude to
professional development.
See BAU
Seek out, and engage with,
PCDRS opportunities to develop their

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.

x  Prosper portal to be promoted to all. (Prosper portal is an open-source project to unlock researcher career potential by exploring multiple career
pathways).

x  Continue with existing stand-alone careers workshops.

X

BAU




information needed. ADRs to
find out what is happening in






