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Concordat Action Plan 2017-19: 

Review of Progress against Actions  
This review builds on previous action plans and reviews from 2011 to 2017. Related documentation Ŏŀƴ ōŜ ŦƻǳƴŘ ǳƴŘŜǊ Ψ9¦ Iw 9ȄŎŜƭƭŜƴŎŜ ƛƴ 
wŜǎŜŀǊŎƘΩ ŀǘ: https://www.brunel.ac.uk/research/Our

/research/Our-research/EU-HR-Excellence-in-Research-Award
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Although exit interviews are conducted with all staff leaving the University, it 

has been difficult to capture the next destinations of the researchers that 

have left or moved into other roles within the University. Therefore, we will 

strengthen the exit process for research staff, to include exit interviews. 

We will appoint an external / independent agency to support this activity and 

(a) Review, discuss and approve subsequent outcomes. 

(b) Complement external agency with improved leaver processes and follow 

up post-TIGER implementation. 

(c) Feedback quantitative and qualitative trends to EO & HR Committee. 

(d) Request researcher sub-group data from the above and feedback to 

RCIG to inform further actions if required. 

(e) Adapt the Academic Lifecycle so that a corresponding Researcher 

Lifecycle exists for all research staff – to inform recruitment, 

performance review and promotions. 

Outcomes: (a) to (d) delivered. An external agency was appointed to review and report on exit interviews. However, exit interview completion was less than 60% of all 
leavers during the review period so the target was not achieved. Reports were provided to EO & HR Committee and strategies considered to improve exit interview and ΨƴŜȄǘ 
ŘŜǎǘƛƴŀǘƛƻƴΩ Řŀǘŀ capture for research staff (new action) (e) The Academic Lifecycle was under review therefore the process of creating a separate Lifecycle for research staff 
was suspended. 

A.1.5 The level of pay or grade for researchers should be determined according to the 

requirements of the post, consistent with the pay and grading arrangements of the research 

organisation.  

A review of researchers’ job titles and pay grades suggest inconsistencies in 

determining pay and grade across different projects. 

We will
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B: RECOGNITION AND VALUE  

Principle 2: Researchers are recognised and valued by their employing organisation as an essential part of their organisation’s human resources and a key component of their overall 

strategy to develop and deliver world-class research.  

Concordat clause and proposed action Success Criteria / Outcome(s) 

B.2.2 Commitment by everyone involved to improving the stability of employment 

conditions for researchers and implementing and abiding by the principles and terms laid 

down in the Fixed Term Employees (Prevention of Less Favourable Treatment) Regulations 

(2002) and Joint Negotiating Committee for Higher Education Staff (JNCHES) guidance on 

the use of fixed-term contracts will provide benefits for researchers, research managers, and 

their organisations 

 

See A.1.3 above 

(Aligned to AS action 4.4) 

 

We will 

(a) Actively monitor sector (best) practice in relation to fixed-term 

contracts (with particular reference to the S10 group). 

(b) Explore options for reducing fixed-term contracts (FTC) whilst 

remaining financially sustainable and explore options for converting FTCs 

to open-ended contracts where possible and where the funding pipeline 

is strong. 

(c) Report findings and recommendations to EO & HR Committee 

 

(a) RCIG quarterly monitoring of sector practice evidenced in agendas and meeting notes. 

(b) Options explored and an appropriate way forward to reduce FTCs has been identified. 

(c) Report submitted to EO & HR Committee detailing o
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We will 

(a) Consider different communication options with PIs to clarify researcher 

management responsibilities 

(b) Explore adapting the performance checklist for research leaders and PIs 

to include explicit reference to researcher management expectations. 

(c) Enhance the PI checklist, to be given out to all PIs on receipt of grant and 

to include explicit guidance on responsibilities to research staff. 

(d) Establish a charter to be signed by research staff and their managers in 

agreement to shared expectations and responsibilities. 

(d) An agreed set of expectations and responsibilities is drafted for a new Charter, following 

consultation with research staff and their managers / PIs. 

Outcomes: (a) & (b) A research leaders residential conference in 2018 included feedback from researchers, and focused discussion on the concordat. This was successful in 
engaging PIs and managers in discussion, and increasing awareness of consultation around the new Concordat. 
PIRLS was conducted in May 2019 ς 
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group embedded to facilitate 
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There are plans to review the PDR process at the university within the next year, and work is currently being undertaken to identify opportunities for improvement.  A 
systems-based integrated training module is due to be implemented within the next academic year which will also support

https://www.twi-global.com/
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New exchanges of up to 6 months have enhanced the research & innovation training of doctoral researchers. University / industry collaborations have created new internship 
and work exchange opportunities for researchers, such as our Heathrow collaboration projects.  

C.3.3 Employers, funders and researchers recognise that researchers need to develop 
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Continue to support an annual RSA conference and, following feedback from 

research staff, invite participation from other staff groups interested in 

research staff matters 

 

Outcomes: (also see 3.2) a 

A researcher
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on a regular basis and in a transparent manner. It is important that researchers have access 

to honest and transparent advice on their prospects for success in their preferred career. 

(And D.5.6) 

 

We will 

(a) Increase participation in PDR / appraisal 

(b) Improve communication to researchers’ line managers to ensure all 

researchers are offered PDR /appraisal 

 

Outcomes: See outcomes for B.2.6 

100
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C.3.14 Mentoring arrangements should be supported by employers as a key mechanism 

for career development and enhancement. 

 

We will 

(a)
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Outcomes: (a) to (c) delivered. Our central Researcher Development Programme coordinates researcher development opportunities from across the University, providing a 
ΨƻƴŜ ǎǘƻǇ ǎƘƻǇΩ for development activities that include E&I workshops. The programme delivered an average of 110 standalone workshops each year between 2017 and 
2019, with 865 attendances on average each year. The engagement of researchers in E&I activity and training remains strong. Researchers at the University have had 
particular successes over the review period, having won the Santander Universities Entrepreneurship Awards (2018 & 2019) and the Mayor of London's Entrepreneur 
Competition (two of three awards in 2019). 

Overall the University has received more awards from Innovate UK under the Newton Fund than any other UK institution, and in the last year has created four new post-
doctoral global research fellowships, fixed term senior appointments that will become permanent, focused on applying research to global problems. A related Global 
Challenges Visiting Expert Seminar series has been created and has delivered nine expert speaker presentations since January 2019. 

A pilot research study, led by the Graduate School, exploring the development of innovation and knowledge transfer skills amongst UK and international researchers, was 
conducted between 2017 and 2018. Findings have been presented at two national conferences (2018) and will be presented at an international conference in 2020. 

D.5.6 Researchers should ensure that their career development requirements and activities 
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InkPath App - uptake and usage in other parts of the sector have been reviewed for this App, and the decision made to distribute InkPath to all researchers within the 
University during this academic year. The Brunel 3-D Development Tool and Vitae RDF planner will be integrated and signposted within the App. 
Overall, processes and resources around development planning have been strengthened, with 4 new podcasts and 3 new workshops created in 2019. PDP is a mandatory 
element of the progression process for our doctoral researchers, and positive results in this area were reflected in PRES 2019.  

E: DIVERSITY AND EQUALITY  

Principle 6: Diversity and equality must be promoted in all aspects of the recruitment and career management of researchers.  

Concordat clause and proposed action Success Criteria / Outcome(s) 

E.6.1 The UK legislative framework outlaws discrimination on the basis of age, disability, 

sex, sexual orientation, race or religion. It also requires public bodies to take positive steps to 

promote equality, based on evidence and priorities, and to develop specific schemes and 

action plans related to gender, race and disability to address specific issues of 

underrepresentation or lack of progression 

(And E.6.10) 

 

We will: 

(a) Continue to engage with Athena SWAN and support its action plan, to 

ensure awareness and integration of good practice. 

(b) Continue to support the University’s Equality and Diversity Strategy and 

corresponding action plan. 

(c) The University will run a reasonable adjustment survey via the Business 

Disability Forum (of which we are members). Two focus groups will be 

run, one for staff and one for line managers using the results of the 

survey.  

(d) Develop a reasonable adjustment policy and hope to create a central 

fund for reasonable adjustments. 

 

 

(a/b) Updates provided to RCIG via E&D Manager or AS Coordinator and included in meeting notes. 

 

(c)Reasonable adjustment survey and focus groups run by the Business Disability Forum; qualitative 

report produced. 

 

(d)Development of adjustment policy by the Business Disability Forum. 

 

 

Outcomes

  



13 

 

- March 2019 ς a policy to support transgender students was launched, with implementation including training and awareness sessions across. 
- An updated Bullying and Harassment Policy and Guidance for students is currently going through university committees. 
- A new university wide policy for Sexual Violence and Sexual Harassment for both staff and students was created. (This will be formally launched in March 2020).  
- A policy to support Disabled Students will be formally launched in November 2019, as part of Disability History Month. 
- Our student pregnancy, maternity, paternity and adoption policy has been updated to reflect recent changes in our corresponding staff policy and now explicitly references 

doctoral researchers. Policies have been co-
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Outcomes: The new Researcher Development Concordat was published on 12 September 2019. 

/research/Our-research/EU-HR-Excellence-in-Research-Award
/research/Our-research/EU-HR-Excellence-in-Research-Award
https://intra.brunel.ac.uk/s/beec/news/Lists/Posts/ViewPost.aspx?ID=26
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DoGS – Director of Graduate School 

DR – Doctoral researcher 

DVC (AA&CE) – Deputy Vice Chancellor (Academic Affairs ＆ Civic Engagement) 

DVC (R&I) – Deputy Vice-Chancellor (Research & Innovation) 

E&D – Equality and Diversity team  

ECR – Early Career Researcher


