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Details
University of Sussex
s Audience lan) Number of Comments
Date of submission: 26 November 2021 Research staff 391 pr Office (RSO)
Institutional context: In order  the next two years, from the UoS Postgraduate researchers 1399 2 ogr D students, PGRs are allowed
inJan and Oct 2021, and the CEDAR to attend several RSO training and development workshops.
collected in Oct 2021.
Research and teaching staff 801 T&R Staf, particularly those that are in the early stages of their career, can access some areas
of support from the RSO.
Notes: RSO Office: applies to both the R Officer (RSO) and Teaching-only staff
(i Technicians
RDCSG - e v I h 3 Clinicians
Other (ple d detail
Complete for submission To be completed only when reporting on action plan

Obligation

Deadiin

The targeted impact of the

Progress update.

The actual impact of the action (reporting against the success measure)

Outcome (ongoing/carried
forward/no further action)

The aims d f this
Provide a Dec-22 RSO Research 2) In progress - HR h: pack, 2023, with 52.9% of research staff within UoS are aware of the Researcher |ongoing
literature, platform ac d staff: RS Reps/RDC | Development Concordat to at least 30% by Dec 2022 - Compared to BPS (2019) d the Concordat. Office (RSO) is working with HR to Development Concordat, versus 61% (BPS).
SG results of 58% and CEDARS Agg (2021) 45%. develop an staff that is REF, Concordat,
) chsion fheConcordt o beinclodd i o nrture provided by shoos. onares o Kiscarid fovard o |ceoans 2023: a0 of esondents e ware o the oncrdat.
Research Hit/download figures show at least 50% increase from Dec 2021 to Dec 2022. (b [ECR inductions in Schools.
to promote the Concordat to Research Staff. Managers &) record the reporting period;
orsd b otons mterls and emas e s o the Concardt | messtres are bl e oot e for 207326
El f i Dir. of R&E Production of quarterly reports to show progress of HREIR Action Plan, which
Pls/M: d rasie| can be fed into RaKE meetings each semester and annual Concordat reporting. c) In progress - Initiatives such as Research with Impact 2022 Forum, ECR Symposium/Dragons' Den and
profile of events. (f) Researcher Led the Concordat, as
e of seminas ot e ’
B Ensure all relevant staff are aware of the Concordat, d) RSOr to record Concordat and add to RSO d CANVAS. encouraging networking, mentoring, collaboration and peer to peer support.
site/repository.
d) COMPLETED - Cc it s d 3 A
) pramoton ofconcortt e susex b
Researchr
) Carried over.
f) RSO to pr lan s (eg
DRaKES/HoS/HoPS). ) CC (RS reps) induction include rdat and
[RDCSG has regular agenda item to update on progress of HREIR Action Plan.
&) Reg porting in C updates, progess.
and risks.
G ich as for both See Action Dec-22 |RSOr/RDC Launch of improved digital platforms, by 30 Jun 2022, with annual review 2) In progress - C¢ h: the role. ongoing.
researchers and Pls/Managers - providing a transparent and accountable platform for RS Reps/RDC | process to ensure information is up to date to be included in committee [and process. RSO has held ps for Aanagers. The proposal as | training heir first fi
feedback and reviews: SG meetings and Concordat Annual Report. (a &) d d h: s resources), the focus |- Diversity in the Workplace
Rt ilnstead b on redesgnin 50 webpoges. Inchsve tesdership
a) e h Staff and PI/Manager ‘web pages to include all Director HR: 8 - Insiders and Outsiders - How Micro-Behaviours affect the
polcies and practices relovant nclusive, relevant policies, procedure and good practise models (Organisational Development) by 30 Jun 2022. (b) b) In progress - 0D has imple d g Workplace
o2 " e Learpon fchool () > gers |- Theimpactor
managers. b) Create online development module for Pls/Managers to ensure training and Survey data shows positive increase of approx 25%, to meet or exceed CEDEARS | g i T pment, and carried forward to the | - Trans and non-binary awareness
development is kept up to date Age i 74%, d onli next action plan. - Unconscious Bias
(Uos Oct 2021: Q4 EDI (all)
©) Regy all d <) In progress in HR bet 022-23, this has been | CEDAR they d level of job
sub working group to regularly discuss and manage review process - also, see ECI3 and 4. delayed. A Head of Employee Relations y has been recruited (end ) policy | satisfaction (: " ags: ).
(evewin 2026
al ff included section or specific See revised Dec-23 | RsOr ponse rate, across both EDARS, 2) In progress - unable to change questions in previous iterations of the UoS Staff Survey. Questions will be put | CEDARS 2023 response rate: 16.3% overall, 13.2% ECRs and ongoing.
questionnaire to be developed by RSO (ie BPS) - also, see ECI1(f) 10.aand 12.1 RS Reps. by from 2022 (as CEDARS not launched in 2021). forward for inclusion in future iterations. 19.3% Pls.
rocss
b) Annual CE engagement (BPS 2019 Response rate 107 out of 395 Research Staff/Research Only Contract. [b) COMPLETED - CEDARS ran in 2023, with charity nomination and donation as incentive.
gularly the quality of 3 July 2019)
ECl6 including seeking feedback from researchers, and using the outcomes toimprove  |¢) ps 10 g Qual data on reporting c) COMPLETED - ECR forum
institutional practices. in RS Reps meetings Qual data a EDIand -annual report: pr by [ meeting. They survey ECRs on specific topics as needed, to report in to RDCSG.
ssor
d) Qual fi ack from Tr be used d) In progress - RSO coll . Carried forward to next
inalreportng pporanis cton i toreport o commiess sy,
a) ¥ yst are |See Action Oct 2023 | DRaKES CEDARS and P to feeling a) In progress - hools Uos Pl ‘within their (CEDARS 2023: 75% agree they feel included in their immediate |ongoing.
paired wit h someone who can help them to settle in to Uos life. ECR Leads included in research working environment qu. (increase of 5% on CEDERS Agg [however this has not been cohesively rolled out across the institution as yet. research environment/group (sector agg: 71%)
RS Reps. 2021 80%) - with 100% of new starters being paried with an existing member of|
AL ofasupportes farand e rserch oseps it supp ofce St thi rt manth 3t Us. o owortsmplemening R —— i
[community, supported by a catering budget introduced by RSO in autumn 2023. new starters.
5 201 ertedino et researcn )
health
The aims i itive both through i inir i ys of working.
ly suppe events and Nov-23 [RSOr ¥ Well Being 2) In progress held via RSO. | CEDARS 2023: 57% of research staff feel that their institution | carried forward
policies at UoS by: Assisatnt which links to CANVAS area with materials from webinars/workshops - rkshe tal health modules via actively promotes good mental health and wellbeing. 38%
complete with downloadable info/docs/leaflets. LearnUpon, to be completed at staff's own discretion. believe their working environment promotes good mental
a) ing health and wellbeing. 53% believe their managers promote a
RSO tr Mental Health Head of EDI Quant data from d survey tools kr b) C (including le d good, 48% 8
here o cces nformaton and hel:crementl s f510% e and nt ol hesthand
i d other useful quarter from baseline figure after launch (data to be collected during first. wellbeing. 61% feel comfortable reporting bullying or
info/links/materials via the RSO web pages quarter will set benchmark). <) In progress - New Dignity and Respect policy has been rolled out via HR, with a champions network also harassment, 58% know the mechanism for reporting, and 47%
Promote good mental health and wellbeing through the effective management of implemented. HR also launched a Report and Support Tool, but it has not been live long enough for analytics to | trust the institution to investigate.
a3 workloads and people. ©) Liasing with HR ' from surveys, with particul 8 Use of benchmark CEDARS Agg 2021 data on questions of bullying and be reviewed.
a Rarsmen e Reportng Too. s Response ae s o ow o ek down by ender.
report incidents. d) In progress - These committees were disbanded during the 2022-23 HR restructure. RDC Steering Group
) to ensure that poli of under (RDCSG) i toen: Proposed Researcher web portal was superseded by OD
represented research community members. UoS Oct 2021: Q21a 78%, Q21b 25%, Q22a 75%, Q22b 13%, Q22¢ 27% resources so impact measure cannot be reported on.
See ECI3 - all actions include provisions for Pls/Managers. Nov-23 Annual CEDARS data and ff to meet Ci See above. CEDARS 2023: 76% agree that the institution is committed to | carried forward
benchmark 70% agreement that institution is committed to EDI. equality and diversity (sector agg: ).
con fresarc towelbengand
e helth. StffSurvey dtainthereoring period s ot vl for
research staff as a breakdown.
See ECI3 - all actions include provisions for PIs/Managers. Nov-23 | DRSD See ECI3 - all actions include provisions for Pls/Managers. See above. See above. carried forward
oRates
esdof
Eoms supports EDI/PVC CEl,
resarchers welbingand metal el st
Drector
e becs [0 Rt o Toakir o0 ; T [ e manager oo Torwra
Vitae/RDF ‘development. DRaKEs (CEDARS Agg 2021 80%) in Researcher satisfaction to question relating to has superseded the proposal for a PI/Manager Toolkit from RSO. life balance, vs 66% sector aggregate. 56% agree they are
HoPs working patterns. (BPS 2019: 68%) treated fairly in relation to flexible working requests, vs sector
s and reas of PP RSOr/RDC SG RSO has been reworking webpages for Pls/Managers, the |aggregate of 72%.
EcMa PPropr Library and HR. Download/Hit data from toolkit to show at least 50% of new research staff are rt 024, will be jed and

arrangements to support researchers.

receiving the materials provided i the toolkit, from their PI/Manager (monthly
new starter figures vs. download data).

redesigned.

Toolkit was not created , therefore no data to report on.
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oneor provided by the RSO. Nov2z [RsOr 75% of Research Staf take positive action to maintain mental health and B provided via HR, with developed by OD| CEDAR
RSReps wellbeing. since 2021 superseding the need for separate RSO training. HR has included training on maintaining positive | action to maintain good mental health and wellbeing by their
mental health and wellbeing including '8 modules via LearUpon to | managers (sector agg: 53%).
ECR3 foke their welloing and (CEDARS Agg 2021: avg 75%) be completed within the first month of employment.
mental health.
c this, mechanisms for d wellbeing support
across its webpages and physical materials and in comms.
The aims ving and idents
v supp events and Nov23 [RsOr v ‘Well Being See £CI3 (row 25). See £CI3 (row 25). ongoing
policies at Uos by Assisatnt | which inks to CANVAS area with materials from webinars/workshops -
Director HR: | complete with downloadabie info/docs/leaflets.
a) The addition of ing oo
RSO training Mental Health Head of EDI | Quant data from d survey tools k
where to access information and help: Incremental increase of 5-10% each
jects and other useful quarter from baseline figure after launch (data to be collected during first
infolinks/material via the RSO web pages quarter willset benchmark).
[
ECI3 | tackiing diserimination, bullying and harassment,including providing appropriate () Liasing with HR to analyse data from surveys, with particular attention to the Bullying Use of benchmark CEDARS Agg 2021 data on questions of bullying and
support for those reporting issues. and Harrasment Self Reporting Tool.
report incidents.
RSO to ensure that poli of under
represented research community members. UoS Oct 2021; Q21 78%, Q21b 25%, Q22a 75%, Q22b 13%, Q226 27%
See £CI3 - all actions include provisions for Pls/Managers. Nov-23 | DRSD See ECI3 - all actions include provisions for Pls/Managers. See above o further action
DRakEs
Head of
EDI/PVC CE,
EM3 | ulying and harassment. Assistant
Director HR:
)
falltomeetthe | See ECI3 -l actions Include provisions for Researchers Nov23 |RsOr See £C13-all actions include provisions for Researchers. See above o further action
EcRa expecled andards of ehaviour n rlton o discrminaton hrassment and RSReps
bulyin
s
The aims i trained in- aware i
See £CI3 - allactions include provisions for Pls/Managers. Nov-23 Annual CEDAR: dataand ft c (including newsletters and include | CEDARS 2023: 76% agree that the insttution is committed to | no further action
benchmark 70% agreement that institution is committed to EDI policies, d health and welbeing equality and diversity (sector agg: 73%).
Eca
Staff Survey data in the reporting period is not available for
h staffas a breakdown.
Completion of mandatory modules (inc. How to use RDF, How to have difficult Dec24 |Assistant ” g in s first year, in training, Heads of v 2017 has seen an increase In Pls/Managers | ongoing.
3 ipport R q Director h v hool v  which can then » completing training via LearnUpon, but numbers remain fow
Development for Pls/Managers - See ECI1(b) - with section included in appraisal form. Rsor 00 has setof Essentials workshops, which termly basis. Further, | and engagement has not been monitored regularly.
related to equality, diversty and inclusion, and put this into pracice in their work.
[ f will the appraisal form has been updated.
in Uos Pulse Survey. (Avg. 52.5% Sept 2021) , 0D will
o Pi/Manager training is under Doctoral School and will be carr against actual percentage of Pis/Managers i place at Uos, and
i mechanism by
found the training useful and applied methodologies successfully to their oles of workshops can also be monitored and reported.
as Pls/Managers.
RS Reps TOR to include section to ensure that training 'related to research integity, and Nov22 [RsOr 100% new Research Staff o complete Org. Dev EDI and Unconcious Bias c s group has. rms of reference, which is s above, 0D is working hanism to monitor 2
equalty, diversity and inclusion' is embedded into school culture - leading by example, RS Reps Training within one month of starting role. induction and reviewed annually. on training completion. 145 current ECRs took an EDI
advocate and promote. LeamUpon module in 2021-23, but this data has been collected
firstsix In addition, RSO provides an Introduction to Ethics session as part ofitsinduction, with additional sessions on | etrospectively so does not map to length of service
months of employment. [ehca consderatios to managing essrch dat' Thes sesions e ttended by esearchsaf,nd devered
Research Ethics, tear CEDARS 2023: 715% o respondents have undertaken EDI
e in policies related to Increase of up to 70% p both CEDARS and training (sector agg: 80%) and 59% rescarch integrity training
equalty, diversity and inclusion. 3 8i (ag8: 599%). 60% have never heard of the Research Integrity
training and Research Itegrity Concordat. Concordat (agg: 45%).
(CEDARS Agg 2021: 54%vs. 58% sPs (2019) of Research staff have never heard
of the Research Integrity Concordat)
ToR
Research Integrity ps i the RSO Nov23 [RDC Successful deHvervMchrkshcvx peryear, it materl added todelcated E these topics up to four times a year, in addition to | 45% of Research Integrty workshop attendees are managerial | ongoing
Training and Development Programme. RS Reps/RDC | CANVAS area and reg to ensure up to date, with offering 1:1 support. Rs0 and ps, staff, The REIG team offer 1:1 support to researchers across the
6 mean avg. eedback rating of & forevet satsfacton and content. university as well as delivering ethics workshops throughout the
Research Ethics year, including topics such as Researcher Wellbeing, Working
and Integrity it it Vaterials and Onie Research. The Research
o their , and act in , the Officer Ethics sers
highest standards of research integity and professional conduct. 25 the universty develope online ethics training module, Code
of Practice for Research and ethics AZ.
o See ECI6() Dec23 |ORSD See £CHI1] See ECI6() See ECI6() o further action
DRakEs
See ECI3 - all actions include provisions for Pls/Managers. Nov23 |DRSD See £C13-all actions include provisions for Pls/Managers. see £C13. See ECI3. o further action
DRaks
Head of R b now known as the Achi
w3 rt and address incidents of p EDI/PVC CE, and the Report + Support Tool, which allows rous reporting.
Assistant
Director HR:
oo
RS Reps TOR to include section to ensure that training 'related to research integity, and Nov22 [RsOr c roup has ms of reference, n o further action
e in policies related to | equaity, diversity and inclusion' is embedded into school culture - leading by example, RS Reps uring induction and reviewed annually.
research inegriy. advocate and promote.
aditionally, e talks from d integrity.
ccra | Ensure researchers use available mechanisms to report staff who fai to meet the | See ECI3 -all actions incude provisions for Researchers. Nov23 |RsOr See ECI3 - all actions include provisions for Researchers. ED) Sec ECI3 o further action
expected standards of behaviour in relation RS Reos
ici
Complete restructure of RSWG to RDC Steering Group - ensuring that goverance is Every |RsOr Gy outaonu rviw of RS R nd ROC ter g Group members tend of gan at the R Tevel, which feeds Reps and RDCSG membership review is embedded in annual | no further action
transparent. Jul/avg " |DSRD 3 fair (nncsa) The RDCSG inaugural meeting was held in May 2022 cycles of business.
< gers as proactive.
&7 and provide them with e Further, RSO is working to strengthen torecruitand F this
policy and decision-makine. Focus Groups and bespoke survey data - starting point end of academic yr 2021 to ensure equal representation across Schools at alltimes area.
22, comparative year on year.
Attendance for how = ams in a fair Dec24 | Head of EDI Pis/Managers the training n t' frstyear, In progress - 8 raining, Heads of anager training is yet to be implemented. ongoing
Unit with 20-259% increase each year. I atermly which can then
inclusion/€DI. DRakEs 00 has aso olled out st of Management Essentials workshops, which are avaiable on a termlybasi.
RSOF/RDCSG will
cous %6 o in Uos Pulse Survey. (Avg. 52.5% Sept 2021) Pi/Manager training is under Doctoral School and willbe carr
within their institution. dinteand {ecdback from participants show they ha
g useful their roles
as Pls/Managers.
e 28 to contribute their
institution.
Volunteering for the Research Staff Reps group. Aug22 |RsOr Research Staff Reps per school, with ECR Lead or equivalent by end of academic In progress - ntroducing an RSO induction for RS Reps has been successful, allowing to meet i person and Jan 2024: 17 Reps from 7 Schools (of 10), with 9 vacancies. | ongoing
o opor ‘o contribute DSRD I introduce Reps to the HREIR Action Plan and Concordat. There remains a high turover of Reps, although as
ccrs " N o ECR Leads above, RSO is actively working on closing these gaps, and h  meaningful R Leads but work is undertaken by
RS Reps recruitment, inducti DRakEs o
institution.

improvements.
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Workwith Reps q Aug22 [RSReps Successful implementation of revised ToR, with an increased number of Reps - B s Group has of reference, which s As above. No further action
I -toidentify the Research RSOF/DRSD | ensuring that all schools have representation - at least 2 NEW reps per school induction, tointroduce a
ct o their role as the | y Research staff | by the end of the academic yr.
RS | Lider academic community. [addtionally, nterim have been added v for RS Reps, in order to
a
T e — |
The aims
SeeC2 Dec22 [ORSD See£Ci2 SeeeCi2. CEDARS 2023: 937% of managers are confident using inclusive, | no further action
DRakes equitable and transparent recruitment practices (sector age:
o0 Ensure open, transparent and merit-based recruitment, which attracts excellent Assoc. Head of 92%).
researchers, using
PR
al E SeeActions- | Dec22 |RSO 2) 80% of researchers are satisfied or very satisfied with the quality of the. 2] In progress - OD have developed a Managers Toolkit and  Welcome Pack for alstaf,including a checklistfor | CEDARS 2023: 27% of research staff found their inductions at | ongoing
o ECRL 1 Research | Universiy Induction. ine managers. RSO has revised its ECR induction and will R inductions in the next level e
(partally Managers HREIR period, , consistent Uos.
b) Create CANVAS area for new starters that have al elevant and up to date policy and [ complete - (b) Al ligible new research staff complete the local to their ole useful.
” ¢ revised for University induction within the first month of b) n progress - C:  are ready for further
community and are aware of policies and practices rlevant to their position new action employment. mprovement. They wil be part of a review of RSO webresources n the next reporting period Allnew researchers must complete mandatory training on
plan) and LearmUpon, and since October 2023 receive the Welcome Pack.
Delverable (CEDARS Agg 2021: 52% research staff found their departmental and local They are invited to @ biannual RSO induction but these are not
induction useful. 18% not offered any induction) mandatory.
Metric 9.
The aims inclusive recogniti er progression.
2] RSO tofink with Education and Research Programme, Culture and HR Strategy - working |See Action 3 - | Nov/Dec | RSOr 2) Clear concept of how the University can support the reward and recogition 2] comPLETED 2 newly revised ADR Each School s now mandated to include an EDI representative | no further action
group for Career Progression for Research Staff and Appraisals. Deliverable 3.1 2023 |DSRD o ECRs within the Research Staff Community, or identification of areas for process fora staf, ith HR i fons and progression panels.
HR8Ps - report and impacts, with st
d PR suggestions - for implentation. DRSD was involved in consultations on the ADR review, and in
recognition of Research Staff i included. Dir.of R&e b) h d DORA.
Two phases: worked into DR and i via HR, as
) Event to highlight the ache research saff - Phase one: Reccommendation The ECR bished as part of
linking with REF/RQ and Impact/Knowledge Exchange. Phase Two: Implementation ) COMPLETED - The Research staff showcase took place in 2022 as part of an RQI 2 e
Provide clear and transparent merit-based recognition, reward and promotion [rcludng In2023 it e " Inclucing two Centres of | improve engagement nthe e acton plan.
o . . v Review willbe carred out as part of 10 yr Review. :
o personal creumetances. Dragons' Den pitching contest. Sussex is on a par with or ahead of the sector - CEDARS 2023:
b) DRSD o attend all associated meetings - from Dec 2021 to Dec 2023. 56% say promotion pathways and processes at UoS are dlear
(sector agg: 49%). 53% say the institution has fair and inclusive
Ve least2 opportunities for career advancement (sector agg: 43%). 39%
RS per dance. ¥r 2 Figures agree promotions at Uos are based on merit sector agg: 40%).
(CEDARS Agg 2021: Agree Strongly + Agree: 25% Research Staff - Equitable
prog 85 (20 for
promotion and career progression)
Managers commit to, and evidence, the nclusive, equtable and ransparent Evidence use of Managers Toolki, especially Managing People and Teams'and Dec22 | DRaKES L P T I c has developed gers Toolki, which HR ted use of the o further action
3 “Developing Yourself as a Leader’ resources: https://www.sussex.ac.uk/organisational- DRSD staff, and introduced a new AR appraisals process i 2023 Managers Toolkit be noted in ADR forms and followed up on in
recruitment, promotion and reward of researchers.
n Ors. Dev 1.1 meetings with line managers.
The aims i their derstand their oblgations and
See €16 and ERL Revised Action| Dec22 | DRKES At least 50% positive (agree/strongly agree) results in answer to questions See €16 and ERL CEDARS 2023: 56% say promotion pathways and processes at | ongoing
Janagers familarise themselves, and work et s rors regarding Promotion and Progression processes are fair - see CEDARS Agg 2021 oS re e et s 45¥). 53 s he stuton s v::
£ mployment fpractie, 43%). 39% agree promotions at Uos are based on meri (sector
and conditions of grant funding.
agg: 40%).
See£16.and EM2 Revised Action | Aug-22 | DRAKES At least 50% positive (agree/stronly agree) resuls in answer to questions See €16 and EM2 As above. o further action
Research ot thy . s Assistant | regarding Promotion and Progression processes are fai - see CEDARS Agg 2021
£ ed wellas their fun Drector H:
PVCR
R heir
People management
The aims ed
See £C13 and all of ECM Nov23 |Rsor L Pis/Managers the training, with 5-10% E 5 training, with OD and Hos following up on |75 of current Pis undertook a Management Essentials o further action
DRSD increase each year. completion on a termiy basis.In addition, is developing 8 Workshop in 2022-23. 0D have set a target for engagement in
o Provide effective line and project management training opportunities for managers Assistant action plan. the next action plan.
of researchers, heads of department and equivalent. Director HR. iback from
found the training useful and applied methodologies successfully to their oles see £C13 and al of ECM. Although feedback s collected on each teration, due to GDPR
a5 Pls/Managers. concers O cannot share this data.
Ensure See ECM1 Dec24 | Director of HR | See ECM1 in has been updated, and i presenty, including See ECML ongoing.
€5 d  through annual is, consultation with DRSD and researchers to ensure research staff experiences are included.
d workioad allocati
Managers SeeECM13 Dec22 |DRaKES See data collected from Org. Dev on uptake from PIs/Managers of specific c has developed gers Toolki, which f i ntial o further action
et o e ot of o Org.Dev | training and development modules - year on year comparison. staff. C mandatory by 0D, workshop in 2022-23. OD have set a target for engagement in
PVCR their staff on a auarterlv basi. h olan.
" Buld in regular feedback/121 sessions with researchers as part of ECML Dec22 |Pls/Managers |See ECMT in progress -The new ADR process was introduced by OD in 2023. The next action plan includes exploring setting | See ECM1 ongoing.
e DRaKes a minimum expectation for 1115 for researchers and their Pl/manager beyond the annual ADR.
their researchers.
4| Collect 365 Degree Feedback as part of ECMI1 & EMA Aug22 |RSReps See ECM1 See above - discounted after scoping RS Reps. Seeabove ongoing.
£ reviews with their managers. DRakes
Research taff
Job security
The aim of this oblg i of researchers.
RSOr to link with HR career SeeAction8- | Oct22 [Assistant | survey data to show increase of awareness and support available -t least 50% a) c ‘Managers Toolkit has , and the ADR | CEDAR:
development,inline with Uos strategy - see £13 Deliverable 8.1 Director HR: | positive (agree/strongly agree)resuits in answer to questions regarding appraisals emphasise career development for researchers. an ona par with ggres:
and Metric 8.2 oo Promotion and Progression processes are far - see CEDARS Agg 2021 (55%).
a) Toolkit - guides and d career trajector Uos (inked RSOr/DSRD b) in progess - feedback s routinely collected and shared during RS Reps meetings.
t0 Academic Development and Quality Enhancement - Teaching Qual and Fixed Term 56% say promotion pathways and processes at UoS are dlear
Contracts: <) progress - RSO induct put from 0D, REIG, . |(sector agg: 49%). 53% say the intitution has fair and inclusive
Seek 3 ple throug and d i personal 8g: 43%). 39%
€6 d greater use of , and report on alternative opportunities and guidence, next action plan includes a diting ECR 1 d creati 8 based on merit (sector agg: 40%).
progress. Process via HR/external opportunities across Uos.
q workshops, courses to further
Also, see EM2 and ER1
[Professional and career Developmens o e
The aims ers have the time to engage in t
for .  search for professional | See Action9- | Oct-23 |Rs0 CEDARS and that atleast 25% of are I progress - Since 2021 these actions have been reviewed and replaced with a focus on embedding 10 days' CPD | Majority of ey messaging i regarding | carried forwar,
outside of the T rovided by the RSO, 9.3 Deliverabl PVCR attaining an average of 5-10 CPD days per year. across  organ staff th PD.
ructured suboort, meforr o help them achieve at least 10 days of CPD per year. and Metric 9c and undertake CPD, and ting opportunities in d
i of 10 daye petecsiona decelopmant or ot por oo See CEDARS Agg 2021 - 15% of Research Staff have spent 10 or more days on renewed ADR form includes sections on reflection of CPD, including whether the full 10 days are being utiised by | CEDARS 2023: 16% of research staff ae attaining 5-10 or more
PeoIL : how to access C from diverse d an sttt CPD days per year (sector age;: 26%), of which 8% are achieving
Se::”‘ ne ‘g of employm background: to focus one day on CPD. 10 or more days. 35% are attaining less than one day annually
content on specific communitis - with EDI focus. (sector agg; 24%).
Link with RSO web pages, events and 1
Implementation of regular M&E reporting functions from the RSO - quarterly reports, Every |RsOr d Carred RSO, RES and HR during th . this | Regular reporting willbe instigated in the next reporting period,  carried forward
scoig | Monitor and reporton, g to annual report, C G HRER Semester | DSRD action has been carried forward to the next action plan. f business of
professional development activiies. and | oir.of Ree relevant committees.
annually
al P an Gareer [See Action9 - | Annual gers | CEDARS and that atleast 25% of are 2] COMPLETED - Signposting in the Managers Toolkit and RSO coms and webpages. RSO has organised various | CEDARS 2023: 16% of research staff e attaining 5-10 or more.| ongoing
development MetricsSc- | Review~ | DRakES attaining an average of 5-10 CPD days per year. activties that provide an opportunity for career development, including the Seed Fund, Dragons' Den, ECR CPD days per year (sector agg: 28%), 50% are encouraged by
Revisedfor | Nov |RSOr/DRSD south east insttutions. their manager to engage with CPD activites (agg: 69%) and 53%
b) Enusre that members of project research t their towards | new action engage in I and career development. are aware of the support Uos provides for CPD (agg: 55%).
Managers allocate a minimum of 10 days pro rata per year, fo their researchers to | Career Development. plan 1) n progess - section on CPD has been bt into the revised ADR process, however usage needs to be promoted
PCOM3 | engage with supporting See CEDARS Agg 2021 15% of Research Staff have spent 10 or more days on more widely.
delivery of their research and their d an develop thei research identites, 275% feel they have time to
one day on CPD. » d
8PS (2019): 71% Research toengagein I and career path during thei time at Uos.
development.
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page and/or Researcher Development Team.

- Public engagement 80%
- Citizen science or creation of research with society 63%

- Experience of other employment sectors 57%
in

2) Actively seek out opportunities to engage with PCD via RSO Training and Development | See Dec23 |Research Staff | CEDARS and ey data shows ¥ are 2) In progress - time poverty Is a signifi See ongoing
Programme, Uos Organisational Development and external partners Deliverable 7.1 RS Reps attaining an average of 5-10 CPD days per year. RSO d ECR induction that f
and Metrics DRaKES development, and is undertaking a review of ECR training opportunites across Uos in the next reporting period.
& blogs or feeding back with |7.a (7a carried 80% Research engage in 1 and career developmen
Researchers their career, work Research Staff Reps over to new b) Carrid forward - RS Reps are expected to hold termiy ECR forums an to communicate updates to ECRs in
PCDR1 | towards career goals,including engaging in a minimum of 10 days professional action plan) See CEDARS Agg 2021 - 15% of Research Staff have spent 10 or more days on their School, but work s needed to build these networks.
development pro rata per year. taining d
one day on CPD.
8PS (2019): 719% Research Staff encouraged to engage in personal and career
development.
The aims in
d how to utlse 0ct23 [RsO 75% o org in has been ADR in the revised i via gers Toolkit and ongoing
effectively for Pls/Managers. Org. Dev Dev. Traning. OD/HR. A stronger focus s placed on the RDF in P pin fanagem ntals training from OD, offered on a termly
Assistant basis. In 2022-23 7% of current Pls undertook a Management
. e formanes 0rg. Dev. to ac how to deliver besp Director HR: ~[90% fanagers that course 0 has introduced these topics, Essentials workshop.
[ v it I . And, o meets needs and gives relevant tools for effective management. for research staff from RSO. Workis underway to strengthen the promotion and signposting of relevant 0D
promote via RSO web pages and direct mailing. training in d Due to GDPR concerns, 0D cannot share feedback data.
8PS 2019: 54% Manager has the training they need (Professional and Career
Development Section - RSO Supplemental Qu)
See ECM1 and EM4 Dec22 | Pls/Managers that See ECM1 and EM. ‘CEDARS 2023: 87% of research staff have participated inan | ongoing
DRaKES have completed training course. appraisals o staff review in the ast two years (sector age:
oo mechanism for ADRS, and have set a target |829%),of which 50% found these useful (agg: 55%). 28% have
Monitor, and report on, 2
RIS | elopment oo [ f wil for participation in the aim of stting minimum expy v regular | regular formal career development reviews with their managers
in oS Pulse Survey. (Avg. 52.5% Sept 2021) 1:15 between research staff and their managers. or supervisors (agg: 39%).
Monitored annually
See ECM1 and EM4 Dec22 | Pls/Managers that See above See above ongoing
DRAKES have completed training course.
st | Menagers dscussions with 3 . . il
Huding ° in oS Pulse Survey. (Avg. 52.5% Sept 2021)
Monitored annually
Engage with university annual appraisal process, “Annually -| Research Staff_| 75% of research saff to engage with annual appraisal See peDl6. See PCDI6. ongoing
oct  |RSReps
PCORA | Research 2 i year) Assistant | UoS Oct 2021: 525% research staff had an annual appraisal, compared to 80% of
Director HR: [ overalltaff.
on
E s have access
PP | across abreadth of careers.
2) Use Teaching pro forma to collec evidence of teaching and preparation - with certficate. RS Reps | Research Staff | 75% of research staff maintain a formal record of continuing professional 21 In progress - RS Reps and RDCSG members are surveying Sehools to assess how ECR teaching hours and CEDARS 2023: 31% of research staff have a clear career ongoing
T o and buid |7 OPIEton Repor | RSreps development activites. flomaing period. The rert g 9%) formal
ever al i activites record of CPD (a X
PCDR3 | a portfolio of evidence demonstrating their experience, that can be used to support a coF somerter See CEDARS Age 2021 675 of research staffmalntain  formal ecord of €
ob applications job applications continuing professional development actvitis. ) In progress - A practical a personal has been buitinto 3
and career dded to ADR
The aims researcher o progress in their careers
— nd time, research identity
and broad:
See PCOM3 Annual | Pls/Managers | CEDARS and ey data shows 7 are In progress - There s e at recognising and credit See PCOM3. ongoing
Review - | DRaKES attaining an average of 5-10 CPD days per year. hing that stafundertake. This
Nov |RSOr/DRSD 25 a result of Concordat discussions. Worth noting here that CEDARS 2023 shows UoS In on a par
Managers dentify opportunities, and allow time (i adition to the 10 days 80% Research engage in 1 and career developmen oo with :he sector-47% of reseach saff feel approprately
PCOM4 "“"“i‘:‘;‘ e o oD el eseoreh 500 CEDARS A 2021 15% of Resarc Stffhavs spet 10 morsdays on 49%), while 563% feel valued at work (agg: 59%).
taining civt
for their endeavours e,
8PS (2019): 719% Research Staff encouraged to engage in personal and career
development.
[P g ersonal |2 ECVT Dec22 | Pls/Managers gers to g See ECM1 and Eld, See ECML and Eld, o further action
PCOMS DRaKES course.
ef and to promote a
Monitored annually
Engage with RDF and/or Org. Dev. raining - which can be linked to PCDR3a ‘Annually - | RSO 75% of Research Staf have an awareness of the support provided for carcer and [COMPLETED - RSO inductions now include discussion of opportunities to develop research identites and ‘CEDARS 2023: 53% of respondents are aware of the support | no further action
Dec  |Org. Dev I . 0D has introduced & and ch the ADR process have | provided for development (sector agg: 55%), 31% have 2 clear
embedded opportunities for selfreporting v (sector ag: 39%) and
Researchers to seek out, , opportunities researd See CEDARS Agg 2021 67% of Research Staff have an awareness of the support formal record of CPD (agg: 60%).
PCDRS
identity and broader leadership sks provided for carcer and professional development
Ave. 40% have a clear development plan. Additionally, the RS Reps' proposal on recognition of informal
s is staff
rience.
The aims value and to them within and
ynerg E , within 0ct23 | Head of 18P @ tof best practice to o thi item has b plan. carried forward
Recognise that moving between, and working across, bring , RSOI/RDC [ share information with Research Staff Community.
PCDIS | benefits researchers, and o partners
experience ths. Launch of d actively|
using service.
See ECM1- highlighting the use of the RDF and other career development tools. Dec22 |Pls/Managers Pis/Managers that I progress - This action has been built nto the revised and See ECML. ongoing
DRaKES have completed training course. [roduced by Rs0. topr e research staff and ensure it
w I fora diversiy of careers, [meets their needs. Research staff have access to 1:1 sessions with a Worth noting here that in CEDARS 2023, 28% of research staff
PCDM2 | for example, through the use of mentors and careers professionals, raining, and will are considering non-academic careers (sector agg: 27%).
secondments. in oS Pulse Survey. (Avg. 52.5% Sept 2021)
Monitored annually
e 5
PCDR2 | sectors, such as by making use of mentors, careers professionals, raining and
2l Policy d Annual | Research Staff | At least 50% of research staff have been able to engage with Knowledge 2) Carried forward, Research staff evels of nterest (have/wan to] n engaging in | carried forward
c ~that gisciplines and Review - |RS Reps Exchange, various sectors of the research system are as follows:
schools Nov | DRakES b) c 3 research staff |- Commercialisation 3%
Research Teams channel. ~Knowledge exchange 88%
e prortunities to develop their b) Identify external funding opportunities - using the RSO Funding and Fellowships web Managers ~Public policy 64%
PCDR6 | the wider research system through, for example, knowledge exchange, policy
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