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University of Chichester: EC HR Excellence in Research Award 
two-year review  

Introduction 
The University achieved the European Commission HR Excellence in Research Award in 
November 2013. Since then, we have been working hard to enhance and improve the 
support, guidance and infrastructure to facilitate the continuing development of our 
researchers. In the original application we described how we extend the definition of 
researcher to include all of our academic staff, contract research staff and PhD students; this 
reflects the University’s collegial ethos and its commitment to sustaining a flourishing 
community of researchers. The total number of academic staff has grown slightly from 230 to 
244 (211 FTE), and there are a total of 3 staff who are currently on research contracts, one 
of whom is on a permanent contract and two on hourly paid contracts. During the last year 
there were a further 11 research assistants on hourly paid contracts which came to an end 
during the year.   

The period has been a successful one for the University: achieving Research Degree 
Awarding Powers and the best research assessment (REF/RAE) result in its history. The 
University’s supportive approach to developing its researchers was acknowledged in each of 
these processes.   

In 2013 the University has consulted upon and launched its 2020 Vision (University Strategy 
2013-2020) which states: ‘Our mission is to be a university community that inspires and 
enables individuals to exceed their expectations.’ A new Research Strategy is currently 
under consultation and will be launched to cover the period 2015/16 to 2020/21; researcher 
development is a core feature of that strategy which has the strapline, ‘Growing areas of 
excellence in a research community where everyone makes a contribution’.  

There is much still to be done. Progress against the actions in the plan has been monitored 
formally by the Research Committee on an annual basis and a detailed report on progress 
against the 2013 action plan and the process of internal review is provided below, followed 
by an outline of priorities for the next two years. 

1. Process of internal evaluation 
The process of evaluation was led by the Research Office (RO) during the period May to 
November 2015. A summary of progress against the 2013 action plan was opened to 
consultation to capture the voice of researchers and those who work with and support them.  
This process incorporated formal and informal consultation, including consideration in the 
formal deliberative structures (e.g. Research Committee, July 2015), 1-1 consultation with 
Heads of Professional Services and relevant members of their teams (e.g. HR and the staff 
development team) and importantly, consultation directly with researchers themselves, 
engaging with colleagues at all stages of their research careers from PhD students, contract 
researchers, early career researchers (recipient of a University Researcher Development 
Award) and Readers and Professors through emailing of the review to those groups and 
inviting comment or at meetings (e.g. Readers and Professors Forum). Feedback from these 
groups confirmed the review of actions and outline of priorities expressed in the consultation 
document, and included affirmation of the importance of monitoring matters relating to 
equality and diversity, affirmation of the action to consider different employment models for 
contract researchers, and feedback on the support for PhD students in terms of preparing for 
a future academic career. 
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2. Summary of progress and achievements 

2.1. General overview 
We have achieved most, but not all, of the actions as identified in the 2013 action plan. 
Some of the actions were ‘behind the scenes’ changes such as the amends to the Senior 
Lecturer job profile and establishing processes to support reporting of misconduct as part of 
alignment to the Concordat on Research Integrity. Other actions engaged more with our 
community, such as the coaching programme for the Readers and Professors, creation of 
the Researcher Launchpad and holding a research-specific staff induction. There were some 
areas that have not progressed as quickly as we would have liked, such as the amends to 
the Staffing Request Form to ensure that due consideration is given to the options for 
researcher contracts, and the exploration of different models to balance short term research 
contracts with the opportunities for researchers to gain stability and career trajectory. 

Other areas of development were not identified in the action plan, yet emerged out of other 
strands of activity and working with colleagues across the University; of particular note are 
the Researcher Development Day (2014 and 2015) and the Researcher Development 
Awards.   

2.2. Embedding the HR Excellence Award and its connectivity to 
 other quality systems 

Since receiving the HR Excellence in Research Award, the University has been awarded 
Research Degree Awarding Powers (RDAP) by the Privy Council. The University’s 
application for RDAP was predicated on a supportive community of researchers who were 
encouraged to aspire to excellent research and to support their colleagues in achieving the 
same. The finding of the 2012 QAA Institutional Review panel that support for individual 
students within an effective research environment and culture was an area of good practice 
was echoed in the final report of the RDAP scrutiny team. The scrutiny team also 
acknowledge that the University offered extensive development opportunities to its academic 
staff. 

Also, the written feedback from the REF sub-panels from the REF2014 exercise result 
recognised the approach that the University took to supporting the development of its 
researchers; the outcome of this assessment exercise was the best in the University’s 
history. 

Further indication of the University’s commitment to supporting the development of its 
researchers is through establishing the post of Research Development Officer by refocusing 
an existing Research Office staff member’s role to more explicitly cover researcher 
development. 

2.3. Key achievements 2013/14 and 2014/15 
The updated Action Plan indicates that much progress has been made against the actions 
agreed for 2013/14 and 2014/15, although not all actions were complete. The key 
achievements are listed here: 

 The Researcher Development Awards are the result of a reshaping of internal pump-
priming funds away from a project focus towards a researcher focus. The scheme, in 
its first year in 2015, involves an internal competition amongst early career 
researchers to apply for two years-worth of funding and join a cohort of researchers 
in a structured and bespoke development plan including specialist training and 
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mentoring. The aim is that this competition is repeated over the next five years 
resulting in 50-60 people benefitted directly from the scheme and twice that number 
receiving indirect benefits (see Clause 3.5) 

 Creation and Dissemination of Researcher Launchpad (see Clause 3.6) 
 Coaching and mentoring: set up of scheme and training of Readers and Professors 

(12 participants out of 26 trained 2013/14), mentoring is taking place but 
monitoring/reporting still being developed (see Clauses 2.3 and 3.8) 

 The Researcher Development Days have been attended by 46 people in 2014 and 
50 in 2015, attracting PhD students, early and mid-career academics as well as 
Readers and Professors. The Days work through a programme of facilitated parallel 
sessions that involve more experienced colleagues in sharing ‘my experience of’ 
various aspects of academic activity such as project management, research impact, 
open access and publishing (see Clause 3.8) 

 Alignment with the Concordat to Support Research Integrity (see Clause 5.1) 
 Retaining Two-Ticks status (Positive about Disabled People) (7 years in a row) (see 

Clause 6.10) 
 The best ever REF/RAE result and the achievement of Research Degree Awarding 

Powers, each explicitly recognising the University’s approach to supporting its 
researchers 

 

2.4. Progress against strategy and action plan 
See the updated Action Plan, provided separately. [insert web link]: 

3. Focus for next 2 years (2015/16 and 2016/17) 
The action plan for the next two years is presented in a slightly different format to the original 
action plan; this is to facilitate ease of access and readability. The focus is on the actions 
rather than re-presenting the original mapping exercise; the mapping is contained in the 
original action plan which will remain a public document.  

The new action plan incorporates some actions carried forward from the original action plan 
as well as new actions commensurate with the University’s Strategy (2020 Vision), its new 
draft Research Strategy (under consultation June 2015) and the changing HE context. 

Headlines from the new action plan are: 

 To review appointments to research-only positions every two years 
 Consider different models of employment for contract researchers  
 Develop specific careers support for hourly paid contract research staff 
 Review the extent and effectiveness of research mentoring   
 Instigate an Early Careers Researcher forum 
 Promote Vitae resources to researchers 
 Review resources available to support personal development planning 
 Undertake an equality analysis on the data from research KPI monitoring  
 Review the effectiveness and uptake of the Research Sabbatical Policy 
 Identify research impact champions 

The new action plan which includes review dates and success measures is available here 
[insert web link]: 
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