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HR Excellence Award Action plan 2015/16 to 2016/17 (progress to end 2016/17) 
Action  Owner Target 

completion 
date  

Success measure Reference 
to 
Concordat 

Progress to end of 2016/17 
 

To review appointments to research only positions every 
two years, e.g. Research assistants (RAs) to ensure that 
level of pay or grade for researchers is determined 
according to the requirements of the post, consistent with 
the University’s pay and grading arrangements  

Director of 
HR/Director of 
Research 

Q1 2016; Q1 
2018 

Review finds that 
principle is met 

1.4 Dipstick review of appointments confirmed that 
they were consistent with University pay and 
grading arrangements. 
 

Consider if different models of employment (rather than 
project by project) for contract researchers might be 
implemented, taking into account the funding constraints 

Director of 
HR/Director of 
Research 

Q1 2017 Outcome of 
consideration reported 
to monitoring body 

2.1 Still managed on a case by case rather than 
systematic cross-institution basis.  Financial 
constraints are the most significant barrier.  
However, there is evidence from one area that 
contracts can be maintained/extended on the 
basis of continued grant success, however, a level 
of critical mass is required together with 
appropriate funding opportunities. 

Develop specific careers support (including mentoring) for 
hourly paid contract research staff 

Head of Careers 
(tbc)/Director of 
Research 

Q3 2016 Support in place and 
appropriate signposting 

2.3 & 4.5 Hiatus due to uncertainty around the careers team 
during 2016.  Previous Head of Careers retired, 
new Head being appointed early 2017.   
Meeting held with contract researchers in Oct 
2017 to discuss career support and aspirations. 
Carried forward into specific actions for next 
period. 
  

Review academic promotion criteria to ensure alignment to 
University’s mission and HE landscape  

Director of 
HR/Director of 
Research 

Q1 2016 Revised criteria agreed 
and disseminated 

2.6 The criteria were reviewed by a working group and 
recommendations for revisions made, however, 
they were not implemented in the most recent 
round (Q1 2017).  New leadership team in place 
and strategic review process underway with senior 
managers.  DoR to feed in the recommendations 
of the working group into this process. No 
additional actions. 

Review the extent and effectiveness of research mentoring   Director of 
Research 

Q2 2017 Report on 
effectiveness to 
Research Committee  

3.8 & 4.5 Complete.  Data captured from Departmental 
research statements and from PIRLS.  Actions 
identified for next two years. 

Instigate an Early Careers Researcher forum Director of 
Research 

Q3 2016 Forum convened (at 
least 1 meeting in 
2015/16; involve min. 
10 ECRs) 

3.8 Action modified.  The Research Committee 
reviewed academic staff data and identified that 
the broad disciplinary area requiring the most 
support vis-à-vis early career researchers was the 
social sciences (77% of staff in this area were very 
early career researchers, with only 5% of staff with 
research leadership expertise).  Consequently the 
Social Sciences Research Network was 
convened, led by academics across five 
departments.  Five meetings have been held with 



    Page 2 of 3 

 

Action  Owner Target 
completion 
date  

Success measure Reference 
to 
Concordat 

Progress to end of 2016/17 
 

an average attendance of 10-15 researchers, 
around 70% ECRs. This has expanded the 
number and range of opportunities to a further 
three departments who undertake social science 
research. 
 
In addition, the Researcher Development Award 
(RDA) recipients have acted as a sounding board 
for ECR matters, and ECR support has been a 
theme of the annual Researcher Development 
Day (RDD) (Jan each year).  Feedback from 
ECRs at these events has been positive. 
Monitoring at the institutional level shows growth 
in the number of individuals citing that their 
research profile has grown in the period, and the 
RDA and RDD will have contributed incrementally 
to this. 
 

Promote individual researchers and departments to directly 
access and utilise Vitae resources  

Director of 
Research 

Q4 2016 Individuals and 
departments accessing 
and using Vitae 
resources directly 
(evidence of direct 
usage from 50% of 
academic depts) 

4.1 No evidence of direct use of Vitae resources.  
Shift in emphasis towards mentoring – see future 
action plan. 
 

Review use of RDF planner and underlying need expressed 
by individuals around personal development planning; set 
targets for increased usage or identify alternative means of 
satisfying need 

Director of 
Research 

Q2 2016 Either a plan for 
increased RDF Planner 
usage (e.g. 100% 
increase) or identified 
alternative with 
timetable for 
implementation 

4.1 Data shows that RDF has not been used by any 
staff or PhD student.  
Shift in emphasis towards mentoring – see future 
action plan. 
 

 Academic Departments to identify Impact Champions  Director of 
Research/Heads 
of Department 

Q3 2016 All departments have 
identified an Impact 
Champion 

5.2 Modified slightly. Department reports considered 
at Research Committee confirm that each 
department has identified a lead for ‘research and 
related activity’.  Two other actions in this area 
have led to further progress: 37 academics have 
been inducted to Impact Tracker software, and 
leads for all Units of Assessment have prepared 
Impact Pro-Formas for the REF Project Team.  

Review the effectiveness and uptake of the Research 
Sabbatical Policy 

Sub-group of 
Rewards 
Strategy 
Working group 

Q2 2016 Report back to Reward 
Strategy Group on 
effectiveness & uptake 

5.5 Review was undertaken and outcome shared with 
Rewards Strategy Group. 
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Undertake an equality analysis on the data emerging from 
the monitoring of the University’s KPI for Goal 3 (that all 
academics should have profile for research of national or 
international repute) 

Director of 
Research 

Q1 2016 Analysis complete and 
discussed at Research 
Committee  

6.0 Equality data was only available for sex and part-
time. The data is based on ‘self-report’ and subject 
to differences in self-perception.  Analysis showed 
that women were less well represented in the ‘met 
goal 3 group’ than men in 2015 & 2016 (2015: 
f=47%,m=53%; 2017: f=44%,m=56%). And whilst 
there was an increase in the number of women 
(+7) and also in the proportion of women (from 
41% to 46%) who met Goal 3 in 2016, the 
increases were not as high as the increases for 
men (+16 and 44% to 53% respectively). 
In general, whilst there is an indication that female 
academics are progressing their research profile 
they are starting from a proportionately lower 
figure and progressing more slowly than their male 
counterparts.  
Analysis of part-time data indicates that these 
trends are reversed i.e. part-time female 
academics are generally progressing their 
research profile at a faster rate than male 
academics. The ratio of PT/FT was the same in 
2015 and 2016, and the ration of m/f was only 1% 
different. 

Monitoring: Operational ‘day to day’ monitoring by the Research Office and by the Research Committee on an annual basis. 


