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Overview	

Research	at	the	University	of	Brighton	is	led	by	the	Pro-Vice-Chancellor	(Research),	supported	by	three	Directors	of	Research	and	Development	(DRDs)	
representing	the	three	Colleges	of	Life,	Health	and	Physical	Sciences,	Social	Sciences,	and	Arts	and	Humanities.		Management	of	staff	development	is	
undertaken	at	School-level	by	means	of	an	annual	Staff	Development	Review	(SDR)	and	line	managers	are	responsible	for	overseeing	the	development	of	
the	individuals	who	report	to	them.		The	University	has	a	relatively	small	number	of	fixed-term	contract	research	staff	(66	out	of	126	research	staff)	and	
whilst	the	focus	of	implementation	of	the	Concordat	is	on	those	individuals	and	our	Early	Career	Researchers	(ECRs),	we	apply	the	Concordat	principles	to	
the	whole	research	community.		ECRs	are	a	very	diverse	group,	due	to	Brighton’s	role	in	professional	education,	in	terms	of	age	and	education.		Early	Career	
Researchers	(ECRs)	are	represented	within	the	institution	by	an	ECR	Ambassador	located	in	the	Research	Office,	who	co-ordinates	a	network	of	self-
identifying	ECRs	and	presents	their	interests	and	issues	to	committees	and	senior	managers.	The	University	is	currently	undergoing	significant	change:	a	
new	Vice-Chancellor	started	in	December	2015,	who	is	o
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A.	Recruitment	and	selection.			
Concordat	Principle	1:	Recognition	of	the	importance	of	recruiting,	selecting	and	retaining	researchers	with	the	highest	potential	to	achieve	excellence	in	
research	
	
Adherence	to	the	Concordat	Principle	1	is	evidenced	by	the	following:	

i) A	key	criterion	for	the	appointment	and	advancement	of	academic	and	research	staff	is	their	proven	or	potential	ability	for	contributing	high	
quality	research,	both	for	the	benefit	of	the	university	and	for	their	respective	subject	areas.		A	set	of	recruitment	materials	has	been	
developed	specifically	for	use	with	research-focused	roles	(Oct	2012)	(Concordat	reference	A1).	All	job	descriptions	identify	skills	required	for	
posts	and	are	approved	for	advertisement	by	a	member	of	the	Human	Resources	Department.	The	2015	CROS	survey	showed	that	during	the	
application	process,	respondents	were	provided	with	a	job	description	(86%),	details	of	required	qualifications	(93%),	details	of	specialist	
research	skills	(93%)	and	details	of	transferable/	personal	management	skills	(73%)	required,	although	not	all	respondents	answered	these	
questions	(Concordat	reference	A2);		
	

ii) The	University	approved	a	new	Recruitment	and	Selection	Policy	in	2014,	which	states	that	applicants	will	be	selected	on	the	basis	of	how	
closely	they	match	the	selection	criteria	as	specified	in	the	job	description	or	role	profile.		The	University’s	Guide	to	Employing	Fixed-Term	Staff	
states	that	fixed-term	contracts	‘should	be	used	in	limited	situations	where	a	permanen
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staff	member	responsible	for	research	management.		The	RDR	has	been	recommended	for	implementation	across	the	institution	by	a	Working	
Group	which	is	due	to	report	to	the	Research	Strategy	Committee	in	February	2016	(Concordat	reference	B3);	

	
iv) The	University’s	Research	Leadership	programme,	now	in	its	third	cohort	(Action	7,	UoB	CIP),	includes	workshops	on	the	responsibilities	of	

research	leaders.	The	University	Professors’	Advisory	Group	(UPAG)	convened	a	
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programme	and	materials	for	
managers	of	research	staff	which	
includes	a	clear	articulation	of	
responsibilities	

2016	 and	accessed	by	60	
‘unique	
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C	Support	and	Career	Development	
Concordat	Principle	3:	Researchers	are	equipped	and	supported	to	be	adaptable	and	flexible	in	an	increasingly	diverse,	mobile,	global	research	environment	
Concordat	Principle	4:	The	importance	of	researchers’	personal	and	career	development,	and	lifelong	learning,	is	clearly	recognised	and	promoted	at	all	
stages	of	their	career	

Research	careers	at	Brighton	are	supported	and	developed	in	the	following	ways:	

i) The	University	Careers	Service	
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viii) To	support	the	development	of	careers	in	research,	the	University	offers	several	peer-reviewed	competitive	fundi
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January	2016.	The	Research	Leadership	Programme	includes	a	mandatory	internal	mentoring	process	and	external	shadowing	component	
(Actions	9	and	20,	UoB	CIP)	(Concordat	reference	C8,	C14);	

	
xii) The	Research	Leadership	Programme	has	been	revised	to	include	two	sessions	on	the	responsibilities	of	research	leaders,	covering	researcher	

development	and	the	Concordat,	human	resource	issues,	research	ethics	and	integrity,	data	management	and	post-award	project	management.		
The	University	has	just	introduced	a	new	grant	acceptance	process	to	cover	the	handover	from	Pre-Award	to	Post	Award.	As	part	of	this	
process,	the	PI	and	Head	of	School	are	expected	to	sign	off	on	their	responsibilities,	including	their	remit	to	provide	appropriate	career	support	
and	development	for	staff	employed	on	the	grant	(Concordat	reference	C6,	C9,	C10).     	

Action	
number	

Concordat	
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completion	
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Progress	to	
date	

Progress	performance	measure	

16	 C1,	D	 Development	of	a	set	of	
resources	for	researchers	
detailing	support	mechanisms	
available	

Spring	2016	 October	2017	
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Key	Success	measures	

c) Another	two	cohorts	to	complete	the	Research	Leadership	Programme,	40	researchers	to	benefit	from	Rising	Stars	Awards	and	40	staff	to	benefit	
from	the	revised	sabbatical	scheme;	

d) 200	staff	to	participate	in	mentoring	under	the	Research	Mentoring	Framework.	

	
D	Researchers’	Responsibilities
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engagement	between	the	University	and	community	partners	enabling	researchers	to	co-design,	co-produce	and	disseminate	research	with	
community	and	voluntary	sector	groups.		The	long-established	specialist	Knowledge	Transfer	Partnership	(KTP)	team	within	EASE	supports	the	
development	and	management	of	KTPs	through	which	knowledge	acquired	is	used	to	drive	economic	growth,	predominantly	but	not	exclusively	
through	partnerships	with	the	private	sector.	Since	1	January	2010,	50	new	KTP	projects	have	started	and	there	are	currently	13	live	projects.		The	
KTP	Centre	promotes	the	demonstrable	benefits	for	teaching,	research	and	impact,	and	runs	training	workshops	on	the	links	between	KTPs	and	
impact.	
	
The	annual	Future’s	Bright	conference	for	ECRs	includes	sessions	on:	presenting	to	your	peers,	working	with	users	and	disseminating	your	work	to	
the	public.		In	addition	to	this	the	Research	Office	also	runs	an	annual	research	poster	competition	and	celebration	of	research	event.	This	is	
another	opportunity	for	ECRs	to	prepare	their	work	for	presentation	and	to	present	to	their	peers,	as	well	as	celebrate	their	achievements.	
	
Focused	impact	workshops	were	delivered	in	2015	including	a	series	entitled	‘engaging	for	impact’.	This	included	workshops	run	by	the	
Parliamentary	outreach	service,	a	session	on	engaging	with	business	and	one	on	engaging	with	the	community.	212	staff	attended	impact-focused	
workshops	in	2014	and	2015.	An	Impact	Steering	Group	has	been	established	which	will	keep	a	strategic	overview	of	training	provision	(Action	19,	
UoB	CIP).		The	Intellectual	Property	and	Com
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staff	were	reviewed,	revised	and	updated	in	2013.	These	include	clear	procedures,	toolkits	and	guidance	for	reporting	incidences	of	harassment	and	
bullying	(Concordat	reference	E9);			
	

ii) The	University	gathers,	analyses	and	publishes	equalities	monitoring	data	annually	as	part	of	its	Annual	Staffing	Review.	Data	are	currently	
published	and	analysed	on	age,	disability,	gender	and	race	in	relation	to	grade,	job-type	(e.g.	research	staff,	lecturing	staff,	etc.),	recruitment	and	
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member	of	staff	wishing	to	develop	their	equalities	and/or	management	knowledge	and	skills.	Specific	equalities	training	was	delivered	to	all	staff	
involved	in	REF	selection	panels,	and	further	targeted	equalities	training	is	delivered	as	required.	(Concordat	reference	E1).	Unconscious	bias	
training	was	provided	to	senior	staff	and	other	key	groups	of	staff	in	November	2015,	and	this	training	is	intended	to	be	rolled	out	across	the	
University	over	the	next	few	years	(Action	26,	UoB	CIP)	(Concordat	reference	E2,	E3).	Equalities	considerations	are	embedded	within	the	
University’s	Recruitment	and	Selection	Interview	training	as	detailed	in	section	A	(Concordat	reference	E2);	
	

vi) The	University	has	five	staff	equality	networks	(Disability,	Gender,	LGBT,	Parents	and	Carers	and	Race	and	Faith),	which	provide	peer	support,	raise	
awareness	about	equality	issues	through	communications	and	events	(for	which	a	small	central	budget	is	available)	and	feed	formally	into	
University	activities	and	policies	on	equality	and	diversity	via	representatives	on	the	Equality	and	Diversity	Committee	and	other	relevant	sub-
groups	of	this.	The	networks	are	self-run	by	their	members	for	their	members,	but	are	supported	by	the	Equality	and	Diversity	Unit	(E2,	E3,	E4);	
	

vii) The	University	is	a	member	of	a	range	of	organisations	and	initiatives	designed	to	address	disincentives	and	indirect	obstacles	for	certain	groups	
of	staff.	It	is	an	Athena	SWAN	Bronze	award	holder.	



	
	

	 18	 	 		 	 28	January	2016	



	
	

	 19	 	 		 	 28	January	2016	
	 	

Action	
number	

Concordat	
reference	

Actions	planned	 Action	
initiated	

Timescale	for	
completion	

Undertaking	
action	

Progress	to	date	 Progress	performance	
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equality	considerations	within	
committee	papers;	developing	a	
pro-forma	and	guidance	for	
operational	managers;	continue	
to	carry	out	and	implement	
equality	impact	
assessments/equality	analysis	
where	appropriate.		

for	
managers).	
	
Ongoing	
(impact	
assessment/	
equality	
analysis.)	

	
Ongoing	

guidance	

27	 E1,	E3	 Pilot	a	‘positive	action’	staff	
development	conference	with	
the	specific	purpose	of	
supporting	the	development	
needs	of	female	staff.	

July	2015	 March	2016	 Head	of	HR/		
Equality	and	
Diversity	
Manager/	
conference	
working	
group	

Awi c
:m s::t h 	
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29	 E4,	E5	
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Terms	of	Reference	and	membership	of	Concordat	Steering	Group	

CONCORDAT	STEERING	GROUP	

Reporting	to:	Research	Strategy	Committee	

Terms	of	reference	

1. To	make	recommendations	on	policy	and	strategic	developments	that	support	the	
implementation	of	the	Concordat	for	the	Career	Development	of	Researchers	

2.
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Links	to	documents	referred	to	within	this	Implementation	Plan	

Beepurple	-	http://about.brighton.ac.uk/careers/enterprise	

Careers	Service	-	http://www.brighton.ac.uk/careers/	

Celebration	of	Research	Event/Poster	Competition	-		
https://www.brighton.ac.uk/research/researcher-development/developing-research-
careers/index.aspx	

Centre	for	Learning	and	Teaching	-	http://www.brighton.ac.uk/clt/	

Code	of	Good	Practice	in	Research	-	
http://staffcentral.brighton.ac.uk/xpedio/groups/Public/documents/staffcentral/doc001431.pdf	

Community	University	Partnership	Programme	-	http://about.brighton.ac.uk/cupp/	

Conference	Support	Fund/Early	Career	Researcher	Conference	Support	Fund	-	
https://www.brighton.ac.uk/research/researcher-development/developing-research-
careers/index.aspx	

Early	Career	Researcher	Network	-	https://www.brighton.ac.uk/research/researcher-
development/early-career-researchers/ecr-network/index.aspx	

Equality	and	Diversity	Policy	-	https://www.brighton.ac.uk/_pdf/research/equality-and-diversity-
policy.pdf		

Equality	Objectives	-	
http://staffcentral.brighton.ac.uk/xpedio/groups/Public/documents/staffcentral/doc013646.pdf	

Equality	Objectives	Consultation	Report	-	
http://staffcentral.brighton.ac.uk/xpedio/groups/Public/documents/staffcentral/doc013647.pdf	

Equality	Impact	Assessment	Guidance	-	
http://staffcentral.brighton.ac.uk/xpedio/groups/Public/documents/staffcentral/doc009806.pdf	

Equality	Impact	Assessment	Overview	-	
http://staffcentral.brighton.ac.uk/xpedio/groups/Public/documents/staffcentral/doc009807.pdf	

Equality	Networks	-	
https://staff.brighton.ac.uk/reg/legal/other/Equality%20Networks%20presentation%20for%20EF%2
0Apr14.pdf	

Flexible	Working	Policy	-
https://staff.brighton.ac.uk/hr/aod/docs/Flexible%20Working%20Information%20for%20Staff.pdf	

Future’s	Bright	Conference	for	Early	Career	Researchers	-	
http://staffcentral.brighton.ac.uk/ro/new/home/fbbreaks2013.html	
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Guidance	on	Issues	in	Research	Ethics	-
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Glossary	of	Terms	and	Acronyms	

	

AS	 	 Athena	SWAN	-	Scientific	Women's	Academic	Network	

BDM	 	 Business	Development	Managers	

CRD	 	 Centre	for	Research	and	Development		

CSG	 	 Concordat	Steering	Group	

CLT	 	 Centre	for	Learning	and	Teaching	

CROS	 	 Careers	in	Online	Research	Survey	

CSF	 	 Conference	Support	Fund	

DRD	 	 Director	of	Research	Development	

E&D	 	 Equality	and	Diversity	

EASE	 	 Economic	and	Social	Engagement	

ECR	 	 Early	Career	Researcher	

JNCHES		 Joint	Negotiating	Committee	for	Higher	Education	Staff	

KTP	 	 Knowledge	Transfer	Partnerships	

PIRLS	 	 Principle	Investigators	and	Research	Leaders	Survey		

PRD	 	 Professional	Recognition	Development	

RDF	 	 Researcher	Development	Framework		

RDR	 	 Research	Development	Review	

RO	 	 Research	Office	

REC	 	 Race	Equality	Charter	

RSC	 	 Research	Strategy	Committee	

SDR	 	 Staff	Development	Review	

STEM	 	 Science,	Technology,	Engineering	and	Mathematics	

UPAC	 	 University	Professors	Advisory	Committee		

WEI	 	 Workplace	Equality	Index		
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