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Det: Glasgow R FECT L FRCE HBFS7ARC
u University of St The institutional audience* for this action plan includes:
Cohort number: 4 Audience (beneficiaries of the action plan) Number Comments
of
Date of submission: |Jan-22 Research staff 569 | This includes Research Assistants / Associates / Fellows / Senior & Principal Fellows; this group is our key 'Researcher audience.

Further comments:

Submission dates: Strathclyde moved from a September 2021 submission date to January
2022 to align our internal RD Concordat reporting and HR EiR processes.

Actions: Please note that the actions described below have been defined as action
packages centred around the five key themes described i the Institutional Context Report.
They are re-structured here to show connections with individual obligations but in many
cases an action will tackle a set of obligations and thus is applied to several items in this
table. The publication of the revised Concordat was seen as an institutional opportunity for
a comprehensive Gap Analysis, including the development of a new Action Plan. Almost all
actions listed here are therefore new, based on this assessment exercise carried outin
2020/21, while only a small number of items have been taken forward from previous action
plans.

Deadiines: For clarity, this action plan only considers deadiines until the 12-year HR
Excellence in Research review in Jan 2024. Itis, however, expected that some actions will
continue beyond this deadline (e.g. those focusing on the annual review of resources),
while others may evolve into new or follow-on actions beyond Jan 2024. It should also be
considered that not all actions are currently fully resourced; the time and extent of
completion for these - in particular large-scale actions - is thus dependent on further
resourcing being gained within the University.

REGARDING PROGRESS UPDATES:
Where CEDARS results are reported on as progress measures, outcomes from the
national CEDARS runs in 2021 and 2023 are provided as well as findings from an
institutional survey in 2022, CEDARS Lite , which comprised a subset of national CEDARS
questions.

Academic Staff

764

This includes Academic and Professorial staff, this group is our key ‘Manager of Researchers' audience.

Please note that other groups, such as Knowledge Exchange and Teaching Staff as well as PGR students and Technicians, may also benefit from the actions in this plan, however they are not the
directly targeted audience.

Old Concordat
principle and clause

and Culture
Insf 's must: *_
ECH  |Ensure that all relevant staff | Action 1: Develop governance processes to monitor, review and communicate Action 1 Nov2023 |RDCSG, [Action 1: Action 1 - no further action: | No New
are aware of the Concordat | implementation and progress of the Concordat through appropriate committees/groups i) The Concordat Steering Group remit and membership is being reviewed annually OSDU (ECD) i) Remit and membership of the Concordat Steering Group (RDCSG) have been reviewed on an annual basis, with further necessary updates made, as relevant, throughout the ye: The action has been
ensuring comprehensive Researcher representation ii) Concordat progress is annually reported to University committees including University Court with the annual report made public. ii) An aligned approval and reporting process with reporting on the Concordat to Support Research Integrity has been set up, with annual reporting completed in 2020121, 2021122 and 2022123 and published on the University website completed and all processes
i) Representation of the RD Concordat on relevant institutional working groups and committees is in place. iif) - Two dedicated RD Concordat Working Groups (RDCWGs), focusing on Research Culture and Development & Recognition, respectively, were established in 2021 to support and failitate the implementation of actions in these two topic areas; both Working Groups include Researcher  [tured into business as usual
iv) Formal outes with Faculties/Departments is in place. and Manager of as well as key rvices colleagues
v) Updates on Concordat progress are published via Strathclyde's internal Concordat Sharepoint site at least annually. - Links with other relevant working groups and committees have been set up, are maintained and expanded through new connections, where relevant, including in areas of health & wellbeing Action 2 - carried forward as a
- In addition, the Research Culture Concordat Working Group carried out a mapping exercise in Autumn 2022 to capture and build connections with other groups and committees involved in work around culture across the University and within Faculties and Departments continuing action
Action 2: Develop a sustained Communication Strategy around the Concordat principles | Action 2 Mar 2022 [0SDU (ECD) |- Inclusion of Researcher representation on formal research-related groups and committees is now business-as-usual — during this period this expanded to inclucing new reps on the Impact Acceleration Account (IAA) Group and REF Advisory Group  adtionally Researcher representation
and their implementation at the University Vi) A communication strategy has been written, agreed and launched. as been included in the new HR Policy Review Forum and the Equality, Diversity & Inclusion Commitiee and the Race Equality Steering Group (from 2023/24); continuous efforts are made to consider researcher on any new in the future, where relevant
iv) - Regular meetings between the Concordat team (including the Institutional Concordat Champion and Concordat Officer) and senior research Faculty representatives are in place
Al Jun 2023 - Membership of the Concordat Working Groups is reviewed regularly to ensure representation from all Faculties
Vi) At least 80% awareness of the Concordat by Researcher and Manager respondents in future CEDARS surveys (2021 national results: 55% for Researchers, 66% for Managers). - Faculties provide regular input and opportunity for discussion on researcher development & culture through the Research Development & Culture Sub-Commitiee (RDCSC)
v) Information and key updates about the Concordat are published on an internal Concordat Sharepoint page on a regular basis, including communication around CEDARS / CEDARS Lite outcomes and Concordat implementation progress
Action 2:
vi) - Communication on the Concordat has been in place through various channels, including the Sharepoint page, talks at Faculty meetings, induction and talks at the Research Integrity & Culture Week 2023
- An advanced communication strategy was discussed at the Feb 2023 RDCSG meeting that is being used to ensure wide communication of activity around the Concordat
Al
vil) While awareness has varied somewhat, it has overall increased to 61% of Researchers and 84% of Managers being aware of the Concordat based on CEDARS 2023 (national 2023 results: 53% R, 67% M; Strathclyde 2022: 62% R, 75% M - 2021: 72% R, 79% M)

[ECi2[Ensure that institutional (Action 1: Develop and manage an Online Hub (o provide a single online destination for all | Action 1: Jan 2024 |OSDU (ECD) | Action 1 (Action 1 - carried forward as a |No P2.1
policies and pracices. aspects of Researcher Development and Research Culture which can be used to underpin |i) An Online Hub has been launched. i) + ii) OSDU's Research & Knowledge Exchange Development website was revised and streamlined in 2022 with content moved to an internal Sharepoint site (in line with institutional strategy), which is continuously updated and expanded, including links to relevant other resources within the [continuing action P6.8
relevant to researchers are |all related development and induction activiies ii) Online Hub content is reviewed annually. University's digital space, to form  basis for a future hub; the design and launch of the Hub were planned to take place after the recruitment of the Career Development Advisor (in Summer 2023)
inclusive, equitable and (also ECR2, ECR3, ECR4, EI2, EM2, ER1, ER2) | Action 2 - ongoing priority:
transparent, and are well- Action 2: will be continued through an
communicated to Action 2: Collaborate with related Institutional initiatives and groups to identify bold, Action 2: 0ct2022 [RDCSG i) - A Concordat Research Culture Working Group is in place since 2021 and actively feeding into the Concordat itincludes of and Managers of updated action
researchers and their innovative and ambitious approaches to encourage a positive Research Culture iij) Working groups and RD Concordat/Researcher representation have been put in place with aligned iniiatives represented to develop specific approaches. - Researcher representative positions on committees have been expanded in 2022/23, including with reps on the new HR Policy Review Forum and the Equality, Diversity & Inclusion Committee (from 2023/24)
managers (also ECR1, ECR2) iv) Specific actions, monitoring processes and further success measures have been defined to implement approaches for encouraging and embedding positive Research Culture as appropriate. iv) - The remit of the Researcher Development Sub-Committee was expanded to include research culture as the new ‘Research Development & Culture Sub-Comittee’ (ROCSC) in 2021/22

- Alist of key indicators on research culture are being piloted through regular reporting to ROCSC; in adition all Faculties and the Researchers’ Group report regularly on activities and developments relating to research culture

- Research Integrity & Culture Week 2023, an event week focused on topics of integrity and culture, was held in January 2023 and engaged approximately 170 staff members in events / workshops and 400+ total including online engagement; positive feedback was received both from
Strathclyde and external participants.

- Members of RDCSC and RDCSG fed into the consultation for Strathclyde's new 2030 strategy through a dedicated focus group, ensuring that research culture would be considered in the forward strategy

- Strathclyde was awarded approx. £1M from the Wellcome Trust Institutional Funding for Research Culture call for the institution-wide project “Cultures of Collaborative Research in a Socially Progressive Technological University” in Aug 2023; the proposal for this competitive funding award
was developed in Spring 2023 and the project will begin in June 2024

- The institutional E4D Team has been expanded and Associate Deans (ED&) appointed in several Faculties

- A comprehensive review of institutional ED&I governance structures was undertaken and recommendations made to create a more inclusive and consistent approach to ED&I governance across the institution

- Shortlisting checks to ensure a diverse applicant pool for the University's Global Talent Programme have been put in place and a review was conducted to assess in how far similar approaches could be rolled out on a wider basis

- Anew Research Quality Review, an annual institutional research assessment process, was introduced in 2022/23 to replace the Annual Research Audit; it aims to improve research quality by a) providing robust monitoring, formative assessment and summative evaluation to enable informed
decision-making around research; b) strengthening the research culture by embedding responsible research assessment policy and practice ~ and the principles of research integrity more broadly - across the institution; c) facilitating integrated strategy development, operational planning and
sharing of best practice within and between Departments, Faculties and at an institutional level; and d) reducing burden and increasing efficiency to maximise research time by seeking alignment and refinement of relevant processes, procedures and systems which impact on research

[ECiB™[Promote good mental health | Action 1: Continue to embed Wellbeing and Mental Health support, with consideration of _|Action 1: Jun 2023 |OSDU (ECD), | Action 1 ‘Action 1 - ongoing priority: |No P6.9
and wellbeing through, for | effective management of workload i) The inclusivity of policies around health and wellbeing (incl. workload) for Researchers is reviewed and Researcher involvement in the development of new wellbeing provision is ensured. RDCSG, i) - A new HR Policy Review Forum has been established to inform regular policy reviews through input from relevant stakeholders; Researchers are represented on the Forum through a member of the Researchers’ Group will be continued through an
example, the effective (also ECM3, ECM4, ECRS3, EI3, El5) ii) Resources and support for Wellbeing and Mental Health are integrated within staff development training courses and programmes. OSHAW -The Ti initiative has bee d into the Wellbeing Matters programme and the SHaWS Team (formerly OSHAW) has been expanded and i leading the development of a new University Wellbeing Strategy as well as a pilot for Departmental Wellbeing Reviews updated action

of workloads iii) There is at least 70% positive perception on mental health and wellbeing as returned in future CEDARS surveys. which will more directly capture Researcher voioes
and people, and effective i) - A Healthy Academic Writing Retreat pilot was launched in May 2022 with positive feedback; this will be included in future SPIRAL programmes on an annual basis Action 2 - ongoing priority: will
policies and practice for [ Action 2: Enhance access to and awareness of support mechanisms for staff with Action 2. Jun 2023 [HR (MLH), E&D |- Elements of mental wellbeing are included in sessions from the Strathclyde Supervisor Development Programme and the Supervising & Managing Researchers Peer Network, targeted at Managers of Researchers be continued through an
tackiing discrimination, Research Culture related concerns iv) The Dignity and Respect Advisor network of trained, informal contact persons in Departments/Schools has been reviewed. Team (SM), - Anew suite of wellbeing and mental health courses are being developed to be launched in 2023/24 by the SHaW'S Team updated action
bullying and harassment,  (also ECM3, ECR4) ) Processes for Reportand Support and othr reporing outes for Research Culur rolated issues for saff as welas their awareness have been reviewed and revised as appropriate. Report & Support |- The SHaW'S Team has launched a pilot for Departmental Wellbeing Reviews which will include, among others, an opportunity for Departments to reflect on their local provision for wellbeing & mental health support
including providing Vi) At least 70% of Researcher and Manager respondents are aware, comfortable and trust reporting for Bullying & and Research Integrity as returned in future (M) iii) Based on CEDARS 2023, between 63% and 72% (national 2023 results: 53% - 59%) of Researchers and between 50% and 72% (national 2023 results: 40% - 55%) of Managers have positive perceptions on mental health and wellbeing at Strathclyde
appropriate support for those CEDARS s
reporting issues vi) Responses by majority and minority groups (in gender, sexual orientation) around Research Culture are monitored in CEDARS surveys. Action 2:
iv) - A new Dignity & Respect Advisor Network has been launched through HR with 14 advisors from all four Faculties and Professional Services Directorates having been recruited; advisors have received extensive training and are part of a network that meets regularly and has a dedicated
Teams page for sharing up-to-date information and suppo
- A website wih information about the network and advisor profies has been launched in May 2023
- In addition, a d Violence (GBV) First Network was also launched and is complementary to the Dignity & Respect Advisors; 20 volunteers from across multiple Faculties and Professional Services are currently members of the network and have received extensive
training
- Afocus for both networks going forward will be to increase staff awareness, build trust, encourage disclosure and support the ongoing development of the advisors within the networks
v) - The Dignity & Respect Policy as well as mechanisms for reporting issues were reviewed and re-launched in Spring 2023; new resources include a flowchart of different routes to address issues and case studies showcasing support through the policy
- Data gathering within the Report & Support system is being expanded to better inform resource needs for specific topics or types of issues; in addition, awareness raising about Report & Support and its processes has been taking place through and in Department;
in 2022/23
- Information about reporting processes for culture-related issues through events and online resources was included in Research Integrity & Culture Week 2023 in January 2023
- An interim review of the process for handling allegations of research misconduct to clarify the stages of the process was completed in 2022/23 as part of the project of revising the Research Code of Practice
vi) Based on CEDARS 2023, between 53% and 74% (national 2023 results: 49% - 64%) of Researchers and between 62% and 79% (national 2023 results: 54% - 71%) of Managers are aware, comfortable and trusting regarding reporting mechanisms for Discrimination, Bullying &
Harassment and Research Integrity
vil) Appropriate sections of CEDARS and CEDARS Lite findings (2021 to 2023) have been disaggregated by gender, sexual orientation and ethnicity to build a baseline of experiences at the institution

[ECla[Ensure that managers of _|Action 1: Embed meaningful, discursive engagement with Research Culture Training (on | Action 1 0ct2023 |OSDU (ECD), | Action 1 ‘Action 1 - carried forward as a | Yes, parlly caried |P2.3
researchers are effectively | Equality, Diversity & Inclusion, Bullying & Harassment, Research Integrity) across the i) Relevant policies have been developed / amended and communicated to ensure that all staff participate in regular relevant training. E&D Team (SM), |i) + il - Mandatory ED&I training has been included in the Strathclyde Supervisor Development Programme for all new supervisors; those having participated in the Programme in the past can undertake the ED training as a ‘top-up’ and are awarded, along with any new participants, a continuing action over and expanded
trained in relation to equality, |institution at induction and on an ongoing basis i) Regular, recurring online training relating to Research Culture is in place and being monitored. RKES (HY) ‘Strathclyde Supervisor Development Programme’ micro-credential badge upon completion from Action 5.1(a) in
diversity and including, (also ECI5, ECM1, ECM2, ECM3, ECR2, ECR4, EI1) i) A pilot programme to support departments to engage in meaningful Research Culture conversations and peer-learning with centrally developed resourceshas been launched - Staff engagement with existing Research Culture training has been included as a key indicator for regular reporting to RDGSC and has been reported on in September 2023 Action 2 - ongoing priority: | relation to research
wellbeing and mental health iv) Resources for guidance, support and monitoring processes for how to integrate Concordat Principles into funding proposals has been put in place and is being monitored regularly. - Strathclyde’s Code of Practice, focusing on integrity and ethics in research, was revised and an accompanying online guidance resource (‘Guide to Good Research Practice’) created as a basis for shaping expectations of good research practice at Strathclyde; the process for revisions will be continued through an | integrity training

V) At least 75% of Researcher and Manager respondents have undertaken ED&I and Research Integrity training as returned in future CEDARS surveys (2021 national results - ED&I: 58% for included consultation with Researchers to ensure that the content addressed their development requirements: this included direct consultation with the Researchers' Group on the Code and Guide; Researchers were also involved in the approval process via Researchers' Group updated action
Researchers, 74% for Managers; 2021 national results - Research Integrity: 4% for Researchers, 55% for Managers). on the Research Sub-Committee and RKEC
OSDU (ECD), |- The institutional E&D Team has been expanded, with particular roles focusing on development & training, and new institutional online courses for staff are under development
Action 2: Identify mechanism(s) and implement mandatory training for all Managers of | Action 2 0ct 2023 [E&D Team (SM), |- Research Integrity & Culture Week 2023, an event week focused on topics of integrity and culture, was held in January 2023 and engaged approximately 170 staff members in events / workshops and 400+ total including online engagement
Researchers to include line and project management as well as Research Culture and  [vi) A dedicated ‘manager’ section within the induction checklist has been created and is maintained regularly to highlight expectations associated with managers. RCDSG i) - Case studies and a faciltation guide for conversations on integrity and culture were made available during Research Integrity & Culture Week 2023; they will be the basis for further work on this action
Researcher Career Development topics i) Research Culture and Career Development training have been embedded and aligned within line and project management training; this is monitored regularly. Research-focused institutional peer networks as well as the Strathclyde Business School (SBS) ECR Forum have also been used s platforms for peer learning and discussion on research culture-related topics
(also ECI5, ECM1, ECM2, ECM3, ECM4, EI1, EM) vii) Specific actions, monitoring processes and success measures have been defined to further develop mechanisms to champion and embed excellent people management ) Guidance on integrating researcher development time in funding proposals is under development and will be published alongside the new Researcher Development Time Policy, aiming to consolidate development time for research staff (expected for 2023/24)
v) - Based on CEDARS 2023, 5% of Researchers and 82% of Managers (who currently have line management duties) have stated to have undertaken ED& training (national 2023 results: 57% R, 81% M; Strathclyde 2022: 49% R, 62% M- 2021: 40% R, 54% M); 47% of Researchers and
75% of Managers (who currently have line management duties) have stated that they have undertaken Research Integrity training based on CEDARS 2023 (national 2023 results: 43% R, 62% M; Strathclyde 2022: 43% R, 55% M - 2021: 36% R, 57% M)
Action 2:
Vi) This action is planned for the next phase of implementation which will focus on Managers of Researchers
Vi) + viil) - Mandatory ED& training has been included in the Strathclyde Supervisor D g for all new first sups ; those having participated in the Programme in the past can undertake the ED&I training s a ‘top-up’ and are awarded, along with any new participants, a
“Strathlyde Supervisor Development Programme’ micro-credential badge upon completion
- A Research Culture session has been added to the Leading Research 2022 programme for new academic staff
- Career development discussions have been highlighted in guidance for the annual Accountability & Development Review (ADR), including live workshops for reviewers, as well as in guidance for the new Researcher Development Time Policy
- Research Integrity & Culture Week in January 2023 included dedicated workshops for supervisors, line managers and research leaders
- AManaging & Supenvising Researchers Peer Network has been set up in 2021, organising regular events around good practices in people management and including >40 members to-date
- A dedicated workshop on how managers and supervisors can support their staff or students into non-academic careers is planned to be added to the Strathclyde Supervisor Development Programme / SPIRAL in 2023/24

[ECI5|Ensure that researchers and | Addressed in Actions 1 and 2 in ECH; both include equality, diversity, wellbeing and Action 1 0ct 2023 |OSDU (ECD), | See progress update in ECH. ‘Action 1 - carried forward as a | Yes, partly carried |P6.1
their managers are aware of, | mental health as well as research integrity as topics under the umbrella term research i) Relevant policies have been developed / amended and communicated to ensure that all staff participate in regular relevant training. E&D Team (SM), continuing action over and expanded
and act in accordance with, | culture': Regular, recurring online training relating to Research Culture is in place and bein red. RKES (HY) from Action 5.1(a) in
the highest standards of A pilot programme to support departments to engage in meaningful Research Culture and p been launched. Action 2 - ongoing priority: | relation to research
research integrity Action 1: Embed meaningful, discursive engagement with Research Culture Training (on Resources for guidance, support and monitoring processes for how to integrate Concordat Princinles nto runumg Drupusa\s has been put in place and Is being monitored regularly. will be continued through an  |integrity training

Equality, Diversity & Inclusion, Bullying & Harassment, Research Integrity) across the vil) At least 75% of Researcher and Manager respondents have undertaken ED&I and Research Integrity training as returned in future CEDARS surveys (2021 national results - ED&I: 58% for updated action
institution at induction and on an ongoing basis Researchers, 74% for Managers; 2021 national results - Research Integrity: 4% for Researchers, 55% for Managers).
(also ECI4, ECM1, ECM2, ECM3, ECR2, ECR4, EI1) 0SDU (ECD),
Action 2 0ct2023 [E&D Team (SM),
Action 2: Identify mechanism(s) and implement mandatory training for all Managers of | viii) A dedicated ‘manager’ section within the induction checklist has been created and is maintained regularly to highlight expectations associated with managers. RCDSG
Researchers to include line and project management as well as Research Culture and  [ix) Research Culture and Career Development training have been embedded and aligned within line and project management training; this is monitored regularly.
Researcher Career Development topics x) Specific actions, monitoring processes and success measures have been defined to further develop mechanisms to champion and embed excellent people management.
(also ECI4, ECM1, ECM2, ECM3, ECM4, EI, EM)
HREIR Action plan, Vitae 2020
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[ECI6 [Regularly review and report |Action 1: Enhance understanding of issues, stakeholder needs and effectiveness of support] Action 1 Jan 2023 |RDCSG, OSDU | Action 1: ‘Action 1- ongoing priority: | Yes, partly caried |P6.10
on the quality of the research | through monitoring and reporting on Research Culture i) Appropriate and effective reporting mechanisms and routes have been put in place and are reviewed biennially (ECD), i) - Alist of key indicators on Research Culture has been identified by RDCSC and is included in regular reporting to the committee will be continued through an  [over and expanded  [P7.5
environment and culture, | (also EI1) ii) Departmental / Faculty / University-level data collection and reporting routes on potentially systemic inequality challenges have been set up and data is compared with national data wherever possible. E&D Team (SM), |- Clear reporting routes for CEDARS and CEDARS Lite data are in place and business as usual updated action from Action 1.4(b) in
including seeking feedback RKES (HY) - Principles of the Concordat and Research Culture have been fed into key institutional processes, such as Athena Swan and the development of the new University strategy through formal structures relation to monitoring
from researchers, and use Action 2: - Researcher representation is ensured on committees relevant to research culture, such as ROCSC and the institutional Equality, Diversity & Inclusion Committee Action 2 - ongoing priority: | training of recruitment
the outcomes to improve | Action 2: Develop data gathering and monitoring procedures for implementation and i) A reporting structure for CEDARS is in place, covering relevant stakeholders; it is reviewed biennially. OSDU (ECD), |- The reporting mechanisms above are reviewed on a regular basis and s relevant will be continued through an | panel members
institutional practices progress of the Concordat, including retention of the EU HR Excellence in Research Award |iv) Participation incentives are implemented in CEDARS to improve survey participation. Jan 2024 |E&D Team (SM), [i) - Institutional survey questions from CEDARS/CEDARS Lite and PRES relating to research culture experiences for Research/Academic Staff and PGRs have been aligned and reported together in 2022; Faculty-specific findings are also provided since 2022 updated action

(also PCDI6) \) Review processes to retain Strathclyde's EU HR Excellence in Research Award are in place and the award is retained at the 2- and 4-year review points under the revised Concordat. HR (MLH) - New key indicators on Research Culture for ROCSC align data from different institutional contexts; e.g. Faculties and the Researchers’ Group regularly report on development and culture matters from their perspectives
- As part of me new Research Quality Review process, a Research Quality Dashboard (RQD) has been developed by RKES to capture and share research environment data to inform decision-making and enable the monitoring of progress; the process also facilitates consideration of data
Al hes to the monitoring and evaluation of outcomes
vii) Survey data on Research Culture and other aspects is gathered on a regular basis, including through running CEDARS in 2021 and biennially thereafter; an additional short survey in interim years is ~|Jun 2023 - Strathc\yde was awarded approx. £1M from the Wellcome Trust Institutional Funding for Research Culture call for the institution-wide project *Cultures of Collaborative Research in a Socially Progressive Technological University” in Aug 2023; the proposal for this competitve funding award
consider was developed in Spring 2023 and the project will begin in June 2024 - it will provide an additional route to collect data and further understand Strathclyde’s research environment and culture
vii) Survey participation rates increase on a year-to-year basis to reach at least 30% (2021 CEDARS survey: 21% for Researchers, 31% for Managers). - Work is ongoing in linking culture-related initiatives better across the institution and different contexts, including the concordats, institutional work around environment & culture in the context of REF results, responsible research assessment as well as the University's Athena Swan
application and Wellbeing Strategy
- Ongoing collaboration between institutional researcher development and research policy teams has informed practice around research quality processes and research assessment
- Strathclyde has been engaged in UK-wide discussions shaping Research Culture, including with Vitae, Universities Scotland, Scottish Funding Council and through co-leading a cross-institutional Universities Scotland Research Culture Task & Finish Group
Action 2:
ii) A reporting structure for CEDARS / CEDARS Lite findings has been developed, including presentation of outcomes to RDCSC and other relevant committees, sharing of relevant findings with related initiatives (e.g. Athena Swan), sharing of specific reports with Faculties and presentation
of outcome summaries for all sta
iv) A prize draw for gift vouchers was used in CEDARS 2021 as an incentive, while a small donation per survey response to Strathclyde's Alumni Fund was applied in CEDARS 2023
v) Strathclyde's EU HR Excellence in Research Award was reviewed and retained for its 10-year review in March 2022
Al
vil) Relevant survey data from Researchers and Managers of Researchers was captured through CEDARS in 2021 and 2023; an additional institutional survey (CEDARS Lite), consisting of a sub-set of CEDARS questions was introduced in 2022 and will continue to run in ‘non-CEDARS' years
vil) Response rates have increased in 2022 (24% for Researchers, 37% for Managers), but have dropped slightly in 2023 (17% for Researchers, 24% for Managers)

Funders must:

[ECF1 [including requirements which |N/A NA NA NA NA TNA P66
promote eqitable, inclusive
and positive research
cultures and environments in
relevant funding calls, terms
and conditions, grant
reporting, and policies

[ECF2[Consider how funding NIA NIA NIA NIA NIA N/A New
opportunities and policies
can facilitate different
patterns and ways of working,
and promote the wellbeing
and mental health of
researchers

[ECF3 |Ensure that funding call NA A NA NA NA NA P66
requirements and selection
processes offer equality of
opportunity between different
groups of researchers,
recognise personal contexts,
and promole positive
research culures and
working conditions
of must;

ECM1 |Undertake relevant training | Addressed in Actions 1 and 2in ECH; both actions include mechanisms (o ensure and | Action 1: 0ct2023 |OSDU (ECD), | See progress update in ECH. ‘Action 1 - carried forward as a | Yes, parlly carried | New
and development monitor manager of researcher in relevant withan |i) Relevant policies have been developed / amended and communicated to ensure that all staff participate in regular relevant training. E&D Team (SM), continuing action over and expanded
opportunities related to emphasis on traditional training as well as more applied discussions related to managers' |ii) Regular, recurring online training relating to Research Culture is in place and being monitored. RKES (HY) from Action 5.1(a) in
equality, diversity and work practice on equality, diversity and inclusion: i) A pilot programme to support departments to engage in meaningful Research Culture and peer- with been launched. Action 2 - ongoing priority: | relation to research
inclusion, and put this into ) Resources for guidance, support and monioring processes for how 1o Itegrate Concordat Principles into funding proposals has been put i lace and Is being monitored regulaty will be continued through an [ integrity training
practice in their work Action 1: Embed meaningful, discursive engagement with Research Culture Training (on | vil) At least 75% of Researcher and Manager respondents have undertaken ED&I and Research Integrity training as returned in future CEDARS surveys (2021 national results - ED&I: 58% for updated action

Equality, Diversity & Inclusion, Bullying & Harassment, Research Integrity) across the Researchers, 74% for Managers; 2021 national results - Research Integrity: 4% for Researchers, 55% for Managers).

institution at induction and on an ongoing basis 0SDU (ECD),

(also ECI4, ECI5, ECM2, ECM3, ECR2, ECR4, EI1) Action 2: 0ct2023 [E&D Team (SM),

vii) A dedicated ‘manager’ section within the induction checklist has been created and is maintained regularly to highlight expectations associated with managers. RCDSG

Action 2: Identify mechanism(s) and implement mandatory training for all Managers of |ix) Research Culture and Career Development training have been embedded and aligned within line and project management training; this is monitored regularly.

Researchers to include line and project management as well as Research Culture and  [x) Specific actions, monitoring processes and success measures have been defined to further develop mechanisms to champion and embed excellent people management

Researcher Career Development topics

(also ECI4, ECI5, ECM2, ECM3, ECM4, EI1, El4)

[ECM2 ™ [Ensure that they and their | Addressed in Actions 1 and 2 in ECI4; the proposed actions ensure that managers of Action 1: 0ct2023 |OSDU (ECD), | See progress update in ECH. ‘Action 1 - carried forward as a | Yes, parlly carried | New
actin participate in relevant training and are aware of expectations on them with i) Relevant policies have been developed / amended and communicated to ensure that all staff participate in regular relevant training. E&D Team (SM), continuing action over and expanded

accordance with the highest | regard to research integrity and professional conduct: ii) Regular, recurring online training relating to Research Culture is in place and being monitored. RKES (HY) from Action 5.1(a) in
standards of research i) A pilot programme to support departments to engage in meaningful Research Culture with been launched. Action 2 - ongoing priority: | refation to research
integrity and professional  [Action 1: Embed meaningful, discursive engagement with Research Culture Training (on |iv) Resources for guidance, support and monitoring processes for how to integrate Concordat Prmmples |n\o mndmg proposals has been put in place and is being monitored regularly. will be continued through an [ integrity training
conduct Equality, Diversity & Inclusion, Bullying & Harassment, Research Integrity) across the vil) At least 75% of Researcher and Manager respondents have undertaken ED&I and Research Integrity training as returned in future CEDARS surveys (2021 national results - ED&I: 58% for updated action

institution at induction and on an ongoing basis Researchers, 74% for Managers; 2021 national results - Research Integrity: 44% for Researchers, 55% for Managers).

(also ECI4, ECI5, ECM1, ECM3, ECR2, ECR4, EI1) 0SDU (ECD),

Action 2 0ct2023 [E&D Team (SM),

Action 2: Identify mechanism(s) and implement mandatory training for all Managers of | viii) A dedicated ‘manager’ section within the induction checklist has been created and is maintained regularly to highlight expectations associated with managers.

Researchers to include line and pmjecl management as well as Research Culture and  [ix) Research Culture and Career Development training have been embedded and aligned within line and project management training; this is monitored regularly.

Researcher Career Development topi x) Specific actions, monitoring processes and success measures have been defined to further develop mechanisms to champion and embed excellent people management

(also ECI4, ECI5, ECM1, ECM3, o e, El4)

[ECM3[Promote a healthy working | Addressed in Actions 1 and 2 in ECI3 and ECI4; the proposed actions ensure that Action 1 Jun 2023 |OSDU (ECD), |See progress updates in ECI3 and ECI4 ‘Action 1- ongoing priority: | Yes, parlly carried |P6.9
environment that supports | managers of researchers are, through training, aware of relevant mechanisms / processes |i) The inclusivity of policies around health and wellbeing (incl. workload) for Researchers is reviewed and Researcher involvement in the development of new wellbeing provision is ensured. RDCSG, will be continued through an ~[over and expanded
researchers' wellbeing and  |as well as the expectations on them in relation to health and wellbeing, discrimination, |ii) Resources and support for Wellbeing and Mental Health are integrated within staff development training courses and programmes. OSHAW updated action from Action 5.1(a) in
mental health, including bullying and harassment and research misconduct: iii) There is at least 70% positive perception on mental health and wellbeing as returned in future CEDARS surveys. relation to research
reporting and addressing Action 2 - ongoing priority: will |integrity training
incidents of discrimination, [ Action 1: Continue to embed Wellbeing and Mental Health support, with consideration of ~|Action 2 Jun 2023 [HR(MLH), E&D be continued through an
bullying and harassment, and | effective management of workload iv) The Dignity and Respect Advisor network of trained, informal contact persons in Departments/Schools has been reviewed. Team (SM), updated action
poor research integrity (also ECI3, ECM4, ECR3, EI3, EI5) v Processes for Report and Support and alher eporting oules for Ressarch Culue relaed issues (o iaf as wall a ieir awsreness have been reviewed and revised as appropriate. Report & Support

Vi) At least 70% of Researcher and Manager respondents are aware, comfortable and trust reporting for Bullying & and Research Integrity as returned in future (M) Action 3 - caried forward as a
Action 2: Enhance access to and awareness of support mechanisms for staff with CEDARS surveys. continuing action
Research Culture related concerns vii) Responses by majority and minority groups (in gender, sexual orientation) around Research Culture are monitored in CEDARS surveys.
(also ECI3, ECR4) Action 4 - ongoing priority:
0ct2023 [0SDU (ECD), will be continued through an
Action 3: Embed meaningful, discursive engagement with Research Culture Training (on ) Relevant policies have been developed / amended and communicated to ensure that all staff participate in regular relevant training. E&D Team (SM), updated action
Equality, Diversity & Inclusion, Bullying & Harassment, Research Integrity) across the ix) Regular, recurring online training relating to Research Culture is in place and being monitored. RKES (HY)
institution at induction and on an ongoing basis x) A pilot programme to support departments to engage in meaningful Research Culture and p ped resources has been launched
(also ECI4, ECI5, ECM1, ECM2, ECR2, ECR4, EI1) xi) Resources for guidance, support and monitoring processes for how to integrate Concordat Pnnmples into' iundmg pmposa\s has been put in place and is being monitored regulart
xil) At least 75% of Researcher and Manager respondents have undertaken ED&I and Research Integrity training as returned in future CEDARS surveys (2021 national results - ED&I: 58% for
Action 4: Identify mechanism(s) and implement mandatory training for all Managers of |Researchers, 74% for Managers; 2021 national results - Research Integrity: 44% for Researchers, 55% for Managers).
Researchers to include line and pmjecl management as well as Research Culture and 0SDU (ECD),
Researcher Career Development topi Action 4: 0ct2023 [E&D Team (SM),
(also ECI4, ECI5, ECM1, ECM2, o i, El4) xii) A dedicated ‘manager’ section within the induction checklist has been created and is maintained regularly to highlight expectations associated with managers.
xiv) Research Culture and Career Development training have been embedded and aligned within line and project management training; this is monitored regulart
xv) Specific actions, monitoring processes and success measures have been defined to further develop mechanisms to champion and embed excellent people management.

[ECM4 [ Consider fully, in accordance | Addressed in Action 1 in ECI3, Action 2 in ECI4 as well as Actions 110 3 in EI4; all actions | Action 1 Jun2023 |OSDU (ECD), | See progress updates in ECI3, ECI4 and El4 ‘Action 1 - ongoing priority: _[No New
with statutory rights and support improved training provision for managers of researchers (as well as staffin i) The inclusivity of policies around health and wellbeing (incl. workioad) for is reviewed and Researcher in the of new wellbeing provision is ensured. RDCSG, will be continued through an
institutional policies, flexible | general) on aspects of health and wellbeing, line and project management, thus creating i) Resources and support for Wellbeing and Mental Health are integrated within staff development training courses and programmes. OSHAW updated action
working requests and other  |an increased understanding of aspects such as flexible working: iii) There is at least 70% positive perception on mental health and wellbeing as returned in future CEDARS surveys.
appropriate arrangements to Action 2 - ongoing prioity
support researchers Action 1: Continue to embed Wellbeing and Mental Health support, with consideration of | Action 2: Oct 2023 [OSDU (ECD), will be continued through an

effective management of workload iv) A dedicated ‘manager’ section within the induction checklist has been created and is maintained regularly to highlight expectations associated with managers, E&D Team (SM), updated action
(also ECI3, ECM3, ECR3, EI3, EI5) V) Research Culture and Career Development training have been embedded and aligned within line and project management training; this is monitored regularly. RCDSG
vi) Specific actions, monitoring processes and success measures have been defined to further develop mechanisms to champion and embed excellent people management Action 3 - carried forward as a
Action 2: Identify mechanism(s) and implement mandatory training for all Managers of 0SDU (ECD), continuing action
Researchers to include line and project management as well as Research Culture and  [Action 3: 0ct2023 [RDCSG
Researcher Career Development topics Vil A review of uptake and engagemem with line and project management training among Managers of Researchers has been completed Action 4 - carried forward as a
(also ECI4, ECI5, ECM1, ECM2, ECM3, EI1, El4) Vi) Routes to deliver line and proj training have been and relevant monitoring and reporting routes defined continuing action
ix) A dedicated 'manager section i he ndcton choskist has boen set up to highlight expeccauuns associated with managers, is being maintained and monitored with regard to use and
Action 3: Identify mechanism(s) and implement mandatory training for all Managers of | effectiveness Action 5 - no further action
Researchers to include line and project management as well as Research Culture and  [x) Appropriate mechanisms to support senior staff members such as Heads of Departments / Schools have been identified and training / support provision put in place. The action has been
Researcher Career Development topics xi) Additional mechanisms to champion and embed excellent people management have been considered and specific actions, monitoring processes and success measures defined based on this completed and all processes
(also ECI4, Eld, EI5, EM1, EM2, EM3, EM4, PCDM5) turned into business as usual
Action 4: 0SDU (ECD)
Action 4: Implement research-focused induction activities for Managers of Researchers |xi) A review of current induction and probationary activities for Managers of Researchers has been completed and specific actions, monitoring processes and success measures defined based on this if |Jan 2023
(also E14, EI5, EM1, EM2, EM3, EM4, PCDMS) appropriate.
xii) A dedicated induction process for academic staff / managers of researchers has been put in place and communicated, including an induction checklist and induction event
Action 5: Enhance peer-learning and networking activities for Managers of Researchers
(also E14, EI5, EM1, EM2, EM3, EM4, PCDMS) Action 5: ospu
xiv) Peer-learning networks have been launched through the SPIRAL programme and are being monitored. Jun 2022 |(ECDIMW)
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‘Action 1: Enhance and improve awareness of engagement opportunities for Researchers.

Engage with opportunities to Action 1: Jun2023 |OSDU (ECD)  |Action 1 ‘Action 1 - carried forward as a |No New
contribute to policy and Managers of Researchers with Institutional Policy Development and Decision-Making i) A forum targeted at early- and mid-career academics has been implemented; its effectiveness as well s staff awareness are monitored regularly. i) This action is planned for the next phase of implementation which will focus on Managers of Researchers continuing action
development aimed at (also ECRS, EI7, EM5, ER4) ii) Resources and provision to support staff taking on new committee roles has been developed and their effectiveness is monitored regularly. i) - A workshop to support new Researcher and Doctoral Researcher commmee representatives was denvered by OSDU, RKES & the Strathclyde Doctoral School in January + September 2023 and is planned to be repeated at the start of each annual commitiee cycle
creating a more positive iii) Resources and mechanisms have been developed to inform staff of the University's committee structure and communicate opportunities for engagement. - The Researchers’ Group has revised their process for in developing their knowledge and skills better Action 2 - ongoing priority:
research environment and | Action 2: Enhance Researcher and Manager of Rescarcher engagemem and iv) At least 85% of Researcher respondents and 65% of Manager respondents are aware of the Researchers' Group s returned in future CEDARS surveys. - Monitoring the effectiveness of these mechanisms over a period of time will o he noxt step will be continued through an
culture within their institution thin Faculties, D Schools iii) - The Research Culture Concordat Working Group carried out a mapping exercise of research-culture-related structures, groups and committees across the university, in coordination with a more comprehensive piece of work on ED&I governance structures from the E&D Team; the updated action

(also ECRS, EI7, EM5, ER4) Action 2: Jan 2023 [OSDU mapping has helped to inform staff about formal decision-making structures around research culture
V) Faculty-level Researchers’ Groups have been set up for all four Faculties. (ECDIMW) - A Gomprehensive review of iniitutional ED&I governance siructures was undertaken, with recommendations going forward including enfianced communication of the existing commites structures to allstaff Action 3 - carried forward as a
Action 3: Develop approaches to recognise roles of staff across the institution i delivering  [vi) Official routes for Researchers and Managers to engage in D d king are set up and for each D - Guidance for the new Researcher Development Time Policy highlights multiple for policy an continuing action
Concordat obligations iv) 78% of Researchers and 71% of Managers are aware of the Researchers’ Group based on CEDARS 2023 (2022: 69% R, 56% M; 2021: 77% R, 79% M)
(also ECRS, EI7, EM5, ER4) Action 3: Oct2022 [RDCSG
vii) Staff contributions through roles on committees are recognised and staff remain able to contribute. Action 2:
v) +vi) - The Strathclyde Business School (SBS) runs a regular ECR Forum since 2022 to bring together and engage research and other early-career staff on a range of topics from publications and grant writing to how to manage the annual appraisal processes (ADR) and professional
All: Jun 2023 development; in addition, dedicated research staff sessions as well as a Mid-Career Researcher Forum are held regularly, all of which provide safe spaces for staff to share any concerns, questions and ideas
Vi) At least 25% of Researcher and Manager respondents participate in institution policy and decision-making as returned in future CEDARS surveys (2021 national results: 8% for Researchers). - $BS also developed an Research & KE Sharepoint page to help staff navigate relevant resources and support mechanisms at the University, including a dedicated section for early-career researchers
- The Faculty of Science holds a number of events and activities for Researchers, including seminar series, information sessions and ‘Application Accelerator’ sessions. In addition, the next Grant Writing Challenge in semester 1 of 2023/24 (jointly run with Engineering) has also been opened
up to Researchers
- The Faculty of Humanities & Social Sciences (HaSS) organised a dedicated research staff meeting in 2022/23; other Faculty events and opportunities are promoted to Researchers on an ongoing basis.
- The Faculty of Engineering organised a dedicated research staff event in 2022/23; efforts are ongoing to create spaces for Researchers to engage in other forms, such as through a Sharepoint page as well s through an ‘Away Day targeted at early-career staff
- Based on feedback from the activities above, a more customised approach than an expansion of the institution-level Researchers' Group is foreseen going forward
Action 3:
vil) - Facuilties have been asked to report on their approaches to recognising staff contributions within their reporting to RDCSC
- Initial discussions on this have taken place in the Development & Recognition Concordat Working Group as well as ROCSG; these have identified a number of ideas for specific activities, but have also shown that individuals overall feel that their involvement with the Concordat delivery is
valuable and largely recognised in some form
- As part of Strathclyde's commitment to the Coalition for Advancing Research Assessment (COARAY), an action plan around responsible research assessment will be put in place and, among others, explore mechanisms for recognition of contributions
Al
vii) 10% of Researchers and 24% of Managers participate in institution policy and decision-making based on CEDARS 2023 (national 2023 results: 7% R, 20% M; Strathclyde 2022: 12% R, 40% M - 2021: 10% R, 15% M)
Researchers must
CR1 | Actively contribule tothe | Addressed in Action 2 in ECI2; while existing policies already encourage staff to contribute | Action 1 Oct 2022 |RDCSG See progress update in ECIZ ‘Action 1 - ongoing priority New
development and positively towards research culture, the proposed action aims to create further iii) Working groups and RD Concordat/Researcher representation have been put in place with aligned initiatives represented to develop specific approaches. will be continued through an
of a supportive, to develop and embed good practices: iv) Specific actions, monitoring processes and further success measures have been defined to implement approaches for encouraging and embedding positive Research Cullure as appropriate. updated action
fair and inclusive research
culture and be a supportive | Action 1: Collaborate with related Institutional initiatives and groups to identify bold,
colleague, particularlyto  [innovative and ambitious approaches to encourage a positive Research Culture
newer researchers and (also ECI2, ECR2)
students

ECR2 |Ensure they actin Addressed in Actions 1 and 2 in ECI2 as well as Action 1in ECH4; the combination of these | Action 1 Jan 2024 |OSDU (ECD) | See progress updales in ECI2 and ECI4 ‘Action 1 - carried forward as a | Yes, parlly carried  |P5.3
accordance with employer | proposed actions will ensure that researchers have received meaningful training on i) An Online Hub has been launched continuing action over and expanded
and funder policies related to |research integrity, equality, diversity and inclusion and that they are aware of the ii) Online Hub content is reviewed annually. from Action 5.1(a) in
research integrity, and institution's expectations, resources and support mechanisms. Action 2 - ongoing priority: |relation to research
equality, diversity and Ac Oct2022 [RDCSG will be continued through an |integrity training
inclusion Action 1: Develop and manage an Online Hub to provide a single online destination for all - [iii) Working groups and RD Concordat/Researcher representation have been put in place with aligned iniiatives represented to develop specific approaches updated action

aspects of Researcher Development and Research Culture which can be used to underpin [iv) Specific actions, monitoring processes and further success measures have been defined to implement approaches for encouraging and embedding positive Research Culture as appropriate.
all related development and induction activities Action 3 - carried forward as a
(also ECI2, ECR3, ECR4, EI2, EM2, ER1, ER2) Action 3; continuing action
V) Relevant policies have been developed / amended and communicated to ensure that all staff participate in regular relevant training Oct 2023 (OSDU (ECD),
Action 2: Collaborate with related Institutional initiatives and groups to identify bold, Vi) Regular, recurring online training relating to Research Culture is in place and being monitored. E&D Team (SM),
innovative and ambitious approaches to encourage a positive Research Culture vil) A pilot programme to support departments to engage in meaningful Research Culture conversations and peer-learing with centrally developed resourceshas been launched KES (HY)
(also ECI2, ECR1) Vi) Resources for guidance, support and monitoring processes for how to integrate Concordat Principles into funding proposals has been put in place and is being monitored regularly.
x) At least 75% of Researcher and Manager respondents have undertaken ED&I and Research Integrity training as returned in future CEDARS surveys (2021 national results - ED&I: 58% for
Action 3: Embed meaningful, discursive engagement with Research Culture Training (on | Researchers, 74% for Managers; 2021 national results - Research Integrity: 44% for Researchers, 55% for Managers).
Equality, Diversity & Inclusion, Bullying & Harassment, Research Integrity) across the
institution at induction and on an ongoing basis
(also ECI4, ECI5, ECM1, ECM2, ECM3, ECR4, El1)
[ECR8 ™ [Take positive action towards [ Addressed in Action 1 in ECI2 and Action 1 in ECI3; the proposed actions will ensure that | Action 1: Jan 2024 |OSDU (ECD) | See progress updates in ECI2 and ECI3 ‘Action 1 - carried forward as a |No New
their wellbeing re aware of the importance of their wellbeing and mental health and know  |i) An Online Hub has been launched. continuing action
and mental health about existing resources to support them: ii) Online Hub content is reviewed annually.
Action 2 - ongoing priority:
Action 1: Develop and manage an Online Hub to provide a single online destination for all | Action 2 Jun 2023 (OSDU (ECD), will be continued through an
aspects of Researcher Development and Research Culture which can be used to underpin |iii) The inclusivity of policies around health and wellbeing (incl. workload) for Researchers is reviewed and Researcher involvement in the development of new wellbeing provision s ensured. RDCSG, updated action
all related development and induction activities iv) Resources and support for Wellbeing and Mental Health are integrated within staff development training courses and programmes. OSHAW
(also ECI2, ECR2, ECR4, EI2, EM2, ER1, ER2) V) There is at least 70% positive perception on mental health and wellbeing as returned in future CEDARS surveys.
Action 2: Continue to embed Wellbeing and Mental Health support, with consideration of
effective management of workload
(also ECI3, ECM3, ECM4, EI3, El5)

[ECRa|Use available mechanisms to| Addressed in Action 1 in ECI2, Action 2 in ECI3 and Action 1 in ECI4; the combination of | Action 1 Jan 2024 |OSDU (ECD) | See progress updales in ECI2, ECI3 and ECI4 ‘Action 1 - carried forward as a | Yes, partly carried |P6.9
report staff who fail to meet | these proposed actions will ensure that researchers are aware of expected standards of i) An Online Hub has been launched. continuing action over and expanded
the expected standards of  |behaviour as well as available reporting and support mechanisms: ii) Online Hub content is reviewed annually. from Action 5.1(a) in
behaviour, particularly in Action 2 - ongoing priority: will |relation to research
relation to discrimination, | Action 1: Develop and manage an Online Hub to provide a single online destination for all [ Action 2 Jun 2023 [HR(MLH), E&D be continued through an integrity training
harassment, bullying, and  |aspects of Researcher Development and Research Culture which can be used to underpin |ili) The Dignity and Respect Advisor network of trained, informal contact persons in Departments/Schools has been reviewed. Team (SM), updated action
research misconduct all related development and induction activities iv) Processes for Report and Support and other reporting routes for Research Culture related issues for staff as well as their awareness have been reviewed and revised as appropriate. Report & Support

(also ECI2, ECR2, ECR3, EI2, EM2, ER1, ER2) V) At least 70% of Researcher and Manager respondents are aware, comfortable and trust reporting for Di Bullying & and Research Integrity as returned in future (IM) Action 3 - carried forward as a
CEDARS surveys. continuing action
Action 2: Enhance access to and awareness of support mechanisms for staff with Vi) Responses by majority and minority groups (in gender, sexual orientation) around Research Culture are monitored in CEDARS surveys
Research Culture related concerns
(also ECI3, ECM3) Action 3;
vii) Relevant policies have been developed / amended and communicated to ensure that all staff participate in regular relevant training. Oct 2023 (OSDU (ECD),
| Action 3: Embed meaningful, discursive engagement with Research Culture Training (on  |viii) Regular, recurring online training relating to Research Culture is in place and being monitored. E&D Team (SM),
Equality, Diversity & Inclusion, Bullying & Harassment, Research Integrity) across the x) A pilot programme to support departments to engage in meaningful Research Culture conversations and peer-learning with centrally developed resourceshas been launched. RKES (HY)
institution at induction and on an ongoing basis x) Resources for guidance, support and monitoring processes for how to integrate Concordat Principles into funding proposals has been put in place and is being monitored regularly.
(also ECI4, ECI5, ECM1, ECM2, ECM3, ECR2, El1) xi) At least 75% of Researcher and Manager respondents have undertaken ED&I and Research Integrity training as returned in future CEDARS surveys (2021 national results - ED&I: 58% for
Researchers, 74% for Managers; 2021 national results - Research Integrity: 4% for Researchers, 55% for Managers).

[ECR5 [Consider opportunities to | Addressed in Actions 1 to 3 in ECMS; the proposed actions support both researchers and | Action 1: Jun2023 |OSDU (ECD) | See progress update in ECM5 ‘Action 1 - carried forward as a |No P3.13
contribute to policy managers of researchers to be more aware and engaged in policy and decision-making i) A forum targeted at early- and mid-career academics has been implemented; its effectiveness as well as staff awareness are monitored regularly. continuing action
development aimed at around environment and culture: ii) Resources and provision to support staff taking on new committee roles has been developed and their effectiveness is monitored regularly.
creating a more positive iii) Resources and mechanisms have been developed to inform staff of the University's committee structure and communicate opportunities for engagement. Action 2 - ongoing priority:
research environment and | Action 1: Enhance and improve awareness of engagement opportunities for Researchers  [iv) At least 85% of Researchers and 50% of Managers are aware of the Researchers' Group as returned in future CEDARS surveys. will be continued through an
culture within their institution |and Managers of Researchers with Institutional Policy Development and Decision-Making updated action

(also ECMS, E17, EMS, ER4) Action 2: Jan 2023 |OSDU
V) Faculty-level Researchers’ Groups have been set up for all four Faculties. (ECDIMW) Action 3 - carried forward as a
Action 2: Enhance Researcher and Manager of Researcher engagement and Vi) Official routes for Researcher and Manager to engage in D: d king are set up and for each D continuing action
within Faculties, Departments and Schools
(also ECMS, EI7, EMS, ER4) Action 3: Oct2022 [RDCSG
vii) Staff contributions through roles on committees are recognised and staff remain able to contribute.
Action 3: Develop approaches to recognise roles of staff across the institution in delivering
Concordat obligations Al Jun 2023
(also ECMS, EI7, EMS, ER4) Vi) At least 25% of Researcher and Manager respondents participate in institution policy and decision-making as returned in future CEDARS surveys (2021 national results: 8% for Researchers).

Psmutio s must:

Ell Ensure open, transparent and| Addressed in Actions 1 and 2 in ECH4 as well as Action 1in ECI6; research culture i) Perceptions of recruitment practices, as returned in future CEDARS surveys, remain at current levels or above (2021 results - recruitment as fair: 87% for Researchers, 95% for Managers; recruitment | Jan 2024 See progress updates in ECI4 and ECI6 ‘Action 1 - carried forward as a [No P12
merit-based recruitment, | training, monitoring and reporting wil include the context of recruitment; current practices  |as inclusive: 78% for Researchers, 85% for Managers; recruitment as transparent: 81% for Researchers, 80% for Managers; recruitment as merit-based: 829% for Researchers, 96% for Managers). continuing action P6.2
which atiracts excellent are already perceived very positively, but we will also continue to monitor this: P67
researchers, using fair and o Action 2 - ongoing prioity
inclusive selection and Action 1: Embed meaningful, discursive engagement with Research Culture Training (on  |i) Relevant policies have been developed / amended and communicated to ensure that all staff participate in regular relevant training. Oct 2023 [OSDU (ECD), will be continued through an
appointment practices Equality, Diversity & Inclusion, Bullying & Harassmenl Research Integrity) across the ii) Regular, recurring online training relating to Research Culture is in place and being monitored. E&D Team (SM), updated action

institution at induction and on an ongoing b i) A pilot programme to support departments to engage in meaningful Research Culture conversations and peer-learning with centrally developed resourceshas been launched RKES (HY)
(also ECI4, ECI5, ECM1, ECM2, ECM3, tore, ECR4) iv) Resources for guidance, support and monitoring processes for how to integrate Concordat Principles into funding proposals has been put in place and is being monitored regularly. Action 3 - ongoing priority
V) At least 75% of Researcher and Manager respondents have undertaken ED&I and Research Integrity training as returned in future CEDARS surveys (2021 national results - ED&I: 58% for will be continued through an
Action 2: Identify mechanism(s) and implement mandatory training for all Managers of | Researchers, 74% for Managers; 2021 national results - Research Integrity: 44% for Researchers, 55% for Managers). updated action
Researchers {o include line and project management as well as Research Culture and
Researcher Career Development topics Action 2 0SDU (ECD),
(also ECI4, ECI5, ECM1, ECM2, ECM3, ECM4, El4) Vi) A dedicated ‘manager’ section within the induction checklist has been created and is maintained regularly to highlight expectations associated with managers, 0ct 2023 [E&D Team (SM),
vil) Research Culture and Career Development training have been embedded and aligned within line and project management training; this is monitored regulari RCDSG
Action 3: Enhance understanding of issues, stakeholder needs and effectiveness of support| viii) Specific actions, monitoring processes and success measures have been defined to further develop mechanisms to champion and embed excellent people management.
through monitoring and reporting on Research Culture
(also ECI6) Action 3: RDCSG, 0SDU
ix) Appropriate and effective reporting mechanisms and routes have been putin place and are reviewed biennially. (ECD),
x) Departmental / Faculty / University-level data collection and reporting routes on potentially systemic inequality challenges have been set up and data is compared with national data wherever possible. |Jan 2023 |E&D Team (SM),
R

[E2 Provide an effective (Action 1: Enhance Training and Development provision and resources for roles inside and |Action 1: Jun 2022 |0SDU (Action 1: ‘Action 1 - carried forward as a | No P36
induction, ensuring that outside of academia i) Enhanced induction resources for international staff are in place as part of online and face-to-face induction and are being maintained regularly. (ECDIMW) i) All new Researchers are invited to a face-to-face research staff induction which highlights contact points for different types of questions / issues; it also provides a safe space to ask any questions, including through an anonymous online form in advance of each induction session contining action
researchers are integrated | (also PCDI4, PCDI5)
into the community and are Action 2: Jan2024 [OSDU (ECD) |+ see progress update in ECI2 Action 2 - carried forward as a
aware of policies and Also addressed in Action 1 in ECI2; the Online Hub will underpin induction processes and |i) An Online Hub has been launched. contining action
practices relevant to their | will provide researchers with a one-stop reference point for relevant policies, practices and i) Online Hub content is reviewed annually.
position other information to come back to as they settle into their roles:

Action 2: Develop and manage an Online Hub to provide a single online destination for all
aspects of Researcher Development and Research Culture which can be used to underpin
all related development and induction activities

(also ECI2, ECR2, ECR3, ECR4, EM2, ER1, ER2)

IES Provide clear and transparent | Action 1: Seek to improve job security for Researchers Action 1 Jun2023 |OSDU (ECD), |Action 1 ‘Action 1 - ongoing priority: will [No P26
merit-based recognition, | (also EIS5, EI6, EM3) i) Enhanced guidance resources for Researchers and Line Managers around promotion processes have been developed and communicated. HR(MLH) i) - A promotion support workshop series was run in summer 2022 and will be continued on an regular basis; it helped participants to understand the key elements of the promotion procedure and how to navigate them successfully in practice, considering the experiences of both successful  [be continued through an P6.3
reward and promotion ii) At least 60% of Researcher respondents find promotion processes clear and perceive them as fair (based on the average of multiple CEDARS components relating to views on promotion processes), applicants and members of the promotion panels updated action P6.4
pathways that recognise the as returned in future CEDARS surveys. - Anew set of guiding principles around the academic promotion process was agreed by the Equality, Diversity & Inclusion Comittee and will come into place from 2023/24 P67
full range of researchers’ ii) 46% of Researchers find promotion processes clear and perceive them as fair based on CEDARS 2023 (national 2023 results: 35%; Strathclyde 2022: 40% - 2021: 47%) Action 2 - ongoing priority: will

nd the di 2: Continue to embed Wellbeing and Mental Health support, with consideration of ~ [Action 2 0ct 2023 [HR (MLH), be continued through an
of personal circumstances | effective management of workload iii) Wellbeing and Mental Health support is maintained, enhanced as appropriate and communicated to staff. OSHAW Action 2: updated action
(also ECI3, EI5) i) - The SHaWS Team has been expanded and is leading the development of a new University Wellbeing Strategy as well as a pilot for Departmental Wellbeing Reviews which will more directly capture Researcher voices
- Elements of mental wellbeing are included in sessions from the Strathclyde Supervisor Development Programme and the Supervising & Managing Researchers Peer Network
- Anew suite of wellbeing and mental health courses are being developed to be launched in 2023/24 by the SHaWS Team
HREIR Action plan, Vitae 2020
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[Em Provide effective line and | Action 1: Identify mechanism(s) and implement mandatory training for all Managers of | Action 1: 0ct2023 |OSDU (ECD), | Action 1: ‘Action 1 - carried forward as a [No P23
project management training |Researchers to include line and project management as well as Research Culture and i) A review of uptake and engagement with line and project management training among Managers of Researchers has been completed RDCSG Elements within this action are planned for the next phase of implementation which will focus on Managers of Researchers - current progress is described below: continuing action
ies for managers of areer D topi ii) Routes to deliver line and project training have been monitoring and reporting routes defined. i) + i) - A review of uptake an ith line and project raining among Managers of Researchers has been completed and reported as a key indicator at RDCSC in September 2023
researchers, heads of (also ECI4, ECM4, EI5, EM1, EM2, EM3, EM4, PCDMS) i) A dedicated 'manager section within the induction checkist has been set up to highlight expeﬂalluns associated with managers, is being maintained and monitored with regard to use and - Elements of ine and project management training are included in the Strathclyde Supervisor Development Programme, processes for this programme have been automated in January 2023 to improve data monitoring. Action 2 - caried forward as a
department and equivalent effectiveness. i) This action is planned for the next phase of implementation which will focus on Managers of Researchers. continuing action
iv) Appropriate mechanisms to support senior staff members such as Heads of Departments / Schools have been identified and training / support provision put in place. iv) Research Integrity & Culture Week in January 2023 included a dedicated workshop for research leaders to better identify challenges and development needs
v) Additional mechanisms to champion and embed excellent people management have been considered and specific actions, monitoring processes and success measures defined based on this v) A Managing & Supervising Researchers Peer Network was set up in 2021, with a dedicated Teams site, sharepoint resource library and regular events around people management; there are >40 members to-date Action 3 - no further action:
- Guidance on managers' roles in supporting researchers’ development has been developed and included in resources for the annual Accountability & Development Review (ADR) as well as documentation for the new Researcher Development Time Policy The action has been
Action 2: Implement research-focused induction activities for Managers of Researchers  [Action 2: completed and all processes
(also ECM4, EI5, EM1, EM2, EM3, EM4, PCDMS) Vi) A review of current induction and pr activities for Managers of has been completed and specific actions, monitoring processes and success measures defined based on this if |Jan 2023 |OSDU (ECD) n2: tumed into business as usual
appropria Elomans within this acton are planned for the next phase of implementation which will focus on Managers of Researchers - current progress is described below:
vii) A Gedicoted nduction process for academic staff / managers of researchers has been putin place and communicated, including an induction checkist and induction event i) A New Joiners event focused on staff involved i research was organised by RKES in September 2022 and provided an iniroduction fo many research-related instiutional senvices and processes relevant for academic staff
Action 3: Enhance peer-learning and networking activities for Managers of Researchers | Action 3 n 3:
(also ECM4, EI5, EM1, EM2, EM3, EM4, PCDMS) vii) Peer-leaming networks have been launched through the SPIRAL programme and are being monitored. Jun 2022 [OSDU vii) A Managing & Supervising Researchers Peer Network was set up in 2021, with a dedicated Teams site, sharepoint resource library and regular events around people management; there are >40 members to-date
(ECDIMW)

IE3 Ensure that excellent people | Addressed in Action 1 in ECI3, Actions 1and 2 in EI3 as well as Actions 1 {o 3in EM; the | Action 1: Jun2023 |OSDU (ECD), | See progress updates in ECI3, E13 and E14 ‘Action 1 - ongoing priority: P26
management is championed | proposed actions address workload expectations and recognition of work contributions, (i) The inclusivity of policies around health and wellbeing (incl. workload) for Researchers is reviewed and Researcher involvement in the development of new wellbeing provision is ensured. RDCSG, will be continued through an P63
throughout the organisation | promotion processes as well as development to support better people management in i) Resources and support for Wellbeing and Mental Health are integrated within staff development training courses and programmes. OSHAW updated action P64
and embedded in institutional | general; annual appraisals are already in place at Strathclyde and are being reviewed in |iii) There is at least 70% positive perception on mental health and wellbeing as returned in future CEDARS surveys.
culture, through annual the context of Action 1 in EM4 and Action 1 in PCDI1: Action 2 - ongoing priority: will
appraisals, transparent Action 2: Jun 2023 (OSDU (ECD), be continued through an
promotion criteria, and Action 1: Continue to embed Wellbeing and Mental Health support, with consideration of |iv) Enhanced guidance resources for Researchers and Line Managers around promotion processes have been developed and communicated HR(MLH) updated action
workload allocation effective management of workload V) At least 60% of Researcher respondents find promotion processes clear and perceive them as fair (based on the average of multiple CEDARS components relating to views on promotion processes),

(also ECI3, ECM3, ECM4, ECR3, E13) as retumned in future CEDARS surveys. Action 3 - ongoing priority: will
be continued through an
Action 2: Seek to improve job security for Researchers Action 3: 0ct2023 [HR (MLH), updated action
(also 13, El6, EM3) Vi) Wellbeing and Mental Health support is maintained, enhanced as appropriate and communicated to staff. OSHAW
Action 4 - carried forward as a
Action 3: Continue to embed Wellbeing and Mental Health support, with consideration of | Action 4: 0ct 2023 [0SDU (ECD), continuing action
effective management of workload vii) A review of uptake and engagement with line and project management raining among Managers of Researchers has been completed RDCSG
(also ECI3, EI3) vii) Routes to deliver line and project training have been i and relevant monitoring and reporting routes defined. Action 5 - carried forward as a
ix) A dedicated 'manager section within the induction checklist has been set up to highlight expectations associated with managers, is being maintained and monitored with regard to use and continuing action
Action 4: Identify mechanism(s) and implement mandatory training for all Managers of | effectiveness.
to include line and project management as well as Research Culture and  |x) Appropriate mechanisms to support senior staff members such as Heads of Departments / Schools have been identified and training / support provision put in place. Action 6 - no further actio
Researcher Career Development topics xi) Additional mechanisms to champion and embed excellent people management have been considered and specific actions, monitoring processes and success measures defined based on this. The action has been
(also ECI4, ECM4, El4, M1, EM2, EM3, EM4, PCDMS) completed and all processes
Action 5: tumed into business as usual
Action 5: Implement research-focused induction activities for Managers of Researchers  [xii) A review of current induction and probationary activities for Managers of Researchers has been completed and specific actions, monitoring processes and success measures defined based on this if [Jan 2023 |0SDU (ECD)
(also ECM4, EM, EM1, EM2, EM3, EM4, PCDMS) appropriate.
xiii) A dedicated induction process for academic staff / managers of researchers has been put in place and communicated, including an induction checklist and induction event.
Action 6: Enhance peer-learning and networking activities for Managers of Researchers
(also ECM4, EM4, EM1, EM2, EM3, EM4, PCDMS) Action 6:
xiv) Peer-learning networks have been launched through the SPIRAL programme and are being monitored. Jun 2022 |0SDU
(ECDIMW)

IE3 Seek to improve job security | Action 1: Seek to improve job security for Researchers Action 1 Jan 2024 |HR (GS), (Action 1 ‘Action 1 - ongoing priority: wil | Yes, parlly carried |P1.3
for researchers, for example | (also E13) i) A review of Strathclyde's use of fixed-term contracts has been completed and specific actions and success measures defined based on this. OSDU (ECD) i) - A review of the current use of fixed-term contracts at Strathclyde was completed in 2021 with recommendations presented o the institutional Executive Team be continued through an over and expanded  |P2.1
through more effective i) Monitoring and reporting on numbers and proportion of researchers on fixed-term contracts are in place with the aim to achieve year-on-year reduction in % of fixed-term staff with more than three - As aresult of the review, 79 out of 941 staff members on fixed-term contracts across a range of job families were moved to open-ended contracts, including 14 research staff members updated action !rom Action 1.3(d) on |P2.2
redeployment processes and years' service. - An action plan on how to carry these recommendations forward as part of the Strathclyde Pledge work will be developed for the end of 2023 m contracts,
greater use of open-ended i) A year-on-year reduction in the percentage of fixed term staff who have more than three years' service is achieved. ii) + i) - A review of the population of fixed-term staff was carried out in Summer 2022 and included both data gathering on the fixed-term staff population as well as context information from Faculties on the reasons for fixed-term contracts for staff with over three years' service (akmg into account
contracts, and report on iv) Resources providing guidance for managers of researchers on the use of fixed-term contracts have been put in place and effectiveness and staff awareness are monitored. - An update of this review is planned before the end of 2023 and will include the development of a regular process to monitor fixed-term staff numbers annually further University-
progress ) Online resources and lrammg provision have been put in p\ace for Strathclyde research staff members applying for Chancellor's Fellowships. iv) This activity remains to be progressed internal developments;

Vi) A review of end- support for inc policy and processes, and communication strategies, has been completed and specific actions and success measures v) - A Chancellor's Fellowship information and development workshop ran in March 2023, highlighting the application process as well as giving guidance on how to approach the application and what the role looks like from successful past applicants the new action also
defined based on this. - Arecording of the workshop is available on Strathclyde’s interal SharePoint year-round and a continuation of the live workshop on a yearly basis is planned partly builds on Action
Vil At least 40% of Researcher and Manager respondents are aware of redundancy and redeployment processes as returned in future CEDARS surveys (2021 national results: 25% for Researchers, - The workshop received positive feedback from participants: 100% of those providing feedback would recommend the event to a colleague, 100% found the content and format excellent or good and 91% found the delivery excellent or good (based on 11 feedback responses) 2.2(d) on staff exit
25% for Managers). vi) - The redeployment process was reviewed, updated and integrated into the institutional recruitment portal for better ease of use in 2021 survey monitoring as a
vii) A baseline of Researcher numbers using the redeployment portal has been established to allow future targets to be defined. - The appropriateness of the redeployment policy for fixed-term contract research staff has been considered through ROCSC and in collaboration with the Researchers’ Group to ensure it supports Researchers effectively way to track career
x) A review of existing methods to record staff career destinations has been completed and specific actions and success measures defined based on this. vil) 19% of Researchers and 23% of Managers are aware of redundancy and redeployment processes based on CEDARS 2023 (national 2023 results: 20% R, 23% M; Strathclyde 2022: 17% R, 21% M - 2021: 24% R, 33% M) destinations

viil) + ix) These activities remain to be progressed

IEQ Consider researchers and | Addressed in Actions 1 o 3in ECMS; the proposed actions support researchers and Action 1 Jun 2023 |OSDU (ECD) | See progress updates in ECM5 ‘Action 1 - carried forward as a [No P313
their managers as key managers of researchers to be more aware of existing policy and decision-making i) A forum targeted at early- and mid-career academics has been implemented; its effectiveness as well as staff awareness are monitored regularly. continuing action
stakeholders within the formats, while also providing adtional more formal opportunities for engagement: ii) Resources and provision to support staff taking on new comittee roles has been developed and their effectiveness is monitored regularly.
institution and provide them iij) Resources and mechanisms have been developed to inform staff of the University's committee structure and communicate opportunities for engagement. Action 2 - ongoing priority:
with formal opportunities to | Action 1: Enhance and improve awareness of engagement opportunities for Researchers  [iv) At least 85% of Researcher respondents and 65% of Manager respondents are aware of the Researchers’ Group as retured in future CEDARS surveys. will be continued through an
engage with relevant and Managers of Researchers with Institutional Policy Development and Decision-Making updated action
organisational policyand | (also ECMS, ECRS, EM5, ER4) Action 2: Jan 2023 |0SDU
decision-making V) Faculty-level Researchers' Groups have been set up for all four Faculties. (ECDIMW) Action 3 - caried forward as a

Action 2: Enhance Researcher and Manager of Researcher engagement and vi) Official routes for Researcher and Manager to engage in D d king are set up and for each D continuing action
within Faculties, Depart chools
(also ECMS, ECRS, EM5, ER4) Action 3: 0ct2022 [RDCSG
Vil Staff contributions through roles on committees are recognised and staff remain able to contribute,
Action 3: Develop approaches to recognise roles of staff across the institution in delivering
Concordat obligations Al Jun 2023
(also ECMS, ECRS, EM5, ER4) vii) At least 25% of Researcher and Manager respondents participate in institution policy and decision-making s retured in future CEDARS surveys (2021 national results: 8% for Researchers).
Funders must;

[EF1 Include requirements which | N/A NIA NIA NIA NIA N/A P24
support the improvement of
working conditions for
researchers, in relevant
funding calls, terms and
conditions, grant reporting,
and policies

[EF2 Review the impact of relevant | N/A [NA N/A N/A N/A N/A New
funding call requirements on
particularly in relation to
career progression and lack
of job security

[EF3 [Supportinstitutions to NIA NIA NIA NIA NIA N/A P24
develop policies and
frameworks to promote
sustainable employment
arrangements and enhance
ob security, and provide
opportunities for career
progression

[EFa[Consider the balance of their |N/A NIA NIA NIA NIA N/A New
relevant funding streams in
providing access to research
funding and its impact at all
career levels

Managers of must;

EM1 |Undertake relevant training | Addressed in Actions 1o 3 n EI4; the proposed actions ensure that various training and | Action 1: 0ct2023 |OSDU (ECD), |See progress updates in EM. ‘Action 1 - carried forward as a [No P23
and formats are available for managers of researchers: i) A review of uptake and engagement with line and project management training among Managers of Researchers has been completed RDCSG (WJK) continuing action
opportunities so that they can ii) Routes to deliver line and project training have been i and relevant monitoring and reporting routes defined
manage researchers Action 1: Identify mechanism(s) and implement mandatory training for all Managers of i) A dedicated 'manager section within the induction checkist has been set up to highlight expectations associated with managers, is being maintained and monitored with regard to use and Action 2 - caried forward as a
effectively and fulfl their duty |Researchers to include line and project management as well as Research Culture and [ effectiveness. continuing action
of care Researcher Career Development topics iv) Appropriate mechanisms to support senior staff members such as Heads of Departments / Schools have been identified and training / support provision put in place.

(also ECI4, ECM4, El4, EI5, EM2, EM3, EM4, PCDMS) v) Additional mechanisms to champion and embed excellent people management have been considered and specific actions, monitoring processes and success measures defined based on this Action 3 - no further action:
The action has been
Action 2: Implement research-focused induction activities for Managers of Researchers | Action 2: completed and all processes
(also ECM4, EM, EI5, EM2, EM3, EM4, PCDMS) Vi) A review of current induction and pr activities for Managers of has been completed and specific actions, monitoring processes and success measures defined based on this if [Jan 2023 |OSDU (ECD) tumed into business as usual
appropriate.
Action 3: Enhance peer-learning and networking activities for Managers of Researchers |vil) A dedicated induction process for academic staff / managers of researchers has been put in place and communicated, including an induction checklist and induction event
(also ECM4, EW4, EI5, EM2, EM3, EM4, PCDMS)
Action 3:
vii) Peer-learning networks have been launched through the SPIRAL programme and are being monitored. Jun 2022 [0SDU
(ECDIMW)

[EM2[Familiarise themselves, and | Addressed in Action 1 in ECI2 as well as Actions 1 to 3 in EI4; the foreseen training for | Action 1 Jan 2024 |OSDU (ECD) | See progress updates in ECI2 and EI4 ‘Action 1 - carried forward as a [No P22
work in accordance with, | managers of researchers will address their responsibilities within legislation, policy and (i) An Online Hub has been launched. continuing action
relevant employment other documentation; the proposed Online Hub will further support access to relevant ii) Online Hub content s reviewed annually.
legislation and codes of online documentation and guidance to ensure that managers can refresh their knowledge Action 2 - carried forward as a
practice, institutional policies, | easily: Action 2 0ct 2023 [0SDU (ECD), continuing action
and the terms and conditions A review of uptake and engagement with line and prc]ed management training among Managers of Researchers has been completed RDCSG (WJK)
of grant funding Action 1: Develop and manage an Ornline Hub to provide a single online destination for all |iv) Routes to deliver line and proj and releva monitoring and reporting routes defined Action 3 - carried forward as a

aspects of Researcher Development and Research Culture which can be used to underpin ) A dedicated 'manager’ section i the nducion chocle nas been st up to highlight expeclalluns associated with managers, is being maintained and monitored with regard to use and continuing action
all related development and induction activities flectiveness
(also ECI2, ECR2, ECR3, ECR4, EI2, ER1, ER2) ) Approprste mechanisms fo support senior staff membors such as Hoads of Departments / Schools have been idenifd and training / support provision put in place. Action 4 - no further action
vii) Additional mechanisms to champion and embed excellent people management have been considered and specific actions, monitoring processes and success measures defined based on this. The action has been
Action 2: Identify mechanism(s) and implement mandatory training for all Managers of completed and all processes
Researchers to include line and project management as well as Research Culture and  [Action 3: tured into business as usual
Researcher Career Development topics vii) A review of current induction and pr for Managers of has been completed and specific actions, monitoring processes and success measures defined based on this if |Jan 2023 |0SDU (ECD)
(also ECI4, ECMA4, EW, EI5, EM1, EM3, EM4, PCDMS) appropriate.
ix) A dedicated induction process for academic staff / managers of researchers has been put in place and communicated, including an induction checklist and induction event.
Action 3: Implement research-focused induction activities for Managers of Researchers
(also ECM4, Eld, EI5, EM1, EM3, EM4, PCDM5) Action 4:
x) Peer-learning networks have been launched through the SPIRAL programme and are being monitored Jun 2022 [0SDU
Action 4: Enhance peer-learning and networking activities for Managers of Researchers (ECDIMW)
(also ECM4, Eld, EI5, EM1, EM3, EM4, PCDM5)
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Addressed in Action 1 in EI3 and Actions 1 to 3 in EI4; the proposed actions include

Commit to, and evidence, the Action 1 Jun 2023 |OSDU (ECD), | See progress updates in EI3 and EM ‘Action 1 - ongoing priority: will [No P63
inclusive, equitable and guidance for managers on promotion and other duties they have as people managers: i) Enhanced guidance resources for Researchers and Line Managers around promotion processes have been developed and communicated. HR(MLH) be continued through an
transparent recruitment, ii) Atleast 50% of Researchers find promotion processes clear and perceive them as fair (based on the average of multiple CEDARS components relating to views on promotion processes), as retured updated action
promotion and reward of [ Action 1: Seek to improve job security for Researchers in future CEDARS surveys.
researchers (also 13, EI5, EI6) Action 2 - caried forward as a
Action 2: Oct 2023 (OSDU (ECD), continuing action
Action 2: Identify mechanism(s) and implement mandatory training for all Managers of i) A review of uptake and engagement with line and project management training among. Managers of Researchers has been completed RDCSG (WJK)
Researchers to include line and project management as well as Research Culture and  [iv) Routes to deliver line and project training have been i and relevan monitoring and reporting routes defined Action 3 - carried forward as a
Researcher Career Development topics v) A dedicated ‘manager' section within the induction checklist has been set up to mgnngm expeclalvons associated with managers, is being maintained and monitored with regard to use and continuing action
(also ECI4, ECM4, El4, EI5, EM1, EM2, EM4, PCDMS)
i) Appropriate mechanisms to support senior staff members such as Heads of Departments / Schools have been idenified and training /support provision put i place Action 4 - no further actio
Action 3: Implement research-focused induction activities for Managers of vii) Additional pion and embed excellent people management have been considered and specific actions, monitoring processes and success measures defined based on this. The action has been
(also ECM4, EM, EI5, EM1, EM2, EM4, PCDMS) completed and all processes
Action 3: tured into business as usual
Action 4: Enhance peer-learning and networking activities for Managers of Researchers | viii) A review of current induction and pr activities for Managers of has been completed and specific actions, monitoring processes and success measures defined based on this if |Jan 2023 |0SDU (ECD)
(also ECM4, EM, EI5, EM1, EM2, EM4, PCDMS) appropriate.
ix) A dedicated induction process for academic staff / managers of researchers has been put in place and communicated, including an induction checklist and induction event.
Action 4:
x) Peer-leamning networks have been launched through the SPIRAL programme and are being monitored. Jun 2022 |0SDU
(ECDIMW)
[EMa[Actively engage in regular | Action 1: Embed 10 days development time per year in addition to time for developing Action 1 Jun 2023 |RDCSG, OSDU_|Action 1 ‘Action 1 - carried forward as a [No P23
constructive performance | research identity and leadership skills within Insitutional Policy and practice, alongside the i) Accountability and Development Review (ADR) processes and guidance for Researcher and Manager respondents have been reviewed and revised as appropriate. (ECD) i) - Enhanced guidance for development planning in the context of ADR has been published through a set of online resources; these focus on ADR as an opportunity for rather than only a tool continuing action
ith their of supporting guidance and resources for Researchers and their Managers  |ii) At least 60% of Researcher and Manager respondents feel wider contributions beyond research delivery are valued (based on the average of multiple CEDARS components relating to views on work - Dedicated guidance on considering the Concordat principles in the context of ADR and (career) development is available online and covered in ADR reviewer workshops
(also ER3, PCDI1) as retumed in future CEDARS surveys. - The SBS ECR Forum ran a dedicated session on ADR and career planning for Researchers in May 2023 Action 2 - carried forward as a
- Areview of the ADR process and online form is ongoing as part of a wider review of HR policies and the development of a new payroll system; the Development & Recognition Working Group has fed into the consultation for the ADR review in January 2023 and, in addition, an RDCSC continuing action
Also addressed in Actions 1 to 3 in EI4; the proposed training, guidance and support for | Action 2: 0ct2023 [OSDU (ECD),  |mesting in May 2023 also discussed and fed into the topic
Managers with regard to their people management duties will include, among others, the  |iii) A review of uptake and engagement with line and project management training among. Managers of Researchers has been completed RDCSG (WJK) i) 25% of Researchers and 42% of Managers believe in the University valuing wider contributions beyond research delivery based on CEDARS 2023 (national 2023 results: 23% R, 34% M; Strathclyde 2022: 33% R, 42% M- 2021: 40% R, 49% M) (based on the average of multiple CEDARS |Action 3 - carried forward as a
topic of performance management: iv) Routes to deliver line and project training have been i and relevan monitoring and reporting routes defined components relating to views on work contributions) continuing action
v) A dedicated ‘manager' section within the induction checklist has been set up to mgnngm expeclalvons associated with managers, is being maintained and monitored with regard to use and
Action 2: Identify mechanism(s) and implement mandatory training for all Managers of | effectiveness. + see progress update in El4 for Actions 2to 4 Action 4 - no further actio
Researchers to include line and project management as well as Research Culture and  [i) Appropriate mechanisms to support senior staff members such as Heads of Departments / Schools have been identified and training / support provision put in place. The action has been
Researcher Career Development topics vii) Additional mechanisms to champion and embed excellent people management have been considered and specific actions, monitoring processes and success measures defined based on this. completed and all processes
(also ECI4, ECM4, El4, EI5, EM1, EM2, EM3, PCDMS) tumed into business as usual
Action 3:
Action 3: Implement research-focused induction activities for Managers of Researchers | viii) A review of current induction and pr activities for Managers of has been completed and specific actions, monitoring processes and success measures defined based on this if |Jan 2023 |0SDU (ECD)
(also ECM4, EM, EI5, EM1, EM2, EM3, PCDMS) appropriate.
ix) A dedicated induction process for academic staff / managers of researchers has been put in place and communicated, including an induction checklist and induction event.
Action 4: Enhance peer-learning and networking activities for Managers of Researchers
(also ECM4, EM, EI5, EM1, EM2, EM3, PCDMS) Action 4:
x) Peer-leaming networks have been launched through the SPIRAL programme and are being monitored. Jun 2022 |0SDU
(ECDIMW)
[EMs|Engage with opportunities to | Addressed in Actions 1 to 3 in ECMS; the proposed actions support managers to be more | Action 1 Jun 2023 |OSDU (ECD) | See progress updates in ECM5 ‘Action 1 - carried forward as a [No New
contribute to relevant policy | aware and engaged in policy and decision-making around environment and culture: i) A forum targeted at early- and mid-career academics has been implemented; its effectiveness as well as staff awareness are monitored regulary. continuing action
development within their ii) Resources and provision to support staff taking on new comittee roles has been developed and their effectiveness is monitored regularly.
institution Action 1: Enhance and improve awareness of engagement opportunities for Researchers i) Resources and mechanisms have been developed to inform staff of the University's committee structure and communicate opportunities for engagement. Action 2 - ongoing priority:
and Managers of Researchers with Institutional Policy Development and Decision-Making |iv) At least 85% of Researcher respondents and 65% of Manager respondents are aware of the Researchers’ Group as returned in future CEDARS surveys. will be continued through an
(also ECMS, ECRS, EI7, ER4) updated action
Action 2: Jan 2023 [0SDU
Action 2 Enhance Researcher and Manager of Ressarcher engagement and V) Faculty-level Researchers' Groups have been set up for all four Faculties. (ECDIMW) Action 3 - carried forward as a
within Faculties, D and Schools vi) Official routes for Researcher and Manager to engage in D d king are set up and for each D continuing action
(also ECMS, ECRS, EI7, ER4)
Action 3: 0ct2022 [RDCSG
Action 3: Develop approaches to recognise roles of staff across the institution in delivering |vi) Staff contributions through roles on committees are recognised and staff remain able to contribute,
Concordat obligations
(also ECMS, ECRS, EI7, ER4) Al Jun 2023
vii) At least 25% of Researcher and Manager respondents participate in institution policy and decision-making s retured in future CEDARS surveys (2021 national results: 8% for Researchers).
'&search ers must:
ER1 Ensure that they work in Addressed in Action 1 in ECI2; mechanisms for informing researchers of their Action 1 Jan 2024 |OSDU (ECD) | See progress updates in ECI2 Action 1 - carried forward as a |No New
with, institutional within legislation, policies and other documentation already exist, for i) An Online Hub has been launched. continuing action
policies, procedures and example through research staff induction, but will be supported further through the i) Online Hub content i reviewed annually.
lemployment legislation, as | proposed Online Hub as a one-stop reference point:
well as the requirements of
their funder | Action 1: Develop and manage an Online Hub to provide a single online destination for all
aspects of Researcher Development and Research Culture which can be used to underpin
all related development and induction activities
(also ECI2, ECR2, ECR3, ECR4, EI2, EM2, ER2)
[Er2 Understand their reporting | Addressed in Action 1 in ECI2; mechanisms for informing researchers of their obligations | Action 1 Jan 2024 |OSDU (ECD) | See progress updates in ECI2 Action 1 - carried forward as a |No New
obligations and and wider responsibilities already exist, for example through research staff induction, but  |i) An Online Hub has been launched. continuing action
responsibilities will be supported further through the proposed Online Hub as a one-stop reference point: i) Online Hub content is reviewed annually.
| Action 1: Develop and manage an Online Hub to provide a single online destination for all
aspects of Researcher Development and Research Culture which can be used to underpin
all related development and induction activities
(also ECI2, ECR2, ECR3, ECR4, EI2, EM2, ER1)
[Ers Positively engage with [Addressed in Action 1 in EMA4; the proposed review of the current ADR process will ‘Action 1 Jun 2023 |RDCSG, OSDU | See progress updates in EM4 ‘Action 1 - carried forward as a |No P5.6
support in more positively engaging with D Review (ADR) processes and guidance for Researcher and Manager respondents have been reviewed and revised as appropriate. (ECD) continuing action
and reviews with i) At lost 60% of Rescarchar and Manager raspandents oel wider contibutons beyond research delery ara valued (sased on (ne average of mulipie GEDARS componants rlating o views on work
their managers. contributions), as returned in future CEDARS surveys.
Action 1: Embed 10 days development time per year in addition to time for developing
research identity and leadership skills within Institutional Policy and practice, alongside the
development of supporting guidance and resources for Researchers and their Managers
(also EM4, PCDI1)
[ER&™[Recognise and act on their | Addressed in Actions 1 (o 3 in ECMS; through increasing opportunities for engaging in | Action 1 Jun 2023 |OSDU (ECD) | See progress updates in ECM5 ‘Action 1 - carried forward as a [No P52
role as ke as awareness around it, researchers will i) A forum targeted at early- and mid-career academics has been implemented; its effectiveness as well as staff awareness are monitored regularly. continuing action
within their institution and the | be supported to see themselves more as key stakeholders in a position to shape and ii) Resources and provision to support staf taking on new comittee roles has been developed and their effectiveness is monitored regularly.
wider academic community ~|improve their professional environments: iij) Resources and mechanisms have been developed to inform staff of the University's committee structure and communicate opportunities for engagement. Action 2 - ongoing priority:
i) At least 85% of Researcher respondents and 65% of Manager respondents are aware of the Researchers’ Group as returned in future CEDARS surveys. will be continued through an
Action 1: Enhance and improve awareness of engagement opportunities for Researchers. updated action
and Managers of Researchers with Institutional Policy Development and Decision-Making | Action 2:
(also ECMS, ECRS, EI7, EMS) V) Faculty-level Researchers' Groups have been set up for all four Faculties. Jan 2023 |0SDU Action 3 - caried forward as a
vi) Official routes for Researcher and Manager to engage in D d king are set up and for each D (ECDIMW) continuing action
Action 2: Enhance Researcher and Manager of Researcher engagement and
within Faculties, Depart chools Action 3: 0ct2022 [RDCSG
(also ECMS, ECRS, EI7, EMS) Vi) Staff contributions through roles on committees are recognised and staff remain able to contribute,
Action 3: Develop approaches to recognise roles of staff across the institution in delivering |All: Jun 2023
Concordat obligations vii) At least 25% of Researcher and Manager respondents participate in insitution policy and decision-making s returned in future CEDARS surveys (2021 national results: 8% for Researchers).
(also ECMS, ECRS, EI7, EMS)
and
tutions must:
PCDI1 Provide opportunities, Action 1: Embed 10 days development time per year in addition to time for developing Action 1 Jun 2023 |OSDU (ECD), Action 1 Action 1 - ongoing priority: No P3.1
structured support, research identity and leadership skills within Institutional Policy and practice, alongside the i) A policy for Researcher development time has been developed, published and communicated RKES (LV), i) A new Researcher Development Time Policy and guidance have been approved by relevant University committees and rolled out for the 2023/24 academic year will be continued through an P33
and time for of supporting guidance and resources for Researchers and their Managers  |ii) A resource pack for Researcher and Manager respondents to understand the scope of available development activities and make effective use of their development time has been published online and RDCSG ii) - Dedicated guidance documents for Researchers and Managers complementing the new Researcher Development Time Policy have been approved and made available alongside the policy updated action P55
researchers to engage ina |(also EM4, PCDI4, PCDM3, PCDR1) communicated; it is also maintained regularly. - Enhanced guidance for development planning in the context of ADR has already been published through a set of online resources available since 2022
minimum of 10 days iii) Guidance and monitoring processes for Managers of toinclude 3 time into research costings are in place. iii) Guidance on integrating researcher development time in funding proposals will be published alongside the new Researcher Development Time Policy, aiming to consolidate development time for research staff
professional development pro iv) Accountability and Development Review (ADR) processes and guidance for Researcher and Manager respondents have been reviewed and revised as appropriate. iv) - Enhanced guidance for development planning in the context of ADR has been published through a set of online resources; these focus on ADR as an opportunity for rather than only a tool
rata per year, recognising V) At least 60% of Researcher and Manager respondents feel wider contributions beyond research delivery are valued (based on the average of multiple CEDARS components relating to views on work - Dedicated guidance on considering the Concordat principles in the context of ADR and (career) development is available online and covered in ADR reviewer workshops
that researchers will pursue contributions), as returned in future CEDARS surveys. - The SBS ECR Forum ran a dedicated session on ADR and career planning for Researchers in May 2023
careers across a wide range vi) At least 50% of Researcher respondents indicate 10 days or more development time spent per year (pro rata) as returned in future CEDARS surveys (2021 national results: 15%). - A review of the ADR process and online form is ongoing as part of a wider review of HR policies and the development of a new payroll system; the Development & Recognition Working Group has fed into the consultation for the ADR review in January 2023 and, in addition, an RDCSC
of employment sectors Vil At least 60% of Manager of feel that their as staff managers are valued (based on the average of multiple CEDARS components relating to views on work meeting in May 2023 also discussed and fed into the topic
contributions as staff managers), as returned in future CEDARS surveys. V) 26% of Researchers and 42% of Managers believe in the University valuing wider contributions beyond research delivery based on CEDARS 2023 (national 2023 results: 23% R, 34% M; Strathclyde 2022: 33% R, 42% M- 2021: 40% R, 49% M) (based on the average of multiple CEDARS
components relating to views on work contributions)
vi) 25% of Researchers and 15% of Managers have spent 10 days or more as development time per year based on CEDARS 2023 (national 2023 results: 16% R, 12% M; Strathclyde 2022: 23% R, 14% M- 2021: 24% R, 15% M)
vil) 47% of Managers believe in the University valuing wider contributions as staff managers based on CEDARS 2023 (national 2023 results: 36%; Strathclyde 2022: 40% M - 2021: 48% M) (based on the average of multiple CEDARS components relating to views on work contributions as staff
managers)
PCDI2 | Provide training, structured | Action 1: Implement a Career Development Review process for all Researchers, alongside | Action 1 Jun 2023 |[RDCSG (Action 1 ‘Action 1 - carried forward as a [No 310
support, and time for the development of supporting practices, guidance and additional resources A structured process for Career Development Reviews has been launched and is being monitored to define a baseline and reported on regularly. i) + i) - A dedicated Careers Development Advsor for research staff was recruited and joined Strathclyde in August 2023, developing a Career Development Review process will be part o this role continuing action
managers to engage in (also PCDM1, PCDR3, PCDR4) ii) Resources to support Career Development Reviews including Development Needs Analysis, guidance for Reviewers and additional career progression support through coaching or mentoring have: - Extensive guidance has been created for ADR conversations as well as the Researcher Development Time Policy both of which address career of Managers of as well as aspects, like development needs analyses
meaningful career been putin place.
development reviews with
their researchers
PCDI3 | Ensure that researchers have | Action 1: Provide access to Professional Careers Advice for all Researchers Action 1 Jun 2023 |[RDCSG (Action 1 ‘Action 1 - ongoing priority: _[No P31
access to professional advice| (also PCDR3) i) Researchers have access to professional careers advice and researcher engagement is monitored to establish a baseline. i) - A Careers Development Advisor for research staff has been recruited and has started their role in August 2023, including the provision of one-to-one career consultations - so far, 18 Researchers have participated in career consultations, with some over multiple sessions; many have will be continued through an
on career management, reported feeling less stressed and overwhelmed, having better clarity, motivation and an improved mindset as well as feeling more positive about the future as immediate benefits. updated action
across a breadth of careers - Close relationships with the institutional Student Careers Service have been developed through membership on the RD Concordat Steering and Working Groups since 2021
- Researcher engagement professional careers advice has been monitored through CEDARS / CEDARS Lite
PCDW4 | Provide researchers with | Action 1: Enhance Training and Development provision and resources for roles inside and_| Action 1: 0ct2023 |0SDU [Action 1: ‘Action 1- ongoing priority: | Yes, parlly carried P31
portunities, and time, to |outside of academia ) Enhanced online resources and training provison on ellowship / grant writing s n place for Researchars and effectivenss as well as staff awareness are monitored (ECDMW), i) + il) A wide range of support mechanisms and resources have been put in place to support training about and engagement with research funding applications, including: will be continued through an ~ [over and expanded  [P3.14
develop their research (also EI2, PCDI5, PCDMA4, PCDRS) within fellowship / grant writing endeavours have been investigated and specific actions and success measures defined based on RKES (LV), - A Research Funding Peer Network has been set up in 2021, organising regular events around different aspects of research funding and including 70 members to-date updated action from Action 2.6(b) on
identity and broader e oo appropriate. RDCSG - Strathclyde is part of the new British Academy ECR Network for Scotland, with institutional and network support provided to members on funding and other aspects. funding & fellowship
leadership skills Also adaressed in Action 1in PCDIA; the proposed action supports researcher - Afunding application lifecycle online resource has been developed in 2023 by RKES colleagues which will support researchers to understand and manage the different phases of funding applications. Action 2 - ongoing priority:  [opportunities
opportunities to develop their research identity and leadership skills in addition to more [ Action 2 Jun 2023 [OSDU (ECD), |- Regular cross-Faculty Grant Writing Challenges are organised in the areas of Science & Engineering as well as HaS$ & Business; these support individuals who would like to work towards a specific funding application will be continued through an
general professional development: i) A policy for Researcher development time has been developed, published and communicated. RKES (LV), - Apilot for a new Fellowship Academy ran in 2022/23, aiming to support individuals to develop their readiness for applying to a research fellowship; while this is targeted at academic staff the resources will be made available to all staff and have been made available upon request to updated action
iv) A resource pack for Researcher and Manager respondents to understand the scope of available development activities and make effective use of their development time has been published online RDCSG Researchers during the pilot phase
Action 2: Embed 10 days development time per year in addition to time for developing and communicated; it is also maintained regularly. - The Daring to Dare leadership programme ran in 2022/23 with 17 participants; it aims to support early career women in research and academia in developing their research strategy
research identity and leadership skills within Institutional Policy and practice, alongside the [v) Guidance and monitoring processes for Managers of include 3 time into research costings are in place. - Multiple funder visits, open to any member of staff and particularly useful for Researchers, were organised since 2022/23 in collaboration between RKES and OSDU to help staff gain a better understanding of the funding landscape and build relationships with funding organisations
development of supporting guidance and resources for Researchers and their Managers | vi) Accountability and Development Review (ADR) processes and guidance for Researcher and Manager respondents have been reviewed and revised as appropriate. - RKES support individual staff members, including with funding OSDU in relation to career development aspects of these proposals
(also EM4, PCDI1, PCDM3, PCDR1) vil) At least 60% of Researcher and Manager respondents feel wider contributions beyond research delivery are valued (based on the average of multiple CEDARS components relating to views on work - The RKES Online Portal continues to offer updated and expanding information on a range of topics relating to research lunding
contributions), as returned in future CEDARS surveys. - The Researchers' Group organise the StrathWide conference each year, a research staff conference which aims to suppor of ben line with 's Strategic Themes; StrathWide participants are also able to bid for up to £5K for
vii) At least 50% of Researcher respondents indicate 10 days or more development time spent per year (pro rata) as returned in future CEDARS surveys (2021 national results: 15%). collaborative projects - across 2022 and 2023, more than a hundred Researchers have participated in the conference and c\oss 10 £70,000 of seed-funding was awardod o Suath\ide proposa\s
ix) At least 60% of Manager of feel that their as staff managers are valued (based on the average of multiple CEDARS components relating to views on work
contributions as staff managers), as returned in future CEDARS surveys. + see progress update in PCDI1 for Action 2
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PCDI5 _|Recognise that moving (Action 1: Enhance Training and Development provision and resources for roles inside and |Action 1: Mar 2023 [OSDU [Action Action 1 - carried forward as a | Yes, partly carried  |P3.2
between, and working outside of academia i) Online career management resources are in place for Researchers and Managers and are maintained regularl (ECDMW), i) - i) - An online Career Management for Researchers @ Strathclyde blended course is running annually continuing action over and expanded  |P3.4

across, employment sectors | (also EI2, PCDI4, PCDM2, PCDMS, PCDR2, PCDRS3, PCDR6) ii) Resources and training provision are made available to Researchers and Managers to support external collaborations and awareness of careers outside of academia through seminar series, peer- RDCSG - Anew career seminar series showcasing examples of different non-academic careers started in December 2022 with recordings made available on SharePoint from Action 5.2(d) on
can bring benefits to Iearmng/nelworkmg opportunities and expansion of the mentoring scheme. - A Careers Development Advisor for Research Staff has been recruited and has started their role in August 2023; they will also take on responsibility for careers management resources going forward CPD opportunities in
research and researchers, better value of leaving academia to Managers of Researchers, e.g. as part of Manager training, have been investigated and specific actions and success - Anew course for the Strathlyde Supervisor Development Programme / SPIRAL is planned in 2023/24, focusing on empowering managers to support their staff / PGR students around non-academic careers relation to Knowledge
and support opportunities for measures deﬂned based on this as appropnale i) This activity will be partly addressed through the planned new course mentioned above, focusing on managers' support for their staff / PGR students around non-academic careers and will form part of the second phase of delivery focused on Managers of Researchers Exchange
researchers to experience
this

PCDI6 | Monitor, and report on, the | Addressed in Action 2 in ECI6; the monitoring and reporting foreseen in the context of the | Action 1: Jan 2024 |OSDU (ECD), | See progress updates in ECI6 ‘Action 1 - ongoing priority: |No New
engagement of researchers | Concordat as well as the HR Excellence in Research Award process will include i) A reporting structure for CEDARS is in place, covering relevant stakeholders; it is reviewed biennially. E&D Team (SM), will be continued through an
and their managers with with and career activities: iv) Participation incentives are implemented in CEDARS to improve survey participation. HR (MLH) updated action
professional development V) Review processes to retain Strathclyde’s EU HR Excellence in Research Award are in place and the award is retained at the 2- and 4-year review points under the revised Concordat.
activities, and researcher [ Action 1: Develop data gathering and monitoring procedures for implementation and
career development reviews | progress of the Concordat, including retention of the EU HR Excellence in Research Award

(also ECI6)

Funders must:

PCDF1 | Incorporate specific NIA TNA NA NA NA TNA P37
professional development P3.9
requirements in relevant
funding calls, terms and
conditions, grant reporting,
and policies. This should
include researchers'
engagement in a minimum of
10 days' professional
development pro rata per
year, and evidence of
effective career development
planning

PCDF2 |Embed the Concordat N/A NIA NIA N/A N/A N/A New
Principles and researcher
development into research
assessment strategies and
processes

PCDF3 | Acknowledge thatalarge  |N/A [niA NIA N/A N/A [N New
proportion of the researchers
they fund will move on to
careers beyond academia,
and consider how they can
encourage and support this
within their remit

Manaaers of must:

PCDM1 | Engage in regular career Addressed in Action 1 in PCDI2; the proposed Career Development Review process will | Action 1 Jun 2023 |RDCSG See progress updates in PCDIZ ‘Action 1 - carried forward as a | No P23

Tude and guidance for Managers: i) A structured process for Career Development Reviews has been launched and is being monitored to define a baseline and reported on regularly. continuing action
with their researchers, ii) Resources to support Career Development Reviews including Development Needs Analysis, guidance for Reviewers and additional career progression support through coaching or mentoring have
including holding a career | Action 1: Implement a Career Development Review process for all Researchers, alongside [been putin place.
review at least [the of supporting practices, quidance and additional resources
annually (also PCDI2, PCDR3, PCDR4)

PCDM2 | Support researchers in Addressed in Ac(mn 1 in PCDI5; the proposed action will address Managers of Action 1 Mar 2023 |OSDU See progress updates in PCDI5 ‘Action 1 - carried forward as a | Yes, partly carried  |P3.4
exploring and preparing for a key in supporting towards a diversity of i) Online career management resources are in place for Researchers and Managers and are maintained regulart (ECOMW), continuing action rand expanded  |P3.8
diversity of careers, for careers: ii) Resources and training provision are made available to Researchers and Managers to support external collaborations and awareness of careers outside of academia through seminar series, peer- RDCSG from Action 5.2(d) on |P5.5
example, thmugh the use of Iearmng/netwarkmg oppor\unmes and expansion of the mentoring scheme D opportunities in
mentors and c Action 1: Enhance Training and Development provision and resources for roles inside and i) value of leaving academia to Managers of Researchers, e.g. as part of Manager training, have been investigated and specific actions and success relation to Knowledge
professionals, tralmng and |outside of academia measures defined based on this as. apprepnate Exchange
secondments (also E12, PCDI4, PCDI5, PCDMS, PCDR2, PCDR3, PCDR6)

PCDM3 | Allocate a minimum of 10 | Addressed in Action 1 in PCDI1; guidance and expectations for Managers of Researchers |Action 1: Jun2023 |OSDU (ECD), | See progress updates in PCDIT ‘Action 1 - ongoing priority: |No New
days pro rata, per year, for |to consider and support their Researchers' development time will be included in this i) A policy for Researcher development time has been developed, published and communicated. RKES (LV), will be continued through an
their researchers to engage  |proposed action: ii) A resource pack for Researcher and Manager respondents to understand the scope of available development activities and make effective use of their development time has been published online and RDCSG updated action
with professional communicated; it s also maintained regularly.
development, supporting | Action 1: Embed 10 days development time per year in addition to time for developing iii) Guidance and monitoring processes for Managers of toinclude : time into research costings are in place.
researchers to balance the |research identity and leadership skills within Institutional Policy and practice, alongside the [iv) Accountability and Development Review (ADR) processes and guidance for Researcher and Manager respondents have been reviewed and revised as appropriate.
delivery of their research and |development of supporting guidance and resources for Researchers and their Managers  |v) At least 60% of Researcher and Manager respondents feel wider contributions beyond research delivery are valued (based on the average of multiple CEDARS components relating to views on work
their own professional (also EM4, PCDI1, PCDR1) contributions), as returned in future CEDARS surveys.
development Vi) At least 50% of Researcher respondents indicate 10 days or more development time spent per year (pro rata) as returned in future CEDARS surveys (2021 national results: 15%).

vii) At least 60% of Manager of feel that their as staff managers are valued (based on the average of multiple CEDARS components relating to views on work
contributions as staff managers), as returned in future CEDARS surveys.

PCDMA4 | Identify opportunities, and | Addressed in Action 1 in PCDH; the proposed action will include a number of initialives to_| Action 1 Oct 2023 |OSDU See progress updates in PCDIA ‘Action 1 - ongoing priority. | Yes, partly carried |P3.6
allow time (in addition to the | support Researchers in developing their research identity and leadership skills; Managers  |i) Enhanced online resources and training provision on fellowship / grant writing is in place for Researchers and effectiveness as well as staff awareness are monitored (ECOMW), will be continued through an |over and expanded  |P3.9
10 days professional will be included as stakeholders in these activities wherever possible: ii) to enhance and of within fellowship / grant writing endeavours have been investigated and specific actions and success measures defined based on RKES (LV), updated action from Action 2.6(b) on |P5.5
development allowance), for this as appropriate. RDCSG funding & fellowship
their researchers to develop | Action 1: Enhance Training and Development provision and resources for roles inside and opportunities
their research identityand [outside of academia
broader leadership skills, and (also EI2, PCDI4, PCDI5, PCDRS)
provide appropriate credit
and recognition for their
endeavours

PCDMS5 | Engage in leadership and | Addressed in Actions 1 to 3in El4 as well as Action 1in PCDI5; the proposed actions will | Action 1 0ct 2023 |OSDU (ECD), |See progress updates in EM and PCDI5 ‘Action 1 - carried forward as a [No New

management training to support Managers of Researchers through training as well as guidance in relation to i) A review of uptake and engagemem with line and prc]ect managemem training among Managers of Researchers has been completed RDCSG (WJK) continuing action
enhance their personal professional development ii) Routes to deliver line and project beer and rel monitoring and reporting routes defined.
effectiveness, and to promote iii) A dedicated ‘manager' section it P incuction chackist has beon set upto mgnngm expeclalluns associated with managers, is being maintained and monitored with regard to use and Action 2 - carried forward as a
a positive attitude to Action 1: Identify mechanism(s) and implement mandatory training for all Managers of  [effectiveness. continuing action
to include line and project management as well as Research Culture and  [iv) Appropriate mechanisms to support senior staff members such as Heads of Departments / Schools have been identified and training / support provision put in place.
Researcher Career Development topics v) Additional mechanisms to champion and embed excellent people management have been considered and specific actions, monitoring processes and success measures defined based on this. Action 3 - no further action
(also ECI4, ECMA, EW, EI5, EM1, EM2, EM3, EM4) The action has been
Action 2 completed and all processes
Action 2: Implement research-focused induction activities for Managers of Researchers |vi) A review of current induction and probationary activities for Managers of Researchers has been completed and specific actions, monitoring processes and success measures defined based on this if |Jan 2023 [OSDU (ECD) tured into business as usual
(also ECM4, Eld, EI5, EM1, EM2, EM3, EM4) ppropriate.
vii) A dedicated induction process for academic staff / managers of researchers has been put in place and communicated, including an induction checkist and induction event Action 4 - carried forward as a
Action 3: Enhance peer-learning and networking activities for Managers of Researchers continuing action
(also ECM4, Eld, EI5, EM1, EM2, EM3, EM4) Action 3;
vil) Peer-leaming networks have been launched through the SPIRAL programme and are being monitored. Jun 2022 [0SDU
Action 4: Enhance Trammg and Development provision and resources for roles inside and (ECDMW)
outside of academi Action 4
(also E12, PCDM, PCDI5, PCDME, PCDR2, PCDRS, PCDRS) ix) Online career management resources are in place for Researchers and Managers and are maintained regularly. Mar 2023 |0SDU
x) Resources and training provision are made available to Researchers and Managers to support external collaborations and awareness of careers outside of academia through seminar series, peer- (ECDIMW),
|eammg/ne«workmg cppcr\unmes and expansion of the mentoring scheme. RDCSG
0 better the value of leaving academia to Managers of Researchers, e.g. as part of Manager training, have been investigated and specific actions and success
measures deﬁned Sased on his 6 appropriate.
must:

PCDR1 | Take ownership of their Addressed in Action 1 in PCDI1; the proposed action foresees to set up processes and __|Action 1: Jun2023 |OSDU (ECD), | See progress updates in PCDI ‘Action 1 - ongoing priority: |No P55
career, identifying olicies as well as guidance and resources to support Researchers to take ownership of  |i) A policy for Researcher development time has been developed, published and communicated RKES (LV), will be continued through an
opportunities to work towards | their professional development: i) A resource pack for Researcher and Manager respondents to understand the scope of available development activities and make effective use of their development time has been published online and RDCSG updated action
career goals, including communicated; it s also maintained regularly.
engaging in a minimum of 10 | Action 1: Embed 10 days development time per year in addition to time for developing iii) Guidance and monitoring processes for Managers of toinclude time into research costings are in place.
days professional research identity and leadership skills within Institutional Policy and practice, alongside the |iv) Accountability and Development Review (ADR) processes and guidance for Researcher and Manager respondents have been reviewed and revised as appropriate.

pro rata per of supporting guidance and resources for Researchers and their Managers  |v) At least 60% of Researcher and Manager respondents feel wider contributions beyond research delivery are valued (based on the average of multiple CEDARS components relating to views on work
year (also EM4, PCDI1, PCDM3) contributions), as returned in future CEDARS surveys.
Vi) At least 50% of Researcher respondents indicate 10 days o more development nme spenl per year (pro rata) as returned in future CEDARS surveys (2021 national results: 15%).
vii) At least 60% of Manager of feel that their taff managers are valued (based on the average of multiple CEDARS components relating to views on work
contributions as staff managers), as returned in future CEDARS surveys.

PCDR2 |Explore and prepare fora | Addressed in Action 1in PCDI5; a number of initiatives is foreseen to support Researchers | Action 1 Mar 2023 |OSDU See progress updates in PCDI5 ‘Action 1 - carried forward as a | Yes, parlly caried |P3.8
range of employment options in exploring a wide range of careers i) Online career management resources are i place for Researchers and Managers and are maintained regularl (ECDIMW), continuing action over and expanded
across different sectors, such ii) Resources and training provision are made available to Researchers and Managers to support exteral collaborations and awareness of careers outside of academia through seminar series, peer- RDCSG from Action 5.2(d) on
a5 by making use of mentors, | Action 1: Enhance Training and Development provision and resources for roles inside and learmng/newamng cppcnunmes and expansion of the mentoring scheme. CPD opportunities in
careers professionals, outside of academia the value of leaving academia to Managers of Researchers, e.g. as part of Manager training, have been investigated and specific actions and success relation to Knowledge
training and secondments | (also EI2, PCDM4, PCDIS, PCDM2, PCDMS, PCDR3, PCDR6) measures deﬁned based on this as appropriate. Exchange

PCDR3 | Maintain an up-to-date Addressed in Action 1 in PCDIZ, Action 1 in PCDI3 as well as Action 1in PCDI5; through | Action 1 Jun2023 |RDCSG See progress updates in PCDI2, PCDI3 and PCDI5 ‘Action 1 - carried forward as a | Yes, parlly carried  |P5.5
professional career the Career Development Review process, access (o Professional Careers Advice and i) A structured process for Career Development Reviews has been launched and is being monitored to define a baseline and reported on regularly. continuing action over and expanded
development plan and build a |exposure to a wide range of career opportunities foreseen through the proposed actions, i) Resources to support Career Development Reviews including Development Needs Analysis, guidance for Reviewers and additional career progression support through coaching or mentoring have from Action 5.2(d) on
portfolio of evidence Researchers will have the opportunity and support to work effectively on their pmlesslona/ been putin place. Action 2 - ongoing priority: | CPD opportunities in
demonstrating their and career development: will be continued through an |relation to Knowledge
experience, that can be used Action 2: Jun2023 [RDCSG updated action Exchange
to support job applications [ Action 1: Implement a Career Development Review process for all alongside i) have access to careers advice and researcher engagement is monitored to establish a baseline.

the development of supporting practices, guidance and additional resources. Action 3 - carried forward as a
(also PCDI2, PCDM1, PCDR4) Action 3: Mar 2023 |0SDU contining action

iv) Online career management resources are in place for Researchers and Managers and are maintained regularl (ECDMW),
Action 2: Provide access to Professional Careers Advice for all Researchers v) Resources and training provision are made available to Researchers and Managers to support external collaborations and awareness of careers outside of academia through seminar series, peer- RDCSG
(also PCDI3) Isarmng/networkmg opponunmes and expansion of the mentoring scheme

vi) the value of leaving academia to Managers of Researchers, e.g. as part of Manager training, have been investigated and specific actions and success
Action 3: Enhance Training and Development provision and resources for foles inside and | measures deﬁned based on this as. appropnale
outside of academia
(also EI2, PCDI4, PCDIS, PCDM2, PCDMS, PCDR2, PCDR6)
PCDR4 | Positively engage in career | Addressed in Action 1 in PCDIZ; in adition to Career Development Reviews themselves, _|Action 1 Jun 2023 |RDCSG See progress updates in PCDIZ ‘Action 1 - carried forward as a | No P3.10
development reviews with | guidance and resources will be provided to help Researchers and their Managers to better |i) A structured process for Career Development Reviews has been launched and is being monitored to define a baseline and reported on regularl continuing action
their managers understand and appreciate the process: ii) Resources to support Career Development Reviews including Development Needs Analysis, guidance for Reviewers and additional career progression support through coaching or mentoring have

been putin place.
Action 1: Implement a Career Development Review process for all Researchers, alongside
the development of supporting practices, guidance and additional resources.
(also PCDI2, PCDM1, PCDR3)

PCDRS5 | Seek out, and engage with, | Addressed in Action 1 in PCDH; through the proposed action a range of suitable activities | Action 1 0ct 2023 |OSDU See progress updates in PCDI4 ‘Action 1- ongoing priority: | Yes, partly caried |P5.5
opportuniies o develop thei |wil be added (0 the iready exising portolo of pportunites for Researchers to develop i) Enhanced online resources and training provision on ellowship / grant wriing i in place fo Researchers and effectiveness as well as staff awareness are monfored; (ECDMW), will be continued through an  [over and expanded
research identity and broader | their research identity and leaderships skills: within fellowship / grant writing endeavours have been investigated and specific actions and success measures defined based on RKES (LV), updated action from Action 2.6(b) on
leadership skills this as appropriate. RDCSG funding & fellowship

Action 1: Enhance Training and Development provision and resources for roles inside and opportunities
outside of academia
(also EI2, PCDM4, PCDIS, PCDM4)
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research system through, for
example, knowledge
exchange, policy
development, public.
engagement and
.commercialisation

| Action 1: Enhance Training and Development provision and resources for roles inside and
outside of academia
(also EI2, PCD4, PCDI5, PCDM2, PCDMS, PCDR2, PCDR3)

leaming/networking opportunities and expansion of the mentoring scheme.
i hes to better the value of leaving academia to Managers of Researchers, e.g. as part of Manager training, have been investigated and specific actions and success
measures defined based on this as appropriate.

from Action 5.2(d) on
CPD opportunities in
relation to Knowledge
Exchange

PCDR6 | Consider opportunities to | Addressed in Action 1 in PCDIS; through the proposed action a range of suitable activities | Action 1: Mar 2023 [OSDU See progress updates in PCDIS Action 1 - carried forward as a | Yes, partly carried | P5.2
levelop their awareness and |will be added to the already existing portfolio of opportunities for Researchers to develop |i) Online career management resources are in place for Researchers and Managers and are maintained regularly. (ECD/MW), continuing action over and expanded
experience of the wider their awareness and experience of the wider research system: ii) Resources and training provision are made available to Researchers and Managers to support extenal collaborations and awareness of careers outside of academia through seminar series, peer- RDCSG

of Acronyms

[Acronvm Full name

ADR ity & D: Review annual aporaisal process)
E&D Team Eauality and Diversity Team

EDSI Eaualitv. Diversitv and Inclusion

Hass Faculty of Humanities and Social Sciences

HR Human Resources

KE Knowledae Exchanae

OSHAW Oraanisational Safetv. Health and Wellbeina

0spy Oraanisational and Staff Development Unit

RDCSC Research Development & Culture Sub-Commitiee

RDCSG Researcher Development Concordat Steerina Group
Report&Suooort Team manaaina the Report & Suooort Online Tool

RKE! Research and Knowledae Exchanae Services

sBS Strathclvde Business School

SHaws Safetv. Health and Wellbeina & Security (formerly OSHAW)
ECD Dr Emma Compton-Daw

Gs Gordon Scott

HY Dr Helen Youna

™ lan MeLellan
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* The Concordat defines researchers as individuals whose primary responsibility is to conduct research and who are employed specifically for this purpose by a higher education institution or research institute. The primary audience is research staff, e.g. postdoctoral researchers, research fellows, research assistants. The Concordat encourages institutions to include other groups who actively engage in research as beneficiaries of their Concordat action plan. These could be postgraduate researchers; staff on teaching and research, or teaching contracts; clinicians; professional suport staf; technicians.




