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CONCORDAT IMPLEMENTATION:   

HR EXCELLENCE IN RESEARCH AWARD TWO YEAR INTERNAL REVIEW  

UPDATED ACTION PLAN - SEPTEMBER 2012  

 

 
 

 
Recruitment & Selection and Recognition & Value (Concordat Principles 1 & 2) 
1. Recognition of the importance of recruiting, selecting and retaining researchers with the highest 

potential to achieve excellence in research. 

2. Researchers are recognised and valued by their employing organisation as an essential part of their 
organisation’s human resources and a key component of their overall strategy to develop and deliver 
world-class research. 

2010 Actions 2012 Progress 

Work with SCCRA (Standing Consultative 
Committee on Redundancy Avoidance), 
initially focussing on redeployment 
practice and process, aiming to better 
support all staff within the University, 
including research staff, who are at risk of 
redundancy, to be better able to access 
continued employment within the 
University, if suitable vacancies are 
available.  
Lead: HR Policy Team 
 
 

Completed and Continuing: 
New Redeployment Guidance for Recruiters was put in 
place in February 2010 along with new processes, including 
a Talent Register, to support redeployment of staff who 
would otherwise be at risk of redundancy - including 
research staff coming to the end of research 
contracts/projects.  These support processes help avoid 
redundancies and retain experienced employees whose 
skills continue to be of value to the University.  

A project is underway to review the redundancy consultation 
and redeployment processes with a view to further 
enhancing effectiveness and the support for staff at risk - 
including using the new eRecruitment system to best 
advantage.   

A new recruitment website landing page has been 
developed (as part of the eRecruitment project) and will be 
launched in October 2012 which provides more detailed and 
fuller information on job opportunities at the University of 
Edinburgh. The enhanced applicant experience will benefit 
research staff applying for posts, particularly through the 
improved job search facility and access to information.  

The University’s policies on IPR, research 
contracts and the Code of Good Practice 
in Research are also currently being 
revised, during 2010, to bring our practice 
in this area more up to date.   
Lead: HR and ERI 

Part Completed and Continuing: 
The University had now replaced its Code of Good Practice 
in Research with the UKRIO Code:  
http://www.ed.ac.uk/schools-departments/institute-
academic-development/research-roles/research-only-
staff/advice/codes/research-code 
The updating of the IP policy is almost complete. 

College HR advisors offer meetings to all 
staff at risk of redundancy, irrespective of 
their contract type, to discuss future 
options, and support available. We will 
continue to work with research staff and 
grant holders as part of this process.        
Lead: College HR Teams 

Continuing 
This is an on-going and important part of the support 
process for staff at risk of redundancy.  

In addition to the confidential one-to-one career 
development consultations (CDC) that are made available 
at any time to all research staff by IAD, a new range of 
workshops has been put in place by HR to support staff at 
risk of redundancy: 
 

http://www.ed.ac.uk/schools-departments/institute-academic-development/research-roles/research-only-staff/advice/codes/research-code
http://www.ed.ac.uk/schools-departments/institute-academic-development/research-roles/research-only-staff/advice/codes/research-code
http://www.ed.ac.uk/schools-departments/institute-academic-development/research-roles/research-only-staff/advice/codes/research-code
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http://www.ed.ac.uk/schools-departments/human-
resources/learning-development/dev-opportunities/transition 

The University is currently seeking to 
repeal and replace the Commissioners 
Ordinance (statute relating to the 
employment of academic staff). This will 
enable a number of the University’s 
employment policies to be rewritten and 
modernised, to be simpler to operate. This 
should have a beneficial impact on all staff 
groups, including researchers. Updating 
these policies is a major future priority for 
the HR function.    
Lead: Corporate HR Team 

Completed  
The Commissioners’ Ordinance was repealed and replaced 
by Ordinance 208 in August 2010. 

A new, substantially modernised set of employment policies 
were developed in partnership with trade unions and other 
stakeholders and implemented in April 2011.  These 
included a Redundancy Avoidance Policy and policies on 
Discipline, Grievance and Capability. 
http://www.docs.csg.ed.ac.uk/HumanResources/Policies/Re
dundancy_Avoidance_Policy(from_1st_April_2011).pdf 
 
http://www.ed.ac.uk/schools-departments/human-
resources/policies-guidance/discipline-grievance 

To support the implementation of our 
Code of Practice for the Management of 
Research Staff in Schools and Research 
Institutes/ Centres, we will create a ‘good 
practice’ document summarising 
examples of practice in various units, thus 
helping other units develop their own 
practice.  
Lead: IAD  

Completed and Continuing 
This document was generated and made available online in 
December 2010:  
http://www.docs.hss.ed.ac.uk/iad/Researchers/Research_st
aff/Examples_of_Practice_Update_Oct10.pdf  
This document was last updated September 2011 and a 
further update is planned in 2012-13. 

A review and updating of the examples of implementation 
was undertaken by a Senate Researcher Experience 
Committee Task Group on Concordat Implementation.  REC 
has agreed to oversee an annual updating of this document 
by College Deans of Research Training. 

The University has stated a commitment 
to embedding Performance and 
Development Review meetings for all 
staff. Combined with messages contained 
in our own Code of Practice for the 
Management of Research Staff, we aim 
that this will increase the occurrence of 
annual review meetings for both 
researchers and research 
managers/leaders, thus supporting and 
recognising their achievements. 
Lead: College HR Teams 

Continuing 
The University took part in the Careers in Research Online 
Survey (CROS) in spring 2011, and data from that survey 
compares very favourably to 2009 data on the occurrence of 
annual review/appraisal – with 53% of researchers reporting 
participation in appraisal in 2011, compared to 29% in 2009.  
[CROS 2011 national figure of 55% of researchers having 
an appraisal]. 

The University also surveyed PIs and research leaders in 
2011 via the Principal Investigators and Research Leaders 
survey (PIRLS), and found that 73.4% of Edinburgh 
respondents have had an appraisal in the last 2 years.  In 
2009 76% of respondents had taken part in appraisal.   

The University agreed a new Annual Review Policy 
Statement in November 2011, which establishes the 
expectation that all staff will have a meeting every year to 
review their development and performance and set 
objectives and identify development needs for the future.   

An e-learning module on Annual Review is under 
development for roll-out autumn 2012. 

Updated Actions 2012 
Build recognition of the importance of researchers, as set out in the Concordat principles, into the new 
University People Strategy being developed by Jul 2013.  Lead:  UHRS. 

Complete the review of redundancy consultation and redeployment processes and implement changes 
by April 2013.  Lead:  UHRS  

http://www.ed.ac.uk/schools-departments/human-resources/learning-development/dev-opportunities/transition
http://www.ed.ac.uk/schools-departments/human-resources/learning-development/dev-opportunities/transition
http://www.docs.csg.ed.ac.uk/HumanResources/Policies/Redundancy_Avoidance_Policy(from_1st_April_2011).pdf
http://www.docs.csg.ed.ac.uk/HumanResources/Policies/Redundancy_Avoidance_Policy(from_1st_April_2011).pdf
http://www.ed.ac.uk/schools-departments/human-resources/policies-guidance/discipline-grievance
http://www.ed.ac.uk/schools-departments/human-resources/policies-guidance/discipline-grievance
http://www.docs.hss.ed.ac.uk/iad/Researchers/Research_staff/Examples_of_Practice_Update_Oct10.pdf
http://www.docs.hss.ed.ac.uk/iad/Researchers/Research_staff/Examples_of_Practice_Update_Oct10.pdf
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A new e-learning module on Recruitment, Selection and the Law will be available and promoted to all 
research managers and leaders in autumn 2012 and is part of developing knowledge and understanding 
of the value and importance of recruitment, and of good recruitment practice.  Lead:  UHRS 

Establish a dedicated Relocation Support Service by July 2014 to provide assistance to new members of 
staff, including research staff and their families when relocating to Edinburgh to make the transition and 
settlement easier. Lead: UHRS  

Undertake a review of our Advertising strategy by December 2013, to include harnessing Euraxess 
Advertising routes more effectively for recruiting researchers.  Review how our HR Excellence in 
Research Award is promoted during the recruitment process.  Lead:  UHRS 

Review and update of the examples of implementation of the University Code of Practice for the 
Management of Research Staff, working with REC in academic year 2012-13.  Lead: IAD 

The Code of Practice’s provisions on staff reviews will be updated by Jan 2013 to reflect recent 
developments in University policy and systems.  Lead:  UHRS 

Achievement of Annual Reviews is a University KPI in the 2012-16 Strategic Plan and will be monitored 
annually.  Lead:  UHRS + College HR teams 

Complete the development of the e-learning modules on Annual Review, and make it available to enable 
all staff – including research managers and research staff - to update skills and knowledge in these areas 
in a flexible and proactive way, by December 2012.  Lead: UHRS. 

A new e-learning module on Annual Review will be available to all research staff and research managers 
by the end of 2012 to update skills and knowledge in a flexible and proactive way.  Lead: UHRS 
The University will participate in CROS 2013 and PIRLS 2013 (dates to be advised). Lead: IAD 
 
Support and Career Development  (Concordat Principles 3 & 4) 
3. Researchers are equipped and supported to be adaptable and flexible in an increasingly diverse, 

mobile, global research environment. 

4. The importance of researchers’ personal and career development, and lifelong learning, is clearly 
recognised and promoted at all stages of their career. 

2010 Actions 2012 Progress 
The Researcher Development team is 
working with recent and emerging 
frameworks and policies, including the 
Vitae Researcher Development 
Framework (RDF), League of European 
Research Universities (LERU) HR 
strategy and academic career paths 
frameworks, the European Commission 
Charter for Researchers and Code of 
Conduct for the Recruitment of 
Researchers, to see how the University 
can use, and/or ensure our practice is 
consistent with, these external drivers of 
good practice.    
Lead: IAD  

Completed and under review 
The University was awarded the 'HR Excellence in 
Research Award’ by the European Commission in 
September 2010 for having made significant progress in 
implementing the European Charter for Researchers and 
Code of Conduct for the Recruitment of Researchers: 
http://www.ed.ac.uk/schools-departments/institute-
academic-development/research-roles/research-only-
staff/advice/concordat/hr-award 

The new Researcher Development webpages within the 
Institute for Academic Development (IAD) website now 
reference the development and language of the RDF: 
http://www.ed.ac.uk/iad/researchers 

All the training courses available to research staff and 
students have been mapped against the RDF and the RDF 
is clearly signposted on the course descriptions: 
http://www.ed.ac.uk/schools-departments/institute-
academic-development/research-roles/research-only-
staff/courses/course-list 

The University has signed up to the LERU Model Code of 
Practice for Research Employment. 
 

http://www.ed.ac.uk/schools-departments/institute-academic-development/research-roles/research-only-staff/advice/concordat/hr-award
http://www.ed.ac.uk/schools-departments/institute-academic-development/research-roles/research-only-staff/advice/concordat/hr-award
http://www.ed.ac.uk/schools-departments/institute-academic-development/research-roles/research-only-staff/advice/concordat/hr-award
http://www.ed.ac.uk/iad/researchers
http://www.ed.ac.uk/schools-departments/institute-academic-development/research-roles/research-only-staff/courses/course-list
http://www.ed.ac.uk/schools-departments/institute-academic-development/research-roles/research-only-staff/courses/course-list
http://www.ed.ac.uk/schools-departments/institute-academic-development/research-roles/research-only-staff/courses/course-list
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This policy work is undertaken in tandem 
with ensuring the ‘day to day’ practical 
work of offering tailored training and 
career development to support 
researchers is maintained. A current 
priority is to ensure that this day to day 
support is still available in a ‘post Roberts 
funding’ landscape; once RCUK have 
made their funding position clear on this 
issue, we will work with internal and 
external stakeholders to see how we can 
best make this happen post academic 
year 2011/12.   
Lead: IAD  

Completed and Continuing 
The establishment of the Institute for Academic 
Development has secured funding for researcher 
development activity and highlighted this as a core element 
of support for University staff: 
http://www.ed.ac.uk/iad 
There is an agreed strategy and mechanisms in place 
relating to the future funding of researcher development 
activity, from PhD fees and research staff grants.  This will 
continue to be monitored and reviewed by the Director of 
IAD and the IAD Advisory Group. 

We are looking at how we signpost 
support and provide guidance materials to 
research managers/leaders; we aim to 
develop better web based resources to 
support research managers own 
development, and encourage research 
managers to access appropriate 
management and leadership development 
and training currently available in the 
University.   
Lead: IAD 

Continuing 
Webpages are in place on the IAD website to support PIs 
and supervisors:  
http://www.ed.ac.uk/schools-departments/institute-
academic-development/research-roles/research-managers 

These pages will be further developed to meet the needs of 
research leaders. 
IAD piloted a 4-day Research Leader Programme in 
Biological Sciences which was very successful.   This has 
now been repeated in that School and in two others, and 
plans are in place for several more events as other Schools 
request the Programme. 
A Task Group of the Senate Researcher Experience 
Committee (REC) focusing on PI support and development 
operated and reported in 2011.  Their recommendations 
included the provision of improved web-based support and 
information, specific induction support for new PIs, improved 
targeting of training and development opportunities and 
mentoring support for new PIs. 
There continues to be a wide range of leadership and 
management development offered to academic staff by 
UHRS - all available to (and accessed by) research 
managers/leaders. 
A workshop on “Developing an Understanding of Equality, 
Diversity and Internationalisation” has been developed 
particularly to enhance awareness of the diverse, global 
academic environment and is now part of the University’s 
Learning and Development programme.  

We aim to collate ‘career path’ case 
studies internally to use with researchers 
(staff and students), to support 
researchers, particularly at critical career 
decision making stages.   
 Lead: IAD  

Continuing 
The University Careers Service is developing a bank of 
case studies from PhD alumni, many of whom have done 
post-docs and are now in academic careers as well as other 
career areas:   
http://www.ed.ac.uk/schools-
departments/careers/postgrad/phd/options/case-
studies/overview  

These will continue to be added to and developed. 
Meanwhile, the University’s new Chancellor’s Fellowship 
holders have been surveyed about their career histories and 
a collection of their career stories is planned. 

 

http://www.ed.ac.uk/iad
http://www.ed.ac.uk/schools-departments/institute-academic-development/research-roles/research-managers
http://www.ed.ac.uk/schools-departments/institute-academic-development/research-roles/research-managers
http://www.ed.ac.uk/schools-departments/careers/postgrad/phd/options/case-studies/overview
http://www.ed.ac.uk/schools-departments/careers/postgrad/phd/options/case-studies/overview
http://www.ed.ac.uk/schools-departments/careers/postgrad/phd/options/case-studies/overview
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We are developing a web based portal - 
MyCareer - to help researchers capture 
many aspects of their work and career 
achievements, to help support review 
meeting discussions, CV building, and 
other such activities.     
Lead: IAD  

Completed and Continuing 
MyCareer was launched in September 2010:   
http://www.ed.ac.uk/schools-departments/institute-
academic-development/research-roles/research-only-
staff/career-management/my-career 

By end 2011 there were just under 400 users. 
A review of the structure of the MyCareer database is being 
considered in the light of the Vitae RDF planner. 

Updated Actions 2012 
Continue to make linkages between RDF and our researcher development provision throughout 2012-13 
including its visual representation on the IAD website.  Lead: IAD 

Await further Vitae RDF developments and resources including the RDF planner (already piloted by 
Edinburgh).  Uptake of the RDF planner will be considered by REC before May 2013, reviewed against 
strategic priorities and our existing MyCareer web-based resource currently used by research staff. 
Lead: IAD 

During 2012 the University has made a major investment in the future of its academic staff with the 
appointment of 100 prestigious Fellowships across all disciplines. These 5-year Chancellor’s Fellowships 
are intended to support outstanding candidates at the start of their independent academic career, with an 
expectation of progressing to open-ended academic roles with the University. 

IAD, in consultation with UHRS, Colleges and Schools, is designing, developing, implementing and 
reviewing a structured suite of induction, orientation and professional development for Chancellor's 
Fellows throughout 2013. This will be linked to the University's probation and annual review and 
promotion processes and reviewed by Dec 2013. 

Lead:  IAD with Chancellor’s Fellows Project Group and Chancellor’s Fellows Advisory Group. 
The knowledge gained from this project will inform the development of a more integrated induction, 
orientation and professional development provision for all academic staff within the University.  There will 
be a review of the Chancellor’s Fellowships framework to inform the implementation of best practice for 
research staff (and other academic staff) as appropriate by academic year 2013-14. 

Lead:  Chancellor’s Fellows Project Group in consultation with Chancellor’s Fellows Advisory 
Group 
Continue to monitor effectiveness of internal funding mechanism to support researcher development 
activities annually. 

Lead:  Director of IAD + IAD Advisory Group 
The recommendations from the REC Task Group on Research Staff Management and PI Support will be 
progressed during 2012-13 and 2013-14 by IAD in collaboration with REC.  This will include on-going 
development of the extensive web pages for research leaders, and the rolling-out of the 4-day Research 
Leader Programme more widely to Schools and Colleges by July 2013.  This Programme and the new 
certificate modules (described in next paragraph) are helping in raising awareness amongst new 
academic staff of the responsibilities they have in supporting researcher careers, and promoting the 
culture of shared responsibility amongst research staff and PIs.  Lead:  IAD + REC 

IAD introduced two new modules in the University’s Postgraduate Certificate in Academic Practice in 
spring 2012.  These modules focus on the research role of academics - ‘Building a Research Profile’ and 
‘Research Leadership & Management’.  These modules will continue to be developed as part of the 
certificate throughout 2013.  Lead: IAD 

UHRS are developing a leadership and management development roadmap by July 2012.  It will 
signpost the most appropriate and available development options at each stage of a management career 
path – including research management - aligned to descriptions of the knowledge, skills and experience 
required in the University. This will support and encourage reflection on individuals’ present and future 
development needs and will support performance discussions.  Lead:  UHRS 
 

http://www.ed.ac.uk/schools-departments/institute-academic-development/research-roles/research-only-staff/career-management/my-career
http://www.ed.ac.uk/schools-departments/institute-academic-development/research-roles/research-only-staff/career-management/my-career
http://www.ed.ac.uk/schools-departments/institute-academic-development/research-roles/research-only-staff/career-management/my-career
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Researchers’ Responsibilities (Concordat Principle 5) 
5. Individual researchers share the responsibility for and need to pro-actively engage in their own 

personal and career development, and lifelong learning. 

2010 Actions 2012 Progress 
The University has a Code of Good 
Practice in Research in place, though is 
currently aiming to replace it this 
academic year with the University 
planning on adopting the UK Research 
Integrity Office Code of Practice for 
Research.  
Lead: ERI 

Completed 
The University had now replaced its Code of Good Practice 
in Research with the UKRIO Code:  
http://www.ed.ac.uk/schools-departments/institute-
academic-development/research-roles/research-only-
staff/advice/codes/research-code  

We are developing a web based portal - 
MyCareer - to help researchers capture 
many aspects of their work and career 
achievements, to help support review 
meeting discussions, CV building, 
research grant applications, and other 
such activities.   
Lead: IAD  

Completed and Continuing 
MyCareer was launched in September 2010:   
http://www.ed.ac.uk/schools-departments/institute-
academic-development/research-roles/research-only-
staff/career-management/my-career 
A review of the structure of the MyCareer database is under 
way in the light of the Vitae RDF developments. 

Updated Actions 2012 
Publicise Learning and Development opportunities, offered by UHRS, to research staff, including the new 
e-learning courses, by December 2012 and on-going.  Lead:  UHRS 
MyCareer engagement and uptake will continue to be monitored.  Questions have been raised about the 
portability of such a career planning tool and this will be reviewed by July 2013.  MyCareer functionality 
will also be reviewed in the light of the RDF resources being developed during 2012-13 by Vitae.  Lead:  
IAD 

The University’s Researcher-Led Fund Initiative, established in 2009, and managed by IAD, continues to 
encourage and support researchers in devising, organising and providing local training and development 
activities with a career development focus.  Many successful projects have been supported with a 
number developing into self-sustaining enterprises.  IAD will continue to promote this initiative for 
researchers taking responsibility for their development.  Lead: IAD 

IAD through its Research Staff Newsletter published typically 3 times a year and sent to all research staff 
and PIs has communicated various updates on developments in the support of Concordat 
implementation at Edinburgh.  Actions in the original action plan, such as the MyCareer developments, 
the use of the RDF and work with research staff societies will continue to be reported on, as will new 
initiatives and developments.  Lead: IAD 

IAD will continue to use its successful Researcher Development Twitter account, begun in 2011, to keep 
in touch with research staff and inform them of new activities, workshops, initiatives, etc.  Lead: IAD 

IAD continues to offer support and advice to the Universities Research Staff Societies, promoting and 
inputting to their events and activities and organising networking and collaborations between them.  This 
will continue and further opportunities for developments sought.  Lead: IAD 

Further opportunities and avenues for informing research staff about the developments and activities 
under way in support of Concordat implementation, including seeking the views of research staff on 
these developments will be sought.  Lead: IAD, REC, College Research Training Committees, UHRS, 
+ College HR 
 
 
 
 

http://www.ed.ac.uk/schools-departments/institute-academic-development/research-roles/research-only-staff/advice/codes/research-code
http://www.ed.ac.uk/schools-departments/institute-academic-development/research-roles/research-only-staff/advice/codes/research-code
http://www.ed.ac.uk/schools-departments/institute-academic-development/research-roles/research-only-staff/advice/codes/research-code
http://www.ed.ac.uk/schools-departments/institute-academic-development/research-roles/research-only-staff/career-management/my-career
http://www.ed.ac.uk/schools-departments/institute-academic-development/research-roles/research-only-staff/career-management/my-career
http://www.ed.ac.uk/schools-departments/institute-academic-development/research-roles/research-only-staff/career-management/my-career
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Equality and Diversity (Concordat Principle 6) 
6. Diversity and equality must be promoted in all aspects of the recruitment and career management of 

researchers. 

2010 Actions 2012 Progress 
The University has done substantial work 
in recent months in developing its 
information, advice and guidance on 
Equality and Diversity issues, including 
launching a new website. Developing this  

work further, through implementing an 
online staff development package, and 
producing a new E&D strategy is a current 
priority of the University’s E&D team. 

Lead: HR E&D Team 

Completed and Continuing 
New website now online providing a wealth of information in 
a dedicated web space accessible to all staff:    
http://www.ed.ac.uk/schools-departments/equality-diversity 

These new webpages also host e-learning modules on 
equality and diversity and Equality Impact Assessment:  
http://www.ed.ac.uk/schools-departments/equality-
diversity/training-resources/e-diversity-training 

The University developed and agreed a new Equality and 
Diversity Strategy covering staff and students, incorporating 
a new, integrated Action Plan, in November 2011:  
http://www.ed.ac.uk/schools-departments/equality-
diversity/about/strategy-action-plan 

The University was one of the first to sign up to the Athena 
SWAN charter, signalling our commitment to the 
advancement of the careers of women in science, 
engineering, technology and mathematics in higher 
education and research.   

In 2006, the University achieved an Athena SWAN Bronze 
award and the School of Chemistry achieved a Silver 
award, both of which were successfully renewed in 2009.  
Since then, the University has established a local Athena 
SWAN network and further awards have been achieved:  
Silver Award for the School of Biomedical Sciences in 2010; 
Bronze Award for the Roslin Institute in 2011 and a Gold 
Award for the School of Chemistry in 2012.  In addition, the 
School of Physics obtained a Juno Practitioner Award in 
2010 under the Institute of Physics’ comparable Project 
Juno scheme. 

There has been a Research Staff Mentoring Programme 
running at the University for many years and within that 
support is available specifically for female researchers if 
required.  In 2012, a specific project is underway to 
establish a mentoring pilot, including two academic areas.  
This seeks to address key strategic issues within the 
University including the career progression of female 
academics, supporting international staff, and leadership 
and management.   

Updated Actions 2012 
Make full use of Vitae ‘Every Researcher Counts’ equality and diversity materials - providing web links 
and using case study materials in workshops and seminars where suitable. Lead: IAD + UHRS 
Increase the number of schools achieving Athena SWAN (or equivalent) awards for the promotion of 
women’s careers in science, engineering and technology, with the involvement of researchers, by July 
2014 (part of the University Strategic Plan target of an institution silver award by 2016) 

Lead: UHRS + College HR teams + School teams 
Review the LERU paper “Women, research and universities: excellence without gender bias (July 2012) 
to identify relevant action for the University by April 2013.  Lead: UHRS 

http://www.ed.ac.uk/schools-departments/equality-diversity
http://www.ed.ac.uk/schools-departments/equality-diversity/training-resources/e-diversity-training
http://www.ed.ac.uk/schools-departments/equality-diversity/training-resources/e-diversity-training
http://www.ed.ac.uk/schools-departments/equality-diversity/about/strategy-action-plan
http://www.ed.ac.uk/schools-departments/equality-diversity/about/strategy-action-plan
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Promote learning opportunities in relation to equality (including e-learning modules and workshops) to 
researchers and research leaders, throughout 2012-13 and beyond.  Lead: UHRS   

Establish a new mentoring pilot and develop framework and programme between October 2012 and April 
2013.  Conduct initial evaluation and plan expansion of the scheme thereafter.  
Lead: UHRS 

The Research Staff Mentoring Programme will be kept under review, especially in the light of the UHRS 
developments, the support in place for Chancellor’s Fellowship holders and the Athena Swan activities.  
Lead: IAD 
 
Monitoring Progress (Concordat Principle 7) 
7. The sector and all stakeholders will undertake regular and collective review of their progress in 

strengthening the attractiveness and sustainability of research careers in the UK. 

2010 Actions 2012 Progress 
The University conducted an initial gap 
analysis through an internal HR working 
group; this group will continue to meet to 
follow progress and support 
developments.  
Lead: HR 

Continuing 
The IAD and HR meet quarterly to monitor progress of the 
researcher development and leadership development 
agenda, including the monitoring of the Concordat Action 
Plan. 

Updates will be provided to relevant 
committees to ensure senior management 
have the opportunity to monitor how 
various strands of work are progressing.  
Lead: IAD + HR 
 

Continuing 
Regular updates are made to the Senate Researcher 
Experience Committee and then onwards to the University 
Central Management Group as appropriate. 

Work also progressing through REC Task Groups 

The University’s annual Equality and Diversity Monitoring 
and Research Committee (EDMARC) report provides 
extensive analysis of the staff (and student) populations in 
relation to equality measures.  This report distinguishes 
research staff in recognition of the distinctiveness and 
importance of this group.   
http://www.ed.ac.uk/schools-departments/equality-
diversity/monitoring-statistics/edmarc 

The University has run the Careers in 
Research Online Survey (CROS) 3 times, 
and will continue to use it in future to 
assess researchers’ experience of 
working in the University. We carry out an 
internal online Researcher Development 
Programme End of Year survey to gauge 
further feedback from research staff.   
Lead: IAD  

Continuing 
The University participated in CROS 2011, with a response 
rate of 24%.  The data, including comparisons to earlier 
CROS data, is being used to inform committees and 
decision-making in relation to researcher development.  

The Researcher Development End of Year survey ran in 
spring 2012. 

We intend to take part in the proposed 
2011 running of PIRLS, having taken part 
in the 2005 pilot (originally called the 
CROS Research Leaders survey). 
Lead: IAD 

Completed and Continuing 
The University participated in PIRLS 2011, with a response 
rate of 25% (national participation rate 19%).  The 
information gathered has been reported to REC, and 
informed the work of the REC Task Group looking at 
enhancement of support mechanisms for PIs.   

Updated Actions 2012 
IAD and UHRS will continue to meet regularly.  Lead: IAD + UHRS 

IAD will continue to provide updates and monitoring information to appropriate University of Edinburgh 
strategic committees, e.g. REC.  It will also contribute to the work of Task Groups in support of  

http://www.vitae.ac.uk/policy-practice/512221/The-Concordat-implementation-and-review-.html
http://www.ed.ac.uk/schools-departments/equality-diversity/monitoring-statistics/edmarc
http://www.ed.ac.uk/schools-departments/equality-diversity/monitoring-statistics/edmarc
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researcher development.  Lead: IAD 

Develop the monitoring of Annual Review to provide analysis on implementation for research staff, 
including reference to equality characteristics.  Lead:  UHRS  
The University will run CROS and PIRLS in 2013 and continue to use data to monitor progress and 
improve researcher experience.  Lead: IAD 

It is planned to run the Researcher Development End of Year survey in alternate years to CROS.  
Lead: IAD 
 
Broad Success Indicators 
Our success will be measured in terms of timely achievement of the actions set out in the Action Plan– 
many of which include specific deliverables.  In addition, our success measures include the following: 

• Evidence of progress or improvement in our CROS and PIRLS data when benchmarked against 
previous years 

• Increase take-up of appraisal/annual review 
• The further embedding of the RDF in our courses and workshops 
• The extent of the roll-out of our PI development programme 
• The roll-out of the Chancellor’s Fellows development support to wider groups 
• Applications to the Researcher-led Fund 
• A review of the RDF planner and decision on implementation 
• The achievement of Athena Swan Awards. 

 
Key: 
CROS Career in Research Online Survey 

ERI Edinburgh Research and Innovation 

IAD Institute for Academic Development 

PIRLS Principal Investigators and Research Leaders Survey 

RDF Researcher Development Framework 

REC Senate Researcher Experience Committee 

UHRS University Human Resource Services (formerly Corporate HR) 
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