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The internal evaluation of the University of Bedfordshire’s Concordat Implementation Action Plan (2013-2017) was conducted, in May 2015, by the Director of 
Research Development and included input from Human Resources, Innovation & Enterprise, the Research Graduate School, the Centre for Learning 
Excellence and the Research Institutes. The internal evaluation is reported to the Research and Enterprise Committee, which in turn reports to the Academic 
Board. 
 
This document sets out the Action Plan going forward, following the internal evaluation.  In each section the Concordat expectations are stated, followed by a 
table of items for on-



Abbreviations 
 
CLE   Centre for Learning Excellence 
CPCD    Centre for Personal & Career Development 
DORI  Director of Research Institute 
E&D    Equality and Diversity 
HR   Human Recourses 
I&E  Innovation & Enterprise Service 
MARC  Marketing, Admissions, Recruitment and Communictions 
ODTU   Organisational Development and Training Unit 
PI   Principal Investigator 
RDC  Research Degrees Committee 
R&EC  Research and Enterprise Committee 
RGS   Research Graduate School 
RI   Research Institute 
RO   Research Office 
UREC  University Research Ethics Committee 
VC  Vice Chancellor 
VCEG  Vice Chancellor’s Executive Group 
 
 
 
 
 Items that are predominantly on-going monitoring 
 
 Items that are predominantly new actions with subsequent monitoring implications  



A.  Recruitment and Selection 
 
Principle 1 - Recognition of the importance of recruiting, selecting and retaining researchers with the highest potential to achieve excellence in 
research 
 
1.1 All members of the UK research community should understand that researchers are chosen primarily for their ability to advance research at an 

institution. 
1.2 



B.  Recognition and Value 
 
Principle 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 
 
2.1 Employers are encouraged to value and afford equal treatment to all researchers, regardless of whether they are employed on a fixed-term or similar 

contract. In particular, employers should ensure that the development of researchers is not undermined by instability of employment contracts. This 
approach should be embedded throughout all departmental structures and systems. 

2.2 Commitment by everyone involved to improving the stability of employment conditions for researchers and implementing and abiding by the principles 
and terms laid down in the Fixed Term Employees (Prevention of Less Favourable Treatment) Regulations (2002) and Joint Negotiating Committee for 
Higher Education Staff (JNCHES) guidance on the use of fixed-term contracts will provide benefits for researchers, research managers, and their 
organisation. 

2.3 Research management should be required to participate in active performance management, including career development guidance, and supervision 
of those who work in their teams. Employers should ensure that research managers are made aware of, and understand their responsibilities for the 
management of researchers and should provide training opportunities, including equality and diversity training, to support research managers in doing 
this. Institutions will wish to consider how research managers’ performance in these areas is developed, assessed and rewarde



C.  Support and Career Development 
 
Principle 3 - Researchers are equipped and supported to be adaptable and flexible in an increasingly diverse, mobile, global research environment 
 

3.1 It is recognised that positions of permanent employment are limited in the UK research and academic communities and that not all researchers will be 
able to obtain such a position. It is, therefore, imperative that researcher positions in the UK are attractive in themselves (and not, for example, solely 
as potential stepping stones to permanent academic positions). This requires that they provide career development which is comparable to, and 
competitive with, other employment sectors. 

3.2 A wide variety of career paths is open to researchers, and the ability to move between different paths is key to a successful career. It is recognised that 
this mobility brings great benefit to the UK economy and organisations will, therefore, wish to be confident that their culture supports a broad-minded 
approach to researcher careers and that all career paths are valued equally. 

3.3 Employers, funders and researchers recognise that researchers need to develop transferable skills, delivered through embedded training, in order to 
stay competitive in both internal and external job markets. Therefore, as well as the necessary training and appropriate skills, competencies and 



Ongoing Monitoring and New Actions  Lead 
(c)  Map the RDF against: 

• current HR policies and guidelines 
• University-wide CPD provision. 

 • HR 
• HR, I&E, 

RGS, MARC 
(d)  As stated above, the University strategy is to ensure that all academic staff have at least five days’ CPD per annum, which is 

underpinned by the Organisation and People Development Strategy. 
 
We continue to acknowledge through analysis of staff review personal development plans, that many developments activated 
involve CPD such as attendance at conferences, which is additional to the formal development opportunities provided by the 
University through HR, CLE, I&E, RGS and MARC 

 ODTU 
RI Directors 
PIs 

 
 

  



C.  Support and Career Development 
 
Principle 4 - The importance of researchers’ personal and career development, and lifelong learning, is clearly recognised and promoted at all 
stages of their career 
 
4.1 Researchers should be empowered by having a realistic understanding of, and information about, their own career development and career direction 

options as well as taking personal responsibility for their choices at the appropriate times. Employers should introduce appraisal systems for all 
researchers for assessing their professional performance on a regular basis and in a transparent manner. It is important that researchers have access 
to honest and transparent advice on their prospects for success in their preferred career. 

4.2 Employers will wish to ensure that developmental activities open to researchers include preparation for academic practice. Employers should take 
measures to ensure broad recognition of CPD schemes from other employing organisations as far as possible, so that researchers are not unduly 
disadvantaged when moving from one employer to another. 

4.3 Employers will ensure that where researchers are provided with teaching and demonstrating opportunities as part of their career development, suitable 
training and support is provided. 

4.4 Employers and researchers can often benefit if researchers have an input into policy and practice through appropriate representation at staff meetings 
and on organisation or management committees. 

4.5 



D.  Researchers’ Responsibilities 
 
Principle 5 - 



E.  Diversity and Equality 
 
Principle 6 - Diversity and equality must be promoted in all aspects of the recruitment and career management of researchers 
 
6.1 The UK legislative framework outlaws discrimination on the basis of age, disability, sex, sexual orientation, race or religion. It also requires public 



Ongoing Monitoring and New Actions  Lead 
(b)  There is an annual E&D workforce monitoring report which is considered by the Equality & Diversity Committee and which 

identifies any gaps and causes of concern for action planning. 
 HR 

(c)  There is a programme of equality impact assessment whereby the priority policies have been identified for assessment and all 
new policies, procedures and services are impact assessed as part of their development.   

 HR 

(d)  



F.  Implementation and Review 
 
Principle 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 
 
7.1 The implementation of the Concordat’s principles will lead to greater integration of researchers into the mainstream management and career 

development structures of their employing organisations. The aim of this section is to promote implementation through a collective commitment to 
reviewing its progress. 

7.2 The signatories agree: 
a.  to constitute a steering group under an independent chair to oversee the implementation and review of the Concordat with appropriate 

representation of the funders and sector bodies including the Professional Institutions. This group will inform the UK Research Base Funders’ 
Forum of progress. 

b.  to procure an independent benchmarking study to assess the state of the sector at the launch of this Concordat. 
c.  to contribute an appropriate share of the costs of supporting implementation and review, including the benchmarking report. 
d.  to draw up an implementation plan for the Concordat, to ensure a coherent and sustained approach by organisations operating in the sector and 

the appropriate use of survey and monitoring tools such as the Careers in Research Online Survey (CROS). 
e.  to undertake and publish a major review of the implementation of the Concordat after three years reporting to the signatories and taking account 


