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resources, including the RDF, have been better 
signposted. Colleges have reconfigured research 
supervisory teams to include researcher 
development advisors. An information guide for 
researcher development advisors has been created 
by the Graduate School to outline responsibilities 
and highlight available support. New online 
courses in Doctoral Supervision and Research 
Leadership Skills implemented. 

Engaging PIs in development remains a challenge 
and two additional workshops have been designed 
(to be delivered between January and April 2016). 
Further actions to engage and recognise good 
research staff management can be found in the 
action plan 2015-17. 

 Mechanisms for supporting and 
recognising good researcher management 
will be explored through review of the 
appraisal of principal investigators / senior 
managers. 

A PDR process has been introduced throughout the 
university for all staff from August 2015. As this is 
new, there are no outcomes available to comment 
on in this review; actions in this area have been 
moved forward into action plan 2015-17. 

 Further engagement with PIs and senior 
managers through workshops /seminars 
on good management of research staff 
and related issues.  

Regular workshops have been scheduled and are 
delivered centrally through the Brunel Academic 
Excellence Centre (BEEC). 
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HR 
 
 
 
 
 
BEEC / GS 

to Nov 2015; to be 
reviewed after first 
cycle 
 
 
 
 
 
 
 
 
 
 
 
 
 
Partially completed 
/ on-going 
 
 
 
 
 
 
 
 
 
On-going (see action 
plan 2015-17) 
 
 
 
Jan – Apr 2016 

2.6 Researchers need to be offered opportunities to develop their 
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progression. Promotion opportunities should be transparent, 
effectively communicated and open to all staff. It is helpful if 
clear career frameworks for early stage researchers are 
outlined in organisational HR strategies. 

Research Staff. 

Dean of Research appointed as Career 
Development Champion, also acts as Chair for 
RCIG. 

 

 

 

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. 

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

3.4 All employers will wish to review how their staff can access 
professional independent advice on career management in 
general, particularly the prospect of employment beyond their 
immediate discipline base, or offering training and placements 
to broaden awareness of other fields and sectors. 

 The Ready for Work programme (pilot) 
will be delivered to which researchers are 
recruited as group / project facilitators. 

 RSDO Impact Academy to help 
researchers improve their understanding 
of how best to work with companies in 
the automotive sector. 

 The University will reorganise its research 
portfolio into three major research 
institutes thereby promoting better 
opportunities for researcher integration, 
collaboration and development. 

Ready for Work successfully offered to all level one 
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national career development strategies. 

3.6 Employers should provide a planned induction programme for 
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career, regardless of their contractual situation, which should 
include the availability of mentors involved in providing 
support and guidance for the personal and professional 
development of researchers. All researchers should be 
familiar with such provisions and arrangements. 

scheme for under-represented groups. 

Brunel researchers have participated as mentees in 
mentoring schemes for women (local and 
national), and for BME participants (regional). 
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participants were helped by the various events 
within the programme. 

 We will run workshops on widening 
participation and sandpit activities for 
researchers. 

Further development of this area is needed and 
related activities are in the new action plan. This 
takes the form of plans for a cross-institution 
collaborative programme of workshops to support 
and enhance research performance (action 3d). 

 

 

 

Graduate School / RSDO 

4.10 Researchers should be empowered by having 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. 

 We will appoint a Career Development 
Champion for research staff to visibly 
support career development initiatives 
and activities within the University. 

 Completed (Jul 
2015) 

 
 

4.11 Employers will wish to ensure that development 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 
duly disadvantaged when moving from one employer to 
another. 

 We will actively review training provision 
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learning skills. 

A new series of four workshops delivered                                  
twice (learning and teaching skills) within the 
Graduate School’s Researcher Development 
Programme. Well attended by staff (82 staff 
attendances). 

 

Graduate School 

 

Completed 
(2013/14); further 
developments 2015 
/ 16 (as above) 

4.12 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. 

 Online training in ‘University and College 
Teaching’ will be available to all staff, 
including all researchers, and will be 
integrated into blended learning 
opportunities in this area. 

Course available to all staff. The University joined 
an International Implementation group for the 
course, which will evaluate outcomes and make 
course improvements.  

Graduate School / BEEC 

 

 

Completed (Jul 
2014) 

 

 

Apr 2015 

4.13 Employers and researchers can often benefit if researchers 
have an input into policy and practice through appropriate 
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 We will develop an internal electronic 
database of research staff to highlight 
expertise and support / promote 
collaboration. 

This needs further development following changes 
to the University’s website and intranet system 
and will be revisited following planned 
redevelopment of the system in January 2016. 

 

 

 
Graduate School / RSA / 
RSDO 

 

 

After re-launch of 
University Website 
(January 2016), by 
Dec 2016 

5.3 Researchers should recognise their responsibility to conduct 
and disseminate research results in an honest and ethical 
manner and to contribute to the wider body of knowledge. 

 Deliver integrated training on 
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development courses and events. 

5.6 
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have been used to present information to staff and obtain their feedback in areas, including research strategy, induction and career development.  

 Actions and progress relating to the plan will be monitored by the Action Group, chaired by PVC (Research), comprising representation from the Graduate School 
(lead), HR / Staff Development, RSDO, PCC and local RSA. Progress will be reported to University Council through the Equal Opportunities and Human Resources 
Committee. 

New reporting structures are being identified following the reorganisation of the University. Concordat activity is currently monitored, reviewed and planned by the 
(Researcher) Concordat Implementation Group. Regular reports are provided to College Research Committees and via the Deputy Vice-Chancellor (Research) to Executive 
Board. 


