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Lancaster University
HR Excellence in Research Two Year Progress Report

1. Introduction

Lancaster Universityas made good progress towards achieving the objectives outlined in our 2011
Action Plan. HR and other policies and processes have been improved to help ensure that research staff
are treated equallyvith others in terms of their recruitment, management a
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A5 All posts areevaluated through thédERA proces®Vritten contracts argequired for all posts,
however short in duratin.

B: Recognition and value

Bl A ModelResearchersCharterfor Faculties setting out mutual responsibilities and expectations
has been agreed and disseminatethe university hasupported Lancaster UCU in
establishing a Lancaster Researchers’ Netwadkscussion and lobbying group open to all
research staff.

B2 Researchers who have left employmeme enabled to keep their University email accounts
for 3 months

B3 The take up of PDR (annual appraisal) by researchers increase853%rim 2010 to 96% in
2012.An‘Initial PDR’ for new researchers provides for agreement of a personalised
developmentprogramme Effective management of stafincluded in promotios criteriafor
research managerd\ development programme for Principal Investigators anskach
leadershas been provided.

B4 A common approach on the use of bridging funding to support continuity of employment
agreed by the four faculties.

B5 Pay progression and@motion routes for researchers is open and publislbedJUniversity
website

C: Sipport and Career Development

C3 The ams and content ofraining programmes for researchease nowaligned with the
Researcher Development Framewaobiccess to 10 days personal development annually
agreedas a norm for all researchefilodel Charter).

C4 Access td.:1 professionakareers guidance rovidedfor research staff.

C5 Role and significance of RBé&s been incorporated into Pl development programme

C6 Agreement of anndividual nductionprogrammeis part of Initial PDR41% ofnew researches
took part in thecentral induction programme in 2012/13

C11 Access to opportunities to teach and mentor othexgcluded in Model Charter

C13 There isesearcher representation on University Research CommitteeConcordat
Monitoring Group

D: Regarchers’ responsibilities

D1 Promotion of the Researcher Development Framework as a planning tool for individual
dewelopment and lifelong learng, with RDF workshops provided.

D3 Pilot development coursim ethical research practiaein and evaluated.

D5 Model Charter stresses thresearcher’s responsibility fénis/her own development

E: Equality and Diversity

D1 A rew institutional Equality and Diversity Pl&9©132016launched(Sept 2013)

D2 Annual Reposto include detailed E&D staff breakdowincluding researchers as a separate
category for each Faculty

D3 AnEquality Analysis process fdRand other
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4. Next steps and future focus

In July 2013 ancaster University Council approved a new strategic plan to take the University through
to 2020. A key priority of that plan is the production of ‘world class research that changes practice and
thinking’. Departments are required to develop operational plans to deliver this priority and others, and
it was agreed in Senate that these plans would incorporate the implementation of the Concordat
principles at local levelA key role of the Concordatdnitoring Group as champions of the Concordat,

will be to support the development of that aspect of a department’s operational piéa feel that this

will go a long way towards achieving that change in culture and attitudes which is so necessary if the
spirit of Concordat is to be fully embedded in the uniitgrs

In addition, researcher feedback, this twear evaluation and institutional development plans have
identified a number of areas for further action is required. Lancaster University will:

A: Recruitment and Selection
X Implementa newintegrated HR ath Payroll system which will greatly improve HR and people
management processes and enable greater employee and manageesétfe access to data.
Evaluate how this system will incorporate theezruitmentfunction currently provided via the
Stonefish sgtem

B: Recognition and value
x Embed the provisions of the researchers’ Mo@ahrter in individual departments
implementation to be monitored by Faculty Associate Deans for Research
x  Ensure that Concordat principles are incorporated within departmegstational plans
X Review the operation of the current PDR system with the aim of improving the quality of
individualexperiences

C: Support and Career Development

X Implement the neweseaarchers’ development programme with the aims of providing a wider
variety of learning experiences and greater levels of researcher participation.

x Develop a personal development qualification for researchersdbas the SEDAccredited
model.

X Provide an annual Researcher Developmeay @ keynote presentations and tastevorkshops,
aimed at the broad researcher community.

X Review and improvanductionprocesses to ensure that relevant and timely induction is delivered
at local levels

D: Researchers’ responsibilities
x Establish and resource a Research Staff Assoctatiprovide a range of social and other events
and explore how it can be developed as an independent voice for researchers

E: Equality and Diversity
X The CROS surveys and our own internal surveys have indicated a perception that researchers are
not always treated equally with other staff in a number of areas. We will explore further these
equality issues through the HR policy equality analysis process, utilising the data from the surveys.

F: Implementation and Review

x HostVitaedevelopmenteventsfor the NW Region and work with the Vitae NW Hub to share
practice and develop new provision to support researchers’ professional and career development.
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