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QMU Concordat Action Plan to Support the Career Development of Researchers – 2016-2018 

Update –  August 2018
Principle 1: Recognition of the importance of recruiting, selecting and retaining researchers with the highest potential to achieve excellence in research. 
Principle 2: Researchers are recognised and valued by their employing organisation as an essential part of their organisation’s human resource and a key component of their overall strategy to develop and deliver world class research.  
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.
Principle 5:   Individual researchers share the responsibility for and need to pro-actively engage in their own personal and career development, and lifelong learning.
Principle 6:   Diversity and equality must be promoted in all aspects of the recruitment and career management of researchers.
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.
Glossary 
AS - Athena Swan 
AWAM - Academic Workload Allocation Model
CAP – Centre for Academic Practice
CRS – Contract Research Staff
CRWG – Concordat Review Group
CROS/PIRLS - Careers in Research Online Survey and Principal Investigators and Research Leaders Survey
ECR – Early Career Researcher
HR – Human Resources
IGHD – Institute for Global Health Development
KE – Knowledge Exchange
OA – Open Access
PER – Performance Enhancement Review 
PI – Principal Investigator
RDF – Researcher Development Framework
REF – Research Excellence Framework
RKEDU – Research and Knowledge Exchange Development Unit
RSC – Research Strategy Committee
SFC – Scottish Funding Council
SME – Small to Medium Size Enterprise
UIF – Universities Innovation Fund.
UoA – Unit of Assessment (used in REF to categorise disciplinary groupings
KEY
Action completed by 2018 
Action implemented but continuing
Action rolled-over into the new action plan for 2018 – 2020 
Action discontinued 

	Aim and Actions
	Alignment to concordat principle
	Responsible
	Timescale
	Success Measure 
	Update as at July 2018



	1.
	Embed a more strategic, pro-active approach to the promotion and uptake of researcher development opportunities, including a review of usage of the RDF, training opportunities and skills analysis.

	1
	Centre for Academic Practice (CAP)
	Sept 17
	· Uptake of RDF.

· High attendance and excellent feedback from Contract Research Staff (CRS). 
	Collaboration with the Firefly research  group have resulted in them piloting the use of the RDF planner in conjunction with the Performance Enhancement Review (PER) process to support and develop CRS in Firefly. Training and briefings provided. Good feedback on this application of RDF.

Continuing  support being provided for CRS in Firefly.

Use of RDF by CRS in other research areas is patchy.



	2
	Ensure clear communication to CRS on our strategy for REF 2021 and involvement in associated training events and briefings.  Promote a spirit of wider academic citizenship.
	2
	Research & Knowledge Exchange Development Unit (RKEDU)
	Sept 18
	· CRS inclusion in REF 2021 and involvement in REF 2021 Impact Case Studies.

· Increase number of Open Access publications from CRS.

	Meeting with CRS and Deputy Principal to update on REF 2021 held on 27 November 2017.

CRS represented at Impact Case Study event on 26 October 2017.

CRS are involved and actively encouraged to participate in strategic impact events and training as part of our preparations for REF 2021

	3.
	Continue to formalise performance and professional development dialogue for CRS  through the Performance Enhancement Review (PER):
· PER Policy and Procedure to be reviewed by HR and Trade Unions to ensure it remains fit for purpose.

· PER process to be automated through the university’s HR system, iTrent.  Automation of the process will help to ensure consistency and allow HR to identify any areas which may require further support.
	4
	Human Resources (HR)
	Sept 17
	· A further PER audit to take place during 16/17.

· PER data to continue to be collected as part of QMU’s 2018 Staff Survey.

· Attendance at PER briefing sessions by CRS. 

	2017 PER Audit took place – 62% uptake rate among academic staff.
CRS now all have the opportunity to have regularly scheduled Performance Enhancement Reviews (PERs) with their line managers. PERs focus on career development, and support for staff in applying for promotion, where appropriate.

	4.
	Continue to review the current Academic Workload Allocation Model (AWAM), now incorporated into the QMU Staff Survey action plan as a result of the 2015 Staff Survey.
	1
	Staff Survey Working Group
	 July 17 
	· Implementation of new AWAM.

· Consistent and effective research time allocation.

· Improved CRS productivity and satisfaction.
	A review of QMU’s Academic Workload Allocation Model (AWAM) is nearing completion, and CRS will benefit from implementation of the new model in the coming academic year, with clearer recognition of each role holder’s job descriptor and appropriate range of responsibilities

	5.
	Continue to support CRS induction through development of enhanced induction materials and through e-learning to support new staff members and line managers / PIs.

	4
	CAP and HR
	Sept 18
	· Increased number of CRS.

· Evidence of improved participation and results in the next CROS and PIRLS and Staff Survey.
	CRS numbers have now increased in the Institute for Global Health Development (IGHD), following success in grant applications. 

10 out of 48 responded to the PIRLS and 3 out of 17 responded to CROS in 2017, compared with 8 and 5 in the previous iteration. This participation in CROS and PIRLS was disappointing,  despite email reminders to CRS and Directors of Research Centres and Heads of Division.

	6.
	Introduce induction guidelines for Principal Investigators (PI) with responsibility for staff to ensure that PI’s are familiar with their responsibilities under the Concordat and aware of mechanisms for support CRS.


	4
	HR
	Sept 18
	· Increased number of CRS.

· Evidence of improved participation and results in the next CROS and PIRLS and Staff Survey.
	Numbers of CRS have increased in IGHD.

Induction guidelines are available for PIs, some research centres have their own induction guidelines (within those specified by HR).

 

	7.
	Maximise all opportunities arising from our strategic linkage with Vitae, Doctoral Training Schemes, Graduate Schools, Universities Scotland  and other sector initiatives.
	6
	RKEDU and CAP
	Sept 18
	· Increased collaboration with external initiatives, networks and committees.
	CRS targeted for Converge Challenge and the Scottish Crucible.

Targeted emails regarding Vitae events for CRS.

Significant external networking and collaboration in all research centres. Eg Director of the Communication, Media and Cultural Studies research centre is on the Executive Board of the Scottish Grad School for Arts & Humanties and is linked with the Scottish Graduate School for Political Sciences. This facilitates  external access to development support for Early Career Researcher (ECRs). 

	8.
	Introduce a formal mentoring training scheme during 16/17 with the aim of training 15 staff members to become mentors through the programme.  Progress this by launching a formal staff mentoring scheme to include a system for allocation of mentors for CRS
	2
	HR, CAP, RKEDU


	Jan 18
	· On-going review and relaunch of a revised and enhanced mentoring scheme
	Mentoring training and introduction of formal mentoring scheme included in the Athena Swan (AS) institutional action plan due for completion December 2020 (financial commitment required – to be discussed at future Athena Swan & Concordat meeting).

Policy and procedures to be implemented by December 2020.

	9.
	Continue to maximise opportunities for international researchers by increasing QMU’s role as a partner in EURAXESS and other researcher mobility networks to support our ability to attract increased numbers of international researchers.  Use the forum for discussion to discuss the implications of the referendum result in the UK and impact on CRS. 
	3
	RKEDU
	Jan18
	· Increased number of CRS.

· Increased collaboration with external initiatives, networks and committees.

	New flyers published by Euraxess for researchers and employers passed to HR for their information and to disseminate as part of induction package. 

Copies were available at the recent meeting of the CRS and Deputy Principal and have been displayed around the Univerrsity.

Meeting arranged with HR in respect of promoting Euraxess across the University.

	10.
	Support CRS in maintaining the highest possible standards of good practice and research integrity to underpin the University’s commitment to the NHS Framework for Research Governance; and the proactive implementation of the latest Concordat for Researcher Integrity including a review of our Research Code of Practice.
	3
	RKEDU


	May 18
	· Launch a new Research Code of Practice.

· Promote and embed the Concordat for Researcher Integrity and Misconduct.

	CRS are provided with virtual support via the Convenor of the Research Ethics Panel).
Information in respect of the Wellcome Trust Clinical Research Facility Education Programmes also circulated.
Purchase of online research integrity materials from University of Dundee, to be rolled out in 2018-19.

	11.
	Promote CRS awareness and involvement in the new QMU Research Data Management Action Plan and Roadmap. 
	3
	RKEDU via Research Strategy Committee
	May 18
	· Number or CRS trained in research data management and aware of the QMU Action Plan. 
	No progress as relevant working group has not met and request for additional resources for training declined.

	12.
	Act on the outcomes of the REF Equality Impact Assessment and initiate  interventions to address the low representation of female researchers in the submission to REF 2014. Continue to benchmark our REF submission in relation to sector UoA norms for tariff reductions, return of early career researchers and other key data.
	6
	RKEDU and HR
	May 18
	· Ensure a more diverse equality impact assessment across our research staff and REF 2021 submission. 

· Build on the success of the 2016 International Woman’s Day by hosting a 2017 event. 

· Develop a further exhibition initiative to showcase the success of female researchers at QMU to inspire early career and contract research staff.
	REF Strategy Group have recommended the appointment of an externally facilitated focus group to look at barriers to research within protected groups – HR seeking to identify a suitable facilitator.

	13.
	Continue to champion gender equality initiatives beyond the conventional STEM domain of Athena Swan to include initiatives such as Aurora and the Stonewall Equality Index.
	6
	Equality and Diversity Committee


	May 18
	· Achievement of Athena SWAN bronze departmental awards for all eligible STEMM and AHSSBL departments. 

	New Athena Swan 4 year action plan introduced in 2018, with commitment to a rolling programme of departmental applications across STEMM and AHSSL departments over the next three years.  The University has invested in permanent resources to further the Athena SWAN agenda and develop further departmental applications, and aspires to achieve an institutional silver award in 2019.

	14.
	Develop plans  with Heriot-Watt University to develop and share good practice in relation to promoting industry engagement as a form of bridging for CRS and look at possible models of cross–institutional collaboration.   We will link this activity to equality and diversity impact assessment of profiles of CRS who undertake commercialisation and knowledge exchange..
	6
	RKEDU and HR
	May 18
	· Increased the number of CRS engaging with industry and SMEs.
	QMU facilitated a collaborative workshop with Heriot-Watt University looking at Equality and Diversity in knowledge exchange and commercialisation on 30 August 2017.

Female entrepreneurship now a priority activity in our Entrepreneurship Strategy.

	15.
	Increase integration of Research Governance initiatives between Concordat, Athena SWAN,  Staff Survey Working Group and Research Centre activities. 
	7
	Research Culture Working Group


	May 18
	· Review reporting and governance to identify structures that complement or contribute to HR Excellence. 
	Concordat Working Group merged with Athena SWAN Group and updates for the Concordat reviewed at these meetings on bi-annual basis.  

	16.
	Use CROS and PIRLS benchmarking data to inform our strategic support for QMU researchers. 


	7
	CAP
	May 18
	· Evidence of improved participation and results in the next CROS and PIRLS and Staff Survey.
	A summary of points has been drawn up from both surveys, and reported to RSC.

Summary of surveys iindicated that  100% of respondents agreed that they had access to training and development. While 66% found  PER useful, 33% had not participated in PER.
The challenge of increasing participation in CROS / PIRLS in summer to be discussed at working group.

	17.
	Improve support for the wider dissemination of intellectual and scholarly output and ensure CRS are equipped to respond to national developments in Open Access publishing.


	3
	LRC 
	May 18
	· Increased the number of OA publications from CRS. 
	We continue to monitor OA publishing and citation and altmetric data for all our researchers

	18.
	Champion collaborative initiatives through the new Scottish Funding Council (SFC) University Innovation Fund in partnership with Heriot Watt University and others to promote Scottish wide training for SME translational skills for CRS in support of the innovation led economic growth agenda.


	5
	RKEDU 
	May 18
	· CRS representation and involvement in sector initiatives.
	Ongoing dialogue and discussion with.Universities Scotland Research and Commericalisation Directors Group (RCDG) as part of our University Innovation Fund submission to the Scottish Funding Council.

	19.
	Continue to develop and implement a specific strategy to support our Commitment to the Concordat for Public Engagement. Continue to participate in strategic sector discussion re future models of collaboration post Beltane 2016. 
	5
	RKEDU
	Sep 17 
	· New delivery model to support PE in place post Beltane 2016. 
	We continue to promote engagement and participation with Edinburgh Beltane Public Engagement Partnership.   As part of Explorathon 2017 we had four shows in the August 17 programme involving researchers based at QMU.   

Explorathon 2018 currently being promoted to CRS.

QMU’s partnership with the Edinburgh Beltane continues in a new vitural form.

	20.
	Facilitate access to appropriate external development opportunities for QMU researchers including representation on external research committees and networks.

	3
	RKEDU
	May 18


	· Enhance profile and participation at Universities Scotland Sub Committees.

· CRS representation and involvement in sector initiatives. 
	Budgets for FY 17/18 devolved to Research Centre Directors in Oct 17 for researcher development. 

Research Centres have promoted networking and collaboration projects with international partners, through conferences and hosting visits from international research partners from, for example, Japan, Australia, US, Canada, Norway, Sweden, Taiwan, Netherlands and Spain.

	21.
	Develop new mechanisms for collating data on CRS mobility and career destination.
	3
	RKEDU 
	May 18
	· Enhance institutional  knowledge of CRS employability needs, opportunities and challenges. 
	No progress to report but we are exploring good practice with the sector through RCDG.

	22.
	Embed the spirit and objectives of the Concordat into the culture and governance of new Research Centres.
	2
	RKEDU
	May 18
	· Monitoring of compliance via REF Audits and Centre Reviews. 
	Compliance monitored via the recent Annual Review of Research Centes which took place in Nov 17. Research Centre Directors asked to report annually on strategies for embedding the Concordat at local levels.
Next update November 2018

	23.
	Champion entrepreneurship and enterprise by continuing to implement a programme of activity resulting in a step-change in our entrepreneurial culture. 
	4
	RKEDU
	May 18
	· CRS representation and involvement in sector initiatives.

· CRS uptake of expanded training in commercialisation and KE.
	CRS targeted as a specific group for QMU’s Enterprise Week in February 2018.

	24.
	Enhance capacity and development opportunities to support high quality research grant applications.
	
	RGCU
	May 18
	· Increased number of grants. 
	Limited progress due to long term staff absence. New staff appointments will now support this action.

An enhanced Research Professional virtual grant matching service has been rolled out to all staff.

	25.
	Host a CRS/ECR focused event to explore multidisciplinary research outwith disciplinary norms and in collaboration with others across Research Centres. 
	4
	RKEDU
	May 18 
	· Increased number of CRS.

· Increased collaboration with external initiatives, networks and committees.


	Numerous events taking place via the Research Centres including a Practice as Research Day and Memory Research Group open seminar. 

	26.
	Co-ordinate a QMU Crucible style Researcher Development Event. 
	4
	RKEDU, CAP, HR
	Jan 18
	· High attendance, levels of interest and excellence feedback from CRS.
	Not yet progressed.



