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University of Brighton – Progress on 2016-2018 Concordat Implementation Plan 

This plan was produced to address the implementation of the Concordat in January 2016. The progress to date column identifies progress against the original actions 

planned and the Progress Performance Measure (PPM) Column reports a Red, Amber, Green rating against our PPM. Green means completed on time as originally 

specified. Amber is either completed later than originally anticipated, or amended but we believe that the spirit of the action has been completed. Red is uncompleted. 

Both Amber and Red actions may have been moved to the new Concordat Implementation Plan (2018-20) and where this has occurred, the new action number has been 

referred to. 

A. Recruitment and Selection  

Action 
number
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Action 
number 

Concordat 
reference 

Actions planned Action 
initiated 

Timescale for 
completion 

Undertaking 
action 

Progress to date Progress performance 
measure 

5 All 
principles 
are 
relevant to 
this. 

Development of a set of resources 
for staff on fixed-term (F/T) 
contracts to be provided at the 
beginning of their employment 
which co-ordinates existing 
materials and signposts to support 
entitlements and mechanisms 

Spring 2016 Spring 2017 Research 
Office 
(RO)/HR/ 
Careers/ 
Concordat 
Steering 
Group (CSG) 

The Research Office facilitated 
a workshop for researchers to 
gather content for an 
induction pack in May 2016. 
New and revised web pages 
for new staff were launched in 
December 2016. Feedback to 
date has been positive. Hit 
rates for new staff pages since 
launch: 460 individual hits and 
2120 page views.  
 
Action complete  

Materials online and 
accessed. Evidenced by a 
hit rate of 60 unique 
visitors (66 staff on F/T 
contracts in 2015). 
 
PPM achieved 
 
 
 

 

Key Success Measures 

a) Goal: 90% of posts to be filled first time and 95% of those offered an appointment to take up the post. 

Outcome: Success measure achieved - For the period 1st August 2016 – 31st Nov 2017 these figures were 95% and 98%. 

 

 

  



4 
 

 

B. Recognition and Value 

 

Action 
number 

Concordat 
reference 

Actions planned Action 
initiated 

Timescale for 
completion 

Undertakin
g action 

Progress to date Progress performance 
measure 

6 B2 University management via the Joint 
Negotiating Committee (JNC) to 
review best practice and 
management of rolling fixed-term 
contracts for researchers 

Agreed at 
JNC 
December 
2015 

Summer 2016 University 
Executive 
Board 
(UEB)/JNC 

UEB agreed in principle to 
reduce use of rolling fixed-
term contracts and make 
staff permanent where 
possible after four years 
when two successive 
contracts have been issued 
in June 2016.  HR Advisers 
now work with Heads of 
School to review all staff to 
whom this situation applies. 
In June 2016, there were 
nine staff in that situation, of 
whom five have been made 
permanent. 
 
Action complete 

Agreement reached by 
2016 and implemented 
by December 2016 
 
PPM achieved  

7 B3 Standardised role profiles for 
Assistant Heads (Research) to be 
introduced 

Autumn 
2015 

Approval by 
UEB in March 
2016 with full 
implementation 
by Oct 2017 

HR/UEB New job descriptions have 
been written to standardise 
the roles further and to 
broaden the remit to include 
Enterprise. Approved and 
implemented April 2017. 
 
Action complete 

All Deputy Heads 
(Research) in post in Oct 
2017 to have consistent 
role profiles 
 
PPM achieved 

8 B3 SDR process to be revised. The new 
process will include the components 
of the RDR process. Both reviewers 
and reviewees to be trained. 

Review 
commenced  

2019 HR The SDR review is complete 
and the proposed process is 
under consultation with the 
Union. 

Heads of School to 
report that at least 80% 
of research staff have 
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Action 
number 

Concordat 
reference 

Actions planned Action 
initiated 

Timescale for 
completion 

Undertakin
g action 

Progress to date Progress performance 
measure 

12  B3 Ensure that research time within the 
new workload model can be 
allocated in blocks, if appropriate, to 
enable focused attention 

Spring 2016 Autumn 2016 Heads of 
School 
(HoS) 

The workload planning 
model recommends in the 
guidance to Heads of School 
that research time may be 
best allocated in condensed 
blocks (e.g. one full day per 
week) to allow focused and 
uninterrupted attention. The 
degree to which this is 
implemented will continue 
to be monitored. 
 
Action complete 

13 B4 Review the new redeployment policy 
to ensure that it appropriately 
supports the aims and objectives of 
the University HR Strategy 

June 2016 September 2016 HR A review of the staff going 
through redeployment 
suggests that it is working as 
we would expect. Wider 
organisational change and 
potential greater use of 
redeployment in coming 
months suggests that wider 
discussions with Unions may 
become appropriate, but no 
policy revisions would 
currently be appropriate.   
 
Action complete 

Policy reviewed and 
revised if appropriate 
 
PPM achieved 

14 B6 Consider whether promotions 
readiness workshops (such as the 
one outlined in Bvi) above) should be 
adopted more widely 

Spring 2016 Autumn 2016 CSG/Heads 
of School 

Workshops on research 
career development and 
planning, open to all 
research staff, were run in 
2016/17 and received 
positive feedback, with 100% 
of feedback respondents 

Extension of good 
practice to other 
Schools. 
 
PPM amended and 
achieved 
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C. Support and Career Development 

     

Action 
number 

Concordat 
reference 

Actions planned Action 
initiated 

Timescale 
for 
completion 

Undertaking 
action 

Progress to date Progress performance 
measure 

16 C1, D Development of a set of resources 
for researchers detailing support 
mechanisms available 

Spring 2016 October 
2017 

CSG/RO/HR/
CRDs 

The Research Office facilitated a 
workshop for researchers to 
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Action 
number 

Concordat 
reference 

Actions planned Action 
initiated 

Timescale 
for 
completion 

Undertaking 
action 

Progress to date Progress performance 
measure 

of 120–140 people completing 
it.  The aims of the programme 
include the development of key 
leadership competencies and to 
explore the organisational 
culture required to deliver the 
strategy. 
DHoS (Research and Enterprise) 
now convene termly, and 
exchange good management 
practice (e.g. Induction in 
December 2017) 
 
Action complete 

Development 
Programme how their 
roles best support 
individuals and the 
delivery of the 
University strategy 
rather than being 
‘issued’ with 
information. It is felt 
that this is a more 
appropriate method of 
ensuring buy-in from 
those with management 
roles. 

19 C7 Identify relationship between 
training workshops and the RDF to 
make it easier for staff and their 
managers to identify support needs 

Spring 2016 October 
2017
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D Researchers’ Responsibilities 

 

Action 
number 

Concordat 
reference 

Actions planned Action 
initiated 

Timescale 
for 
completion 

Undertaking 
action 

Progress to date Progress performance 
measure 

21 D Workshops on the use of the RDF for 
managers and researchers 

Spring 2016 Ongoing RO/CRDs 86 staff have attended a 
workshop with an RDF 
component since January 
2016. These include at the 
Future’s Bright Conference for 
the development needs of 
Early Career Researchers 2016 
and 2017, workshops on 
‘Planning your Research 
Career’ and a session in the 
Research Leadership 
Programme. 
 
Action complete 

40 staff to have attended 
RDF workshops with 50% 
of respondents to CROS 
reporting an 
understanding of the RDF 
 
PPM achieved  

22 D3 Conduct review of research integrity 
processes 

Spring 2016 Autumn 
2016 

RO The University’s research 
integrity processes were 
reviewed in 2016, and a set of 
recommendations including 
a new policy, a new website 
and training and workshops 
for staff were approved 
in June 2016 and fully 
implemented by July 2017. As 
a result, 140 staff have been 
trained and the website has 
had 904 hits.  
 
Action complete 

Review complete and 
implemented 
 
PPM achieved 
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Action 
number 

Concordat 
reference 

Actions planned Action 
initiated 

Timescale 
for 
completion 

Undertaking 
action 

Progress to date Progress performance 
measure 

Final strategy titled: 
Equality, Diversity and 
Inclusion Strategic Plan to 
be published early 2018 
 

25 E1, E2, E3, 
E4, E5, E7, 
E8, E10 

Continue to participate in initiatives 
designed to address disincentives 
and direct obstacles for certain 
groups, including the expanded 
Athena SWAN (AS) Charter and the 
Stonewall Workplace Equality Index 
(WEI). 

2012 (AS) 
 
September 
2014 (REC) 
 
2014 (WEI) 

2020 Equality and 
Diversity 
Committee 
and relevant 
sub-groups 
(AS Steering 
Group, Race 
Equality 
Charter 
(REC) self-
assessment 
team, WEI 
working 
group) 

The University has held an 
institutional Athena SWAN 
Bronze award since 2013, 
having successfully applied to 
renew this in April 2016.  
Two Schools hold 
departmental Athena SWAN 
Bronze awards, one of which 
applied for an upgrade to 
Silver in November 2017 and 
is awaiting the outcome of 
this. A third School applied for 
Bronze in November 2017, 
and all other Schools at the 
University working towards 
departmental awards.  
 
The University amended its 
WEI benchmark target after 
this plan was drafted and was 
not aiming for the top 150 
employers in 2017. In 
September 2016, the 
University put in a submission 
to the 2017 Stonewall 
Workplace Equality Index 
(WEI). We scored 88/200 
ranking us 196 out of 439 

Maintain institutional 
Athena SWAN Bronze 
award (2016). 
All Schools to have 
applied for Departmental 
Athena SWAN awards at 
Bronze level or above by 
2020.   
Achieve WEI benchmark 
position in the top 150 
employers in the 2017 
Index, and in the top 100 
by 2020. 
 
PPM partially achieved 
WEI and Departmental 
PPMs are due in 2020 so 
this action has been 
moved to Action 34 of the 
2018-2020 
implementation plan.  
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Action 
number 

Concordat 
reference 

Actions planned Action 
initiated 

Timescale 
for 
completion 

Undertaking 
action 

Progress to date Progress performance 
measure 

been published. Briefing 
sessions for relevant 
committees are being 
provided and sessions open to 
all staff on the new 
requirements will be 
introduced from February 
2018 to support committee 
members and contributories 
with this. Equality impact 
assessments/ equality analysis 
continue as standard for major 
organisational changes, policy 
developments, restructures, 
etc. 
 
This action has been moved to 
Action 38 of the 2018-2020 
implementation plan 
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