HREIR Action plan template for institutions 2024-2027

Details
Institution name: Brunel University London The institutional audience* for this action plan includes (only include direct beneficiaries; complete
or delete, as appropriate):
Cohort number: Four Audience (dlrec_t beneficiaries of the Number of Comments
action plan)

Date of submission: 26/01/2024 Research staff — defined as postdoctoral 148

researchers primarily on fixed term / open

ended research contracts



https://www.staff.brunel.ac.uk/documents/Wielding-Brunels-World-class-Difference.pdf
https://www.staff.brunel.ac.uk/documents/Wielding-Brunels-World-class-Difference.pdf

1. Continue and

Ensure all relevant staff
ECI1 are aware of the
Concordat.



Culture and
Environment Sub-
committee which
has absorbed the
former Concordat
Implementation
Group

Work with the
Associate Pro Vice-
Chancellor for
Research Culture
and Governance
(Concordat
Champion) and
ensure that
researchers are
aptly represented in
the new research
culture delivery plan

Establish and
embed monitoring
and reporting of the
research culture
delivery plan centred
around objectives
and success
measures outlined in
the plan

Evaluate qualitative
and quantitative
success measures
in the Brunel
research culture
delivery plan

environment and
culture

At least 60% of
research staff
respond to



Set up peer
mentoring scheme
for research staff to
contribute to the
creation of a positive



ECI4

ECMS3

Ensure managers of
researchers are
effectively trained in
relation to wellbeing and
mental health.

Ensure managers
promote a healthy
working environment
that supports
researchers' wellbeing
and mental health.

Wellbeing and
mental resources
clearly highlighted
in webpages and
newsletters

Promote wellbeing
and mental health
development
opportunities via
oD

Linked to ECI4

No

Annually, from
2024

OD, HR

100% awareness
of wellbeing
strategy

At least 50% report
that they have
undertaken
training and other
continuing
professional
development in
mental health and
wellbeing with less
than 15% stating
they have no
interest in this

Create cohort of
mental health first
aiders from
research staff; one
qualified research
staff member from
each College

Introduce peer
audit scheme
through research
staff mental health
first aiders




Promote a healthy
working environment
through effective policies
and practice for tackling

No specific action
required. [It has been
revised and subsumed
into new action plans]

Yes

HR

ECI3 discrimination, bullying
and harassment,
including providing
appropriate support for
those reporting issues.
No specific action
required. The University
Ensure managers has a corzn mutrJ1 itgéng?
encourage reporting and approach embedded in
ECM3 addressing incidents of its mer_ltal health and .
discrimination, bullying yvellbemg strategy, W.h'.Ch
and harassment. |nclude_s updated policies
and guidance for
managers to support
wellbeing.
Ensure researchers use | Linked to ECM3.
available mechanisms to
report staff who fail to
meet the expected
ECR4 standards of behaviour

in relation to
discrimination,
harassment and
bullying.

Equality, diversity and inclusion







Ensure researchers use See ECI5 / ECM2.
available mechanisms to
report staff who fail to
ECR4 meet the expected
standards of behaviour
in relation to research
misconduct.

Policy development

The aims of these obligations are to encourage all researchers to actively contribute to the development of policies driving positive change at their
institution.

Consider researchers
and their managers as
key stakeholders within
the institution and

EI7 provide them with formal
opportunities to engage
with relevant
organisational policy and
decision-




Encourage managers to
engage with
opportunities to
contribute to policy

1. Encourage and
nominate managers
of research staff to
be involved in
University working
groups and
committees

2. Invite one manager

No

Annually

PVCs,
Associate
PVCs

Increased number
of managers of
research staff in
University working
groups and
committees

Meeting minutes
and committee

ECM5 development aimed from each College to reports reflect
developing a more become member of changes made to
positive research the Research research
environment and culture Culture and environment and
within their institution. Environment Sub- culture as per

committee to success measures
represent Pls / declared in
MoRs research culture
delivery plan (see
ECI6)
Engage with
opportunities to

EM5 contribute to relevant See EI7
policy development
within their institution.

Encourage researchers
to consider opportunities | See EI7
to contribute to policy

ECR5 devel_opment aimed 'a_t
creating a more positive
research environment
and culture within their
institution.

Recognise and act on
their role as key

ER4 stakeholders within their
institution and the wider See EI7

academic community.

Employment

Recruitment and induction







Provide clear and
transparent merit-based
recognition, reward and
promotion pathways that

Researcher career
tracks, review promotion
requirements for research
staff, review titles of
researchers at different
grades

No

Dec 2024

GS, HR,
Executive
Board

Changes made to
retention and
promotion
pathways for
research staff

Harmonisation with
sector
comparators for
job descriptions
and job titles for
research staff,

I Assistant to
contributions and the Research
diversity of personal

) Professor

circumstances.
Numbers
monitored and
further actions
identified through
annual report to
HR and EDI
Committee

Managers commit to, Linked to EI1

and evidence, the

EM3 inclusive, equitable and

transparent recruitment,
promotion and reward of
researchers.

Responsibilities and reporting

The aims of these obligations are to ensure that researchers and their managers understand and act on their obligations and responsibilities.

EM2

Managers familiarise
themselves, and work in
accordance with,
relevant employment
legislation and codes of
practice, institutional
policies, and the terms
and conditions of grant
funding.

No specific action
required.

ER1

Researchers ensure that
they work in accordance
with, institutional
policies, procedures and
employment legislation,
as well as the
requirements of their
funder.

Linked to EI2

ER2

Researchers understand
their reporting
obligations and
responsibilities.

Linked to EI2













PCDM3

PCDR1

Managers allocate a
minimum of 10 days pro
rata per year, for their
researchers to engage
with professional
development, supporting
researchers to balance
the delivery of their
research and their own
professional
development.
Researchers take

Introduce new
agreement for MoRs
which they have to
sign, confirming they
will support their
researchers in
taking full advantage
of at least 10 days

Linked to El4 and
PCDM4

No

2024/2025

100% of MoRs
have signed the
agreement

CEDARS reflects
adequate
responses




PCDM1

Managers engage in
regular career
development
discussions with their
researchers, including
holding a career
development review at
least annually.



the "Recognised
Associate
Supervisor Award"
which is designed
for ECRs to receive
associate supervisor
level accreditation.



The aims of these obligations are to recognise, value and prepare researchers for the wide range of career options available to them within and beyond

research.
Encourage inter- Yes (apart | Dec 2024 and PDC, RSDO, | Engagement from
sector insights by from 3 ongoing BCAST researchers
promoting short and 6 around
internship which are entrepreneurship,
opportunities for new) commercialisation,
researchers with consultancy and
improved public policy
documentation and
guidance New case studies
and podcasts to
Increase research promote continued
staff exposure to engagement with
research inter-sector work
commercialisation
and Internal knowledge
entrepreneurship, exchange
along with (researchers
engagement with sharing their
related development expertise and
opportunities and learning from each
competitors other)
. . Strengthen the

Recognise that moving - .

between, and working :2?;2&}}3'23}!2?”

across, employment TWI in Cambridge

sectors can bring and on campus to

PCDI5 benefits to research and

researchers, and
support opportunities for
researchers to
experience this.

increase networking
and exchange of
ideas among peers
(cf. earlier action
around this in
PCDI2)

Host an event where
researchers who
have done
internships highlight
what they have
learned to other
researchers via a
Q&A and panel
discussions.

Create podcasts and
case studies where
researchers who
have moved
between and worked
across employment
sectors share their
experience and put
them on the GS
webpage




6. Continued
engagement with
Brunel Public Policy
and the Open
Innovation Team
(see Summary
Report)

PCDM2

Managers support
researchers in exploring
and preparing for a
diversity of careers, for
example, through the
use of mentors and
careers professionals,
training, and
secondments.

PCDR2

Researchers explore
and prepare for a range
of employment options
across different sectors,
such as by making use
of mentors, careers
professionals, training
and secondments.

Linked to PCDM4, PCDI2
and El4

Linked to PCDI1 and
PCDI4




10
11

oD Organisational Development

oIT Open Innovation Team

PDC Professional Development Centre
PvC Pro Vice-Chancellor




