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A key criteria for the appointment and 
advancement of academic and research 

staff is their proven or potential ability for 
advancing research, both for the benefit 

of the university and for the subject as a 

whole. 
 

  

http://staffcentral.brighton.ac.uk/xpedio/groups/public/documents/staffcentral/doc009220.pdf
http://staffcentral.brighton.ac.uk/xpedio/groups/public/documents/staffcentral/doc009220.pdf
http://staffcentral.brighton.ac.uk/xpedio/groups/public/documents/staffcentral/doc009220.pdf
http://staffcentral.brighton.ac.uk/xpedio/groups/Public/documents/staffcentral/doc002606.pdf
http://staffcentral.brighton.ac.uk/xpedio/groups/Public/documents/staffcentral/doc002606.pdf
http://staffcentral.brighton.ac.uk/xpedio/groups/Public/documents/staffcentral/doc002606.pdf
http://staffcentral.brighton.ac.uk/xpedio/groups/public/documents/staffcentral/doc009220.pdf
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panels should 
reflect diversity as well as a range of 

experience and expertise. In order to 
promote these values, individuals who are 

members of recruitment and promotion 

panels should have received relevant 
recent training. Unsuccessful applicants 

should be given appropriate feedback if 
requested as this may be of assistance to 

the researcher in considering their further 

career development.  

roups/public/documents/staffcentral/doc0
09220.pdf and clearly defined recruitment 

and selection procedures and practices 
http://staffcentral.brighton.ac.uk/xpedio/g

roups/Public/documents/staffcentral/doc0

02606.pdf  
 

In 2011 the university began roll-out of 
equality and diversity training aimed at all 

staff.  Equality and diversity training is 

also provided as part of the management 
development programme and the 

development programme for first line 
managers and supervisors.  

 
It is expected practice that all 

unsuccessful interviewees will be 

contacted by telephone with constructive 
feedback.  Feedback is given to those not 

shortlisted on request. 

Management 
Development 

Programme, equality 
and diversity training 

will be rolled-out for all 

staff.  Training for all 
staff involved in 

recruitment panels will 
be provided. 

 

 
 

 
 

March 2011 
– July 2012, 

then 

ongoing. 
Ongoing as 

part of 
management 

development 

programmes 

 
All Deans and 

Heads of School, 
Principal 

Investigators and 

members of 
interview panels 

to ensure that 
policies and 

procedures are 

adhered to. 
 

 
 

 
 

 

 
 

 

5. The level of pay or grade for 
researchers should be determined 

according to the requirements of the 
post, consistent with the pay and grading 

arrangements of the research 
organisation. 

Jobs are graded according to a match 

http://staffcentral.brighton.ac.uk/xpedio/groups/public/documents/staffcentral/doc009220.pdf
http://staffcentral.brighton.ac.uk/xpedio/groups/public/documents/staffcentral/doc009220.pdf
http://staffcentral.brighton.ac.uk/xpedio/groups/Public/documents/staffcentral/doc002606.pdf
http://staffcentral.brighton.ac.uk/xpedio/groups/Public/documents/staffcentral/doc002606.pdf
http://staffcentral.brighton.ac.uk/xpedio/groups/Public/documents/staffcentral/doc002606.pdf
http://staffcentral.brighton.ac.uk/xpedio/groups/Public/documents/staffcentral/doc010701.pdf
http://staffcentral.brighton.ac.uk/xpedio/groups/Public/documents/staffcentral/doc010701.pdf
http://staffcentral.brighton.ac.uk/xpedio/groups/Public/documents/staffcentral/doc010701.pdf
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action oversight of 
action 

1. Employers are encouraged to value 

and afford equal treatment to all 
researchers, regardless of whether they 

are employed on a fixed term or similar 
contract. In particular, employers should 

ensure that the development of 

researchers is not undermined by 
instability of employment contracts. This 

approach should be  embedded 
throughout all departmental structures 

and systems. 

All research staff have equal terms and 

conditions regardless of the duration of 
the contract.  This includes, for example, 

participation in the SDR process and all 
internal university grant schemes 

(outlined in E4 below). 

 
 

N/A Ongoing Deans and Heads 

of School 
Principal 

Investigators 
Personnel 

Department 

Senior 

Management 
Team 

2.  Commitment by everyone involved to 
improving the stability of employment 

conditions for researchers and 
implementing and abiding by the 

principles and terms laid down in the 

Fixed Term Employees (Prevention of 
Less Favourable Treatment) Regulations 

(2002) and Joint Negotiating Committee 
for Higher Education Staff (JNCHES) 

guidance on the use of fixed-term 
contracts will provide benefits for 

researchers, research managers, and 

their organisations. 

A locally ag

http://staffcentral.brighton.ac.uk/staffdevelopment/sdr.php?textsize=1&background=1
http://staffcentral.brighton.ac.uk/staffdevelopment/sdr.php?textsize=1&background=1
http://staffcentral.brighton.ac.uk/staffdevelopment/sdr.php?textsize=1&background=1


http://staffcentral.brighton.ac.uk/xpedio/groups/Public/documents/staffcentral/doc002741.pdf
http://staffcentral.brighton.ac.uk/xpedio/groups/Public/documents/staffcentral/doc002741.pdf
http://staffcentral.brighton.ac.uk/xpedio/groups/Public/documents/staffcentral/doc002741.pdf


University of Brighton – compliance with the Research Concordat and actions planned. 

Page 6 of 22 

opportunities to develop their own 
careers as well as having access to 

additional pay 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. 

applications for academic 
promotion/regrading has been in place 

since 2007.  
http://staffcentral.brighton.ac.uk/xpedio/g

roups/Public/documents/staffcentral/doc0

10674.pdf  
 

Locally agreed role profiles set out 
progression requirements at leach level 

and guidance has been agreed on 

evidence to be considered by promotion 
and review Panels.  This is published on 

the Personnel website. 
http://staffcentral.brighton.ac.uk/xpedio/g

roups/Public/documents/staffcentral/doc0
10701.pdf  

Panels meet 
regularly 

http://staffcentral.brighton.ac.uk/xpedio/groups/Public/documents/staffcentral/doc010674.pdf
http://staffcentral.brighton.ac.uk/xpedio/groups/Public/documents/staffcentral/doc010674.pdf
http://staffcentral.brighton.ac.uk/xpedio/groups/Public/documents/staffcentral/doc010674.pdf
http://staffcentral.brighton.ac.uk/xpedio/groups/Public/documents/staffcentral/doc010701.pdf
http://staffcentral.brighton.ac.uk/xpedio/groups/Public/documents/staffcentral/doc010701.pdf
http://staffcentral.brighton.ac.uk/xpedio/groups/Public/documents/staffcentral/doc010701.pdf


http://staffcentral.brighton.ac.uk/vru/new/home/fb2011.html
http://staffcentral.brighton.ac.uk/vru/new/home/fb2011.html


http://www.brighton.ac.uk/clt/clt-courses/
http://staffcentral.brighton.ac.uk/xpedio/groups/Public/documents/staffcentral/doc010674.pdf
http://staffcentral.brighton.ac.uk/xpedio/groups/Public/documents/staffcentral/doc010674.pdf
http://staffcentral.brighton.ac.uk/xpedio/groups/Public/documents/staffcentral/doc010674.pdf


http://www.brighton.ac.uk/personnel/staff-development-and-training.html
http://www.brighton.ac.uk/personnel/staff-development-and-training.html
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networking with your peers, technology to 
facilitate and disseminate research, the 

reviewers perspective, how your grant 
application is assessed and working with 

industry. 

 
http://staffcentral.brighton.ac.uk/vru/new

/home/fb2011.html 
http://www.brighton.ac.uk/clt/clt-courses/  

 

10. Researchers should be empowered by 
having a 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. 

The University has recently implemented 
a new SDR scheme which was 

accompanied by an extensive training 
programme for all reviewers and 

reviewees.  It is therefore expected that 

the 2009 CROS survey result which 
showed that 51% had participated in the 

SDR scheme will have risen significantly. 
 

Advice on career development and 

planning is available from specialist 
Careers Counsellors, managers, SDR 

reviewers and mentors. 
 

Review of the 
implementation of the 

SDR scheme to 
ascertain coverage 

across the University 

2011/12 Personnel 
Department 

Staff 
Development 

Group 

11. Employers will wish to ensure that 

developmental 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 unduly 

http://staffcentral.brighton.ac.uk/vru/new/home/fb2011.html
http://staffcentral.brighton.ac.uk/vru/new/home/fb2011.html
http://www.brighton.ac.uk/clt/clt-courses/
http://www.brighton.ac.uk/clt/clt-courses/
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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. 

The Centre for Learning and Teaching 

offer accredited courses as outlined above 

 

Calculate numbers of 

CRS involved in 

teaching in order to 
form a judgement 

about the availability 
of opportunity for staff 

Autumn 2012 Personnel 

Department 

Deans 

Staff 

Development 
Group 

13. Employers and researchers can often 

benefit if researchers have an input into 
policy and practice through appropriate 

representation at staff meetings and on 
organisation or management committees. 
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benefit of their employing organisation, 
as well as the wider society and 

economy as a whole. 

 
The department of Economic and Social 

Engagement (EASE) includes specialists in 
knowledge transfer and engagement with 

industry and in contracts and Intellectual 

Property.  Business Development Managers 
(BDMs) employed in EASE but embedded 

within Schools work closely with research 
staff at all levels to ensure that research is 

transferred to the commercial sector. 

A successful and well-attended programme 
called BeePurple encourages innovation and 

entrepreneurial practice among staff and 
students. 

 
The University also runs a successful 

portfolio of Knowledge Transfer 

Partnerships (KTPs) through which 
developed knowledge is used to support 

and enhance external organisations, 
including those in the commercial and 

voluntary sectors. Since 1 January 2010, 23 

new KTP projects have started and there 
are currently 19 live projects.  However, the 

TSB have announced a reduction in the 
national KTP portfolio, estimating live 

projects will reduce on a national basis 
from circa 1,000 projects currently to circa 

600 projects by 2012/13. 

 
Clearly this will have an adverse effect on 

the volume of projects which can benefit 
from using KTP as a mechanism for 



http://staffcentral.brighton.ac.uk/xpedio/groups/public/documents/staffcentral/doc001431.pdf
http://staffcentral.brighton.ac.uk/xpedio/groups/public/documents/staffcentral/doc001431.pdf
http://staffcentral.brighton.ac.uk/xpedio/groups/public/documents/staffcentral/doc001431.pdf
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on Good Practice in Research Ethics and 
Governance 

http://staffcentral.brighton.ac.uk/xpedio/gr
oups/Public/documents/staffcentral/doc007

528.pdf  

4. Researchers should also be aware 
that the skills and achievements 

http://staffcentral.brighton.ac.uk/xpedio/groups/Public/documents/staffcentral/doc007528.pdf
http://staffcentral.brighton.ac.uk/xpedio/groups/Public/documents/staffcentral/doc007528.pdf
http://staffcentral.brighton.ac.uk/xpedio/groups/Public/documents/staffcentral/doc007528.pdf
http://staffcentral.brighton.ac.uk/xpedio/groups/Public/documents/staffcentral/doc010701.pdf
http://staffcentral.brighton.ac.uk/xpedio/groups/Public/documents/staffcentral/doc010701.pdf
http://staffcentral.brighton.ac.uk/xpedio/groups/Public/documents/staffcentral/doc010701.pdf


http://staffcentral.brighton.ac.uk/xpedio/groups/public/documents/staffcentral/doc009220.pdf
http://staffcentral.brighton.ac.uk/xpedio/groups/public/documents/staffcentral/doc009220.pdf
http://staffcentral.brighton.ac.uk/xpedio/groups/public/documents/staffcentral/doc009220.pdf
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http://www.brighton.ac.uk/personnel/well-being-and-work-life-balance.html
http://www.brighton.ac.uk/personnel/well-being-and-work-life-balance.html
http://staffcentral.brighton.ac.uk/vru/ResearchInitiatives.shtm
http://staffcentral.brighton.ac.uk/vru/ResearchInitiatives.shtm
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http://www.brighton.ac.uk/equality/facts-figures.php?type
http://www.brighton.ac.uk/equality/facts-figures.php?type
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term health issues. Employers and 
funders should change policies or 

practices that directly or indirectly 
disadvantage such groups. 

9. All managers of research should 

ensure that measures exist at every 
institution through which discrimination, 

bullying or harassment can be reported 

and addressed without adversely 
affecting the careers of innocent 

parties. 

Personnel policies 

Harassment Policy 
http://staffcentral.brighton.ac.uk/xpedio/gr

oups/Public/documents/staffcentral/doc000

826.pdf  
 

  Heads of School 

Deans 
Principal 

Investigators 

Personnel 

Department 

http://staffcentral.brighton.ac.uk/xpedio/groups/Public/documents/staffcentral/doc000826.pdf
http://staffcentral.brighton.ac.uk/xpedio/groups/Public/documents/staffcentral/doc000826.pdf
http://staffcentral.brighton.ac.uk/xpedio/groups/Public/documents/staffcentral/doc000826.pdf
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funders and sector bodies including the 
Professional Institutions. This group will 

inform the UK Research Base Funders’ 
Forum of progress. 

b. to procure an independent 

benchmarking study to assess the state 
of the sector at the launch of this 

Concordat. 
c. to contribute an appropriate share of 

the costs of supporting implementation 

and review, including the benchmarking 
report. 

d. to draw up an implementation plan 
for the Concordat, to ensure a coherent 

and sustained approach by 
organisations operating in the sector 

and the appropriate use of survey and 

monitoring tools such as the Careers in 
Research Online Survey (CROS). 

e. to undertake and publish a major 
review of the implementation of the 

Concordat after three years reporting to 

the signatories and taking account of 
progress against 

the benchmark report and the views of 
researchers and employers (both 

outside and within the HE sector). 

Research Strategy 
Committee 

3. The signatory funders will ensure 
that their terms and conditions of, for 

example, project grants include the 
expectation that the Research 

Organisations that they fund will adopt 

the principles of the revised Concordat. 

     

4. The signatories recognise the value 
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Research Strategy Committee, a committee of the Academic Board with representation from across the institution both from academic departments and central 

services, includes all Deans and has a remit to consider research issues across the institution. 


