HREIR Action plan template

The institutional audience for this plan includes: 217 Research only staff (165 of which are doctorally qualified and 77 of which are externally funded); 1662 Academic Research Staff and 212 Technical Staff

Action plan timeline: 2026-2029
Institution name: Northumbria University
Cohort number: 13
Date of submission: 22-May-26
Obligation Action to be taken during three year cycle to support obligation Carried over |What will success look like? Expected Impact of this Action for your plans Deadline|Responsibility
include the overall obligation and sub obligations |the number of actions you choose to include per Obligation is at your institutions discretion from previous |progress and impact will be measured through SMART objectives, supported |audience (please include Research only staff
action plan? by clear KPls, metrics, and feedback mechanisms (Concordat priority audience))
Environment and Culture
Obligation 1 Awareness and Engagement
1A Ensure all relevant staff are aware of the Embed the Concordat Principles into Institutional Practice No Success will be demonstrated not only by the delivery of initiatives, but by Systematically embedding Concordat obligation Dec-27|Researcher
Concordat and that institutional policies and evidence of meaningful change in the knowledge, behaviour, and experience |awareness across all relevant institutional/researcher Development &
practices related to researchers are inclusive, To address identified uneven Concordat Awareness across the University, as evidenced through the CEDARS survey and of research-only staff and those who lead and manage them. touchpoints will move us beyond passive dissemination to Culture Manager
equitable, and transparent. feedback from the ECR Forum activity, Concordat Principles will be embedded across Research Culture Team/researcher- equip researchers, managers of researchers, Research
facing and leadership touchpoints, moving from raising awareness to active advocacy. The measurable shift from awareness to advocacy will be evidenced through |Group Leads, and other leaders with the knowledge and Research Culture
surveys (CEDARS and internal pulse survey at ECR Forum Annual confidence to actively advocate for and enact the Committee
To embed the Concordat more deeply into institutional practice, its principles will be integrated into a range of existing Networking Event), evaluation (post training/development session feedback), (Concordat principles through practice and policy.
frameworks, tools, and communications, including ongoing Research Culture Team work with Research Group Leads, as well and governance reporting (to Research Culture Committee).
as creating a new Managing Researchers module in the Project Management Essentials Training with a corresponding Targeting Concordat awareness at Research Group
Concordat Explainer in the Principal Investigator Hub. Enhanced Guidance will also be added to the Institutional Line Managers With "What can the Concordat do for you?" sessions developed and Leads and Principal Investigators ensures consistency of
Toolkit. delivered and targeted at specific audiences (research only staff, principal practice at the point of greatest influence over research
investigators, research group leads) we will monitor attendance levels, staff's day-to-day working experience. For research-only
May 2026 - Research Group Leads to promote the 10 days (pro rata)/year professional development for all members including measure change in career confidence and seek feedback for improvement staff in particular, this should translate into a more
PGRs, research and technical staff. using pre and post session surveys. consistent experience in a working environment that
recognises their specific employment circumstances and
Apr 2027 - new 'career and development management' module embedded into Project Management Essentials Research-only staff report increased awareness of their rights and actively supports their career development and wellbeing.
entitlements evidenced through increase from baseline CEDARS 2025
Dec 2027 - Working with the ECR Forum, a 'What can the Concordat do for you?' session will be developed and delivered to survey.
help staff early in their career to translate Concordat principles into meaningful, everyday practice. This session will then be
rolled out to other audiences, e.g. Research Group Leads and Principal Investigators.
1B Regularly review and improve the research Co-create a Good Practice Framework for Research Group Leads No The Good Practice Framework builds on existing work on 'Principles of High |As Research Group Leads engage with the Good Jun-27|Researcher
environment and culture by seeking feedback from Performing and Inclusive Research Communities. It will be a 'living document' | Practice Framework and peer sharing spaces, research- Development &
researchers and implementing changes based on | To nurture inclusive research community culture and leadership practice where feedback is actively encouraged, we will co- aligned to those principles and will be updated with good practice examples  [only staff can expect to experience more intentional and Culture Manager
the findings. create a Good Practice Framework with Research Group Leads, underpinning the work to date on 'High-Performing and over time. inclusive leadership within their groups. RGLs equipped
Inclusive Research Communities'. https://www.northumbria.ac.uk/research/research-culture/research-culture-resources/ with reflective practice tools and exposure to shared good Research Group
Impact of sharing good practice will be evidenced through CEDARS survey |practice will be better positioned to create environments Steering Group
The University will develop and embed good practice and facilitated safe space for Research Group Leads (RGLs) to share data tracking research-only staff experience of inclusion, psychological where research-only staff feel safe to speak up, offer
challenges and opportunities, equipping them to model inclusive behaviours and build psychologically safe research safety, and valued contribution; qualitative feedback gathered through ECR  [feedback, and raise concerns without fear of negative
communities where good practice is shared and all staff (including research-only staff) contributions and feedback are valued. Forum; and Research Culture Committee reporting through the Research consequence.
This action recognises that RGLs are not line managers but are uniquely positioned to set the cultural tone of their groups, Culture Action Plan on the embedding of inclusive practice across research
requiring targeted, non-managerial leadership development distinct from standard management training. groups. IAs inclusive behaviours become more consistently
embedded in research group culture, research-only staff
It will be a 'living document' aligned to those principles and will be updated with good practice examples over time. should experience a tangible improvement in
psychological safety, feeling that their contributions are
Oct 2026 - Relaunch of the Research Group Steering Group genuinely valued, that their feedback is actively sought
Jun 2027 - Good Practice Framework will be soft launched at the Research Group Leads Conference and shared in the and acted upon, and that they are recognised as integral
resources section of the Research Culture webpages. members of their research community. This is particularly
significant for research-only staff, who can often feel
overlooked within group structures due to the fixed-term
and project-specific nature of their contracts.
Obligation 4 Equality, diversity and inclusion
4A Ensure managers undertake relevant training and |Co-create a Facilitated EDI Conversation Framework for Research Group Leads No Research Group Leads participation and feedback will be tracked after a pilot | This programme will shift how EDI principles are Sep-28|EDI Team (with input
development opportunities related to equality, facilitated session, capturing participants' confidence levels, perceived understood and enacted at the frontline of research from relevant Equality
diversity and inclusion, and put this into practice in [Drawing on insights from the newly established EDI Equality Forums - Disability, Gender, LGBTQ+, and Race (launched relevance, and the quality of the safe space created. leadership. By equipping RGLs with the confidence, Forums)
their work. January 2026), we will co-develop and pilot a structured EDI Conversation Framework with Research Group Leads (RGLs) as language, and reflective tools to lead inclusive groups, it
part of the Good Practice Framework. Through a facilitated, peer-led model and aligned to the existing Research Group Leads As we roll out the Framework qualitative data will gathered and good practice |reduces the gap between institutional EDI policy and the Research Groups
Programme, we will create a sustained safe space for honest reflection on culture, power, and belonging, translating EDI examples to the Good Practice Framework and shared in the resources lived experience of researchers, particularly those from Steering Group
guidance and policy into everyday leadership behaviour at the research group level. section of our Research Culture webpages. underrepresented or marginalised groups. The peer
learning element embeds accountability without
The Framework will enhance the current EDI training offer by creating a structured, judgement-free space for people to share Research Group Leads and researcher perceptions of EDI culture will be hierarchy, creating lasting behaviour change rather than
and reflect on experiences and perspectives on equality, diversity and inclusion. This action directly addresses a highlighted tracked through EDI Equality Forums and CEDARS survey data. one-off training. Over time, this will contribute to more
gap that standard EDI management training is designed for formal line managers and does not meet the distinct needs of psychologically safe research environments, improved
RGLs, who hold no formal HR responsibility but shape the lived experience of every researcher in their group. retention of diverse research talent, and a visible
leadership culture that actively champions belonging,
Jan 2028 - EDI Team and RIS co-design (based on insights from Forums) reinforcing the organisation's broader EDI commitments
Mar 2028 - Research Group Leads pilot cohort identified and sessions delivered with evidence of practice, not just intent.
Jul 2028 - Qualitative feedback gathered and analysed
Sept 2028 - Framework refined for full rollout to all Research Group Leads The framework will build shared language, psychological
safety, and habitual good practice, bringing EDI policy
Co-development model distributes delivery across RIS and EDI Team, with Research Group Leads as active participants rather and practice to life and moving from compliance to
than passive recipients of training. embedded culture.
Employment
Obligation 8 Recognition, reward and promotion |
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8A Provide clear and transparent merit-based Evaluate Current Responsible Research Practice at Northumbria Yes RRA principles are adopted by all 12 Schools. Compliance will be monitored |This project recognises all roles that support research Sep-28|Responsible
recognition, reward and promotion pathways that through Research Culture Committee. (including research-only and technical staff) and moves Research Assessment
recognise the full range of researchers' Northumbria is committed to embedding Responsible Research Assessment (RRA) principles across its research community. us from recognition being a one-off campaign to a culture Sub-Committee
contributions and the diversity of personal Commitment to these principles involves a more contextual approach to the assessment of research quality and less reliance To assess compliance and engagement with the RRA principles we will where recognition becomes standard practice, and
circumstances. on quantitative indicators alone. We now are in the initial stage of implementing the RRA principles across the University and produce Evaluation Case Studies to understand the staff experiences of recognition is built into routines (team meetings, 1:1s,
we will be conducting focus groups with staff to identify how far they are currently adopted and where further support might be applying the principles, identify enablers and barriers to adoption and provide |project reviews).
provided. The findings from the focus groups will inform the development of communication materials to guide and support staff. further evidence for improvement.
A longitudinal evaluation will be conducted using qualitative focus groups, drawing participants from across all three Faculties Further Focus Groups with individual Schools may be required following
and all 12 Schools. Participants will be selected from a range of roles involved in research assessment, including recruitment evaluation.
panels, REF reviewers, and line managers, with representation ensured across seniority levels and gender.
May 2026 - recruitment commences to 6 baseline focus groups across all Faculties with up to 48 participants
Data will be collected at three timepoints (baseline, 6 months, and 12 months), allowing the evaluation to capture not only a
snapshot of current practice but also meaningful change over time. Findings will be analysed thematically and will be used to
inform ongoing improvements to research assessment culture and practice at Northumbria.
During the project we will deliver targeted inteventions at School and Faculty level (including case studies), and evaluate
effectiveness. At month 15 of the project we will deliver evidence-based recommendations via a final evaluation report which
will include a minimum of 5 actionable interventions that support engagement with our RRA principles.
Obligation 10 People management
10A Provide effective line and project management Enhancing Effective Line and Project Management for new Principal Investigators No Training designed and first cohort scheduled by end of 2026 Enhanced training for new, first time Pls which Apr-27|Researcher
training opportunities for managers of researchers, 290% of new, first time Principal Investigators complete training by end of encompasses 'people management' and the principles of Development &
heads of department and equivalent. Strengthen and join up the line management and project management offer for managers of researchers, with particular focus 2028 the Concordat will ensure that all research-only staff on Culture Manager in
on supporting careers and researcher development. We will focus on upskilling new, first time Principal Investigators. Building new projects will benefit from their manager advocating consultation with
on existing provision such as Manager's Induction, EDI considerations in Management, the People Managers Toolkit, and Impact on improvements in researcher experience assessed through all staff |for their commitment to at least 10 days development (pro Organisational
Project Management Essentials. This action fills identified gaps around targeted postdoc-specific training and integrates and CEDARS survey data rata). Development.
researcher development and career management content into the emerging Project Management Essentials offer and the
development of peer manager communities to embed good practice through shared experience.
Dec 2026 - Design training specifically addressing the management of researchers on grant funding, covering career
development conversations, performance management, fixed-term contract considerations, and researcher wellbeing. Embed
this into the existing Project Management Essentials Offer.
Feb 2027 - Work with Post-Award Team to identify new Principle Investigators to attend enhanced Project Manager's
Essentials workshop.
Apr 2027 - First Cohort session with embedded 'career and development of researchers' element delivered by Researcher
Development & Culture Manager with input from Organisational Development.
10B Managers undertake relevant training and Actions to this Obligation will form part of the joined up offer described in 10A - Enhancing Effective Line and Project No see 10A see 10A Apr-27|Researcher
development opportunities so that they can Management for new Principal Investigators with particular focus on managing researchers on grant funding. Development &
manage researchers effectively and fulfil their duty Culture Manager in
of care. consultation with
Organisational
Development.
10C Managers actively engage in regular constructive |Actions to this Obligation are covered by activity in 73A - Ambition and Adaptability Coaching Conversation Framework and will |No see 10A see 10A Apr-27|Researcher
performance management with their researchers. |form part of the joined up offer described in 10A - Enhancing Effective Line and Project Management for new Principal Development &
Investigators with particular focus on managing researchers on grant funding. Culture Manager in
consultation with
Organisational
Development.
Professional and Career Development
Obligation 12 Championing professional development
12A Provide opportunities, structured support, No Increase in researchers reporting confidence in career planning, measured  |Impact of this action on research-only staff: Jul-28|Researcher
encouragement and time for researchers to through pre and post module surveys. Development and
engage in a minimum of 10 days professional Design and Deliver a Career Readiness and Growth Programme for Early Career Researchers (ECRs) - Improved career clarity through structured self- Culture Manager with
development pro rata per year, recognising that Increase in awareness of support for career and professional development assessment tools and career planning resources, support from ECR
researchers will pursue careers across a wide Research Culture Committee workshops and Focus Group listening sessions with research-only staff have indicated a gap in reported through CEDARS survey data (from 2025 baseline). enabling them to make informed decisions on their next Management Group
range of employment sectors. provision of 'career planning and strategy building' support. We will design and develop a Researcher Career Readiness and steps.
Growth Programme with and for research-only staff. Participation monitored to ensure representation from all Faculties and
Schools where there are numbers of research-only staff. We will monitor - The toolkit's focus on building resilience and
We will work them to understand the unique challenges of those roles. This supports institutional commitments to researcher participation in the programme and engage through our existing working developing a research strategy will support researchers
wellbeing, development, and retention, and aligns with sector-wide frameworks for researcher development. relationships around Research Culture where uptake in a particular in navigating the uncertainty that is characteristic of early
Faculty/School is low. career research roles.
The programme will include a co-created Researcher Career Toolkit (anchored in building resilience, developing a research
strategy, and career planning) featuring self-assessment tools, career option considerations, and signposting to internal and - Transferable skills modules will better equip
external resources. Upskilling and Reskilling modules will address transferable skills for researchers in transition to new roles. researchers for transitions into new roles within academic
Content will also draw on existing RIS Researcher Development materials, the Vitae Researcher Development Framework and across sectors, directly addressing the vulnerability
2025, and the PROSPER toolkit. of research-only contract staff.
We will encourage managers of researchers to support researcher participation through the work we are doing in 10A to Co-designing this programme with and for Research only
strengthen and join up the line management and project management offer, as well as through our current programme of work staff will improve engagement in development
with Research Group Leads as part of our Research Culture Action Plan to foster a vibrant, fair, and inclusive research culture opportunities.
July 2027 - consultation with research-only staff population to understand their specific needs.
Sept-Dec 2027 - programme design and launch with minimum of 1 career planning and 2 up/reskilling modules per year.
July 2028 - programme evaluation and Career Toolkit published and accessible to all ECRs.
Obligation 13 Career development reviews
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13A Provide training, structured support, and time for |Ambition and Adaptability Coaching Conversation Framework No Increase in managers of researcher reporting confidence in career planning, |This action will give managers of researchers a concrete May-27|Research Group
managers to engage in meaningful career As our institutional ambitions require us to ask researchers to stretch further and take greater risks we need to acknowledge measured through pre and post training surveys. framework, language, and skillset to move towards a Steering Group
development reviews with their researchers. that greater ambition brings greater exposure rejections which we rarely talk about. Working with the Research Group Steering more developmental conversation which recognises that
Group, and building on the work we have done around 'rejection and resilience' we will pilot a structured coaching conversation Managers report that they feel confident in providing career conversations early research careers can be stressful due to rejection Research Culture
framework equipping managers and leaders of researchers with the confidence and skills to hold meaningful career and giving effective feedback reported through CEDARS survey data (from and failure. Committee
development conversations. The framework reframes rejection and failure (through grant applications, publications, and 2025 baseline).
competitive processes) as structural features of an ambitious academic career, not individual shortcomings. Rather than placing Researchers experience a cultural shift away from
the burden of coping on the individual, it builds collective conditions for adaptability, sustainability, and flourishing. individualised career resilience narratives toward shared
(research group/team) responsibility for wellbeing and
Jun 2026 - Explore concepts of rejection and resilience at Research Group Leads Conference. development.
Nov 2026 - Co-develop the Ambition and Adaptability Coaching Conversation Framework with the Research Group Steering
Group, grounded in the principles of adaptability, sustainability, flourishing, and resourcefulness.
Mar 2027 - Deliver training and structured support for a cohort of Research Group Leads to use the framework in career
development conversations.
May 2027 - Coaching Framework rolled out to managers of research more broadly though existing training, tools, and
communications.
13B Managers engage in regular career development |Embedding Regular Career Development Discussions Between Principal Investigators and Researchers No We will evaluate change in career confidence, career planning and the extent |Researchers on fixed-term or short-term contracts would Apr-27|Researcher
discussions with their researchers, including to which managers/supervisors engage in discussion around the full range of |particularly benefit, as regular discussions would help Development &
holding a career development review at least While we do have evidence that most researchers have at least one career development discussion annually, those career options within and outside of academia through CEDARS survey data [them plan ahead, identify transferable skills, and explore Culture Manager in
annually. discussions covering the range of career options are less well documented. The expectation that managers engage in ongoing (baseline 2025). next steps with greater confidence and support. More consultation with
career development discussions with their researchers, including a formal Career Development Review at least once per year broadly, researchers at all career stages would gain Organisational
will be built into activity in 10A (Enhancing Effective Line and Project Management for new Principal Investigators). We will measure change through ECR Forum pulse surveys at our Bi-annual |clearer direction, greater awareness of the full range Development.
Networking Events opportunities available to them, and a stronger sense that
Building on existing performance and development frameworks, this action will ensure that career development conversations their long-term development is valued
are a consistent and structured feature of the manager-researcher relationship. Any guidance and resources developed on to Principal Investigators advocate for their researchers to attend the Career
hold effective conversations that cover the full range of career pathways available within and beyond academia developed in Readiness and Growth Programme for Early Career Researchers (ECRs)
activity 10A will be shared with Organisational Development to cascade into other Line Manager training and resources. (12A)
Apr 2027 - Linked with 10A (Enhancing Effective Line and Project Management for new Principal Investigators). First Project
Management Essentials session with embedded 'career and development of researchers' element delivered by Researcher
Development & Culture Manager with input from Organisational Development.
Obligation 14 Career development support and planning
14A Ensure that researchers have access to Raising Awareness of External Research Funding Landscape & Sector Developments No A minimum of 2 sessions delivered per year from 2027-2029, each with 230 |Directly enables researchers, particularly those on Dec-29|Research
professional advice on career management, attendees. Success tracked via attendance registers; post-event feedback; co{research-only contracts, to make informed, autonomous Development
across a breadth of careers. By June 2027 we will launch a biannual workshop series equipping Early Career Researchers and postdoctoral researchers produced outputs or recommendations captured per session. decisions about their future career directions, including Managers
with the knowledge and practical skills to navigate careers beyond academia. transitions to industry, funding body roles, or
Delivered through the ECR Forum, these sessions will provide professional guidance on the external research funding Evidenced through CEDARS survey data: collaborative research environments. Research Groups
landscape, alongside sector career trends, advice on collaboration-building and the strategic value of external partnerships. Steering Group
To what extent do you agree that... The workshop model also builds researchers' practical
Each interactive workshop will offer practical advice on identifying emerging career opportunities and building the professional *You are aware of the support your institution provides for your career and  |capacity to identify funding opportunities and form
networks needed to pursue them, with a target minimum attendance of 25 participants per session. Sessions will be co- professional development? - Agree/Strongly agree >65% (from 2025 baseline |effective collaborations, supporting both individual
delivered by Research Development Managers and the Researcher Development and Culture Manager, ensuring participants 53% (n102) development and institutional research ambition.
receive expert, cross-disciplinary professional guidance.
Post-event evaluation demonstrating increased researcher awareness of the
The series will run through 2028 and 2029, and will be integrated into our work with Research Group Leads, enabling elements funding landscape and external career/collaboration pathways.
of the programme to be cascaded and delivered at Research Group level, broadening access to professional career advice Co-produced outputs (e.g. practical recommendations, expertise/gap maps)
across the research community. We will also ask Research Group Leads and Associate Heads of School to actively encourage captured from each session
research only staff to engage with these workshops.
We aim to achieve a minimum attendance of 25 participants per session. The series will continue through 2028 and 2029.
Feb 2027 - Adaptation scoping and RDM alignment completed by December 2026.
Jun 2027 - First session delivered by June 2027.
Dec 2029 - Series sustained biannually.
Obligation 15 Research identity and leadership
15A Provide researchers with opportunities, and time, |Research Strategy and Planning Programme (see 15B) learning cascaded into local Research Group settings No At least 50% of Research Groups across all Faculties that have engaged with | By embedding the Programme learning at Research Jul-28|Research Group

to develop their research identity and broader
leadership skills.

Informed by the tools, frameworks, and learning generated through the Research Strategy and Planning Programme, Research
Group Leads will cascade learning to a local Research Group setting, enabling individual researchers to:

- contribute to the co-creation of a Research Group Strategy

- articulate a clear and distinctive research identity

- develop a personal research strategy, setting goals aligned with both their own ambitions and their Research Group's
strategic direction

- build leadership and influencing skills, developing the confidence and capabilities to lead collaborations, contribute to group
strategy, and engage with external partners

- strengthen their professional profile and visibility, across their discipline, institution, and wider sector

Identify and pursue funding and partnership opportunities aligned with their research direction

July 2028 - once all Research Groups have experienced the 'Research Strategy and Planning Programme' they are
encouraged to run sessions at local research group level

the Strategy and Planning Programme will bring learning back to their
Research Group Settings. This will improve the experience of all staff within
Research Groups, enabling them to develop contribute to co-creation of a
Research Group Strategy and develop their own personal research identity
and strategy that can align the with broader Group. We will monitor change
over time via regular Research Group evaluation surveys and development
sessions.

We will also monitor change via CEDARS survey data on feeling supported
to develop research and professional identity.

Group level will equip Research Group Leads with the
skills and resources to facilitate strategy development
within their local Group settings. This will improve
confidence in the leadership of Research Groups. This
will enable individual researchers to engage in
personalised research strategy development, helping
them to articulate and build a distinctive research identity,
set a clear direction for their research career, and take
ownership of their professional growth in an inclusive and
supportive Research Group environment.

Leads
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15B Managers engage in leadership and management |Research Strategy and Planning Programme - pilot No 100% of pilot participants complete the full programme cycle and produce a |By embedding a train-the-trainer model, we will equip Jul-27|Research
training to enhance their personal effectiveness, draft 12—24-month research implementation plan. Research Group Leads with the leadership and Development
and to promote a positive attitude to professional |During the Faculty Research Culture SWOT analysis process, an opportunity was identified to strengthen research leadership facilitation skills needed to champion professional Manager
development. and strategic coherence at both an individual and research group level. Participant confidence in research leadership and identity will be assessed development within their local Group settings. This
via pre- and post-programme self-evaluation. approach supports Research Group Leads in developing Research Impact
We will deliver a pilot programme initially in one Faculty which will then be rolled out to all Faculties. The programme will equip their own effectiveness as research managers and Manager
Research Group Leads with practical tools, structured frameworks, and the confidence to develop clear research strategies and 6 months after the Pilot Programme, evidence will be gathered of cascade leaders, while enabling them to facilitate the Framework
implementation plans. activity within the pilot cohort research groups (see 15A). with their teams, fostering a culture where personalised Researcher
research strategy development is encouraged and Development and
Participants will act as train-the-trainer champions, enabling strategic planning and coordinated research activity across their valued. Through this, researchers will be supported to Culture Manager
groups. By strengthening research direction, funding alignment, and partnership development, the programme will enhance the articulate a distinctive research identity, set a clear
faculty’s competitiveness, visibility, and societal impact. direction for their research career, and take ownership of
their professional growth.
Participants will cascade learning by:
- facilitating planning discussions within their groups
- using programme tools and templates to develop individual and research group research strategies
- supporting colleagues to align activity with group strategy
- embedding ongoing strategic dialogue
May 2026 - Programme Framework agreed with pilot Faculty Associate PVC Research & Knowledge Exchange
July 2026 - Pilot programme delivered
July 2027 - Programme rolled out to all Faculties
Obligation 16 Diverse careers
16A Recognise that moving between, and working Gather Evidence of the benefits of cross employment sector secondments which can be shared in Diversified Yes We will initially aim to gather for 2-3 Case Studies per Faculty. By collating testimonials, case studies, and reflective Jul-28|Research Culture
across, employment sectors can bring benefits to Mentoring and Coaching Scheme conversations. accounts from staff who have undertaken secondments Team
research and researchers, and support Evidence that cross-sector secondment materials are being actively used in |across industry, government, the third sector, and other
opportunities for researchers to experience this. Recognising that movement between and across employment sectors can bring significant benefits to both research and mentoring and coaching conversations will be captured through mentor/coach |research environments, the University will build a
researchers. To support this, the University will systematically gather evidence of the value and impact of cross-sector feedback and scheme reporting practical evidence base that mentors and coaches can
secondment experiences, which will be used to enrich conversations within the Diversified Mentoring and Coaching Scheme draw upon. This will strengthen our mentoring and
(16B). Changes in researchers' awareness of cross-sector opportunities and their  [coaching tools and help researchers at all career stages
confidence in pursuing them will be gathered via School engagement make more informed decisions about cross-sector
July 2028 - Case Studies added to Mentoring webpages and raised awareness through existing channels, Research Group feedback and scheme participant surveys, as well as evidenced through opportunities and feel supported in pursuing them.
Leads, Associate Heads of School. CEDARS survey data.
Working with Associate Heads of School, uptake of secondment opportunities
will be monitored over time to assess whether the evidence-sharing activity
contributes to increased engagement with cross-sector secondments across
the institution
16B Managers support researchers in exploring and Diversified Mentoring and Coaching Scheme No Improvement in mentoring arrangements are monitored through Researchers engaging in group mentoring develop and Jul-28|Associate Faculty

preparing for a diversity of careers, for example,
using mentors and careers professionals, training,
and secondments.

Although all research staff should have a mentor, qualitative feedback gathered through Faculty Research Culture SWOT
Analysis and through Cedars survey data suggests that mentoring practice across the University is unequal, with some
researchers having no mentor beyond their immediate line manager This action addresses identified gaps in provision
diversifies and builds capacity in our mentoring offer.

Through our Faculty Research Culture Action Plans we will build a more structured, inclusive, and scalable mentoring offer to
enhance research capability, confidence, and career progression.

Jul 2027 - explore and pilot cross-School individual mentoring where there are imbalances in the numbers of mentors in a
particular school or group ensuring no researcher is left without access to a mentor beyond their immediate manager. (with
Associate Heads of Schools)

Sep 2027 - convene peer mentoring circles using the 'Time to Think' coaching methodology (Nancy Kline), working initially with
our ECR Forum members. This broadens the mentoring offer to include coaching-informed approaches, with a focus on ECRs
preparing career pathways. The programme will run a minimum of 2 pilot groups of 6-8 participants, facilitated by RD&CM and
RIS colleagues with existing coaching skills. Learning from this model will be cascaded into 'group mentoring'.

Jul 2028 - exploring the option of group mentoring around particular areas (career diversity, leadership development) which
could be used as a scalable model for Schools/Research Groups, by creating scalable, thematic spaces where researchers can
explore routes beyond academia and develop leadership capabilities applicable across sectors.

Faculty/School Research Culture Action Plans, reported through Research
Culture Committee.

Group mentoring facilitator guide and session resources adopted by at least
3 Research Group Lead champions per Faculty by end of 2028.

280% of peer mentoring circles and group mentoring participants reporting
increased confidence or clarity about their career options (pre/post reflection
tool)

Evidence base sufficient to make the case for HR-supported cross-
institutional matching scheme.

acting a as peer mentors build their own coaching
capabilities. In group mentoring, participants can learn
from each others' experiences. It will embed a culture of
coaching and developmental conversation across
research communities.

PVC Research and
Knowledge Exchange

Associate Faculty
Heads of School

Research Culture
Team
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