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c) Regular monitoring and evaluation of all relevant UoS policies and procedures - create a 
sub working group to regularly discuss and manage review process - also, see ECI3 and 4.

See Action 
12.1

Dec-22 RSOr/RDC
RS Reps/RDC 
SG
Assistant 
Director HR: 
OD

Launch of improved digital platforms, by 30 Jun 2022, with annual review 
process to ensure information is up to date to be included in committee 
meetings and Concordat Annual Report. (a & c)

Delivery and launch of PI/Manager development module on UoS LearnUpon 
(Organisational Development) by 30 Jun 2022. (b)

Survey data shows positive increase of approx 25%, to meet or exceed CEDEARS 
Agg 2021: RS good level of job satisfaction 74%, once web pages and online 
module have been launched (UoS Oct 2021: Q4 EDI commitment 66%). (all) 

a) In progress - Comprehensive webpage for PIs/Managers has been developed with relevant info as to the role 
and process. RSO has held several onboarding workshops for PIs/Managers. The proposal to create toolkits has 
been reviewed and as the need has changed (in part due to OD's Management Essentials resources), the focus 
will instead be on redesigning RSO webpages.

b) In progress - OD has implemented a Management Essentials training course, offered termly through 
LearnUpon. Completion analytics are sent to Heads of School (HoS) termly to follow up with their PIs/Managers. 
Additional PI/Manager training is under development, including self-directed modules, and carried forward to the 
next action plan.

c) In progress - due to resource shortage and subsequent restructuring within HR between 2022-23, this has been 
delayed. A Head of Employee Relations and Policy has been recruited (end 2023) and will begin work on a policy 
review in 2024.

All PIs/Managers are required to complete mandatory OD 
training as outlined below within their first few months in post:
- Diversity in the Workplace 
- Inclusive Leadership 
- Insiders and Outsiders - How Micro-Behaviours affect the 
Workplace 
- The Impact of Micro-Behaviours
- Trans and non-binary awareness 
- Unconscious Bias 

CEDARS 2023: 61% agree they have a good level of job 
satisfaction (sector agg: 69 %).

ongoing

ECI6
Regularly review and report on the quality of the research environment and culture, 
including seeking feedback from researchers, and using the outcomes to improve 
institutional practices.

a) UoS Staff Survey to included Research Staff section or Research Staff specific 
questionnaire to be developed by RSO (ie BPS) - also, see ECI1(f)

b) Annual CEDARS survey - with incentive to complete - to ensure maximum engagement

c) Research Staff Reps to gather Qual data on Research Staff experience - regular reporting 
in RS Reps meetings

d) Qual and Quant feedback from Training and Development/Inductions/Events to be used 
in all reporting opportunities

See revised 
10.a and 12.1

Dec-23 RSOr
RS Reps
RDC SG

50% increased survey reponse rate, across both UoS Staff Survey and CEDARS, 
by 2023 - using comparative data from 2022 (as CEDARS not launched in 2021). 

(BPS 2019 Response rate 107 out of 395 Research Staff/Research Only Contract - 
July 2019)

Qual data fedback to EDI and HR committees - annual report to be presented by 
RSOr

a) In progress - unable to change questions in previous iterations of the UoS Staff Survey. Questions will be put 
forward for inclusion in future iterations.

b) COMPLETED - CEDARS ran in 2023, with charity nomination and donation as incentive.

c) COMPLETED - RS Reps are expected to hold School ECR forum termly and report School update to each Reps 
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ECR3 Ensure researchers take positive action towards maintaining their wellbeing and 
mental health.

Attendance to one or more mental health and wellbeing sessions provided by the RSO.Nov-22 RSOr
RS Reps

75% of Research Staff take positive action to maintain mental health and 
wellbeing.

(CEDARS Agg 2021: avg.75%)

COMPLETED - Mental Health Support is provided via HR, with additional support and workshops developed by OD 
since 2021 superseding the need for separate RSO training. HR has included training on maintaining positive 
mental health and wellbeing in their induction materials, including mandatory training modules via LearnUpon to 
be completed within the first month of employment. 

Complementary to this, RSO signposts all institutional mechanisms for mental health and wellbeing support 
across its webpages and physical materials and in comms.

CEDARS 2023: 48% are actively encouraged to take positive 
action to maintain good mental health and wellbeing by their 
managers (sector agg: 53%).

no further action

ECI3
Promote 3.24 -0 0co.1.6 (A)-20.7 uion
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ER4 Recognise and act on their role as key stakeholders within their institution and the 
wider academic community.

Work with RSOr and DRSD to revise current Research Staff Reps ToR to adequately reflect 
the roles and responsibilities - to identify the relationship management of the Research 
Community members and liasion with the University/institution.

Aug-22 RS Reps
RSOr/DRSD
Research Staff

Successful implementation of revised ToR, with an increased number of Reps - 
ensuring that all schools have representation - at least 2 NEW reps per school 
by the end of the academic yr.

COMPLETED - RS Reps Group has rewritten terms of reference, which is shared with new representatives during 
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PCDR1
Researchers take ownership of their career, identifying opportunities to work 
towards career goals, including engaging in a minimum of 10 days professional 
development pro rata per year.

a) Actively seek out opportunities to engage with PCD via RSO Training and Development 
Programme, UoS Organisational Development and external partners

b) Share opportunities with Research Staff Community - writing blogs or feeding back with 
recommendations via Research Staff Reps

See 
Deliverable 7.1 
and Metrics 
7.a (7a carried 
over to new 
action plan)

Dec-23Research Staff
RS Reps
DRaKES

CEDARS and Staff Survey data shows that at least 25% of Research Staff are 
attaining an average of 5-10 CPD days per year.

80% Research Staff encouraged to engage in personal and career development. 

See CEDARS Agg 2021 - 15% of Research Staff have spent 10 or more days on 
training and professional development activites and 27% have spent less than 
one day on CPD.
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