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Institution name: University of Worcester The institutional audience for this action plan includes:

Cohort number: 14 Audience (beneficiaries of the action plan) Number of

Date of submission: 31/03/2022 Research staff 17
Postgraduate researchers 200
Research and teaching staff 179

Column1 Obligation2 Action Success Meaure (SMART) Deadline Responsibility Progress update
(to be completed for submission)

Outcome/result Column2

Obligation Action Success measure (SMART) Deadline Responsibility Progress update (to be completed for 
submission)

Outcome/ result Action carried over from previous 
action plan?

Old 
Concorda
  Environment and Culture

Institutions must:
ECI1 Ensure that all relevant staff are aware of the Concordat a.  Publish Concordat on internal research webpage.  

b. Promote Concordat in Staff Induction.  
c. Promote Condordat in PGR Induction. 
d. Conduct local Cedars Survey to measure awareness 
of the Concordat (UW Cedars). 
e. Develop, deliver and disseminate guidance and 
resources for managers of researchers

a - d 100% of researchers demonstrate 
awareness of the Concordat in Cedars 2023.
e - Guidance and Resources available and 
launched to managers of researchers.

a - d Sept 
2021 and 
ongoing
e. Sep 2022

a. Research Office
b. DPVC Research
c. Lecturer in Researcher 
Development
d. Head of OD
e. Researcher Development 
Lead

We ran two rounds of internal surveys with 
research staff based on the existing Cedar 
Survey.  Round 1 in February/March 2022 
and Round 2 February/ March 2023.  In 
Round 1 41.6% of researchers 
demonstrated some understanding of the 
Concordat.  In Round 2, this has increased 
to 75% of those surveyed demonstrated 
awareness of the Concordat.  The same 
proportion were aware of the HREIR 
Action Plan. 
We have consulted with managers of 
researchers through focus groups, about 
their needs.  We have developed 
Resources in the form of an online guide 
for managers and are in the process of 
gathering feedback from other 
stakeholders, including members of the 
Concordat Implementation Groups and 
Research Directors before launching in 
summer 2023.  
We engaged in the National Cedars 
Survey in 2023, however our response 
rate was low at 9% and of those who 

        

The survey results demonstrate that  
although we have not hit the 100% target 
we have made progress during 2022 and 
2023 on awareness of the Concordat.
In addition to bespoke resources, we have 
spent a considerable amount of time in 
2022/3 exploring the best approach to 
supporting the managers of researchers 
and exploring how exisitng material and 
approaches used for management 
devleopment at the University can be 
adapted and tailored to the managers of 
researchers.  For example ensuring case 
studies used in training consider the 
research perspective.

No New

ECI2 Ensure that institutional policies and practices relevant to 
researchers are inclusive, equitable and transparent, and are 
well-communicated to researchers and their managers

a. All relevant policies subject to periodic review as per 
institutional policy including Equality Impact 
Assessments (EIA)
b. Current versions of all relevant policies and 
procedures are made available through the internal 
research webpages

a.  Reviews completed in line with UW policy.
b. All researchers demonstrate awareness of 
relevant policies in CEDARS 2023.  
b. Researchers report that they are supported to 
engage in policy and practices in CEDARS 2023.

a. Sept 2021 
and ongoing
b. Sept 2021 
and ongoing

a. Head of OD a. HR policies are subject to a cycle of 
periodic review.  For in 2022/3 we 
reviewed Bullying and Harrassement, 
Equality and Diversity, Grievience and 
Disapline.
b. Round 1, 45% reported awareness of 
relevant policiies, in Round 2 75% of those 
surveyed reported awareness of relevant 
policies.  

The internal survey results demonstrate a 
growing awareness of relevant policies.

No P2.1
P6.8

ECI3 Promote good mental health and wellbeing through, for 
example, the effective management of workloads and people, 
and effective policies and practice for tackling discrimination, 
bullying and harassment, including providing appropriate support 
for those reporting issues

a. Embed "Supporting research student wellbeing" 
training and guidance in Research Supervisor 
Development programme
b. Embed "Supporting researcher wellbeing training 
through guidance  in resources for managers of 
researchers
c. Embed "Supporting researcher wellbeing" in 
Research Leadership programme
d. Review and update policy on Bullying and 
Harassment and associated guidance for staff and 
managers

a.  Embed in programme for September 2022  
launch.
b.  Guidance and Resources available and 
launched to managers of researchers.
c.  Embedded in programme for 2021/22
d. Policy reviewed  and updated in line with UW 
procedures.
a-d At least 70% of researchers are aware of 
Bullying and Harassment policy  in CEDARS 2023.

a. Sept 2022 
b. Sept 2022
c. Jan 2022
d. December 
2021 and 
ongoing

a. Researcher Development 
Lead
b. Researcher Development 
Lead
c. Researcher Development 
Lead
d. Head of OD

a- d  In Round 1  45.5% of researchers 
repored familiarity with institution's 
mechanisms for bullying and harrasmment.  
This had increased to 75% in Round 2.
b. Wellbeing is a key aspect covered in the 
Resources for Managers including 
signposting to other university relevant 
resources.
c. Completed - The Research Leadership 
programme launched in January 2022 
included sessions on personal resilience 
and wellbeing.  
d. Policy updated during 2022/3.

All actions completed No P6.9

ECI4 Ensure that managers of researchers are effectively trained in 
relation to equality, diversity and inclusion, wellbeing and mental 
health

a. Promote EDI training to all staff
b. Promote "Wellbeing at Work" training to all 
managers of researchers
c. Promote "Recruitment and Selection" training to 
those involved in managing researchers

a. At least 90% of staff complete EDI training.
b.  60% of managers of researchers have 
undertaken "Wellbeing at Work" training.
c. 90% of managers of researchers have 
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ECI5 Ensure that researchers and their managers are aware of, and 
act in accordance with, the highest standards of research 
integrity

a. Promote Research Integrity Concordat through 
webpages and events
b. Embed Research Integrity Concordat in Induction for 
researchers (staff)
c. Ensure training on Research Integrity is embedded in 
Researcher Development Programme (Student)
d. Ensure training on Research Integrity is embedded in 
Researcher Development Programme (Staff), in 
particular in the Research Leadership programme
e. Embed training on Research Integrity into guidance 
and resources for managers of researchers 
f. Embed Research Integrity into School Level RKE 
Implementation Plans

a. Programme of events embedded in Researcher 
Development Programme for Sept 2022 launch.
b. Programme content reviewed and developed.
c.  Identifiable stream of work on research integrity 
in Researcher Development Programme 
(Student).
d. Embeded in programme for 2021/22
e. Guidance and resources launched Sept 2022.
f. All school level plans include actions to ensure 
high standards of research integrity.
a-f At least 80% of researchers believe the 
University promotes the highest levels of research 
integrity (CEDARS 2023)

a. June 2021
b. Sept 2021
c. Sept 2021
d. Sept 2021
e. Sept 2022
f. June 2022

a. Research Integrity 
Champion and Researcher 
Development Lead
b. DPVC Research
c. Lecturer in Researcher 
Development
d. Researcher Development 
Lead
e. Researcher Development 
Lead
f. CDRKE

a. DPVC Research appointed as Research 
Intergrity Chamption.
b and d. In 2022/3 The University invested 
in Epigeum Research Intergrity online 
Training Resources to resource the Staff 
Researcher Development Programme and 
is included in Induction
c. Training on Research Intergrity is 
embedded in RSDP 4004 on the  
Postgraduate Certificate in Research 
Methods.
e .  Resources for Managers includes 
information on Research Integrity.
f.  Research Integrity is embeded into 
some RKE Implementation Plans.
a- f In Round 1  90.09% report have not 
felt pressured into compromising research 
standards or integrity. 
In Round 1, 72% report that the institution 
promotes the highest standards of 
research integrity and conduct.  This has 
risen to 100% in Round 2. 
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EI1 Ensure open, transparent and merit-based recruitment, which 
attracts excellent researchers, using fair and inclusive selection 
and appointment practices

a. Ensure that Recruitment Processeses and 
Documents identify open, transparent and merit based 
criteria and focus on research and learning and 
teaching
b. Ensure that policies and procedures for recruitment 
and selection are easily accessible through the HR 
website.

a.  At least 70% researchers identify the 
recruitment process as fair, inclusive, transparent 
and merit-based (CEDARS 2023) b. At least 90% 
of staff complete EDI training.
b. 90% of managers of researchers have 
undertaken ""Recruitment and Selection"" training. 
b. At least 80% of researchers believe the 
University is committed to equality and diversity 
(CEDARS 2023). 
b. at least 80% of researchers had not 
experienced discrimination at work (CEDARS 
(2023) 

a- Sept 2021 
and ongoing
b. Sept 2021 
and ongoing

a. HR Business Partners
b. Head of OD

a. In Round 1 92% indentified the 
recruitment processes as open and 
transparent.  This has dropped to 66% in 
Round 2, with some respondents indicating 
that didn't know.
b.  Feb 2022 99% staff at UW completed 
mandatory bi-annual EDI Training.  
b.  b. In Round 1 45% of researchers 
familiar with mechanisms to report bullying 
and harrassment.  Over 50% comfortable 
to report bullying and harrassment.  Over 
90% had not felt bullied or harrassed.  In 
Round 2 this had risen to 100%.
b. 
b.In round 1 of UW Survey  90.9% 
researchers agreed UW comitted to 
equality and diversity this increased to 
100% in 2023.  
b. In round 1  81.8% had not personally 
experienced discrimination and 90.0% 
researchers had not experienced personal 
bullying and harrassment. In Rpund 2 this 
had risen to 100% for both questions.

Over 90% had not felt bullied or harrassed.

Completed No P1.2
P6.2
P6.7

EI2
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EI5 Ensure that excellent people management is championed 
throughout the organisation and embedded in institutional 
culture, through annual appraisals, transparent promotion 
criteria, and workload allocation

a. Finalise and launch Academic Career Pathways 
scheme which sets out clear expectations for staff at all 
career stages and the mechanisms and support for 
movement along and where appropriate between 
pathways.
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PCDI2 Provide training, structured support, and time for managers to 
engage in meaningful career development reviews with their 
researchers

a. Ensure all managers of researchers engage in UW 
appraisal training.
b. Develop and deliver "Managing Researchers" 
guidance and resources on career development that 
focus on the specific needs of researchers.
c. Ensure that research mentors support the work of 
managers in identifying appropriate research objectives 
and professional development opportunities for 
researchers through "Research Compacts" 

a. 100% managers of researchers engage in UW 
appraisal training
b. 60% of Heads of Department engage with 
resources and guidance for managers of 
researchers.
c.  "Research Compact" process developed and 
embedded in appraisal process. 

a. Dec 2022
b. Dec 2022
c Sept 2022

a. Head of OD
b. Researcher Development 
Lead
c. Head of OD/CDRKE

a. The University requires all appraisers to 
attend appraisal training and in April 2023 
90 have attended
b.  The Resources for Managers of 
Researchers was launched in Summer 
2023 and evaluation of engagement and 
impact will be a feature of the new HREIR 
Action Plan.
c   The Research Compact is available to 

Partially completed.  Carry forward 
engagement of HODS to new action plan

No P3.10

PCDI3 Ensure that researchers have access to professional advice on 
career management, across a breadth of careers

a. Review current approach and develop Career 
Development strand for  Research Staff within the 
Researcher Development Programme 
b. Work with UW Careers Service to provide support 
for Researchers

a. Career Development strand developed and 
embedded in the Researcher Development 
Programme (staff and student)/ 
b. 60% of researchers report they are aware of the 
support the institution provides for career and 
professional development and have opportunity to 
develop their leadership skills (CEDARS 2023)

a. Sept 2022
b. Dec 2022

a. Researcher Development 
Lead
b. Head of OD/Careers 
Service 

a. In Feb 2022 responses to Round 1 and 
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