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Lancaster University Concordat Forward Action Plan 2017-19 

Preface 

Lancaster’s Concordat Implementation Group (CIG) has formal oversight for implementation of Vitae’s Concordat to Support the Career Development of 

Researchers (the ‘Concordat’). The CIG is chaired by the Director of Human Resources & Organisational Development and membership comprises representatives 

from Human Resources (HR) and Organisational and Education Development (OED), Research and Enterprise Services (RES), the Careers Service, and the Research 

Staff Association (RSA) Steering Group.  

Responsibility for reviewing, refreshing and implementing the institutional Action Plan rests with the CIG. The Group meets termly to review progress and reports 

to the University Research Committee. Individual members take responsibility for leading and driving actions within the Plan, with the active involvement of other 

stakeholders across the institution. 

The Concordat Action Plan is updated continually, and provides an outline of actions undertaken and progress to date. Actions are initiated and reported against 

specific principles laid out in the Concordat. Lancaster’s Concordat Forward Action Plan 2017-19 builds on the successes of previous Action Plans and is structured 

such that a response is made against each clause of the Concordat, to ensure completeness and eliminate gaps. Future actions are outlined, identifying evidence 

required, timescale and responsible lead. A summary of the institution’s current compliance with the clauses of the Concordat is also provided.  A crucial vehicle for 

implementing many of the actions within the Plan is the creation of a Code of Practice for the Development of Research Staff which seeks to embed the principle of 

the Concordat and is referenced throughout the plan. 

Background to the Concordat 

The UK Concordat to Support the Career Development of Researchers is based on an agreement made in 1996 (updated in 2008) between funding bodies and 

universities, which aimed to improve the support for research staff on fixed-term contracts in their career development. 

Since 1996, UK researchers' expectations regarding career development and working conditions have grown. The interests and responsibilities of research funders 

and institutions have also changed in response to new legislation, amendments to terms and conditions of grants and the publication of the European Charter for 

http://ec.europa.eu/euraxess/index.cfm/rights/index
http://ec.europa.eu/euraxess/index.cfm/rights/index
https://www.vitae.ac.uk/policy/hr-excellence-in-research
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http://www.lancaster.ac.uk/hr/people-strategy/OurPeopleStrategy2014.pdf
https://www.lancs.ac.uk/hr/HRPayrollServiceStandards(May2017).docx
https://www.lancs.ac.uk/hr/HRPayrollServiceStandards(May2017).docx
http://www.lancaster.ac.uk/anniversary-lectureships/the-lectureships/
http://www.lancaster.ac.uk/hr/recruitment/files/rscode.html
http://www.lancaster.ac.uk/hr/recruitment/files/rscode.html
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 Action to be undertaken Evidenced by Lead 
[Contact] 

Timescale Current level of compliance/Additional notes 

and selection training. During 2017/18 a programme of 
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 Action to be undertaken Evidenced by Lead 
[Contact] 

Timescale Current level of compliance/Additional notes 

[2017-19 Key Priority: KP6] 

A1.4 – To assure fairness, consistency and the best assessment of the candidates’ potential, recruitment and progression 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. 

1.4.0 No further specific action identified for 2017-19 

 

n/a n/a n/a University recruitment and progression panels are formed at 
departmental level and seek to reflect diversity in addition to the 
range of experience and expertise required to fairly assess 
candidate’s suitability for a role, or for progression within a role, as 
outlined in the University’s Recruitment Code of Practice. 

http://www.lancs.ac.uk/hr/recruitment/files/rscode.html
http://www.lancaster.ac.uk/hr/recruitment/files/Guidanceonstartingsalaries_Jun16.pdf
http://www.lancaster.ac.uk/hr/recruitment/files/Guidanceonstartingsalaries_Jun16.pdf
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 Action to be undertaken Evidenced by Lead 
[Contact] 

Timescale Current level of compliance/Additional notes 

development. 

[2015-17 Action: B1, B2] 

[2017-19 Key Priority: KP2] 

 

 

Effectiveness evidenced by: 

1) questions included as part 
of LU Staff Survey and 
CROS/PIRLS, 

2) feedback provided by 
Faculty Research Committee 
meetings and Associate 
Deans (Research) meetings, 

3) Research Staff Association 
(RSA) research staff focus 
group events. 

of Practice by 
October 2017. 

Implement-
ation and 
embedding by 
Septem-ber 
2019. 

Committee. 

The development of a Code of Practice for principal investigators 
[2015-17 Action: B2] as a separate document has been reviewed 
by Concordat Implementation Group (CIG). Roles and 
responsibilities for principal investigators will be incorporated into 
Code Of Practice for the Development of Research Staff. 

2.1.2 Further embed the Concordat principles across all 
departments, ensuring pro-active support from 
senior research management (including PVR(R) 
and ADRs), reinforced and encouraged by 
continuation of a ‘conversational tour’ with 
Faculties. 

[2015-17 Action: B3] 

Results from Staff Survey, 
CROS/PIRLS, and RSA focus 
groups benchmarked against 
previous years’ responses.  

Reports by Associate Deans 
(Research) to PVC(Research) 
based on Faculty Research 
Committee feedback. 

Dir.HR, 
Dir.RES 
[RSD] 

Complete by 
September 
2019 

Initial ‘conversational tour’ with faculties, senior management, 
professional services (research support), research staff and 
principal investigators complete, informing Code of Practice and 
generating input for the institution-wide action plan. 

Further ‘conversations’ are planned thoughout 2017 and 2018. 

 



http://www.resaver.eu/
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 Action to be undertaken Evidenced by Lead 
[Contact] 

Timescale Current level of compliance/Additional notes 

group events. 

2.3.2 Rollout of new institution-wide PDR scheme 
scheduled for 2018 with mandatory training for all 
managers, including research managers. 

100% of research managers 
participated in training. 

Effectiveness of PDR process 
reflected in LU Staff Survey 
2018. 

Dir.HR 
[OD] 

Roll-out 
scheduled for 
March 2018 

 

2.3.3 The creation of new Group Lead roles within the 
Faculty of Science and Technology to support 
Heads of Department in the management of 
academic staff. 

This initiative is accompanied by a bespoke Group 
Lead Development Programme. 

Evaluation of the bespoke 
Development Programme 
and the effectiveness to date 
of the Group Lead structure 
scheduled for November 
2017.  

Dir.HR 
[OD] 

December 
2017 

 

2.3.4 Implementation of new Code of Practice for the 
Development of Research Staff aims to embed the 
principles of the Concordat and reinforce research 
leaders, research staff and institutional 
responsibilities.  

 

See 2.1.1 Dir.HR, 
Dir.RES 
[RSD] 

See 2.1.1  

2.3.5 Develop future research leaders through raising 
awareness and promotion of Research 
Fellowships. 

[2017-19 Key Priority: KP3] 

Increase the number of 
research fellowship 
applications by 10%. 

 

Dir. HR 
[OD] 

September 
2019 

 

2.3.6 Evaluate the effectiveness of the 50th Anniversary 
Lectureship Scheme to explore wider 
opportunities for research talent development. 

[2017-19 Key Priority: KP3] 

Evaluation complete and 
report to PVCR and senior 
management. 

Dir. HR 
R 

http://www.lancs.ac.uk/hr/staff-relations/HR00214V1Redundancy010814.doc
http://www.lancs.ac.uk/hr/staff-relations/HR00214V1Redundancy010814.doc
http://www.lancs.ac.uk/hr/staff-relations/Appendix1RedeploymentprocessAugust2014.pptx
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 Action to be undertaken Evidenced by Lead 
[Contact] 

Timescale Current level of compliance/Additional notes 

 contracts.  

Options outlined within, and 
accessible from, Code of 
Practice for the Development 
of Research Staff. 

The University is actively seeking ways by which the challenges of 
fixed-term contracts may be mitigated. A number of options are 
under consideration following the ‘conversational tour’ aimed at 
supporting the development of a Code of Practice for the 
Development 

file://///lancs/depts/other/slc/Projects/Researcher%20Staff%20Development/HR%20Excellence%20in%20Research%20Award/6%20year%20submission%202015-17/promotions,%20job%20evaluation%20and%20contribution%20pay
file://///lancs/depts/other/slc/Projects/Researcher%20Staff%20Development/HR%20Excellence%20in%20Research%20Award/6%20year%20submission%202015-17/promotions,%20job%20evaluation%20and%20contribution%20pay
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 Action to be undertaken Evidenced by Lead 
[Contact] 

Timescale Current level of compliance/Additional notes 

3.2.3 Retain ‘career pathways’ as a key ongoing theme 
for the Research Staff Association future activities. 

[2015-17 Action: C4] 

[2017-19 Key Priority: KP5] 

A minimum of three Research 
Staff Association events 
scheduled which address 
different aspects of career 
pathway. 

OD [RSD] September 
2019 

‘Careers pathways’ remain a popular and productive RSA theme 
(see Research Staff Association annual report 2016). Theme 
continues for 2017/18. 

3.2.5 Engagement with Faculties through new Faculty 
Concordat Leads to identify appropriate, 
discipline-specific career pathways. 

[2017-19 Key Priority: KP5] 

 

 

Report to Dir.HR. ADR [OD] January 2018 Liaise with Faculty researcher groups, Research Staff Association, 
new Faculty Concordat Leads to identify and collate discipline-
specific career pathways. 

3.2.5 Develop a long-term sustainable operational plan 
for Lancaster University Research Staff 
Association. 

 

Review terms of reference. 
Update strategic plan for 
2017-19. Identify and appoint 
officers to key roles. 

OD [RSD] October 2017 Lancaster University Research Staff Association was established in 
2012. The Association is supported by senior management and 
offers a range of activities aimed establishing a research staff 
community; sense of personal independence;  career development 
and networking opportunities. The Association also provides a 
voice for research staff, and is key element in the implementation 
of the Concordat. 

C3.3 – Employers, funders and researchers recognise that researchers need to develop transferable skills, delivered through embedded training, in order to stay competitive in both internal and 
external job markets. Therefore, as well as the necessary training and appropriate skills, competencies and understanding to carry out a funded project, researchers also need support to develop the 
communication and other professional skills that they will need to be both effective researchers and highly-skilled professionals in whatever field they choose to enter. 

3.3.1 No further specific action identified for 2017-19. n/a n/a n/a The University provides a wide range of training and skills 
development opportunities to develop the communication and 
other professional skills that research staff need. These include 
writing, presentation, confidence-building skills. 

C3.4 – All employers will wish to review how their staff can access professional, independent advice on career management in general, particularly the prospect of employment beyond their 
immediate discipline base, or offering training and placements to broaden awareness of other fields and sectors. 

3.4.1 Increase awareness amongst researchers of the 
independent advice offered by Lancaster Careers 
Service. 

Direct communication with research staff to raise 
awareness of Careers Service.  

Access to Careers Service information and 
resources facilitated via the Code of Practice for 
the Development of Research Staff.Careers 

20% increase in take-up of 
Careers Service by research 
staff. 

OD [CIG/ 
Careers] 

September 
2019 

The University’s Careers Service is promoted at RSA events, also 
within the Researcher Development Programme. A representative 
from the Careers Service is a member of the Concordat 
Implementation Group. 
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 Action to be undertaken Evidenced by Lead 
[Contact] 

Timescale Current level of compliance/Additional notes 

Service to be promoted at relevant RSA careers 
events. 
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 Action to be undertaken Evidenced by Lead 
[Contact] 

Timescale Current level of compliance/Additional notes 

C3.7 – Employers and funders will wish to consider articulating the skills that should be developed at each stage of their staff development frameworks and should encourage researchers to acquire 
and practise those skills. For example, researchers may be given the opportunity to manage part of the budget for a project, or to act as a mentor or advisor to other researchers and students.  

3.7.0 No further specific action identified for 2017-19. n/a n/a n/a Research staff are encouraged, through the Personal Development 
Review process to discuss, with their manager and/or PI, the 
development of skills and engagement in activities that extend 
beyond their present role. 

http://www.lancaster.ac.uk/hr/OED/Research/index.html
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 Action to be undertaken Evidenced by Lead 
[Contact] 

Timescale Current level of compliance/Additional notes 

C3.11 – Employers will wish to ensure that development 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 duly disadvantaged when moving from one employer to another 

3.11.0 

 

No further specific action identified for 2017-19. n/a n/a n/a The University offers CPD processes and opportunities that are 
consistent and compatible with other HEIs. The University 
recognises CPD as an essential part of staff development and as 
such, ensures that its competency-based recruitment and 
selection processes recognise as far as possible the CPD schemes 
from other employing organisations. 

C3.12 – 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. 

3.12.1 Clarify expectations around opportunities for 
teaching, and the training and support available. 

Use Code of Practice to disseminate teaching 
opportunities open to, and expectations of, 
research staff. 

[2015-17 Action: C9] 

Clarification and information 
provided to research staff 
and research leaders within 
new Code of Practice for the 
Development of Research 
Staff. 

Effectiveness evidenced by 
questions relating to teaching 
opportunities within LU Staff 
Survey and CROS/PIRLS. 

Dir.RES 
[RSD] 

October 2017 Opportunities for teaching are provided at local, departmental, 
level in response to the needs of department and Faculty. 

The University provides support for teaching and academic 
development 

http://www.lancaster.ac.uk/hr/OED/ED/index.html


http://www.lancaster.ac.uk/hr/OED/CPD/Mentoring/Programme.html
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 Action to be undertaken Evidenced by Lead 
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Timescale Current level of compliance/Additional notes 

5.6.0 No further specific action identified for 2017-19. n/a n/a n/a In addition to the University’s induction programme for all new 
staff, the Research Staff Development Programme ensures that 
research staff are aware of, and understand the value of PDRs in 
providing support and guidance for their personal and professional 
development. 

Research staff are encouraged to take a pro-active attitude to the 
PDR process, preparing adequately and ensuring that their PI carry 
out the PDR in a timely fashion. 

A revised policy for PDRs has been developed and will be 
implemented as soon as possible (see 3.8.0). 

Mandatory training and resources will support the roll-out of 
Lancaster’s new PDR scheme in 2018. 

E: DIVERSITY AND EQUALITY 
Principle 6: Diversity and equality must be promoted in all aspects of the recruitment and career management of researchers. 
E6.1 – The UK legislative framework outlaws discrimination on the basis of age, disability, sex, sexual o

http://www.lancaster.ac.uk/edi/strategic-vision-2020/equality-diversity-and-inclusion-edi-plan-and-priority-objectives/
http://www.lancaster.ac.uk/media/lancaster-university/content-assets/images/athena-swan/StrategicVision2020-CURRENT.pdf
http://www.lancaster.ac.uk/media/lancaster-university/content-assets/images/athena-swan/StrategicVision2020-CURRENT.pdf
http://www.lancaster.ac.uk/media/lancaster-university/content-assets/images/athena-swan/Priority-objectives-CURRENT.pdf
http://www.lancaster.ac.uk/media/lancaster-university/content-assets/images/athena-swan/Priority-objectives-CURRENT.pdf
http://www.lancaster.ac.uk/hr/recruitment/LeaveTest.html#Leave
http://www.lancaster.ac.uk/edi/news-and-events/news/2017/lancaster-launches-new-lgbt-staff-network/
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 Action to be undertaken Evidenced by Lead 
[Contact] 

Timescale Current level of compliance/Additional notes 

community actively address the disincentives and indirect obstacles to retention and progression in research careers which may disproportionately impact on some groups more than others. 

6.3.0 No further specific action identified for 2017-19. n/a n/a n/a See 6.1.0 

E6.4 – Employers should ensure that the working conditions for researchers provide the flexibility necessary for successful research performance in line with legal requirements. Employers should 
recognise that for parents and others who have taken career breaks, including parental leave, have worked part-time, or have taken atypical routes into research, the “early career” period may be 
prolonged, and this may be a time where the risk of attrition from the research path is most acute. Working conditions should allow both female and male researchers to combine family and work, 
children and career. 

6.4.0 No further specific action identified for 2017-19. n/a n/a n/a See 6.1.0 

E6.5 – It is important for employers to respond flexibly to requests for changed work patterns and to resist instant refusals on the assumption that, because research has always been carried out in a 
particular way, it cannot be done differently 

6.5.0 No further specific action identified for 2017-19. n/a n/a n/a The University supports requests for changed work patterns as 
part of its commitment to Athens SWAN and its staff. Five staff 
case studies (four of which are researchers) demonstrate this 
commitment on the University EDI website. 

E6.6 – Funders should continue to ensure that their funding mechanisms and policies are adapted to changing diversity and equality legislation and guidance, for example in their provision of 
additional funding and duration of grant to cover paternity and adoptive leave as well as maternity leave. 

6.6.0 No further specific action identified for 2017-19. n/a n/a n/a HR information and policies (for example those addressing Fixed 
Term, Equal Opportunities and Redeployment) are available on the 
HR website and intranet and aims to improve accessibility to 
guidance for current and potential researchers and their line 
manager. 

This includes guidance, policies and support for researchers on 
parental leave (paternity and maternity) , and adoption leave. 

E6.7 – Employers should aim for a representative balance of gender, disability, ethnicity and age at all levels of staff, including at supervisory and managerial level. This should be achieved on the 
basis of a transparent equal opportunity policy at recruitment and at all subsequent career stages. 

http://www.lancaster.ac.uk/edi/diversity-groups/gender-equality/flexible-working-practices/
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 Action to be undertaken Evidenced by Lead 
[Contact] 

Timescale Current level of compliance/Additional notes 

6.9.0 No further specific action identified for 2017-19. n/a n/a n/a The University has a institution-wide policy statement and 
guidelines in respect of bullying and harassment which applies to 
all staff and students alike which can be accessed here.  

E6.10 – Employers should also consider participation in schemes such as the Athena SWAN Charter, the Juno Project and other initiatives aimed at promoting diversity in research careers. 

6.10.1 Identify and assess existing Diversity & Equality 
activity across the University, prior to developing 
specific actions within this Principle that 
specifically relate to research staff. 

Development of 
complementary actions 
specific to the D&E needs of 
research staff. 

 

  The University holds Athena SWAN Award Bronze at institutional 
level awarded in 2008, and renewed in 2012 and 2015. At faculty 
and departmental level, the following have been achieved: 

 Lancaster's Physics Department (Silver, 2017) 

 Faculty of Health and Medicine (Bronze 2013; Silver, 2017) 

 Lancaster Environment Centre (Bronze, 2013) 

 Psychology Department (Bronze, 2015) 

 Chemistry Department (Bronze, 2016) 

 Maths Department (Bronze, 2017) 

LGBTQ+ Equality 2017-18 

The University has recently become a member of the Stonewall 
Global Diversity Programme, for Lesbian, Gay, Bisexual and Trans 
(LGBT) equality, and has been developing an action plan for 2017-
18.  

The University is submitting for assessment against the Stonewall 
Workplace Equality Index, and will soon be inviting staff to 
complete the Stonewall Staff Feedback Survey.  

Membership of Stonewall gives the University access to expert 
advice on LGBT inclusive practices; objective assessment and 
feedback against a comprehensive equality assessment 
framework; direct access to best practice organisations within and 
outside of the sector. 

Stonewall also provide country briefings on LGBT equality in 
Stonewall Guidance – Malaysia (where Lancaster has entered into 
an academic partnership with Sunway University Kuala Lupur) and 
Stonewall Guidance – China (where Beijing Jiaotong University has 
established a new Lancaster University campus). 

In September 2017, information on Lancaster University policies 
and working practices were submitted for assessment against the 
Stonewall Workplace Equality Index. 

Early in 2018, the University will receive feedback, benchmarked 
against other organisations within and outside of the sector, with 

http://www.lancaster.ac.uk/hr/bullying.html
http://www.lancaster.ac.uk/study/international-students/international-teaching-partnerships/sunway/
http://www.lancaster.ac.uk/news/articles/2016/lancaster-to-open-new-china-campus-with-beijing-jiaotong-university/
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 Action to be undertaken Evidenced by Lead 
[Contact] 

Timescale Current level of compliance/Additional notes 

[2015-17 Action: F1 

[2017-19 Key Priority: KP1] 

 

further development. 

 

further an approach to implementing the Concordat within the 
framework of a Code of Practice for the Management of Research 
Staff. The CIG is chaired at senior management level, Director HR, 
and reports to PVC Research. 

F7.3 – The signatory funders will ensure that their terms and conditions of, for example, project grants include the expectation that the Research Organisations that the fund will adopt the principles 
of the revised Concordat. 

7.3.0 No further specific action identified for 2017-19. 
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