HR Excellence in Researchyg2ar Report 2023

Introduction and Background

Lancaster is a resear@htensive institution In REF202B1% of our researcivasindependently rated as
‘world leading’ orinternationally excellent’including 46% rated in the highest category of ¥¥e take
pride in our research environmer&and99% of Lancaster’s overall research environnveasrated world
leading or internationally excel. This includes areas such as research support, traiaimjfacilities. We
are still growing in scalevith 50% more staff submitted in 2021 than in 2014. This increase in research
activity hasrefocussed attention and resource on the cultural elements of the research environmigma
ResearclCultureManager being appointeéh 2023andthe introduction ofa new Research Culture
Working Group focussing on specific areas for improvement.

Lancaster University first received the European HR Excellence in Research Award (HR EiR) in 2011. Since
the 2021year-10 submission andbllowingthe challenges o€OVIBEL9 with the need to support all staff

with remote working, tlere has been a period of continuous chang@encaster was quick to respqy

switching to online delivery of all stadf



CIG workclosely with the Athena Swdmplementation Goup (ASIGJo ensure the two action plans have
similarthemes this has now been expanded to also include the EDI institutional patadsnce completed,
the Race Equality ChartdRECaction plan.

The Research Culture Working Groegtablished in 2023slookingto be formally accepted into university
governance by becoming a subcommittee of Research Committee 812D2'his newVorking Groupwill
be chaired by the academic lead for research cultuvéh a representative membershjincluding
researchonly staff.It will oversee all elements of research cultuigking with other relevant committees
such as EDI, Ethics and Integrity, Open Research and the CIG. It willenatigatnd finish groups to
undertake detailed analysis and design action plans tregt areas of research culture that could be
further developedn line with the institutional research culture statement and action plan which will be
developed in 2024.

Researcher voice

As well as being active members of Cl@,Researctgaff AssociationfRSAhoststhemed events once a
term, allowingfor direct inpersoncommunication with the broader researcher community. Themsoa
researcher groujin the faculty of health and medicinejth members #&ting on severalcommittees.

Regular newsletters are circulated directly to all research dtaéping them up to date with development
opportunities these are in addition to local departmental and faculty communications. Researchers are
reporting that communication witim the departmentspreviously an area of concettmas improved in the
last two yearsResearchers new to the institution are invited to a bespoke researcher inductioreantsT
site and encouraged to join the R&Ad or the Faculty Researcher representative groups.

Lancaster undertakes CEDAR surveys annually to keep the flow of feedback current and. riies/amt
turn directly informs the action plan and open discussions as part of the RSA events series.

EvaluatiorProcess

To build on the data collected as part of the 2021 CEDAR Survey, Lancaster ran its own internal CEDAR
survey in 2022 and follogd this with severalfocus groups and ont-oneinterviews Aresearcher culture
report was commissioned with QR fundimghich highlighted some of the key issues researchers were
experiencingthis was undertaken by a Lancaster researcher who ran focus groups with researchers and
research manager@nd others in support rolehesd@ssueswvere agreed with the RS#s being of

importance to them and informedeveralnew shortterm priority actions these included
Equity — Consistency in application of policies around funding for conference$lete areclearer
procesgesand Research staff hayriority for development funding ingeulty of Health and Medicine

(FHM) this is being held as good practice to be encouraged across the faculties.

Researcher Voice/inclusion — Inclusion of research staff in all communications #tés is now reported by

our researchers at our focus groups, as having improved across the institution.

Identity — Agreed nomenclatureiise of he term research staff (instead of ECR, Post Dogistopw
embedded in most areas



Newdevelopment modulegand training postWe have procured digital training modules for research
integrity, impact, safeguarding, trusted research and etthiese and other training and skills will be
supported by a new Training and Skills development post currently under recruitfrt@atwill helgo fully
embed our investment in researcher and research manager training

Research Culture manager.



support hybridevents andexhibitions using visual and multimedia research outputs. This investment has
allowed us to grow our existing collaborative events such as Data Conversations and Open Resésaych Caf
which allow researchers to explore numerous aspects of research culture. It will help us to realise our vision
of an interdisciplinary incubator where researchers from different disciplines can connect, embedding
collaboration and collegiality into the research cultufbese spaces have also hostedrg with

Lancaster’s partner institutions and other external HE, again developing networks for the researcher
population. Still in the early stages, numbatgending eventsaandusing the space has increase, but more
importantlythe new spacéas a distinct identity, and it provides researchers with their own space, that is
welcoming and inspiring, and prompts them to collaborate and think differently about their research and

has become the ‘unofficial home of cross disciplinary research and open research’

Employment

All researckonly staffhave been moved ttindefinite with anend daté contracts—giving full employment
rights and access to enhanced redeployment opportunities. This has been a bitteesstieetas it does

mean that some researchers are now not eligiiol@pply for some ‘contract researcher’ grajasdit has

not been welcomed by all research staff. Contragts still time limited resulting in job insecuritgnd so

cause concern fastaff. Ona positive note, all new grants (where applicable) should have promotional costs
built in, allowing researchers opportunities to appbyr fpromotion.

Professional and Caregevelopment

Lancaster continues to run a full range of supgmagrammes for research staff at all career stagdsese
include:a bespoke Introduction to Research at Lancaster for all new researchersss institution mid
career researcher mentoring schentanched following pilot last year(and featured at the Vitae
conferencg; anda range of research leadership and management worksHopfirect response to
feedback from the RSAioweeklongevent'Preparing folPromotiori featuresresearchonly pathway case
studiesand processesand lalances the Prosper project, whitdoks at careers beyond academia
(Lancaster partnered with Liverpool and Manchester in producing this portal and support programme,
which is now widely available #dl institutions).

Theseprogrammesare in addition to research skills training, developed by the Library and the Research
ServicesOffice, media and engagement supppaind teaching support option$Ve now have a broad range
of online tools available for research managers including a change and uncertainty toolkit.

This year Lancaster has introduced a new tracking system, alloesegrchers to request to use some of
their 10-daydevelopment allocation, linked to their professional career conversation as part of the
Performance Development RevieR{R process The system will capture the number of days used and
breakdown of the type of developmeattivityundertaken A web page offersugdanceto researchers and
managersas to the types of development activity that is appropriate, making it clear that this is in addition
to role-specific training.

3-yearkey objectives

Improve researcher voice and X A set of guidelines to be drawn up aold clarity and

representationincreaseresearch aid with recruitment to the role of researcher

staff engagement with formal representativeson formal committeesCurrently no

feedbackprocesses. formal feedback/feedforward reporting process is in
place, and there are no role outlines or recruitment
guidelines.

x New research culture workshops and planned thematic
culture cafes will increase direct access to researchers.

X New Faculty based Researcher, Career and
Development groups to be formed using the pilot
group from FHM as good practice. This will allow
Faculties to communicate directly with their own




research staff and offer broader opportunities for loc
development interventions.
X Faculty RCAD chairs to sit on CIG to feed into



to be a powerful tool in achieving cultural change across the

EDI agendastaff time will be saved and a cohesive message

across all reports and submissions. Actions completedbe

D

celebrated Institution wide.

Acronyms
AS- Athena Swan

CEDARSCulture, Employment and Development in Academic Research Survey

CIG-Concordat Implementation Group

DORA San Francisco Declaration on Research Assessment

EDI-Equality, Diversity and Inclusion

PDR- Professional Development Review
POED-People and Organisational Effectiveness Division

QR-Quality Research

RCWG- Research culture Working Group

REG-Race Equality Charter
REFR Research Excellence Framework
RSA-Research Staff Association
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