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1. Background and overview
Brunel University London has 228 research staff and remains committed to the principles of the Concordat. Since our last
review (2013) we have built steadily on our original Concordat action plan to enhance provision and support for our research
staff. We have made demonstrable progress in a number of key areas — delivering on a range of initiatives and creating new
ones, and have identified needs and areas for further improvement.

During 2013 — 2014, the University underwent significant organisational restructure. This restructure had a strong research
focus and considered the needs of research staff in terms of integration, collaboration and development. Research was
organised into three Institutes and 15 Themes, addressing global challenges through inter-disciplinary methodologies. In
addition, all research staff were positioned within one of three new Academic Colleges, creating opportunities for them to
engage with broader elements of academic practice development.

Within the new University structure, the visibility of research staff has been raised so that we now have three elected
members on the University’s Senate, and research staff representation is actively encouraged on all relevant committees and
working groups. A Dean of Research has been appointed with the explicit inclusion of research staff development within her
remit.
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are invited to present information on topics including the University’s research strategy, funding opportunities and career
development.

The evaluations, organised by Concordat principle, noted key achievements against our action plans (2011 and 2013) and
identified areas for improvement. These have been used to formulate the new action plan (2015).

. Key achievements and progress against strategy
A: Recruitment and Selection
Principle 1

Feedback from the RSA report indicates that no immediate actions were required for recruitment and selection. Policies in
this area are regularly monitored and reviewed to maintain the highest standards. However, retention has been identified as
an issue, and researchers reported a need for more experience in grant proposal writing to support their progression. A trial
scheme has been launched (MINT) to support researchers towards the end of their contract period in developing this skill.

A new HR Director was appointed in 2014 and is leading a process of review and consolidation of best practice in this area.
B: Recognition and Value
Principle 2

We have strengthened training to support the development of supervisors and Pls (BEEC and GS) and invested in the co-
development of online provision. As a result, we now have six online courses including Research Integrity,



[ PR i (VR O N (R [y [T Y PR | ISR VR 1 -~ AL

==~ Four-year report

staff through a programme of departmental presentations and is mandatory for research students as part of their first year
progression.

Feedback from CROS 2013 suggested that our researchers participate in more development activities than researchers
generally within the sector, and 82% of researchers in our CROS 2015 agreed or agreed strongly that they are treated equally
to other members of staff in terms of access to training and development.

Researchers have had opportunities for greater involvement in mentoring schemes both as mentees and mentors. A Ready
for Work programme was successfully delivered, in which researchers acted as project facilitators and mentors. Feedback
from the programme was excellent, leading to an enhanced programme this year. A successful mentoring scheme was also
run as part of a ‘Women in Engineering’ programme (2014-15).

The new Research Institutes have piloted awards and processes to increase opportunities for researcher integration,
collaboration and development. These include:

Monthly Internship Scheme for Postdoctoral Researchers (MINT): Bridging funds can be applied for to support a


http://www.brunel.ac.uk/research/research-support/research-life
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for research students. By their first annual reviews, research students are required to record their development in Doing,
Disseminating and Developing their research, thus conducting an early needs analysis and PDP.

E: Diversity and Equality
Principle 6

Since our 2013 report, the number of employees on research contracts and the female to male ratios have not changed
significantly, with 36% of those on fixed-term research contracts being women (see Table below). However, research staff
are now better represented throughout the University within decision-making groups (e.g. University Senate, Athena SWAN
Committee, University and College Union). The University also submitted 85% of eligible staff to the REF and made special
efforts to assess the eligibility of researchers on fixed term contracts. As a result, we submitted one of the highest
percentages of eligible staff in the sector.

Only five other UK universities are as ethnically diverse as Brunel. This places us in a unique position with some unique
challenges. As such, the University regularly reviews its policies and practices in relation to diversity & equality. Staff network
groups (e.g. for BME and LGBT staff) are centrally supported, and the University is re-accrediting its bronze institutional
Athena SWAN award (submission November 2015). Our Mathematics department holds a bronze award and two further
departments (Computer Science; Electronic and Computer Engineering) and a College (Life and Health Sciences) are
submitting individual applications for Athena SWAN awards.

Brunel has developed and launched a new Equality and Diversity Strategy which specifically references the University’s
commitment to meeting the equality implications of the Concordat. CROS 2015 indicates that 84% of respondents agreed
that the University is committed to Equality and Diversity (90% in CROS 2013). However, we note that
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https://intra.brunel.ac.uk/s/beec/news/Lists/Posts/ViewPost.aspx?ID=26
http://www.brunel.ac.uk/services/graduate-school/training-development-and-support/research-staff/research-life%20/
http://www.brunel.ac.uk/services/graduate-school/training-development-and-support/research-staff/research-life%20/
https://www.youtube.com/channel/UC1Jdnkv3OPtb1td9lHmaofQ
http://www.brunel.ac.uk/about/administration/policies-and-other-important-documents
http://www.brunel.ac.uk/about/administration/policies-and-other-important-documents

