
committee as part of an annual review of research environment and culture.

1. Oct-22
2. Feb-22
3. Oct-22
4. Oct 23

ECI1.2 Ensure that all relevant staff are aware of the Concordat Ensure that concordat specific information is clearly signposted and available to research staff and those that support and manage 
them.

1. Concordat to be available online through Brunel website and included in the university's online repositry of policies and proceedures by 
Mar 22.2. Graduate school pages contain clear links for research staff signposting researcher development activities by Apr 22.3. Deliver at least one Concordat awareness campaign per annum for the following staff groups: research staff, PIs/MoRs and staff 
supporting researchers. Report reponse and engagement from each campaign to Research and Knowledge Transfer Committee as part of 
ongoing strategic development for research environment culture.
4. At least 50% of research staff recall communication about the concordat (measured in CEDARS 23). Oct-22

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

No additional action required. 

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

Develop a range of activities for DRs and research staff to support wellbeing, with linkage to new staff OD / wellbeing strategy 
(Mental Health and Wellbeing Strategy);
1. Establish a network of researcher-specific mental health first-aiders for peer support
2. Establish a researcher-specific mental health and well-being resource page
3.& 4. Annual reporting of awareness and engagement by DRs and ECRs of Brunel's mental health and well-being provision. 

1. Two cohorts of researchers trained as mental health first aiders (MHFAs) to create a researcher-specific network of 20+ MHFAs by May 
2022.
2. Researcher-specific mental health and well-being resource page established by October 2022 and signposted through Graduate School.
3. Hold feedback session with researcher MHFAs to obtain their views on the sucess of this provision and how it has been used.
4. Annual report from Brunel's Wellbeing team includes an update on researcher mental health and wellbeing activity.

1. May-22
2.Oct-22
3. Jun-23
4. Jul-23

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

1. Establish an EDI Researcher Strategy Group within the Graduate School to address EDI issues specific to researchers by May 
2022.
2. Engage with internal stakeholders re EDI in research practice and culture.
3. Champion recommendations emerging from research council reviews once published including (EPSRC / ESRC / NERC / 
AHRC)

1. Terms of reference established for Researcher EDI Strategy Group by May 2022.
2. Three researcher discussion groups organised to capture views on EDI and related training needs. 
3. Researcher EDI Strategy Group identifies training recommendations and implementation plan by Jul 2023.

1. May-22
2. Mar-23
3. Jul-23

ECI5 Ensure that researchers and their managers are aware of, and act in accordance 
with, the highest standards of research integrity

1. Communicate with research staff to ensure they are aware of the Research Integrity Code of Practice and related training.
2. Monitor Research Integrity training take-up by research staff. 

1. Targeted communication on research integrity to research staff via email and research staff Teams group at start of each academic year 
from 2022/3.
2. At least one Research Staff Network meeting per annum seeks feedback and views on research integrity and the Brunel Research Ethics 
Online (BREO) process to inform Research Ethics Committee review.
3. Establish baseline of engagement with Research Integrity training by Mar 2023. Aim to have 70% research staff complete course by Mar 
2024.

1. Oct-22 
2. Mar-23
3. Mar-24

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

Collect baseline survey data for research staff to enable monitoring of actions and planning about research environment and 
culture (through the Culture, Employment and Development in Academic Research Survey (CEDARS) and internal research staff 
survey Aug 22)

1. Share outcomes from August 22 research staff survey with graduate school and research staff network by Dec 22. 
2. CEDARS 2023 survey run within the university in line with national schedule (expected May 23) with over 30% research staff response 
rate.
3. Iden

bullying and harassment, and poor research integrity

No specific action required.
(University has a whole-community approach embedded in its mental and wellbeing strategy, which includes updated policies and 
guidance for managers to support wellbeing).

HREiR Action plan, Vitae 2020
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ECM4
Consider fully, in accordance with statutory rights and institutional policies, 
flexible working requests and other appropriate arrangements to support 
researchers

No specific action required.
University has a flexible working policy that applies to all staff groups, including research staff.

ECM5.1 Engage with opportunities to contribute to policy development aimed at creating a 
more positive research environment and culture within their institution

Participate in the University's culture survey  across the university to provide a gap analysis and road map towards a stronger 
institutional culture. Survey to include disaggregated data in relation to research staff.
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EI7
Consider researchers and their managers as key stakeholders within the institution 
and provide them with formal opportunities to engage with relevant organisational 
policy and decision-making

Funders must:

EF1 Include requirements which support the improvement of working conditions for 
researchers, in relevant funding calls, terms and conditions, grant reporting, and policies Not applicable

EF2 Review the impact of relevant funding call requirements on researchers' employment, 
particularly in relation to career progression and lack of job security Not applicable

EF3
Support institutions to develop policies and frameworks to promote sustainable 
employment arrangements and enhance job security, and provide opportunities for career 
progression

Not applicable

EF4 Consider the balance of their relevant funding streams in providing access to research 
funding and its impact at all career levels Not applicable

Managers of researchers must:

EM1 Undertake relevant training and development opportunities so that they can 
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