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Summary

King’s College London (King’s) has long recognised the importance of supporting the career development of researchers since funding became available in 2003 under
the Roberts Agenda. In 2016, King’s established the Centre for Research Staff Development (CRSD) with responsibility for implementing the principles of the Concordat
to Support the Career Development of Researchers (Researcher Development Concordat).

We have long established practices addressing the Researcher Development Concordat agenda and deliver major collaborative projects with input from faculties and
directorates across the university. These have full support and personal engagement from the Vice Chancellor and Vice-President (Research & Innovation).

This report outlines progress on our action plan for the last three years and describes our priorities and actions for the next three years. It is accompanied by a
retrospective action plan and review for the 2022-25 period and a future action plan for 2025-28, both summarised below. Items are referenced according to the
Researcher Concordat Principles in the plans.

Key achievements and progress against the 2022-2025 action plan

King’s commitment to delivering tangible benefits for research staff is exemplified by:
e Greater recognition by the faculties and the wider university of the need to engage with workplace culture and the principles of the Researcher Development
Concordat and the elevation of the priority they are now giving this agenda
e OQurinvestment into Report + Support, a mechanism to address Bullying & Harassment at King’s, and the work that is going on around this
e Anincrease in opportunities for the managers of research staff to learn about management and leadership
¢ Anincreased drive to raise the profile of the entitlement of research staff to 10 days for their professional development and the benefits that this can bring.

Examples of progress against each of the three Researcher Concordat principles are outlined below, with additional details provided in the accompanying updated action
plan for 2022-25.

Environment and Culture (Principle 1)

e Annual events to showcase the many contributions around King’s to implementing the Researcher Concordat bringing in up to 100 senior leaders, professional
services staff, managers of research staff and research staff themselves to celebrate, learn and share best practice. An increasing number of faculty-specific projects
are now being shared with other faculties. ECI1.3

e Mental Health First Aid training now provided routinely for the foreseeable future by a central department rather than ad hoc by smaller localised departments,
resulting in staff from all areas being able to learn about this important topic. ECI14.1

e Areduction in the numbers of research staff stating they have experienced disrespectful behaviour from their colleagues over the last two years, most likely as a
result of the increase in training in this area both centrally and in faculties and the introduction of “Report + Support” to record and monitor incidences and respond to
them. ECI6.1, ECI6.2, ECR1.1, ECM3, ECI3.1, ECI3.2, ECI3.3, ECI3.4, ECR4, ECI5/ECM2, ECM3, ECR2, ECR4



Employment (Principle 2)

o Faculties doing more to engage with induction processes with greater attendance at induction events and an increase in page views on online resources. EI2.1,
El2.2, EI2.3, EI2.4
Implementation of a new award to recognise the contributions made by research staff to supporting postgraduate research students. EI3.2
Enhanced training for managers in faculties and centrally to support their engagement with research staff. El4.1, El4.2, EM4.2

e Completion of Phase 1 of the Fixed-Term Contract project, providing a new and more streamlined process to administer the right to request an open contract after 4
years of fixed-term employment and resetting of internal checks and balances to retain the link between funding and redundancy periods to prevent grant overspend.
This makes it now possible for the university to manage transfer of all staff to open contracts limited by funding should it chose to take this path. The project involved
professional services and research staff together with academics from the majority of the faculties, staff drawn from a wide range of departments within the HR and
Research Management & Innovation Directorates, Strategy and Planning colleagues and senior management, demonstrating how complex delivering and
implementing the work has been. EI6

Professional & Career Development (Principle 3)

e Increasing numbers of research staff taking up the services of the dedicated Careers Consultants within King’s Careers & Employability and delivery of new courses
specifically addressing careers in academia. PCDI3.1, PCDI3.2, PCDI3.3

o One hundred per cent of those providing feedback 3 months after attending the CRSD’s flagship co-created programme for managers of research staff reported a
change in their practice. PCDM5

e Increased resources around transitions into careers beyond academia, demonstrating a wide range of options that King’s research staff have taken, created and now
used in workshops, with clients and at events. Research staff who encounter these resources report feeling more empowered to consider a variety of career options.
PCDI5

e Collaborative project with the Science Museum resulted in skills development among our technical community for those who participated in sessions to promote
technical careers as a potential career pathway for school children, teachers and the general public. PCDR6

Next steps and strategy for 2025-2028

The Research Culture agenda and the advent of the People, Culture & Environment component of the Research Excellence Framework 2029 are currently having a
major impact on how we implement the Researcher Development Concordat principles. The existence of a long history of actions we have been taking is a useful
example of progression, from simply offering training courses on basic skills to undertaking major projects that require input from across the university and tackle
structural questions previously thought to be too difficult. While some of these projects do take time because of their complexity, particularly in a large organisation the
size of King’s, we are nevertheless making progress. This is in large part due to the engagement of senior management and their assignment of resources to ensure
projects are completed properly.

We continue to address major issues with the three highlighted projects we have chosen for the next three years. One of these will be the next steps of a previous project
and the other two are new additions. We also continue to include projects being carried out across the university to demonstrate the engagement of all with this agenda,
as summarised below.

1. Researcher Development Concordat Principle: Employment
King’s will seek to improve job security for researchers, for example through more effective redeployment processes and greater use of open-ended contracts, and
report on progress (EI6)
Fixed-term contracts, redeployment and redundancy are all topics of great interest to our research staff, based on responses in the KReSS, attendance at Research
Staff Forums covering these topics and the opening of related newsletter items. These are therefore areas that require due consideration.



Having now established a process to move research staff onto open-ended contracts, limited by funding, on reaching 4 years of employment, the project group is
moving onto Phase 2 of this project. We will monitor the outcomes and ensure the minimisation of contradictory practices around requests being made.

Phase 2 will also cover redeployment, where we are generating a new policy to be launched within the next 4 months, an investigation into length of contract vs
length of grant with a view to aligning these where possible and an evaluation of current information about progression processes and how to increase transparency.

Researcher Development Concordat Principle: Professional and Career Development

King’s will provide opportunities, structured support, encouragement and time for researchers to engage in a minimum of 10 days professional development pro rata
per year, recognising that researchers will pursue careers across a wide range of employment sectors (PCDI1).

While research staff are increasing the amount of time they spend on professional development we still hear reports of those who are unaware of this entitlement
among research staff, their managers and associated professional service colleagues. Of research staff responding to the 2025 KReSS 56% say that they were
unaware their 10 day entitlement. This is an improvement on the data from 2021, at 76%, , but it is still a concern, particularly when considering the high turnover in
the research staff population. As a result we are carrying out a comprehensive campaign to raise awareness.

We are creating resources, including references to the 10 day entitlement in official documents, appointing champions, holding a festival and creating links with the
King’s Individual Development Planner. This will create a legacy that can be used with successive generations of research staff as they arrive at King'’s.

Researcher Development Concordat Principle: Professional and Career Development

King’s will ensure that researchers have access to professional advice on career management, across a breadth of careers (PCDI3).

Recent research has shown that a large proportion of research staff find niches for themselves within Higher Education Institutions that are different from the better
known academic career trajectory and enable them to remain in this environment long term. These include senior research posts, transferring from a postdoctoral to
a technical stream, taking up posts focussed on teaching and moving to professional services. These career trajectories are largely unknown to the research
community but for those who have followed them they offer a more secure and often more interesting future. It is also of great value to the employing organisations to
have staff experienced in research to be taking up professional services roles.

We are carrying out a comprehensive project to highlight the potential options for research staff who wish to take up a long-term role within the university setting that
is different from the classic pathway. This will involve identifying roles, highlighting the variety within them, interviewing to uncover strategies and generating case
studies. The output will be an important resource for our research staff and careers consultant team and any resulting publication will also support those beyond
King’s in their career planning.

Summary of additional projects

Events to showcase how King’s is implementing the Researcher Concordat with a particular focus on institutional policies and practices. ECI2/Action 2

Social Class, gathering data for staff population to provide an understanding of staff social mobility. ECI2/Action 3

Building on the success of Report + Support in addressing inappropriate behaviour across the university. ECI3/Actions 4, 5 and 6, ECI5/Actions 8, 9 and 10
Tackling systemic barriers experienced by under-represented groups in their career progression (INKLUDE Project, revised recruitment processes and bespoke
support for marginalised and minoritised research staff). ECI4/Action 7, ECI6/Action 26, El1/Actions 29-32, ECI3, ECM3/Action 40 and PCDI4/Action 62
Structured support for Pls/managers of research staff. ECI4/Action 12, ECI5/Action 14, ECM5/Action 27, 28, El4, EM1/Action 43-45, PCDM5/Action 67

Structured support around Research Ethics and Integrity. ECI5/Actions 13, 15, 16 and 18-21

Creation of a university-wide Code of Conduct in Research. ECI5/Action 17

Continuous evaluation of measures to implement the principles and respond to findings. ECI6/Actions 22-25

Enhanced inductions, including generation of new resources and adoption of the Supervisor/Researcher agreement beyond the creating faculty. EI2/Actions 33-37



Award schemes to enhance recognition. EI3/Action 39

Greater clarity around progression criteria and process ECI3 and ECM3/Action 41

System for encouraging uptake and engagement and monitoring of PDR EM4, ER3/Action 42

Comprehensive careers support EI6/Action 46, PCDI3/Action 54-57, PCDI5, PCDM2, PCDR2/Action 63-68

Research staff leading on strategic projects and being involved in strategy development EI7, ER4/Actions 47-49, PCDI4/Action 60
Development days resources and uptake within faculties together with manager approvals to monitor their engagement. PCDI1/Action 50
Financial support for professional development from faculties. PCDI1/Action 51

Managers and research staff engaging with monitoring of professional development days and taking time to develop skills. PCDM1, PCDR1/Action 52 and 53,
PCDI4/Action 58, 59 and 61

Needs assessment for Teaching Fellows, led by Teaching Fellows. PCDR6/Action 68

Success measures

Alongside timely completion of the specific deliverables detailed in the action plan, the following indicators will be used to measure success:

Ongoing improvement of all metrics in survey data in 2025-2028 compared to previous years

Outcomes and improvements brought about by the priority projects, e.g. more research staff on open or longer contracts, greater awareness of entitlement and
uptake of professional development activities, launch of materials to support the broad range of options within the HEI setting

Improved understanding of the nature and impact of bullying and harassment and opportunities to contribute to the debate and associated initiatives

Positive changes in the numbers of those with protected characteristics in the workforce

Greater awareness of the existence of the Researcher Concordat and what it signifies

Increased engagement with research integrity through attendance at courses and awareness of a research integrity code of conduct and the launch and impact of the
University-wide Code of Conduct in Research

Internal review process

College Research Committee (CRC), chaired by the Vice-President (Research & Innovation), has overall responsibility for King’s commitment to the Researcher
Development Concordat. The CRSD leads on implementation. The CRSD is guided by an Oversight Group (CRSD OG) comprised of representatives responsible for
research staff from seven of our nine academic Faculties, two research staff representatives and two representatives from HR. The research staff representatives are
drawn from the Research Staff Representative Committee (RSRC) that covers the entire university.

The CRSD has conducted an in-depth review of progress to date, through:

e Analysis of the results of the King’s Research Staff Survey (KReSS) (most recently in 2025) and comparison with longitudinal data from the Careers in Research
Online Survey (CROS), forerunner of the KReSS.

Ongoing engagement and discussion with the RSRC regarding issues of particular concern

Faculty updates on progress and individual action plans via the CRSD OG

Updates from relevant Professional Services departments and other interested parties

Analysis of progress on Technician Commitment Initiative, Athena SWAN and Race Equality Charter action plans

Dr Kathy Barrett, Associate Director (Research Staff Development), Centre for Research Staff Development, Sept 2025



King’s College London Concordat to Support the Career Development of Researchers
Implementation Plan 2025-2028

Overview

King’s College London (King’s) has a comprehensive and evolving plan to implement the principles of the Concordat to Support the Career Development of
Researchers or Researcher Development Concordat. This underscores our institutional commitment to fostering a positive research culture and supporting
research staff at all stages of their careers. At King’s we have agreed that the Researcher Development Concordat should be applied to postdocs, research
assistants, teaching fellows and those in equivalent positions on the academic education pathway, and teaching and research technicians. Colleagues in these
roles are undertaking research and scholarship within or outside of King’s as a prerequisite for future career development and are at a precarious stage of their
career where protected time for professional development is essential. This group of people we refer to as research staff encompasses around 3,000
colleagues, approximately a quarter of our workforce.

Much of the work we are doing to support the Researcher Development Concordat has become business as usual, can be seen in previous implementation
plans and will not be covered here. These projects have enabled us to grow in ambition and address major challenges we face at King’s, the majority of which
have been identified through consultation with our research staff. Three major challenges are:

1. Career Precarity

2. Misinformation and lack of awareness of the entitlement to 10 days for professional development

3. Concerns about promotion, progression and opportunities within the university setting

This implementation plan contains one major action to address each of these challenges. These are:
1. Use of fixed-term contracts — strengthening our procedures around managing the right to request an open contract after 4 years on a fixed-term
contract, addressing the length of fixed-term contracts and reviewing and revising information around promotion and progression
2. Entitlement to 10 days pro rata of professional development training per year — raising awareness of this entitlement and the kinds of activities that might
be considered appropriate within this entitlement
3. LongTerm Researcher Project —researching opportunities and strategies and creating new resources to elucidate fulfilling careers within the higher
education sector beyond the traditional lecturer pathway

We are highlighting these as major actions because of their size, cross-university reach and potential implications. The remaining 68 actions address 35 of the
total 48 principles relating to research staff, their managers and the institution. There are between 1 and 9 actions for each of these principles, reflecting the
breadth of interest groups, departments, faculties and directorates within the university. They are designed to tackle challenges at a local level, on a smaller
scale or are within projects that address research culture issues applicable to the wider research community. They recognise different environments in
different disciplines and are generally led by individual groups, faculties or directorates For a summary, please see the accompanying review.


https://www.kcl.ac.uk/research/research-environment/professional-development/centre-for-research-staff-development
https://www.kcl.ac.uk/research/research-environment/professional-development/centre-for-research-staff-development

Whilst we are no longer submitting to the European Commission’s HR Excellence in Research Award (as of 2025), we are still following the three year cycle of
renewing our action plan but will now structure our implementation plan in a way that fits King’s approach more effectively. The relevant Researcher
Development Concordat principles addressed are indicated by bold text and associated reference (see abbreviations).

The current implementation plan, for the period August 2025 to July 2028, has been compiled by the Centre for Research Staff Development (CRSD). Itincludes
contributions from across central directorates, faculties and research staff at King’s. It has been overseen by research staff (Research Staff Representative
Committee), faculty and directorate contributors (CRSD Oversight Group) and an external group of critical friends from two other Russell Group universities. It
has also been approved by the College Research Committee, Academic Board and College Council.

We are interpreting the principles in the context also of King’s Strategic Plans, including Strategy 2030 that is currently being created and future People, Culture
and Environment aspects of the Research Excellence Framework. There are also related actions in other plans, for example the institutional and Institute for
Psychiatry, Psychology and Neuroscience IoPPN Athena SWAN, the Race Equality Charter Mark and the Technician Commitment Initiative action plans that are
notincluded in this document.

Where positive action measures are being considered, these will be reviewed and monitored to ensure that they are, and continue to be, lawful. The groups
described in this plan that are currently considered to be minority groups according to existing data are continuously monitored. Should such actions be
successful to the point that they are no longer justifiable before the end of the period of this plan they will be closed early.

The actions in this plan should also be interpreted in conjunction with current King’s policies and practices. These include:
Our Principles in Action

EDI policies to cover inclusion

Freedom of Speech

Dignity at King’s: Prevention of Bullying, Harassment and Sexual Misconduct Policy


https://www.kcl.ac.uk/professional-services/gender-equality-at-kings
https://emckclac.sharepoint.com/sites/CEC/SitePages/Athena-Swan.aspx
https://www.kcl.ac.uk/professional-services/race-equality-at-kings-1#section-3
https://www.kcl.ac.uk/research/research-environment/developing-research-proposals/technician-commitment

Major University-Wide Projects

Researcher Development Concordat Principle: Employment

King’s will seek to improve job security for researchers, for example through more effective redeployment processes and greater use of
open-ended contracts, and report on progress (EI6)

Action

Impact and Success Measure

Timescale

Owner

New/Carried
Over

Continuation of the project to review the use
of fixed-term contracts (FTCs). Thisisa
major project delivered by a team of people
representing all faculties and relevant
directorates.

i. Monitor new system to alert those
externally funded researchers who have
been employed for 4 years of their right to
request an open contract and ensure
minimisation of contradictory practices

ii. Finalise new redeployment policy, launch
and raise awareness.

iii. Investigate length of contract vs length of
project funding with a view to aligning these
where possible

iv. Evaluate current information about
progression processes and increase
transparency

Impact

Research staff feel more secure in their
roles

Measures

i. Proportion of externally funded
research staff requesting and being
awarded open contracts/changes in
length of contracts to reduce numbers of
those who pass 4 years of employment
ii. Policy launched and proportion of
those applying through redeployment
processes who are offered new posts

iii. Establishing norms for contract length
and guidance provided to those hiring

iv. Clear guidance provided around
progression processes and change in
experience of those applying as assessed
in the King’s Research Staff Survey
(KReSS).

i. Completed by Dec
2026

ii. Launch of policy
by Dec 2025,
evaluation ongoing
thereafter

iii. Project initiated
by January 2026,
conclusion by
January 2028

iv. Guidance
provided by
December 2026,
changes evaluated
in July 2027 and July
2029

FTC Project
Team

HR

CRSD

King’s
Careers &
Employability
(KCE)

Carried over




Researcher Development Concordat Principle: Professional and Career Development

King’s will provide opportunities, structured support, encouragement and time for researchers to engage in a minimum of 10 days
professional development pro rata per year, recognising that researchers will pursue careers across a wide range of employment

sectors (PCDI1).

Action Impact and Success Measure Timescale Owner | New/Carried
Over
King’s is embarking on a concentrated effort to Impact i. SharePoint pages | CRSD New

raise awareness of the 10 day entitlement,
having already started by including information
in various documents.

i. Creation of new SharePoint pages with
relevant information

ii. Launch of a working group to organise a 10
Days Festival, plus execution of festival with
digital legacy

iii. General awareness campaign run annually
iv. Appointment of 10 Days Champions from
research staff (see Action 1 below) and faculty
and directorate leadership who will advocate for
the 10 day entitlement

v. Insert a reference to the entitlement into the
probation form

vi. Update and improve the welcome email sent
to all new research staff to include reference to
the entitlement

vii. Create and publish guidance for research
staff and their managers about the 10-day
entitlement.

viii. Develop resources (guidance or training)
which links the development days to the King’s
Individual Development Planner.

Research staff and their managers
have greater awareness of the 10 day
entitlement

Research staff feel more empowered
to request time for professional
development

Research staff better equipped for
their futures as a result of knowledge
of and engagement with a variety of
professional development
opportunities

Measure

Generation of digital legacy resources
Increase in attendance by research
staff at development opportunities
Increase in those reporting in the
KReSS that they have taken up
development opportunities and
benefited from them.

Increase in reports of positive
experience in Performance
Development Reviews (PDRs),
recognising appreciation of this
entitlement may not be the only factor

1.0 finalised by
October 2025

ii. Working group
established by
August 2025,
Festival delivered in
October 2025,
digital resources
created by
December 2025
with legacy
annually thereafter
iii. General
awareness
campaign ongoing
iv. Work of
Champions ongoing
vii. Guidance under
development.




King’s will ensure that researchers have access to professional advice on career management, across a breadth of careers (PCDI3).

Action Impact and Success Measure Timescale Owner New/Carried
Over

Long Term Researcher Project Impact i. Initial CRSD New

Identification of those who started out as Research staff are more aware of the identification by | KCE

researchers and have found creative career options available to them to remain within October 2025

options to remain in academia by moving away the HE sector without following the ii. Qualitative

from the traditional academic career path traditional academic career path. interviews

i. Identification of as many colleagues as Careers consultants working with research completed by

possible who fit into this category and analysis staff have more resources to offer November 2025

of the data to highlight the variety and National community are more aware of the iii. Paper written

availability of such roles possibilities by January 2026,

ii. Qualitative interviews with those in Measure publication

representative roles to gather case studies and
career strategies followed by analysis

iii. Publication of the study and dissemination
within the national community

iv. Creation of an online resource that can be
used by research staff considering their options
v. Monitoring use of the resource

Gathering of options and numbers in
various roles completed

Qualitative interviews completed and
analysed

Study published and accessed by the
national community

Online resource launched and accessed

dependent on
journal editors
iv. Resource
available by
January 2026
v. Monitoring
thereafter




Researcher Development Concordat Principle: Environment and Culture (EC)

Action

Impact and Success Measure

Timescale

Owner

New/Carried
Over

King’s will ensure that institutional policies and practices relevant to researchers are inclusive, equitable and transpare

well-communicated to researchers and their managers (ECI2, ECM5, ECR5)

nt, and are

Reviews of policies and practices to
include engagement with research staff,
their managers and appropriate
professional services staff where relevant,

Impact

Policies and Practices remain relevant to
research staff

Measure

Ongoing to July
2028

Human

Resources (HR)
Research Staff
Representative

New

together with Equality Impact Research staff, their managers and relevant Committee
Assessments when applicable. professional service staff being involved in (RSRC)
the process
Regular dissemination of information Impact Ongoingto July | CRSD Carried over
about policies and practices that are Research staff, their managers and related 2028 RSRC
newly reviewed and updated via professional services colleagues more
Researcher Development Concordat aware of the policies that are relevant to
Events (3 per year), Research Staff Forum research staff
(3 peryear), newsletters (min. 1 per Measure
month) and through representatives' Awareness measured in King’s Research
network (ad hoc) Staff Surveys and local surveys
Social class, the forgotten element of staff | Impact Presenting Andy Bradshaw | New
diversity in HE: FOI work highlighting that | Work ongoing to use this evidence to push work to the NMPC
while data on social class background of for change within the sector which lags Peoples
students is widely collected, just one of behind others, for example the Civil Service | Committee in
the Russell Group (Warwick) collects this | and finance, on understanding staff social October 2025 -
data on staff — contrasting with mobility. Recently secured seed corn plan agreed by
widespread collection of data on money from Nursing, Midwifery & Palliative October 2026.

‘protected characteristics’. Writtenup in a
paper —this work makes the case for why
staff social class diversity is important
and makes recommendations for how
institutions can collect this datain line
with the measures developed and

Care (NMPC) Inclusive Research &
Education Practices (IREP) project to take
this work forward with a wider FOI across
the HE sector and to identify examples of
best practice.

Measure



https://eur03.safelinks.protection.outlook.com/?url=https%3A%2F%2Fjournals.sagepub.com%2Fdoi%2F10.1177%2F00380385241286383&data=05%7C02%7Ckathy.barrett%40kcl.ac.uk%7C09cb900cfa4e4930372208ddd4fc30e0%7C8370cf1416f34c16b83c724071654356%7C0%7C0%7C638900901791676134%7CUnknown%7CTWFpbGZsb3d8eyJFbXB0eU1hcGkiOnRydWUsIlYiOiIwLjAuMDAwMCIsIlAiOiJXaW4zMiIsIkFOIjoiTWFpbCIsIldUIjoyfQ%3D%3D%7C0%7C%7C%7C&sdata=mCXfNWuhGwgPAxHsKA7eppF7fhSHwY2YdpP%2BE5GGiVg%3D&reserved=0
https://eur03.safelinks.protection.outlook.com/?url=https%3A%2F%2Fjournals.sagepub.com%2Fdoi%2F10.1177%2F00380385241286383&data=05%7C02%7Ckathy.barrett%40kcl.ac.uk%7C09cb900cfa4e4930372208ddd4fc30e0%7C8370cf1416f34c16b83c724071654356%7C0%7C0%7C638900901791676134%7CUnknown%7CTWFpbGZsb3d8eyJFbXB0eU1hcGkiOnRydWUsIlYiOiIwLjAuMDAwMCIsIlAiOiJXaW4zMiIsIkFOIjoiTWFpbCIsIldUIjoyfQ%3D%3D%7C0%7C%7C%7C&sdata=mCXfNWuhGwgPAxHsKA7eppF7fhSHwY2YdpP%2BE5GGiVg%3D&reserved=0
https://eur03.safelinks.protection.outlook.com/?url=https%3A%2F%2Fwww.pwc.co.uk%2Fwho-we-are%2Four-purpose%2Fcommunity-engagement%2Fsocial-mobility.html&data=05%7C02%7Ckathy.barrett%40kcl.ac.uk%7C09cb900cfa4e4930372208ddd4fc30e0%7C8370cf1416f34c16b83c724071654356%7C0%7C0%7C638900901791703271%7CUnknown%7CTWFpbGZsb3d8eyJFbXB0eU1hcGkiOnRydWUsIlYiOiIwLjAuMDAwMCIsIlAiOiJXaW4zMiIsIkFOIjoiTWFpbCIsIldUIjoyfQ%3D%3D%7C0%7C%7C%7C&sdata=vIFfY5IGF%2F%2FGwM2569a1W54zrKxDTLT5K%2Fho1DVAh1Q%3D&reserved=0

validated by the social mobility
commission.

King’s implementing a plan to begin
collecting these measures for all new staff
and on staff surveys etc.

King’s will 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 (ECI3, ECM3, ECR4)

Build on current success of “Report + Impact Commsplanto | HR Carried over
Support”, the mechanism to find Better relationships between and among be agreed by Organisational | and New
information about the nature of staff and students April 2026 Development
inappropriate behaviour and report Research staff feeling more confident that Comms plan (OD)

transgressions their freedom of expression will be enacted from CRSD

Additional categories around freedom of respected May 2026 and

expression newly included Measure thereafter

Better connections created between Communications plan created and enacted | Monitoring of

student and staff interfaces so that Perpetrators are sanctioned appropriately outcomes from

student on staff incidents can be included | and this is visible while respecting dignity launch of

Comprehensive communications plan to Use of Report + Support to report freedom comms

be reviewed and implemented to ensure of expression violations

we address research staff perspective and | Change in experience measured in KReSS

continue to encourage research staffand | and local surveys

their managers to use the mechanism.

Evaluation of the need for tools and Impact Conceptraised | Anti-Bullying New

frameworks for use by confidential
advisors to provide more in-depth training,
enhance reflective practice and monitor
trends across the university. Concept to
be raised initially in the Anti-Bullying and
Harassment Task and Finish Groups

If requirement agreed on to be taken to
senior leadership for approval and
assignment of resources for development
where appropriate

Resources to be co-created with
confidential advisors

Confidential advisors are better supported
and able to document the value of their
roles

Measure

Agreement on creation of resources
Creation of resources

Engagement of confidential advisors in
creating resources

Use of resources

Evaluation of resources by confidential
advisors with majority finding them useful

by Oct 2025
Task and Finish
groups to
approve or
reject by Dec
2025

Senior
leadership
approval by
June 2026,
Development
and launch by
June 2027

and
Harassment
Task and Finish
Groups



https://eur03.safelinks.protection.outlook.com/?url=https%3A%2F%2Fsocialmobility.independent-commission.uk%2Fresources%2Fsocio-economic-diversity-and-inclusion-employers-toolkit%2F&data=05%7C02%7Ckathy.barrett%40kcl.ac.uk%7C09cb900cfa4e4930372208ddd4fc30e0%7C8370cf1416f34c16b83c724071654356%7C0%7C0%7C638900901791689963%7CUnknown%7CTWFpbGZsb3d8eyJFbXB0eU1hcGkiOnRydWUsIlYiOiIwLjAuMDAwMCIsIlAiOiJXaW4zMiIsIkFOIjoiTWFpbCIsIldUIjoyfQ%3D%3D%7C0%7C%7C%7C&sdata=In2lgfQKZGDhTRlwARzJ%2BqSYSDCBXEha8lAFiEKwAC0%3D&reserved=0
https://eur03.safelinks.protection.outlook.com/?url=https%3A%2F%2Fsocialmobility.independent-commission.uk%2Fresources%2Fsocio-economic-diversity-and-inclusion-employers-toolkit%2F&data=05%7C02%7Ckathy.barrett%40kcl.ac.uk%7C09cb900cfa4e4930372208ddd4fc30e0%7C8370cf1416f34c16b83c724071654356%7C0%7C0%7C638900901791689963%7CUnknown%7CTWFpbGZsb3d8eyJFbXB0eU1hcGkiOnRydWUsIlYiOiIwLjAuMDAwMCIsIlAiOiJXaW4zMiIsIkFOIjoiTWFpbCIsIldUIjoyfQ%3D%3D%7C0%7C%7C%7C&sdata=In2lgfQKZGDhTRlwARzJ%2BqSYSDCBXEha8lAFiEKwAC0%3D&reserved=0

Evaluation by

June 2028
Mandatory training in what is Bullying & Impact Additional Equality, New
Harassment newly introduced Better awareness and increased modules Diversity &
All staff to complete a new module on understanding released by Inclusion (EDI)
“what is sexual harassment?”. Measure June 2026,
Four additional modules to be developed Uptake of training Comms

and released with communications
campaign to highlight them

Qualitative feedback incorporated into
training

Increase in use of confidential advisors for
low level issue resolution. This will depend
in part on delivery of the action above

campaigh and
course
evaluation
ongoing
thereafter
Monitoring of
trendsin
conversations
with
confidential
advisors
annually from
June 2026

King’s will ensure that managers of researchers are effectively trained in relation to equality, diversity and inclusion, wellbeing and
mental health and that researchers are able to take positive action towards maintaining their wellbeing and mental health (ECI4, ECR3)

INKLUDE is a research culture initiative
funded by Wellcome. It aims to test
innovative ways to tackle the systemic
barriers experienced by King’s under-
represented groups across Professional
Services and Academic staff through five
work packages (WPs).

WP1. Understand the issues underpinning
barriers to inclusivity via an independent
review (completed). The Review will be
shared across King’s for consultation
(Winter 2025) to identify key priorities to
shape Research Culture’s Five-Year
Strategy & Action Plan.

Impact

Professional Services and Academic staff
managers will better understand their
responsibilities and leverages for improving
the work environment of under-represented
colleagues.

Under-represented colleagues will
experience a better work environment and
have a platform to turn to should they query
managerial approaches.

Measure

The Managers’ Toolkit will be piloted (in
Winter 2025/26) and based on feedback,
revised by Spring 2026.

Summer 2025
- WP2 led by
Dr. Wyatt (KBS)
is underway;
intent to
complete
Toolkit by
Autumn 2025.
Pilot and
feedback by
Winter
2025/26.
Toolkit
embedded as

INKLUDE Team
to Winter 2026
post-INKLUDE,
Research
Culture.

New



https://internal.kcl.ac.uk/research-culture/inklude
https://www.kcl.ac.uk/research/research-culture
https://wellcome.org/grant-funding/people-and-projects/grants-awarded/inklude-inclusion-norm-kings-leadership

WP2. Support skills development via
developing an EDI toolkit for managers in

It will also go through an Equality Impact
Assessment, developed by INKLUDE’s WP5.

part of central
King’s training

PS and academia, to better understand Added video and resource support will be by Summer

their role in addressing EDI needs and created, with feedback for improvement. 2026.

nuances of underrepresentation at King’s. | Publication of Research Culture Five-Year Monitoring &

WP3. Support career development of Strategy & Action Plan - that aligns to King’s | Evaluation

individuals via INKLUDE to THRIVE Race Equality and Gender Equality action from 2026

Programme, providing skills needed to plans. onwards (via

navigate systemic barriers, and; sharing Research

lived experiences of King’s staff and how Culture & HR).

they can act on barriers w/ senior

leadership via ALLIANCE THRIVE.

WP4. Develop Research Culture Five-Year

Strategy & Action Plan.

WP5. Ensure INKLUDE is co-produced w/

sound decision-making via Equality

Impact Assessments and robust

evaluation.

Further develop and deliver training on Impact September oD Carried over
Tackling Bullying and Harassment and Staff and managers feel better equipped to 2027 Faculty of Life and New
Inappropriate Behaviours workshops for tackle cases of poor behaviour Sciences &

Principal Investigators and Line Managers | Measure Medicine

and evaluation of sessions and impact of Feedback following workshops (FOLSM)

training. Generate evaluation Report on Change in experience measured in King’s

impact of training and recommendation Research Staff Surveys and local surveys

on whether to continue sessions going

forward and/or have workshops for

research staff.

Continue to develop and embed a full Impact July 2026 oD Carried over

suite of Active Bystander training for staff
across King’s, expanding existing online
and in person options to include a self-
service e-learning module.

Staff are equipped with the skills and
confidence to intervene when they witness
inappropriate behaviour.

Measure

Feedback following training

Use of Report + Support



https://internal.kcl.ac.uk/research-culture/inklude-to-thrive

Change in experience measured in surveys
of King’s staff, research staff and local staff.

10 | FOLSM Bullying & Harassment-Run a Impact September FoLSM New
series of sessions across Schools to Staff and students feel more informed on 2026
showcase support available in faculty and | available support and how to report issues
college in roadshows for staff/students. of bullying, harassment and sexual
misconduct.
Measure
Feedback following sessions
Change in experience measured in King’s
Research Staff Surveys and local surveys
11 | Workshops designed specifically to Impact Ongoing to July | SSPP New
address emotionally demanding fieldwork | Researchers are prepared for experiences 2026
to be delivered in Faculty of Social that may have a profound impact on their Review
Sciences and Public Policy (SSPP) in mental health and introduced to a support thereafter and
coordination with the Trauma Centred network for those circumstances continue if
Study Group Measure funding is
Reduction in negative impact of fieldwork found
Numbers of nhetwork members
12 | Structured support for Pls- Arts & Impact Interventionto | A&H (Faculty Carried over

Humanities (A&H). Structured
interventions at pre and post award to
support team planning. Ongoing support
and training for new line managers, Pls
and Researchers

More confident line managers. Research
staff better supported and expectations
managed.

Measure

Clear documentation and tool kits for staff
to access.

Change in staff experience measured in
local EC Surveys/Kings Staff Surveys/less
team issues being escalated.

be
implemented
late Autumn
2026.

Research
Culture
Manager)




King’s will ensure researchers and their managers are aware of, and act in accordance with, the highest standards of research integrity

and professional conduct (ECI5)

13 | Research Ethics & Integrity Impact Ongoing to July | SSPP New
representatives are included in the SSPP Research staff more aware of ethics and 2026, beyond if
research staff inductions to ensure staff integrity issues and resources funds allow
have resources and information from the Measure
start of their time at King’s. Resources from induction events made
The SSPP Early Career Researcher available on the research staff SharePoint
Committee is developing a research staff hub.
induction guidance specific to the faculty
and each school which will be available
on the sharepoint hub for any new
research staff or their managers.
14 | Creation of opportunities for the Impact Ongoing to July | SSPP New
leadership of research groups in SSPP to More support for group leaders to share 2028
discuss best practice including areas best practice and greater consistency in
such as mentorship, research integrity mentorship and leadership for early career
and leadership. researchers
Measure
Increase in positive reporting and feeling of
agency from Early Career Researchers
around research culture and support for
career development
15 | A&H appointed a dedicated Faculty Impact 1. Faculty Rl A&H (Faculty Rl | Carried over

Research Integrity Facilitator in May 2024
who is the first point of contact for those
with concerns, is devising a Faculty
Research Integrity Strategy and will lead
on training, including identifying specific
needs, e.g. Al as well as rejuvenating the
Research Integrity Advidsor (RIAd)
network locally (a representative in each
Department).

Better understanding and management of
research integrity

Measure

Faculty Research Integrity Strategy
generated and disseminated

Training needs identified and programme
setup

Training delivered with minimum of 20
participants having experienced it
Feedback from course participants around
their understanding of the topic

Strategy to be
disseminated
September
2025.

2. RIAds
representatives
in each
Department
trained and
positioned to
support

Facilitator)




queries during
2025/26.

3. Faculty wide
workshops and
working groups
planned for
2025 in areas
of Al and
Global South
related issues.

16 | Natural, Mathematical & Engineering Impact Ongoing to July | NMES New
Sciences (NMES) include Ethics & Integrity | Research staff more aware of ethics and 2026, beyond if
representatives in their research staff integrity issues and resources funds allow
inductions to ensure staff have resources | Measure
and information from the start of their Resources from induction events made
time at King’s. available on the research staff SharePoint

hub.

17 | Creation of a University-wide Code of Impact College Research Carried over
Conductin Research, supported by Awareness of requirements for conduct in Research Integrity Office
faculty-specific guidance, to be approved | research Committee (RIO)
by College Research Committee and Measure approval Oct
disseminated by training sessions and Code developed and published through 2025
academic networks King’s approval channels, with Dissemination

communications to raise awareness of it Dec 2025
Inclusion in faculty inductions Monitoring
Monitoring through the KReSS thereafter
18 | Increase visibility of reporting Impact Ongoingto July | RIO Carried over

mechanisms of potential research
misconduct or other breaches of good
practice through training and RIAd
network

Refresh the Research Misconduct
procedure to make it clearer and easier to
use to support staff reporting breaches of
research practices.

Greater awareness and confidence in
reporting mechanisms for breaches of good
research practice

Measure

Issues are reported at an earlier stage
enabling swifter resolution.

2026

and new




19

Continuation of training on research
integrity, research governance, and

Impact
Greater appreciation of research integrity

Ongoing to July
2026

RIO in
partnership

Carried over

research ethics through our introductory Measure with RIAds
sessions and more focused, local Increased numbers of training attendees
sessions (the integrity ones developed in and positive feedback
partnership with the Research Integrity
Advisor (RIAd) network).
20 | Implementation and monitoring of online Impact Ongoing to July | RIO New
training modules for research integrity More staff and students complete training 2026
Measure
Number of staff/students to complete
online module
21 | Awareness raising through training and Impact Ongoing to July | RIO Carried over
RIAd network Researchers more aware of research 2026
integrity policy
Measure

More enquiries on good research practices;
more requests for local training. Fewer
breaches of research integrity reported, in
line with sectoral trends.

King’s will regularly review and report on the quality of the research environment and culture, including seeking feedbac

researchers, and use the outcomes to improve institutional practices (ECI6)

k from

22 | The CRSD will continue to carry out the Impact Alternate years | CRSD Carried over
more KReSS on alternate years and small | Gain a better understanding of progress and | (2025, 2027
surveys to evaluate the progress with current concerns of research staff etc.)
respect to implementation of the Measure Reports
Researcher Development Concordat and Survey completed and report distributed delivered
publish a report of the findings that will be | Actions to address concerns considered in within 2.5
sent to research staff themselves and policy creation months of
senior leaders for their consideration and surveys
to devise actions
23 | OD will carry out comprehensive staff Impact Next oD New

surveys (delivered in June 2023 with next
scheduled for June 2026) and Pulse
surveys (most recent November 2024) to
evaluate progress and staff experience

Enhanced understanding of staff experience
and working environment across all areas of
the institution, enabling targeted
improvements to workplace culture

comprehensive
survey: June
2026




across all faculties and central
directorates, and publish reports of the
findings that will be sent to staff
themselves and senior leaders for their
consideration and to devise actions
towards an enhanced staff experience.

Measure

Survey completed and report distributed
Results benchmarked against 2023
baseline

Institutional and local action plans
developed and communicated

24 | Faculty of Dental, Oral and Craniofacial Impact Annually at FoDOCS New
Sciences (FoDOCS) will monitor key Gain a better understanding of progress and | Research Staff
aspects of positive research culture inthe | current concerns of research staff Event
faculty through annual surveys conducted | Measure
at the research staff away day. Survey completed
Key elements to be monitored are: Survey results showing opportunity for
i. opportunity to undertake necessary career development, flexible working,
training for career development possible agreed project and training objectives from
ii. able to work flexibly as appropriate use of induction document and uptake of
within context of project PDR are widespread and taken up
iii. clear project and training objectives
agreed through completion of the
induction document and signed
researcher — supervisor agreement
iv. uptake of PDR
25 | NMPC Specific action plan led and Impact New Vice Dean | NMPC New
implemented by new Vice Dean People & Research staff feel better supported around | People &
Culture addressing research staff issues issues raised in staff surveys Culture starts
raised in staff survey Measure by agreed date
Action plan generated and launched Action plan
Improvement in staff survey results via the generated by
KReSS Dec 2026
KReSS carried
out in summer
2027
26 | Via Research Culture and the INKLUDE Impact Affinity Review | Research New
project (outlined above), the team Establish a Research Culture Five Year completed in Culture Team
commissioned a comprehensive external | Strategy with robust Action Plan to embed February 2025; | INKLUDE Team

review on EDI policy and practices across
the UK Higher Education sector (as a

EDI into policy & practice at central level.

second round
of peer-review




benchmark) and King’s. This includes a
survey/interviewed to capture lived
experiences of under-representation
across King’s. The review is undergoing
peer-review and an Equality Impact
Assessment on prioritised
recommendations prior to developing a
Five-Year Strategy and Action Plan based
on priority areas highlighted by the report.
Review findings are also shaping the
INKLUDE approach to its other WPs.

Measure

Independent review nhow completed,
forming the basis of how to address under-
representation

Actions include development of INKLUDE to
THRIVE Programme, Managers’ EDI Toolkit,
and ElAs for King’s initiatives.

will be
complete by
October 2025;
dissemination
and
consultation
with wider
King’s Winter
2026.
Development
of Five-Year
Strategy &
Action Plan
complete by
Winter 2026.

Managers will engage with and research staff will consider opportunities to contribute

positive research environment and cultur

e within their institution (ECM5, ECR5)

to policy development aimed at c

reating a more

27 | Managers and research staff to be made Impact Ongoing CRSD New
more aware of opportunities to engage Policies are more aligned to the needs of
with policy development via regular managers and researcher staff
updates in newsletters and specific calls Managers and research staff more aware of
for contributions relevant policies and take ownership of
them
Measure
Numbers of managers and research staff
making contributions
28 | FoLSM: Continuation of People and Impact Ongoing FoLSM New

Culture and Research Culture Cafés to
include staff disability inclusion and
support, disrupting racism, menopause
support, neurodiversity inclusion,
research culture, inclusive research.

Run workshops with neurodiverse
research staff to understand resources
and support that may help with working in

Policies are more aligned to the needs of
managers and researcher staff

Managers and research staff more aware of
relevant policies and take ownership of
them

Staff and (Postgraduate Research) PGR
students feel more informed about EDI
related topics.




research at King’s - this may inform further
line manager training

Measure

Numbers of managers and research staff
making contributions

Attendance records of each of the sessions
to measure engagement and impact.

Researcher Development Concordat Principle: Employment

Action

Impact and Success Measure

Timescale

Owner

New/Carried
Over

King’s will ensure open, transparent and merit-based recruitment, which attracts excellent researchers, using fair and inclusive
selection and appointment practices. Managers will commit to, and evidence, the inclusive, Equitable and transparent recruitment,
promotion, and reward of researchers (EI1, EM3)

29 | NMES and SSPP are looking at ways to Impact Project NMES New
improve inclusive recruitment practices for Identify and improve opportunities to maximise | approval SSPP
Early Career Researchers to increase the diversity and inclusivity in Early Career expected
pool of inclusive and diverse research staff. Researcher recruitment October 2025
This project will initially be applied to Measure Resources
recruitment for post docs and Early Career Continuation in good practice across all areas developed
Researchers. Increase in diversity of applicants and those and launched
receiving and accepting offers in areas where July 2026
recruitment does not currently reflect the Monitoring
community
30 | NMPC Achieving greater diversity in our Impact June 2026 NMPC New
research staff through the work of the Identified and improved diversity in NMPC
Inclusive Research & Education Practices research staff
(IREP) project Measure
Measured against current faculty diversity
31 | The INKLUDE project (outlined above) is Impact Independent INKLUDE New
using the Independent Review to identify Increased understanding from managers of the | Review Team;
issues regarding promotion and progression barriers faced by underrepresented staff, and completed; Research
across King’s Professional Services and improvement in how they address promotion WP2 and WP3 | Culture
Academic staff. Staff find the process tricky and progression. are
to navigate, inconsistent and lacking underway;
transparency regarding decisions. Women embedding




and individuals from minoritised groups are
most likely to be discouraged or not
supported in their promotions, with few
understanding pathways for progression.
WP2 (provision of EDI-relevant Managers’
Toolkit) and WP3 (INKLUDE to THRIVE
Programme) address some of these gaps, in
(1) providing managers will necessary insight
as to complexities women and minoritised
individuals experience and face in their
pursuit of promotions and progressions; (2)
providing staff with skills to navigate barriers
strategically.

Increase awareness of pathways for promotion
and progression across underrepresented
individuals.

Improve access to promotion and progression
platforms, and transparency of decision-
making.

Measures

Monitoring and evaluation of work packages (i.e.

toolkit and INKLUDE to THRIVE Programme) via
Equality Impact Assessments and survey
feedback.

these
initiatives into
King’s central
systems and
Research
Culture Five
Year Strategy
to be
completed by
Winter 2026.

32

New guidance on inclusive interviewing
created, Inclusive Recruitment Toolkit.
Inclusive recruitment is the practice of
designing and implementing fair, equitable,
and bias-free hiring processes. By ensuring
all candidates have equal opportunities,
organisations can build diverse teams that
reflect the communities they serve.

This toolkit provides practical guidance for
hiring managers, HR professionals, and
recruitment teams to foster an inclusive
hiring culture. It outlines strategies for
attracting, assessing, and selecting diverse
talent while ensuring accessibility, fairness,
and compliance with equality laws.
Self-assessment team includes a seat for an
early career researcher.

Future development based on actions
devised for Race Equality Charter Mark and
Athena SWAN action plans.

Impact

Change in recruitment leading to greater
diversity within the workforce

Measure

Recruitment data demonstrating more
appropriate diversity in staff

Race Equality
Charter
submission
Jan 2026,
monitoring
Jan 2027 and
2028

Athena SWAN
submission
Feb 2026,
monitoring
Feb 2027 and
2028

EDI and
Wellbeing
Team

New



https://emckclac.sharepoint.com/sites/EDIPP/SitePages/Inclusive-Recruitment-Toolkit.aspx

King’s will provide an effective induction, ensuring that researchers are integrated into the community and are aware of policies and

practices relevant to their position (EI2)

33 | King’s-wide ‘Welcome to King’s’ message will | Impact Mid 2026 oD New
be tailored for research staff, including key Strengthens onboarding by connecting new rollout
information and links. research starters to organisational strategy,

culture, and networks.

Measure

Implementation of targeted message
Engagement with links within message.

Fewer Helix queries from research staff relating
to policies and practices.

34 | The King’s researcher/supervisor agreement | Impact Rolloutto a CRSD and New and
will be rolled out to faculties beyond FODOCS | Smoother relationships between research staff | minimum of 2 | faculties carried over
where it was created in 2022 and their managers and more clarity of new faculties
Research staff and their managers take up expectations by July 2026
the elective option to agree how they will Measure Evaluation by
work together from early in their time Use of the agreement July 2027
together Value placed on it by those using it Engage

additional
faculties by
July 2028

35 | SSPP and NMES carrying out annual in Impact Inductions SSPP New
person induction sessions including Research staff more aware of what is available annually NMES
presentations and information that are at King’s to support them Annual
recorded and made available online to those | Measure update of
who arrive at other times in the year. SSPP In person sessions delivered resources
Early Career Researcher Committee and Resources posted online where
NMES Research Staff Committee will Hits on resources pages relevant
develop faculty- and school-specific Monitoring
induction guidance, also to be made annually
available online

36 | Dedicated Faculty specific induction for new | Impact Faculty A&H New
staff in A&H led by Faculty Early Career Induction programme appropriate for target Induction set | (Faculty
Researcher lead. Dedicated sessions on audience. this year for Early
grant capture, REF for Early Career Measure 16 October Career
Colleagues, writing book proposals and 2025 (and Lead)




workshops reacting to specific needs are Staff feedback via Faculty Early Career annually
planned. Researcher Survey/Kings Staff Survey.. thereafter).

37 | NMPC Annual review with research staff Impact Annually in NMPC Carried over
involvement of induction programme Induction programme appropriate for target July and El2.4
currently offered termly to all new staff. audience. Buddying connects researchers to termly in first
Introduction to Research staff “buddy” for all | university and provides a sense of belonging week
new starters Measure

Staff feedback at Research staff group and

through the probation process.
King’s will provide clear and merit-based recognition, reward and promotion pathways that recognise the full range of researcher’s
contributions, and the diversity of personal circumstances. Managers will commit to, and evidence, the inclusive, Equitable and
transparent recruitment, promotion, and reward of researchers (EI3, EM3)

38 | Annual SHINE Awards will recognise staff Impact Annually, oD New
across King’s who champion inclusion and Research staff responding to staff survey that from
ways of working that align to King’s values. they are recognised in their role. November

Measure 2026
Nominations by and for Research staff and
those working in Research Support teams

39 | Faculties and Directorates setting up Award New
Schemes to recognise outstanding
contributions from research staff beyond
their normalrole
FoLSM Staff Awards — categories include: FoLSM Staff Awards FoLSM FoLSM
Collaborative Research Excellence, Impact annually
Research Success, Outstanding Research Research staff responding to staff survey that
Group Leader, Research Impact on Society, they feel valued in their role.

Innovation in Research, Excellence in Measures
Research Facilitation, Outstanding Technical | High levels of research staff engaging with the
Services Support for Research nominations process
Annual allocation of research related awards
FoDOCS Staff Awards FoDOCS Staff Awards FoDOCS FoDOCS
The Awards are part of an ongoing initiative to | Impact Annually

recognise, value and celebrate the diverse
contributions of individuals and teams to the
life and successes of the faculty. The Awards

Research staff responding to staff survey that
they feel valued in their role.




fall under 3 main categories, Education,
Research, People & Culture

Measures

High levels of research staff engaging with the
nominations process

Annual allocation of research related awards

SSPP Impact Award recognises impactful SSPP Impact Award SSPP SSPP
research taking place across the faculty that | Impact Annually
shapes understandings, builds capacity, SSPP Impact Award
influences policy, changes practice and/or Incentivising engagement
provides expertise and connectivity. Prize Recognition of good work
winners (a total of 5 who receive £2000 and 2 | Provision of resources to enhance research and
runners up who receive £1000) present their | foster a sense of community within the faculty
research to an expert panel and the audience | Measure
choose an overall winner to receive an Numbers of nominations and prizes
additional £1000 prize and the opportunity to
work with experts to continue to enhance the
impact of their research
King’s Doctoral College Doctoral Doctoral College Doctoral Researcher King’s King’s
Researcher Support Award Support Award Doctoral Doctoral
The King's Doctoral College introduced the Impact College College
Doctoral Researcher Support Excellence Research staff are recognised for contributing to | Annually
award in 2023 to recognise all the non- the supervision of PGR student learning
supervisory members of staff who make Measure
important contributions to doctoral student Number of nominations
success and support the approximately
4,500 PGR students that are registered at
King’s.
40 | FoLSM Development of bespoke support for Impact 2026 Dates FoLSM New
marginalised and minoritised research staff e Research staff from marginalised and TBC

such as black researchers or womenin
certain disciplines. This may be 121
coaching or identifying mentors/buddies.

minoritised backgrounds feel better
supported, championed and experience
more connection to the research
community, faculty and King’s.

e Research staff from minoritised and
marginalised backgrounds feel better




equipped to source and apply for
development and promotional
opportunities.

e Better retention of research staff taking part
in the scheme.

Measure

e Surveys and interviews with staff taking part
in the scheme — both mentors and mentees.

e Analysis of HR leaving data.

41 | Provision of greater clarity around Impact Data CRSD New
progression criteria and process across the Research staff and their managers have a better | collected on HR
university. Review of existing guidance, data | understanding of how to manage promotions experience of | FTC project
collection on experience of the process and Measure process and team
a campaign to raise awareness. Should a Reduction in proportion of those finding the review of
major difference be uncovered between process problematic, shown by KReSS results existing
intended process and experience for this to guidance by
be addressed in discussions with HR and Dec 2025
faculty representatives, followed by Presentation
development of more comprehensive to FTC project
guidance and if necessary, changes in policy team by Feb
2026
If appropriate,
development
of guidance
by Jan 2027
Launch and
monitoring of
guidance
thereafter.
Managers will actively engage in regular constructive performance management with their researchers and researchers will positively
engage with performance management discussions and reviews with their managers (EM4, ER3).
42 | NMES has created an online system for PDRs | Impact Annually NMES Ongoing

which both encourages engagementin the
process, more clearly outlines the benefits of
PDRs and allows more accurate tracking of

where those reports are not being

Faculty understand uptake of PDRs and can
manage and encourage uptake in departments
where numbers are low




completed. The SharePoint hubs include
resources on how to make the most out of
this report and what types of activities
should be recognised and included regarding
professional development.

Greater consistency, guidance and clarity
around expectations for Early Career
Researcher PDRs

Measure

Numbers of Early Career Researchers
completing PDRs in faculty

Increase in uptake in departments where
numbers are low

King’s will provide effective line and project management training opportunities for managers of researchers, heads of department and
equivalent and Managers will undertake relevant training and development opportunities so that they can manage researchers
effectively and fulfil their duty of care (El4, EM1)

43 | NMES and SSPP Research Group Best Impact Ongoing to NMES New
Practice Sharing Creation of opportunities for | More support for group leaders to share best July 2028 SSPP
the leadership of research groups to discuss | practice and greater consistency in mentorship
best practice including areas such as and leadership for early career researchers
mentorship, research integrity and Measure
leadership. Increase in positive reporting and feeling of
agency from Early Career Researchers around
research culture and support for career
development
44 | FoLSM Line manager development Impact December FoLSM New
project/Introduction of Line Manager Greater skills development for line managers 2026
capability within probation process, PDR equipping them to deliver their roles more
process and academic promotion effectively.
process/Development of series of key Greater staff experience overall
process workshops for Line Managers across | Measure
FoLSM/Introduction of Line Manager Workshop feedback indicates that line manages
Induction) feel more equipped to deliver the core aspects
of theirrole.
Levels of line manager reports reduce overtime.
45 | FoDOCS will signpost all managers of Impact Quarterly FoDOCS Carried over

research staff to Vitae toolkits and training
opportunities at King’s through quarterly
notifications to managers of research staff.
Other relevant training includes monthly
Culture Cafes on research related topics

Managers are better equipped to support their
research staff

Measure

Improved reports of good managementin
faculty and university surveys




including research impact, integrity, and the
wellbeing of researcher and their research
environment. Innovative training (provided by
REACT) on dignity, respect, microaggressions
and bullying and harassment has been rolled
out to all researchers. In addition, a weekly
Research Support communications update
is sent to all academics and research staff
highlighting the most salient research and
professional development and funding
opportunities, A comprehensive Research
Bulletin targeted at research staff, is
published monthly, rounding up
opportunities from across the College
(including CRSD, KCATO and Research
Management & Innovation Directorate)

King’s will seek to improve job security for researchers, for example through more effective redeployment processes and greater use of
open-ended contracts, and report on progress (EI6)

46

Create a more coherent and transparent
process for research staff that ensures they
have appropriate careers support at the end
of their contract with a view to building a peer
support network in the long term.

Year 1 - establish clear picture of existing
support from - HR, CRSD, KCE and faculties,
if necessary amend existing communications
to signpost careers support effectively.

Year 2 — establish a pilot to actively build a
peer support network that researchers can
joinin the last 6 months of their contract with
both online and in person opportunities. Get
clear picture of how many researchers this
would be. Based on this consider applying for
funding to build a network across
institutions.

Impact

Research staff understand what supportis
available to them at end of contract

Research staff feel better prepared for the end
of their contract.

Measure

Links in CRSD email clicked

KRESS question about supportin last 6 months
of contract

In years 2 and 3 - number of researchers
engaging in the pilot over multiple sessions with
accompanying feedback looking at impact of
interventions.

Ongoing
Review
annually

KCE

New




Year 3 —Trial a larger cohort/cross
institutional cohort or amend plan depending
onyear 2.

King’s will consider researchers and their line managers as key stakeholders within the institution and provide them with formal
opportunities to engage with relevant organisational policy and decision-making and researchers recognise and act on their role as key
stakeholders within King’s and the wider academic community (EI7, ER4)

47 | RSRC to lobby to be involved in strategy Impact Ongoing: RSRC New
development, e.g. Strategy 2030, cost of Research staff learn how to negotiate Contribution
research, changes in career structure for governance within a university and gain to:
research staff, including RSRC in formal leadership skills Strategy 2030
university governance structure Research staff are better recognised with by Oct 2025
respect to involvement in governance Formal
Measure recognition by
Exit interview on standing down from RSRC Dec 2026
RSRC called on to contribute to strategy Career
development Structure by
Jul 2028
48 | RSRC members examining policies and Impact i. Scoping RSRC New
practices around visas for international e International research staff and their exercise
colleagues, including funding centrally and managers are fully aware of processes and complete by
from funding bodies. costs around visas and are able to prepare Dec 2025
i. Scoping exercise to identify what the accordingly ii.
practices are e International research staff feel more Discussions
ii. Discussions with various teams to gain welcome and managers have a wider field of | complete by
understanding of how visas can be funded researchers from whom they can recruit Dec 2025
iii. Creation of appropriate guidance and Measure iii/iv.
clear process e Scoping completed Guidance
iv. Distribution of guidance e Comprehensive guidance document created and
v. Negotiation with senior leaders on funding created posted online
e Negotiations with senior staff around by July 2.02_6
funding completed v. Negotiation
e Funds in place where possible completed by
Jan 2027
Research staff recognise and act on their role as key stakeholders within their institution and the wider academic community (ER4)
49 | Annual Early Career Researcher conference Impact 23" October Louise New
in FOLSM organised by research staff for 2025 Pacelli




research staff - may include supporting
departments across the college, updates on
research culture, speakers from external

Faculty.

access to development, inclusion and
research culture opportunities and
initiatives.

Measure

Value shown through follow up surveys,

attendance

e Research staff feel more connected to and
supported by the research community and

e Research staff have better knowledge of and

Researcher Development Concordat Principle: Professional and Career Development

Action

Impact and Success Measure

Timescale

Owner

New/Carried
Over

King’s will provide opportunities, structured support, encouragement and time for researchers to engage in a minimum of 10 days
professional development pro rata per year, recognising that researchers will pursue careers across a wide range of employment

sectors (PCDI1).

50 | FoLSM Development Days launched Impact September FoLSM New
faculty wide including guidance document | Research staff and their managers are more 2026 and
for line managers and another for staff. / confident in identifying activities that would annually
Evaluation Report on the uptake of constitute professional development. thereafter
development days based on People XD Research staff have access to greater learning
data. / Showcase of different Learning & and development opportunities.
Development opportunities utilised by Measure
different career groups. Evaluation Report on the uptake of
development days based on People XD data.
Showcase of different Learning &
Development opportunities utilised by
different career groups.
51 | The SSPP Early Career Researcher Impact Annual cycle SSPP New

Committee offers funds of up to £1500 to
help support early career researchers with
their professional development including
activities such as attending conferences,

Early Career Researchers have sufficient
resources to pursue professional development
and research opportunities

in line with
academic
year




fieldwork costs, impact related activity
and seed funding for further grant
applications. The fund was open from May
to June 2024 and approved 10
applications for £12,908. From July 2024
to present the fund has approved 5
applications for £5,960.

The oversight team has updated the
guidance for the 2025-26 academic year
to maximise information distribution and,
in turn, the number of successful
applications, and manage and assess
submissions more efficiently

Measure

Numbers of applicants

Numbers of successful applications
Level of awarded funds

Diversity of activities

Managers will allocate a minimum of 10 d

ays pro rata, per year, for their researchers to e

supporting researchers to balance the delivery of their research and their own professional development (PCDM1).

ngage with professional development,

52 | Managers to approve requests for Impact Launched as CRSD New
professional development time in new Managers and their researchers feel thereisa | partofthe 10 | HR
option in PeopleXD, our HR system log of professional development time and can | Days Festival,
plan accordingly October 2025
Measure Data
Number of requests in PeopleXD, acceptance | collected and
or refusal and reasons given for refusal. analysed half-
yearly.
Research staff will take ownership of their career, identifying opportunities to work towards career goals, including engaging in a
minimum of 10 days professional development pro rata per year (PCDR1).
53 | Researchers to register professional Impact Launched as CRSD New
development requests in People XD Managers and their researchers feel there is a part of the 10 HR
log of professional development time and can | Days Festival,
plan accordingly October 2025
Measure Data
Number of requests in PeopleXD, acceptance | collected and
or refusal and reasons given for refusal. analysed half-
yearly.
King’s will ensure that researchers have access to professional advice on career management, across a breadth of careers (PCDI3).
54 | Proactively inviting podcast guests that Impact Recordings KCE New

represent the full spectrum of research

generated




staff in our career stories. To include

Greater variety of career options represented

across the 3

stories from Research Assistants, in resources with the aim that research staff years
Technicians and alternative academic will gain a broader appreciation of their Review of use
career paths in HE on the podcast. options annually
Measure
Number of sectors and roles covered
Engagement from research staff
55 | FoLSM Development of Career Toolkit for Impact October 2025 | FoLSM New
Research Staff to enable meaningful e Increased confidence in Line
conversations about careers and skills Managers in how to have productive
development career conversations with staff.
e Increased confidence and satisfaction
in research staff in their career
development opportunities and
Faculty support around this.
Measure
e Surveys and interviews with research
staff and managers.
e Careertoolkit utilisation data.
e Levels of interestin and attendance
numbers at training workshops.
56 | FoLSM Training of staff and line managers | Impact October- FoLSM New
in having meaningful careers e High utilisation of career toolkit. November
conversations and how to utilise the e Increased confidence in Line Managers in 2025

Career Development Toolkit

how to have productive career
conversations and use toolkit confidently.

e Increased confidence and satisfaction in
research staff in their career development
opportunities and Faculty support around
this.

Measure

e Surveys and interviews with research staff
and managers

e Feedback forms after training




e Careertoolkit utilisation data

57 | King’s Careers and Employability to Impact Focus groups | KCE New
investigate employer perceptions of the Research staff better supported in articulating | delivered by
specific value of researcher skills and their research skills for an industry audience. Sept 2025
researcher experience of engaging beyond | Measure Targeted
academia through focus groups and Focus groups and targeted interviewing interviewing
targeted interviewing. New resources to completed completed by
be generated using the findings. Resources generated and launched Jan 2026
Resources shared with the sector Resources
launched by
Dec 2026
Review
thereafter
King’s will provide researchers with opportunities, and time, to develop their research identity and broader leadership skills (PCDI4)
58 | NMES offering a Research Culture Fund Impact Applications 3 | NMES New
open to any academic, research staff, PGR | Research staff benefit from or engage in times per year
or research-based PS staff. The fund developing their own leadership activity Review after
supports a variety of training and events Greater opportunity for research staff to summer 2026
with strong research culture pillars and participate in developmental opportunities at
included collaborations across the faculty, | local levels
the College and with other institutions. Measure
Applications 3 times per year Number of applications
Continued beyond 2026 should further Number of awards made
funding be made available. Measurement of engagement across career
stages — proportion of research staff engaging
Outcomes of projects in project reports
Impact on research staff described in reports
59 | FoDOCS will continue to run the Impact Annually FoDOCS New

Postdoctoral Independence Fund, a
competitive inhouse initiative established
in 2023, providing postdoctoral
researchers who are aiming to follow an
academic pathway the opportunity to
secure a small grant which can be used
for an independent research project.

Postdocs gain experience of applying for and
reviewing grant applications

Measure

Number of applications

Number of awards made

Success of projects




The assessment panel consists of several
Research Staff members, providing them
with experience in reviewing small grant
applications. The process involves reviews
of the application and assessment
procedure, transparency, and follow-ups
with successful and unsuccessful
candidates.

60 | Research staff encouraged to take up the Impact Champions CRSD New
invitation to become 10 Days Champions, | Research staff develop their leadership skills recruited
providing them with the opportunity to Measure annually
lead on wider issues across the university | Champions report growth in their leadership Exit interviews
by advocating for 10 days with key skills in exit interviews and case studies conducted on
stakeholders. To be reviewed after the first resignation
year: Champions will be invited to from post
evaluate their experience and where
appropriate, provide case studies. If the
initiative is successful, new Champions
will be recruited as needed.
61 | Faculties Setting up opportunities for their | Impact Ongoing Faculties New
research staff to develop leadership skills | Research staff gain leadership skills through Exit interviews | RSRC
through contributions to projects and contributing to their faculty and the wider conducted on | CRSD

planning

e SSPP has Early Career Researcher
committee expected to communicate
re training, support initiatives and
concerns

e A&H restructuring their Early Career
Researcher leadership and
representation of ECRs in faculty

e Research staff representatives as
members of NMPC Research
Executive committee with standing
item to raise any issues

e The NMES Research Staff Committee
consists of research staff reps from

community

Measure

Continued membership of these groups
Where possible, exit interviews conducted to
examine gain in leadership skills

resignation
from post




across the faculty. The committee
creates a bi-monthly coffee & cake
series, created an induction guide for
Early Career Researchers andis a
primary source of information sharing
between the faculty and the research
staff.

e SSPP setting aside funding to support
professional development See above.

e King’s Research Staff Representative
Committee contributing to and driving
several King’s-wide projects

62 | OpEd Project Training: SSPP is funding 10 Impact Course SSPP New

spaces on multi-day OpEd training. The Members of under-represented groups gain participants
organisation trains under-represented leadership skills and experience of and selected by
experts, especially women, to take exposure to international networks and how to | November
thought leadership positions in their field, | maximise their impact 2025
connect them with an international Measure Impact
network of high-level media mentors and Number of applicants statements
provides long term support for attendees. | Numbers of those attending entire course collected by
Spaces will be allocated after an open Content of post-course impact statements November
application process for researchers and 2026
academics at all stages of their careers. Annually

thereafter if

continued
King’s will recognise that moving between, and working across, employment sectors can bring benefits to research and researchers,
and support opportunities for researchers to experience this. Managers will support researchers in exploring and preparing for a
diversity of careers, for example, through the use of mentors and careers professionals, training and secondments. Researchers will
explore and prepare for a range of employment options across different sectors, such as by making use of mentors, careers
professionals, training and secondments (PCDI5, PCDM2, PCDR2).

63 | Update of resources and training Impact Ongoing KCE New

opportunities to support research staff in Research staff gain in confidence in their update of
preparing for a range of career options by ability to articulate their skills to employers resources
effectively articulating their skills and beyond academia Reviewed
experience for sectors beyond academia Measure annually

Feedback from workshops




Resources updated and samples are
representative of the community

64 | King's working to improve training around Impact i. Source seed | CRSD New
mentorship for managers and mentors of Line managers and mentors of researchers funding by Jan | KCE
researchers through the creation of anew | can enter into effective career conversations 2026.
on-demand resource developed in as a result of the training. ii. Develop
partnership with the University of Vienna Measure training by
and University of Oslo as part of the Resource generated. Dec 2026.
Circle-U network. Online resource launched and accessed. iii. Launch
Engagement from target audience. resource at
King’s by
2027,
65 | Programme of 4 core workshops Impact Workshops Translational New
addressing working entrepreneurially to be | Research staff become more aware of the delivered half- | Research
delivered twice per year. These will also variety of career options available to them yearly Office (part of
be developed as bespoke versions for Measure Bespoke King’s
faculties that commission them. Attendance at workshops versions Innovation
Feedback from workshop participants created on Catalyst)
demand
66 | FoDOCS will continue to organise regular | Impact Annually FoDOCS Carried over
Research Staff events which inform staff Research Staff Feel better informed
about measures available to support Measures
them, institutional and external Positive feedback from attendees in 3 specific
opportunities and training that can benefit | areas:
them in their career progression. i. Majority of participants agree the event was
Reference to EDI, Research Culture, useful and informative s
public engagement and diversification of ii. networking was valuable
skill sets will be emphasised. iii. discussion of career progression and
training
This will be obtained by surveys following the
event which will be collated and evaluated at
the Research Staff Committee meeting
Managers will engage in leadership and management training to enhance their personal effectiveness, and to promote a positive
attitude to professional development (PCDM5).
67 | NMES Post Doc Tutors: The faculty is Impact Annualreview | NMES New

working with the departments Post Doc




Tutors to ensure consistency in the remit
of the role. Helping them to increase

visibility and communication with the post

docs at the departmental level ensures
greater support for the post docs, better
lines of communication and more
opportunities for inclusion.

Stronger and more consistent support and
communication for postdocs within the
departments

Measure

Having a postdoc tutor in each department
Increased engagement of postdoc tutor in
departmental activities, e.g. attendance,
involvement in organising events

Research staff will consider opportunities
example, knowledge exchange, policy development, public engagement and commercialisation (PCDR6)

to develop their awareness and experience of

the wider research system through, for

68

Supporting Teaching Fellows at King’s: A
Needs Assessment and Community-
Building Initiative

Exploration of a Teaching Fellow needs
assessment to better understand
awareness of professional development
opportunities, career aspirations, and
existing support structures across King’s.
This initiative will begin by mapping
current provision and interest, with
milestones including a lightning talk,
cross-faculty engagement, and a pilot
survey. Conversations have begun with
colleagues at King’s Academy, the IoPPN,
and the FoDOCS Research Committee.

Impact

Improvement in visibility and support for
Teaching Fellows, informing future Concordat-
related activity, and helping build a cross-
faculty community of practice.

Measure

Participation in the lightning talk, qualitative
feedback from stakeholders, number of
faculties represented in the needs assessment
pilot, and potential uptake of
recommendations into wider RSRC or King’s
Academy planning

Initial New
engagement
and
presentations:
May-
November
2025

Needs
assessment
pilot (pending
contract
renewal):
October
2025-March
2026

Review and
potential
scale-up:
April-July
2026

RSRC (led by
the Teaching
Fellow
Representative)




Abbreviations and glossary

Abbreviations and glossary

A&H Arts & Humanities

CRSD Centre for Research Staff Development

EDI Equality Diversity & Inclusion

FoDOCS | Faculty of Dentistry, Oral & Craniofacial Sciences
FoLSM Faculty of Life Sciences & Medicine

FTC Fixed-term contract

HR Human Resources

lIoPPN Institute of Psychiatry, Psychology & Neuroscience
KCE King’s Careers & Employability

King’s King’s College London

KReSS King’s Research Staff Survey

NMES Natural, Mathematical & Engineering Sciences
NMPC Faculty of Nursing, Midwifery & Palliative Care
oD Organisational Development (team within HR)
PDR Performance and Development Review

PGR Postgraduate Research

RIAd Research Integrity Adviser
RIO Research Integrity Office
RSRC Research Staff Representative Committee
SSPP Faculty of Social Science & Public Policy
WP Work Package
Researcher Development Concordat Abbreviations
El Employment: Institution
EM Employment: Managers
ER Employment: Researchers
ECI Environment & Culture: Institution
ECM Environment & Culture: Managers
ECR Environment & Culture: Researchers
PCDiI Professional and Career Development: Institution
PCDM Professional and Career Development: Managers
PCDR Professional and Career Development: Researchers




HREIR Action plan template for institutions 2022-2025

Details

Institution name:

King’s College London

HR EXCELLENCE IN RESEARCH

ING’S
College

hr

LONDON

The institutional audience* for this action plan includes (only include direct beneficiaries;

complete or delete, as appropriate):

Cohort number:

5

Date of submission:

29t July 2022

Institutional
context:

King’'s has conducted an in-depth review

of progress to date, through:

e Analysis of the results of the 2021
King’s Research Staff Survey
(KReSS) and comparison with
longitudinal data from the Careers in
Research Online Survey (CROS),
forerunner of the KReSS

¢ Ongoing engagement and
discussion with the RSRC regarding
issues of particular concern

e Faculty updates on progress and
individual action plans via the CRSD
0OG

e Updates from relevant Professional
Services departments and other
interested parties

Analysis of progress on Athena SWAN

and Race Equality Charter initiatives

Audience (direct beneficiaries of the N Comments
: umber of
action plan)
Research staff 1,800 Of whom all are included in the
Concordat at King's
Postgraduate researchers 0
Research and teaching staff 1,800 Of whom a portion are included in
the Concordat at King's
Teaching-only staff 600 Of whom a portion are included in
the Concordat at King's
Technicians 400 Of whom all are included in the
Concordat at King's
Clinicians

Professional support staff

Other (provide numbers and details):




Complete for submission

The targeted
impact of the
action
(success
measure)

Carried over

. Deadlin  Responsibilit
from previous

Obligation
e y

action plan?

Awareness and engagement

Comments
(optional)

Progress update

To be completed only when reporting on action plan

The actual impact of

the action (reporting

against the success
measure)

QOutcome
(ongoing/carried
forward/no further
action)

The aims of these obligations are to work towards an open and inclusive research culture, and to ensure broad understanding and awareness of this
amongst researchers.

Yes, ECI1.3 Decisio | Decision Impact Following multiple Research staff and Now business as
n made | making Research staff staff changes in their managers are usual
annuall CRSD, more aware of the 2022-3 necessitating | still not fully aware
yin Event support they focus on other that the Researcher
Septem | contributions | receive from projects one major Development
ber from King’s Those event run in June Concordat exists
Event to | Faculties planning initiatives 2024 and 3 smaller (33% of research
be held HR have greater ones in 2024-5 staff and 69% of
during Research opportunities for academic year. managers in 2025)
the Managemen | collaboration, CRSD staff also but they are aware
subseq t& sharing of best presenting at of initiatives that are
Ensure all relevant staff uent Innovation practice and faculty/central events | driven by the
ECH1 are aware of the academ | Directorate innovation focused on research | Concordat, e.g.
Concordat. ic year Senior Measure staff and policy at least one faculty
managemen | Relevant development where is picking up on
t questions in the Concordat is projects others are
King’s Research highlighted. working on as a
Staff Survey result of events.
(KReSS).
Faculties
addressing
Concordat
Principles in their
individual action
plans
1. Yes, 1. 1. CRSD 1. Impact Code of conduct Behaviours at CRSD | Now business as
EC2.3 Inclusio Research staff are used at major CRSD | events comply with usual
n by aware that there events and available | expected levels
Ensure institutional NI\QES are beth?vioural for courses Behan ot
. - an expectations on ehaviours at other
policies and practices Technic them and that they King’s now has a events are now
relevant to researchers | t i ity-wide code monitored though
are inclusive, equitable a can expec university « 9 »
ECI2 and transparent, and Network respect of conduct Report + Support
are well-communicated Srom Measyres
; an Inclusion of the
to researchers and their 2023 code in event
managers. Review literature
Jan Adherence to the
2024 code
Pilot complete




2.1 Yes,
ECI2.4

2.2 No

3. No

4. No

Offered
across
universi
ty from
Februar
y 2024

2. First
part is
ongoing
consult
ation;
deadlin
e for
training
session
s April
2023 for
the first
to be
delivere
d

3. July
2023

4. July
2023

2. FWG,
Natasha
Awais-Dean
for general
progression
of
discussions
and Jessie
Hardcastle
re. training
liaising with
HR Gifty De
Souza.

3. NMES

4. A&H

2. Impact
Improved
experience for all
staff and support
for managers to
enable flexible
working practices.
Measure

Staff report
reasonable
responses from
managers to
requests for
flexible working
Training sessions
delivered

3. Impact
Research staff
have greater
awareness of the
guidance and
support available
to them across the
College and
Faculty and said
documents are
easier to find.
Measure

A survey will be
sent following the
launch to gather
feedback

4. Impact
Research staff
report information
is easier to find
and have greater
awareness of the
guidance and

2. Progress here has
stalled due to
leadership changes
within King’s. FWG
needs to redefine
aims and scope with
new leadership to
establish priorities to
support FW and how
it fits with other
priorities and offers

3. The hubis
complete and went
live in summer 2023.
It has since been
redesigned and
updated and will
continue to be fed
into by the Research
Staff Committee and
Research Culture
Manager to ensure it
is relevant and
robust.

4. Dedicated
Sharepoint Research

Hub launched
September 2024.

Arts & Humanities
Research and

2.n/a

3. No formal survey

has been circulated.

The hub has had
600 views and has
received positive
feedback from a
variety of
stakeholders.

4. Hub regularly
used as tool for
current and
incoming staff to
signpost to policies
and procedures and
support available to

2. No further
action due to no
staff available to
deliver

3. Now business
as usual,
including Phase
2, led by the
Research Culture
Manager and
involve
augmentation
with more
information as
well as the
creation of a
culture
SharePoint to sit
alongside.

4. Now business
as usual



https://emckclac.sharepoint.com/sites/artshums/SitePages/The-Research-Hub.aspx
https://emckclac.sharepoint.com/sites/artshums/SitePages/The-Research-Hub.aspx
https://emckclac.sharepoint.com/sites/artshums/SitePages/Research-Development-Programme.aspx
https://emckclac.sharepoint.com/sites/artshums/SitePages/Research-Development-Programme.aspx

ECI6

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

support available
to them across the
College and
Faculty in ongoing
consultation
meetings with
Department staff.
Measure
Attendance at
related training
events will be
recorded to
measure take up.
Materials will be
available online.

Scholarship
Development
Programme
(lunchtime training
sessions) offered to
all staff and
particularly well
attended by ECRs.
Ethics and Integrity,
researcher
development
opportunities, open
access etc all part of
the programme.

News and
announcements now
regularly part of
weekly Faculty
Bulletin to all staff to
raise awareness of
policy and practice
updates.

researchers. And to
communicate new
training/funding/sup
port initiatives at
Faculty and College
level.

Attendance figures
at events were
varied and good for
some sessions.

Materials now online
(on SharePoint hub)
for certain recorded
sessions such as
open access.

1.

No

1.
Annuall

y
(currentl
y set for
June)

1. Dean of
Research,
Chair of
Research
Staff
committee

1. Impact
Research Staff
Feel better
informed
Measures
Positive feedback
from attendees in

3 specific areas:

Maijority of
participants
agree the
event was
useful and
informative s
networking
was valuable
discussion of
career
progression
and training
This will be
obtained by
surveys following
the event which
will be collated
and evaluated at
the Research Staff
Committee
meeting

1. A pilot
away day
was
organised
for 2022 —
outcomes
and
feedback
from this
have
formed the
basis for
the
proposed
action

1. We now organise
a regular research
staff away day and
invite members of
professional services
(including careers,
CRSD, Research
Culture) as well as
former research staff
now working in
alternative
employment to
discuss career
progression and
training needs.
Breakout sessions
were themed around
employability, C.V.
writing and conflict
management with
positive contributions
from all involved.
Additional special
resources on the
Culture Hub online,
hosting an interactive
workshop on Report
and Support and
have rolled out
bespoke Respect

Success was
assessed through a
survey and
attendance which
showed
overwhelming
support for the event
with 90% of
attendees indicating
they would attend
again and more than
65% [30 out of
approximately 45
staff] attendance of
fellows and
postdoctoral staff in
the faculty.

1. Carried
forward



https://emckclac.sharepoint.com/sites/artshums/SitePages/Research-Development-Programme.aspx
https://emckclac.sharepoint.com/sites/artshums/SitePages/Research-Development-Programme.aspx
https://emckclac.sharepoint.com/sites/artshums/SitePages/Research-Development-Programme.aspx

2. No

3. Yes
ECI6.1

2. July
2023

3.
Alternat
e years
in May

2. Dean of
Research
Chair
Research
Staff
Committee

3. CRSD

2. Impact
Research staff
feel more
supported in their
career planning
Measures
Obtain responses
from >40%
research staff and
score against
criteria for key
elements of
research culture.
These are:

i) training uptake
of 10 days per
year

i) completed
annual PDR

iii) clarified
objectives and
requirements of
role with line
manager

iv) identified key
professional
development
goals.

Scoring of
responses will
enable monitoring
of efforts to
promote training
uptake, induction
and PDR
completion.

3. Impact

The university has
data to evaluate
its plans

Measure

and Dignity
Workshops to all
researchers, PGRs
and technicians run
by the company
REACT.

2. We evaluated data
from surveys of staff
attending the
Research staff away
day (26 respondents
including
postdoctoral
researchers,
technicians and
fellows) to gauge
progress against
objectives and
compared against
information collected
by Centre
administrators.

3. Survey delivered
and evaluated in the
next reporting period,
alongside results
from the All Staff
Survey

2. Survey responses
showed that:

i. Generally it was
felt that it is possible
to undertake the
necessary training
for career
development and
22/26 staff members
had benefited from
this. This involved
7/26 had 10 or more
days training, 9/26
had 1-5 days
training and 10/26
had no training.

ii. Survey
responses revealed
that 17/26 agreed
this was possible,
4/26 did not and
3/26 had no opinion.
ii. Out of 11 new
starters we noted
that 7 had signed
the researcher-
supervisor
agreement form and
discussed the
induction form with
their supervisor.

iv. 21/26 staff of staff
responding had had
a PDR for 2023

3. Results have
provided an insight
into the perceived
progress we are
making

2. Carried
forward

3. Survey will
continue to be
run in future
years




ECR1

Encourage researchers
to actively contribute to
the development and
maintenance of a
supportive, fair and
inclusive research
culture and be a
supportive colleague,
particularly to newer

Survey is run,
responses
received from
>20% of research
staff. Report
available within 3
months. Report
distributed to
relevant parties.
New and updated
actions added to
the action plan

4. 4. A&H 4. Research Culture 4. Recruitment 4. Now business

4. No ongoing | Faculty 4. Impact agenda discussed completed for both as usual
ona Research Feedback with each an academic ECR
quarterl | Culture received will Department’s Lead for the Faculty
y basis Team inform areas for relevannt leads and and the Research

action with regard policies and Integrity Facilitator
to institutional practices highlighted- | reflects feedback
practices and feedback given. from Departments in
Measure previous exercises.
Relevant actions Departmental These posts funded
included in action meetings this year by centrally
plans focussed on REF allocated Research

preparation including | England funds.

the People, Culture

& Environment

statement

Workshops on an

environment/culture

related topic for each

UoA delivered.

Impact and

Knowledge

Exchange sessions

were held in each

Department

focussing on

bespoke elements of

their individual IKE

cultures.

1. No 1. All 1. loPPN 1. Impact 1. Confidential 1. Feedback from 37 | 1. Action
projects | School of Research staff Advisor scheme respondents rated completed
started Neuroscienc | feel environment established, together | the event at 4.19/5
by mid e is more inclusive with Culture, Equality | with approximately
‘23 and equitable with and Diversity & 120 colleagues in
Events less bullying and Inclusion Leads attendance. The
actione harassment and The Neuroscience symposium
d by their career catalyst project has encouraged
Jun 23 progression is now formally ended inclusivity of job

supported

following successful

roles with key




researchers and
students.

2. A&H- Developing and
embedding formal Faculty-wide
mentoring scheme for incoming
ECRs

2. No

Further
change
S
implem
ented
by Dec
'23 with
many
actions
having
continu
ous
improve
ments

2. July
2023

2. A&H

Measures
Impact of all
actions measured
by repeated
survey
demonstrated by
(1) decrease in
reported
experience of
B&H, (2) increase
satisfaction in
career
development
support (currently
55% satisfied) (3)
increase in access
to mentorship
(peer and
unofficial) (4)
improved
relationship with
manager
(currently 51%
satisfied receive
constructive
feedback) (5)
increased
satisfaction with
induction setting
clear expectations
of roles (currently
55% feel receive
good induction)

2. .Impact

Best practice
developed and
guidance to be
made available
across Faculty
Measure

Every incoming
ECR paired with a
mentor

workstreams around
the 5 areas
Improvement in
induction process
that is now
formalised and
standardised across
the lIoPPN

School has
commissioned
external consultants
to improve
leadership skills of
senior leaders
Postdoc symposium
delivered

The Faculty’s
Research &
Innovation
Committee (RIC)
addresses issues of
research integrity,
career development
and visibility and
adopts an inclusivity
of job roles with
research staff,
academics and PS
staff members

2. Mapping exercise
of current mentoring
practices completed
Recognition of the
need for a formal
academic ECR lead
for Faculty, who was
appointed in Sept
2024

Need also for
induction programme
recognised and
delivered

Mentoring
programme to be
established

speaking spots
occupied by
professional
services colleagues
and junior research
staff.

The success of the
committee is
demonstrated by:

» More application
than places over
past year

« Staff contribute to
staff experience

« Able to bring in
other staff to share
knowledge and
experience through
peer-supported
learning

» Measures are
consistently positive
feedback from all
events

2. New initiatives
established
ECR lead appointed

2. Partially
completed and
carried forward
under projects
assigned to Early
Career
Researcher Lead




Wellbeing and mental health

The aims of these obligations are to champion positive wellbeing amongst researchers, both through appropriate training and enabling new ways of
working.

No Training | NMPC Impact Training Appointments in Now Business as
reviewe | Research Manageable requirements progress for roles usual
d by Executive workload discussed through that support this
October Measure PDR process with work
/Novem Managers support new managers of KReSS is
ber staff to work within research staff, and recognised as
2022 workload limits issues discussed at insufficient to allow
Promote good mental Implem acceptable for Research Executive representative
health and wellbeing entation wellbeing and Managers of reporting at Faculty
ECI3 through the effective thereaft mental health, research staff level. Latest report
management of er at measured by actively encouraged was 2023 and low
workloads and people. regular KReSS to attend specific response rate from
interval training our research staff.
s New posts created to
through take forward EDI
out the action plan including
year as research staff
appropri workload
ate
Yes, ECM1.2 1. Training provided 1. Training 1. Business as
across the period, considered usual
now transferred to a sufficiently important
central team that it is now
provided centrally
MHFA included in future Annuall | Technical Impact
professional development y every | network Staff feel better
programmes as a collaboration Septem | leadership equipped at
between the Technical Leads and ber CRSD supporting mental
CRSD health and
wellbeing
Measure
Ensure managers of Feedback from
researchers are training
ECI4 effectively trained in
relation to wellbeing
and mental health.
NMES: Faculty arranging MHFA Ongoin NMES Impact
training for staff (research staff, g Staff feel better
managers of research staff and equipped at
PGRs) supporting mental
health and
wellbeing
Measure
Managers of
research staff,
research staff and
PGRs engaging




FoLSM to work with Organisation
Development (OD) to implement
MHFA training.

2. FOLSM: Ensure all academics
are aware of the EDI hub which
includes details of training and
awareness courses available
online.

ECM3

Ensure managers
promote a healthy
working environment
that supports
researchers' wellbeing
and mental health.

with the training

opportunities. We
will work with the
EDI team to track

attendance
numbers
June FoLSM/ Impact
2023 oD Managers of staff
Developmen | feel better
t, Diversity & | equipped at
Inclusion supporting mental
health and
wellbeing
Measure
Reported in staff
responses to
surveys in these
areas.
2. June | 2. FoLSM/ 2. Impact 2. We have 2. Staff are yetto be | 2. Business as
2023 oD Managers of staff dedicated people surveyed to ensure usual
Developmen | feel better and culture pages on | the resources are
t, Diversity & | equipped at our SharePoint. valued
Inclusion supporting mental This includes links to
health and all the EDI hubs.
wellbeing. More work will be
Measure done on this hub as
Staff responses to part of future actions
survey show around equipping our
better support in managers
these areas.
No Jun 23 | School of Impact The School of The School of No further action
Neuroscienc | Clearer Neuroscience Neuroscience
e expectations symposium drew in symposium
about taking colleagues from exceeded the
annual leave, across our Denmark success measure in

wellbeing and
volunteer days,
work hours, taking
breaks during the
day

Increase
knowledge around
healthy working
environments
Remove barriers
to communicating
better

Measure

Hill and Guy’s
campuses, with
speed talks judged
by PS staff, ensuring
that collaboration is
across diverse job
roles.

More widely, the
RIC-run Research
Festival & Impact
event brought
together colleagues
from across the

its attendance of
their symposium
event. The school
survey was not
repeated due to a
central University
staff survey.




100 attendance
with 75%
researchers and
follow-up
communication to
all SoN members
Impact on
environment
monitored by
repeated School
Surveys

faculty to discuss,
and listen to a
diverse range of
research projects
and ideas from
across campuses,
bringing visibility to
research across job
roles and seniority.

Ensure managers
consider fully flexible
working requests and
other appropriate
arrangements to
support researchers.

ECM4

See ECI2.2

Ensure researchers
take positive action

ECR3 towards maintaining
their wellbeing and

mental health.

Generally business as usual but
see ECl4

Bullying and harassment

The aims of these obligations are to eliminate bullying and harassment in the research system, tackled through progressive policies and secure

mechanisms to address incidents.

1. Positive Workplace Initiatives | 1. Yes, 1. 1.0D & HR 1. Impact Guidance and We have had an To continue to
ECI3.6 Ongoin Bullying and Scripts for Managers | increase in staff develop these

Cross-King’s campaign to address g Principal's Harassment dealing with B&H — using Report + resources and

bullying and harassment (B&H) iterative | Senior Team | decreases published in 2023 Support (456 reports | training for

and create a positive working campai Measures and republished in first year), managers by

environment for all staff, focused gn of EDI Use of Report + August 2024 to however this is a which they can

on four connected themes, with work colleagues Support Platforms reflect updated good thing as it practice these

example activities listed. with guidance. Found on means we are skills (preventing
Promote a healthy Leadership phased Positive Attendance at HR Policy Hub, building trust with bullying and
working environment = Guidance and Scripts for introduc | Workplace active bystander distributed to staff members — that | harassment
through effective Managers dealing with B&H tion of Initiatives training — managers who have | they can come training for line
policies and practice for | = Leadership Behaviours Toolkit initiative | Senior percentage partaken in reducing | forward and seek managers; use of

ECI3 tackling discrimination, = Confidential Guided S Sponsorship | coverage bullying and support or action. existing EAP

bullying and Conversations Group harassment training manager
harassment, including = Leadership Coaching Culture Survey outcomes, KReSS results helpline)
providing appropriate = Bespoke Culture Reviews Shift Positive including KReSS Bullying and indicate that there
support for those Report Workplace Harassment toolkit has been a All actions now
reporting issues. Training & Awareness Raising + Initiatives Completion of launched in decrease of around integrated into

= Active Bystander Training: Support | Steering Performance September 2024 with | 30% of research BAU activity

webinars and online module platform | Group Development sections for staff saying they

= Organisational Development to be Reviews (PDR) definitions, policies have witnessed or

Engagement Ethos launche and training, support | experienced

= King’s Community Charter din Increased number for staff, and specific | disrespectful

= Considerate Communications Septem of support and treatment first hand

Charter ber communications resources for in the last 2 years

= Allyship Toolkits 2022 around positive managers. over previous




= Meetings Framework

= Bespoke team activities and
events

= All Staff Meetings

= Staff Survey

loPPN B&H Toolkits

Reporting, Monitoring, Support
= New HR Case Management
Team

= Athena SWAN Action Plan

= Race Equality Charter Action
Plan

= Culture Shift Report + Support
platform for King’s community

= Improved data to enable
targeted interventions

= Quality and consistency of
informal support mechanisms

Reward, Retention &
Recognition

= Exit Survey and Interviews

= Pay Equality

= Workload Management

= 360-Degree Feedback for
Professorial Promotions

= Embedding Our Principles in
Action into PDRs and People
Processes

= Career Development
Frameworks

= King’s Awards and local
recognition of positive behaviours

2. loPPN B&H Committee with
responsibility to oversee B&H and
lead on strategic change in (1)
communication and engagement,

2. Yes,
ECI3.6

Active
Bystand
er
Training
Phase Il
Launch
October
2022

Embed
ding
Our
Principl
esin
Action
into
PDRs:
April
2023

Ongoin

g
embedd
ing of
Our
Principl
esin
Action
into
People
Process
es:
2023 to
2025

Staff
Survey:
Spring
2023

Career
Develop
ment
Framew
orks:
2025

2.
Action
Plan
delivere

2. loPPN
B&H
Committee

workplace
initiatives

Auvailability of data
to monitor cases
and outcomes

2. Impact
Change in B&H
incidence

Report + Support
platform launched in
August 2022 and
received 456 reports
in its first year. In its
second year, we
have already
exceeded the
number of reports
due to targeted
campaigns.

In September 2024
KCL began to action
anonymous reports
that are a) serious,
b) repeat the names
of perpetrators twice
or more and c) signal
trends in behaviour
within a faculty or
directorate

2. Launch of
confidential advisors

reporting periods.
Data from additional
surveys is currently
being analysed.

Numbers of those
responding to the
KReSS who have
heard of Report +
Support increased
from 27% in 2023 to
44% in 2025.

Previously
anonymous reports
were only used for
data monitoring
processes. Moving
forward, action will
be taken on these
reports

2. Confidential
Advisors received
positive good
feedback and

2. Now business
as usual




3. Yes,
ECI3.6

d by
Sep 23
Confide
ntial
Advisor
s TFG
to
feedbac
k by
Feb
2022
with
Confide
ntial
Advisor
sin
place
by
Spring
‘23
Vignette
TFG
launche
d Jan
'23 with
vignette
s
produce
d by
Apr 23

3. At
least
annuall

y

TFG co-
chairs and
members
appointed by
open EOI)

3. loPPN
B&H
Committee

Improved
knowledge of
initiatives in place
and planned
Improved
understanding and
knowledge of the
impact B&H can
have

Improved
feedback loops
through use of
Vignettes
highlighting
consequences of
poor behaviour
Measures

B&H focused
circular min every
2 months.
Posters
highlighting
initiatives,
activities,
vignettes, Code of
Conduct in all
meeting rooms
All staff through
Departmental
Meetings to have
received same
presentation on
the why of
addressing,
prevalence, how
to report and
address B&H
10% or 150 staff
attend
investigation and
hearing training
Improved pastoral
care for those
experiencing
inappropriate
behaviour

3. Impact
Providing
opportunity to
share

Intro of annual report
outlining existence of
B&H and proactive
initiatives.

New college B&H
role now member of
faculty committee
improving
collaboration and
connection between
university & Faculty.
Faculty-based
initiatives influencing
B&H college
activities (e.g.
Confidential Advisors
and changes to
Anonymous
Reporting).

3. Heads of
Departments /
Professional Service
Leaders all delivered

demonstrated
impact in addressing
concerns related to
B&H.

Refresh of faculty
code of conduct that
has principle related
to B&H received
1000 signatories
(approx.. 58% of
faculty staff).

3. 60% of loPPN
staff have attended
at least one B&H
Workshop and
Department

3. Completed,
now business as
usual.




experiences,
ideas and
contribute to
initiatives and
activities to
address B&H
Measures

3 events to be
held with
attendance at
each 70 (50%
researchers) and
supplemented by
local department
discussions.
Number of
workshops held
and participants

B&H Workshop
between January
and April 2023.
Trailed workshop
format with PS Staff
in February 2024
focused on co-
creating individual,
team and faculty
actions. which was
rolled out at School
or Department level
from September
2024.

leadership
commitment to
delivering at least 1
action as a result of
workshop,
Workshops were
received positively
and provided sense
of community. All
Individuals and
Teams attending PS
Workshop
committed to one
individual and one
Team based action
from list co-created
at workshop

attending
4. No 4. July 4, A&H 4. Report + Support | 4. ONGOING
2023 4. Impact 4. Report + Support process widely Incoming
Improved self- signposted on visible and Research
reported SharePoint Hub. accessible. Integrity
understanding and Work continues with Numbers of those Facilitator to lead.
knowledge of the RIAdSs. responding to the
impact B&H can KReSS who have
have Work continues with heard of Report +
Measures RIAdSs, included in a Support increased
Increase in Research Integrity from 28% in 2023 to
numbers of Strategy for the 44% in 2025.
colleagues aware faculty. The recently
of initiatives in employed Research
place and planned Integrity Facilitator
via college wide will aid this work-
staff surveys and is positioned as
a confidential first
point of contact for
staff raising
concerns.
Ensure managers See ECI3
encourage reporting
ECM3 gnq addressing
incidents of
discrimination, bullying
and harassment.
Ensure researchers use No Sep’22 | OD Impact Report + Support Numbers of those No further action
available mechanisms with Principal’s Better now replaced faculty | responding to the
to report staff who fail to regular Senior Team | understanding of Anonymous KReSS who have
ECR4 meet the expected review Positive the incidence of Reporting Tool heard of Report +
standards of behaviour of all Workplace B&H Support increased
in relation to material | Steering Measure from 28% in 2023 to
discrimination, s Group 44% in 2025.




harassment and
bullying.

Corporate
Communicat
ions

Faculty
Communicat
ion Teams

Report + Support
launched
Increase in
numbers of
colleagues
reporting
inappropriate
behaviour.

Equality, diversity and inclusion

The aims of these obligations are to ensure managers and researchers are trained in-, aware of- and adopt practices enhancing equality, diversity and

inclusion.
Ensure managers
undertake relevant
training and
development

ECI4 / ™

ECM1 opportunities related to

equality, diversity and
inclusion, and put this
into practice in their
work.

https://www.kcl.ac.uk/hr/diversity/
docs/pdf/finalised-athena-swan-
action-plan-nov-2020-4-1.pdf
And
https://www.kcl.ac.uk/hr/diversity/
gender-and-race-equality/kings-
race-equality-action-plan-2020-
2024.pdf

1. Yes,
EC2.1 and
ECI2.2

2. No

1. See
action
plans in
the
provide
d links

2. Initial
consult
ation on
training
to start
Autumn
'22 with
training
rolled
out 23-
24
academ
ic year

1. See
action plans
in the
provided
links

2. loPPN
Research
Innovation
Committee
loPPN
Culture,
Diversity &
Inclusion
Team

1. See action
plans in the
provided links

2. Impact
Racialised and
other minoritized
groups feel
supported
Measure
Co-developed
training
programme

50 researchers
from across King’s
from racialised or
other minoritized
backgrounds to
attend first cohorts
Impact of training
to be measured
through surveys
following each
session and whole
programme
Integration of
learnings from

New Athena SWAN
and Race Equality
Charter Mark action
plans are under
construction and will
be submitted in 2026

2. Embedded within
university wide
Wellcome Funded
INKLUDE project on
research culture.
Diversity Thrive is 1
of 5 workstreams.
INKLUDE to Thrive
will run for 6 cycles.
The programme is
aimed at both
academic and
professional staff
and aims to support
to support their
professional and
career development.

Very positive
feedback and
engagement in
content that should
be included

No further action
in this plan

2. Now managed
as university-
wide programme
by INKLUDE
team and carried
over.



https://www.kcl.ac.uk/hr/diversity/docs/pdf/finalised-athena-swan-action-plan-nov-2020-4-1.pdf
https://www.kcl.ac.uk/hr/diversity/docs/pdf/finalised-athena-swan-action-plan-nov-2020-4-1.pdf
https://www.kcl.ac.uk/hr/diversity/docs/pdf/finalised-athena-swan-action-plan-nov-2020-4-1.pdf
https://www.kcl.ac.uk/hr/diversity/gender-and-race-equality/kings-race-equality-action-plan-2020-2024.pdf
https://www.kcl.ac.uk/hr/diversity/gender-and-race-equality/kings-race-equality-action-plan-2020-2024.pdf
https://www.kcl.ac.uk/hr/diversity/gender-and-race-equality/kings-race-equality-action-plan-2020-2024.pdf
https://www.kcl.ac.uk/hr/diversity/gender-and-race-equality/kings-race-equality-action-plan-2020-2024.pdf

Ensure researchers act
in accordance with
ECR2 emplpyer and funder
policies related to
equality, diversity and
inclusion.

course embedded
across other

https://www.kcl.ac.uk/hr/diversity/
docs/pdf/finalised-athena-swan-

action-plan-nov-2020-4-1.pdf
And
https://www.kcl.ac.uk/hr/diversity/
gender-and-race-equality/kings-
race-equality-action-plan-2020-
2024.pdf

2. To provide a forum (the
Building Racial Equity, and
Diversity in Research Network) for
key stakeholders involved in
and/or impacted by King’s Health
Partners R&D activities based at
Denmark Hill to identify, discuss
and amplify initiatives that
promote wider participation in
research at the loPPN/ South
London and Maudsley NHS
Foundation Trust

training
programmes
1. Yes, 1. See 1. See 1. See action See above
EC2.1 action action plans | plans in the
plansin | inthe provided links
the provided
provide links
d links
2. No 2. 2. Dr Juliana | 2. Impact 2. Bread network 2. Data has been 2. Ongoing
Ongoin | Onwumere Researchers have continue to meet difficult to collect so
g (current increased the impact of this
chair) awareness of EDI Network continue to initiative is unknown
IoPPN/ issues meet/have discussed
South Measures English language
London and Minimum 15 requirements in
Maudsley meetings held eligibility criteria. On
NHS before 2025 track to meet
Foundation Guidance measures.
Trust provided on long-
Research & term strategic
Developmen | planning,
t Office implementation

and monitoring of
race inclusion,
diversity and
equity polices,
procedures across
R&D activities at
Denmark Hill
Improved
collaboration of
race equality
work within
research across
NHS Trusts,
King’s and
community
organisations

Research Integrity



https://www.kcl.ac.uk/hr/diversity/docs/pdf/finalised-athena-swan-action-plan-nov-2020-4-1.pdf
https://www.kcl.ac.uk/hr/diversity/docs/pdf/finalised-athena-swan-action-plan-nov-2020-4-1.pdf
https://www.kcl.ac.uk/hr/diversity/docs/pdf/finalised-athena-swan-action-plan-nov-2020-4-1.pdf
https://www.kcl.ac.uk/hr/diversity/gender-and-race-equality/kings-race-equality-action-plan-2020-2024.pdf
https://www.kcl.ac.uk/hr/diversity/gender-and-race-equality/kings-race-equality-action-plan-2020-2024.pdf
https://www.kcl.ac.uk/hr/diversity/gender-and-race-equality/kings-race-equality-action-plan-2020-2024.pdf
https://www.kcl.ac.uk/hr/diversity/gender-and-race-equality/kings-race-equality-action-plan-2020-2024.pdf

The aims of these obligations are to ensure managers and researchers are trained in-, aware of- and maintain high standards of research integrity, and are

able to report infringements or misconduct.

Ensure researchers and
their managers are
aware of, and act in
accordance with, the
highest standards of
research integrity and
professional conduct.

ECI5 /
ECM2

1. Yes,
ECI5.4

2. No

3. Yes,
ECI5.4

dngoin

2. Apr
2023

3. Sept
2023

1. Research
Integrity
Office (RIO)
in
partnership
with RIAds

2.RIO

3.RIO

1. Impact
Greater
appreciation of
research integrity
Measure
Increased
numbers of
training attendees
and positive
feedback

2. Impact
Improved
coverage of
training
Measure
Training gaps
identified and
contact made with
areas to arrange
training, and
training sessions
scheduled

3. Impact
Greater
accessibility to
training
Measure
Online module
created and
communications
made to raise
awareness, with
identification of
cohorts for which

Natasha
Awais-
Dean,
Serena
Mitchell,
there’s a
new person
in this team
but | can’t
remember
her name
so you'd
need to
look this up
on the RIO
webpage

As above,
and same
for next 2
items

1. All introductory
overview training has
continued in
comparable numbers
to previous years.
Specific local training
sessions have been
conducted during the
reporting period,
including a bespoke
session on GenAl
and research
integrity for the
Business School.
New train-the-trainer
programme has
begun in open
research topics.

2. Mapping was
carried out, gaps
identified, and
partially filled.

3. Online training
modules on research
integrity have been
developed and
reviewed by
academic colleagues
and are being further
enhanced to ensure
better engagement.
Plans are now
underway to pilot
mandatory

1. Increased number
of training requests
suggests greater
awareness of
research integrity/
research integrity
office

2. Training carried
out in faculties that
had previously had
very little/no training.
Greater awareness
in areas previously
unfamiliar with
research integrity
office.

3. N/A until online
modules rolled out.

1. Carried
forward

2. Completed

3. Tobe
published in
October 2025




4. Creation of a University-wide
Code of Conduct in Research,
supported by faculty-specific
guidance.

this will be
mandatory.
Uptake of training
will be monitored
and linked to the
PDR process.

implementation in
certain areas

ECM3

Ensure managers
report and address
incidents of poor
research integrity.

4. Yes, 4. Jan 4. RIO 4. Impact 4. Development of 4. N/A until code 4. Carried
ECI5.1 2024 Awareness of Code of Good published Forward
requirements for Practice is still
conduct in ongoing. Will be
research approved by CRC,
Measure published on internal
Code developed webpages when
and published complete, and
through KCL disseminated via
approval training sessions and
channels, with academic networks.
communications
to raise
awareness of it
5. No 5. 5. A&H 5. Impact 5. Research Culture 5. Numbers of those | 5. Carried
Training Awareness of lunches were held to | attending training forward by
delivere requirements for open discussion and | reported. Research
d conduct in raise awareness of Sessions included: Integrity
through research various integrity Support for Facilitator.
out the Measure related issues Researchers
year Staff attendance including. Undertaking
Survey at training Sensitive Topics, 26
annuall sessions offered October (30 sign
y will be monitored. ups), Frankly
Feedback Speaking- What is
gathered on fairness in academic
improving collaborations, 29
bespoke training Feb (21 sign ups),
offer to A&H Researcher Mobility:
colleagues and International, Early
materials Career & Long Term
improved. Researchers, 21
March (37 sign ups).
Yes, ECI5.2 Ongoin RIO with Impact Low numbers but Small increase in Now business as
g support from | Researchers small increase in reporting suggests usual
Faculty- aware of inquiries coming in awareness of RIAd
based RIAds | opportunities to via RIAds and small network and of RIO.

manage integrity
breaches
Measures
Increased
volumes of
enquiries being

overall increase in
enquiries but within
those enquiries, a
decrease in those
that proceed to
formal investigations.




received by RIO
and/or RIAds, as
recorded on our
internal logs, with

Enquiries also being
handled
independently by
RIAds

issues being
reported in a
timely manner
Awareness raising through Yes, ECI5.4 Ongoin RIO plus Impact Fewer new Increase in cases Carried forward
training and RIAd network g other teams Researchers more misconduct cases in not proceeding to
in Research aware of research the reporting period, formal cases
Managemen | integrity policy increase in research | suggests issues are
t& Measure integrity enquiries perhaps being
Ensure researchers act Innovation More enquiries on regarding good identified at an
in accordance with Directorate, good research practice. earlier stage.
ECR2 employer and funder e.g. practices; more
policies related to Research requests for local Number of training
research integrity. Grants & training. Fewer requests not
Contracts, breaches of captured but
Centre for research integrity comparable number
Doctoral reported, in line of training sessions
Studies, with sectoral ran to previous
CRSD. trends. reporting periods.
Increase visibility of reporting Yes, ECI5.4 Ongoin RIO with Impact Similar levels of Increased reporting Carried forward
mechanisms of potential research g support from | Researchers more queries overall, but through greater
misconduct or other breaches of Faculty- aware of research proportionally more awareness of
good practice through training and based RIAds | integrity policy handled as research integrity
RIAd network Measure enquiries, fewer as and related
Increased new cases of institutional policies
reporting. misconduct
compared to
Ensure researchers use previous years (as
available mechanisms above). This is
to report staff who fail to possibly due to
ECR4 meet the expected earlier identification.

standards of behaviour
in relation to research
misconduct.

One of the new
online training
modules is dedicated
to the misconduct
policy and reporting
process, which will
increase visibility
(especially amongst
new research staff)
once rolled out.

Policy development

The aims of these obligations are to encourage all researchers to actively contribute to the development of policies driving positive change at their
institution.




Consider researchers See ECI3, ECM3 and ECR4
and their managers as above

key stakeholders within
the institution and

El7 provide them with
formal opportunities to
engage with relevant
organisational policy
and decision-making.

Encourage managers to | See ECI3, ECM3 and ECR4
engage with above

opportunities to
contribute to policy
ECM5 development aimed at
creating a more positive
research environment
and culture within their

institution.
Engage with See ECI3, ECM3 and ECR4
opportunities to above

EM5 contribute to relevant

policy development
within their institution.

Encourage researchers | See ECI3, ECM3 and ECR4
to consider above

opportunities to
contribute to policy
ECR5 development aimed at
creating a more positive
research environment
and culture within their

institution.
Recognise and act on See ECI3, ECM3 and ECR4
their role as key above

ER4 stakeholders within their
institution and the wider
academic community.

Employment

Recruitment and induction

The aims of these obligations are to ensure recruitment of researchers is open and fair and researchers receive effective inductions into the organisation.

Ensure open Included in other action plans so Yes, ECI2.1 See See action See action plans
pen, . will not be addressed here action plans in the in the provided
transparent and merit- Kina's hold Institutional | . ided link
based recruitment ing’s holds an nstltutlona plansin | provide inks
. ’ Athena SWAN Silver Award and the links
which attracts excellent . ;
EI1 : . Bronze Race Equality Charter provide
researchers, using fair -
and inclusive selection Mark dlinks
and appointment https://www.kcl.ac.uk/hr/diversity/
ractisgs docs/pdfffinalised-athena-swan-
P ) action-plan-nov-2020-4-1.pdf

See above



https://www.kcl.ac.uk/hr/diversity/docs/pdf/finalised-athena-swan-action-plan-nov-2020-4-1.pdf
https://www.kcl.ac.uk/hr/diversity/docs/pdf/finalised-athena-swan-action-plan-nov-2020-4-1.pdf
https://www.kcl.ac.uk/hr/diversity/docs/pdf/finalised-athena-swan-action-plan-nov-2020-4-1.pdf

And
https://www.kcl.ac.uk/hr/diversity/
gender-and-race-equality/kings-

race-equality-action-plan-2020-
2024 .pdf

El2

Provide an effective
induction, ensuring that
researchers are
integrated into the
community and are
aware of policies and
practices relevant to
their position.

1. No

2. No

1.End
2023

2. By 31
March
annuall
y
Depart
ment
inductio
n when
starting
and a
Faculty
Resear
ch
Inductio
n
(researc
h Cafe)
in
Februar
y each
year

1. NMES

2. SSPP
Heads of
Department;
Vice Dean
(research)
and Faculty
Research
Manager

1. Impact
Awareness for
new starters of the
guidance and
support available
to them during
their time at King’s
Measure

survey of new
starters

2. Impact
Awareness for
new starters of the
guidance and
support available
to them during
their time at
Measure

Fewer basic
questions and less
confusion about
where to go for
information and
advice; clarity
about who does
what.

Measured by
number signing
up, in session
evaluation and ad
hoc feedback

1. The link is
included in
departmental
induction materials.
The faculty Research
Staff Committee
created an induction
guide for new
research staff which
has been available
on the Hub from
November 2024.

Annual faculty in
person inductions for
Research Staff were
implemented from
November 2024.

2. The faculty has an
SSPP Induction
Sharepoint page
which is open to
everyone.

Annual faculty in
person inductions for
Research Staff were
implemented from
November 2024.

The ECR Committee
are creating an
induction guide for
new research staff
which will be
available on the Hub
once completed

A Research Staff
specific page has
been created on the
Research Culture
Sharepoint which
includes information
for new starters.

1. Viewing numbers
on the Hub continue
to steadily increase.

15 attendees from
NMES and very
positive feedback.

2. SSPP reps and
research staff
attended the first
research staff
induction and gave
positive feedback.

Induction packs and
annual in person
inductions will
ensure consistent
and thorough
information is
disseminated to any
new research staff.

1. No further
action

2. Carried
forward



https://www.kcl.ac.uk/hr/diversity/gender-and-race-equality/kings-race-equality-action-plan-2020-2024.pdf
https://www.kcl.ac.uk/hr/diversity/gender-and-race-equality/kings-race-equality-action-plan-2020-2024.pdf
https://www.kcl.ac.uk/hr/diversity/gender-and-race-equality/kings-race-equality-action-plan-2020-2024.pdf
https://www.kcl.ac.uk/hr/diversity/gender-and-race-equality/kings-race-equality-action-plan-2020-2024.pdf

3. No

4. Yes

3. July
2023

July
2023

July
2023

4.
Annuall
y in July
and
termly
in first
week

3. A&H

4. NMPC

3. Impact
Improved
experience for
research staff
because of
greater awareness
of the guidance
and support
available to them
across the College
and Faculty
Measure
Attendance of
staff at induction
events.
Awareness
measured through
ongoing
consultation with
target groups such
as the ECR
Committee.

Good practice
mentoring
guidelines made
available across
Faculty.

4. Impact
Induction
programme
appropriate for
target audience.
Buddying
connects
researchers to
university and
provides a sense
of belonging
Measure

Staff feedback at
Research staff
group and through

3. Arts & Humanities
Research and
Scholarship
Development
Programme
(lunchtime training
sessions) offered to
all staff and
particularly well
attended by ECRs.
Ethics and Integrity,
researcher
development
opportunities, open
access etc all part of
the programme

Attendance figures
were varied and
good for some
sessions. They were
better in the first term
the programme was
run than the second
term when we
repeated
programme.

Materials now online
(on Sharepoint hub)
for certain recorded
sessions such as
open access

4. Reviewed
induction programme
for new research
staff and have
implemented across
Faculty

All new staff have
induction programme
on termly basis

The buddy system
has been established
in parts of NMPC for
some time.

3. Faculty ECR lead
supporting work to
standardise
induction of new
staff and also
research staff
ongoing
development needs
specific to A&H
disciplines. Also
working to further
create community
integration by
restructuring
leadership and
representation of
early career staff in
A&H. Dedicated
sessions on grant
capture and writing
book proposals are
planned.

Specific Pl Support
provision is being
looked at by a newly
structured Grants
Management PS
team who will
develop resources
for Pls including
support for recruiting
and managing
postdocs and teams

4. To be evaluated
through additional
questions relating to
buddy scheme
within 6-month
probation meetings
going forward.

3. Carried
forward

4. Carried
forward



https://emckclac.sharepoint.com/sites/artshums/SitePages/Research-Development-Programme.aspx
https://emckclac.sharepoint.com/sites/artshums/SitePages/Research-Development-Programme.aspx
https://emckclac.sharepoint.com/sites/artshums/SitePages/Research-Development-Programme.aspx
https://emckclac.sharepoint.com/sites/artshums/SitePages/Research-Development-Programme.aspx
https://emckclac.sharepoint.com/sites/artshums/SitePages/Research-Development-Programme.aspx

the probation
process.

Recognition, reward and promotion

The aims of these obligations are to ensure the fair and inclusive recognition of researchers as part of their career progression.

1. No 1. 1. SSPP line | 1. Impact 1. The Faculty has 1. Faculty policy is 1. Now business
Academ | managers of | Research staff regularised its consistent as usual
ic Year research being included in approach to research
2022/3 staff/Acade the academic promotion, adopting
latest mic Senior promotion process the College
Leadership Measure framework and
Team Evaluated merging local
responses to a processes and
staff survey in documents into one
2023 consistent Faculty
policy.
Provide clear and
:;ilsgﬁ‘{lirr‘f T;evCﬁrZa:.?é’ 2. No 2. 2. CRSD 2. Impact 2. Implementation of | 2. Research Staff | 2. Carried
promotion ;;athways :Review gen:re flor Inczrefas?d . new alwtaré! Fiet %iven the allt\{vard see | forward
} (o] octora satisfaction for completed. Firs it as a positive
EI3 :Zitg;eg??:siz:gﬁgg'l conclud | Studies research staff winners in July 2023 | recognition of their
R e Dean for PGR student contribution
contributions and the A t Doctoral benefit fi R h staff
diversity of personal ugus octora enetit from esearch sta
circumstances 2023. Studies supervision by reporting in the
: recognised staff KReSS that they
Implem Measure either agree or
entation KReSS and PRES strongly agree they
depend are recognised for
ent on supporting research
type of students has
recognit increased from 33%
ion in 2023 to 55% in
agreed, 2025
complet
ion by
2025
No July Vice Dean Impact The research culture | Recognition within Carried forward
2023 People and SSPP manager is working the university that
Managers commit to Planning Researchers on an inclusive the process needs
and evidence. the ’ achieve promotion recruitment project to be clearer
inclusive equ’itable and through a fair and for resegrch staff.
EM3 trans ' ¢ it t transparent Promotion and
parent recruitment, process progression
promotion and reward Measure information and

of researchers.

Assessed in the
KReSS and within
faculty. Measured

processes to be
communicated on a
new HR website




and evaluated in
relevant
committee as part
of local
governance
structure and staff
survey in 2023.

Responsibilities and reporting

The aims of these obligations are to ensure that researchers and their managers understand and act on their obligations and responsibilities.

Managers familiarise
themselves, and work in
accordance with,
relevant employment
EM2 legislation and codes of
practice, institutional
policies, and the terms
and conditions of grant
funding.

See PCDM5

Researchers ensure
that they work in
accordance with,
institutional policies,
ER1 procedures and
employment legislation,
as well as the
requirements of their
funder.

Researchers
understand their
reporting obligations
and responsibilities.

ER2

See ECR4 and ECI3

People management

The aims of these obligations are to ensure that researchers are well-managed and have effective and timely performance reviews.

Provide effective line
and project
management training
opportunities for
managers of
researchers, heads of
department and
equivalent.

El4

1. IoPPN to improve training and
development opportunities and
expectations for those with line
management responsibilities
embedded within policies,
processes and other mechanisms
like role descriptions managed
through introduction of a new
Learning and Development
Champion and associated TFG.

1.

No

1. all
new
policies
related
to
leaders
hip
position
s
include
training
expecta
tion

1. loPPN
Executive
Dean / Head
of
Schools/Dep
artments
Culture,
Diversity &
Inclusion
Team

1. Impact
Managers are
more aware of
their responsibility
and more
confident to
support their
researchers
Measure

All HoDs
(14)/Deputy HoDs
(up to 28)
appointed from

1. Goal champion
appointed in Jan ‘24,
first T&FG focused
on understanding the
needs of community
before rolling out
training.

Ongoing discussion
on line management
responsibility in
senior committees.

1. Increased
discussion at Senior
Committees around
people elements

HoD training
received positively

1. Now business
as usual




2. FoDOCS will signpost all
managers of research staff to
Vitae toolkits and training
opportunities at King’s

2. No

from
Jun 22
L&D
Champi
on
recruite
d Jan
'23 and
goal
achieve
d by
Jan 25

2.
Quarterl

y
notificati
ons to
manage
rs of
researc
h staff

2. FoDOCS
Research
Support
team

Dean of
Research

Nov '22 to have
participated in
leadership and
management
training

Clear expectations
for L&D
established,
signposted,
communicated on
intranet/induction/r
ole descriptions/
All policies related
to recruitment to
leadership
positions include
L&D expectations
Gaps identified in
L&D provision and
action plan for
implementation by
Learning and
Development
Champion
established

2. Impact
Managers are
more confident to
support their
researchers
Measure

Uptake of training
by managers
Responses from
research staff to
bi-annual survey
(see above) -
specifically staff
will be asked if
they have been
told about training
opportunities in
their induction

Heads of Depts
attended gender
identity and trans
training focused on
their responsibilities
in this area.

2. W e have started
to make managers
aware of resources
by signposting in
emails

New Research
Culture Manager
appointed to take
this forward

2. 3 staff have
undertaken training
in the new course
for line managers of
research staff in the
previous year. We
note that 15/26
research staff when
surveyed noted they
had been
signposted to
training and career
development
materials.

2. Carried
forward

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.

EM1

Managers undertake
relevant training and
development
opportunities so that
they can manage
researchers effectively
and fulfil their duty of
care.

IoPPN, through establishment of
Learning and Development
Champion and TFG, to improve
monitoring of attendance at
training and development
opportunities and how this is fed
back to departments who are then
able to take appropriate action
when gaps materialise

No

Improve
ments
in place
by Sep
‘23

loPPN
Culture,
Diversity &
Inclusion
Team

Impact
Established
mechanism for
how training
attendance is
monitored and
shared with
Schools/Departme
nts.

Equitable access
to training and
development
Measure
Regular School
Surveys to
monitor
attendance and
impact of training
alongside uptake
Ensure equitable
access to training
and development
demonstrated by
distribution of
characteristics of
those attending
and feedback
gathered in Staff
Survey 2023

Goal champion
appointed in Jan ‘24,
after initial delays.
First T&FG focused
on understanding the
needs of community
before rolling out
training

Appointment made

Monitoring and
attendance to be
delivered

EM4

Managers actively
engage in regular
constructive
performance
management with their
researchers.

1. Yes, EM4,
EMS5,
PCDM1.1,
PCDR4.1
and EI5.1

1. Initial
roll-out
June
2022,
then
annuall

y

1. NMES

1. Impact

More research
staff engaging in
productive PDRs
Measure
Improved ability to
track PDR
completion rates
and higher
completion rates,
and those who
have attended
training in this
area

1. The App is
completed and has
been utilised for the
2022, 2023, 2024
and current 2025
rounds. There is top
level oversight as the
process is being
overseen by both the
Faculty Coordination
Group (chaired by
the Executive Dean)
and the Faculty
Executive Board.

1. The ability to
identify where
research staff PDRs
are not being
completed allows us
to address any
issues and
completion rates
have increased
steadily over the last
three years.

1. No further
action — this is
now an
embedded
system in the
Faculty




2. NMPC: Since April 2022 2. Yes, EI5.1 2. 2. NMPC 2. Impact 2. HR runs PDR 2. Feedback from 2. Now business
Research Support Office has run Annuall Research staff Refresher Training Research staff is as usual
PDR refresher training and is yin feel welcomed regularly within that majority have
coordinating probation appraisal April and supported in NMPC. participated in
for new starters and for all their PDR All staff (including training and others
research staff. The faculty will Measure research staff) in feel well supported
continue to run these indefinitely KReSS and NMPC have and encouraged,
faculty surveys probation appraisal and have
at 6 months (as now participated in other
co-ordinated by training
NMPC Business opportunities
Support). Recognition that
KReSS is insufficient | faculty needs to
to allow encourage greater
representative NMPC researcher
reporting at Faculty response to KReSS.
level. Latest report
was 2023 and low
response rate from
our research staff
Researchers positively
engage with
performance
ER3 management
discussions and
reviews with their
managers.
Job security
The aim of this obligation is to improve the job security of researchers.
King’s is undergoing a major Yes, EI3.1 i Principal's Impact: 1. While not Decision made notto | The new processes Carried forward
review of the use of Fixed-Term Septem | Senior Team | Remove insecurity | affecting extend open have ironed out
Contracts with the intention of ber HR arising from job security | contracts to all many inherent
employing a significant portion of 2022 Research inability to obtain per se, this research staff on problems in the
research staff on open contracts ii. Managemen | mortgages, loans initiative is external funding but existing system and
Seek to improve job in future. depend | t& and housing rental | expected to | to focus on process will enable us to
security for researchers, | i. initial scoping exercise, ent on Innovation agreements improve the | to support monitor take up of
for example through examining options, changes findings | Directorate 2. Minimal impact lived applications for open | the option plus
more effective required, workload models, from i. (various on those experience contracts (limited by ensure that there is
El6 redeployment funding models, necessary most departments | managing the of research | funding) for those no unexpected
processes and greater automation likely including process staff. Itis employed for 4 or overspend because
use of open-ended ii. decision making process for Decem CRSD) connected more years. of disconnection
contracts, and report on | investment levels, who to include, ber Faculties Measure to PCDM5 New process in between funding
progress. possible pilot requirement, staffing 2022 Project outcomes and PCDI5. | place that will raise and contract length.
requirements iii. measured by awareness of the This will make it
iii. implementation. The specifics starting i. completion of option, process more feasible to roll
of this will depend on i. and ii. and followin scoping exercise piloted, to be rolled out open contracts
are likely to include significant out across the (limited by funding)
investment in creating new complet to all research staff




reporting and process structures,
collaboration between many
departments, an overhaul of the
redeployment policy, creation of a
redeployment system and other
actions that are as yet unknown
but are expected to arise.

This project constitutes a major
undertaking with a large number
of departments and staff involved

ion of ii.
with
expecte
d
duration
of 2
years
minimu
m,
dependi
ng on
findings
ini.

ii. completion of
decision making
phase

iii. dependent on
implementation
requirements
including new
systems being in
place and staff
engaging
positively with new
processes

university summer of
2025

in future should that
decision be reached.

Professional and Career Development

Championing professional development

The aims of these obligations are to promote the importance of professional development and ensure researchers have

the time to engage in it.

1. No 1. Atall 1. Technical 1. Impact 1. Project has made 1. Recognition that 1. Carried
technic leadership Numbers of slow progress due to | this should be given | forward
al staff and core technical staff long-term staffing more attention
monthly | group engaging with issues
gatherin professional It has now been
gs development absorbed into the 10

. i increase Days project in the
Provide opportunities, Measure 2025-28 action plan
structured support, Monitored by
encouragement and
time for researchers to zliaev?aitasrldrvc;th:r
engage in a minimum of Y
PCDI1 10 days professional
g:‘r";f;rmgogﬁsﬁg 2. NMPC - all researchers eligible | 2. No 2. | 2.NMPC 2. Impact 2. Majority of 2. Research staff 2. Now business
that reséarchers wil for resources to pp Continuing Ongoin Researchers able researchers have are aware of as usual
PUISUE Careers across a Professional Development g, open to access wider taken 10 days professional
wide range of a(_:ti_vi_ties from their Research §ubmiss rangtla.of CPD professional developnjgnt
employment sectors Divisions and are regularly ion activities development and/or opportunities and
’ making requests Measure applied to CPD fund. | CPD activities
Number of All researchers can
applicants per continue to apply for
year funding for
Professional
Development
activities.
Monitor, and report on,
the engagement of
PCDI6 researchers and their

managers with
professional
development activities.




Managers allocate a Encouragement to take up the 10 No June Senior Impact Professional Decision made not See PCDI1
minimgum of 10 davs pro days included in the King’s current 2023 leadership. Technical staff development alluded | to include this as above
S P externally published Technician Technical more aware of the toin 2021 TCI part of 2023
rata per year, for their C it t Initiati i | N K iaht to 10 d f bmissi bmissi L
researchers to engage ommitment Initiative action plan etwor . rig tto' ays for submission submission as itis in
with professional and will be a major part of our leadership professional this action plan
PCDM P 2023 submission development Overall uptake of Also see PCDI1
development, R
3 . Measure training increased above
supporting researchers Inclusion in across research staff
to balgnce the delivery submission between 2021 and
of their research and
. - Uptake of 10 days 2023
their own professional . :
develooment as monitored in
pment. the KReSS
Researchers take
ownership of their
career, identifying
opportunities to work
PCDR | towards career goals,

including engaging in a
minimum of 10 days
professional
development pro rata
per year.

Career development reviews

The aims of these obligations are to ensure researchers and their managers are engaging in productive career development reviews.

Provide training, This is now
structured support, and business as
time for managers to usual with
PCDI2 | engage in meaningful the majority
career development of research
reviews with their staff having
researchers. PDRs.
Monitor, and report on, gslssinlzsnsoaws
the engagement of .
i usual with
researchers and their L
PCDI6 h the majority
managers with
of research
researcher career .
development reviews staff having
P : PDRs.
Managers engage in This is now
regular career business as
development usual with
PCDM | discussions with their the majority
1 researchers, including of research
holding a career staff having
development review at PDRs.

least annually.




PCDR

Researchers positively
engage in career
development reviews
with their managers.

This is now
business as
usual with
the majority
of research
staff having
PDRs.

Career development support and planning

The aims of these obligations are to promote researchers' career development planning through tailored support and gathering evidence of professional
experience.

PCDI3

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

1. No

2. No

3. No

1. July
2023
and
beyond

2. June
2023

S'pring
2023

1. King’s
Careers &
Employabilit
y(KCE)

2. KCE

3. CRSD
and KCE

1. Impact

Better career
preparedness
Measure
Proportion of staff
using KCE
increases by 5%

2. Impact

More accessible
course

Measure
Course runs with
at least 10 staff
participants

3. Impact

More awareness
of PhD options for
research staff
Measure

Course runs with
20 staff
participants

King’s has
a dedicated
careers
team that
has
successfull
y provided
ongoing
support for
more than
15 years in
this area
and is now
business as
usual. Only
new
projects will
be included
here

1. Staff attendance
at events went from
416 t0 635 .
Appointments
reduced slightly from
205to 177

2. Advancing In
Academia for NMES
completed
Programme was
paused in 2023/4 but
is available online as
a self service course.
New versions of
Advancing in
Academia created
for SSPP (54), A&H
(62), Health
Sciences (216),
NMES (13) and
Clinical Academics
(76). Enrolment
numbers in brackets

3. Course has run
each year. Always
fully booked.

21-22 (pilot): 18
places filled, with 34
people on a waiting
list.

22-23: 18 places
filled, 25 on the
waiting list

23-24: 23 attended
out of 30 bookings

1. Staff attendance
at careers events
increased

2. Course
succeeded in being
accessible to more
staff than expected
and continued to be
used on demand
afterwards,
asynchronously.
Courses are
embedded in our
online careers
pages for
researchers.

No more to be
produced

3. Impact
demonstrated by
feedback including
both understandin
the process of
applying to a PhD
and building a
supportive network

1. Will continue to
promote and
monitor, now
business as
usual

2. Now business
as usual

3. Now business
as usual




PCDR

Researchers maintain
an up-to-date
professional career
development plan and
build a portfolio of
evidence demonstrating
their experience, that
can be used to support
job applications.

4. No 4. 4, KCE and 4. Impact 4. Used in careers 4. Business As
Summe | CRSD Research staff 4. Not taken forward workshops and Usual: part of
r 2023 feel supported in as per initial plan. appointments to online careers

exploring career However, funding support research resources for
options used to create new staff with creating researchers
Measure ‘Trying Out Career meaningful work
Monitored though Options’ resource experience
KReSS including scaffolded opportunities.

approach to

information

interviewing and

accessible ways to

build meaningful

work experience

opportunities.

Resource online and

accessible to all

researchers.

No On Technical Impact Financial support 15 registrations in Included in TCI
going leadership Registrants reinstated in 18 month period so will no longer

and staff recognise their perpetuity in 2024, be included here

capability and feel
more valued
Measure
Numbers of
registrations per
year

15 registrations since
reinstatement

Research identity and leadership

The aims of these obligations are to provide researchers with opportunity to progress in their careers by developing their research identity and leadership

capabilities.

No Dec Faculties/Fo | Impact FoLSM awards Research staff are Now business as
2022, LSM Tangible scheme set up 2 winning awards. usual
Provide researchers recognit recognition will years ago which
with opportunities, and ion encourage more includes citizenship
PCDI4 time, to develop their process researchers to get (open to all staff)
research identity and thereaft involved.
broader leadership er Measure
skills. Numbers involved
and reasons they
do so.
Managers identify 1. No 1. Late 1. Technical 1. Impact 1. Project assigned 1. No impact 1. Action ceased
opportunities and allow summer | leadership Technical staff lower priority as as other projects
time (in addition to the 2022 and core gain a taste of National projects given higher
PCDM 10 days professional with group and another campus, offered by the Institute priority
4 development deploy Technical different skill sets for Technical Skills
allowance), for their ment Services and insight into and Strategy took
researchers to develop thereaft | Operating protocols and precedent and long-
their research identity er Model local health and term staff shortages
and broader leadership Design safety and reduced capacity




PCDM

skills, and provide Programme statuary
appropriate credit and Manager compliance
recognition for their Measure
endeavours. Creation and
uptake of
secondments
2. Toolkits to enable managers to | 2. No 2. 2. Faculties 2. Impact 2. Toolkit to be 2. Limited impact 2. Carried over
support ECRs (developed Summe Managers are included in INKLUDE initially so Toolkit into INKLUDE
following funding awarded to KCL r 2023 better able to project incorporated into project
managers in partnership with support research larger project
Vitae) are integrated within staff in their
manager-ECR development professional
planning, and monitored within development
manager PDR Measure
ECRs report
increased
opportunities for
development, and
satisfaction with
management
interactions
assessed in
KReSS
Development of a new No July CRSD Impact Challenge and In 3-month post- Course
programme co-created with and to 2023 In the trial period Support as a course feedback scheduled to run
address the approach of and the broad aims of Research Leader ran | forms, 100% of three times in 23-
managers to supporting their annuall the programme three times in 23-4. respondents 4, with Kirkpatrick
research staff. This co-creation y are to raise There were 81 reported a direct style evaluation
process took place over 2 months thereaft awareness of this bookings in total change to their planned. Now
and involved consultation with erin avenue of throughout the year. working practice due | business as
existing and senior managers of July professional Bookings increased to attending the usual
research staff in every faculty development for with each iteration of | course.
within King’s. Following this managers, the course.

Managers engage in
leadership and

management training to

enhance their personal
effectiveness, and to
promote a positive
attitude to professional
development.

process, a new piece of
development activity is being
trialled 3 times in 2022-23 and will
be open to academic colleagues
across the faculties. Following
completion of this delivery we will
review the programme outcomes.
Depending on the level of success
the programme will either be
revised by modification to the
content, creation of other
resources or other means, in
collaboration with the target
audience, or retained as is and
incorporated into our standard
offering. To some level a level of
iteration is expected. This project
will rely on cooperation across the

monitored by
attendance and
representation of
a range of
faculties.
Measure
Workshop
feedback forms
will be used to
measure reaction
and inform
iterative
improvements to
the programme
and related
support and
resources. Later
stages of the

80% of feedback
form respondents
reported a learning
gain.




faculties to successfully promote
the trial and potentially embed the
offering within our wider
programme. This programme is
funded by HEIF in the trial period
and therefore exists in the context
of a raft of projects initiated by the
CRSD to address career
precarity. It will also connect to
the Managers Toolkit devised by
King’s Future Leaders Fellows in
collaboration with Vitae.

Kirkpatrick model
will be addressed
by surveys on
repeated
occasions to
understand
learning and how
this has been
applied. Changes
to the
management
environment
experienced by
research staff will
be monitored by
the KReSS

Diverse careers

The aims of these obligations are to recognise, value and prepare researchers for the wide range of career options available to them within and beyond

research.
Career Tracks project — initial No July CRSD with Impact King’s has Freelancer hired and | Research staff now Now business as
literature review and case study 2023 KCE Improved visibility | a dedicated | project completed. have access to case | usual as part of
collection of researchers working of careers beyond | careers Set of 20 case studies to inform online careers
beyond academia. Resource to be academia. team that studies of post docs their career thinking resources for
used in PCDM5. Following year Measure has who have moved and planning. researchers.
to be turned into asynchronous Use of resource, successfull beyond academia
resource. uptake of careers y provided part of online careers | Resource used by
Recognise that moving consultant ongoing resources with CRSD, Careers, in
between, and working appointments and | support for accompanying report | workshops, with
across, employment anecdotal more than that sheds light on clients and
sectors can bring feedback. 15 years in the transition into presented at several
PCDI5 | benefits to research and Analysis of this area careers beyond research and
researchers, and Careers Tracks and is now academia. careers events and
support opportunities and Case Studies business as conferences. Clients
for researchers to usage by staff to usual. Only feel encouraged and
experience this. show at least 10% | new more confident as a
of research staff projects will result of seeing a)
have engaged be included that it's possible to
with the project here move out of
each year. academia and b)
that there are many
different ways to do
this.
Managers support 1. Hub to be developed for 1. No 1. 1. CRSD + 1. Impact 1. Those initially 1. Accessible online 1. No further
researchers in exploring | research staff managers Scoping | KCE Managers have developing the advice, support and action
and preparing for a supporting them in having career to July better project have now left | resources now
PCDM diversity of careers, for conversations with research staff 2023 understanding of King’s, resulting in available for
2 example, through the and how to refer them to other Phase 1 how to hold a the project stalling. managers.
use of mentors and services such as KCE. |Initial to July career
careers professionals, scoping exercise to be completed 2024 conversation with Employability toolkit
training, and followed by content creation and their staff and how that contributes to
secondments. hub developed in two stages. this purpose created




Hub to incorporate and
complement Managers’ Toolkit
(see PCDM4)

2. Yes,
PCDM2.2

3. Yes,
PCDM2.2

Phase 2
to July
2025

2.
October
2022

3. Initial
campai
gn
during
2023,
posting
thereaft
er

2. NMES

3. CRSD

to refer them.
Measure
Monitored by
KReSS and
manager survey

2. Impact
Research staff
more confident to
consider careers
beyond academia
Measure
Statement is
clearly visible on
all our department
webpages and
message is
received by
research staff
monitored by
KReSS

3. Impact
Research staff
more confident to
consider careers
beyond academia
Measure
Percentage of
managers with
this information
posted, target
minimum in first
round 5%

instead and available
via KCE

2. This statement
has been drafted. It
has been uploaded
to webpages,
circulated through
emails and sits at top
of our research staff
support SharePoint
hub.

3. Campaigning
delayed because of
other priorities. Will
be taken up after the
10 Days project has
reached a suitable
point

Review required of
the ability of
managers to
customise their own
webpages

2. The statement
helps to facilitate
conversations
around research
staff and PGR
student career
development.
Little change in
university-wide
responses in the
KReSS to
confidence around
discussing careers
in different sectors
with manager,
although there was
an increase in
confidence within
NMES in previous
years.

3. No impact

2. No further
action

3. Incorporated
into the 10 Days
project

PCDR

Researchers explore
and prepare for a range
of employment options
across different sectors,
such as by making use
of mentors, careers
professionals, training
and secondments.




PCDR

Researchers consider
opportunities to develop
their awareness and
experience of the wider
research system
through, for example,
knowledge exchange,
policy development,
public engagement and
commercialisation.

No

Sept
2022
then
active
for5
years

Technical
network
leadership
core group

Impact

Technical staff
gain greater
confidence in and
wider appreciation
of the scope of
their role
Measure
Monitored by
numbers taking up
the opportunity

Technical staff from
King’s participated in
Science Museum
exhibitions,

Those who
participated learnt
new skills of
engaging the public
and enhancing their
confidence

No further action

* The Researcher Development Concordat defines researchers as individuals whose primary responsibility is to conduct research and who are employed specifically for this purpose by a higher education institution or
research institute. The primary audience is research staff, e.g. postdoctoral researchers, research fellows, research assistants. The Researcher Development Concordat encourages institutions to include other groups who
actively engage in research as beneficiaries of their Concordat action plan. These could be postgraduate researchers; staff on teaching and research, or teaching contracts; clinicians; professional support staff; technicians.




Abbreviations and glossary
(more rows can be added)

Abbreviations and glossary
(more rows can be added)

A&H Arts & Humanities
B&H Bullying and Harassment
CRSD Centre for Research Staff Development
ECR Early Career Researcher
EDI Equality Diversity & Inclusion
FoDOCS | Faculty of Dentistry, Oral & Craniofacial Surgery
FWG Flexible Working Group
FoLSM Faculty of Life Sciences & Medicine
HR Human Resources
IoPPN Institute of Psychiatry, Psychology & Neuroscience
KCE King’s Careers & Employability
KCL King’s College London
KReSS King’s Research Staff Survey

MHFA Mental Health First Aid

NMES Natural, Mathematical & Engineering Sciences

NMPC Florence Nightingale Faculty of Nursing, Midwifery & Palliative Care
oD Organisation Development (team within HR)

PDR Performance and Development Review (KCL'’s appraisal system)
PGR Postgraduate Research

Pl Principal Investigator

RIAd Research Integrity Adviser

RIO Research Integrity Office

RMID Research Management & Innovation Directorate

SSPP Faculty of Social Science & Public Policy

TFG Task & Finish Group

All current and past HR Excellence in Research Award documentation can be found online on our external website and internal websites.



https://www.kcl.ac.uk/research/support/professional-development/centre-for-research-staff-development
https://internal.kcl.ac.uk/crsd/How-We-Work

