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Action | Concordat 2008 | Action Action Involvement Success Measure Timescale
Principle (Work stream) Status (lead in bold) (Specific work packages/ activities to give desired Metrics/ deliverables/ outcomes)
Work with Schools, RSO and HR: RSO/HR/RDO/ | Disseminate / promote good practice ~ at Individual level
{1 Develop mechanism to identify and reach out to Pls/ Schools e) Work with HR /RDO to obtain list of Pls 3-4Q20 (depending on
Managers of Researchers that will have new members f)  Send communication informing them of documentation availability people and meeting
of staff working with them to share relevanttemplates schedule over summer)
Metrics:
- Information sent to all Pls on list provided by HR Business Partner or RSO
Deliverables:
- creation of a report by Sept 2020 listing all PIs/Managers of Researchers
- once created, report to be run at regular intervals (preferably monthly) in order for RSO to disseminate info to Pls.
RSO / DRKEs / Measure usefulness and uptake
School o)

administrators /
School leadership
teams /RS Reps/
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ascertain awareness/engagement.

‘ ‘ part of the new RS Concordat action plan, in interim period ad hoc methods such as mini-surveys will be used to

RSO & OD Draft a vision and implementation plan
e) Compile findings from a), b), ¢) and prepare a plan to go forwards.
- Where there is scope to deliver required additional provision using existing resource / budgets — develop action
plan to create and deliver
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Action | Concordat 2008 | Action Action Involvement Success Measure Timescale
Principle (Work stream) Status (lead in bold) (Specific work packages/ activities to give desired Metrics/ deliverables/ outcomes)

10. 3/ 4 Support
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RSO Raise awareness of CPD opportunities that work particularly well for P-T/Distance staff

Following launch of RSO Canvas area, reach out to RS highlighting this new provision and seeking feedback regarding  3-4Q20
existing content and inviting input into what new content should be included. Note particular responses from P-T
and distance researchers and consider developing these as a priority.

c. 3 months after launch, poll RS community regarding panel of offerings from RSO to support them. Ask them to
identify if they work P-T or at a distance to help analysis for these groups

Q2 2021
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Institutional Athena Swan: selected actions of relevance

This version updated: 30 June 2020

Action number = Athena Swan Planned Objective/Action Rationale Priority Key Outputs and Milestones Timeframe = Action Officer Success criteria and outcome
in HREIR 2017-  Reference
21 plan this
links with
Recruitment
#31 Introduce mandatory online recruitment training that | We currently have online “Diversity in the Workplace” and Recruitment and selection Dec 2019 Head of ODU
includes unconscious bias training for all those “Unconscious bias” training. The first is mandatory for all online module available.
involved in the recruitment process. staff, the second is mandatory for those involved in Interview panel form to Jan 2020 Deputy Director of 100% of those involved in
recruitment, promotion and discretionary pay decisions. include section for Chair to HR (Transformation | recruitment panels to have
Online recruitment and selection training will provide confirm that all members have and Business completed the online training
further training for recruiting managers and encourage a completed the online Services) by July 2020.
more inclusive recruitment process. recruitment and selection
training.
Promotion/
Progression
N/A Evaluate the impact of the new academic career In 2019 the University introduced new academic career Undertake an annual equality | Dec 2020 Reward A 5% increase in the
pathways introduced in 2019 on women’scareer pathways which are fully aligned with our newly analysis starting with the then annual | Manager/Head of proportion of women applying
progression. formulated strategic priorities, and reflect the University’s 2019/20 academic promotion | process EDI Unit for promotion in the 2019/20
commitment to achieve parity of esteem between cycle to see if there is any academic promotions round.
education and research. The new pathways support the increase in the % of F
University’s commitment to improving opportunities for applications or the F success
the academic career progression of female and other rate for promotion.
under-represented groups through a more transparent, If the equality analysis does
fairer process, which facilitates career progression linking not demonstrate any
personal areas of strength and interest to School and improvement in female
institutional academic priorities. An equality analysis of academic career progression,
promotion applications/success rates by gender will propose further action to
demonstrate any inequalities. address.
#9, #11, #18 Implement protocol for heads of school to actively Making more members of staff aware of promotions and Director of HR 5% increase in women
encourage all staff to apply for promotion the promotions process will encourage more to apply. applying for promotion in each
Traditionally women are less likely to go for promotions so school
encouragement and guidance will be helpful to increase
numbers.
#11 Continue to raise awareness of research fellow Advertising successful female promotees, will encourage Interview a sample of females ~ Oct 2020 Research Staff A 5% increase in female
promotions via case studies of successful promotesto = more women to apply for promotion and help to address who have been promoted on Officer applicants for promotion
be published in the Sussex Researcher Newsletter and = gender balance in the academic pipeline. the research career pathway. under the research career
included in promotions-related communications Publish case studies. pathway in the 2021/22
academic promotions round.
March 2021
Retention
#37 Introduce exit questionnaires for staff leaving the This will be a voluntary and confidential opportunity for Dec 2019 Director of HR Existence of evidence to
University. staff to provide feedback on their employment experience demonstrate any gendered
which will be used to help improve our services. Staff will reasons for leaving the
be invited to provide equality information e.g. gender; job University — which would lead
family; disability; age etc to help identify any issues to a proposal for action to
affecting particular groups. This will be used to help address this.
understand any differences in turnover rates by gender
and grade.
Training and
Development
#10? #22? Develop a proposal to sponsor three places on the In addition to our “Aspiring leaders” programme, we are Appoint an Aurora champion | Jan 2020 Head of EDI First trio to have completed
Aurora programme commencing 2020. One place to seeking to encourage mid-career women to take on Unit/Head of OD Aurora programme by Oct
be ring-fenced for a woman of colour and one place leadership roles (where they are currently June 2020 Unit 2021. Evaluations to show

underrepresented). We have one person starting the
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Building on Publish information on facilities for breastfeeding and
concept / expressing milk on campus.

activities

mentioned in

#34 update

discuss flexible working arrangements as part of the
recruitment process. This aims to reduce barriers faced by
those who need to work flexibly - often women. By
opening up all roles to flexible working arrangements, we
seek to improve the career prospects of those who need to
work flexibly. Feedback from focus groups in 2018 shows
that staff with flexible working arrangements felt unable to
progress their careers.

The SAT has started to gather information on facilities for
breastfeeding/expressing milk following queries from staff.
Although there are facilities available, for example, the
family room in the library, these are not currently
publicised.
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support of a flexible working
arrangement.

Review promotion data in
relation to staff with flexible
working arrangements.

Complete information
gathering.
Publish on EDI webpages.

Nov 2019

Jan 2020
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Head of EDI Unit

staff with flexible working
arrangements.

All enquirers are directed to
the published information.
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- Abbreviations:
Appendix:
15. UoSussex Reference Policy Documents AAR After-action review
; ; ; . ” ADDS Assistant Director of the Doctoral School
1. University of Strategic Framework: “Sussex 2025 BPS Biennial Research Staff “Pulse” Survey (including all CROS questions, with additional specific ones for the UoSx)
BPS 2019 BPS run between Jul and Sep 2019
CIP Concordat Implementation Plan
Concordat 2008

https://www.sussex.ac.uk/webteam/gateway/file.php?name=2025-strateqy.pdf&site=509

2. “Research with Impact” Pillar

https://www.sussex.ac.uk/webteam/gateway/file.php?name=uos-2025-pillars-p2.pdf&site=509

3. Principles for University of Sussex Researcher Development

Principles for
University of Sussex

https://www.sussex.ac.uk/webteam/gateway/file.php?name=principles-for-university-of-sussex-researcher-
development.pdf&site=377

4. Research Staff Professional Development Guidance

Research Staff
Professional Develo

https://www.sussex.ac.uk/webteam/gateway/file.php?name=research-staff-professional-development-quidance-final. pdf&site=377

5. The Concordat to Support the Career Development of Researchers (2019)

https://www.vitae.ac.uk/policy/concordat

6. The Concordat to Support Research Integrity (2012)

the-concordat-to-s
upport-research-int

(2019 version forthcoming)

https://www.universitiesuk.ac.uk/policy-and-analysis/reports/Pages/research-concordat.aspx
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