
HREiR Action plan (2023-26) Add institutional logo

Details

Institution name: The institutional audience* for this 

action plan includes (only include 

direct beneficiaries; complete or 

delete, as

appropriate):

Cohort number: Number of

Date of submission: 240 Staff on Research only contracts

n/a

n/a

n/a

n/a

n/a

n/a

n/a

Obligation Action Carried over from 

previous action 

plan?

Deadline Responsibility The targeted impact of the action 

(success measure)

Comments/Achievement 

Date

Progress update The actual impact of the action (reporting against the success 

measure)

Outcome (ongoing/carried 

forward/no further action)

ECI1 Ensure all relevant staff are aware of the Concordat.

Features on the Concordat will be included in Staff 

news and Research Staff Newsletter. The new web 

portal features a section on the Concordat.

The development of the Early Career Researcher 

Network will also be used as a channel to raise 

awareness of the

Concordat.

Yes Dec-23 Head of 

Organisational 

Learning

At least 30% of respondents to 

relevant survey questions will be aware 

of the Concordat. 50% of those that 

are aware of the Concordat will say it 

is useful/very useful.

Ongoing. The Concordat has been signposted on LSE's Research and Innovation newsletter, 

as well as LSE's Staff Newsletter. At various times, the Concordat has been 

promoted individually, or alongside courses for research and policy staff,  

The Early Career Researcher Network (ECRN) has been promoting research staff 

engagement with the concordat by signposting the action plan in research 

communities, as well as through active membership in the Research and Policy Staff 

Committee.

The Training Needs Analysis (TNA) survey of 2023-24 revealed 

that 28% people were aware of the concordat, and 80% judged it 

relevant after review. As the percentage of positive responses is 

2% below our target impact, we aim to (and have since) signposted 

the Concordat more vigorously to research staff in relevant 

networking events (e.g., the Research staff induction).

no further action, concordat will 

continue to be signposted.

ECI2

Ensure institutional policies and practices relevant to researchers 

are inclusive, equitable and transparent, and are well-communicated 

to researchers and their managers.

Intellectual Property: IP training to be  delivered 

from Lent Term 2023. Further communication 

through R&I briefing can be organised as well as 

communication to

new grant holders.

Yes Dec-23 Director of LSE 

Research and 

Innovation

At least 50% of respondents to 

relevant survey questions will be aware 

of the IP policy. 50% of those aware of 

the IP Policy will report that it's 

helpful/very helpful.

Ongoing. LSE's Research & Innovation Division (R&I) has since taken additional steps to 

increase LSE researchers' knowledge, and understanding, of the IP policy: over 

2024-25, R&I staff undertook a review of the IP Policy, in line with the 

recommendations generated by the Government’s Spin Out Review exercise. Our 

Policy was found to be in line with the Government's recommendations around equity 

shares, and we also tweaked a few non-substantive elements to make ensure the 

Policy is up-to-date, and updated our IP information webpage to reflect these 

changes. We are currently in the process of updating our IP Policy FAQs to enhance 

our researchers' understanding of what the Policy means to them, particularly in 

terms of commercialisation rights, since this is an area we commonly receive 

questions about.  

LSE's most recent TNA (2023-2024) revealed that 30% of 

respondents were aware of the School's IP Policy. The open-ended 

question in the survey that enquired about the usefulness of IP 

Policy or any other policy didn't not receive enough responses. We 

recognise this shortfall and aim to include a Likert-scale question 

'How useful is the IP Policy in your day-to-day work?' in the future 

TNA survey. To boost knowledge of the IP Policy, we aim to 

signpost the policy in the research staff induction, and invite any 

questions or queries on the policy and other relevant frameworks.

Ongoing, future TNA will include Likert 

scale style questions on LSE policies 

relevant to research staff to gauge its 

application.

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.

Specific Induction and Management and Leadership 

Training for Research Staff will be designed and 

launched based on external benchmarking.

Next steps include running further workshops and 

featuring Career Management mechanisms in the 

Research Staff Newsletter

Yes Dec-23 HR Director 75% of Induction attendees who 

responded felt the session useful/very 

useful.

75% of attendees on Management and 

Leadership workshops find it 

useful/very useful

Ongoing. Induction event: In September 2024, LSE designed and launched a research and 

policy staff specific induction event consisting of tailored presentations from relevant 

support staff, and an opportunity for networking (for more information on the 

induction event, please see E12 "progress update").

Management and Leadership workshops: OL designed and delivered a variety of 

in-house training, including the LSE Leaders Programme, Development Centres, 

LSE Manager programme, LEAP. 

Induction event: The research and policy staff induction event was 

again held in September 2025, and rebranded as an "induction and 

refresher" event open to all new and continuing research and policy 

staff.  Attendance was monitored, and +40 R&P staff joined the 

session.  While the response rate to the short post-event attendee 

survey was too low (5%) to allow for a full analysis, 100% of 

respondents highly-rated the quality of the event (average 4.5/5), 

and feedback (both anecdotally provided on the day of the event, 

and from the survey) was positive, with staff highlighting their 

interest in the targeted presentations from staff, and their 

appreciation of the chance to network with colleagues. 

Management and Leadership workshops: 84% LSE Leaders 

programme attendees reported the programme as 'Excellent' or 

'Very Good', in their response to the End-of-programme impact 

survey. OL evaluated the impact of the Development Centres 

programme on both cohorts at the 3, 6, and 12 month mark, with 70-

80% of both cohorts reporting the programme to be valuable to 

their development. 92% of survey respondents who filled out OL's 

course evaluation survey reported finding the leadership 

programme/course 'very useful- they had attended LEAP, LSE 

manager, Managing in a Matrix environment, Intro to coaching 

skills, or the How to be assertive workshops. 

no further action, researcher's induction 

and lse's leadership programmes will 

continue to be delivered as scheduled.

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 researchers 

and students.

Ongoing support and engagement with LSE's Early 

Career Researchers' Network (ECRN).

Yes Dec-25 Head of 

Organisational 

Learning, 

Director 

Research and

Innovation

At least 75% of respondents to the 

Training Needs Analysis survey 

questions will be aware of the ECRN. 

At least 50% of those who are aware 

of the ECRN will have actively engaged 

in an ECRN activity

Ongoing. Since its launch in Autumn 2022, LSE's Early Career Researcher (ECR) Network 

has continued to foster a community for ECR support, peer-to-peer learning, and 

community building. The governance structure of the Network means that it sits 

under the Research and Policy Staff Committee at LSE and the Co-Chairs of the 

Network sit as Committee members providing direct engagement with senior 

leadership and a forum to raise ECR opportunities and challenges at the School 

level. In addition, the ECR Network has regular engagement and receives support 

from the Senior Research Culture Manager (a new role created in 2024) as part of 

LSE's research strategy to enhance research culture and collaboration. The SRCM 

and the Network meet at a minimum on a termly basis to discuss the Network's 

priorities and upcoming activities. Finally, the main forum for engagement for the 

Network is via a dedicated Microsoft Teams platform.

Changemakers Programme: The ECR Network received central R&I funding to 

deliver the Changemakers Programme, which offered project funding up to £2k for 

peer-led projects contributing to four priority areas for the Network: enhancing ECR 

career development, mapping what it means to be an ECR, building community and 

development best practice to guide ECRs in their research and teaching. Round 1 of 

the Programme funded four projects, which strengthened understanding of what it 

means to be an ECR at LSE by exploring lived experiences, working conditions, 

professional development needs and opportunities for community‑building, while also 

creating practical structures to support ECR research and writing. Based on internal 

analysis of Round One, Round 2 was launched two projects funded.

84% of respondents of the Training Needs Analysis survey 

responded positively to questions related to feeling supported by 

the research community and having access to community support 

and engagement. However, the survey did not gather enough 

evidence specific to how research staff engaged with the Early 

Career Researcher Network. Future Training Needs Analysis 

surveys will include specific questions about engagement with the 

ECRN. 

Ongoing

ECI3 Promote good mental health and wellbeing through the effective 

management of workloads and people.

An ongoing programme of Wellbeing activity is 

widely promoted. Research staff have been 

participating in this programme. Regular wellbeing 

tips will be included in the Research Staff 

newsletter

Yes Dec-25 Head of 

Organisational 

Learning 

Director Pro- 

Director

Research

At least 85% of respondents to OL's 

annual pulse survey will have a 

positive response to relevant questions

Ongoing. Wellbeing-focused events and courses (e.g., mindfullness, yoga, building 

resilience, stress and time management) are offered as part of the Organisational 

learning Core course offer to research staff, with regular promotions of upcoming 

wellbeing classes on LSE staff newsletters. 

LSE's new Learning management system MyStaffDevelopment was launched in 

According to OL&D's 2025 course evaluation (pulse survey) form 

88% of attendees of wellbeing-related courses found the content 

and delivery of the sessions to be extremely useful.

Ongoing

ECI4
Ensure managers of researchers are effectively trained in relation 

to wellbeing and mental health.

Working Group (inc Early Careers Researchers, 

Comms Division and internal  L&D providers) to 

continue to explore how best to deliver training to 

PI and P&R staff Managers.

New starters continue to  complete the online E&D 

module. The  guidance including the expectations of 

the PI/Researcher relationship is to be discussed 

by RPSC and implemented. Further sessions on 

Mental Health 1st Aid will be offered.

Yes Dec-25 Head of 

Organisational 

learning

At least 85% of respondents to OL's 

annual pulse survey will have a 

positive response to relevant 

questions.

Ongoing. HR offered termly Mental Health First Aid training accessible to research staff, The 

Research and Policy Staff Committee Working group organised online mentoring 

training for Early Career Research staff that aimed to upskill them on mentoring 

models, tools and techniques. All new starters are to complete the EDI online 

module. Organisational Learning has created EDI learning pathways for staff on 

MyStaffDevelopment.

Over 88% of respondents engaged in regular developmental 

conversations with their line managers, and felt supported by them, 

of which over 72% had Career Development Reviews with their 

managers. 

Ongoing

ECM4 Ensure managers consider fully flexible working requests and other 

appropriate arrangements to support researchers.

Ongoing roll out of new works spaces and support 

as part of the Future Ways of Working project.

Yes Ongoing Chief Operating 

Officer,

Vice President 

(Research)

Requests monitored by HR Policy team 

centrally and reviewed annually. At 

least 60% of respondents to OL's 

Annual survey will respond positively to 

relevant questions.

Ongoing. HR Case work and flexible working requests from departments and centres are 

monitored regularly. As part of the Future Ways of Working project, a Blended 

Working policy and subsequent toolkit was introduced to support researchers and 

their line managers. Spaces on campus such as the Hall-Carpenter room were 

established as designated spaces to cultivate an environment of inclusivity, 

understanding, and collaboration for individuals representing various protected 

94% of researchers who responded to the 2024 staff survey 

reported positively on their workload and wellbeing,  and 74% 

reported that they felt like they were being treated fairly by their line 

managers.

Ongoing

ECR3 Ensure researchers take positive action towards maintaining their 

wellbeing and mental health.

no new action identified Yes Ongoing OL better time management and wellbeing 

among research staff

Ongoing Wellbeing-focused events and courses (e.g., mindfulness, yoga, building resilience, 

stress and time management) are offered as part of the Organisational learning Core 

course offer to research staff, with regular promotions of upcoming wellbeing 

classes on LSE staff newsletters. 

According to OL&D's 2025 course evaluation (pulse survey) form 

88% of attendees of wellbeing-related courses found the content 

and delivery of the sessions to be extremely useful.

Ongoing

ECI3 Promote a healthy working environment through effective policies 

and practice for tackling discrimination, bullying and harassment, 

including providing appropriate support

for those reporting issues.

Further workshops on relevant policies to be 

offered and ongoing monitoring to occur

Yes Ongoing HR Director HR Case work monitored and reported 

annually to RPSC

Ongoing. HR case work was continually monitored. Data on workplace discrimination was 

captured using the LSE Staff survey

As part of the LSE Manager series, OL and HR Policy deliver 

'Bringing Policy to Life' sessions to familiarise staff with the LSE 

policies and procedures relevant to their roles e.g. covering topics 

like flexible working, family friendship policies, wellbeing and 

disability, etc. 

no further action, HR case work will 

continue to be monitored periodically

ECM3 Ensure managers encourage reporting and addressing incidents of 

discrimination, bullying and harassment.

New Management and Leadership Training to be 

designed to include relevant guidance, policies and 

case studies for

Managers

Yes Jul-23 HR Director 

Head of OL

HR Case work monitored and reported 

annually to RPSC

Ongoing. HR case work was continually monitored. Data on workplace discrimination was 

captured using the LSE Staff survey

Training for managers (such as LSE Manager, Introduction to 

Leadership, Leadership for Aspiring Managers), regularly signpost 

those being trained to Policies and relevant toolkits for LSE 

managers, as well as the Bringing Policy to life sessions. 

no further action HR case work will 

continue to be monitored, and 'Bringing 

policy to life sessions' will be delivered 

as and when scheduled.

ECR4 Ensure researchers use available mechanisms to report staff who 

fail to meet the expected standards of behaviour in relation to 

discrimination, harassment and

bullying.

Continue to monitor and advertise relevant 

reporting mechanisms

Yes Ongoing HR Director HR Case work monitored and reported 

annually to RPSC

Ongoing HR case work was continually monitored. Data on workplace discrimination was 

captured using the LSE Staff survey

HR business partners and the EDI team gather regular feedback on 

reporting mechanisms across the School- 48% of staff survey 

respondents reported that we have effective reporting mechanisms 

within the School. R&I, EDI and HR regularly signpost Safe 

contacts, and mental health champions to staff through Staff 

no further action, HR case work will 

continue to be monitored periodically

ECI4 / 

ECM1

Ensure managers undertake relevant training and development 

opportunities related to equality, diversity and inclusion, and put this 

into practice in their work.

All new staff at LSE are required to undertake 

online training sessions on Equality and Diversity. 

Participation is monitored termly by HR

Yes Ongoing HR Director Monitored by annual reporting on 

uptake of online module- we aim for 

80% completion, and anticipate that 

80% of respondents to Annual survey 

will report that they feel included.

Ongoing. OL created an EDI Learning pathway for all staff and a separate one for line 

managers, both to be completed online by staff, and is regularly promoted on LSE 

Staff newsletters, New started induction and the induction event for line managers. 

According to the staff survey, 57% positively and strongly felt a 

sense of belonging at LSE (in response to EDI based questions), 

and 26% felt neutral.

Carried forward

ECR2

Ensure researchers act in accordance with employer and funder 

policies related to equality, diversity and inclusion.

All new staff at LSE are required to undertake 

online training sessions on Equality and Diversity. 

Participation is monitored termly by HR

Yes Ongoing HR Director Monitored by annual reporting on 

uptake of online module- we will aim for 

80% completion, and for 80% of 

respondents to Annual survey to report 

that they feel included

Ongoing. All active members and new members of staff are enrolled in the 

EDI learning pathway on the 'MyStaffDevelopment', which is the 

School's new Learning Management System. Completion rates are 

being monitored by HR and OL. 81% of Annual Staff Survey (2024) 

respondents reported feeling like they're treated with dignity, and 

68% felt a sense of belonging at LSE.

No further action

EI7

Consider researchers and their managers as key stakeholders 

within the institution and provide them with formal opportunities to 

engage with relevant organisational policy and decision-making.

Ongoing participation for Researchers in shaping 

policy and actions especially through the ECRN and 

Research and Policy Staff Committee (RPSC)

Yes Ongoing

Vice President  

(Research)

At least 75 of respondent in OL survey 

questions will be aware of the ECRN. 

50% of those who are aware of the 

ECR have actively engaged in an 

ECRN activity

Ongoing.

LSE's ECRN is formally represented (through a dedicated position for its Lead) on 

LSE's RPSC, giving ECRs an additional voice at School Committee level.

ECRN representatives (currently, the Network's three co-chairs) 

continue to sit on the RPSC as dedicated ECR representatives. 

84% of respondents of the Training Needs Analysis survey 

responded positively to questions related to feeling supported by 

the research community and having access to community support 

and engagement. However, the survey did not gather enough 

evidence specific to how research staff engaged with the Early 

Career Research Network. In terms of next steps, future Training 

Needs Analysis survey will include specific questions about 

engagement with the ECRN. 

No further action, ongoing participation 

of ECRs and RPSC members in 

informing policy and actions linked to 

research staff development.

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.

Equality, diversity and inclusion

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

Policy development

Complete for submission To be completed only when

reporting on action plan

Environment and Culture

Awareness and engagement

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.

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.

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

Bullying and harassment

London School of Economics

2 Audience (direct beneficiaries of the action

27th Jan 2023 Research staff

Institutional context: Pos

Research 

T

Technicians

Clinicians

Pro

Other (please provide numbers and details):



ECM5 Encourage managers to engage with opportunities to contribute to 

policy development aimed at creating a more positive research 

environment and culture within

their institution.

Ongoing participation for Researchers in shaping 

policy and actions especially through the ECRN and 

Research and Policy Staff Committee (RPSC)

Yes Ongoing Vice President  

(Research)

At least 75 of respondent in OL survey 

questions will be aware of the ECRN. 

50% of those who are aware of the 

ECR have actively engaged in an 

ECRN activity

Ongoing.

LSE's ECRN is formally represented (through a dedicated position for its Lead) on 

LSE's RPSC, giving ECRs an additional voice at School Committee level.

ECRN representatives (currently, the Network's three co-chairs) 

continue to sit on the RPSC as dedicated ECR representatives. 

84% of respondents of the Training Needs Analysis survey 

responded positively to questions related to feeling supported by 

no further action

EM5 Engage with opportunities to contribute to relevant policy

development within their institution.

Ongoing participation for Researchers in shaping 

policy and actions especially through the ECRN and 

Research and Policy Staff Committee (RPSC)

Yes Ongoing
Vice President  

(Research)

At least 75 of respondent in OL survey 

questions will be aware of the ECRN. 

50% of those who are aware of the 

Ongoing.

LSE's ECRN is formally represented (through a dedicated position for its Lead) on 

LSE's RPSC, giving ECRs an additional voice at School Committee level.

ECRN representatives (currently, the Network's three co-chairs) 

continue to sit on the RPSC as dedicated ECR representatives. 

no further action

ECR5 Encourage researchers to consider opportunities to contribute to 

policy development aimed at creating a more positive research 

environment and culture within their institution.
Ongoing participation for Researchers in shaping 

policy and actions especially through the ECRN and 

Research and Policy Staff Committee (RPSC)

Yes Ongoing Vice President  

(Research)

At least 75 of respondent in OL survey 

questions will be aware of the ECRN. 

50% of those who are aware of the 

ECR have actively engaged in an 

ECRN activity

Ongoing.

LSE's ECRN is formally represented (through a dedicated position for its Lead) on 

LSE's RPSC, giving ECRs an additional voice at School Committee level.

ECRN representatives (currently, the Network's three co-chairs) 

continue to sit on the RPSC as dedicated ECR representatives. 

84% of respondents of the Training Needs Analysis survey 

responded positively to questions related to feeling supported by 

the research community and having access to community support 

no further action

ER4 Recognise and act on their role as key stakeholders within their 

institution and the wider academic community. As above Yes Ongoing

Vice President  

(Research)

At least 75 of respondent in OL survey 

questions will be aware of the ECRN. 

50% of those who are aware of the 

ECR have actively engaged in an 

Ongoing.

LSE's ECRN is formally represented (through a dedicated position for its Lead) on 

LSE's RPSC, giving ECRs an additional voice at School Committee level.

ECRN representatives (currently, the Network's three co-chairs) 

continue to sit on the RPSC as dedicated ECR representatives. 

84% of respondents of the Training Needs Analysis survey 

no further action

EI1 Ensure open, transparent and merit-based recruitment, which 

attracts excellent researchers, using fair and inclusive selection and 

appointment practices.

The Schools Appointment Committee includes its 

Vice Chair and the Vice-President and Pro Vice 

Chancellor, Faculty Development who together 

review all appointments. Regular management 

information is provided to the RPSC to ensure

a balanced process is occurring.

Yes Ongoing Vice-Chair 

(Appointments 

Committee), 

Vice President 

(Faculty 

Development)

Regular management information is 

provided to RPSC to ensure a 

balanced process is occurring

Ongoing. Management information continues to be regularly provided to the RSPC to ensure a 

balanced process is occurring. Additionally, the RPSC regularly welcomes 

discussions on fair recruitment, and consults HR periodically, with major decision 

making occurring during the Appointments Committee.

We continue to provide regular management information to the 

RPSC to ensure a balanced process occurs. The RPSC continues 

to welcome discussions on fair recruitment, and consults HR 

periodically, with major decision making occurring during the 

Appointments Committee.

no further action, regular information on 

research recruitment is provided to the 

Appointments committee periodically.

EI2 Provide an effective induction, ensuring that researchers are 

integrated into the community and are aware of policies and 

practices relevant to their position.

A new, researcher specific induction is  to be 

designed and launched

Yes Dec-23 Head of OL, 

Director of Eden 

Centre

Attendance at Induction will be 

monitored to ensure that a high 

percentage of new starters are picked 

up. The OL Survey will identify that 85 

% of respondents have been inducted 

effectively.

Sep-24 To progress this action to better  support LSE's Research and Policy (R&P) staff 

(many of whom are ECRs) in understanding, and feeling a part of, LSE's research 

culture and community, in Autumn 2024, a dedicated induction event for new R&P 

staff was developed and offered as part of LSE's longstanding New Academic 

Induction Programme (which had not previously offered targeted events for R&P 

staff).  This event offered tailored information on School supports, services, and 

networks, and provided space for networking and community building.  While 

positively received, the inaugural event attracted 20< R&P staff members, and, for 

the 2025 event, organisers worked to improve communication channels, and, in a 

recognition that the event might be useful to current staff interested in a "refresher" 

or networking, expanded the invitation list to all R&P staff.

The second, 2025 event, was open to both new and continuing 

R&P staff.  Attendance was monitored, with +40 R&P staff joining 

the in-person session. While the response rate to the short post-

event attendee survey was too low (5%) to allow for a full analysis, 

100% of respondents highly-rated the quality of the event (average 

4.5/5), and feedback (both anecdotally provided on the day of the 

event, and from the survey) was positive, with staff highlighting 

their interest in the targeted presentations from staff, and their 

appreciation of the chance to network with colleagues. 100% of 

respondents to the OL survey reported that the Flying Start 

Induction for all new LSE starters was effective, with an average 

programme rating of 9/10.

no further action, the Researcher's 

induction event in Autumn 2026 will 

signpost researcher frameworks and 

relevant policies as discussed.

EM2

Managers familiarise themselves, and work in accordance with, 

relevant employment legislation and codes of practice, institutional 

policies, and the terms and conditions of grant funding.

We are investigating means to ensure Managers 

are aware of all relevant policies at the start of a  

project/research programme as part of the set up 

process for projects.

No Jun-24 Vice President 

(Research), 

Director of 

Research and

Innovation

Measure point to be identified following 

review

Ongoing. The LSE continues to enhance its support for Managers to enable them to remain 

aware of, and in compliance with, all relevant policies at the start of a 

project/research programme as part of the set up process for projects

In addition to its dedicated Research Awards Team (whose 

managers support researchers in ensuring grants are 

well‑managed, compliant and delivered smoothly), LSE's Research 

and Innovation Division has expanded its Research Contracts 

Service and Research Awards team and created two new roles: 

Senior Research Compliance Manager and Due Diligence Manager 

(both roles introduced Summer 2024).  

Ongoing

EI4

Provide effective line and project management training opportunities 

for managers of researchers, heads of department and equivalent.

New leadership and Management course to be 

designed and launched

R&I working on a specialised HoD Induction for 

managing research lifecycle activities to support 

efficient HoD and DHoD research onboarding to 

manage

research activities.

Yes Jan-24 Head of OL HR 

Director Director 

of Research and 

Innovation

85% good to excellent response on OL 

evaluation

Ongoing. OL introduced Project Management essentials training in 2023, which has since 

been run 2-3 times every academic term. As part of the HoD Induction, the LSE 

Leaders programme has run three cohorts for Head of Departments and Research 

Centre Directors to support their leadership development. 

84% LSE Leaders programme attendees reported the programme 

as 'Excellent' or 'Very Good', in their response to the End-of-

programme impact survey.

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.

Promote the career development review (CDR) 

process to line managers

Yes ongoing Head of OL HR 

Director Director 

of Research and 

Innovation

85% of respondents to the OL survey 

find their CDR helpful/very helpful

CDR

process ongoing

The Career Development Review Process accounts for workload management, 

collegiality and employee wellbeing, with OL creating a CDR Toolkit for staff and line 

managers, providing training on using MyHR, filling CDR forms, providing guidance 

on setting objectives and structuring 1:1s.

78% survey respondents of the LSE Staff survey feel confident in 

their line managers, 84% reported Role clarity as part of the CDR 

process, and 78% felt like they could balance their workloads.

Ongoing

EM1

Managers undertake relevant training and development 

opportunities so that they can manage researchers effectively and 

fulfil their duty of care.

New leadership and Management course to be 

designed and launched

R&I working on a specialised HoD Induction for 

managing research lifecycle activities to support 

efficient HoD and DHoD research onboarding to 

manage

research activities.

Yes Jan-24 Head of OL HR 

Director Director 

of Research and 

Innovation

85% good to excellent response on OL 

evaluation

Ongoing. OL introduced Project Management essentials training in 2023, which has since 

been run 2-3 times every academic term. As part of the HoD Induction, the LSE 

Leaders programme has run three cohorts for Head of Departments and Research 

Centre Directors to support their leadership development. 

84% LSE Leaders programme attendees reported the programme 

as 'Excellent' or 'Very Good', in their response to the End-of-

programme impact survey.

Carried forward

EM4 Managers actively engage in regular constructive performance 

management with their researchers.

Promote the career development review (CDR) 

process to line managers, and encourage them to 

have regular 1:1s with their team members.

Yes Head of OL HR 

Director Director 

of Research and 

Innovation

85% of respondents to the OL survey 

find their CDR helpful/very

helpful

CDR

process ongoing

OL and HR monitors CDR completions rates at the end of each CDR cycle each 

year.

78% survey respondents of the LSE Staff survey feel confident in 

their line managers, 84% reported Role clarity as part of the CDR 

process, and 78% felt like they could balance their workloads.

Carried forward

ER3 Researchers positively engage with performance management 

discussions and reviews with their

managers.

Promote the career development review (CDR) 

process to line managers

Yes Head of OL HR 

Director Director 

of Research and 

Innovation

85% of respondents to the OL

survey find their CDR helpful/very 

helpful

CDR

process ongoing

OL and HR monitors CDR completions rates at the end of each CDR cycle each 

year.

78% survey respondents of the LSE Staff survey feel confident in 

their line managers, 84% reported Role clarity as part of the CDR 

process, and 78% felt like they could balance their workloads.

Carried forward

EI6 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.

Further work stemming from the impact of Covid 

report is being identified.

No Every 

summer 

term

PVCR, VCAC,

Director of

Research and 

Innovation

Provide the RPSC with an annual 

update on bridging fund. RPSC will 

make recommendations where 

required.

Ongoing RPSC continues to receive an annual update on the Bridging Fund. RPSC continues to receive and annual update on the Bridging 

Fund.

Carried forward

PCDI1

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.

Active marketing will continue to ensure staff are 

aware of opportunities for their personal 

development. This includes Staff News and the 

launch of the single web portal for Research Staff 

Development.

Run an annual conference for Research staff 

providing a range of developmental sessions and 

structured networking opportunities

no Jun-24 Head of OL 75 % of respondents of the OL survey 

will feel that the School provided 

suitable development opportunities.

80% of attendees at the Annual 

Research staff conference will find the 

events good/excellent in the event 

evaluation

Ongoing, no set date. Organisational Learning regularly promotes the course  programme in Staff 

newsletters, and shared courses relevant to research staff with R&I newsletters and 

key research stakeholders. In summer 2025, OL introduced the new learning 

management system 'MyStaffDevelop' that houses e-learning, instructor lead online 

training sessions for researchers (e.g., Chrono hacking for researchers, Doctoral 

Illumination, Chrono hacking for researchers, etc.).

See Row 73 (PCDR1) for an update on the Research Staff Conference.

81% of respondents of the 2024 Training Needs Analysis Survey 

felt that they could successfully use developmental opportunities 

available to them in the School. 

ongoing

PCDI6

Monitor, and report on, the engagement of researchers and their 

managers with professional development activities.

The annual research staff survey from the 

Organisational Learning team circulated to 

research staff includes a question on engagement 

with the CDR and mentoring processes. This is 

then reported to relevant committees.

Yes Oct-24 Head of OL Monitored by Annual Organisational 

Learning staff survey results reported 

to RPSC 80% of the respondents to 

the OL annual survey report having 

engaged in professional

development activities

Ongoing. The 2024 Training Needs Analysis survey included several questions around overall 

research culture and experience, as well as professional development opportunities 

such as mentoring, and included questions around CDR conversations.

In addition to the previously identified actions under this obligation, LSE has also 

undertaken the following:

Reviewing and Reporting on Research Environment and Culture: Please see 

EC16 for information on how LSE's Senior Research Culture Manager works to 

assess and report on researchers' engagement with professional development 

activities in the Culture remit. 

81% of respondents of the 2024 Training Needs Analysis Survey 

felt that they could use developmental opportunities available to 

them in the School. 53% reported keeping an up-to-date career 

development plan that included evidence of their growth and 

citizenship, 62% had regular CDR review conversations with their 

line manager.

Additional Action:

Reviewing and Reporting on Research Environment and 

Culture: Please see EC16 for information how the SRCM has 

evaluated, and created reports on, researchers' engagement with 

professional development activities in the Culture remit. 

ongoing

PCDM3

Managers allocate a minimum of 10 days pro rata per year, for their 

researchers to engage with professional development, supporting 

researchers to balance the delivery of their research and their own 

professional

development.

75% of respondents to the annual OL 

survey report having 10 days pro rate 

per year professional development

No new action. Support 

is

ongoing

OL organises online training for research staff and promotes it through Research 

and Innovation Staff newsletters and by reaching out to line managers of research 

staff. Courses on Doctoral Illumination, Time management, Project management, etc. 

are to be undertaken by research staff as part of dedicating 10 days per annum to 

their development.

Researchers are encouraged to include research-based online 

courses that they take up, in their CDR conversations with their 

managers, alongside other developmental practices like mentoring 

or coaching. According to the 2024 Training Needs Analysis survey 

58% survey respondents reported being encouraged by their 

manager to use 10 pro-rated days to focus on career development 

ongoing

PCDR1

Researchers 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.

Run an annual conference for Research

staff providing a range of developmental sessions 

and structured networking opportunities

Annual CDRs continue

80% of attendees at the Annual 

Research staff conference will find the 

events good/excellent in the event 

evaluation.

Ongoing. Key members of the LSE Research community and R&I conducted industry-wide 

benchmarking to evaluate needs and developmental wants of research staff to see if 

a conference is the best course of action/ a suitable event in the 

current research climate. Rather than investing and piloting a new initiative, it was 

agreed that efforts would be put into consolidating and improving existing provisions 

such as R&I's RISe Programme, which has continued to offer a variety of skill-

building and information sessions. 

RISe delivery partners offered 36 sessions in the 2024-25 

academic year. Surveys are sent out to each participant in a RISe 

session, and analysis of our 2024-25 programme found that 78% of 

respondents rated the sessions as "excellent", and 89% of 

respondents noted they would be interested in attending future 

sessions.

76% of respondents to the annual OL survey reported that they 

were encouraged by their manager to have 10 days pro rata per 

year professional development

ongoing

PCDI2 Provide training, structured support, and time for

managers to engage in meaningful career development reviews with 

their researchers.

Next steps will include further workshops and 

features in the Research staff

newsletter

Yes Dec-23 Head of OL 85% good to excellent response on OL 

evaluation

Ongoing. The Career Development Review Process accounts for workload management, 

collegiality and employee wellbeing, with OL creating a CDR Toolkit for staff and line 

managers, providing training on using MyHR, filling CDR forms, providing guidance 

on setting objectives and structuring 1:1s.

78% survey respondents of the 2024 LSE Staff survey feel 

confident in their line managers, 84% reported Role clarity as part 

of the CDR process, and 78% felt like they could balance their 

workloads.

ongoing

PCDI3

Ensure that researchers have access to professional advice on 

career management, across a breadth of careers.

Ongoing support from Careers and online. Next 

steps: based on the survey outcome further work 

needs to be undertaken to raise awareness and 

use of the RDF. This could include workshops, a 

regular feature in the newsletter and engagement 

with the Early Careers Network

no ongoing LSE Careers 75 % of respondents of the OL survey 

feel the School provided suitable 

development opportunities

Support ongoing The Research and Policy Staff Committee regularly engages with the Early Career 

Researcher Network and its initiatives (e.g., the Changemaker's programme) which 

encompass the Researcher Development Framework (including the new model) and 

REF. LSE Careers, R&I, and OL promote the REF and RDF to new starter 

researchers as part of the Researcher's Induction, encouraging researchers to take 

up 1:1 support available to them from LSE Careers and the PhD Academy. The REF 

is signposted on relevant R&I webpages and staff newsletters from time to time.  

Employer and alumni led career learning opportunities are devised and delivered by 

LSE Careers to provide breadth of career opportunities including and beyond 

academia. Bothe alumni and employer representatives talk about skills and their 

transferability to other roles and sectors.

81% of respondents of the 2024 Training Needs Analysis Survey 

felt that they could use developmental opportunities available to 

them in the School. 

ongoing

PCDI4

Provide researchers with opportunities, and time, to develop their 

research identity and broader leadership skills.

Tracking of bookings and attendance for 2022/23 is 

underway and a review of the programme to inform 

future sessions is proceeding.

Future cohorts of the programme will run based on 

evaluation of the first programme

No 26-Jun Director of Eden 

Centre Director 

of Research & 

Innovation 

Division Centre 

Directors/Cent 

re Managers

Measure point to be identified after 

review is completed

Measure point to be 

identified after review is 

completed

In addition to the previously identified actions under this obligation, LSE 

Research and Innovation offers researchers targeted opportunities to develop their 

research identity and leadership skills through continuous, skill building programmes 

like RISe and our mid-career, researcher, and policy coaching streams (please see 

PCD1, progress update section for further information). 

Additional Actions: please see PCD1 (actual impact section) for 

further information on RISe and the coaching programmes. 

Ongoing

PCDM5 Managers engage in leadership and management training to 

enhance their personal effectiveness, and to

promote a positive attitude to professional development.

New leadership and Management course to be 

designed and launched

yes Jul-23 Head of OL 85% good to excellent response on OL 

evaluation

Development Centres programme was designed and administered in 2024 and 2025, 

to managers and members of staff at Band 7, aiming at personal effectiveness, 

identification of leader strengths and areas of development. The two cohorts had 13 

and 16 carefully selected attendees after a rigorous selection process. Aside from 

OL evaluated the impact of the Development Centres programme 

on both cohorts at the 3, 6, and 12 month mark, with 70-80% of 

both cohorts reporting the programme to be valuable to their 

development.

Carried forward

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.

The aims of these obligations are to promote the importance of professional development and ensure researchers have the time to engage in it.

Career development reviews

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

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

Career development support and planning

People management

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

Job security

The aim of this obligation is to improve the job security of researchers.

Professional and Career Development

Championing professional development

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

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.

Employment

Responsibilities and reporting



PCDR5 Researchers to seek out, and engage with, opportunities to develop 

their research identity and broader leadership skills

Delivering the RISe programme and ensuring 

researchers have access to  OL's leadership offer.

Oct-25 R&I 80% of the respondents to the OL 

annual survey report having engaged in 

professional

development activities

No new action - support

ongoing

In addition to the previously identified actions under this obligation, LSE's RISe 

Programme continues to deliver training and development sessions for research and 

policy staff. It is provided by R&I in collaboration with colleagues across the School, 

including the LSE Library, LSE Early Career Researcher Network, and LSE 

Communications. As research and policy staff careers develop and the research and 

According to 2024 Training needs analysis survey, 76% researcher 

respondents reported engaging in leadership training and building 

their research identity.

Carried forward

PCDI5

Recognise that moving between, and working across, employment 

sectors can bring benefits to research and researchers, and support 

opportunities for researchers to experience this.

Further revisions of the OL programme will occur 

based on the annual OL survey.

No further action to take based on the School's 

current approach to developing Research staff

no Oct-25 Regular engagement with the training 

needs analysis surveys for research 

staff.

Support is ongoing OL, R&I and RPSC administer the Training Needs Analysis (TNA) survey every year, 

and receive information on core development themes highlighted from the TNA 

results and the LSE Staff survey.

 The insights and themes presented by the results of the TNA 

survey are analysed, and used to modify the core courses training 

offer for research staff every year. We intend on continuing this 

practice.

Ongoing

PCDM2 Managers support researchers in exploring and preparing for a 

diversity of careers, for example, through the use of mentors and 

careers professionals, training, and

secondments.

Mentors are allocated to all junior research staff yes Ap-24 HR Director Numbers of allocated mentors 

monitored on an annual basis - aim for 

80% allocated

Ongoing. HR regularly allocates mentors to research staff seeking mentorship, and focuses on 

fostering cross-departmental collaboration with matching mentees to mentors. OL, 

R&I and EDI have recently launched an online mentoring course for Early Career 

Researchers to help build their mentoring skills, understanding of mentoring support 

and reflect on their leadership identity. The course was piloted in January 2026, and 

Despite low uptake, due to the comms sent around the ECR 

Mentoring training, we were able to gauge a budding interest in 

mentoring skills from research staff. We will be responding to this 

interest by scheduling the training again. 

Ongoing

PCDR2 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.

Continued provision of mentors and support from 

LSE Careers

No Dec-25 HR, RPSC Numbers of allocated mentors 

monitored on an annual basis - aim for 

80% allocated

Provision of mentors 

ongoing

HR regularly allocates mentors to research staff seeking mentorship, and focuses on 

fostering cross-departmental collaboration with matching mentees to mentors. OL, 

R&I and EDI have recently designed an online mentoring course for researchers to 

help build their mentoring skills, understanding of mentoring support and reflect on 

their leadership identity. 

HR will continue to allocate mentors to research staff.  The online 

mentoring course to help researchers build mentoring schemes was 

piloted in January 2026, and but relatively low uptake due to term 

times. The course will therefore be rerun in the spring term. 

Ongoing

PCDR6

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.

As above. As above LSE continues to provide dedicated support, and opportunities for, researchers to 

develop their awareness of the wider research system.  The R&I Division has an 

Impact & Innovation team with expert Managers who work 1:1 with researchers on 

skill building and project development and the Communications Division has a 

dedicated Research Communications team who work 1:1 with researchers on 

engagement projects.  Both teams also, through RISe offer bespoke training 

sessions.

To further support researchers with their engagement, impact, and 

innovation work, LSE recently launched a dedicated Engagement 

and Impact Hub. Developed across 2024 and ongoing, this online 

website provides specially-designed resources and training in E&I 

(this website is also largely externally facing, allowing the 

dissemination of this support within and outside the LSE)

Ongoing

* 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.

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.


