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Partner withinteral and external raining providers t deliver training and topersonal development and elbeing.
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management of workloads and people. that promote work-lfe balance. survey or Rescarcher's TNA) respondents respond
people management practices
posiively to question or questions on whether self-
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1) Pilotone “Wellbeing for
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1)Wellbeing for Research and Polcy Staff session
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3) Deliver 3) 3) Greater for
early career faculty and researchers returning from maternty eave. dh careers. Supportfor towork, , and their
upto female faculty or carcer
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them meet the expectation of spending at least 10 days a year on
The

policy staffs' knowledge and skills in the subject matter. RISe
sessions are on research and impact funding, grant
1, d

1 d ' the REF etc. As such, we
ud levant ,including RiSe, coaching, Eden Centre: these subject areas leading to
and LSE Careers provision. greater progression
staft. pathways.
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