Flexible Fund panel session: What practical
changes could organisations adopte

Prof James Richards, Workstream 3 Lead, EDICa and Professor, Heriot-Watt University

Dr Yetunde Ataiyero, Enhancing research capacity for Black nursing academics in UK
universities, University of Staffordshire

Dr Ria Cheyne, Divergent Minds in the Archive: Creative engagements with the archive
as research workspace, Liverpool John Moores University

Dr Tinkuma Edafioghor, Impact of Hybrid Working on Black Women Academics:
Productivity and Visibility in Post-COVID Higher Education, University of the West of
England

Dr Katherine Deane, DALE: Disability Access in Laboratory Environments, University of East
Anglia

Dr Preethi Premkumar, The impact of the COVID-19 pandemic on the career progress of
disabled researchers in intersection with race, gender and caring responsibility, London
South Bank University

DICa




Session Formart

 [ntroduction

* Flexible Fund awardee presentations and practical
changes

.+ Q&A (Slido)

DICa




Flexible Fund Posters

 Please see the link in the chat for some of our Flexible
~und posters

* For those in person, please take some time in the breaks
to have a look at the physical posters
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Dr Yetunde Ataiyero, University of
Staffordshire

Enhancing research capacity for Black
nursing academics in UK universities
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Enhancing Research Capacity for Black Nursing Academics in UK universities

To understand barriers and co-create pragmatic recommendations for supportive, equitable
research environments.

* Qualitative multi study

 Underpinned by Intersectionality Theory & Silences Framework
 WP1: Qualitative interviews (completed)

* WP2: Codesign workshops (launched Nov 2025)

|ldentified from codesign
* Tackling bias — creating a level playing field
« Shift to institutional responsibility
* Addressing lack of recognition of racism



Emerging consensus from 15t codesign workshop is that institutions must move
from passive statements to active, measurable change.

* Equity governance structures with accountability at senior levels
* Data-driven audits to identify inequities and act
* Embed anti-racism KPIs into leadership appraisals

* Create protected research time via workload health checks.
* Develop mentorship programs aligned with research interests; monitor effectiveness
* Foster collaborative forums beyond HEls

* Increase representation at senior levels
* Normalise conversations on racism
* Public-facing charters/policy statements for accountability and allyship.



Dr Ria Cheyne, Liverpool John Moores
University

Divergent Minds in the Archive: Creative
engagements with the archive as
research workspace
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Making archive workspaces more
accessible for neurodivergent users
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Dr Tinkuma Edafioghor, University of the
West of England

Impact of Hybrid Working on Black
Women Academics: Productivity and
Visibility in Post-COVID Higher Education
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Project Outline

The Impact of Hybrid Working on Black Women Academics

Aim: To explore how hybrid working affects black women productivity, visibility, work-life balance, and
career progression.

Research Questions:

o Impact on visibility in institutional hierarchies.

o Impact on productivity and work-life balance.

o Structures enabling or hindering career progression.
Method:

o Co-designed with an 8-member Advisory Board
o Qualitative interviews and focus groups

o Thematic analysis

Emerging Findings:

o Workload imbalances and emotional labour.

o Need for mentoring and clear promotion criteria
o Unwritten rules and hidden curriculum

o Intersectional emotional burdens
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What Practical Changes Could
Organisations Adopt?

Clarify hybrid expectations; standardise workload allocation.

Strengthen mentoring and clarify promotion pathways.

Address unwritten rules disadvantaging migrant academics.

Embed intersectional flexibility (e.g., caregiving needs)

Recognise emotional and diversity labour in workload models
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Dr Katherine Deane, University of East
Anglia

DALE: Disabillity Access in Laboratory
Environments
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Disability Access In
Laboratory
Environments

» Created an electronic assessment of lab
access (JISC)

» Checked content and
implementation

» Tested in 4 shared use imaging labs
and 2 highly accessible facilities

» Interviews on lab accessibility — what
does and does not work

» Updated lab access guidelines
» Created training materials and checklists




What practical changes could
organisaftions adopte
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Conduct the access assessment for all lalbs and technical spaces
Publish the results on your web page

Create a list of improvements

Implement the no cost improvements immediately

Consult with relevant stakeholders to identify priorities for remainder

Ensure all future purchases for the lab have considered access (see
guidelines)

» Discuss access with manufacturers

» Discuss access costs with grant funders etc



Dr Preethi Premkumar, London South Bank
University

The impact of the COVID-19 pandemic
on the career progress of disabled
researchers in intersection with race,
gender and caring responsibility
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QOutline

* Between May 2024 and November 2024, we conducted three waves of research to
investigate the impact of the pandemic on researchers:

* Focus groups:
* We conducted focus groups and interviews with researchers at early, middle
and late career stages in May 2024.

* Online surveys:

* We designed a survey from the themes identified in the focus groups. The survey
examined researchers' career pathway from training to being a researcher to
gaining support with career progress and developing an independent field of
research.

* Interviews:
* 17 participants who identify as disabled the online survey took part in an online
interview about their lived experience of their career progress following the

COVID-19 pandemic. LSBU
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What practical changes could organisations adopt?

Develop distinct Human Resource policies that focus on improving the career progression of
minoritised researchers

Stabilize Contracts in Higher Education . . .
Reassure employers of security by reducing reliance on fixed-term contracts and converting
roles to open-ended positions after three years of continuous service.

Embed Caring-Aware Career Progression
Establish expectations for flexible work, job-sharing, and “stop-the-clock” research-pause
schemes to enable equitable promotlon for carers and parents.

Increase Transparency and Fairness in Promotion

Develop progression templates at meetings with line managers that clearly address barriers
of minoritized researchers. Support EDI leadership in academic roles and public
engagement of minoritized researchers alongside publications and income ensuring that
excellence reflects diverse contributions.

Expand Mentoring and Sponsorship Networks

Fund a UK-wide mentoring and sponsorship programme for minoritised researchers,
coordinated by Advance HE and professional societies, pairing experienced leaders with
early-career academics.

Mentors to advocate for minoritised academics at leadership committee meetings and other
circles of influence about their contribution to the field



