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Context and background N Mode of delivery

Dubbed ‘the original redbrick’, the University of Liverpool is a founding
member of the Russell Group and internationally-renowned centre of
research, with a postdoc population of around 900 spread across its three
faculties of Health and Life Sciences, Humanities and Social Sciences, and

Science and Engineering. Cost + resource

® ~£9000

It is also the ‘home’ of Prosper, which sits within the University’s 752 (For career coaching,
Leadership, Organisational, Professional & Academic Development session facilitation and
catering - NB costs for
Academy' facilitation higher than for
other HEIs due to
i t f
How was Prosper used? W e o
Portal)
Given the success of the cohort model during the pilots, the Prosper team 1FTE
opted to continue with this approach, recruiting a cohort of 30 postdocs — Q (with some additional
keeping the application process as simple and inclusive as possible, and admin support)
aiming to recruit a diverse group in terms of discipline, gender and ethnicity Key stats

(see figures below).
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Cohort makeup by gender: >
Prefer not to say Sessions were well

3% thought out and well-
delivered - the range of
topics was excellent”

- Cohort member
Male
40%

The social and buddy group
Female aspect really helped as |
B didn't have lots of other
departmental friends at
similar decision points in
their career.”

Cohort makeup by ethnicity: - Cohort member
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“I have learned a lot about
50 how to appraise what |
actually want from my
career - and my life outside

60

%

40

- of it - and the steps | need

20 to take to get there. I've
learned how to take those
skills and experiences that

0 we often take for granted
BAME White Information refused Not known as postdocs, and recognise
. . . ) the value they offer to
In addition to the above, 57% of the cohort were the first in their family to employers. I've also learnt

graduate from university. valuable strategies for
finding new career options

Prosper opted for a 6-month cohort, running between February and July and making connections.”

2024. This duration was decided on after consultation with professional - Cohort member
career coaches who had worked with the pilot cohorts. The timing within
the academic year was chosen so as to avoid the summer break (August)

N

and start of academic year (September/October). >

“Thanks to Prosper | am
The cohort proceeded through Prosper’s Reflect, Explore and Act themes, more confident about my
with two months for each. Participants had access to a series of sessions skills and strengths”
covering a variety of topics, with sessions being a mix of online and in- - Cohort member
person.
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