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	Statement on how the organisation creates, maintains and embeds a research culture that upholds a positive and inclusive environment for researchers at all stages of their careers 
The University of Stirling’s Strategic Plan 2030, places excellence in research and innovation and a focus on our staff and their career and skills development at the heart of our strategic priorities. Our commitment to “producing world-leading research and innovation with national and global impact” is underpinned by a strong research culture - one that fosters curiosity, creativity, and collaboration across our research community and teams. Equally, our strategic focus on staff reflects our dedication to “enabling colleagues to develop and sustain fulfilling careers while delivering our ambitions individually and collectively.” 
The successful delivery of our strategy is underpinned by several enabling strategies, including our Research and Innovation Strategy and People Strategy. These strategies ensure that research culture is embedded in all people-related initiatives and provide a structured approach to assessing and enhancing the research environment.   

This report will summarise the overall outcomes from our 2023-26 action plan and highlight our intended future actions and strategic direction.  Our next action plan for 2026 and beyond will have a focus on research culture, inclusive of the Researcher Development Concordat responsibilities, and provide a valuable institutional focus and point of reflection on broader research culture initiatives across the University of Stirling.  
Research culture at Stirling is understood not as a discrete set of initiatives, but as an integral part of how the University operates: how we lead, how we support careers, how we recognise contribution, and how we enable staff to do their best work. This approach reflects our commitment to enabling colleagues to develop and sustain fulfilling careers while delivering our ambitions individually and collectively.
Our ongoing commitment to research culture is demonstrated via:  
· The active foregrounding of research and researcher experience, development and support in strategic planning and practical action.
· Implementation of the Researcher Development Concordat and the Research Integrity Concordat. 
· The Research Environment Group (REG), which aligns strategic University initiatives with the Concordat. 
· Our Athena Swan Action Plan, with the University holding a Silver award.
· Research Culture Awards which continue to see an increase in nominations year-on-year and expanded award categories.
· Embedding of research integrity training.
· Wider opportunities to collaborate across the institution on mission-focussed research.
The Concordat Action Plan (2023–26), approved by University Court, has been a key mechanism for embedding a positive, diverse, and inclusive research culture. The plan supports all research-active staff, with a particular focus on Early Career Researchers (ECRs) - defined as new postdoctoral researchers or those transitioning to or establishing independence. Recognising the varied nature of research careers, we empower colleagues to self-identify with the career stage that best aligns with their experience and aspirations. 
The University actively supports staff at all career stages to contribute to shaping research culture through structured engagement at institutional and faculty level. Central to this is ‘Be Heard’, the University’s staff-voice approach, which provides regular, accessible opportunities for colleagues to share experience and inform improvement. Research staff participate in ‘Be Heard’ alongside other staff groups, reinforcing the principle that research culture is part of the wider staff experience rather than a separate domain.
The University draws on multiple sources of evidence to understand research culture, including national benchmarking, institutional pulse surveys, structured staff engagement through REG, and leadership insight. Together, these provide a rounded understanding of experience, behaviour, and practice, and enable the University to assess progress, identify priorities, and inform action in a way that reflects the lived reality of our staff.
Summary of 2023–26 Action Plan outcomes
Over the period of the 2023-26 Action Plan, the University has made sustained progress in strengthening research culture, researcher development, and institutional support. This progress reflects increased engagement from staff, improved quality and breadth of evidence, and the more deliberate integration of research culture considerations within wider people, leadership, and development arrangements. Outcomes are evidenced through a combination of national benchmarking, institutional staff-voice mechanisms, delivery data, and qualitative insight.
A major outcome of the Action Plan has been the significant increase in researcher engagement with institutional listening mechanisms. In 2025, the CEDARS survey achieved a 55% response rate among research-active staff, exceeding the Action Plan target of 40% and more than doubling participation since 2023. This provides a robust and credible evidence base for evaluating impact and reflects growing engagement from our colleagues in actively shaping their experience of research and work at the University. 
CEDARS 2025 results show that the University performs consistently above the national benchmark in several strategically important areas. Researchers report high confidence in institutional ethical standards, feeling able to raise concerns about research practice, and support for interdisciplinary research. The University also exceeds sector averages in staff willingness to recommend Stirling as a place to work, perceptions of creativity and collaboration, access to mentorship, and feelings of inclusion. Collectively, these findings provide external validation of progress against the aims of the Action Plan.
Across the reporting period, the University delivered a coherent and increasingly embedded programme of research culture activity. Initiatives such as the Research Culture Awards, alongside wider engagement activity, have become established mechanisms for recognition, dialogue, and community building, supported by complementary provision spanning induction, supervisory and leadership development, mentoring, the Stirling Crucible, and the Researcher Development Programme. Together, these activities have strengthened support across career stages. 
A significant structural development in 2025-26 was the launch of the Researcher Development SharePoint, bringing all researcher development provision into a single, accessible institutional hub. Informed by the updated Vitae Researcher Development Framework, this platform articulates a refreshed set of institutional competencies and places the researcher at the centre of development, while recognising the importance of community and environment. This represents a step change in the clarity, coherence, and accessibility of support.
The Action Plan also delivered strong progress in policy awareness and research integrity. Awareness targets were exceeded for the Researcher Development Concordat, the Concordat to Support Research Integrity, and the Guidelines for Handling Allegations of Misconduct in Research. CEDARS data indicate that most respondents have not experienced pressure to compromise research standards and have not witnessed research misconduct, providing strong evidence of a positive integrity culture. Awareness of Respect at Work has also increased over the reporting period, indicating positive momentum and a clear opportunity for further impact.
In relation to career development and appraisal, participation targets were exceeded, with over 80% of respondents reporting engagement in appraisal or development review processes within the previous two years. While perceptions of effectiveness indicate scope for further strengthening, the data now provide clear, actionable insight to inform the next phase of enhancement. Progress was also made in mentoring, with over two-thirds of respondents reporting access to formal or informal mentoring, meeting the overarching access target.
Alongside these developments, the University strengthened its commitment to equality, diversity and inclusion, most notably through the award of Institutional Silver Athena Swan in 2024, supported by multiple faculty and departmental awards. Pulse survey evidence indicates strong perceptions of fairness, safety, and respect, whilst also highlighting priorities for continued improvement.
Overall, the 2023–26 Action Plan has been successfully delivered, with the majority of quantitative targets met or exceeded and clear qualitative evidence of positive cultural change. Areas where outcomes were less strong, particularly in relation to mental health and wellbeing support, career development effectiveness, and knowledge exchange engagement, have been identified and will inform the priorities for the next Action Plan. Taken together, these outcomes demonstrate a maturing, evidence-led approach to research culture and provide a strong foundation for continued progress.

	Provide a short summary of the institution’s strategic objectives and implementation plans for delivering each of the three pillars of the Concordat (environment and culture, employment, and professional development of researchers) for your key stakeholder groups together with your measures for evaluating progress and success 

Strategic objectives, implementation, and evaluation: 
The 2023–26 Researcher Development Concordat Action Plan was designed to support ambition, evidence-led improvement, and sustainable impact across the University’s research community. Whilst the plan had a primary focus on research staff, it was intentionally framed to benefit the wider researcher population, ensuring alignment with the spirit and intent of the Concordat and supporting a coherent, inclusive, and future-focused approach to researcher development.
The Action Plan aligns closely with the University’s Institutional Strategic Plan, Research & Innovation Strategy, and People Strategy, and complements sector initiatives including Athena Swan and the Concordat to Support Research Integrity. Delivery of the Action Plan has provided a practical mechanism for translating strategic ambition into coordinated institutional action.
Delivery and Assurance Approach 
Across all three Concordat pillars, delivery and oversight have been coordinated through Research, Innovation and Business Engagement (RIBE), which provided strategic direction, implementation oversight, and assurance. HR & Organisation Development (HR&OD) has worked closely with RIBE to ensure that Concordat activity was embedded strategically within wider people-related activity, including skills development and staff experience initiatives. Collaborative input was sought from the Research Environment Group (REG), a cross-institutional group of research staff, to ensure staff voice shaped delivery of actions. Progress is informed by a combination of national benchmarking (CEDARS), targeted internal pulse surveys, structured staff engagement through REG, and regular reporting to the University Research & Innovation Committee.

In late 2025, responsibility for researcher development activity moved into HR&OD, reflecting an intentional shift towards a single, coherent institutional approach to career development for colleagues. This integration will be reflected in the design of future action plans. Together, these mechanisms ensure that activity is evidence-led, responsive to staff experience, and subject to appropriate governance.
Recognition and community-building are supported through established mechanisms such as the Research Culture Awards, which provide a visible means of valuing contribution, excellence, and good practice across the research community.

	Environment & Culture
Under the Environment and Culture pillar, the University has focused on strengthening research culture through coordinated oversight, structured engagement, and the systematic use of evidence. Progress under this pillar is informed by a combination of national benchmarking, institutional staff-voice mechanisms, structured engagement with researchers, and leadership insight. Together, these sources provide a rounded view of experience and enable the University to monitor strengths, identify areas for improvement, and take proportionate, targeted action.

Evidence on research culture indicates a generally positive environment, with strong signals around ethical practice, collegiality, and institutional affiliation. Staff feedback highlights confidence in research integrity processes, support for interdisciplinary working, and a strong sense of institutional pride. These themes are reflected consistently across national benchmarking and institutional feedback mechanisms.
National benchmarking through CEDARS 2025 provides external validation of this picture. Eighty-one per cent of respondents agreed that they would recommend the University of Stirling as a place to work, exceeding the national benchmark (74%). Seventy-three per cent reported feeling included, consistent with the national figure (72%). Responses relating to ethical standards were particularly strong (85%, compared with 80% nationally), indicating confidence in institutional ethics processes. Feedback on mentoring was positive overall, while also highlighting demand for greater access and consistency.

The University complements national benchmarking with its institutional staff-voice approach, ‘Be Heard’, which provides regular, theme-based opportunities for colleagues to share experience and inform improvement. Research staff participate in these surveys alongside other staff groups, reinforcing the principle that research culture is part of the wider working environment, not a separate area of activity.

Pulse survey findings are shared with leadership teams at institutional and local level, supporting reflection, prioritisation, and action. From 2024-25, pulse surveys include a core question on whether staff would recommend the University as a place to work, enabling the University to track trends over time and understand staff experience. Findings during the lifetime of the Action Plan indicate generally high engagement and positive experience across themes including fairness, wellbeing, and major change programmes, while also identifying priorities for continued improvement.

Employment
Under the Employment pillar, the University has progressed actions focused on fair, transparent, and supportive employment practices that recognise the breadth of researchers’ contributions. This includes the development and promotion of narrative CV approaches aligned with responsible research assessment principles, supported by institutional guidance and piloted within relevant internal processes. 
Leadership capability is developed through a structured suite of opportunities spanning early- and mid-career researchers through to established research leaders, including the Stirling Crucible programme, targeted skills development, and one-to-one coaching. Together, these interventions support sustainable leadership capacity and position leadership as a core component of research excellence.
Professional Development of Researchers
The Professional Development pillar is underpinned by a commitment to accessible, high-quality development opportunities across career stages. Clear expectations regarding engagement in continuing professional development are supported through centralised guidance and delivery via the Researcher Development SharePoint.

Provision is delivered collaboratively across professional services and academic partners, ensuring relevance, scalability, and sustainability. Ongoing enhancement of supervisory development further supports high-quality research environments and effective researcher support.
Researcher development provision has expanded significantly. During 2024-25, more than 20 new RDP sessions were introduced. In total, 251 research staff engaged with RDP provision during this period, representing 44% of the research staff population
Evaluation of Progress and Success
Progress against the Action Plan is evaluated annually using indicators aligned to the University’s Strategic Plan 2030, People Strategy, and Research & Innovation Strategy. Success is defined by demonstrable improvements in policies, practices, and behaviours that strengthen research culture, enhance staff experience, and support the long-term sustainability of the research environment.

	Summary of actions taken, and evaluation of progress made, in the current reporting period to implement your plan to support the three pillars in respect of each of your key stakeholder groups [Institution; Academic Managers of Researchers (Deans, Heads of Schools/Departments/PIs); Researchers] 

	Environment and 
Culture 

	Institution
During this reporting period, the University gathered substantial feedback on the research environment through the institutional staff-voice approach, ‘Be Heard’ and from CEDARS. Insights from researchers, academic leaders, and professional services directly informed institutional action during the reporting period, ensuring that changes to support, leadership practice, and working environment were evidence-led and responsive to need.
As part of a strengthened institutional approach to wellbeing, enhanced Occupational Health and Employee Assistance provision was introduced in 2025. These changes improved access to timely, confidential support and proactive advice for staff, contributing to a healthier and more resilient research environment. Targeted wellbeing support, including specialist provision for menopause and men’s health, further strengthened inclusivity and responsiveness to diverse staff needs.
At a sector level, the University actively contributed to national workshops supporting the development of the People, Culture and Environment (PCE) indicators for REF 2029. Participation in this work ensured that institutional learning from research culture activity informed emerging national frameworks, while also strengthening internal readiness for future REF requirements.
Institutional leadership expectations were further clarified through the introduction of the Academic Leadership Framework in 2025. The framework articulates clear responsibilities for senior academic roles, embedding accountability for research culture, people leadership, and inclusive practice. This approach will support greater consistency in how research culture is led and championed across faculties and at institutional level.
Academic Managers of Researchers
Academic managers play a central role in shaping the day-to-day research environment. During the reporting period, managers were supported to engage actively with staff feedback through ‘Be Heard’ pulse surveys. Local-level results were shared directly with leadership teams, enabling managers to interpret findings in context, identify priority actions, and monitor progress within their areas. This strengthened the link between staff voice, leadership action, and improvement in working environments.
The University’s Agile Working Framework continued to support managers and research staff to co-create flexible working arrangements aligned to institutional principles. This approach enabled research activity to be balanced with collaboration, wellbeing, and productivity, supporting sustainable research practice across diverse roles and disciplines.
Researchers
Researchers were supported to engage actively with institutional dialogue and to contribute to a collaborative and inclusive research culture. Four Research Culture Conversation events were delivered during this reporting period, providing structured opportunities for researchers to raise issues, share experience, and contribute to discussion on key themes. These sessions, led by senior colleagues, strengthened connection across the research community and reinforced shared ownership of research culture.

The Responsible Researcher Programme continued to provide accessible, point-of-need support in research ethics and integrity. Online resources and facilitated case-based discussions supported consistent understanding of ethical practice across staff and students. Targeted training in research integrity, including emerging issues such as the use of AI in research, further strengthened institutional capability and awareness.

Progress was also made in trusted research and due diligence through the development of a new OTOR (opportunity, technology, organisation, region) process to support grant applications. This strengthened institutional oversight while providing practical guidance to researchers and managers. Open access and responsible publishing practices were supported through dedicated sessions for research staff and PGRs, contributing to good research practice and compliance.


	Employment 





	Institution
The University continues to prioritise fair, transparent, and inclusive employment practices that support sustainable research careers. This commitment is reflected in the University’s Institutional Silver Athena Swan Award, with additional Silver awards held at faculty and divisional level, providing external validation of progress in advancing equality and inclusion.
During 2025, the University refreshed its institutional Equality Outcomes in partnership with staff, informed by a dedicated ‘Be Heard’ pulse survey focused on equality, diversity and inclusion. This engagement provided insight into whether staff feel respected, included, and able to contribute fully at work, ensuring that refreshed Outcomes reflect lived experience and institutional priorities. The findings will inform future EDI activity and shape the inclusion strand of the next Researcher Development Concordat-aligned, institutional Research Culture Action Plan.
The University’s approach to academic promotions continues to be a key employment lever supporting equity and progression. In 2025, this work received national recognition for its data-informed, transparent approach. Outcomes include sustained high success rates in promotion applications, increased participation and success of female applicants, growth in female academic leadership, and a narrowing gender pay gap. Collectively, these indicators demonstrate tangible progress in creating a fair and supportive environment for academic and research career advancement.
The majority of academic staff are employed on core contracts combining teaching and research responsibilities. The University remains attentive to the impact of employment insecurity on research culture and limits the use of fixed-term and zero-hours contracts to circumstances where they are demonstrably required, supporting stability, continuity and equity within the research community.
Academic Managers of Researchers
Academic managers play a critical role in enabling equitable progression and positive employment experiences for research staff. Managers are required to hold annual development discussions focused on role clarity, performance, career progression and research aspirations. Comprehensive guidance supports managers to conduct high-quality, meaningful conversations that align individual goals with institutional expectations.
Supervisory capability is further supported through a structured development offer for supervisors of postgraduate research students. This provision is mandatory and proportionate to supervisory experience, supporting both new and established supervisors. The programme strengthens confidence, consistency and quality in supervision, contributing to positive PGR experience and sustainable supervisory practice.
Researchers
Researchers are supported to navigate career progression through targeted development and transparent processes. Dedicated ‘Preparing for Promotion’ workshops support staff to understand promotion criteria, interpret expectations, and develop strong applications in dialogue with their managers. Targeted provision for female staff further supports equity in academic and research career advancement.
Responsible research assessment is supported through the provision of development, guidance, and resources on narrative CV approaches, available via the Researcher Development SharePoint. Narrative CV formats have been piloted within relevant internal processes, including committees such as the Research Environment Group (REG), and continue to be promoted to support fairer recognition of contribution and achievement.
Early- and mid-career researchers are supported through structured development opportunities that build leadership capability and cross-disciplinary networks. The Stirling Crucible programme continues to provide a cohort-based development experience for early career researchers, while one-to-one coaching has been expanded for mid-career researchers following a successful pilot, representing targeted investment in leadership development and career sustainability.
Researchers and their managers are also supported to contribute to institutional decision-making through participation in committees and working groups, ensuring that employment practices and research culture continue to be shaped by those they affect.

	Professional development 





	Institution
The University uses evidence from ‘Be Heard’ surveys and CEDARS to ensure that researcher development provision remains responsive, relevant, and aligned to the evolving needs of the research community. Insight from these sources directly informs the design, prioritisation and continuous improvement of the Researcher Development Programme, supporting effective development across career stages.
CEDARS 2025 indicates high awareness and engagement with researcher development provision, providing assurance that the offer is visible, accessible and used. This evidence-led approach supports continuous refinement of provision and ensures that development activity aligns with institutional priorities and researcher needs.
Professional development also supports a range of career pathways, including knowledge exchange, enterprise and commercialisation. Targeted enterprise support enables researchers to translate academic expertise into external impact through skills development, incubation, and access to wider innovation networks. Continued growth in engagement with enterprise and commercialisation activity demonstrates increasing confidence and capability among staff to pursue these pathways as part of sustainable research careers.
Academic Managers of Researchers
Academic managers play a key role in enabling high-quality professional development. Supervisory development provision for postgraduate research supervisors remains mandatory and proportionate to supervisory experience, ensuring consistent standards while supporting confidence and capability across career stages.
During the reporting period, engagement with supervisory development increased across faculties, reflecting both the relevance of the offer and managers’ recognition of their role in supporting researcher development and wellbeing. Provision continues to evolve in response to emerging needs, supporting sustainable supervisory practice and positive researcher experience.
Researchers
Researchers are encouraged and supported to take ownership of their skills development and career planning. The University promotes the Vitae Researcher Development Framework as a common reference point to support reflection, planning and progression, helping researchers to identify development priorities aligned to their aspirations.
CEDARS 2025 data indicate that the majority of respondents feel encouraged by their manager or supervisor to engage in development activity and are aware of institutional support for career and professional development. While not all researchers yet report having a clear development plan, these findings provide a strong platform for further strengthening development conversations and planning.
Mentoring and coaching continue to be important components of the development offer. During the reporting period, mentoring support was provided flexibly in response to individual and local needs, alongside targeted mentoring skills development to strengthen mentoring quality and effectiveness. One-to-one coaching provision was expanded for mid-career researchers following a successful pilot, representing targeted investment in career sustainability, leadership capability and progression.

	Comment on any lessons learned from the activities undertaken over this period and any modifications you propose to make to your action plan and measures of success as a result.  

	Evaluation of the 2023-26 Researcher Development Concordat Action Plan indicates strong overall delivery and engagement. Of the 29 actions, 19 were fully achieved and a further 7 partially achieved, with 3 actions superseded by institutional change. Evidence demonstrates meaningful progress across development, leadership, and recognition activity, while also highlighting areas where focus, delivery approach, and measures of success should be refined in the next phase.
A key lesson is that structured, visible, and role-relevant development activity generates sustained engagement and impact. High participation in researcher development and supervisory provision confirms the value of support aligned to career stage and role. Evaluation also highlights the importance of clearer and more deliberate pathways through development, enabling researchers to more easily understand what is relevant to them and how different opportunities connect over time. Continued institutional investment in development remains essential, alongside ongoing adaptation to reflect evolving research priorities and the wider academic and industry landscape.
A further lesson is the importance of clear institutional ownership and alignment. Progress was strongest where responsibility for researcher development and research culture activity was closely connected to wider people, leadership, and organisational development arrangements. This has strengthened coherence, reduced duplication, and supported more consistent delivery, and will inform the design and governance of the next Action Plan.
Recognition-based initiatives have emerged as a particular strength. The Research Culture Awards have played an important role in reinforcing positive behaviours, celebrating good practice, and sustaining engagement during a period of sector-wide challenge. This underlines the value of visible recognition in reinforcing positive research culture, particularly in times of uncertainty.
Progress against Equality, Diversity and Inclusion (EDI) and Mental Health and Wellbeing (MHWB) targets highlights a further lesson. During the current Action Plan, the University deliberately shifted from stand-alone initiatives towards integrating EDI and wellbeing within core strategies, policies, and leadership practice, making this activity part of business as usual. This approach has strengthened sustainability but also requires clearer measures of success that better capture embedded practice and staff experience. The next Action Plan will strengthen this integration and refine evaluation accordingly.
The evaluation also identified a clear opportunity to strengthen career development practice. Whilst participation in appraisal and development conversations is high, there remains scope to improve their quality and consistency, reflecting variation in expectations, confidence, and leadership practice across roles and contexts. This reinforces the importance of leadership capability as the primary mechanism through which research culture and career support are experienced in practice. The next phase will therefore move beyond a predominantly annual review model towards more regular and meaningful conversations about development, performance, and career pathways, supported by clearer expectations, enhanced guidance, and targeted leadership development.
In relation to policy and process, evaluation demonstrates that the existence of formal policies alone is insufficient to drive impact. Effective implementation depends on how policies are communicated, understood, and applied in everyday practice. Future activity will focus on integrating key policy guidance more consistently into induction, line management, and researcher development activity.
Limitations in existing evidence tools were also identified. In particular, CEDARS does not consistently capture awareness of, or the perceived value of, specific institutional resources and support. The next Action Plan will therefore strengthen the use of targeted pulse surveys and qualitative engagement to better assess accessibility, usefulness, and real-world impact.
Finally, evaluation highlighted the importance of further embedding responsible research assessment and recognition of team-based contribution. Future priorities will include clearer articulation of the value of diverse contributions and strengthened support for collaborative research cultures.
Together, these objectives will ensure that the next Research Culture Action Plan provides greater clarity, coherence, and direction for colleagues across the University. It will place clearer emphasis on leadership capability, guided development pathways, and the shared contribution of research and research-enabling roles, supported by proportionate and meaningful evaluation. In doing so, the Plan will move from building provision to strengthening everyday practice, supporting a positive, inclusive, and sustainable research culture that enables world-leading research.

	Outline your key objectives in delivering your plan in the coming reporting period.

	During the coming reporting period, the University will develop and begin delivery of a new institutional Research Culture Action Plan, aligned to the Researcher Development Concordat, to succeed the 2023-26 plan. The new plan will be co-created with academic, research, and research-enabling colleagues across career stages and disciplines, ensuring it reflects staff experience, institutional priorities, and the wider higher education context. It will be clearly aligned to the University’s Strategic Plan, People Strategy, Research & Innovation Strategy, and emerging REF 2029 Strategy, People and Research Environment (SPRE) expectations.
A key objective for the next reporting period is to extend the focus of the Research Culture Action Plan beyond research staff alone, recognising that world-leading research is enabled by the collective contribution of a wide range of roles across the University. The next phase will place greater emphasis on the role of research-enabling staff, including colleagues in professional services and other support functions, in enabling high-quality research. Activity will focus on building shared understanding of how different roles contribute to research success, improving alignment between research priorities and day-to-day practice, and strengthening partnership working between researchers and enabling teams. This will be supported through targeted development and clear communication to help research-enabling staff understand the research lifecycle, institutional priorities, and how their work supports excellence, integrity, and impact. By broadening the scope of the Action Plan in this way, the University aims to strengthen coherence and capability across the research community and reinforce research culture as a shared institutional responsibility. 
A central objective of the new Action Plan is also to place stronger emphasis on leadership capability and high-quality career development practice. Building on lessons from the current plan, the next phase will support a shift towards more regular and meaningful conversations about development, performance, and career pathways, alongside clearer expectations for ongoing professional development. Together, these changes will strengthen consistency, transparency, and confidence in career support.
A further objective is to strengthen how research culture activity is evaluated. The next Action Plan will adopt a proportionate and responsible approach to evaluation, using a combination of targeted pulse surveys, qualitative insight and national benchmarking to assess impact. Measures of success will focus on meaningful change in experience, behaviour, and practice, rather than relying primarily on activity volume, ensuring that evaluation is informative and useful.
The University will continue to engage actively with sector-level research culture activity, both to share learning and to inform institutional practice. External benchmarking will continue to be used to support prioritisation and assess progress over time.
Collectively, these objectives will ensure that the next Researcher Development Concordat-aligned, institutionally owned Research Culture Action Plan is focused, evidence-led, and achievable, while supporting a positive, inclusive, and sustainable research culture that recognises the full breadth of contributions across the University.

	Please provide a brief statement describing your institution’s approval process of this report prior to sign off by the governing body 
This report was drafted by the University in January 2026 and reviewed through established governance arrangements to ensure alignment with institutional priorities and compliance with the Researcher Development Concordat. The report was shared with the Chair of the Research Environment Group before being agreed by the Executive Director of Human Resources and Organisation Development, and the Deputy Principal (Research). 
The report was then considered through formal governance channels, progressing via the University Strategy & Policy Group and the Joint Policy, Planning & Resources Committee in February 2026, prior to final approval by University Court in March 2026. 
The final version of the report was submitted to Universities UK in April 2026



Signature on behalf of governing body: 
Contact for queries: 
This annual report will be analysed by the secretariat for the Concordat to Support the Career Development of Researchers, to identify good practices, themes for development and information to improve national research culture policy and practice. 
If you have any questions, or suggestions on how the reporting process could be improved, please contact the secretariat via the email address listed on the RDC website: www.researcherdevelopmentconcordat.ac.uk. 
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