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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 (max 500 words)
At the University of Leeds, we recognise that embedding a positive research culture is a shared endeavour, involving every member of our research community, at every career stage. Our Research Culture Strategy 2023–28, has an overarching aim: to enable more colleagues to produce leading research that is inclusive, equitable, open, and supportive.
Our work is delivered through four strategic objectives:
· Valuing diverse forms of research activity
· Embedding EDI principles in research practices
· Enabling Open Research practices
· Mutually supporting and developing research teams
In late 2025, our Researcher Development and Research Culture teams were combined into a single, integrated team. This alignment strengthens our ability to support all those delivering research throughout their careers and reinforces our belief that thriving individuals and thriving cultures go hand-in-hand.
The Researcher Development Concordat remains a core part of our approach, underpinning each strategic objective and shaping how we support researchers’ career aspirations, wellbeing, and development. The Concordat is complemented by our engagement with other sector-wide frameworks—such as the Concordat to Support Research Integrity, DORA, Athena Swan, and the Technician Commitment.
We continue to invest in a range of research culture initiatives forming our multi-year implementation plan. These projects are collaborative by design, bringing together colleagues from across disciplines, roles, and career levels. Progress is overseen by our Research Culture Steering Group, ensuring transparency, accountability, and continuous evaluation.
Key Successes:
· Over the last four years we’ve invested in 51 projects across all faculties and services. Through these Research Culture open and targeted funding calls, allocations to services, and support for staff networks, our investment is over £1.65 million.
· Our Research Equity, Diversity and Inclusion (REDI) Fund supports the career progression of researchers who are women or from marginalised genders, minoritised ethnic groups, or disabled, and is also open to academic staff undertaking research EDI work. We have funded 36 individuals across two funding calls (2024/25 and 2025/26), awarding £396,000. Awards were complimented with bespoke career development sessions. Feedback included:
“Gave me the impetus and some tools to think about career planning beyond the life of the REDI grant.”
“A great and unique opportunity to invest in ourselves and do what we value most.”
· Our Research Adjacent Career Conversations (grades 7 and 8) was renamed Research Professionals Careers Conversations, opened to grade 6 and reduced from 6 sessions to 4 in response to participants’ workloads and availability. Following feedback, we are developing an online version for late Spring 2026.
· We offered several careers workshops for Research Professionals and held our first ever bespoke Careers Day for Research Professionals in May 2025. As a result, volunteers from the Careers Day have co-created a new network for Research Professionals, with its own Teams Space and an in-person launch planned for 11 March 2026.  
· Our first ever Research Culture Community of Practice event ran in July 2025, bringing together 130 registrants and over 20 sets of speakers from across the University and the wider sector. Alongside leading voices in research culture, colleagues shared practical examples, tools and reflections from their own contexts. Feedback highlighted the value of hearing real, lived practice, building new connections, and having space to collectively reflect on what good research culture looks like in action.

	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 (max 600 words)

	The Researcher Development and Research Culture (RDRC) team holds institutional responsibility for the Concordat and works in partnership with all faculties and professional services to deliver the University’s implementation plan. This plan forms a core part of our research culture strategy, particularly strategic objective 4: Mutually supporting and developing research teams, which focuses on developing researchers and research teams. 
Our implementation plan was co-created with our researchers, and our progress is regularly shared and reviewed by our Research Staff Action Group.
Environment and culture
· Building Engagement: We introduced a monthly research staff newsletter, Pathfinder, in March 2024, as requested by our researchers. Alongside regular features on the Concordat, it showcases tailored development opportunities and key updates specifically for our postdoctoral research staff. We invite contributions from postdocs, sharing articles of wider interest, as well as celebrating achievements and successes from across the postdoctoral community. We have significantly exceeded our initial success criteria of 200 reads within six months and 500 within the first year. In its first year, the newsletter achieved an average open rate of 48.6% among approximately 927 subscribers, amounting to well over 4,500 total reads.  We have had positive feedback:

“I love it. Easy read, very engaging, has everything I need to know for this month. I love the contribution section. It is like a blog. Excellent, I needed it.”
“I really like the Newsletter. I always take the time to actually read through it (which I do with very few of the hundreds of newsletters I get). It's very well structured and the bite sized articles are easy and quick to read and always provide fruit for thought. Most of all I like that it provides some positive examples of research and ECR life that are sometimes hard to find these days.”
· Research Staff Survey: Our research staff survey will run again later in 2026, focusing on the Concordat at Leeds and our research culture. Findings will be shared via our Research Culture Newsletter, with culture cafes and focus groups held to discuss specific challenges highlighted in the responses. Success criterion: 20% response rate, increased engagement with opportunities, and qualitative data showing positive impact.


Employment
· Our Career Pathways work aims to improve clarity, fairness and consistency in how careers develop across all staff groups. By clarifying expectations and processes for progression, we will enable researchers and those who support them to more easily identify development needs aligned to their chosen pathway. 
· We will develop tailored guidance to strengthen Staff Review and Development Scheme (SRDS) and annual review conversations for both researchers and their reviewers, ensuring these discussions are supportive, meaningful, and aligned to individual career goals. This guidance will recognise the specific circumstances of postdoctoral researchers, who may not undertake a formal SRDS during their first contract but will engage in similar developmental conversations through probation.
Professional Development of Researchers
· Leeds recognises the importance of ongoing career development provision and champions the full diversity of research careers. We promote a culture where career development and constructive career conversations are integral to research leadership and practice, and our approach is actively supported and championed by senior leadership across the University.
· We will continue to offer our extensive range of career development programmes, including: 
· Career Architect and Career Accelerator: Our two cohort-based programmes. 
· Career Catalyst: Our self-driven LinkedIn programme. 
· Boost: Our 12-month pick-and-mix package. 
· Fellowship Accelerator 

	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 (max 600 words)

	Institution: 
Our Vitae Impact, Culture and Engagement award-winning Research Culture Uncovered Podcast has now released 145 episodes on various topics of research culture, has over 21,434 downloads across 112 countries (end January 2026) and has established Leeds and our hosts as leaders in this work. Our LinkedIn page for the podcast has 2,660 followers.
Four research culture cafes ran in 2025. The cafes are supported by a community of practice that has seen membership grow from 700 to 800 in the last year. To boost engagement, we have prepared a programme of themes aligned to common issues or groups. Cafes will continue throughout 2026/27.
We continue to work with external partners to share, strengthen and showcase our researcher development practice. As signatories to the N8 commitments on supporting established researchers and technical staff, we contribute to sector‑wide improvement in career development and research culture. Leeds also chairs the Researchers14 group — a voluntary network of specialist higher education professionals focused uniquely on research staff and their development. In addition, we play an active role in the renewed White Rose University Consortium, which is prioritising collaborative development opportunities for researchers, including new resources for researchers and Principal Investigators (PIs), a revitalised White Rose Crucible to support interdisciplinary collaboration, and initiatives addressing the challenges of emotionally demanding research. We also serve as a network co‑lead for the British Academy Early Career Researcher Yorkshire and Humber Cluster, further strengthening our regional partnerships and sector influence.
We delivered two rounds of funding supporting Responsible Research and Innovation, awarding £6,000 to 10 projects across areas including ethical engagement with young people in Ecuador, inclusive healthcare, co-creation activities, and cultural heritage stewardship.
Academic Managers of Researchers:
Our online resource to help research leaders consider their role in setting a positive research culture increased views from 10,492 to 12,625 in the last 12 months. Another, helping managers include the Concordat in their research applications, has increased from 3,034 to 3,107 views. These are used to support funding development workshops, and we are seeing the information translate into applications.
Researchers:
Following renewed approaches in 2024 our Research Staff Action Group has held 4 quarterly meetings averaging 22 participants in 2025. Meeting dates are scheduled through 2026 and once engagement is consistent, we aim to introduce a chair/co-chair model. The action group has co-created the Early Career Researcher (ECR) Research Culture and Career half day event (running again in June 2026) and continues to inform and feedback on our Concordat Implementation Plan.
In 2024/25, £4,000 was allocated across 4 groups to support ECR led communities, with projects benefitting not just ECRs, but also Postgraduate Researchers (PGRs), Research Professionals and Research Technicians, as well as academic staff across Faculties. Activities include an Open Research event, a new research network, interdisciplinary team building and a Faculty Research Culture Charter. In 2025/26 we have funded 6 projects including and/or led by ECRs received funding.  
Following a request from our postdoctoral researchers, we introduced the monthly Pathfinder research staff newsletter (March 2025), featuring Concordat-focused content, tailored development opportunities, community contributions and success stories.

	Employment (max 600 words)





	Institution:
Several of our HR‑related actions have not progressed or have been superseded due to four major institutional programmes currently underway: the implementation of a new Corporate and Processes System (CPS), (including HR, performance and learning management modules), the development of Career Pathways, the academic alignment from seven to five faculties, and the redesign of professional services. Collectively, these large‑scale projects have required significant HR resources, limiting capacity for additional project work beyond these institutional priorities. As a result, we have decided to delay or push back some of our actions involving HR.
We have been involved in the Career Pathways work particularly around what a ‘research only’ pathway could look like, helping to identify existing barriers and clarifying how a potential new pathway could work. We have centred this work around the 4 directions a researcher could go: Research Independence/Academic; Teaching; Professional Service; Outside the institution. It will also provide clear expectations and criteria for promotion and progression.
Our survey responses told us researchers felt/feel they have no voice at Institutional level. We now ensure that research staff are meaningfully represented across our governance structures, with postdoctoral researchers contributing to both the Researcher Development and Research Culture Steering Groups, as well as sitting on almost all Faculty‑level committees. Their involvement ensures that decision‑making is informed by the lived experience of researchers, strengthens engagement with our initiatives, and helps us identify issues and opportunities for change. We also recognise the tangible benefits for the researchers involved, providing leadership experience, greater institutional visibility, networking opportunities, and an understanding of how policy and strategy are shaped. 
Academic Managers of Researchers:
We piloted the workshop “Navigating Your Role and Responsibilities as a Principal Investigator” to support managers of researchers in fulfilling their responsibilities for the employment and development of research staff. The session is designed to equip PIs to lead teams and manage people effectively, manage projects, uphold research integrity, and foster a positive and inclusive research culture. Due to high demand and 100% of participants rating it Very Good or Excellent, this session will be run 4 more times by July 2026 further strengthening leadership and support for managers of researchers, in line with the Concordat’s principles.
Researchers:
In 2024/25, 3 researchers from the Faculty of Biological Sciences applied for Research Culture funding to collaborate with colleagues from Research and Innovation Services and our team in RDRC to build an online information hub for fellow research staff. The hub is bringing all relevant information together in one place, from career development opportunities to IT, finance, and HR. The project also offered 30 PRINCE2 project management certifications to make researchers more employable at Leeds and beyond. The research staff representatives won the Faculty of Biological Sciences Partnership Award in the Culture category in summer 2025.
In 2025/26, this project was expanded through additional Research Culture funding, to further develop the hub and replicate the PRINCE2 project management offering to researchers in the Faculties of Medicine and Health and Engineering and Physical Sciences.

	Professional development (max 600 words)





	Institution:
To strengthen our support for the research community and deliver a more coherent, people centred approach, we have brought the Researcher Development and Research Culture teams together as a single integrated team. This alignment reflects our commitment to ensuring that researcher development, wellbeing, recognition, leadership and culture are delivered in a unified and strategic way.
The integration enables us to streamline activity, reduce duplication and provide clearer pathways for researchers seeking support at different career stages. Crucially, it enhances our ability to design and deliver initiatives that are genuinely people focused, ensuring researchers receive consistent, coordinated support that aligns with institutional priorities and wider sector expectations.
This year we produced a comprehensive report outlining all core RDRC provision for the upcoming academic year, including workshops, cohort programmes and key events. This offers a clear, accessible overview of what we provide and when, the report also maps how each element aligns with researcher needs across the institution. It has been shared with our Researcher Development and Research Culture Steering Groups, Heads of School, Directors of Research and Innovation and other senior stakeholders to increase visibility of the breadth and depth of provision. Feedback has been highly positive, with colleagues valuing both the scale of support available and the convenience of a single, easy to share resource that helps them signpost opportunities more effectively.
Academic Managers of Researchers:
We piloted a new development offer for mid‑career researchers, beginning with initial focus groups to shape a programme centred on meaningful career discussions. In 2025, we delivered two tailored cohorts involving 10 participants each, with both groups focusing primarily on promotion pathways and evidencing experience. Feedback from participants has been positive, and we plan to run further cohorts in 2026 to build on the early success of the pilot. 

Managers are encouraged to recognise researchers’ wider contributions, including supervision and research leadership, with structured institutional support available for both the UKCGE Associate and Full Supervisor awards. Since 2022, engagement has remained consistently strong across both levels, supported by workshops, peer‑led development activities and Organisational Development & Professional Learning (ODPL)‑funded writing time. Colleagues have submitted 18 Associate and 24 Full applications. In 2024 and 2025, we had 40 expressions of interest received for the Associate award (7 submissions), and 25 for the Full award (8 submissions).

In November 2025, we joined the national UKCGE Research Supervisor Recognition Programme (RSRP) pilot to implement institutional accreditation. This strengthens coordination, reviewer involvement and developmental support, helping to establish a more transparent and sustainable approach to recognising excellence in research supervision.

Researchers:
We continue to be proud of our career development offering. In 2024/25, our BOOST programme increased to include 34 sessions, and we added in CV drop-in clinics, workshops from our enterprise team, and AI in careers. We have had over 500 attendees at BOOST events in the 2024/25 academic year. 
Career Architect continues to run once a year. Since 2024, we have opened the programme up to both ECRs and PGRs (with ECRs given priority). Both the 2024/25 and 2025/26 cohorts had 16 participants. In 2026/27 we will be trialling a new blended version of the programme, combining asynchronous resources with in-person workshops.
Career Accelerator will run twice in 2025/26. The Autumn/Winter cohort had 16 participants; three postdocs already secured new roles via redeployment at Leeds before the programme ended. Whilst many postdocs are fully committed to regular attendance and completion of tasks, others struggle to engage as consistently as agreed and expected. This cohort was offered a place via self-selection; the May cohort will be recruited again via application to ensure more consistent participation. 
Following a pilot of our leadership for postdocs programme in 2023, we have run two programmes per academic year since, for up to 16 participants and will continue to do so. 
Our Fellowship Accelerator programme continues to run, with more than 80 participants since its inception in Summer 2024. Cohort 5 is due to begin in Autumn 2026. 

	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. (max 500 words) 

	Our current Implementation Plan (2025–2028) has completed its first year of delivery, so we have undertaken a refinement process to ensure it remains clear, useful, and focused for our research community. The plan originally launched with more than 60 actions spanning all three Concordat principles. Many of these actions have progressed significantly, with a substantial proportion now embedded as ongoing practice or becoming business-as-usual activity.
To keep the plan focused, we are updating it to remove 33 established actions while still maintaining visibility of the breadth of support they represent. Feedback tells us that the existing version of the plan is too long and too complex, making it difficult for colleagues to understand our priorities or engage with the detail. 
We are moving to a more accessible structure organised around eight themes aligned to our core areas of activity and mapped explicitly to the Concordat principles. This thematic approach will make it easier for researchers and managers to see where work is happening, track progress, and identify opportunities to get involved:
1. Concordat Awareness, Communication & Engagement
2. Research Culture
3. Equity, Diversity and Wellbeing
4. Research Integrity, Ethics and Responsible Research
5. Employment Practices and Support
6. People Management and Leadership
7. Professional and Career Development for Researchers
8. Career Identity and Sector Mobility
Within the refreshed action plan, we will include a separate section capturing all business-as-usual activity. This ensures transparency and acknowledges the extensive ongoing work that continues to prioritise researcher development and research culture across the institution.
Time for development remains the biggest barrier for researchers, despite the minimum 10 contracted days. Conversations in focus groups and culture cafés suggest that many researchers are developing through their work but don’t recognise these activities as development. Embedding regular career conversations and development planning into annual check-ins would help researchers and managers make better use of the ten days. We also play an important role in demystifying what counts as development, and one of our actions will create case studies illustrating how the 10 days can be used in practice.
Several of our actions, particularly under the employment principle, have been removed due to the ongoing work around career pathways, workforce planning, the implementation of a new HR system, and a new SharePoint. 
The response to, and demand for, the Fellowship Accelerator programme has continued to be strong, with 100% of attendees stating that their confidence in applying for a fellowship had increased. This has led to additional conversations around how we manage expectation and how we provide a realistic outlook for our fellowship applicants. To help manage demand, Dr Taryn Bell secured £15k in Research Culture funding to develop a Funding Hub (see key objectives).
We have trialled a “Sign Up, Show Up” campaign to encourage our postgraduate researchers to register for development opportunities with intention, communicate clearly if plans change, and engage fully to support a positive shared learning environment. It promotes mutual respect, good use of limited workshop places, and an inclusive, supportive space where everyone can contribute and benefit. We will look to roll this out to Research Staff over the next year.

	Outline your key objectives in delivering your plan in the coming reporting period
(max 500 words)

	Over the next 12 months we have identified 5 key projects to take forward, in addition to our ongoing actions: 
1. We will focus on delivering valued content in our monthly Pathfinder newsletter by featuring the well-received Postdoc Corner and Celebrating Your Success sections co-created with the postdoctoral community, alongside the monthly Concordat spotlight. We will continue to encourage feedback, ensuring the newsletter evolves in line with the needs of its target audience. Finally, we will attempt to broaden our reach by engaging PIs, offering alternative perspectives, as well as opening dialogue around the precarity within the sector and its inevitable knock-on effects on the researcher community. To mark the first year of the initiative, we are also co-organising a Researcher Pathway Celebration event in July: Research Culture and Careers, providing an opportunity to recognise achievements and further build community connection. 
2. Access to funding guidance and support is not equally spread across the University, with many resources spread across different Departments and services. In 2026, we will develop a University-wide Funding Hub, accessible to all researchers at the University. This will showcase best practice, and allow researchers to more easily access support, guidance and resources to help them develop a funding application. 
3. The role of a researcher goes beyond their project but much of this goes unnoticed and can vary across disciplines. Understanding all the roles and duties they undertake will enable us to better recognise and reward them. It will also help the institution see why they are the ‘information bridges’ in research teams, with their knowledge and expertise. We will host a task-based workshop titled ‘Unpacking the Postdoc: Roles and Responsibilities’ bringing them together to design a more accurate ‘role-description’ for a researcher. The findings will be written into an output to share across the sector.
4. We will be delivering a project to define, review, and strengthen institutional support for Research Integrity as a core component of the wider Research Culture agenda. It will progress through three phases: developing a clear institutional definition of Research Integrity and benchmarking against sector practice; mapping current provision and identifying gaps through audits and stakeholder engagement; and assessing associated risks while developing new or curated resources to address any deficiencies. 
5. We plan to create new guidance to support our SRDS process and annual review conversations to make discussions clearer, more consistent, and more useful for both researchers and managers. It ensures that all researchers—including postdoctoral staff who may rely on probation meetings instead of a first SRDS—have structured opportunities to discuss progress, development needs, and career goals. The guidance will be created to support pre-discussion preparations, checklists for both researcher and manager, and career development planning.

	Please provide a brief statement describing your institution’s approval process of this report prior to sign off by the governing body (max 200 words) 
The Researcher Development Steering Group, chaired by the Associate Director for Researcher Development and Research Culture, continues to oversee our implementation of the Concordat and has the responsibility for creating and evaluating our Concordat Implementation Plan and preparing the associated governance.  Membership of this committee includes Pro-Deans for Research and Innovation, researcher developers from Organisational Development and Professional Learning (OD&PL), Head of HR, ECR academic champions, and ECR representatives. This group monitors the Concordat Implementation plan and reports progress to the Research Culture Steering Group, chaired by the Associate Director for Researcher Development and Research Culture, and finally to the Research and Innovation Board, chaired by our Pro Vice-Chancellor: Research and Innovation Professor Nick Plant, for final sign-off.


Signature on behalf of governing body: Dr Emma Spary on behalf of the University of Leeds 
Contact for queries: Dr Emma Spary, Associate Director for Researcher Development and Research Culture (Email: E.J.Spary@leeds.ac.uk)
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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