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Annual Report for the Concordat to Support the Career Development of Researchers 






	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, all members of our research community have a role to play in developing and promoting a positive and inclusive research culture that benefits everyone involved in the research endeavour and has a positive impact on our research. Our Research Culture Strategic Plan 2023-28 reflects the University’s three core themes - Community, Culture, and Impact. The overarching aim of our Research Culture Strategy is to enable more University of Leeds (UoL) colleagues to produce leading research inclusively, equitably, openly, and supportively. Our work focusses around 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 
Elements of the Researcher Development Concordat run throughout each objective and are supported by other key Concordats and initiatives including the Research Integrity Concordat, DORA, Athena Swan and the Technician Commitment. 
Our work is underpinned by a series of projects making up our implementation plan. Projects are collaborations spanning multiple groups with diverse representation across the institution. Progress and evaluation are monitored by our research culture working group reporting into our research culture steering group. To strengthen the links between research culture and researcher development, the Head of Researcher Development and Culture is currently on a 2 day a week secondment as the Deputy Director for Research Culture. 
Key Successes 
· Research Culture Open Funding Call: Over the last three years we have funded 37 projects involving 222 colleagues totalling £921,930. The demand for this scheme greatly outweighed the resource available, with 91 applications involving 506 colleagues totalling £2,592,770. 
· Research Equity, Diversity and Inclusion Fund (REDI): Funded 20 awards of up to £15,000 in a pilot to support researchers who are women, from minoritised ethnic groups, or disabled. It was also open to any member of academic staff undertaking research EDI work across the University. We have just launched the second REDI Fund.
· Research Culture Awards: In 22/23 we presented 9 awards recognising 50 people who shared £19,000. In 24/25 we presented 10 awards involving 52 people sharing £20,000.  
· Our Research Culture Uncovered Podcast recently won a national Vitae Impact, Culture and Engagement Award. With 105 episodes on various topics of research culture, over 13,132 downloads across 92 countries (end Feb 2025) it has established Leeds and our hosts as leaders in this work. 
· Created 70 Open Research case studies covering all 7 faculties.  
· Our Open Research Hub launched in November 2024, is designed to help researchers learn more about open research, support and share practice, and promote training opportunities. 
· Ran a UKCGE Supervisor Recognition Scheme pilot for staff, postdocs and technicians. 
· Undertaken a new career development programme for professional service staff with a further two cohorts planned. 
· Supported two rounds of PGR/ECR network building, 22/23 allocated £7,000 to seven groups, and in 23/24, 16 groups shared £7,000, some receiving follow-on funding from cohort one. 
· Ran an open call promoting Responsible Research and Innovation. Five teams shared £3,500. 
· Held a sector-wide workshop ‘The Unnamed Research Culture Event’ with 77 participants asking if a manifesto, similar to the San Francisco Declaration on Research Assessment (DORA) could be helpful in tackling poor behaviour in research culture. 

	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)

	As our current Implementation Plan for 2023-2025 comes to an end, we have developed a new three-year action plan in collaboration with our research staff community. While many actions from the previous plan are ongoing and have been carried over, we have introduced several new actions based on direct feedback from our researchers. This new implementation plan is a core part of our research culture action plan, particularly strategic objective 4, which focuses on developing researchers and research teams.
The successful implementation of the Concordat requires a collaborative effort from all stakeholder groups. Our focus is on building engagement and increasing opportunities for our researchers and managers to influence their work environment and co-create an improved workplace culture. The co-creation of our implementation plan was supported by focus groups for each of the three principles and larger discussions with our Research Staff Action Group, which also provided final feedback on the new action plan.
To measure engagement, we conducted our first University of Leeds Research Staff survey in October 2024. After two rounds of low participation (less than 7%) with CEDARs, we decided to move away from it. Our new survey had a participation rate of 15%, indicating that more work is needed, but it is a positive first step. We also run an employee engagement survey that includes responses from our research staff. This survey provides key data for our research culture KPIs, and we use the qualitative responses to inform our new implementation plan. Our upcoming employee engagement survey in March 2025 will include specific questions about research culture, including training and development.
Environment and Culture
· Building Engagement: We will introduce a new monthly research staff newsletter, as requested by our researchers. This newsletter will highlight development opportunities and updates specifically for our research staff. It will also feature a section showcasing achievements and successes from our research staff community and a Concordat resource of the month to raise awareness of our work. Success criterion: 200 reads in the first six months, increasing to 500 in the first year.
· Research Staff Survey: Our new research staff survey will run again in October 2025, tailored to the Concordat at Leeds and our research culture. Findings will be shared via our 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.
· Support for Research Staff Events: We will support research staff events focused on research culture, with up to £1,000 in funding and collaboration with school and faculty leaders to ensure continuity. Success criterion: Support four events in 2025.
Employment
To complement our workforce planning initiative aimed at reducing the number of fixed-term contracts and retaining researcher expertise, we will focus on:
· Career Development Support: Identifying researchers with 12 months left on their contracts to provide effective career development support through our existing programs, helping them secure their next role. Success criteria: Decreased number of staff on fixed-term contracts, increased retention of researchers through redeployment, and successful securement of their next role.
Professional Development of Researchers
We are committed to championing all research careers, underpinned by the need to create a culture where career development and career discussions are integral to research leadership and projects. We will continue to offer our extensive range of career development programs, including:
· Career Architect and Career Accelerator: Our two cohort-based programs.
· Career Catalyst: Our self-guided LinkedIn program.
· Boost: Our 12-month pick-and-mix package.
· Fellowship Accelerator
Success criteria: Greater engagement with our career development programs, successful securement of researchers' next roles, and positive feedback in our research staff survey.

	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
In September/October 2024 we ran our first Research Staff survey with questions focussed on the Concordat principles and actions. We saw a 15% response rate, over double our CEDARS response rate of 7%. Our university employee engagement survey had a 58% response rate with 387 researcher respondents. 41% of respondents in our Research Staff survey agreed they were aware of the Researcher Development Concordat with 32% disagreeing. Our Concordat Implementation Plan 2023-25 sway has been viewed 2189 times since March 2023.  Our resource on using the 10 days of development has been viewed 2379 times. 
Our Research Culture Uncovered podcast has released 105 episodes, with 13,132 downloads across 92 countries (end Feb 2025). The Researcher Development Concordat - as easy as 1, 2, 3, 4 episode has 175 downloads in 16 countries. The Concordat and manager engagement episode has had 136 downloads in 15 countries. 
To build engagement we use a range of methods including social media. This year we have moved away from X where we had 1020 followers to a new Bluesky account where we have picked up 537 followers in the first 2 months. Our LinkedIn page for the podcast has 1,734 followers and we have recently created an account for the Researcher Development Team.
Five Research Culture Cafés ran in 2023 with one cancelled due to industrial action.  38 registered attendees. 48% of researcher respondents in our pulse survey were aware of the research culture community and work, and 46% were aware of our research culture strategy. The cafés are supported by a community of practice that has seen its membership grow from 500 to over 700 in the last year.
Across the sector, we continue to influence policy and practice. Our Dean for Research Culture collaborates on several regional committees, has published thought pieces (THE) and consults with funders on how best to cultivate a better environment and culture. As members of the N8 Research Culture and Environment Group, we are signatories to their commitments on Established Researcher support and technicians. Leeds is chair of the Researchers14 group, a voluntary group of expert higher education professionals, uniquely focused on research staff and their development.  
Academic Managers of Researchers
Our online resources have seen encouraging increases in views. One to help research leaders consider their role in setting a positive research culture increased from 8373 to 10,492 views in the last 12 months. Another, helping managers include the Concordat in their research applications has increased from 2951 to 3034 views. These are used to support funding development workshops, and we are seeing the information translate into applications.
Initial focus groups have been conducted for a pilot for Mid-Career Researchers based around career discussions. The cohort programme has been advertised and will run in 2025. Interest in the programme has been encouraging with over 30 applications for the 20 places.
Researchers
Our Research Staff Action Group had experienced lower engagement than expected. Renewed approaches were trialled in 2024 based around more activities in the researcher MS Team space. The action group has held 3 quarterly meetings averaging 20 participants in 2024. Dates for meetings are scheduled through 2025 and once engagement is consistent, we aim to introduce a chair/co-chair model. The action group has co-created our new implementation plan. 
In 2023, our pilot to build local school or faculty ECR groups with start-up funding supported 6 with awards of £1,000. In 2024, demand increased so the funding was reduced to £500. Sixteen groups were supported including 4 existing ECR groups and 4 new ECR groups across 4 faculties.

	Employment (max 600 words)





	Actions against this principle for the three stakeholder groups often overlap, so they are combined in this update.  
Institution
Our Fairer Futures initiative has now been completed and the next phase focusses on workforce planning. This has reduced the number and type of contracts we use. Our contracts are now fixed-term or ongoing. We have gone from 25% fixed-term to 12.5% but acknowledge many of those still on FTC are our postdoctoral workers. The next phase will see improvement of our deployment and redeployment processes alongside faculty/service workforce planning. Once this is complete our employment guidance will be updated accordingly. Initial work on workforce planning, deployment and redeployment has seen a reduction in the number of redundancies. From 215 ongoing at-risk contracts, mostly due to external funding,  26 ended in redundancy.  
Following concerns from our researchers, we have also worked with HR and funders to ensure this contractual change has no implications for prospective fellowship applicants. 
Academic Managers of Researchers and Researchers
We have created a series of one-page resources for each stakeholder group ‘What you need to know about the Concordat’. These are available from our website.
We have continued to promote the use of named researcher or researcher co-investigator on research grants, in-line with our university policy.  This enables managers of researchers to recognise the contributions their research staff make to funding applications, but also creates a mechanism to retain that researcher. This has also been aligned to strategic objective 4 in our Research Culture Strategy looking to diversify and expand the roles recognised on research applications.
Evaluation data from our employee engagement survey in 2023 included questions on workload, well-being, and managers as role models. 69% of researcher respondents felt they were fairly appraised and 63% believed their workload is reasonable for their role. 75% reported that the behaviour of their manager is consistent with university values. 76% of researcher respondents believed flexible working was supported with 66% reporting that they were able to adjust their work to support their well-being.
Researchers are represented on all but one of our faculty research and innovation committees, and our research culture steering and subgroups. However, only 32% of researcher respondents feel their voice counts in the institution and 38% believe there is honest, open communication throughout the institution.  
One of the actions we have not taken forward is the creation of a ‘one-stop’ repository pulling together all relevant information including HR policies, guidance and development opportunities. A Research Staff Development team space has been created and all new researchers are added to it when they join. Engagement with the MS Team has been lower than expected and feedback from our Research Staff survey tells us communication is better via email and a newsletter.  In addition, a new HR system is being implemented alongside a new internal SharePoint site so all HR policies will be easier to find. 

	Professional development (max 600 words)





	Institution
We continue to create self-guided resources to support staff at points where they need development. Our online guide to using the 10 days development time has seen an increase in views from 2050 to 2379.  We advocate that development happens in many forms using a 70:20:10 model, encouraging researchers and managers to identify development opportunities within their existing role.  
68% of researcher respondents in our EE survey said they had access to the learning and development they needed. However, only 15% of researchers in the Research Staff survey were undertaking the recommended 10 days of development, with the majority (48%) undertaking between 3-9 days. 60% of respondents agreed they knew about the development on offer but 60% also noted a lack of time from research as a barrier to engagement. Several new systems are being introduced to support HR and Development, including a learning management system. As an interim we have been looking at ways to record development days and to create a template for researchers. Also looking at how Prosper may fit into our provision
Academic Managers of Researchers
We have introduced a range of comms to advertise our development activities.  This includes updates to Heads of School, Heads of Services, HR, and various community-based MS Teams.  We continue to promote through the website, social media and email distribution lists.  Despite our efforts, whilst 66% of our researchers feel their managers encouraged them to undertake development, only 40% of researchers say they have a career development plan. 
Managers are encouraged to recognise the contributions their researchers make beyond their research project. This now includes the opportunity to apply for UKCGE Associate Supervisor recognition. Researchers get support to write their application, and the costs are covered by OD&PL.  Managers can also apply for the scheme at the higher level of Full Supervisor.  48 expressions of interest were registered for the Associate level award in 2023- this level of award was launched in 2023. In 2024, we have had 167 expressions of interest, 37 attendees in the new support scheme with dedicated time to write, and 11 submitted applications. 
Researchers
Whilst we are proud of our career development, we continue to challenge ourselves.  To support researchers and managers, we have several options to meet the varying needs of researchers and the methods of delivery and participation they prefer. 
In 2024, 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 300 attendees at BOOST events in the first 6 months of 2024/25. 
Career Architect continues to run twice a year. In 2023 we had our smallest cohort ever with 6 people and had challenges with engagement. One person left shortly with long-term sickness; one person left half-way through without any notification; 1 fellowship; 2 new jobs; 1 business start-up in progress. Our 2024 cohort is ongoing, we are supporting 16 researchers through the programme. We will be opening up applications for the 2025 cohort later this year. 
We trialled a new blended version of Career Accelerator in 2023 with 10 participants. Challenges with engagement were noted with 2 drop-outs after a few sessions without explanation and 3 unexpected contract extensions (18-14 months). 4 successfully secured new positions and 1 left the University. 
Following a pilot of our leadership for postdocs programme in 2023 we ran a further programme in 2024 with 15 researchers. Our 2025 cohort starting in March was fully booked in less than a day so we will be adding more. 
Our new Fellowship Accelerator pilot ran in 2024 with 20 participants. The second cohort of 22 is currently running and a third planned for later in 2025. 

	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) 

	We continue to see a split preference for on-campus versus online provision. Whilst we continue to get requests for in person development, the attendance at these events is patchy. We have seen an increase in the use of our self-guided resources across all areas of our provision so we will continue to invest time in developing these. We are also trying more blended approaches particularly with our cohort models, having an in-person event at the start and end and using online approaches in between.  Feedback from our cohort programmes suggests our staff value the opportunity to learn with and from their peers.
In both our employee engagement and research staff surveys, time for development was seen as the biggest barrier for our researchers even though they have the 10 days written into their contracts. When we speak to our researchers in focus groups or culture cafes it becomes clear that many are doing development within their role, but they don't recognise that as being a development activity. Creating a culture where career conversations and career development planning becomes part of an annual check in could really help our researchers and their managers to use their ten days more effectively. We continue to have a role in demystifying what development is, and one of our new actions is to create a series of case studies showing what 10 days development could look like.
Several of our actions particularly under the employment principle have been delayed due to the ongoing work around workforce planning, the implementation of a new HR system, and a new SharePoint. In our new three-year action plan, we have updated or removed actions to align with this work.
As we were at the point where we needed to create a new three-year implementation plan our research staff survey has been incredibly valuable. Whilst response rates could be considered low at 15%, there were some clear areas of consensus, and we have focused on these in our new actions. The findings of the survey were also discussed in more detail in our focus groups and our ECR Action Group. We have added a total of 15 new actions.
We have spent considerable time and effort trying to build a community for our researchers using MS Teams. We had envisioned this to be the ideal way to communicate with our researchers, however their feedback tells us they don't use teams, and they would prefer a monthly newsletter delivered by e-mail.
Evaluation of our development opportunities is always tricky. Whilst measuring the bums on seats is easy, it doesn't tell us how effective our development is. Throughout 2025 we will be trialling different evaluation methods to increase both the amount and detail of the feedback we receive. 
Demand for our new fellowship accelerator support programme has been incredible. This has led to additional conversations around how we manage expectation and how we continue to provide a realistic outlook for our fellowship applicants. To help manage the demand we are looking to work with our research and innovation service to create a fellowship hub with all our resources and recorded presentations available.

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

	Over the next 12-24 months we have identified 5 key projects to take forward, in addition to our ongoing actions:
· Introduction of a research staff newsletter ‘Pathfinder’
This monthly newsletter will highlight workshops and development opportunities. It will also include sections on the Concordat with a featured resource of the month, Postdoc Corner for items directly relating to our researchers and Celebrating Successes of our research staff community. The newsletter will be created and distributed by email using a platform called campaign monitor. The analytics enables us to track read, clicks and popular sections. We are aiming for 200 reads/engages within 6 months and 500 in the first year.
· Delivering the Research Staff Survey and associated focus groups
Our implementation plan is not a static document and will continue to be updated in response to feedback from our research staff community. Our annual survey will provide an opportunity for researchers to tell us what is and isn't working, and the findings will be followed up in more detail in our focus groups and through the research staff Action Group. The aim is to increase our response rate and to ensure our researchers feel confident action is being taken in response to their feedback.
· Supporting the 10 days development time.
There is still a lot of confusion about the 10 days development time and what development includes. Whilst development plans should always be tailored to the individual, we will create a range of case study examples demonstrating how the time can be used effectively. This will fit our 70:20:10 model and aims to highlight how development can be achieved within the individual’s current role. 
· Working with managers of researchers to support their development and that of their researchers.
Engaging research leaders with their own career development is key to helping them role model for their teams. Several new pilots will launch in the next 12-18 months including a Career Architect style programme for mid-career researchers, and a range of support for researchers looking to step in and step out of strategic positions in the institution.  Alongside this, we are creating guides and resources and to help career discussions. 
· What do postdoctoral researchers do?
The role of a researcher goes beyond the 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 task-based workshops bringing them together to design a more accurate ‘role-description’ for a researcher.

	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 ECR Development Steering Group, chaired by the Head of Researcher Development and Culture, recently expanded to become the Researcher Development Steering Group. This group 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 the Dean for Research Culture, Pro-Deans for Research and Innovation, researcher developers from OD&PL, Deputy Director of HR, an ECR academic champion, and ECR representatives. This group reports the Concordat Implementation plan and progress to the Research Culture Steering Group, chaired by the Deputy Director for Research Culture, and finally to Research and Innovation Board, chaired by our Deputy Vice-Chancellor Research and Innovation Professor Nick Plant, for final sign-off.



Signature on behalf of governing body: 
Professor Catherine Davies, Dean for Research Culture
Dr Emma Spary, Head of Researcher Development and Culture

Contact for queries: Dr Emma Spary, Head of Researcher Development and Culture, researcherdevelopment@leeds.ac.uk

This annual report will be analysed by Universities UK, 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 at CDRsecretariat@universitiesuk.ac.uk 
www.researcherdevelopmentconcordat.ac.uk 
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