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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) 

UWE Bristol’s research culture is driven by a clear ambition: to advance and sustain 

internationally excellent, impactful research that addresses pressing local, national 

and global challenges. UWE is a commitment to research with purpose -research 

that helps us understand and respond to a fast-changing world, informs 

decision-making, identifies new opportunities and solves real-world challenges. 

UWE recognises that its success is grounded in its people. It fosters an enabling 

environment underpinned by inclusion, integrity, ethical practice and wellbeing, 

focused on attracting, developing and retaining talented researchers at all career 

stages, and ensuring equitable opportunities for career progression and 

professional development. 

Support for researchers is intentionally structured across the career lifecycle 

starting with the opportunity for academic staff without a doctorate to undertake 

one. Postgraduate and early career researchers are supported through induction, 

doctoral training, cohort-based development and mentoring, alongside targeted 

training in research design, methods and publication. Initiatives such as research 

methods workshops, grant-writing support and skills development programmes 

(including emerging areas such as GenAI) build confidence and capability. 

Mid-career researchers are supported through internal investment schemes 

enabling protected time for research development, grant capture and 

interdisciplinary collaboration. Programmes such as Idea workshops and peer-

learning forums further support new research directions. Established and senior 

researchers are enabled to lead research agendas through leadership roles, 

mentoring, and support for major bids and partnerships. This staged and flexible 

approach ensures researchers at all levels are equipped to progress.  

UWE’s research culture is shaped by an ambitious and collaborative ethos, bringing 

together researchers working across disciplines, sectors and boundaries, immersed 

in contemporary challenges and opening pathways to new futures. This is 

supported through research centres and groups, initiatives such as Research Cafés 

and impact showcases, which strengthen community and knowledge exchange. 

This action-orientated, practice-based approach ensures research is rigorous, 

relevant, inclusive and impactful, delivering benefits for the city, region and wider 

society while supporting sustainable economic growth. 



 

   

 

3 3 

As an applied civic university, UWE supports researchers to move between 

academia and external partners. Opportunities such as knowledge exchange 

programmes, and placements with industry and civic organisations strengthen both 

individual development and institutional impact. Continuous professional 

development is embedded through structured training, mentoring, networking and 

leadership opportunities at each career stage. 

A strong institutional commitment to equality, diversity and inclusion (EDI), 

alongside wellbeing and mental health, underpins UWE’s research environment. 

Embedded through policy, governance and practice, including inclusive 

recruitment, staff networks and wellbeing initiatives, this commitment is further 

strengthened by the University’s Anti-Racism Strategy and demonstrated in 

frameworks such as Athena Swan (Silver) and Mindful Employer. 

The University has a structured, senior-led approach to embedding the Researcher 

Development Concordat (RDC), including an academic lead and dedicated 

Implementation Group. The three-year Action Plan (published July 2025) aligns 

with initiatives including Trusted Research & Innovation and Research England’s 

SIRF, ensuring a coherent, holistic approach to researcher development. 

Through this integrated whole-institution approach, UWE Bristol sustains a 

purposeful, collaborative and impactful research culture aligned with the RDC’s 

pillars, ensuring all researchers are recognised, supported and able to thrive. 

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) 

 

UWE’s strategic commitment to the Researcher Development Concordat (RDC) is 

embedded in its Transforming Futures Research 2020–2030 Strategy and wider EDI 

priorities, positioning the University as a supportive, inclusive and high-quality 

research environment. Becoming a signatory has strengthened the consolidation of 

existing good practice and the development of more structured, institution-wide 

support for researchers across all career stages.  
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During 2025–2026, implementation has focused progressing the Concordat Action 

Plan across the three core pillars: environment and culture, employment, and 

professional development. 

Within environment and culture, the University has strengthened research 

governance and leadership through enhanced oversight structures and the 

appointment of a new Pro Vice-Chancellor (Research). This is complemented by the 

continued embedding of inclusive policies and practices that promote wellbeing, 

research integrity and effective management. Key developments include the 

launch of the institutional Anti-Racism Strategy and expansion of ethics and 

integrity provision through piloted UKRIO training, alongside the development of a 

broader programme aligned to the Trusted Research agenda. These initiatives are 

further reinforced through the University’s RISE Agenda, which provides a strategic 

framework for interdisciplinary, challenge-led research and shapes investment, 

collaboration and culture across the institution.  

Progress in monitoring and evaluating research culture is supported through a 

combination of institutional and local surveys, researcher engagement activities 

(including research cafés and co-creation workshops), and analysis of workforce 

and EDI data. These approaches are complemented by regular reporting through 

University committee structures and alignment with REF, Concordat and Athena 

Swan activity, enabling ongoing evaluation of impact and continuous improvement. 

Looking ahead, further embedding of the RISE Agenda and related research culture 

initiatives will support strengthened interdisciplinary collaboration, inclusive 

research practice and leadership development across all researcher groups. 

Within employment, priorities have focused on strengthening inclusive recruitment 

practices, re-establishing transparent promotion pathways, and reviewing 

institutional approaches to induction, job security and redeployment.  In 2026-

2027, implementation will focus on developing a more consistent University-wide 

approach to researcher induction, alongside embedding and sharing effective 

recruitment practices across disciplines. Progress will be supported by the 

introduction of a cross-university induction framework and continued development 

of inclusive recruitment approaches. 

Within professional development, UWE has expanded opportunities through the 

introduction of a new Research & Investment Framework (RIF), improving access to 

training, mentoring and career development support. The Research Culture & 

Development (RCD) Team is working with Colleges and People Services to ensure 

https://ukrio.org/onlinecourses/
https://www.uwe.ac.uk/rise


 

   

 

5 5 

provision is accessible, relevant and aligned with researcher needs, including 

review of our “Invest in Yourself” programme. 

Future plans will be informed by a university-wide professional development 

survey, enabling the RIF to be further tailored to different researcher groups, 

including contract and mid-career researchers. This includes support for 

mentoring, external engagement and career progression. 

Progress and success across the Concordat pillars are evaluated through a focused 

set of measures. These include participation in development activities, researcher 

progression outcomes, engagement with mentoring, networks and leadership 

development opportunities. Evaluation also considers the extents to which 

Concordat principles are embedded within core institutional processes, including 

appraisal, induction and development frameworks, alongside ensuring all 

researchers have access to 10 days of professional development time. 

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 

During the reporting period, significant progress has been 

made in establishing the structures required to support the 

Concordat, fulfilling key commitments within the Action Plan. 

The University Research and Knowledge Exchange 

Committee (URKE) provides institutional oversight of the 

RDC, with quarterly reporting embedded within its 2025 – 

2026 Business Plan. The annual report for this period has 

been reviewed at the June Committee meeting. 

UWE’s governance structure requires its three Colleges (Arts, 

Technology & Environment, Business & Law and Health, 

Science & Society) to report into URKE, with reporting 

flowing from College Research and Knowledge Exchange 

Committees through URKE to Academic Board and the Board 

of Governors, ensuring coherence and institutional visibility 

Professor Wendy Phillips has been appointed as Academic 

RDC Lead and has established a cross-university 
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Implementation Group, with defined governance 

arrangements, a published Action Plan, and delivery 

underway. 

Progress has been made in embedding Concordat priorities 

within institutional policies and processes, supported by 

alignment with formal governance structures. This will 

remain a key focus for 2026–2027 as activity shifts from 

establishment to consolidation and embedding. 

Inclusive and supportive research environments continue to 

be strengthened through existing wellbeing and support 

mechanisms, communicated through induction, internal 

communications and College activity. The introduction of EDI 

Champions across Schools and professional services has 

supported local ownership of inclusive practice.  

Progress is evidenced through increased visibility of support 

mechanisms and alignment with Concordat priorities; further 

work will focus on ensuring consistent integration of 

wellbeing and development discussions within appraisal and 

development processes. 

Academic Managers of Researchers 

Academic managers are a key stakeholder group in 

embedding Concordat principles. College Deans, School 

Directors of Research and Centre Directors are engaged in 

both formal governance processes and broader discussions 

shaping implementation. During 2025-2026, a more 

integrated approach to supporting research and knowledge 

exchange has been developed through the introduction of 

the Research & Investment Framework (RIF), alongside 

ongoing evaluation of the workload model to better support 

research delivery. 

Targeted development has also been progressed through the 

piloting of externally delivered research project management 

training, including both introductory and advanced provision. 

Building on this, further guidance and self-directed training 
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will be developed to support Principal Investigators, 

particularly at the point of award. 

This provision reflects ‘UWE Values’, embedding 

expectations around collaboration, inclusivity and effective 

partnership working within research leadership practice, 

demonstrating the culture UWE is proud to exemplify. This is 

further supported by the introduction of a new institutional 

leadership framework, co-created with staff, which 

articulates 25 leadership behaviours aligned to UWE’s values 

and provides practical tools, self-assessment and 

development pathways to support leadership capability at all 

levels. 

During the reporting period, provision for researchers has 

been consolidated and expanded through a combination of 

centrally delivered and externally sourced training. This 

includes engagement with UKRIO provision and training 

delivered through funded programmes such as the AHRC 

Impact Accelerator Account (IAA) and ARC Accelerator. 

This has enabled a broader and more tailored offer, including 

support for practice-led research, with provision such as The 

Ethics of Engagement and Impact and The Productive 

Researcher. 

In June, UWE launched its first university-wide Festival of 

Research since 2019, co-developed with a diverse group of 

researchers. The programme brought together activity across 

Schools, Colleges and Research Centres, showcasing the 

breadth of research at UWE; from “Celebrating 25 Years of 

the Bristol Robotics Laboratory” to a “Walking Workshop: 

Towards Prefigurative Fashion”.  The Festival brings together 

researchers from across our different campuses to network, 

share ideas and issues, ensuring that individuals understand 

they and their work are appreciated.  

Employment (max 

600 words) 

 

Institution 

Within the employment pillar, UWE has made strong 

progress in strengthening inclusive recruitment and career 

progression pathways. Recruitment practices have been 

https://www.uwe.ac.uk/about/values-vision-strategy/equality-diversity-and-inclusivity/charter-marks
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enhanced through the provision of guidance and training for 

recruiting managers, use of diverse advertising channels, and 

improvements to selection processes, including the 

introduction of advanced sharing of interview questions. 

These changes have contributed to a more inclusive 

recruitment approach across the institution. 

A significant achievement in this period (January 2026) has 

been the relaunch of the Schemes to promote applications 

for the following: 

- Research Associate to Research Fellow 
- Research Fellow to Senior Research Fellow 

 
Initiated by the new Pro-Vice Chancellor for Research and 

Knowledge Exchange, this review brought to life an 

opportunity that had not been available for several years. 

Applications have now closed, and we are pleased to 

announce that just over 80% of applicants will have been 

promoted through this route, offering a strong route for 

those at the start of their research career.  

The university has had a strategic focus on EDI for the last 

few years, and attracting and recruiting from a more diverse 

talent pool has been an area of considerable effort. All 

recruiting managers are given guidance and training on 

talent selection, including a section on “Integrate UWE’s EDI 

priorities”, and People Service staff are available to support 

advertising to new audiences, promoting to global-majority 

audiences as well as supporting the Neurodiverse through 

the recruitment process. All those invited to interview are 

now provided with the questions set at least 24 hours in 

advance, and this has helped all candidates through the 

selection process. 

In relation to induction, work is ongoing to develop a more 

consistent, university-wide approach. Similarly, while initial 

steps have been taken to improve job security and contract 

management longer-term structural changes, such as the 
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development of bridging funding and more secure contracts, 

remain in progress. 

Academic Managers of Researchers 

As the academic job market responds to sector instability, 

recruiting managers are using different ways to reach the 

broadest audiences. To expand the reach of recruitment, 

managers are being encouraged to promote posts through 

diverse, researcher-focused networks, including discipline-

specific platforms (e.g. jobs.ac.uk, learned societies), EDI-

focused networks (e.g. Black British Academics, WISE), and 

international routes (e.g. EURAXESS) alongside targeted 

social media campaigns. This aims to increase the diversity 

and quality of applicant pools and strengthen shortlists. 

Work is also underway to support researchers to ‘exit well’, 

including the introduction of a researcher exit checklist to 

support the individual and manager to go through to support 

effective handover of projects.  

Researchers 

At UWE, we consider postgraduate researchers to be the 

starting block of a research career. This year, we have 

expanded opportunities by promoting participation in 

recruitment events hosted by other universities and sharing 

opportunities through Doctoral Training Partnerships and 

regional networks. Recognising that research careers often 

develop across institutions and sectors, including industry, 

supporting mobility is important to enable long-term career 

progression. 

Alongside this, external funding opportunities are actively 

promoted within the postgraduate research community. As a 

member of the SW ESRC DTP, UWE has had the opportunity 

to apply and successfully win two Post Doctoral Fellowships.  

We are also working with our overseas partner universities to 

promote opportunities they may have for this group, 

including meeting a delegation from a key university partner 

when visiting UWE.    
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Recognising early-career researchers as the lifeblood of the 

future, they are provided with mentoring and support 

schemes and the opportunity to apply for internal funding 

schemes. 

Professional 

development (max 

600 words) 

 

 

 

 

 

 

Institution 

The strategic importance of research culture and 

development has led to the establishment of a central 

Research Culture & Development (RCD) team, bringing 

together dedicated expertise and capacity to coordinate and 

enhance researcher development activity across the 

University. 

As part of a broader review of research support, UWE has 

introduced a new Research & Investment Framework (RIF), 

informed by researcher feedback and designed to provide a 

coherent, university-wide approach to research and 

development across all career stages. The RIF integrates 

previously separate funding streams into two 

complementary pillars: support for research and impact 

activity, and a Researcher Development Programme (RDP) 

focused on career progression. This represents a significant 

step forward in promoting a more transparent, equitable and 

targeted approach to researcher development. 

Alongside this, the “Invest in Yourself” research skills 

programme is being refreshed to align with emerging needs 

and ongoing feedback. Approaches to monitoring and 

evaluation are also being strengthened, with increasing use 

of engagement data and structured feedback and 

participation data. 

Evaluation of progress is being strengthened through a 

combination of quantitative and qualitative measures, 

including participation rates across development activities, 

uptake of RIF funding, engagement with mentoring and 

training provision, and analysis of participation by career 

stage and protected characteristics. These data are 

supplemented by structured feedback from participants and 

academic managers, enabling continuous refinement of 

provision and ensuring alignment with researcher needs. 
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Academic Managers of Researchers 

Academic managers have played an active role in shaping 

and delivering professional development in line with local 

and disciplinary priorities. This includes the development of a 

Structured Pathway for PGR Professional Development, led 

by a School Director of Research and informed by feedback 

from PGR representatives. 

In parallel, Colleges have developed tools to assess 

researcher skills needs and target support more effectively. 

Building on these initiatives, the RCD team is working with 

academic managers to develop a flexible, university-wide 

skills assessment framework, providing a consistent baseline 

while enabling adaptation to disciplinary contexts. 

Progress is evidenced through increased engagement of 

academic managers in development design and delivery, as 

well as the integration of development planning within local 

research management practices. Ongoing evaluation will 

focus on the extent to which development needs are 

identified and addressed at School and College level, and the 

consistency with which these approaches are embedded. 

Researchers 

For researchers, the introduction of the Researcher 

Development Programme provides a more structured and 

accessible approach to career development, supporting 

progression at all stages. The programme combines 

mentoring, targeted development opportunities, and 

dedicated time and resources to support individual 

development needs. 

Informed by feedback from previous training and funding 

schemes, the RDP adopts a more personalised approach, 

enabling researchers to identify and respond to evolving 

development priorities while benefiting from wider 

institutional provision. 

Early implementation has provided initial indicators of 

progress, including levels of engagement across different 

career stages, participation in mentoring and training 

activities, and uptake of development funding. These are 
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being used to identify patterns of engagement and ensure 

equitable access to provision. 

Success will be further assessed through progression 

outcomes, researcher feedback on the relevance and 

accessibility of provision, and evidence of engagement with 

cross-sector and external opportunities. Evaluation will also 

consider the extent to which researchers are able to access 

and utilise their allocated 10 days of professional 

development time. 

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)  

Since the development of the Action Plan in 2024 (published July 2025), the 

academic landscape has continued to evolve, with 2025–2026 representing a 

period of transition both internally and externally. Internally, the University has 

undergone a major Transformation programme, reshaping structures, processes 

and ways of working to enhance agility, efficiency and alignment with strategic 

priorities. Externally, the higher education sector continues to experience financial 

pressures, changing student demand and an increasingly competitive and policy-

driven research environment. The appointment of an Academic RDC Lead, 

alongside the establishment of an Implementation Group, has strengthened 

institutional capacity to coordinate and progress activity aligned to the RDC Action 

Plan. 

A key learning has been the importance of inclusive and representative governance 

to support effective implementation. Particular emphasis has been placed on 

establishing an Implementation Group with diverse representation across roles, 

career stages and disciplines. This has strengthened the sharing of practice, 

supported more effective communication of priorities and initiatives, and improved 

alignment between institutional activity and researcher experience. 

A further lesson has been the value of a joined-up, cross-institutional approach to 

researcher support. The Implementation Group provides a mechanism to consider 

developments holistically and to ensure coherence across initiatives. This has been 

particularly important in responding to emerging external priorities, including those 

associated with the “Trusted Research” agenda. Ensuring that researchers 

understand requirements in areas such as research integrity and international 

collaboration has highlighted the need for clear institutional guidance and targeted 



 

   

 

13 13 

training provision. This will inform further development of coordinated training and 

support in 2026–2027. 

The reporting period has also identified the need to further strengthen the 

consistency and systematic nature of feedback mechanisms. While a range of 

engagement activities is in place, there is the opportunity for more coordinated, 

institution-wide approaches to gathering, analysing and responding to researcher 

feedback. This represents a key area for development in the next reporting period, 

supported by enhanced use of survey data, structured feedback processes and 

analysis of engagement across activities. 

In response to these lessons, the Action Plan will be refined to place greater 

emphasis on: 

• strengthening researcher voice, feedback and data collection mechanisms 

at institutional and local levels; 

• enhancing the visibility and accessibility of guidance and training in 

emerging priority areas; and 

• continuing to support inclusive, representative approaches to governance 

and engagement. 

Measures of success will also continue to be developed to support a robust, 

evidence-informed understanding of progress and impact. This will include greater 

use of data on participation in development activities, engagement with digital 

platforms, and feedback from researchers and academic managers. Over time, this 

will enable more systematic assessment of trends in researcher experience, 

engagement and development, and support ongoing refinement of provision. 

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

(max 500 words) 

As outlined above, an early priority for 2026–27 will be for the Implementation 

Group to review and refresh the current Action Plan, with activity focused on five 

key areas: 

1. Attracting, developing and retaining research talent 

UWE will further strengthen its ability to attract a diverse community of 

researchers and postgraduate researchers, drawing from a broad range of sectors 

and specialisms. Alongside this, we will continue to enhance structured career 

development, mentoring and support to enable progression at all career stages. 

Retention will be supported through an inclusive and positive research 
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environment that values contribution, promotes wellbeing, and recognises 

excellence. 

2. Enabling skills development and professional mobility 

Building on 2025–26 progress, and with the Research, Culture & Development 

team now fully established, we will expand opportunities for continuous 

professional development. This includes leadership development aligned with our 

leadership behaviours framework, enterprise skills, and knowledge exchange 

capabilities, supporting researchers to move more easily between sectors and 

enhancing both employability and research impact. 

3. Fostering collaboration and partnership 

We will further foster and strengthen interdisciplinary collaboration across the 

university and deepen external partnerships with industry, community and public 

sector organisations. This will support co-created research that addresses complex 

challenges and delivers tangible local, national and global impact. 

4. Embedding a culture of inclusion, integrity and wellbeing 

Inclusive practices will be embedded across all activity to ensure researchers feel 

valued and able to contribute fully. We will promote equality of opportunity, 

address barriers to participation, and foster a strong sense of belonging, supported 

by delivery of the University’s Anti-Racism Strategy In parallel, we will reinforce 

high standards of research integrity and ethical practice, recognising wellbeing as 

fundamental to sustained performance. 

5. Sustaining an enabling research environment 

We will ensure that institutional systems, policies and support services for research 

are aligned with UWE’s strategic ambitions. This includes maintaining robust 

governance and continuously reviewing progress to drive improvement. A strong 

enabling environment will support consistent delivery of high-quality, impactful 

research. 

Overall, these priorities will position UWE Bristol’s research culture to be inclusive, 

dynamic and impact-driven. 

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 -)  

This report was developed collaboratively with contributions from Colleges, the 

Research and External Engagement Service, and People Services, under the 

direction of the Researcher Development Concordat (RDC) Lead. 

A draft was shared with the Pro-Vice-Chancellor for Research and Knowledge 

Exchange and the Deputy Vice-Chancellor and Provost for consideration prior to 



 

   

 

15 15 

submission to the University Research and Knowledge Exchange Committee (URKE) 

for endorsement. URKE has oversight of the RDC, with reporting on activity and 

outcomes provided to the Committee on a quarterly basis. 

Following approval by URKE, the report was escalated to Academic Board for 

approval and recommendation to UWE’s Board of Governors for final sign-off at 

their quarterly meeting on 8 July 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.  

 

http://www.researcherdevelopmentconcordat.ac.uk/

