[image: Logo

Description automatically generated with medium confidence]








1

	Name of Institution
	University of Bath 

	Reporting period
	January 2024-December 2024 

	Date approved by governing body
	27 January 2026 

	Date published online
	17 February 2026

	Web address of annual report
	https://www.bath.ac.uk/guides/hr-excellence-in-research-award/

	Web address of institutional Researcher Development Concordat webpage
	https://www.bath.ac.uk/guides/hr-excellence-in-research-award/


	Contact for questions/concerns on researcher career development
	Annali Bamber-Jones 
Abj30@bath.ac.uk 

	Date statement sent to Researcher Development Concordat secretariat via CDRsecretariat@universitiesuk.ac.uk 
	
12 February 2026


Annual Report for the Concordat to Support the Career Development of Researchers 
Universities and Research Institutes 




	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)
The University has continually improved its research culture for researchers & research enablers at career stages for over a decade. In December 2024, we launched a Research Culture Action Plan following intense consultation, which focusses on delivery of aims and actions deemed critical by our research community. Centred on 6 six pillars which articulate our long-term aims for Bath’s Research Culture (listed below), the action plan has the highest level of buy-in from University Executive Board and Research and Knowledge Exchange Committee. Actions are owned across the University, supported by a Research Culture Team, overseen by an Associate PVC Research, and accountable to the PVC-R&E.  
The full Action Plan (which includes our aims in relation to Open Research, Research Ethics & Integrity, and Research Design) is accessible online, but we provide the most relevant selected pillars & aims below for brevity. 
Collegiality
Creating an environment in which colleagues support each other to succeed. Our aims are: 
· we have a thriving and connected research environment where the exchange of ideas and resources is commonplace
· we adopt a ‘culture of care’ as a policy and practice (including via workloads, clarity on conduct, mutual respect between managers/ supervisors and those they manage, and greater psychological safety for people to share their ideas/ feedback)
· we take radical approaches to inclusion and offer practical and proactive support to minoritized communities
· citizenship and generous leadership are valued
· decision makers, and decision-making processes, are accessible, transparent and visible to research-related staff and research students at all levels
· there is parity of esteem and respect for all job families

Career Development
Supporting colleagues to achieve their chosen career paths. Our aims are: 
· everyone with a current research-related post (or who aspires to a research-related post) is supported equitably to identify and pursue their chosen career goals in line with a clear business need or institutional research strategy
· we significantly reduce identified pay gaps across key groups e.g. the gender pay gap, the ethnicity pay gap and the disability pay gap
· we reduce precarity

Research Recognition
Recognising and celebrating the widest range of inputs to our excellent research. Our aims are: 
· recognised and rewarded people
· resilient, ‘can do’ learning 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)

	[bookmark: _Hlk218757607]The following section includes the most relevant actions from the Research Culture Action Plan (RCAP) published December 2024, in addition to the HREinR Action Plan (HREinR) 2023-2026. The Research Culture Manager and the Researcher Development Manager, who lead these action plans, meet and discuss them regularly and share support staff – ensuring streamlined delivery and mutual benefit. The specific measures for evaluation are detailed for each element in the respective action plans.
Environment and culture
RCAP 
Update the “#Bethechange” bullying and harassment training. Develop Support and Report tool case studies and enhance communications to improve confidence in reporting and reporting outcomes. Monitor changes.
Review whether research related governance structures are representative of community they serve (to include early career staff)
Publish new Guidelines for Authorship & Acknowledgement - ensure all colleagues, including early career researchers, technical staff, professional services and doctoral students are appropriately acknowledged. 
HREinR 
Work with our Research Staff to ‘re-imagine the postdoctoral experience’ at Bath, making £20,000 available to enable excellent ideas to be initiated quickly. 
Raise awareness of how to deal with bullying and harassment. Our action is to further promote our #NeverOK campaign and ‘Support and report’ tool.
Develop a communications campaign to promote the University's Workplace Wellbeing Wheel which supports researchers to reflect on different aspects of their work, what is working well or what could be done to make a positive change. 
Re-establish DRSC roles and develop a supportive network of DRSCs to ensure that each member of Research Staff has access to consistent mentoring support. 
Ensure Research Staff representation on Departmental Research Committees.
Employment
RCAP
Review and consider our reliance on Hourly Paid workers for research.
Review responsible research assessment (RRA) policies and practices and reward a broader definition of research excellence, and update promotions criteria accordingly. 
HREinR
Continue with our innovative approach to anti-casualisation through our pilot programme which sees a selection of Research Staff being transferred to open-ended contracts, breaking the connection between research funding and contract type. 
Strengthen our communication to new Research Staff regarding the Concordat principle in adverts and offer letters, to ensure they are aware of the principle of taking a minimum of 10 days per annum for their continuous professional development. 
Support our RSWG with two key initiatives to enable a joined-up approach to induction and to improve communication and clarity of promotion opportunities for Research Staff.
Professional Development of Researchers
RCAP 
Establish new academy for early career researchers
Update core processes and development opportunities for progression up and between career pathways – making these transparent and readily accessible (to include annual reviews, CPD days and mentoring). 
Develop clear guidance for fixed term and non-‘Education and Research’ staff (including research only staff) to be Co-I/PI/named on grants.
Support high quality line management relationships, career and performance discussions by updating line management structures and reducing number of direct reports
Continue to develop, promote, deliver and review effectiveness of specific leadership development opportunities for minoritised staff of all job families.
Develop our support for setbacks. 
HREinR
Increase engagement in career development reviews by managers of Research Staff through an annual, targeted communications campaign. 
Increase support for career development for those seeking careers beyond academia though the Enhancing Research Culture Fund initiative “Changing Expectations: Transforming Careers.” 
Establish a Postdoctoral Academy to bring together the information, support, and professional development for our Research Staff to maximise their potential. 
Pilot a new programme for early career researchers to develop leadership skills: “The LEAD Programme 2024”. 
Build on the pilot “Fellowship Academy” in 2023 to deliver a more flexible programme, tailored to the varying needs of different researchers.

	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)

	RCAP 
The Research Culture Action Plan was launched in December 2024. As such, we have little progress to report against the objectives above for the period until December 2024. However, we have drafted the new Guidelines for Authorship & Acknowledgement to ensure all colleagues, including early career researchers are appropriately acknowledged. Further work is required to update and revise the guidelines before launch in 2025. 
In addition, we have funded several supporting initiatives, to include: 
· The Researcher Wellbeing Project (RWP): Addressing Researcher Distress, Trauma and Secondary Trauma  (noting RAs with greatest proximity to emotionally challenging research materials are often most affected) [Primary stakeholder: researchers]
· Research Culture ‘Awards’ pilot in Faculty of Engineering and Design, to include awards to ECRs for their contribution to Research Culture. [Primary stakeholder: researchers]
· Enhancing the research culture in the research centres of the Faculty of Engineering & Design. [Primary stakeholder: Managers of Researchers]
· In addition, two projects focussed on delivering training to senior staff across the University, with a view to improving conditions and value of relationships for ECR/ minoritised communities [Primary stakeholder: Managers of Researchers]. 

HREinR 
Focus groups were conducted to ‘re-imagine the postdoctoral experience’ at Bath. £20,000 was invested in piloting a leadership programme, resources to support the development of a postdoctoral academy and supporting the Research Staff Working Group (RSWG) with e.g. commissioning a project to improve the induction experience of researchers. 
The HR team lead the work on bullying and harassment and wellbeing, and a joined-up approach is taken between Researcher Development and HR. Through the research staff newsletter, communication regarding how to deal with bullying and harassment (#NeverOK campaign and ‘Support and report’ tool) has been highlighted to research staff. Wellbeing workshops are also promoted. 
The Chair of the RSWG, who is a member of academic staff, has developed terms of reference and new guidance, and renamed the Departmental Research Staff Coordinator (DRSC) role, to Departmental Research Staff Lead (DRSL) to reflect the leadership responsibility and proactivity needed in the role. On going work will see greater collaboration between the DRSLs. 

	Employment (max 600 words)





	RCAP
We have also begun to review responsible research assessment (RRA) policies and practices, benchmark our approaches with the sector, and have developed a series of recommended options for consideration at RKEC. This is intended to inform institutional policies on assessment, and improve the diversity of contributions researchers are recognised for. 
Employment of a HR data analyst will support us to review and consider our reliance on Hourly Paid workers for research – including the length of hourly paid status, and distribution across departments. This is intended to inform institutional processes to support Manager of researchers to utilise HPWs appropriately and reduce precarity of researchers wherever possible. 
A research project was also funded to focus on the inclusion of research-active staff on ‘teaching-only’ contracts in the research culture at Bath. This responds to current contracts precluding some colleagues from engaging in research activities and culture – which can present a career pathway permeability challenge for ECRs. The findings (due 2025) will inform institutional approaches to support research-active education staff. 
HREinR
The anti-casualisation pilot programme has created a model based on the experience of the Institute for Mathematical Innovation and a pooled resourcing pilot. The programme has established of two research groups where open-ended contracts were offered to people in the sustainable core of the group, and those at the edge were retained on fixed-term contracts: one in the Department for Health, the Tobacco Control Research Group, and more recently one in Mechanical Engineering, IAAPS. The programme continues to be developed and evaluated during 2025. 
The induction project was completed, and 10 recommendations have been reviewed by the RSWG. The Researcher Development Manager piloted short 1-1s with all new members of research staff to welcome them and to point to the resources available. All participants who gave feedback reported the induction 1-1 as “very good” or “excellent”. They rated their overall induction experience (University, Faculty, Department) as 4.46 out of 5 (average), and their line manager induction as 4.9 (average). The impact of this initiative will be monitored through the induction questions in the Culture, Employment and Development in Academic Research Survey in 2025. 
Awareness of the Concordat and the opportunity to take up a minimum of 10 days development time, has been promoted to researchers in postdoctoral research associate job adverts. Text has automatically been added within the HR recruitment system, Stonefish. All research staff are made aware of this opportunity and are encouraged to invest in their development in a welcome email and in the induction 1-1s with the Researcher Development Manager. Again, the impact of this initiative will be monitored through the Concordat question and the “number of days spent on development activity” question in the Culture, Employment and Development in Academic Research Survey in 2025.
The RSWG initiative to improve the clarity of promotion opportunities for research staff has been included in a wider review of promotion which will take place in 2025. 

	Professional development (max 600 words)





	RCAP 
Secured agreement for establishment of Academy, and secured approval to recruit a Research Culture and Development Officer to support its establishment and launch. The Academy will support development, advocacy, and belonging for research staff. 
Recruited HR data analyst to support identification of analysis and data to understand: 
· engagement levels in SDPR, CPD and mandatory training processes across depts and career stages
· current line manager structures and line manager: direct report ratios, to identify departments with over-committed line management structures which could compromise line management and career support quality. 
These insights will help to inform and advocate for better career support to researchers. 
Funded several supporting projects to include: 
· Changing Expectations: Transforming Careers for Research Staff
· Science Communication Ambassadors scheme for ECRs in Science & Specialist news and media training across the University 
· Increasing engagement in KE and Impact activities to enhance Career Development Opportunities
· Building ECR’s Career and Network capabilities in Economics. 
· Improving research staff experience by enhancing induction
· Development of Fellowship Academy Videos to support Fellowship applicants. 
HREinR 
As part of a careers programme, Academic Managers of Researchers were offered workshops to support them with holding career development conversations. These workshops were attended by 23-line managers/principal investigators. The impact of raising awareness of the importance of career development conversations will be monitored through questions relating to appraisal and career development in the Culture, Employment and Development in Academic Research Survey in 2025. 
“Changing Expectations: Transforming Careers” was supported by the Research England “Enhancing Research Culture Fund”. This saw the introduction of online career development masterclasses, pilot Career Development Retreats (in person and online) where alumni were invited to attend, share their experience and offered mock interviews and the development of resources in preparation for the postdoctoral academy development to take place in 2025. The retreats were attended by 29 people in total and impact showed a 20% average increase in interviewing confidence as a result. 
The Leadership programme (The LEAD Programme 2024) pilot was successful with all participants reporting an increase in their confidence to lead and given an average rating of the programme 4.6 out of 5.  Feedback from researchers asked for more speakers who were leaders, scenarios focused on leading in research and additional supporting materials. These changes will be made for a new 2025 programme and the number of places for research staff has increased to 16. Participants have received coaching and ongoing career support.

	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) 

	Lessons have been distilled from the anti-casualisation pilot programme and the model which was subsequently developed. The lessons include the need to model grant income to support the programme and identifying who should have the authority to initiate the application of the model. The benefits of the model have also been identified e.g. the increase in agility that avoids recruitment lag for new projects and the development of more meaningful and accessible career pathways.  Since February 2024, a Task and Finish Group, chaired by Professor Julie Barnett, Associate Pro-Vice-Chancellor (Research), and constituting of all the Faculty/School Associate Deans (Research), as well as representatives of Finance, RIS and HR have worked to develop principles and operational advice that would enable the successful deployment of this operational model and the programme will continue to evolve in 2025. 
“Changing Expectations: Transforming Careers” allowed for the piloting of Career Development Retreats both online and in person. The attendance for the in-person retreat was 27 when it was launched in the Spring and the feedback positive. Additional retreats were offered in different locations and formats, but these were cancelled or poorly attended. Evaluating the retreats has shown that they are beneficial for attendees where they can be conducted in person and off campus and where they are well supported by alumni. Online retreats and also holding retreats too closely together/at certain times of year (determined by the funding window in 2024) are not attractive to potential participants. 
The pilot of the researcher induction 1-1s with the Researcher Development Manager had a positive impact on participants. They found it “informative”, “professional”, “appreciated the individual attention and detailed answers”, “friendly and helpful”. When asked about improving their experience, there was a request for more flexibility in attending workshops remotely and improving the links and information so that they can be found in one place. The workshops which are run for postdocs are available online and the new postdoctoral academy to be launched in 2025 will become a source for all policies and key information relevant to research staff. 
A Research Culture Manager role has been established who led significant process of consultation with researchers & academics (as well as technical and professional services staff) from across the institution has led to institutional learnings which have been responded to via the now published Research Culture Action Plan (2024). Actions have been identified as either ‘critical’ based on feedback from the community, or as ‘quick wins/ things in progress’. 
The Action Plan has also identified that there is a need for action at an institutional level, and that this will need to be strategically resourced in the coming years.

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

	Environment and culture
HREinR 
Promote our #NeverOK campaign and ‘Support and report’ tool. 
Strengthen the consistency in the Departmental Research Staff Lead role within induction to ensure that each member of Research Staff has access to consistent mentoring support. We will ask an institutional question about mentoring in the Culture, Employment and Development in Academic Research Survey in 2025.
Ensure Research Staff representation on Departmental Research Committees.
RCAP
Update the #Bethechange Tackling Harassment training module and Support and Report tool so people know how to report and what to expect throughout the process of reporting. Enhance communications to ensure a wider uptake of staff and students complete the training. Monitor changes to cases and case resolution for staff and doctoral students through the reporting tool.
Review whether research related governance structures are representative of community they serve (to include early career staff)
Publish new Guidelines for Authorship & Acknowledgement - ensure all colleagues, including early career researchers, technical staff, professional services and doctoral students are appropriately acknowledged.
Make minutes from Research and Knowledge Exchange Committee available online to improve transparency. 
Employment. 
HREinR
Continue with our innovative approach to anti-casualisation through our pilot programme which sees a selection of Research Staff being transferred to open-ended contracts, breaking the connection between research funding and contract type. 
RSWG to participate in the Academic Career Progression Framework Consultation to ensure the promotion criteria for researchers are transparent, inclusive and well communicated. 
RCAP 
Develop clear progression frameworks for all job families (beginning with technical staff in 2025)
Review and consider our reliance on Hourly Paid workers for research.
Consider developing a talent bank of casual workers for multiple job families.
Feed "care" into workload reviews. Review no >120% committed
 Flag consistently high workloads. Provide frameworks to discuss workload and resolve issues
Expand our Returning Parents and Carers Support Fund to include the MSA, T&E, OFS job families
Review current contract requirements for ‘education only’ to consider changing to ‘education focused/specialist’.
Professional Development of Researchers
HREinR
Establish a Postdoctoral Academy to bring together the information, support, and professional development for our Research Staff to maximise their potential. 
Continue to increase engagement in career development reviews by managers of Research Staff through an annual, targeted communications campaign. 
Continue to deliver career development support through Careers Retreats and 1-1 Career Development support for those seeking careers beyond academia.
Review and deliver “The LEAD Programme 2025” for 16 research staff/early career researchers. 
Launch a “Fellowship Academy” to deliver a more flexible programme, tailored to the varying needs of different researchers.
RCAP 
Continue to develop, promote, deliver and review effectiveness of specific leadership development opportunities for minoritised staff of all job families.
Develop clear guidance for fixed term and non-Education & Research staff to be Co-I/PI/named on grants. All job families aware and encouraged to apply.
Review responsible research assessment (RRA) policies and practices and reward a broader definition of research excellence. Consider becoming a member/signatory to internationally recognised research assessment standard.
Develop our support for research staff who experience setbacks.

	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) 
We have strengthened the governance of our work on the Concordat. The Research Staff Working Group (RSWG) is comprised of representatives of Research Staff from across our university departments (Research Associates and Research Fellows) who identify priorities for our work on the Concordat and the HR Excellence in Research Action Plan. These priorities and updates on progress are reported to the Research Culture Steering Group every 6 months. The Research Staff Working Group Reports annually to the University Research and Knowledge Exchange Committee (RKEC), led by the Pro-Vice-Chancellor (Research) and comprised of senior research leaders. Membership of RKEC includes representation of Research Staff, through a research associate, who is also the Co-Chair of the RSWG. RKEC reports to the University Executive Board that oversees the implementation of the Concordat.
This report has been written by the Researcher Development Manager and Research Culture Manager, supported by the Research Staff Working Group Co-chair. It was approved by the Research Staff Working Group (membership comprised of Research Staff) on 15th December 2025. This is approved by the Research Culture Steering Group on 20th January 2026 and the University Research and Knowledge Exchange Committee on 27th January 2026. 



Signature on behalf of governing body: 
[image: A close-up of a signature
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Professor Emma Carmel
Pro-Vice-Chancellor Research (interim)

Contact for queries: Annali Bamber-Jones (abj30@bath.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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