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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)
We are committed to embedding a positive and inclusive research culture and environment where ‘researchers at every stage can develop into and thrive as leaders in their chosen field’ (‘Our Future’ Strategic Plan, 2021-25). ‘Accelerating the path from research excellence to impact’, including clear support for researcher development pathways, remains a core focus of our developing ‘Manchester 2035’ Strategy. 
The University has held the HR Excellence in Research Award (HREiR) since 2011 and confirmed our ongoing commitment to its principles through successful renewal in autumn 2023. Our action plan dovetails with broader commitments to continuously improve inclusive and supportive cultures through the Athena Swan (Silver, 2023) and Race Equality Charter (Silver, 2023) charter marks.
Our Research Culture and Environment Framework centres on four themes:
1. Supporting diverse and rewarding careers
2. Enabling open and impactful research
3. Upholding the highest levels of responsible and ethical research
4. Building collaborations and interdisciplinarity
In addition to progressing the initiatives reported in last year's report, i.e., embedding learning from Prosper, training in 'team research' and frameworks for responsible and open research, this year we have:
· launched a new Research Leaderships Essentials programme;
· funded interdisciplinary research placements for early career researchers;
· joined the Coalition for Advancing Research Assessment;
· funded, through an open competition, projects that aim to tackle known research culture issues, including barriers faced by disabled ECRs. 
Positive research culture is maintained and cultivated in the following ways: 
Governance:
The Research Staff Strategy Group (RSSG), chaired by the Associate Vice President for Research, oversees research staff career development. RSSG reports to Research Committee, the key decision-making body in university research governance. RSSG comprises academic leads for research staff and research staff reps from each faculty, the University's academic lead for EDI and representatives from professional service teams including the ‘People’ Directorate, the Library, and Researcher Development (ResDev).
Representation and engagement:
Additionally, each faculty has active research staff reps' networks who meet quarterly with the ResDev team to discuss issues and enhance development support. Researchers can raise concerns and make suggestions to faculty research staff leads, and in confidence directly to the AVP email inbox. 
Training and development:
As well as faculty/school provision, ResDev provide and facilitate personal, professional, and career development training, resources, and one-to-one support for PGRs, research staff, PIs, and supervisors. ‘Leading for Fellows’ and ‘Managing for Researchers’ courses are also available, and the Library delivers research-specific training through My Research Essentials.
Rewarding collegiality: 
We recognise and celebrate colleagues' contributions to supporting others, valuing these equally with other esteem indicators. Key mechanisms include annual awards, for all career stages, that include categories recognising contributions to research culture and environment. Collegiality is embedded in promotions criteria and guidance for applicants and review panels. Our Statement of Research Contribution Expectations includes collegial service, including training and development of Early Career Researchers (ECRs), mentoring and peer review of colleagues' research. 

	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)

	All three stakeholder groups—our institution, managers of researchers, and researchers—are central to delivering the Concordat’s aims at Manchester. Our overarching strategy is to foster a supportive and inclusive research environment, ensure fair and transparent employment practices, and promote the professional development of all researchers at every career stage. These objectives are underpinned by our HREiR Award action plan, which sets out 26 actions to support researchers and their managers.

Environment and Culture:
We are committed to building a vibrant and inclusive research culture by enhancing engagement and visibility for research staff. This includes launching a dedicated ResDev SharePoint site to improve communication and resource sharing, with a target of one third of research staff engaging with this platform by May 2026. We have increased the representation of research staff in decision-making forums, ensuring every School has a named research staff representative on the Research Staff Reps Forum, and extending representation to key groups such as the Mental Health and Wellbeing Advisory Group. To support and retain diverse talent, we are developing targeted resources for under-represented groups, including career development provision for BAME research staff and an online resource for disabled researchers, both launching in 2025. Progress is measured through engagement analytics, representation metrics, and feedback from staff.
Employment:
Our approach to employment focuses on improving job security, transparency, and career progression for researchers. We are increasing the visibility and clarity of reward and recognition policies, aiming for an annual increase in promotion applications from research staff. The Performance & Development Review (P&DR) process has been reviewed and updated, with a goal to raise the percentage of research staff completing a P&DR from 49% to 65% by 2026. We are piloting a “talent bench” scheme to offer greater job security and redeployment opportunities for research staff whose contracts are ending. Additionally, we are exploring a career progression framework for Research Methodologists, recognising their vital contribution to the research process. Success is tracked through promotion and review uptake, pilot feedback, and the introduction of new frameworks.

Professional Development:
We are embedding professional development opportunities into the researcher journey, ensuring all researchers and their managers are aware of, and can access, a broad portfolio of support. This includes the integration of Prosper resources, with a target for one third of postdocs to be registered on the Prosper Portal and 75 research staff to participate in Prosper cohorts by 2026. We are expanding opportunities for researchers to document and utilise their entitlement to ten days of professional development per year, aiming to double the percentage of research staff undertaking this activity from 15% to 30%. Mentoring is also a key focus, with the Manchester Gold scheme aiming to increase mentee participation from 28 to 40 research staff by 2026. Uptake and impact are measured through participation rates, feedback surveys, and engagement with new resources.
By aligning our actions with these strategic objectives and regularly evaluating progress through clear, measurable outcomes, we aim to create a vibrant, inclusive, and supportive environment for all researchers, ensuring Manchester remains a leader in researcher development and Concordat implementation. 

	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
Research Staff Communication Plan: The first RSSG newsletter was shared with Research Staff and PIs in October 2024 and the new ‘PIs Need to Know’ briefing, which includes PI-specific actions, was shared in December 2024, March 2025, and June 2025. Both are now business-as-usual communications, with the 2025/26 release dates already scheduled.
The new ResDev SharePoint, with improved interfaces for Research Staff, was designed and built in 2024/25 and, following extensive consultation (focus groups and surveys) with Research Staff reps and academic colleagues, launched in September 2025. 
The proposal for enhancing engagement solution was rethought because the August 2024 survey data indicated that only 30% of research staff use MS Teams. Now, a new ResDev blog, hosted on the ResDev website, will launch in 2025/26 and be promoted via the research staff e-newsletter. It will serve as a monthly engagement prompt to raise awareness and encourage discussion and dissemination of development opportunities.
Following changes in 2024/25, attendance at the onboarding support (induction) for Research Staff increased by 25%. Nonetheless, uptake is low (29), thus a further redesign including a shorter time commitment (90 minutes), more interaction, and a focus on researchers’ development, is underway.
The 2023 Research Staff Survey results were analysed and shared with Faculties, research staff reps, and the EDI Directorate in 2024. Due to changes in UoM’s colleague engagement policy, which now includes a shorter annual survey for all staff, pulse surveys will not be introduced. Instead, questions from the 2023 research staff survey will be incorporated into the 2026 colleague engagement survey. RSSG is reviewing research staff feedback captured in the 2025 colleague engagement survey. The consequent response/action plan will be published on the survey website.
ResDev remains committed to regular meetings addressing researcher issues and promoting the Concordat. In 2024/25, this was achieved by open meetings during Post Doc Appreciation Week (94 registrants), the Research Staff Conference (170 registrants), and Fellows Community Event (127 registrants).
Research staff representation in the Faculty of Humanities Reps Network continued to grow (now 6). All 9 Schools now comply with the AVP Research recommendation that each School R&I Group includes a Research Staff Rep. Reps fora continue to meet three times annually.
In EDI and wellbeing, a new bystander training course was piloted by Royce Research Institute and is now available as asynchronous training, with face-to-face sessions offered by the EDI Directorate. In 2024/25, 750 colleagues participated bringing total completions to 1250. The new ResDev SharePoint site, launched in September 2025, includes wellbeing training details. Wellbeing training information is included in the RSSG Newsletter and Research Staff handbook as BAU.
Academic Managers of Researchers
Launched in June 2024, the PI Toolkit offers guidance on wellbeing, harassment reporting, and research practices. Engagement increased by 150% (to 85 users) during 2024/25, with 85% reporting that they would recommend it to a colleague. Nonetheless proportionally, engagement is low, so a link has been incorporated within our Award Mobilisation Plan to boost usage by ensuring it is visible to all new PIs and those starting new awards.
Researchers
The increase in nominations to our Research Staff Excellence Awards noted in 2024 was sustained in 2025 with 26 individual nominations. For 2026, we are considering adjusting the award categories to encourage more applications.

	Employment (max 600 words)





	Institution (themes – job security)
Actions for this stakeholder group focus on the theme of improving job security for research staff.
RSSG received data on research staff contracts in 2024/25, which showed that the percentage of research staff on fixed-term contracts was less (52.6%) than in 2023/24 (69.7%), with the number on permanent or finite-funded open-ended contracts rising from 30.3% to 47.4% This increase is explained by the move to automatically transferring colleagues to finite funded open-ended contracts after 3, rather than 4, years' service. RSSG will receive the next update in March 2026.
Two alternative proposals for enhancing the career progression opportunities for research methodologists, using the Faculty of Biology Medicine and Health (FBMH) cohort as an exemplar, were drafted and presented to the FBMH Leadership Team. Neither was considered fully suitable and now the Task & Finish Group is developing a third option informed by consultation with colleagues at other HEIs who have implemented or are exploring similar frameworks.
We are encouraging PIs to consider the promotion of research staff from the earliest stages of the project and include funding for this in their grant application costings where possible. Wording has been agreed with Research Services, who are now agreeing a timeline for the update to functionality with the external supplier of the costings tool. This change will be delivered in 2025/26.
A ‘talent bench’ scheme, wherein researchers will be hired onto permanent contracts and move between projects within the university. In 2024/25 the parameters of the programme were scoped, and approval was secured at both Institutional and sponsoring faculty (FBMH) level. Further work, with academic and research staff representatives, to map out the initiative’s evaluation (via Theory of Change) flagged some implementation challenges resulting in agreement to further research the number, and skill set, of research staff who move to a new role/project at the end of their original contract. These data will be used to refine the design of the pilot, which after further consultation, we expect to initiate in 2025/26. 
Academic Managers of Researchers
The PI Toolkit remains a valuable resource for managers of researchers. However, despite regular promotion in relevant newsletters and emails, which did result in increase the number of unique users, overall engagement is limited. Please see ‘lessons learned’ for more details.
Managers of researchers are encouraged to participate in a range of leadership courses including the course Leading for Research Fellows @ Manchester. In 2024/25, this was attended by 26 Research Fellows, resulting in 59 attendees overall, which exceeds the action plan target of 50 total completions by 2026. This course will be delivered again in 2025/26. Two further cohorts are planned for 2025/26. 83% of delegate respondents to the evaluation surveys across all cohorts would recommend the programme.
UoM has introduced a refreshed Performance and Development Review process for all colleagues, including Research Staff. This updated approach encourages dialogue throughout the year, with optional completion of an annual form. In the 2025 Colleague Engagement Survey, 57% agreed or strongly agreed that “I have regular conversations with my manager about my personal and professional development and what I need to perform at my best.” 
Researchers
An initial questionnaire was sent to all School ADs for Researcher in July 2024 to gather data on how promotion is advertised and supported at School level, and on what feedback is giving to researchers throughout and beyond process. Guidance for applicants and panels is now being refreshed to specifically include information on the arrangements for providing feedback from each committee.

	Professional development (max 600 words)





	Institution
We continue to support staff at all career stages and are enhancing provision across developmental stages, with increased focus on diverse career paths.
A new resource is in development to help staff use their 10 days of professional development. Originally planned for 2024/25, it was delayed due to workload pressures. Interviews and video content are complete, and the resource, now in design, is expected to launch on the ResDev SharePoint by December 2025.
We are creating targeted support for BAME and disabled researchers, who reported the highest dissatisfaction in the 2023 Research Staff Survey. In 2024/25, a PGR intern developed resources to support research staff joining and progressing at the University, which will be available from October 2025. Additionally, two projects received Enhancing Research Culture funding in July 2025:
1. Realising Disability Inclusion for PGRs and ECRs: addresses barriers for disabled researchers through targeted interventions and a support network.
2. Career Development for Global Majority Researchers: will pilot a tailored programme to improve career development and representation for global majority researchers.
Leading for Research Fellows @ Manchester was delivered for the second time in 2024/25 with two cohort-based programmes. 26 fellows completed the programme. Two further cohorts are planned for 2025/26. 83% of delegate respondents to the evaluation surveys across all cohorts would recommend the programme.

Academic Managers of Researchers 
The PI Toolkit includes guidance and examples on career conversations and feedback. We’re reviewing how to embed, without compromising accessibility, more leadership content throughout the Toolkit and plan to signpost to existing programmes—Leading Researchers, Research Leadership Essentials, and Leading for Fellows. A communications plan supports engagement, including targeted newsletters and a dedicated PI email.
ResDev promoted Prosper to managers of researchers, with 16 now registered on the portal. A new approach, using face-to-face sessions alongside standard communications, helped showcase Prosper directly to PIs.
Researchers
Prosper was embedded throughout 2024/25, with 245 users citing Manchester as their institution—a 26% increase from 2023/24—representing 11% of UoM research staff. In 2024/25, 54 researchers joined the Prosper cohort programme, with 100% rating sessions as good or excellent. Across 2023/24 and 2024/25, 89 researchers participated in either a cohort or intensive programme. We now offer two engagement routes: a cohort or a 2-day intensive course, improving accessibility.

Our support for recognition for researchers beyond their immediate project work includes supporting them to achieve UKCGE Associate Supervisor Recognition by providing funding and guidance during the writing of their application. Take up has remained low, and this is explored in the lessons learned section below. 
Mentoring uptake continues to grow. In 2023/24, we exceeded our 2026 target of 40 mentees and reached 69 in 2024/25—a 41% increase. Research staff now make up 16% of Manchester Gold mentee applications, up from 10% last year and 8% in 2023/24. As of May 2025, research-only staff represent 10.5% of the University workforce (2,196 of 20,667), aligning mentee representation with workforce proportions. However, only 14 research staff acted as mentors in 2024/25, down from 20 in 2023/24, though a second recruitment cycle opened in September 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) 

	Many actions in our 2023–26 plan focus on improving engagement and communications with research staff, including launching a new MS Teams site. In August 2024, consultation revealed that only 30% of research staff use Teams regularly so we have instead considered further ways to drive engagement with existing channels. In 2025/26, we’ll launch a monthly ResDev blog, hosted on the ResDev website and promoted via the research staff newsletter, to encourage interaction with existing channels of communication. Success measure: one-third of research staff will have read blog posts by March 2025.
This year progress was made on the Talent Bench pilot, but we cannot launch by the date specified in the project’s plan. Following consultation with academic and research staff stakeholders, it became evident that further consideration of the initiative’s design and its delivery plan was warranted. One key learning from this consultation was the importance of providing stakeholders with sufficiently detailed information from the outset. While early engagement did take place, some aspects of the proposal may not have been fully understood at the time, which led to challenges later in the process. This experience has highlighted the value of deeper dialogue and clearer communication in future consultations.
Working together, AVP Research, People (HR), and ResDev are now building a more robust evidence base of institutional and individual need to inform refinement of the design and implementation of the pilot so that it can be launched in FBMH during 2025/26. However, completion of this action point (evaluation and decisions about scale-up and/or roll-out to other areas of the University), will fall outside of the 2023-26 action plan and be carried over into the 2026-29 period. This decision has been taken to ensure that the pilot usefully delivers for both research staff and the institution. Success measure: pilot launched by September 2026.
There was a small uptick in engagement with the UKCGE Associate Recognition process in 2024/25, with one application submitted following no participation in the previous year. Despite regular promotion via newsletters and events, we did not meet the target of 10 applications by June 2025. Lessons learned from discussion with stakeholders include the need to role model completion of UKCGE recognition amongst academic leaders and to offer a more structured delivery format for workshops. To improve uptake, UoM will take part in a pilot, led by UKCGE, to run an internal cohort-based version of the programme in 2025/26, starting with senior academic leaders. Their participation is expected to encourage wider engagement among research staff. Success measure: 5 associate applications submitted by June 2026.

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

	The following are our key objectives for 2025/26:
· Design and launch of the Talent Bench scheme pilot: The 2025 UoM Colleague Engagement Survey demonstrated that fixed-term contracts and precarity continue to be a key driver of research staff dissatisfaction.  Enhancing job security wherever possible, and where contract changes are in the best interests of researchers, will have a positive impact on the research staff environment. The pilot scheme will be redesigned in 2025/26 and launched in Summer 2026.
· Raising researchers’ engagement with development opportunities: Consultation with research staff reps tells us that awareness of researcher development and the Concordat, and of the 10 days’ development expectation, remains low across the university. We will respond to this challenge through:
· Our Res Dev communications plan, comprising the launch of the new SharePoint site, improved and planned communications with consistent reporting, and the new blog to drive engagement with the Research Staff SharePoint, events and communications. 
· The ‘Pathways to 10 Days of Professional Development’ resource, which will be launched in November 2025, giving researchers case studies to inspire their use of the 10 days.
· Raising PIs’ engagement with Res Dev, leadership and management development: PI engagement with Res Dev, and their awareness of the Concordat and the 10 days commitment, continues to be low. To raise PIs’ engagement with researcher development, leadership, and management training, we will enhance promotion of the PI Toolkit, ensure leadership is embedded throughout by reviewing and redrafting its content, and signpost to support and CPD available across the institution. We will improve communication of wellbeing-related training opportunities tailored to PIs, making these more visible and accessible, and tracking uptake. Engagement with the PIs Need to Know newsletter will be better tracked through Spotlr clickthrough monitoring, enabling us to refine messaging and content based on insights. These actions will support a more strategic and responsive approach to PI development, aligned with institutional priorities and the Concordat’s expectations.
· Development and launch of targeted provision for Global Majority: The Res Dev team, working with Sayema Khan, have secured £79k funding from UoM’s allocation of the Research England Enhancing Research Culture award to deliver a career development programme for Global Majority research staff. In 2025/26, this programme will be designed, piloted, and evaluated with a view to extending it for 2026/27.
· Evaluation and Future Planning through Research Staff Survey and Action Plan Review: As part of our evaluation of the 2023–26 action plan and the development of a forward-looking 2026–29 plan, the Res Dev team will lead a comprehensive review in collaboration with colleagues across the university. This will include the delivery of a research staff-specific survey, alongside the 2026 Colleague Engagement Survey, to gather data on key elements of the Concordat’s themes. Insights from this survey will inform both the assessment of our current action plan’s impact and the design of future actions, supporting our 2026 HREiR Award renewal submission.

	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 drafted by colleagues in Res Dev and Research Strategy and the AVP Research. It was shared with the Research Staff Strategy Group (RSSG) for review and approval of the strategic priorities and objectives for the previous and upcoming reporting period.
Subsequently, the report was considered by Research Committee, the committee with oversight of research culture and practice at the University of Manchester, chaired by the VP Research. The body approved the report on DATE. 



Signature on behalf of governing body: 
Contact for queries: Dr Amy Smith, amy.smith-2@manchester.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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