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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)
A signatory to the Researcher Development Concordat, the University continues to deliver on its commitments. However, further progress is subject to the ability to overcome financial challenges experienced across the sector. A Transformational Change Programme was launched by the University in October 2024 in response to its financial position. It includes a Cost Reduction Strategy and a review of the existing operating model. The latter aims at designing and implementing a new Target Operating Model (TOM) to enable more effective and efficient delivery of the University’s strategy. A review of organisational structures and capabilities was launched as the first priority in this process, and it is ongoing.
The University has reviewed and streamlined its Strategy by developing six Project Charters: Performance, Recruitment, Portfolio, People Experience, Infrastructure, and Research Charters. The objectives and metrics of the Charters as well as other relevant information have been shared via internal intranet. 
A new Pro Vice-Chancellor (PVC) for Research, Innovation, and Engagement has been appointed to champion the positive change in research and innovation, including research environment and Research Charter work. Research Charter focuses on key areas of Shaping up for Research Excellence Framework (REF) 2029; Reformed research, innovation and enterprise architecture; shaping Bradford’s Future; and Skills of Innovation. 
The Researcher Development Working Group operates as a forum of researchers including PGRs, staff at diverse career stages and professional services across the University to identify support required and monitor progress. Their input resulted in closure of most points in the Researcher Development Concordat implementation Action Plan. The group is now focused on implementing the actions stemming from 2023 Culture, Employment and Development in Academic Research Survey (CEDARS) findings. A new Researcher Development Concordat implementation Action Plan is to be developed in 2025. 
The Bradford Researcher Development Framework (BRDF), which operationalises the Concordat, has been repositioned to also feed into the People, Culture and Environment (PCE) element in the upcoming Research Excellence Framework (REF) 2029. The combined oversight of these two workstreams will act as a driver to evaluate the progress in creating supportive and inclusive research environment. The PVC for Equality, Diversity, and Inclusion (EDI) continues to deliver on strategic objectives in the respective area, including the implementation of Athena Swan and Race Equality Charter action plans. Actions are implemented via the Centre for Inclusion and Diversity (CfID). In 2023-24, 13 equality impact assessments have been approved for policies and processes reviewed for the Directorates of and People, Culture and Wellbeing (PCW) and Infrastructure/Health and Safety
A new Director of PCW has been appointed to drive positive change in work environment and lead on the People Experience Charter and its five deliverables: People Planning for High Performance; Enhancing Leadership and Management Capability; Embedding our University Values as part of a wider cultural change programme; Implementing a values-based inclusive colleague engagement approach; and developing and embedding a University of Bradford Approach to Change. The Employee Wellbeing Consultant has been appointed reflecting on the University’s commitment to consider employee health and wellbeing in a holistic way.
The University is a partner of Bradford City of Culture 2025, with a designated team setting-up a plan of events and activities to deliver positive change in the city and across the region in upcoming years. Activities focus on student engagement and experience, research and evaluation, and programme delivery. 

	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)

	Environment and culture
An internal survey evaluating the state of support in Research and Innovation Services RaIS (hereinafter – RaIS survey) took place to inform activities, including surrounding feedback on research culture. The summary of findings and response from RaIS was shared across the University via the intranet. One of RaIS’ objectives for 2024-25 is to support the provision of an effective research environment, characterised by selected KPIs, appropriate governance and communications. 
PGR Experience Survey (PRES) took place in spring 2024. The findings were compared to the 2023 results, summarised in the report and shared with the PGR Forum and Research Degrees Sub-Committee. The Action Plan was agreed upon with PGRs. The report and the Action Plan have been shared at the University’s intranet and are being updated live. 
The PCW team have improved the provision for mental health and wellbeing. The University has signed up for the University Mental Health Charter, which provides a framework for embedding wellbeing into all activities and decision making. The University has also committed to become a Menopause Friendly Workplace.
The EDI team is continuously involved in policies’ review across the University and the upcoming preparations for REF 2029. 
Employment
A Mutually Agreed Resignation Scheme has been rolled out throughout Summer 2024 providing employees with an opportunity to voluntarily depart from employment in exchange for a severance payment. 
A Staff Survey 2024 took place in the summer to gain feedback about what is working well/not so well. The results were analysed and presented in a ‘Deep Dive Report’ which has been shared to the Executive team and to all colleagues of the University via the staff intranet. This feedback will inform senior leaders and managers and help with their key decision making and action planning, with the aim to enable all colleagues to feel able to thrive in their roles.
An Actioning Change workshop was delivered for managers with access to the survey results to support action planning. Action plans will be included in People Plans for each local area.
Staff Assemblies are held regularly between the vice chancellor and members of executive board and staff members to answer questions and provide updates about the University’s position. 
PCW team completed a review of a suite of policies, including Special Leave Policy, Parental Leave Policy, Relocation Assistance Policy, Job Share Policy, Maternity Policy, Flexible Working Policy, Paternity Policy, and Adoption Leave Policy. Each review involved undertaking a full equality impact assessment with consultation with staff networks and the CfID.
The review of career progression route via Bradford Academic continues with consultations taking place across the university.  
Professional Development of Researchers
Workload allocation model review has been launched to make the process of workload allocation more efficient and to safeguard time for research for professional development. The review aims to streamline how the model is used across all organisational levels as well to align its input with other reporting tools. 
PGR training provision has been mapped to the research degree journey in response to research student feedback. Training on topics of conscious inclusion, research impact, data and information security and safeguarding are now mandatory for all researchers including PGRs. For PGRs, since October 2024, this been embedded into their research degree progression. Attendance of training by PGRs and staff researchers will continue to be reported to research committees.
The University has become a member of several organisations providing training opportunities for researchers: UK Research Integrity Office (UKRIO) and Northern Advanced Research Training Initiative (NARTI). Bradford PGRs continue to access training and development within the White Rose Doctoral Training Partnership (DTP). These resources are available to all PGRs irrespective of whether are funded by this DTP or not.

	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
Staff induction (general induction checklist, starter pack and induction sessions) continues to serve as the key tool to introduce researchers to university values and governance. In 2024 research induction session has been developed to add value to the corporate induction. While corporate induction (“Welcome to Bradford”) focuses on university values and mission, organisational structure and processes, research induction (“Research at Bradford”) introduces new starters to key elements of research environment, expectations of researchers, university responsibilities, and support available. 
The new Research Outputs and Open Access Publishing policy was agreed by the University’s Research and Innovation Committee in December 2023, was confirmed by Senate on 31st January 2024, and went live with the Rights Retention aspect on 15th April 2024. All article submissions for publication made on or after 15th April 2024 need to conform to this policy.
“Report + Support” platform has been launched by the EDI team enabling students and staff to report unacceptable behaviour and incidents - anonymously or including their contact information. The platform also contains information about existing policies and support across the University, and enables reporting of experienced and also witnessed cases of bullying, harassment, discrimination and sexual misconduct.
A new Head of Ethics panel has been appointed to launch a Transformation project looking into the elements of ethics and research integrity at the University. 
The Research and Information System has been updated, with RaIS and User Group working towards mitigating challenges caused by disruption of some of the system’s functionality.
Academic Managers of Researchers
The new People Manager Framework has been developed and went through a series of consultations across the University. The framework highlights the University’s expectations of people managers within their role. It also identifies key behaviours and competencies that would enable managers to deliver these expectations.
Academic induction checklist is being reviewed to emphasise the research element. People and BRDF teams will then review the use of this checklist by line managers and ensure proper communications. 
Researchers
A dedicated Wellbeing Hub containing resources to support health and wellbeing, as well as spotlighting national awareness campaigns, has been established. A full review of Mental Health First Aider provision at the University and the approach to mental health awareness training has been finalised.
Support to researchers that include Patient and Public Involvement (PPI) in their research has been officially launched in August 2023. The set-up of the support team enabled to increase support from 6 to 30 cases per year.The Bradford Renduchintala Enterprise Ecosystem (BREE) was officially launched to foster integration between research and industry.
Through Bradford Pathways to Academia/Research for Minoritised Ethnicities (BradATTAIN) and Yorkshire Consortium for Equity in Doctoral Education (YCEDE), the University continues to improve access and participation of Black, Asian and/or minority ethnic people in postgraduate research. BradATTAIN achieves this partnership across the region and via a range of programmes for people that consider PhD as well as students at other levels and alumni. YCEDE is divided into four workstreams: Workstream 1 – Nurturing the pipeline; Workstream 2 –PGR recruitment and selection for equity and diversity; Workstream 3 – Enhancing the on-course PGR experience; and Workstream 4 – Evaluation and dissemination of interventions and principles/ framework.

	Employment (max 600 words)





	Institution
Mutually Agreed Resignation Scheme (MARS) has been closed in summer 2024. A Voluntary Redundancy Scheme has been announced in November 2024. Both have been communicated openly and transparently, with opportunities to ask questions for staff put in place as well as financial advice support..
Due to the challenging financial situation, recruitment of additional staff is now undergoing a different approval process with the review from the executive board panel involved.
A new Enterprise Resource Planning system is being implemented across the University to manage and automate business processes across finance and procurement, payroll, and people functions.
A suite of policies has been reviewed by the People Team, as mentioned earlier.
Academic Managers of Researchers
Guidance has been provided to managers of researchers around changes to request for staff appointment. It has been disseminated across the University, with forms and guidance available on the intranet. 
Researchers
Researchers are being continuously informed about changes to key policies as well as updates to recruitment plans. Staff assemblies take place regularly with vice-chancellor and executive board providing the updates and answering staff questions. 
As part of the YCED, the University is rolling out a pilot on PGR recruitment and selection for equity and diversity with the aim to share good practice across the Consortium.

	Professional development (max 600 words)





	Institution
University’s training and development provision is continuously delivered across multiple departments (People, RaIS, Learning, Teaching and Quality Enhancement, Library, Career and Employability Services, Language Centre, academics with expertise, etc.). BRDF is revamping its intranet pages to ensure appropriate signposting to other services providing training across the University.
The Bradford Renduchintala Enterprise Ecosystem has been launched, providing staff and students with funding and training to develop commercialisation skills. 
Membership in UKRIO and NARTI has opened additional opportunities for training for staff and PGRs.
PGRs and staff mentoring has been reviewed in the Faculty of Life Sciences.
As part of the YCEDE, the University is rolling out the EDI mentoring training, as well as recruits for mentors and mentees for the EDI mentoring scheme.
Monitoring training across the University remains a challenge due to the lack of uniform system for doing so and consistent financial pressures experienced across the sector. 
Academic Managers of Researchers
The New Manager Programme and the Bradford People Manager Programme are being continuously delivered to new cohorts of managers across the university, reinforcing and equipping managers with the skills to support the university’s desire to develop diversity in research and researchers. Apprenticeships programmes are also available for staff willing to expand their skillset beyond existing education. 
Supervisory training has been reviewed to incorporate EDI throughout the PhD journey including fair recruitment, supervisory relationships, privilege and power dynamics, and development of PGRs transferable skills to support careers beyond academia. . Different types of training have been restructured to cater for the needs of different audiences – supervisors, examiners, and Doctoral Thesis Advisory Panel members.
Researchers
Research induction has been launched for all members of staff with research responsibilities. 
A series of Research Culture cafes has been established.
In the Faculty of Management, Law and Social Sciences, four research clusters have been established to drive interdisciplinary collaboration at the university and wider region.
Training and development opportunities are advertised for PGRs weekly in a PGR newsletter and for staff biweekly in staff newsletter. 
PGRs-focused training and events are being continuously reviewed and updated.
Mandatory staff E-learning has been fully opened to PGRs. Academic integrity module for PGRs has been revamped. 
High Performance Computing training is now available for all researchers across the University. 
The University took part in the UKRIO’s pilot training on the basics of research integrity, which has been successfully rolled out to staff with responsibilities for research. In-house research integrity training is being developed.
Transition from Vitae’s myRDF to PebblePad’s Development Portfolio has been completed to better support researchers skills reflection, development plans and audits their needs to inform the training provision.

	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) 

	Workload remains the key barrier for engagement across all cohorts. Researchers typically request opportunities for networking and cross-disciplinary collaboration, but when such events are set-up, attendance is not at its highest.
Setting-up actions and delivering events/training in collaboration with staff members and across various professional services departments prove to be most effective and/or engaging. The same refers to consultations – there is an increasing focus across the University to consult with members of staff on all issues that may affect them. 
With further investment into hybrid teaching spaces, there is potential to experiment with the formats of delivery to increase engagement. However, online networking remains a challenge.
Researchers’ feedback remains the key measure of success. Work continues on aligning survey cycles and questionnaires to avoid survey fatigue and to ensure continuous monitoring. 
PDRs proved to be a helpful instrument to incorporate professional development and career discussions into annual review cycle. However, there is a growing understanding that managers of researchers should be properly equipped to deliver on the University objectives and support for their teams. Managers’ training is increasingly becoming the focal point of training and development initiatives. 

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

	The new TOM is to be completed and fully rolled out no later than September 2026. The review of the organisation structure is currently in progress. Key principles that guide this work aim to mitigate impact on staff: prioritising expenditure that supports the student experience; assessing expenditure against value, quality and opportunity; eliminating duplication in processes and structures. Review of the University’s research centres is in progress, with the first stage being completed. 
Policy development and review work to continue – to ensure compliance with the wider sector, in particular around research misconduct. Trusted Research will inform next steps around operationalisation of research activities at the University, with relevant guidance and training provided for staff. 
Bradford Academic review to continue, with focus on identifying distinct career routes and expectations at each of those levels.
Workload allocation model review is to continue and feed into Bradford Academic review and other work carried out by the People team.
Development of training provision to continue. Initiatives include a development programme for early-career researchers as well as training on securing grant funding, research integrity, ethics, leadership, Narrative CV, and more.
Post-award support to be revamped, with relevant guidance made available to researchers.  
The review of mentoring support across the University to be finalised with mentoring provision adjusted for PGRs and staff.
A training resource on PPI for researchers will be published by the end of the calendar year. 
PRES and CEDARS 2025 to inform University stakeholders about the state of research culture at the University. These as well as REF PCE will inform the review of the PGR Strategy and Researcher Development Concordat Action Plan. 
The university’s implementation of Race Equality Charter and Athena Swan Action Plans continue. Each of our faculties and/or schools are successful Bronze level Athena Swan award holders, with the Faculty of Life Sciences planning to submit a Silver level application next year.
Local induction processes will be reviewed to ensure consistency of experience across the University. 
Support to PGRs at the end of their research journey to be reviewed to ensure their successful transition into new roles and jobs.

	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 is prepared by the BRDF team which oversees the implementation of the Concordat. The report is then reviewed by the Researcher Development Working Group, a collective body which represents various stakeholders involved in researcher development, including researchers across various career stages, their managers, and representatives of various University departments. The report is then presented to the Research and Innovation Committee. Upon discussion, amendments and approval, the report is being presented to the Senate and Council. Upon the final approval by the Council, the report is officially made publicly available on the University’s website and is sent to the Secretariat for the Concordat to Support the Career Development of Researchers



Signature on behalf of governing body: Dr Iana Sabatovych, Bradford Researcher Development Framework Manager
Contact for queries: bradfordrdf@bradford.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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