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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)
The University of Kent is committed to the highest standards of research, reflected in its strong performance in REF2021. The University is a signatory to the Technician Commitment, the San Francisco Declaration on Research Assessment (DORA), and complies with the requirements of the Concordat to Support Research Integrity (which are embedded in the University’s Code of Ethical Practice for Research and Code of Practice for the Investigation of Malpractice in Research). Schools within the University hold Athena Swan Bronze or Silver awards (two Bronze and two Silver), and the wider University has achieved a Race Equality Charter Bronze Award and an Athena Swan Silver Award from Advance HE. Our Student Support and Wellbeing department provides services to our postgraduate research community and offers bespoke support for disabled, chronically ill and/or neurodivergent students, and support for care experienced students. The University also provides support for mature, commuting and part-time students, and for pregnancy, maternity, student parent/carers and transgender and non-binary students. Staff equality networks provide a vital formal link between formal EDI structures and representatives from minoritised communities. They play an important role as a critical friend, advising senior leadership across the University on the impact that particular decisions, policies or changes could create for the communities they represent. The University supports the WrEN Network, a sub-network for Female Researchers to address specific structural barriers for women researchers across various academic disciplines, sharing good practice, signposting to support and ensuring representation of need through decision making mechanisms. 
Like many higher education institutions over the period covered by this report, the University of Kent has faced ongoing challenges associated with pressures on income. The University has responded to these challenges by embarking on an ambitious wider programme of change across all areas of work, including the recent announcement of its intention to formally collaborate with the University of Greenwich. The combined entity will provide a strong financial foundation to weather current and future economic challenges in order to increase research capacity, tackle real world issues and foster a culture where staff and students thrive, collaborate and succeed together. The new model will support the sharing of best practice, resources and expertise across the two universities with benefits to researchers at all stages of their careers. 
Senior management responsibility for the development of our institutional research culture and support sits with the Pro-Vice Chancellor (Research, Innovation and International) and is supported by the Research and Innovation Board (which reports to the University Senate). The University is a founding member of the Eastern Arc (EARC) partnership, which comprises the Universities of Kent, Essex, East Anglia and Sussex. Established in 2013, the Consortium actively supports, facilitates and coordinates activities in three areas:  collaboration, advocacy, and culture. The EARC Research Culture Steering Group has oversight of the third of these, bringing together, learning from and building on best practice at each of the four universities, including support for open research, integrity, EDI, and career development through information-sharing, training and mentoring programmes. 

	[bookmark: _Hlk212192819]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: _Hlk214027130][bookmark: _Hlk214024828]Environment and Culture
During this reporting period, the University established a new Academic Management Structure, moving from six Divisions to ten Schools with Heads of School reporting to Pro Vice-Chancellors. The new Schools enhance disciplinary identity, support collaboration and create a sense of community. Heads of School are accountable for their academic communities and have increased agency to pursue initiatives which will benefit staff in their area. Local initiatives established during this period include:
· Research seminars with a range of internal and external speakers
· Disciplinary based grant-writing workshops
· Research bulletins to celebrate successes and encourage a sense of community
· Networking and Development funds for early career researchers
· Lunch and Learn sessions
· Drop-in sessions with research leaders
· Research away days
· Targeted support for early career researchers to benefit from Impact Accelerator Account funding
Following publication of the University’s Open Research Statement in the previous reporting period the University has continued to resource a dedicated open Research Team within Library Services who provide guidance, support, systems and resources to researchers.
The University has invested in the Worktribe ethics system to support transparency and ensure compliance with funder and legal frameworks. The University has also focused on Trusted Research training, rolling out Higher Education Export Controls Association training and organising a visit from the Research Collaboration Advice Team.
Employment
Opportunities for early-career researchers to participate in School structures and decision-making include:
· Participation in internal funding panels
· Acting as Co-Directors of research centres, in collaboration with more senior colleagues
· Leading School Research Seminar series
· Participation in REF reading groups
The Academic Workforce project was established during this reporting period  and has implemented a new Academic Career Map (ACM) and appraisal (RPD) process to provide a clear framework for understanding career goals and progressions at difference stages of a research career. The development of the ACM included research from both the Athena SWAN Silver and Race Equality Charter Bronze commitments to ensure that barriers to research and career development for female staff, staff with caring responsibilities and racially minoritised staff were expressly considered and targeted within the ACM and related processes to remove identified barriers. To address barriers outside of gender and race, for example disability, extensive Equality Impact Assessment development and consultation on the ACM and other Academic Workforce processes took place. A new Workload Allocation Framework and a revised promotion process will be launched in 2026-27.

Professional development
Central Professional Services teams organise regular writing retreats, funder visits and training sessions to complement the School-based offers listed above. Centrally managed Sharepoint pages provide information on a wide range of research activities and opportunities, recordings of previous training sessions, processes for accessing external funding, and principles and systems for research ethics compliance. 
This programme of support is strengthened by the University’s collaboration with other institutions and networks during this period. The collaboration with EARC provides a framework of mentoring for researchers at all career stages, collaborative networks, conferences (each year, n=~150 delegates), training, workshops and resources (such as guides to OA, Horizon Europe opportunities, practice-based research funding). It has also funded pilot projects supporting researchers, including an EDI researcher toolkit (EDIT project). In September 2025 the University joined the British Academy South East Early Career Researcher Network. The collaboration with Greenwich will provide further opportunities in this area.

Annual staff surveys are the key mechanism to evaluate progress and success in these areas. The Individual Research Planning process and feedback from School Research Committees to the Research and Innovation Board provide other opportunities to measure progress.


	[bookmark: _Hlk212192851]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] 

	[bookmark: _Hlk214026361]Environment and 
Culture (max 600 words)

	Key institutional aims for this reporting period have been: 
· To move to a new School-based management structure with Heads responsible for their academic communities and empowered to deliver tailored support for colleagues in their area. Schools have reported an enhanced sense of community and disciplinary identity as a result
· To invest in an online ethics platform for staff and students to underpin the governance and integrity of research conducted at Kent. Schools will start using the Worktribe system between November 2025 and March 2026. It is anticipated that this will lead to a more efficient ethics review process for staff and students as well as increasing transparency to ensure compliance
· To submit an institutional application for a Race Equality Charter Mark. The University received a Bronze Award in October 2024
· To develop training which meets the needs of the community. Schools are well placed to respond to local needs which is complemented by central provision as described in more detail below. Over the next period, a more systematic approach will be adopted in partnership with EARC universities as outlined in the objectives section below
· To conduct a Submission Preparation Panel to review research environment data and needs across all of the REF units of assessment. Units found the process valuable as a means to reflect on progress to date and potential improvements 
· To support Open Research through production of high-quality researcher-centric guidance and bespoke resources (incl. EARC OR and Scholarly Comms Group’s booklet addressing 12 key concerns academics may have around OA, accessing Essex’s OA Week events and sharing online resources across the Consortium), promotion of Open Access book publishing opportunities and the adoption of an Author Rights Retention approach that allows researchers to retain rights over the Author Accepted Manuscripts of their journal articles and conference proceedings. Researchers regularly give positive feedback on the support provided and clarity of resources
· To introduce a new Strategic Bids Committee to review and provide feedback on applications of strategic importance, including those with restrictions on the number of applications that may be submitted by the University. Early career researchers sit on the Committee on a rotating basis to give multiple colleagues the opportunity to sit on the panel and to reduce workload pressures. Calls targeted at early career researchers such as Future Leader Fellowships are managed through this Committee and information sessions are held for interested applicants to hear from award holders and learn from their experiences
Academic managers are actively involved in the development of these initiatives. They are responsible for developing School research strategies and action plans and for conducting Individual Research Planning meetings with researchers, sign-posting to relevant training, mentoring and/or coaching as appropriate. As members of the Research and Innovation Board (which reports to Senate) and School Senior Leadership Teams they are able to discuss wider policy and operational issues, reflect on best practice relevant to the Concordat and play active roles in contributing to strategic planning. They are involved in the annual REF Submission Preparation Panel and in wider strategic discussions around the embedding of a positive research culture into strategic research planning within the EARC partnership. They also play a key role in ensuring that staff are well informed of, and effectively supported by, a range of well-being resources, in ways that are particularly mindful of pressures created for staff during periods of wider institutional change.

Researchers have continued to engage with training and development opportunities, including well-being support, training on EDI and positive research culture. Over the year 2025-26 they will participate in the new appraisal process to co-create a development plan to support their career and personal growth.

	[bookmark: _Hlk214026375]Employment (max 600 words)





	Key institutional aims for this reporting period have been: 
· To work towards a consistent workload allocation for research for relevant staff across the University through development of the Workload Allocation Framework (WAF). This has been widely consulted on and will be implemented in 2026-27
· To develop a new Academic Career Map as a central point of reference for staff development and promotion processes. The new Map fully captures the range of work practice and priorities that feature in careers at the University and reflects the skills needed by academic and research staff in the future. Following detailed consultation, it was published in September 2025 in preparation for a revised promotion process in 2026-27
· To facilitate career movement between academic and non-academic working environments through networking and collaborative activities between researchers at the University and external partner organisations. Examples include the Kent and Medway Business Summit, the University of Kent and Discovery Park Innovation Showcase Event and events organised through institutes such as the Institute of Cultural and Creative Industries and the annual EARC conference and networks, which include significant membership from external stakeholders
· To maintain existing systems for ensuring fair recruitment practices of research staff and induction support delivered both locally within Schools and through central researcher induction training
Academic managers have been actively involved and maintaining and developing these approaches to researcher recruitment and support. They are required to undertake EDI and good recruitment practice training as part of requirements for participating in appointment panels. They participate in consultation and planning groups for work-streams in the Academic Workforce project such as the WAF and the new Academic Career Map. 
Researchers reflect on their career development in relation to the University’s Academic Career Map and participate in RPD and IRP meetings. They participate in discussions of University strategy and planning for research through membership of School research committees and regular all-staff briefings.


	[bookmark: _Hlk214026395]Professional development (max 600 words)





	[bookmark: _Hlk212195882]Key institutional aims for this reporting period have been: 
· To renew the Review, Plan, Develop (RPD) appraisal process and integrate it with the Individual Research Planning (IRP) process to support meaningful development conversations between researchers and managers. The new process was launched in September 2025
· To establish a Coaching Community offering free, confidential coaching for all members of staff. The Community is made up of colleagues who have completed a Level 5 Coaching Professional apprenticeship and at the time of writing 56 trained coaches were available. Topics include career progression, leading through change and moving to new roles
· To maintain and enhance leadership training for researchers and their managers. The University Talent and Organisational Development unit delivers free training tailored to staff at different career stages. Some areas have established a Research Leadership Development Fund to support colleagues to complete external courses such as the Advance HE training in Research Leadership Development
· To continue participating in the EARC mentoring scheme, offering researchers access to mentors from other organisations to extend their network and offer fresh perspectives (n= >420 participants since 2021).
· To support colleagues to obtain external funding, via training, grant-writing weeks and funder visits. Relevant training sessions in 2024-25 include “Writing your first grant proposal”, “Understanding the wider political context for research funding in the UK” and “An introduction to Full Economic Costing and preparing your application budget”. A Horizon Europe seminar series involving UKRI National Contact Points and UKRO, a visit from EPSRC and participation in the MRC Community Visit led to better understanding of funder priorities
· To support research staff to engage with professional, projects and practices in non-HEI settings. Supported by the Impact Accelerator Accounts, School and project funding, these activities and initiatives are primarily delivered through Schools in ways most relevant to particular disciplines. These include showcase events which enable researchers to share current work and interests with partners
· To maintain personal development/conference allowances to enable researchers to attend formal training and/or conferences according to their individual needs

Academic managers engage in regular discussions with research staff about their wider career development, including developing experience with non-HEI partner organisations, through IRPs and RPDs. They encourage colleagues to participate in training and development opportunities offered within Schools and by central University Directorates. Managers are also encouraged to participate in the range of leadership programmes offered by the University.
Researchers are required to participate in annual IRP and RPD meetings and complete structured reflective documents in preparation for these which form the central focus for discussion in these review meetings. These documents constitute an iterative process in which participants are encouraged to reflect on their achievements and evolving goals and needs. Staff are actively encouraged in the range of opportunities described above.


	[bookmark: _Hlk212192894]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) 

	Of the three pillars, Employment has been identified as the key area of focus over the next reporting period. A new promotion process based on the recently launched Academic Career Map will launch in 2026. The new Map has been designed to recognise the full range of researchers’ contributions in line with the Concordat principles. The revised RPD appraisal system will be fully embedded by 2026-27 and reviewers and reviewees will be able to use the Map to guide conversations about career development. In addition, the new Workload Allocation Framework will launch at the start of 2026-27 and will result in fair and transparent workload allocations across all areas of the University. 
The University has been through a period of significant institutional change, along with many others in the sector. While further change is expected over the next reporting period due to the proposed collaboration with the University of Greenwich, this is expected to ensure sustainability and stability in the future. Researchers will benefit through the sharing of best practice, resources and expertise. The universities will work together to develop action plans and measures of success in the future. 

	[bookmark: _Hlk212192906]Outline your key objectives in delivering your plan in the coming reporting period
(max 500 words)

	[bookmark: _Hlk214026426]By the end of the next reporting period, the University intends to:
· Use the People, Culture and Environment REF guidance as a mechanism to embed good practice for research culture and support across the University. The University will benefit from the insights of colleagues who participated in the pilot process (lessons learnt from Essex’s participation in this was shared through the EARC Research Culture Working Group). The annual REF Submission Preparation Panel process each Spring provides an opportunity to review and improve the research environment across units of assessment. Data collected to support REF submissions can be used as baseline data to track improvements over the next reporting period and beyond
· Implement a new promotion process based on the revised Academic Career Map
· Implement the new Workload Allocation Framework to standardise time for research across all staff in the University
· Roll-out a training programme across EARC partners. A Research Training Working Group has been established and a draft programme has been developed using the Vitae competencies as a framework. Relevant sessions include “Planning your research career”, “Funding to support career development: fellowships, networking and travel grants and more” and “First-time PI: leading a research team”
· Create a dedicated Sharepoint page for early career researchers bringing information about training opportunities, events and initiatives to support researchers together in one place 
· The new EDI Strategy 2025-30 includes Priority 4: EDI as a catalyst for social change with a focus on research support, development and the ability of all research staff to succeed in their career. Key metrics include % increases in successful applications from minoritised groups of staff, increases in minoritised students numbers at a PG level and the development of an EDI Research Centre by 2030
· Provide resources that assist with developing book proposals and approaching publishers. The EARC OR and Scholarly Comms Group is currently exploring the development of a programme to deliver this, based on the Lancaster ‘Trailblazers’ initiative. 
· Assist researchers to navigate the evolving AI landscape, developing guidance for researchers on the use of AI in their outputs and funding applications and on the implications of using AI to generate research content
· Explore opportunities to enhance support for research staff via the proposed collaboration with University of Greenwich

	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 has been initially drafted by colleagues within Business Development, Research and Innovation drawing on achievements and aims set out in our previous institutional annual report. It has been circulated to colleagues with School research leadership responsibilities for further comment and revision before being circulated to members of the University’s Research and Innovation Board for their sign-off. This agreed text was then presented to the University’s Council for final approval prior to submission to Universities 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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