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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) 
SOAS University of London is a small institution with an interdisciplinary focus on Humanities and Social Sciences, and a regional emphasis on Africa, Asia, the Middle East, and their diasporas. It has 337 staff on Research and Teaching contracts and 90 on Research-Only contracts, most of whom are Early Career Researchers (ECRs). Central to SOAS’ research identity is its long-standing global leadership in decolonising knowledge production, which has been formally articulated through its Decolonising Vision (2017) and consistently reflected in the ethos and social justice goals of its research portfolio. This tradition attracts a diverse body of researchers committed to equitable and inclusive partnerships, particularly in international and interdisciplinary research.
Institutional leadership and infrastructure to support research culture have grown considerably in recent years. Building on the appointment of a Research Culture Manager in 2022 and a Deputy Dean for Research Culture in 2023, SOAS has expanded the team with the creation of the Head of Research Culture and Policy and Research Information Systems Manager roles in 2024. The team ensures both strategic oversight and operational delivery of research culture initiatives. In January 2025, the HREiR Award Delivery Group was created – superceding the HREiR Steering Committee – bringing together key stakeholders from across the university. This group plays a central role in fostering shared responsibility for and embedding a culture of evaluation with regards to research culture, particularly in delivering and assessing the impact of the HREiR Action Plan (2024–2027).
In 2024/25, SOAS piloted a revised suite of Research Culture funding schemes, offering flexible funding throughout the academic year to support coaching sessions, writing retreats and training. This has made developmental support more accessible, enabling tailored interventions such as proofreading services and workshop organisation. SOAS also piloted the follow-on funding scheme for long-term projects, encouraging cross-departmental collaboration and collective initiatives for researcher career development. These initiatives are underpinned by support from Research England’s Enhancing Research Culture fund and are monitored for impact through reporting and engagement metrics. April 2025 marked another milestone with the launch of SOAS’s first CEDARS survey. It captured academic staff insights into working conditions, development needs, well-being and institutional support. The benchmarked data will inform the refinement of future programmes and the ongoing delivery of the HREiR Action Plan.
 SOAS is committed to ensuring the highest level of research ethics and integrity as cornerstones of a healthy research environment and is a signatory to the Concordat to Support Research Integrity and a member of the UK Research Integrity Office (UKRIO). A research integrity audit in 2025 has demonstrated that SOAS is aligned with the sector in terms of best practices. 
In the past year, SOAS has also been recognised for its commitment to advancing gender and race equality by receiving the Athena Swan Bronze Award and the Race Equality Charter Bronze Award. These awards reflect the university’s dedication to identifying and addressing barriers to gender and race equity, developing a clear action plan for change, fostering an inclusive environment for staff and students. 

	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)
SOAS’s Research Culture Action Plan is closely aligned with the three pillars of the Concordat and builds on previous achievements and goals. It places particular emphasis on amplifying ECR participation across all areas of activity. The strategic objectives focus on strengthening the institution’s research culture through better evaluation, fairer access, and stronger collaboration. A key priority is to establish clear mechanisms to track progress and measure success. This means capturing outcomes from initiatives such as the research mentoring framework, professional development training, and research culture funding awards, and using this evidence to inform future work. To support this, robust feedback processes are being developed, including surveys, focus groups, and evaluation forms.
Environment and culture 
1. Fostering a cohesive research culture across the institution: SOAS is committed to equitable access to support and development for all staff, tackling systemic barriers through cross-directorate collaboration, streamlined systems, and co-produced initiatives. Close partnerships and communication between Research and Knowledge Exchange, Human Resources, and academic leadership ensure aligned and effective support. 
2. Simplifying processes and improving transparency: particularly in access to research funding, promotion routes, and training, thereby creating opportunities for all research staff. 
Success Measures: Regular feedback workshops, SharePoint usage analytics and staff survey, and pulse survey responses.
Employment
1. Addressing the precarity of research-only ECRs through various support measures and improved contract stability: Key measures include grant application support and working closely with the HR Directorate on providing bridging contracts and transitioning research staff to open-ended contracts after four years where possible.

2. Enhancing our already-productive collaborations with the Careers team and Doctoral school to provide cohesive and wide-ranging information, guidance and support for researchers seeking careers beyond academia.

3. Influencing the continuous improvement of Promotion Processes and Career Pathways to ensure policies are equitable, inclusive and accessible for researchers from all groups and with all protected characteristics.
Success measures: Growth in the number of staff transitioning from fixed-term to permanent contracts; updates and improvements to relevant policies and procedures; expansion of the training offer.
Professional Development of Researchers
The RKED will maintain its commitment to delivering initiatives that have proven effective in supporting researcher development. Established programmes at SOAS such as the Research Mentoring Framework, Personal Research Plans (PRPs), and Staff Development Reviews (SDRs) will continue to be central pillars in enabling researchers to set and achieve their long-term goals. 
1. Expanding our Researcher Development Programme: We will increase training in core areas, such as grant writing, research impact, and careers beyond academia. RKED will also broaden its in-house training to equip researchers with skills for both academic and non-academic pathways. The Research Culture team will continue to support ECR participation in effective external initiatives, such as the British Academy ECR Network.

2. The Research Culture Fund will continue to offer targeted and flexible support for researcher-led projects through Enhancing Research Culture internal grant schemes, helping academics to take ownership of initiatives that foster a vibrant and inclusive research environment. 

3. The RKED will work to enhance leadership support, ensuring that line managers and Heads of Department are equipped to effectively support the ECR community. A new two-day induction programme, led by the Learning and Development team, will build Heads of Departments’ capacity to advocate for and guide researchers. We will also expand and diversify training for researchers with line management responsibilities, covering topics such as creating an inclusive workplace and supporting career progression. We will also continue to support our researchers’ participation in external leadership programmes, including Aurora and the Outside Insight mentoring scheme.

Success measures: Positive HoD induction feedback, more line management training uptake, and increased external programme participation.

	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: _Hlk206066963]Environment and 
Culture (max 600 words)

	Overall, SOAS takes a people-oriented approach to research culture, focusing on initiatives that help academics feel connected, supported, and valued within the community.
SOAS continues to expand the visibility of the Concordat’s principles. Information on the Concordat is now integrated into staff inductions, research staff training sessions, and is signposted on the intranet. This ensures that all researchers are aware of their rights and the opportunities for support. 
A consolidated staff development intranet page, co-managed by HR Learning & Development and RKED, now offers a single repository for training resources, fostering easier access for researchers. Post-event evaluation surveys of staff development training initiatives have also been undertaken, driving continuous refinement of practice. 
A pivotal enhancement this year was the inaugural CEDARS survey, conducted from 28 April–28 May 2025. CEDARS offers a comprehensive, sector-wide benchmark for researcher experience and will guide our future work. 
SOAS has expanded engagement with key researcher development initiatives: (1) Second round of the Research Mentoring Programme in the 24/25 academic year, with a 10% increase in matched pairings; (2) revised Staff Development Reviews (SDR) featuring wellbeing questions; and (3) continuation of Personal Research Plans for long-term career planning with over 80% engagement, and with colleagues’ responses to the research culture questions now feeding back to the team to help enhance work in this area.
SOAS is continually reviewing how research is supported across the institution. For example, during 2024/2025, SOAS undertook a major review of the work of all research centres and institutes. This effort works hand in hand with our new research network initiatives: from 2023-2025, four new research networks were launched and are being developed into cross-institutional spaces for collaboration, centring ECRs (including PGRs): the Digital Research Network (DRN), the Practice Research Network (PRN), the Provenance, Accessibility, Repatriation and Restitution (PARR) Working Group and the Women Academics Support Network (WASN). 
In 2024/25, SOAS undertook a series of actions to equip managers with the skills and support necessary to foster staff wellbeing, advocate for research integrity, and support career progression. A Managers’ Wellbeing and Mental Health training programme was launched to support managers of researchers in dealing with mental health. A question related to wellbeing was also added to the Staff Development Reviews (SDRs) to foster this conversation between staff and their line managers. Furthermore, the introduction of the Wellbeing Ambassadors scheme in 2025/26 will provide Mental Health First Aid Training for these ambassadors, who will champion wellbeing and confidentially signpost access to support as well as information on how to report issues that arise. 

The RKED supports researchers in accessing the best career development opportunities through circulating information on activities taking place within and outside SOAS through mailing lists and Teams channels – for example, the dedicated email listserv for ECRs. 

The creation in 2025 of a monthly Heads of Department forum, linking academic leadership with the RKED, has provided a rapid-response platform for sharing and enhancing collaborative approaches to supporting research culture, problem-solving, issue escalation, and collective advocacy for researchers. 
SOAS continues to promote Epigeum courses, including the new refresher course, to reinforce the highest standards of research integrity and professional conduct across all disciplines. There is also increased monitoring to ensure that all Ethics review approvers (of projects by academics as well as PGRs) have completed the required training. 
Oversight from the Research Culture Committee has enabled visibility of research integrity-related issues to be increased, and this will be a focus of work in 2025/26, as the Research Ethics team will have a standing item at RCC meetings. 

	Employment (max 600 words)





	SOAS has implemented a range of improvements in employment and recruitment practices, ensuring the path into SOAS is supportive and equitable. 
· Training in 'Recruitment and Selection' is a standard requirement for all new line managers to ensure consistency, fairness, and awareness of inclusive hiring practices. 
· The HR Directorate has modernised its systems, launching an intranet-based tool to streamline recruitment and employment-related queries, speeding up resolution times and enhancing transparency. All recruitment requests are now processed through a new centralised portal, improving tracking and response times, and overall transparency and accountability.
SOAS remains committed to improving career progression for researchers across all protected characteristics. Recognising that employment support for research-only staff requires coordinated action, the RKED, HR, and Heads of Departments are working together to address systemic barriers and enhance employment outcomes.
SOAS is continuing to address the working conditions and developmental support for researchers, particularly those on temporary contracts. Academic leaders in research, line managers, and research enablers have worked collaboratively to proactively engage with these researchers on an individual basis to try to identify further funding and career opportunities and to provide application support. 
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	The creation of a Researcher Development Programme has been a priority over the past year, with the development of a range of in-house training sessions designed to support researchers from across the institution, for example:  
· RKED has promoted Pre-Award Development drop-in sessions aimed specifically at ECRs, offering targeted guidance on proposal development for research bids. These sessions have provided a critical space for ECRs to increase their competitiveness in external funding applications. 
· The Research Impact team implemented an expansive Research Impact training programme, which included 3 sessions: Introduction to Research Impact; Mapping your Stakeholders and Evidencing your Impact; and a practice-based workshop called Writing an Impact Case Study. In total, 24 sessions were offered and 128 researchers attended the sessions. Together, these actions demonstrate a cross-team effort to create training that will enable researchers to be better equipped to develop their research at a high level.
· The Research Culture and Policy team delivered “Introduction to REF” sessions, which also highlighting the diversity of research methods. These sessions were especially popular with PGRs and ECRs, who appreciated learning about the broader contexts in which research is evaluated, and about how research can extend beyond traditional outputs, such as books and journal articles.
Many SOAS researchers have also participated in the British Academy ECR Network, broadening their networks in Higher Education, and attended training and writing retreats. The SOAS ECR mailing list grew by 5% this year and the British Academy ECR Network increased its SOAS membership by 8%, broadening access to opportunities.  
To empower researcher-led initiatives, in 2024/25 SOAS launched a revised Enhancing Research Culture funding programme and piloted two new schemes: the Follow-on Fund and the Flexible Fund schemes. Both funds enabled individuals and teams to lead projects to strengthen institutional research culture. 
· The Follow-on Fund scheme supported 7 projects, which focused on cross-departmental activities to foster areas such as enhancing digital research culture (especially for ECRs), cross-discipline support on book publications, training for building equitable research about global challenges, supporting new cross-departmental research clusters, initiatives to strengthen collaboration with stakeholders outside academia, as well as researcher-led projects that aim to discuss gender disparity and equitable opportunities for researchers, such as the Women Academics Support (WASN) Network. 

· The Flexible fund supported 20 projects, focused on building research groups, seminar series, workshops, coaching sessions, writing retreats, and proofreading.
SOAS has continued to prioritise the professional and career development of researchers by launching a range of new programmes and strengthening existing initiatives. 
· To enhance the effectiveness of annual career discussions, new training and guidance on conducting meaningful Staff Development Reviews (SDRs) has been delivered to both researchers and their line managers. In parallel, the SOAS Research Mentoring Programme continues to offer bespoke training by Research Coach so that mentors and mentees can maximise the benefits of their relationships.
·  The improvement of the Workload Allocation Management System (WAMS) during 2024/25 will also help to ensure that researchers have protected time to engage in these activities.
· Career development outside academia has also been prioritised, with workshops held on topics such as "Career Options for Researchers," "Non-Academic CVs," and "LinkedIn Secrets and Generating Job Options." The other focus area was on media training, which included two workshops: “Media training with Inside Edge” and “Research with a strong news angle”. The Communications team also delivered 4 drop-in sessions to support the creation of media campaigns around academics’ research. 
· In parallel, SOAS has created more transparent and inclusive guidance on promotion and recruitment via the newly launched intranet. This ensures all researchers, regardless of contract type or background, can access the information they need to progress in their careers.

	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) 

	Researchers’ engagement with RKED and Learning and Development: SOAS is a small institution, so often training and events have a small number of attendees, which is a factor that must be considered. We work to take advantage of this, building provision around small group sizes and focusing on building relationships between individuals. Those two characteristics draw our attention to the importance of making sure that we are offering the same supportive opportunities to all researchers, regardless of their career level and/or department.  
Enhancing Research Culture funding: While the funding has supported several valuable projects within the research culture remit, we noticed that many unsuccessful applications did not clearly demonstrate the benefits to the broader research culture at SOAS. Many proposals focused on individual research projects rather than on how they would contribute to the wider development of research culture initiatives. To address this, we plan to improve communication around the Enhancing Research Culture funding schemes in future years, raising awareness of the funding objectives and adjusting future funding allocations to maximise impact.
Best use of resources to respond to ECR community needs: We are an agile team, however – as a small group – we do not always have the resources to respond to the changing needs of our ECR community and the growing demand within the sector for established programmes. Therefore, we want to explore how we can best use the Enhancing Research Culture funding from Research England to expand both our capacity and impact to ensure we are able to deliver a high-quality researcher development offering.

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

	As part of the institutional strategy refresh, coinciding with the launch of the SOAS Strategy 2026–2030, the Research Culture team will formally launch a Research Culture Strategy. This strategy builds on three years of discussions, initiatives, and collaborative work across the institution. Its launch will mark the formalisation of these ongoing efforts, providing clearer guidance on institutional goals and a structured approach to implementation. The strategy aims to unite the SOAS community, fostering shared ownership and support across the Colleges of Humanities, Social Sciences, and Law, and to reinforce SOAS’ commitment to equitable, ethical research, particularly with global majority communities.
Another focus of the Research Culture team for the next academic year is to improve the evaluation mechanisms to assess the effectiveness of current and future initiatives. Quantitative and qualitative data will be gathered through the CEDARS surveys undertaken in 2025 and 2027, enabling SOAS to analyse and benchmark its progress against the rest of the HE sector. Additionally, actions outlined in our HREiR Action Plan (2024-2027) will be reviewed in light of the CEDARS results to ensure cohesion. Further qualitative insights will continue to be collected through focus groups and training feedback forms, strengthening SOAS’ monitoring and evaluation of research culture practices.  
Another focus is to broaden support to researchers beyond the early career stage. Specifically, we will develop targeted interventions for mid-career researchers and senior researchers with experience as principal investigators, ensuring that development opportunities and support mechanisms are inclusive of all career stages. These actions reflect SOAS’s strategic commitment to embedding a sustainable, inclusive, and data-informed research culture. 
For the period 2025-2026 key actions linked to these objectives include:
· Taking a co-creation approach to the development of the Research Culture Strategy
· Evaluating the outcomes of the first CEDARS survey (2025), exploring how insights from the survey can be fed into the current provision and action plan evaluation measures
· Initiating a programme of work focused on embedding effective and sustainable evaluation methods across the range of activities at SOAS 
· Developing and rolling out Researcher Induction with an interactive induction pack for researchers with links to key policies and support materials
· Expanding the Researcher Development Hub on the intranet to provide a broader range of training and support materials, clear events and training programme calendar, and routes to development 
· In collaboration with the HR Wellbeing team, appointing department Wellbeing Ambassadors and providing mental health first aider training 

	Please provide a brief statement describing your institution’s approval process of this report prior to sign off by the governing body (max 200 words) 
This report was developed by the Research Culture Manager with input from various colleagues leading workstreams, including the Head of Research Culture and Policy, the Head of EDI, the Staff Wellbeing Lead, and academic leadership. 
An initial draft was reviewed by Research Culture Committee on 13 May 2025, with further drafting circulated for comment. The Deputy Dean for Research Culture and the Deputy VC for Research and Knowledge Exchange reviewed the final draft for approval. The report was signed off by the chair of the Research Culture sub-committee and the chair of the Research and Knowledge Exchange Committee. The report was approved and signed off by Senate in October 2025. 



Signature on behalf of governing body: 

Contact for queries: researchculture@soas.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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