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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 338 staff on Research and Teaching contracts and 114 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 reflected in the ethos and social justice goals of SOAS research portfolio. This attracts a diverse body of researchers committed to equitable and inclusive partnerships, particularly in international and interdisciplinary research. The SOAS 2026-30 Strategy and Research and Knowledge Exchange plan explicitly identify a thriving research culture as essential to the success of the institution. 
The Research Culture team acts as the hub for a matrix approach supporting research culture activities across the institution. Our support activities extend from PhD students up to senior Professors and are tailored to the appropriate levels. The team works directly with the Deputy Dean for Research Culture on setting the priorities and objectives for research culture development to support the achievement of the SOAS 2026-30 Strategy. The Research Culture committee, a sub-committee of the Research and Knowledge Exchange Committee (which is in turn a sub-committee of the Senate), brings together representatives from across the institution to agree priorities and oversee the implementation of activities. 
Research culture is embedded into activities at local levels in departments and supported through centralised activities and institution-wide initiatives. This shared approach to supporting research culture and the institution's researchers allows for the development of localised interventions while ensuring institutional consistency of approach. In the last year there has been a focus on building systems to enable SOAS to best monitor, manage, track, report and evaluate activities, processes and policies. The Enhance Research Culture fund enabled the continuation of researcher-led funding for a fourth consecutive year. The Research Culture team focused on piloting a Writing Workshop series. Continuous evaluation and improvements of the mentoring framework are main areas of focus in the last academic year.
The HR Excellence in Research Award is managed through the Research Culture team, who work closely with HR teams (including EDI and Wellbeing and Learning Development) and academic leadership to achieve the action plan. The HREiR action plan is routinely reviewed against the institutional Athena Swan and Race Equality Charter plans to ensure alignment and shared direction of travel with regards to researchers. 
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). 

	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)
1. Environment and Culture
The three Concordat pillars are increasingly understood at SOAS as shared institutional responsibilities, requiring coordinated contributions from colleges, departments, academic managers, RKED, HR, EDIW and researchers themselves. Alongside this, SOAS is strengthening how it understands and evaluates progress, moving beyond participation and activity counts towards a combination of quantitative and qualitative evidence.
Significant progress has been made in developing the systems and data infrastructure needed to support this approach. Within RKED, Worktribe has been expanded to include REF, ethics and post-award modules, while Power BI is increasingly making research data accessible to institutional leadership through bespoke dashboards. SOAS introduced CEDARS for the first time during this reporting period and has committed to its continued use as an evidence and monitoring tool for the Concordat, HREiR and REF. RKED and EDIW are also working together to develop a dashboard that will enable research metrics to be examined through gender and race dimensions. In researcher development, the implementation of MyLearn provides a central booking platform for training and career development opportunities across the School.
HR Business Partners are using workforce dashboard data, including turnover, sickness absence, leaver profiles and staff engagement, to inform workforce planning and departmental discussions. HR is also increasingly monitoring performance through structured measures covering areas such as recruitment, grievance resolution, staff engagement, turnover, PDR participation, wellbeing, reward satisfaction and inclusion. Together, these developments provide SOAS with a substantially stronger evidence base for understanding its research and employment environment.
The next priority is therefore to ensure that the improved data and evidence is systematically connected to governance, reporting and decision-making. Clear and transparent governance arrangements are needed so that evidence from these different data systems is considered through established reporting cycles and can meaningfully inform senior leadership decisions. Data is being shared with Deans and Heads of Department to assist in their financial planning, workload allocations, and REF preparations. The next phase for SOAS will be to assess whether these improvements in systems, data and monitoring are translating into tangible improvements in researcher experience, and to use that evidence to determine where further institutional action is required.
2. Employment
A key priority for the next reporting period will be to improve the fairness, transparency and consistency of employment processes, particularly in areas of heightened importance for ECRs and externally funded researchers. This will include strengthening institutional support around fixed-term employment, contract endings, career transitions, redeployment and future funding, alongside improving the capability and accountability of PIs, HoDs and other academic managers in fulfilling their responsibilities towards researchers. The intention is to ensure that institutional policies and processes are not only clearly established, but are applied consistently and experienced as supportive by researchers across the School.
The improved availability of workforce data will provide an important basis for evaluating progress. SOAS will increasingly use this evidence to examine the extent to which apparently positive institution-wide trends may conceal different experiences across career stages, departments and demographic groups, and to identify areas where further intervention may be required. This reflects the broader direction of the next reporting period: moving beyond the implementation of new policies, systems and monitoring mechanisms towards assessing their impact on researchers’ actual experiences and using that evidence to inform institutional decision-making and continuous improvement. 
3. Professional Career Development
Reflecting SOAS’s relatively small researcher cohort and significant disciplinary diversity, the focus will be on the quality, relevance and reach of provision. ECRs (including PhD students, post-docs and Lecturers) will remain an important priority, but support will increasingly be embedded within wider researcher development provision rather than delivered through a separate infrastructure that can be difficult to sustain and may inadvertently isolate this group. Development opportunities will also respond more explicitly to different career stages, particularly the mid-career researcher group, which represented over 40% of respondents to the 2025 CEDARS survey and in which specific challenges have been identified relating to workload balance and support for research.
SOAS will seek to strengthen academic ownership of researcher development. Research Convenors, Deputy Deans, HoDs and experienced researchers have an important role in identifying development needs, promoting relevant opportunities and connecting institutional provision with disciplinary and departmental contexts.


	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] 
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	Following the first round of CEDARS in 2025 to create a research-specific evidence base alongside existing staff/Pulse survey mechanisms, a benchmarking exercise was completed against national data and organised around Concordat themes. The Research Culture Team has deliberately combined quantitative results with qualitative comments rather than relying only on headline scores. 
Important methodological limitation was acknowledged as part of this work due to the extent of the small staff cohort. We received 93 responses, with only 17 respondents identifying as ECRs. Therefore, career-stage and intersectional analysis is constrained by SOAS's small cohort. 
The People Strategy scorecard, for example, provides systematic measures covering recruitment, grievance resolution, engagement, turnover, PDR participation, wellbeing, reward and workforce inclusion. 
HREiR evidence collection was strengthened. More structured engagement with stakeholders and clearer separation between operational evidence gathering and strategic committee oversight represented a great contribution for the ongoing monitoring. Cross-team working was strengthened between Research Culture, HR, EDIW and wider RKED teams, partly in response to siloed communication and duplication. 
Oversight from the Research Culture Committee has increased the visibility of research integrity-related issues, which will be a focus of work in 2026/27, as the Research Ethics team will have a standing item at RCC meetings.
Equality, inclusion and Wellbeing
Following the renewed Athena Swan Bronze and first Race Equality Charter Bronze Award achieved in 2025, SOAS promoted a series of new initiatives. Five staff networks were established, including networks for women, Global Majority colleagues, disabled colleagues, LGBTQIA+ colleagues and faith/belief, alongside a One SOAS Community network for collaborators. 
A Reasonable Adjustments Policy was introduced, accompanied by disability-equity training; a Disability Self-Assessment Group was established and Disability Confident Level 1 achieved. 
Research Culture and EDI teams beginning to develop research-specific indicators relating to research outputs, applications and successful applications involving racialised women. This is work in development. 
CEDARS gives us a good sense of areas requiring improvement: staff sense of feeling included was 54% at SOAS (versus 72% nationally) and wellbeing support was 33% (versus 54%). HR evidence similarly shows continuing concerns: engagement, advocacy and wellbeing improved from their baselines but remained below 2025/26 targets; mental health was the leading recorded reason for sickness absence. 
Stronger EDI, wellbeing, governance and evidence structures are now in place, but we realise that we now need to do more to use these structures to build a more inclusive and supportive environment for all researchers. 

	Employment (max 600 words)





	A revised Recruitment Policy and Procedure was introduced, clarifying governance, roles and responsibilities. Mandatory recruitment training, diverse panels, recruitment planning/approval and EDI considerations across recruitment. 
Recruitment service infrastructure was also strengthened. This includes KPI monitoring, improved recruitment reporting, manager training and consolidation of HR guidance. 
The evidence of operational improvement and average recruitment time was reduced from a 16-week baseline to 11 weeks by March 2026, ahead of the 13-week target. 
A revised Fixed-Term Contract Policy and Procedure was introduced, which now requires consultation before contract expiry and consideration of permanency, extensions, redeployment and alternative funding.  While there is an aspiration to reduce the level of short-term contracts to researchers, in practice the limitations of a challenging research funding landscape and the relative size of SOAS, makes this more difficult.  The revised policy goes some way to provide clearer structures to manage short term contracts and support staff. 
The Day One onboarding process was strengthened, with further academic/researcher-specific development being undertaken with RKED. 
HR Business Partnering model was further developed, including closer working across HR functions and greater emphasis on earlier/informal resolution of employment issues. 
Supporting academic managers
Toolkit for Managers was refreshed and expanded as a central source covering recruitment, probation, contractual changes, flexible working, maternity, sickness absence, annual leave, resignations, onboarding and performance management. 
PI/research leader development includes practical guidance on recruitment, probation, sickness absence, disciplinary/grievance processes, SDRs and wider people-management responsibilities. 
Managers, HoDs and PIs are encouraged to discuss career planning, future funding, redeployment and longer-term pathways with researchers approaching the end of fixed-term funding. 
SOAS has strengthened the employment framework and operational infrastructure. Next steps will be to understand whether these improvements translate into more consistent researcher experiences, particularly around security, progression, management and early employment. 
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	Institutional development infrastructure
MyLearn was introduced as central infrastructure for staff learning, professional development and mandatory training. 
PDR participation has been substantially strengthened: 97% completion compared with a 60% baseline and 80% target. But PDR satisfaction was 63%, below the 65% target, highlighting the need to strengthen PDR training and demonstrate more clearly how PDR discussions lead to meaningful actions and outcomes.
The Writing Workshop Pilot, co-designed actions with Research Convenors and departments, explicitly responded to different disciplinary needs rather than imposing a single institutional model. Pilot formats included writing groups/retreats, journal-writing support, grant writing and career-stage-specific provision. 
Additional Research Profile and Open Access training was developed. The Researcher-Led Funding has continued for the fourth year, with closer Research Culture Team support, structured action planning, assessment, and monitoring intended to improve delivery, evidence and sustainability. 
Mentoring Framework continued but participation fell, with 27 applications in 2025/26, and 46 in the previous year. The mentoring evaluation approach has been revised. A focus group was introduced after low survey completion, materials were revised and alternative training formats were also developed.  Departmental mentoring activity is being mapped rather than automatically centralised, recognising that useful support may exist outside the institutional scheme. A new round of the Mentoring was reformulated with the scheme now lasting 2 years and with more support offered for both mentors and mentees. 
Heads of Department induction and leadership development have been strengthened through the annual HoDs induction calendar, and a HoDs group created to give support for each other. This demonstrates that Research Culture has been increasingly incorporated into leadership development rather than treated as an RKED responsibility. 
RKED has promoted Pre-Award Development drop-in sessions aimed specifically at ECRs, offering targeted guidance on proposal development for research bids. The Research Impact team has continued delivering its Research Impact training programme, which includes 3 sessions: Introduction to Research Impact; Mapping your Stakeholders and Evidencing your Impact; and a practice-based workshop called Writing an Impact Case Study. 
The Research Culture, Policy and Systems team also offered extensive drop-in sessions on Worktribe, Open Access, Research Profiles and internal funding support. The Research Culture and Policy team delivered “Introduction to REF” sessions, which also highlight the importance and support for a diversity of research methods and dissemination routes. 
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 Researcher-Led Funding project supported 11 projects, which focused on cross-departmental activities to foster, develop and support areas such as the creation of School of Research Methods focused on bespoke Global South issues. The initiative delivered a 3-day course and included academics, PhD and Master students of the three Colleges. The pilot project on fostering research with Latin America led to the creation of a Latin American Networking group at SOAS. The career development action involved 4 workshops on women working in hostile environments. An AI and African Languages conference was hosted by SOAS, which brought academics and the third sector to discuss together inclusive methods to include African languages into their data bases and set of priorities.   

	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) 

	1 - Building data systems to developing data-informed decision-making
SOAS has made substantial investment in systems and processes that improve the institution's capacity to collect, track, monitor and evidence activity and outcomes. 
Examples include Power BI/workforce dashboards, MyLearn reporting, People Strategy KPIs, CEDARS benchmarking and more structured HREiR action monitoring. This represents an important institutional development, as SOAS now has significantly greater capacity to identify patterns, monitor progress and support evidence-informed decisions. 
However, access to better data does not, by itself, create a culture of evidence-informed decision-making. Data need to be understood within their institutional and disciplinary context, particularly where cohorts are small or where different sources of evidence appear to tell different stories. CEDARS is a useful example. The small ECR cohort means that headline percentages need careful interpretation alongside qualitative evidence and other institutional datasets. 
The next phase will place greater emphasis on developing the confidence and capability of senior leaders and academic managers to access, interpret and use institutional data meaningfully. Measures of success should therefore move beyond whether data are available or reported, towards to create the evidence that they are used in planning, prioritisation and evaluation. 
2 - Improving communication and strengthening academic ownership of researcher development
Previous years demonstrated that SOAS's relatively small researcher/ECR cohort requires a proportionate and targeted approach to development provision rather than a large generic programme. During this reporting period, communication and visibility of provision emerged as a particular challenge. CEDARS reinforces this, with only 48% of respondents reporting awareness of institutional career and professional development support. 
Increasing the number of development activities is unlikely to improve engagement if researchers cannot easily identify what is available or how provision relates to their needs.  A clearer single point of access/page bringing together researcher development opportunities across SOAS has therefore become a priority. 
A second lesson from the writing-development pilots and other provision is the importance of academic ownership. Activities co-designed with Research Convenors, Deputy Deans, Heads of Department or other academics generally generated stronger engagement than centrally designed provision. Measures of success should consider reach, awareness, participation and participant feedback, rather than simply the number of sessions delivered. 
3 - Moving from policy and governance development to consistent implementation
Employment represents one of the clearest areas of institutional development during the reporting period, including strengthened recruitment processes, manager guidance and, importantly, revision of the Fixed-Term Contract Policy and Procedure. The revised policy strengthens expectations around consultation before contract expiry and consideration of permanency, extension, redeployment and alternative funding, issues of relevance to ECRs and externally funded researchers. 
Policy development is an important step, but the intended benefit depends on policies being understood and applied consistently by managers and researchers across the institution. The attention should now move towards implementation, communication and monitoring, including ensuring that PIs, Heads of Department and other managers understand their responsibilities and that researchers understand the processes available to them. Measures of success should therefore increasingly examine how policies operate in practice, rather than treating policy approval itself as evidence of impact.

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

	1. Move from improved data infrastructure towards evidence-informed decision-making
The focus will be on strengthening the ability of senior leaders, HoDs, PIs and other decision-makers to access, interpret and use evidence meaningfully, while recognising SOAS’s institutional context, disciplinary differences and relatively small researcher cohorts. This will include bringing together quantitative evidence from CEDARS, Pulse and staff surveys, Power BI and workforce dashboards, MyLearn, PDRs and other institutional sources with qualitative evidence gathered through focus groups, programme evaluations and researcher feedback.
The objective is to develop clearer links between evidence, institutional priorities and decision-making, so that progress is measured not by whether data is collected, but by whether evidence is informing action and contributing to improvements in researcher experience. This approach will also support more systematic monitoring of the Concordat and HREiR commitments, strengthening the evidence base through which SOAS can identify progress, recognise areas requiring further intervention and demonstrate institutional impact. This will be particularly important during the coming reporting period as SOAS continues preparations for the 2027 HREiR external review
2. To strength shared ownership of research culture across SOAS
A key objective will be to strengthen collaboration between Professional Services and academic leadership, particularly in areas where research culture intersects with employment practices, equality and inclusion, wellbeing, leadership and career development. This will help ensure that research culture considerations are more consistently embedded within wider institutional priorities and decision-making.
Greater emphasis will also be placed on academic ownership of research culture initiatives, with Research Convenors, Deputy Deans, HoDs, PIs and researchers playing a stronger role in identifying needs, shaping interventions and evaluating their outcomes. Alongside this, SOAS will continue to embed commitments arising from Athena Swan and the Race Equality Charter within research-related policies, programmes and decision-making, rather than treating equality initiatives as separate workstreams. The aim is to develop a more integrated approach in which responsibility for creating an inclusive and supportive research environment is shared across the institution.
3. Improve researcher development through visibility, relevance and access
SOAS will focus on making researcher development more visible, relevant and accessible, responding particularly to evidence that awareness of institutional provision remains limited. A key objective will be to consolidate the Researcher Development Hub as a clearer single point of access and strengthen its relationship with MyLearn and wider institutional provision. Researcher development will also be connected more effectively with PDRs, career planning and academic management, recognising that access to development depends not only on the availability of opportunities, but also on researchers being supported to identify and engage with provision relevant to their career needs.
Alongside improving visibility and access, SOAS will continue to use evaluation evidence to refine existing provision. Findings from the Writing Development pilots will inform decisions about which discipline- and career-stage-specific approaches should be continued, adapted or discontinued, while the Mentoring Framework will continue to be reviewed through participation data, focus groups and participant experience rather than measuring success primarily through the number of pairings. This will be underpinned by a proportionate approach to SOAS’s relatively small ECR cohort: ECRs will be embedded within wider researcher development provision while receiving targeted support or protection where evidence demonstrates a particular need.

 
 

	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 EDIW, the Staff Wellbeing Lead, and academic leadership. 
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 the SOAS Executive Board in September 2026. 



Signature on behalf of governing body: 
Professor Elisa Van Waeyenberge 
[image: ]
Interim Deputy Vice Chancellor (Education) & Provost

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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