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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)

In our most recent strategy, Strategy 2026, we have outlined in the Thriving Staff
Community section how “Our people are at the heart of King’s strategic
ambitions”. This entails us actively cultivating an inclusive and welcoming
community that respects individual differences and values collaboration. As part of
this strategy, King’s has set up a high level Staff and Culture Strategy Committee
whose members include research staff and students and that contributes to
governance by monitoring progress on achieving agreed objectives.

In Vision 2029, we reinforced this strategy by pledging to support and develop
King’s people, investing in management, leadership and career development.

We have established central and multiple faculty-based posts addressing research
culture. A key central project is to enhance equality and inclusion and increase the
numbers of minorities in more senior roles at King’s. Each faculty also has its own
local plan addressing research culture, two of which support the experience and
career development of research staff directly. We also work within the sector
more widely, contributing to research culture communities and policy and practice,
for example the current Strategy, People and Research Environment aspect of the
REF.

We regularly review our policies and procedures in line with current good practice,
delivered with input from the unions and relevant staff. Current examples include
how we manage requests for transfer to an open contract after 4 years of
continuous employment. Our investment into “Report + Support”, a mechanism
for managing all aspects of bullying, harassment and victimisation, is enabling us to
improve our responses to this important issue. Using “Our Principles in Action”, a
set of behavioural competencies that support positive interactions between our
staff and students, also demonstrates our aspirations with regard to the culture we
espouse.

In 2016 we established the Centre for Research Staff Development (CRSD) to
provide professional development and to engage in policy and best practice for
research staff. This centre is now well established and is seen as an important hub
for research staff issues and information. In tandem with the CRSD we also have a
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team of careers consultants dedicated to supporting research staff in their career
planning and development.

King’s is a signatory to a number of initiatives that support a positive research
culture, including The Concordats to Support the Career Development of
Researchers and Research Integrity, The Technician Commitment and the San
Francisco Declaration on Research Assessment. We hold Athena SWAN Silver
Awards at Institutional and Faculty level, and a Bronze Race Equality Charter Mark.

We routinely carry out surveys of research staff, the last one being in 2025,
alongside a University-wide Staff Survey that demonstrated we are focusing on
required initiatives. These surveys also enable us to monitor long-term trends in
our efforts to uphold the principles espoused by the Researcher Development
Concordat.

In the last five years we have increased our resources to support wellbeing,
including courses for staff and their managers and online information for all.

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)

Strategic Objectives and monitoring

King’s College London has been in receipt of the HR Excellence in Research Award
for 13 years, demonstrating our commitment to upholding the principles described
in the Concordat to Support the Career Development of Researchers. While we
have now decided to withdraw from this we continue on this track with our most
recent 3 year action plan for 2025-28. Critically, much of the work that we do is
now considered business-as-usual as our implementation of a large number of the
principles is longstanding. We are now focussing on projects that will bring new
and substantial change.

King’s has made a commitment in Strategy 2026 to “Enhance our research culture,
focusing on research careers in academia and beyond, supporting ethical, open
research and research-enhanced education.”

Opinions and viewpoints held by our research staff are gathered biennially through
a college-wide survey of Research Staff (last run in 2025) and via the Research Staff
Representative Committee (RSRC). In 2023 we also had an All Staff Survey.
Faculties also carry out local evaluations. These enable monitoring of trends in
how staff experience their time at King’s and the success of the action plan.
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Environment and culture

Our Positive Workplace Initiatives has been a central programme to address
Leadership; Training & Awareness Raising; Reporting, Monitoring & Support; and
Reward, Retention & Recognition. A core component is Active Bystander Training,
designed to enable staff to understand what is meant by Bullying and Harassment
(B&H) and how to address it.

We have also invested in a new central system, “Report + Support”, to guide those
seeking information and wishing to record incidents. This launched in October
2022 and has proved popular. Locally, faculties are appointing “Confidential
Advisors” to support anyone experiencing inappropriate behaviour and guide them
in their response.

Faculty-led and central training programmes addressing environment and culture
included in the action plan cover Mental Health First Aid Training and specifically
“Diversity THRIVE” for those from racial or other minority backgrounds now rolled
out across the university as part of the INKLUDE Project run by the central
Research Culture team.

Employment

Our priority employment project has been to review the use of fixed-term
contracts (FTCs). Progress in this project has been evaluated by completion of key
stages, e.g. research goals, internal processes reviewed.

There is new central training for Managers of research staff incorporating the
“Managers Toolkit” and local training for line managers offered within specific
faculties, along with data gathering on attendance and uptake.

The process for promotion of research staff remains opaque and inaccessible to
research staff. Our future approach will focus on providing insight into what
options are available.

Professional Development of Researchers

Professional development opportunities for managers around their obligations to
researchers is generally increasing across the university. Specifically included in the
action plan is a new course developed by the CRSD in collaboration with managers
that also touches on the use of the Managers Toolkit, with increasing attendances
since its inception.

Our dedicated Researcher Careers Team have established new courses and
resources in this action plan addressing careers both within and beyond the
academic environment.
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To encourage research staff to gain new skills one faculty has created an award
scheme recognising contributions to wider agendas, e.g. committees and project
leadership, now copied by other faculties. We have also set up an award to
recognise contributions to postgraduate research project supervision by research
staff. These projects are monitored and evaluated by participants. In addition, we
have reestablished funding to cover the cost of professional registration through
the Science Council to encourage engagement with professional development
among our technical community.

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/Pls); Researchers]

Environment and Institution
Culture (max 600
words) King’s commitment to delivering tangible benefits for

research staff is exemplified by:

e Greater recognition by the faculties and the wider
university of the need to engage with workplace culture
and the principles of the Researcher Development
Concordat and the elevation of the priority they are now
giving this agenda

e Qurinvestment into Report + Support, a mechanism to
address Bullying & Harassment and accompanying
training and resources, both locally and centrally

e Increased opportunities for the managers of research
staff to learn about management and leadership

e Anincreased drive to raise the profile of the entitlement
of research staff to 10 days for their professional
development and the benefits that this can bring.

Specific examples from the last action plan, 2022-25, include:

e Annual events to showcase the many contributions
around King’s to implementing the Researcher Concordat
resulting in an increasing number of faculty-specific
projects now being shared with other faculties. ECI1.3

e Code of conduct originating from the CRSD and one of
the faculties piloted successfully in CRSD and relevant
faculty event and by the Technical network until they
were superseded by a version designed for the entire
university. ECI2.1




Some of our faculties have created SharePoint hubs
where resources specific to research staff can be found.
These have proven to be popular with staff, as shown by
visits to the sites. ECI2.3, ECI2.4 and ECI4.2

Workload monitoring in one faculty resulting in
appointment of roles that support continued attention to
this issue. ECI3

Positive workplace initiatives such as guidance and scripts
for managers and increased training and awareness
around bullying and harassment launched and posted on
relevant webpages. ECI3

“Report + Support” launched in October 2022. This is
now fully integrated into King’s systems and the number
of reports is increasing, with many where individuals are
named now resulting in investigations and resolutions.
Unnamed reporting is also providing information about
repeated patterns by individuals and within specific
locations, enabling increased opportunities to address
issues. ECI3

Mental Health First Aid training now provided routinely
by a central department resulting in staff from all areas
being able to learn about this important topic. ECI4.1
Increase in demand and breadth of training in research
integrity. ECI5.1-3 and ECI5.5

Regular faculty events run for research staff to provide
information on support available, internal and external
opportunities and EDI issues, resulting in regular research
staff away days with 90% of attendees indicating they
would attend again. ECI6.1

Regular monitoring of the impact of research culture and
researcher development initiatives through surveys,
including university-wide staff survey, King’s Research
Staff Survey/King’s Research Staff Survey — Managers and
faculty surveys. ECI6.2-4

Academic Managers of Researchers

Managers from across an entire faculty brought together
to participate in sessions to enhance mindfulness,
wellbeing and time management. Success measures
exceeded. ECM3

Numbers of managers engaging with research integrity
training increasing as is the visibility of the Research
Integrity Office and Advisors. ECM2 and ECM3




Researchers

A reduction in the numbers of research staff stating they
have experienced disrespectful behaviour from their
colleagues over the last two years, most likely as a result
of the increase in training in this area both centrally and
in faculties and the introduction of “Report + Support” to
record and monitor incidences and respond to them.
ECI6.1, ECI6.2, ECR1.1, ECM3, ECI3.1, ECI3.2, ECI3.3,
ECI3.4, ECR4, ECIS/ECM2, ECM3, ECR2, ECR4
Researchers engaging in the development of a positive
research culture through faculty-run schemes. ECR1
Researchers using “Report + Support” to register
incidents of bullying and harassment and related
behaviours. ECR4

Reporting of breaches of research integrity increasing
following on from an increase in visibility of reporting
mechanisms. ECR4

Employment (max
600 words)

Institution

Faculties are doing more to engage with induction
processes, with some of them updating or enhancing
their induction programme, creating induction packs and
buddy schemes and focusing on specific topics relating to
research staff. This has resulted in greater attendance at
induction events and an increase in page views on online
resources. EI2.1, EI2.2, EI2.3, EI2.4

One faculty has regularised its approach to research staff
promotion into one consistent faculty policy, aligning it
with other promotional processes for ease of navigation.
EI3.1

We have implemented a new cross-university award to
recognise those who support PGR students without a
mandate to do so. This has now been running for 3 years
and is routinely given to research staff. It is seen by
research staff as a positive action, together with a 66%
increase in the King’s Research Staff Survey in those
agreeing they are recognised for their contribution. EI3.2
Improvement of training and development opportunities
and expectations of line management responsibilities in
one faculty, starting with senior committee discussion
and positively reviewed Head of Department training,




together with appointment of dedicated Learning and
Development Champion and associated Task & Finish
Group. E14.1

Managers being signposted to toolkits and training
opportunities in one faculty. Research staff appear to be
more aware of the opportunities available to them as a
result. El4.2

Completion of Phase 1 of the Fixed-Term Contract
project, providing a new and more streamlined process
to administer the right to request an open contract after
4 years of fixed-term employment and resetting of
internal checks and balances thereby making it possible
for the university to manage transfer of all staff to open
contracts limited by funding should it chose to take this
path. The project involved professional services and
research staff together with academics from the majority
of the faculties, staff drawn from a wide range of
departments within the HR and Research Management &
Innovation Directorates, Strategy and Planning colleagues
and senior management, demonstrating how complex
delivering and implementing the work has been. El6

HR are also addressing the use of FTCs by raising
awareness among managers of the appropriate process
for contract termination. A new tool created for
redeployment was rolled out in autumn 2023. This is an
additional item not included in the 2022-25 plan

Academic Managers of Researchers

Training and signposting has been enhanced for
managers in faculties and centrally to support their
engagement with research staff. In one faculty this has
been facilitated by the employment of a Learning and
Development Champion and associated Task & Finish
Group who are now evaluating current needs of the
community. El4.1, EI4.2 EM1, EM4.2

Managers in one faculty making use of tools to monitor
uptake of Performance & Development Reviews,
revealing areas where compliance is poor. This has
resulted in an increase in completed PDRs and improved
management of non-compliance. EM4

Researchers




Alongside the implementation of the new award to
recognise the contributions made by research staff to
supporting postgraduate research students, research
staff are now also being put forward for other new
awards that recognise their contributions to teaching and
academic citizenship more generally. EI3.2 and new
projects.

Professional
development (max
600 words)

Institution

A new funding source provided by one faculty (some
others already have this) to support professional
development of research staff resulted in the majority of
research staff taking up professional development with
or without additional funding. PCDI1.2

A focus on increasing the numbers of research staff using
the services of the team dedicated to research staff
within King’s Careers & Employability resulted in a
modest increase in take-up of 1:1 appointments. Their
courses addressing academic progression targeted to
specific groups, e.g. bespoke versions of Advancing in
Academia, What’s up Doc for research assistants
considering a PhD and a generic online version of
Advancing in Academia have all been delivered and
received good feedback. They have since been made
available as on demand courses online. PCDI1.1-3

A Careers & Employability placement project resulted in
resources that can be used to “try out” a career through
information interviews and meaningful work experience.
PCDI1.4

Awards schemes intended to encourage research staff to
broaden their skills and experience have been
successfully piloted by one faculty. These proved
sufficiently popular that they were spread by word of
mouth and have been adopted by other faculties.
Sharing has been a collaborative process. PCDI4

We have increased the available resources around
transitions into careers beyond academia through our
Career Tracks project, demonstrating a wide range of
options taken by King’s research staff and used in
workshops, with clients and at events. Research staff
who encounter these resources report feeling more
empowered to consider a variety of career options. As a
result, and following acquisition of funding, we have




initiated a new project to broaden this out to investigate
roles within HEls that are taken up by those from a
research background. Findings from this project will also
be made available to support research staff in their
career explorations. PCDI5

Academic Managers of Researchers

One faculty has been posting statements on webpages,
circulated through emails and posted on the research
staff SharePoint to highlight that they support research
staff and PGR students in whatever career choice may be,
resulting in facilitation of careers conversations. Data
from our biannual surveys also hint at greater confidence
that there is support for a wider range of career options.
PCDM2.2

The CRSD’s Challenge & Support Course, designed in
collaboration with managers to support them specifically
in managing research staff, ran 3 times in 2022-3 and
2023-4. Booking numbers increased with each iteration
resulting in more than 60 attendances in year 1 and 80 in
year 2. Course participants continue to report a learning
gain immediately after the course. Three months after
the course in the first year 100% of respondents reported
a direct change to their working practice due to attending
the course. This success has prompted us to incorporate
the course as a permanent feature in our Professional
Development Programme. PCDM5

Researchers

A collaborative project with the Science Museum in
which technical staff promoted technical careers to
school children, teachers and the general public resulted
in skills development and increased confidence among
our technical community. PCDR6

A new project not in the original plan was to reestablish
our apprenticeship scheme for technicians. This is
expected to provide a large cohort of our established
technical colleagues with the opportunity to gain
management and organisational skills.

Institutional funding for professional registration with the
Science Council (RSci, RSciTech, CSci) was reinstated
indefinitely from 2024. Professional registration of
technical staff reached record numbers over the final 18




months of the period in response to reinstatement of the
funding, up from zero in the previous 18 months. PCDR3

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)

We continue to see growing enthusiasm from senior management and the faculties
to engage with the principles of the Researcher Development Concordat as the
Research Culture agenda takes root. This is enabling us to drive through relevant
initiatives as they are included in an increasing number of strategic plans. We are
currently creating Strategy 2030 and anticipate that this will include measures to
address Researcher Development Concordat principles.

Most of our projects were new at the beginning of this action plan and many on a
larger scale than previous projects. Of the total 65, 53 have reached the planned
outcome. Of the remainder, these were either stalled or shelved because of
staffing issues (5), delayed by unforeseen circumstances (3), superseded (2), could
not be evaluated (1) or had limited impact (1). Signs of success are that we are
seeing projects being copied from one faculty to the next.

We use several measures to evaluate success but appreciate that many of the
projects are difficult to evaluate because of the nature of the outcomes and the
availability of data. This is an issue across the sector. We will address this over the
course of the new action plan. New reporting tools under development will enable
us to understand some outcomes better. For other projects, we prefer to
undertake them even though they are difficult to evaluate because our research
staff request them.

We continue to be enthusiastic about focusing on ambitious projects that we
anticipate will result in substantial benefits despite setbacks.

Our FTCs project has been delayed because of the unexpected complexity of the
changes we wanted to make. Our intention was to ensure that all processes were
foolproof and that communications and required training were complete. This has
involved many more colleagues than originally anticipated, both in modifying the
process and in ensuring all parties feel competent to implement it. This has
provided useful information for the continuation of the project and how we
manage future work.

The implementation of “Report + Support” appears to be having an impact on the
perception of how King’s responds to B&H. Reporting has increased, which we
would like to think is because our colleagues are more willing to come forward
and/or are more aware of how to report. Our 2025 King’s Research Staff Survey




has identified a 33% decrease in the number of research staff experiencing
disrespectful treatment. Although the experience for managers is similar from
2023 to 2025, overall this suggests that we are making progress in this area. We
continue to watch the outcomes from this initiative with enthusiasm.

Supporting managers in their ability to serve their research staff is an area that we
continue to see needs more attention, as does improving knowledge about the
entitlement to professional development time. We will continue to broaden our
offering for the managers and understanding of professional development in our
future plans, tapping into the requirement for professional development to be
written into grant applications.

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

Key objectives around our three priority projects, selected because of their cross-
university profile and reach, are outlined here. Other projects can be found in our
Researcher Development Concordat Action Plan, some of which are described
above.

Fixed-term contracts

1. Evaluation of how we manage transfer to open contracts following 4 years
continuous service, including any reasons why applications are not made or
granted

2. Finalise our redeployment policy and launch it, ensuring all relevant staff
are aware of its existence and how it works, followed by monitoring and
evaluation

3. Initiation of a project to review contract length vs grant length. The initial
findings suggest that there are multiple reasons for any discrepancy. We
aim to identify and focus on those that can be changed without disruption,
e.g. length of time between the grant being awarded and staff being
recruited

4. Evaluation of current information about progression processes, what
happens in reality, and increase transparency

Entitlement to 10 Days for Professional Development
This is a cross-university project designed to address the lack of awareness among
all stakeholders about the entitlement of research staff to 10 days for professional
development. We plan to
1. Create new online resources that are easy to find and provide clear
information on the entitlement




Assemble a working group to organise a festival to raise awareness of the
entitlement, provide insight into what it means and a digital legacy that can
be used beyond the festival itself

Run a general awareness campaign on an annual basis throughout the term
of this plan

Appoint champions from among research staff and faculty and directorate
leadership who will advocate for the 10-day entitlement across the
university

Incorporate the entitlement into the probation form

Update and improve the welcome email sent out to all new research staff
to include reference to the entitlement

Create and publish relevant guidance for research staff and their managers
Develop resources (guidance and training) which links the development
days to the King’s Individual Development Planner.

Long Term Researcher Project

Research by others has led to the recognition that our research staff often find
roles for themselves within higher education that are different from the classical
academic lectureship. We will extend that work by investigating the breadth of
roles researchers take up, including professional services roles. To do this we will

1.

Identify colleagues within our university who fit this category, the nature of
the work they contribute and the role availability

Undertake qualitative interviews with those in representative roles to
gather case studies and career strategies

Publish the findings and disseminate them within the national community
Create online resources for use by King’s research staff to explore options.
This will be similar to a project that we have already carried out to highlight
careers beyond academia that postdocs from King’s have taken up

Monitor the use of the resource and the impact it has on those who use it

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)

The report is compiled by the CRSD. Content is provided by faculties and central
departments via individual communications, consultation with the CRSD’s
Oversight Group and the RSRC. It is then submitted to College Research
Committee, the body responsible for research and the research environment at
King’s. This committee is responsible for delivering on the actions outlined in the
plan and includes faculty Vice Deans for Research, the Dean for Research Culture
and the Vice President (Research & Innovation).

Following approval at this level the report passes to Academic Board for scrutiny.
The Academic Board is the body responsible on behalf of the Council for the
academic work of the university in teaching and examining and in research. The




Board is established under the Charter and Statutes and its responsibilities are
defined in the Ordinances.

The report passes from there for final approval by the university’s governing board,
College Council.

Current timeframes are for College Council to receive the report for approval at
their February meeting.

Signature on behalf of governing body:

Contact for queries: Kathy Barrett, Associate Director (Research Staff
Development) kathy.barrett@kcl.ac.uk

This annual report will be analysed by the 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 via the email address listed on the RDC
website: www.researcherdevelopmentconcordat.ac.uk.
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