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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 2021, UCL began work to develop a more focused and aligned approach to 

improving its research culture. Our 10-year Research Culture Roadmap (Roadmap) 

published in January 2023 outlines our vision for UCL’s research culture. It sets out 

how UCL is developing a fair, collaborative and inclusive research culture, where 

both our research and research community can thrive. It brings together new and 

existing strands of activity in alignment with UCL's Strategic Plan 2022-27. The 

Research Culture team oversees delivery working alongside partners across the 

institution (e.g. Doctoral School, Organisational Development, Researcher 

Careers). The Roadmap sets out a number of themes and enablers around which 

activity is organised: 

Themes 

Transparent and fair career development: UCL wants researchers, at all levels and 

from diverse backgrounds, to understand the different ways they can progress, feel 

supported in developing their careers, and trust that merit will be the arbiter of 

success. 

 

People-centred leadership and management: UCL wants managers and leaders to 

prioritise people and teams. We want them to seize opportunities to develop the 

research leadership skills they need for the future and to take ownership for 

creating a healthy research culture – that supports researcher wellbeing as well as 

research excellence – in their local context. 

 

Opportunities to collaborate and innovate: UCL wants our research community to 

have the time, tools and licence to fail fast and learn from their mistakes in a 

/research/sites/research/files/20221201_rc_roadmap.pdf
/strategic-plan-2022-27/ucl-strategic-plan-2022-27
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Supportive and inclusive environment: UCL wants every contributor to research to 

feel valued and recognised in an institution that acknowledges and rewards team 

endeavour. We want our researchers to experience psychological safety and know 

that their mental health and wellbeing are prioritised. We want greater diversity 

and inclusion at all levels to lead to diversity of thinking and a strong sense of 

belonging. 

 

Enablers  

 

Data about the research community: UCL needs better data to inform strategic 

decision-making, track the progress and impact of initiatives, and better 

understand, segment and tailor efforts to our research community.  

 

User-centric communications: UCL needs to demystify how the institution works at 

the same time as simplifying the ‘ask’ we make of our research community, 

signposting support, and setting clear expectations of what a good research culture 

looks like.  

 

Partnership working: Working in partnership internally with faculties and functions 

and externally with our peers will help UCL deliver better solutions to ensure a 

positive and inclusive research culture. 

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)  

UCL’s delivery of the three pillars of the Concordat is guided by its institutional 

Research Culture strategy – the goals and enablers that are outlined in the 

Roadmap. An exercise to map the Concordat principles to the Roadmap has been 

undertaken by the Research Culture team and this initial mapping is shown below. 



 



 

5 

b. Increase diversity and inclusion at all levels, in particular with regard to gender, 

race and disability (ECI2; ECI4; ECM1; ECM4) 

c. Develop the skills and environment that will enable constructive disagreement  

d. Increase awareness and openness about mental health (

https://view.officeapps.live.com/op/view.aspx?src=https%3A%2F%2Fwww.ucl.ac.uk%2Fhuman-resources%2Fsites%2Fhuman_resources%2Ffiles%2Fucl_hreir_2022_ap.docx&wdOrigin=BROWSELINK
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comparison to 2021/22. Additionally, the Workplace 

Health Campaign schedule was redesigned to 

strategically align with the three pillars of Being Well 

at UCL: Healthy Mind (World Mental Health Day 

campaign), Healthy Work (Reset your Working Ways) 

and Healthy Body (Move More Challenge). (Roadmap 

goal(s): 5.d, communication enabler)    

 In 2022/23 the UCL Careers Researcher Programme 

undertook work to explore the best ways to serve the 

employability needs of researchers from 

underrepresented groups. 
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The live sessions provide researchers with the 

opportunity to pose their own questions to a panel of 

expert lab leaders. (Roadmap goal(s): 2.c). 

 UCL has developed an updated appraisal form which 

is for the specific use of academic, teaching and 

research staff. The form structures the appraisal 

around the four elements of UCL Academic Careers 

Framework: research, education, enterprise and 

external engagement and institutional citizenship. 

The form also includes a statement on UCL’s 

Concordat commitment to provide opportunities, 

structured support, encouragement and time for 

researchers to engage in a minimum of 10 days of 

professional development per year. (Roadmap 

goal(s): 1.b). 

Academic Managers of Researchers 

 Within five months of launch over 950 people 

managers (across all roles) had enrolled on the 

online-only People Management Essentials 

programme. The blended programme saw an 

increase in approximately 47% of participants being 

completely confident about their responsibilities as a 

UCL people manager. (Roadmap goal(s): 2.c) 

Researchers 

 An open call for membership of the Research Culture 

Community Steering Group (CSG) was launched in 

December 2023. This followed the appointment of a 

Chair for the CSG, Dr Natalie Marchant, Associate 

Professor who was appointed following a competitive 

process. The CSG is made up of a cross-section of the 

UCL research community and will play a vital part in 

overseeing the development and operationalisation 

of activity to support a fair, collaborative and inclusive 

research culture at UCL. It will provide feedback on 

the design and delivery of research culture initiatives 

to maximise their positive impact and identify priority 

issues related to research culture to enable successful 



 

10 

delivery of the Research Culture Roadmap. (Roadmap 

goal(s): 2.f) 

Professional 

development (max 

600 words) 

 

 

 

 

 

Institution 

 Updated webpage pages for the Researcher 

Development Programme were published. This 

included details on a new five-step approach to 

support researchers in planning a personalised skills 

development journey, and the publication of a new 

training course catalogue. (Roadmap goal(s): 

communication enabler) 

 The UCL Careers Researcher Programme improved 

communication of their services (one-to-one careers 

appointments, workshops, employer events and 

vacancy sourcing) via the creation of a more effective 

mailing channel to communicate with research staff. 

This likely led to the increased number of researchers 

seen engaging with the programme. (Roadmap 

goal(s): 1.d, communication enabler) 

 Responding to the emerging needs of researchers, 

the UCL Careers Researcher Programme piloted a 

new workshop in summer 2023 What's the Story with 

Narrative CVs? The workshop covered the why, 

where, who and how to use of Narrative CVs, and 

provided researchers with examples and tips on how 

to develop an effective Narrative CV. The pilot was 

received successfully – a 100% satisfaction was 

reported by attendees and the workshop received a 

net promoter score of 8.3. (Roadmap goal(s): 1.d) 

 The UCL Careers Researcher Programme expanded its 

case study interviews to inform researchers about 

international research careers. Seven international 

academic case studies were developed as well as two 

international case studies from beyond academia – 

greatly broadening the global representation of the 

researcher career case study collection. Additionally, 

the case study collection was enhanced with the 

curation of a new section focused on professional 

careers in higher education/the management of 

research, which included three new case study 
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interviews from PhD graduates now working in this 

sector. (Roadmap goal(s): 1.e) 

 The Research and Innovation Portal was updated to 

include a section titled ‘Develop your career’. The 

Portal aims to be a one-stop shop that enables the 

research community to find guidance and resources 

for delivering high-quality research and innovation 

projects at UCL. Specifically, the ‘Develop your 

Career’ section aims to help the research community 

with any HR issues and development opportunities 

and includes information on training and 

development, 
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Researchers 

 Research staff engagement with the Researcher 

Development Programme and the Careers 

Researcher Programme workshops increased by 81% 

and 10% respectively in 2022/23, compared with 

2021/22. The Researcher Development Programme 

delivered 372 courses in 2022/23. 2471 researchers 

(equivalent to 77% of researchers employed at UCL), 

50 technicians and 989 professional service staff 

supporting research, attended at least one training 

course during this period. (Roadmap goal(s): 1.c, 1.d, 

1.e, 1.f, 2.a, 2.b) 

 The Fellowship Incubator competitively awarded 

seed-funding to ECRs, to enable research-related 

activities that would enhance their academic CVs and 

enable professional development. For example, 

awards were made to support work that may lead to 

a publication, or that would strengthen a 

Fellowship/other funding applications. 39 awards 

were made in 2022 and 43 awards were made in 

2023. Feedback on the early impact of seed-funding 

provided in April 2022 indicated that the Fellowship 

Incubator allowed ECRs to gain vital experience and 

independence, in support of their career 

development. (Roadmap goal(s): 1.c) 

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)  

In 2023, responsibility for UCL’s commitment to the Concordat was transferred 

from the Organisational Development (OD) team to the newly established Research 

Culture team. This move aligns with UCL’s work to develop a more focused and 

aligned approach to improving its research culture. Onboarding of the new 

Research Culture team began in January 2023 but was not completed until August 

– this report, therefore, is reflective of a transitionary period.  

UCL’s HREiR Action Plan 2022/24 was very ambitious: 100+ actions were set across 

all 49 responsibilities and were owned by 18+ different teams across the 

Institution. Following feedback from HREiR, UCL is working towards a more focused 
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approach, with key teams coming together to deliver fewer and more impactful 

actions, in alignment with the Roadmap. With this in mind, we have already begun 

aligning our Concordat commitments to the Roadmap as detailed above.  

56% of respondents to 
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will review the promotions process for ECRs. It will look to understand how 

existing processes and practices align and diverge from the UCL Academic 

Careers Framework and make recommendations on how to achieve greater 

consistency. A second project phase will look at trialling improvements to 

processes and practices. (Roadmap goal(s): 1.a) 


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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 was drafted by the Research Culture team with input from colleagues 

across UCL, including OD, Careers, Doctoral School, Research Integrity and 

Workplace Health. The report was reviewed by Professor David Bogle, Pro-Vice-

Provost (Doctoral School & ECR Staff) and Chair of the Research Staff Consultative 

Group. The report was signed off by the Research Innovation and Global 

Engagement Committee, chaired by Professor Geraint Rees, UCL Vice-Provost 

(Research, Innovation & Global Engagement) on 08/02/2024. 

mailto:researchculture@ucl.ac.uk
mailto:CDRsecretariat@universitiesuk.ac.uk
http://www.researcherdevelopmentconcordat.ac.uk/

