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To ensure that the importance of researchers' personal and career development, and 
lifelong learning, is clearly recognised and promoted at all stages of their career, the Head 
of Research Development with the support of the relevant Associate Dean for Research 
and Knowledge Exchange and Research Institute Directors organized 1-2-1 meetings with 
all staff responsible for research across all Schools and Research Institutes between 
February 2023 and June 2023.  The data collected from these meetings helped in shaping 
this annual report. Additionally, the insights gained from these meetings contributes to staff 
appraisals, providing a comprehensive understanding of the researchers' needs and 
aspirations.  
 
We ensure that all our researchers adhere to ethical guidelines and principles, promoting 





Academic Managers of Researchers: The university demonstrates strong leadership and 
support as it creates a positive and inclusive research culture. Prioritising transparency and 
fairness in recruitment and selection processes ensures equal opportunities for researchers. 
As part of the Athena SWAN Bronze Award Action Plan (2023-2028) workload and well-
being conversations are implemented to address work-life balance. Templates for these 
conversations are introduced in annual appraisals and 1-2-1 meetings with line managers. 
Professional development and career progression are key priorities, supported by the 
comprehensive Researcher Development program, research mentoring, and access to a 
very comprehensive research resources hub located on the university intranet. Clear 
pathways for career progression, promotion, and leadership roles are established, providing 
guidance for researchers' goals. We have developed a standardised research job 
description template, ensuring consistency and clarity in researcher roles. Direct feedback 
from researchers appointed using the template was sought, allowing continuous 
improvement and customisation at the research institute and school levels. 
 
Researchers: To support the research activities of staff, the university has allocated 18 
days’ study leave and 200 research hours. This allocation demonstrates our commitment to 
providing dedicated time for research and supports researchers in their pursuit of 
excellence. Research Training Leadership was provided to 43 staff on research contracts, 
including ECRs and academic staff on learning, teaching, and research contracts – a 
training programme that further supports the professional development of researchers, 
equipping them with the skills and knowledge needed to excel in their roles.  

The Strategic Leadership Programme, attended by the four research institutes directors, 
equipped research leaders with the necessary skills and knowledge to drive strategic 
research initiatives and create a positive research culture within their institutes.  

With 83% of staff with significant responsibility for research completing the trainings, it 
highlights the institution's commitment to promoting a culture of integrity and ethical 
research practices. The completion rates of research integrity training not only indicate the 
level of engagement and commitment from the research staff but also highlights the 
university's initiative-taking approach in ensuring that all researchers are well-versed in 
research ethics. 



By aligning the UK Concordat to Support the Career Development of Researchers with 
Athena SWAN Bronze Award, the HR Excellence in Research Award and the University 
EDI Strategy highlights a comprehensive approach to promoting gender equality, diversity, 
inclusion, well-being, and career development opportunities for the University of Suffolk 
researchers. This integration of efforts can lead to a more comprehensive and impactful 
approach to supporting the career development and success of our researchers. Overall, 
the University’s comprehensive approach to the self-assessment and implementation of the 
UK Concordat demonstrates a commitment to transparency, collaboration, and ongoing 
enhancement of the research environment. By involving various stakeholders, 
disseminating information and monitoring progress, we create a culture of continuous 
improvement and ensures that the initiatives aligned with the award are effectively 
implemented and supported. 
Outline your key objectives in delivering your plan in the coming reporting period 
The university’s key objectives in delivering our forthcoming plan are to firmly embed the 
Researcher Development Concordat by aligning our Research Staff Development 
Programme to the three key principles of the Concordat and the statements to Support the 
Research Integrity Concordat. The two Concordats will underpin our development 
workshops ensuring that the principles are cross referenced to our workshop descriptors. 
We will review our researcher development workshops for 2023/24 and align them to three 
themes with each descriptor incorporating positive action statements encouraging 
experienced and early career researchers to attend. The university has taken initiative-
taking steps to provide additional resources and support for research staff through initiatives 
such as the Research Resources Hubs, Early Career Researcher network, and the 
Research mentoring programme. These initiatives play a crucial role in enhancing the 
research experience and professional development opportunities for research staff. To 
maximise the benefits of these resources, we will ensure that 100% of the research staff 
are aware of their availability and how to access them. Campaigning and raising awareness 
about the support available will significantly increase these initiatives’ take-up and impact. 
Using various communication channels, such as newsletters, emails, and 1-2-1 research 
inductions and 1-2-1 meetings with staff with significant responsibility for research, we can 
reach out effectively to research staff and their line managers. 
 
By continuing to provide comprehensive support and guidance, research staff on research 
contracts will be empowered to engage effectively with promotion and redeployment 
processes. This not only promotes their career progression but also contributes to a thriving 
research environment where talent is nurtured and valued. All staff will undertake appraisals 
with their managers, and this includes our fixed term contracts researchers. However, 
discussions take place throughout the year to ensure that our research and academic 
colleagues can undertake their role to the highest standards. We will continue to facilitate 
networking and collaboration opportunities for research staff to enhance their visibility within 
the institution and beyond. We encourage their participation in conferences, workshops, 
and research events where they can highlight 



HR Excellence in Research Award: maintaining the HR Excellence in Research Award at 
the six-year assessment is a key indicator of success. Retaining the award demonstrates 
the university's ongoing adherence to the principles of the Concordat for the Career 
Development of Researchers and our continuous improvement efforts to support 
researchers’ career development. 
  
The Concordat working group meets quarterly to review progression made ag


