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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)
Middlesex University London (MDX) became a signatory to the Concordat to Support the Career Development of Researchers (CSCDR) in 2025. Signing the CSCDR has provided a renewed focus on researcher career development. Allowing us to recognise best practice across the institution and plan for wider implementation to enhance our research environment for the benefit of our staff and postgraduate research students (PGRs).
Our institutional vision is to create a fairer, more sustainable, productive and prosperous society, achieved through education and creating and sharing knowledge.1 Middlesex University is an anchor institution in North London contributing nearly £1 billion every year to the UK economy through graduate earnings, research impact, and employment, which is nearly five times our running cost.2 Our researchers contribute to this success, for every £1 invested in research at Middlesex there was a return of £2.41 in economic output.
Our three integrating themes articulate global challenges and reflect the UN Sustainable Development Goals. They bring together researchers from our global network of campuses and connect our work in education, research and knowledge exchange, and our civic engagement activity. Our whole community contributes to them, and they give focus for our work, driven by our purpose.
Equity in health and wellbeing - Taking action to make healthcare better for those who need it, we aim to reduce inequalities in people’s care. Beyond healthcare, we aim to improve physical, mental and social health and wellbeing in all parts of society.
Inclusive enterprise and creativity - With a belief that entrepreneurship can have a powerful role in a fair and inclusive future, we foster skills for economic participation and success to build a more equal, caring and prosperous society. We use culture and creativity to enrich the lives of individuals and communities, and we contribute to organisations of all types through impactful research and knowledge exchange.
Sustainable development - Locally, nationally, and around the world, we support people to make their communities more sustainable and fairer and to protect the environment. Our expertise influences economic, social and environmental policy and practice, enabling us to create change within communities.
A CSCDR working group has been established bringing together colleagues from Human Resources (HR), our Research and Knowledge Exchange Office (RKEO) to work in partnership with Faculty Deputy Deans for Research and Knowledge Exchange as well as representatives from our academic/research community and the Universities and College Union (USU). This group is responsible for developing the CSCDR action plan which will support the career development of our research staff and PGRs.

	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)

	Environment and culture
Many departments of the university operate a system of personalised research and knowledge exchange plans which is connected to the staff appraisal process. We can see from the results of the CEDARS survey that these areas score highly on questions relating to career development and recognition of research. As part of our CSCDR awareness campaign (Action 1) we will encourage participation in staff appraisals as these are currently below sector norms (Action 3) as well as introduce research and knowledge exchange plans to all research staff across the university (Action 4). Staff and appraisal handbooks will be updated to reflect the CSCDR (Action 2).
The University was an early adopter of the Concordat to Support Research Integrity (CSRI) and continues to adhere to the principles and practices set out in that document. Staff and PGRs are reminded of obligations in respect of research integrity at induction and subsequently via training. The PGR degree handbooks will be updated to include the CSRI. The concordat awareness campaign will make staff and PGRs aware of the concordat to support research integrity, as well encourage participation in training (Action 1,2 & 5).
Equality, diversity and inclusion (EDI) are central to a healthy research environment. Our staff EDI Networks (Anti-Racism, Parents and Carers, Gender, Interfaith, Disability and LGBT+) develop new ideas, raise awareness and hold events that inspire our wider community. They also play a key role in influencing our policies through the University’s People  Committee. Our external EDI accreditations evidence our commitment to supporting all staff. We have received Bronze awards in the Athena Swan Gender Charter and Race Equality Charter and a Gold Award in the Stonewall Workplace Equality Index. We aim to upgrade to Silver for Athena Swan in 2026 and have commenced our mid-cycle review of the Race Equality Charter, with a Bronze renewal in 2028, respectively. The Middlesex Equality and  Diversity policy is currently being reviewed and HR will ensure that participation in mandatory EDI training remains at a high level (Action 7).
Employment
Our academic promotion framework provides clear, merit-based promotion pathways, including a pathway for staff on research and teaching contracts or research only contracts. We will review the clarity and communication of institutional promotional pathways for researchers in line with work for 2026 submission of Athena Swan award (Action 8). We will be updating our staff researcher’s handbook to highlight career progression beyond Senior Research Fellow (Grade 8) to Associate Professor (Grade 9) in line with academic promotions. Success measures include the success rates of Senior Research Fellow to Associate Professor in future Academic promotion rounds. 
Our redeployment policy sets out how we aim to support all staff at risk of redundancy at the end of their fixed term contracts. We will monitor the population of research-only staff and their take up of new fixed-term roles or conversion to permanent contracts (Action 11). HR will also develop a system to track and monitor flexible working requests across the university as this is currently managed locally within departments (Action 10).
Professional Development of Researchers
We want to create a research environment where professional development is part of everyday practice. We will encourage everyone to spend more time engaging in training that supports their professional development and personal aspirations. We trust staff and PGRs to choose times that work best within their existing schedules.
Staff handbooks and appraisal guidance will be updated to reflect the concordat target of 10 days (pro rata) professional development per year (Action 2 & 6). Middlesex offers a wide variety of professional development for its staff and PGRs. These training provisions are managed by HR, the Research and Knowledge Exchange Office, Director of PGR and locally within Faculties and Departments. Training activities will be cross posted across faculties and staff and PGR groups to increase participation. E.g early-career academic staff could benefit from training originally designed for PGRs. 
The concordat awareness campaign will make staff and PGRs aware of the concordat target, as well as the activities that they already participate in that contributes (Action 1). Including departmental research seminars, the Middlesex Annual Teaching and Learning Conference and compulsory staff training. 
The Middlesex Coaching and Mentoring Academy (MCMA) aims to support the delivery of the University's people strategy by helping colleagues learn and grow through coaching and mentoring. The MCMA will promote mentoring for research careers and track number of research staff and PGRs participating as mentors and mentees (Action 9). The MCMA offers training for mentors and coaches for their professional development. Deputy Deans for Research and Knowledge Exchange will encourage professors and senior researchers to join the MCMA. Much of the mentoring of colleagues happens on an informal basis, formalising mentoring through the MCMA brings recognition to this important work of developing others.

	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] 

	Middlesex University London became a signatory to the Concordat to Support the Career Development of Researchers (CSCDR) in 2025. This is our first action plan in line with the CSCDR’s objectives and as such there are no previous actions taken or evaluation of progress made. 

	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) 

	Middlesex University London became a signatory to the Concordat to Support the Career Development of Researchers (CSCDR) in 2025. This is our first action plan in line with the CSCDR’s objectives and as such there are no lessons learned or modifications to report from a previous plan.

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

	Objectives for our CSCDR plan for 2026-2027 including responsibility and linked to success measures, either the CEDARS or PRES surveys or internal Middlesex data. 
	No.
	Action

	1
	Raising awareness of the concordat and Middlesex action plan (DR, DDRKE: CEDARS Q37.1). Including information relating to actions 3-6.

	2
	Updating the staff researcher’s handbook, academic staff handbooks and staff appraisal guidelines in line with the CSCDR (DR, HR). Including information relating to actions 3-6.

	3
	Increased participation in staff appraisals (HR, LM: CEDARS Q17.1, Q17.2, Q21, Q22, Q23, MDX-I) 

	4
	Staff appraisals to include discussion of a personalised research and knowledge exchange plans (LM, DDRKE: CEDARS Q24.4)

	5
	Raise awareness of research integrity and reporting process for staff (DR, DDRKE: CEDARS Q25.7, Q35.1, Q37.2) and PGRs (DPGR, DDRKE, PRES 15.4) Including updating the Postgraduate Research Degrees Programme Handbook (DPGR).

	6
	Promote participation in internal professional development opportunities, aiming for 10 days pro rata per year for staff (HR, LM, DR, DPGR, DDRKE: CEDARS Q26, MDX-I) and PGRs (DPGR, DDRKE, PRES 17.4)

	7
	Update institutional EDI policy and ensure participation in mandatory staff EDI training (HR: CEDARS Q25.2, Q28.5, MDX-I)

	8
	Review clarity and communication of institutional promotional pathways for researchers in line with work for 2026 submission of Athena Swan award (HR, ASL: CEDARS Q13.1, MDX-I)

	9
	Middlesex Coaching and Mentoring Academy to promote mentoring for research careers and track number of research staff and PGRs participating mentors and mentees (HR: CEDARS Q24.4, Q24.5, MDX-I)

	10
	Develop a system to track and monitor flexible working requests across the university as this is currently managed locally within departments. (HR: CEDARS Q31.1)

	11
	Monitor the number of research only staff using the redeployment policy and their take up of new fixed-term roles or conversion to permanent contracts (HR: CEDARS Q15.4; MDX-I)


Key:
ASL – Athena Swan Leads
DDRKE – Deputy Deans Research and Knowledge Exchange
DPGR – Director of Postgraduate Research Studies
DR – Director of Research
HR – Human Resources
LM – Line Managers
MDX-I – Middlesex Internal Data 


	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 Dr. Britta Stordal and the Middlesex CSCDR working group. It was approved by the University Research and Knowledge Exchange Committee on the 7th of May 2026.



Signature on behalf of governing body:  
[image: ]
Prof. Janet Jones PVC Research and Knowledge Exchange
Contact for queries: A/Prof. Britta Stordal – Deputy Dean for Research and Knowledge Exchange, Faculty of Health Social Care and Education - b.stordal@mdx.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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