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A Message
from the Team

We created the Brad ATTAIN project to
address long standing patterns of racial
inequality in access to postgraduate research.
Racially minoritised communities have been
systematically underrepresented across the
research pipeline, shaping whose perspectives
inform research questions, methods and
interpretations. This omission produces research
that can overlook important differences

and contributes, often unintentionally, to

the reproduction of existing inequalities.

Informed by the University of Bradford’s civic
mission and its close relationship with diverse
local communities and organisations, we set out
to strengthen progression routes into PGR for
members of racially minoritised communities,
improving the quality of experience when they
enter doctoral study. We wanted to develop a
research culture that is more inclusive, more
representative and better able to avoid bias.

Working with students, supervisors,

employers and partner institutions, we
demonstrated how targeted interventions,
visible representation and culturally competent
practice can begin to support a more inclusive
and representative research pipeline.

Each university has its own strengths, contexts
and histories. This project responded to

the specific conditions at the University of
Bradford where our core challenge was to
extend to PGR the inclusive practices that have
enabled racially minoritised students to form
the majority of our undergraduate population.

The work was strengthened by the cultural
richness of our city and the commitment
to inclusion among local employers.

Other universities will have different
starting points, and the first step
will always be to consider your own
context, with questions such as:

e What is the ethnic diversity of your
undergraduate, PGT and PGR populations?

What is your current ethnicity awarding
gap for undergraduate students,
and what factors perpetuate it?

How diverse are your research active staff?

What is your history of inclusion or
exclusion, and how are you viewed by
racially minoritised communities?

What are your strengths when
it comes to race equality?

How do your current racially minoritised
PGR students feel about their experience,
and how will you create the required sense
of safety to allow for honest feedback?




How To Use
This Guide

We have created this guide as a practical resource to support
more inclusive and equitable practice within the postgraduate
research environment. It brings together the approaches, insights
and examples that emerged from the Brad-ATTAIN project which
could be applied widely across the UK higher education sector.

The material is designed to be used purposefully within local
contexts. Some sections may be most relevant to academic
departments, others to doctoral colleges, research development
teams or senior leaders, and in some cases, we have made
recommendations about usage and scope. Each section
includes a set of self-audit questions which we recommend
should be embedded strategically within your own context. The
questions can be used individually or collectively, for example
within supervisory teams, PGR committees or programme
reviews. When used with PGR students, responses should be
anonymised to ensure safety and encourage honest reflection.

Inclusion work is never finished, and this guide has been designed
as a tool for ongoing improvement rather than a checklist to

be completed. We hope that it helps you to prompt discussion,
build on strengths, identify gaps and shape priorities.
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Designing Inclusive
Research Projects

A significant driver of the Brad-ATTAIN project
was the determination that our future research
should reflect a wider range of perspectives
and carry fewer biases. In healthcare, we saw
the impact of limited diversity and inclusion in
research, which has contributed to poorer health
outcomes for racially minoritised communities.
Similar patterns can be seen in other areas of
research, such as Al. We have found that to
create truly inclusive research takes time and
effort: consultation with stakeholders, listening
to communities and employers, and willingness
to question our deeply held assumptions
across every aspect of the research process.

e Consider who may have been excluded or
overlooked in previous research, and what
this has meant for the evidence base and the
services or products that are informed on it.

e Invest in talent and potential by creating
the conditions for racially minoritised
researchers to progress into supervisory
and leadership roles, for example through
structured development pathways, fair
access to opportunities, and recognition
of the expertise they bring.

e Involve relevant communities, organisations
and potential PGR students in research
design, taking care that their time,
knowledge and contributions are not
used in ways that feel one-sided.

e Include people from racially minoritised
communities as research participants in
appropriate, respectful and non-extractive
ways, and take practical steps to build trust
and access, for example by working with
community organisations, using clear and
transparent communication, and ensuring
participation offers genuine benefit.

Value lived experience and cultural
knowledge as forms of expertise
within the research process.

e Incentivise and reward inclusive practices in
research within the institution, via access to
resources, opportunities and recognition.

The University of Bradford introduced

an internal studentship scheme in which
academic departments bid competitively for
funding. The criteria required departments to
demonstrate how inclusivity was embedded

in the proposed research project, and to
evidence their capacity to provide an inclusive
environment, for example through diversity and
representation within the supervisory team.



APGR project developed through this scheme
aimed to improve the detection and support for
cerebral visual impairment (CVI), which is not
routinely identified through mainstream eye
care services. The project sought to understand
the experiences of parents of children with

CVI within the local eye service, particularly
those from racially minoritised communities
who are less likely to have engaged with eye
care services previously. It is hoped that the
results will then be embedded into a new
learning module for eye care professionals,

so that formalised training in CVI is available,
and awareness is improved for optometry
undergraduates and qualified professionals.

These questions are relevant for anyone
developing a research project, including Principal
Investigators, Co-Investigators, research group
leads and academics shaping new projects,
Research Fellows and Senior Research Fellows
involved in designing or delivering research, and
professional services colleagues in research
development or knowledge exchange.

e How might the current team’s perspectives,
experiences or starting assumptions
shape the way this project is framed?

e Whose perspectives are currently
missing from this research question,
and how might their absence shape
the direction of the work?

e How could cultural knowledge or lived
experience inform the interpretation of the
data, and what additional expertise is needed
to guard against partial or biased readings?

e Does the proposed team possess the
cultural, linguistic or lived experience
expertise required for this project?

e Which communities or partners could
strengthen the relevance of this work?

e How will communities or partners be involved
in an ethical and mutually beneficial way?
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athways into
esearch for Racially
inoritised Students

Throughout the lifetime of this project, we have
learned that there are many reasons why people
from racially minoritised communities may not
apply for PGR study. These reasons can range
from a lack of knowledge about admissions from
potential PGRs, through to structural issues

in the sector that result in lower attainment
among racially minoritised undergraduates.
Sometimes, it really is a case of “you can’t be
what you can’t see”, especially where research
groups have not previously been racially diverse.
Our outreach work enabled students to “see
themselves” in research for the first time.

e Create opportunities for racially minoritised
undergraduates, PGT students, and
graduates in the local community to learn
about PGR study in an engaging and inclusive
way. This could include presentations,
workshops or pre-recorded videos that
demystify the PGR experience, delivered
by a racially diverse team of academics.

e Involve racially minoritised research staff in
PGR outreach, information and advice events
in ways that recognise their expertise and
respect their time, ensuring participation
is meaningful rather than tokenistic and
does not place disproportionate cultural
labour or workload demands on them.

e Offer opportunities for racially minoritised
undergraduates and PGT students to gain

research experience, for example through
short paid internships or embedded
projects that offer structured exposure

to research culture. Where the evidence
indicates under-representation, these
opportunities may be targeted through
lawful positive action measures.

e Ensure that admissions decisions
recognise the structural factors shaping
undergraduate attainment. If needed,
develop a broader, contextual approach
to PGR potential, and give appropriate
weight to cultural knowledge and skills
where these strengthen the project.

Bradford’s research summer school provided
a structured induction to PGR study through
presentations, panels and interactive sessions,
with racially minoritised academics playing
visible roles in its design and delivery. Some
sessions addressed specific issues, such as
the need to include grey literature where
racially minoritised focuses or perspectives
are missing from published sources.



In response to team and participant feedback,
the team also developed a flexible seminar
series, including online sessions, which
improved accessibility for students with

work or family commitments and broadened
participation beyond the local area.

These questions are relevant for those in formal
leadership roles such as Directors of PGR

or Graduate Studies, Heads of Department

or School, Research Centre or Institute
Directors, and the professional services leads
who support PGR admissions and policy.

e Do your current outreach materials and
events include racially minoritised students
and staff in ways that reflect their real
contributions and experiences, and does the
content itself help to demystify PGR study
rather than simply signalling diversity?

e What assumptions about the “ideal
PGR candidate” are embedded in your
outreach and admissions processes,
and how might these shape who feels
encouraged or able to apply?

e Which aspects of PGR do you expect
applicants to understand at the point of
application, and how do you ensure that this
information is accessible, clearly explained
and available to those who may not already
be familiar with research culture?

e How did your current PGRs gain the
experience and confidence needed to apply,
and are equivalent opportunities, including
structured, paid research experience,
within reach for racially minoritised
students and those with limited finances?

e How are contextual indicators of
capability and potential incorporated
into your admissions decisions, and
how consistently do decision makers
take account of structural factors that
shape undergraduate attainment?

e To what extent do PhD projects reflect a
diverse and inclusive approach to the topic
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Creating an Inclusive
PGR Experience

We have found that inclusive research cultures
make it easier for PGRs to participate in ways
that feel natural to them. Sometimes, unspoken
expectations about what ‘professionalism’
looks like can force racially minoritised
students to adjust how they speak about

their work, present themselves, or position
their research. We have also learned that
assumptions about prior knowledge and
student circumstances can be embedded in
research culture, leading to disadvantage.

Over the course of the project, we have learned
more about how intersectionality shapes

the way that racially minoritised students
experience the PGR environment. Disability,
health, caring responsibilities, socioeconomic
background and cultural or religious
commitments all affect the PGR experience,
revealing additional areas of inequity and
exclusion. Paying attention to intersectional
identities helped us to develop more relevant
support, and to support PGR retention.

e Ensure that PGR induction introduces
the norms, expectations and ways
of working that students will need to
succeed, including the key skills, software,
equipment and communication practices
used in the research environment.

e Ensure responsibility for developing the
culture is shared across the community

so racially minoritised PGRs and staff are
not expected to carry disproportionate
cultural or emotional labour.

Normalise expectations that white staff and
students will engage in their own learning
about bias and cultural competence,
reducing the burden that otherwise would
fall on racially minoritised colleagues.

Embed cultural competence into routine
academic work and communication

so that racially minoritised PGRs do

not feel they must change themselves
or their research to fit in.

Strengthen peer-led networks, mentoring
and community connections that

racially minoritised PGRs can draw on

as sources of belonging and support.

Ensure that culturally competent
and easily navigable pastoral
support is available to PGRs.

Integrate career development and
transferable skills training into the PGR
experience to ensure racially minoritised
PGRs have equitable access to the knowledge
and confidence needed for progression.

Recognise hidden costs within the PGR
process, such as attending conferences,
and take practical steps to reduce

or remove them so that all PGRs can
participate fully in the essential elements
of their research experience.



e Ensure access to funded or low-cost
opportunities for networking and
placements, so that these opportunities
are accessible to all PGR students.

e Address intersectionality, ensuring access to
culturally competent support for disability,
mental health and financial hardship.

The Brad-ATTAIN team introduced a travel
bursary scheme to remove the hidden cost linked
to the expectation that PGRs would present at
conferences. In addition to the funding, the team
offered practical guidance to help PGRs navigate
unfamiliar academic environments, including
advice on identifying scam conferences, and
support with planning international travel for
students with specific cultural and religious
needs. This combination of financial and
practical assistance enabled students to take
part in essential elements of doctoral study

that would otherwise have been out of reach.

The YCEDE project created opportunities

for racially minoritised PGRs to meet across
Yorkshire through a series of bootcamps that
brought students together to share experiences
and build peer networks. These sessions
offered structured space for connection

and reflection, and enabled students to hear
from others with similar backgrounds and
challenges. The opportunity to meet as a
cohort supported confidence and reduced the
isolation that some students had previously
felt within their departments. This peer-based
model strengthened the sense of community
within the PGR experience and contributed

to a more inclusive research culture.

During the life of the project, the Brad-
ATTAIN team demonstrated nuanced cultural
understanding and pastoral support that
helped students navigate unfamiliar academic
environments and address challenges that
might otherwise have disrupted their progress.
This included check-ins, practical guidance on
academic processes and responsive support

tailored to students’ circumstances. Several PGRs

described this relational approach as central
to their ability to continue with their studies.

Are expectations, norms and working
practices within the PGR environment
made explicit for students who may be
less familiar with academic research
culture, and where do implicit assumptions
still create avoidable disadvantage?

Where, if at all, do day-to-day academic
practices and communication signal that
racially minoritised PGRs need to adapt
themselves or their research to be accepted,
and how is this being addressed?

To what extent is responsibility for developing
an inclusive research culture shared across

all parts of the research community in

each faculty and in the institution?

What expectations are in place that white
staff and students will undertake their

own learning about bias and cultural
competence, and how are these expectations
reinforced through local practice rather

than left to individual choice?

What peer networks, mentoring
arrangements and community spaces enable
racially minoritised PGRs to build confidence,
connection and a sense of belonging

within the wider research environment?

How accessible and culturally sensitive
do racially minoritised students find
current pastoral support arrangements?

Have hidden costs within the PGR experience
been identified, and how are they mitigated
to ensure they do not limit participation in
important elements of doctoral study?
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Inclusive and Culturally
Competent Supervision

The supervisor relationship is a formative
aspect of the PGR experience: it can make or
break the experience, and it plays a material
role in retention. As a university community,
we have worked hard to define and deliver
supervision that is truly inclusive. This work
has required open communication between
academics and students, and a willingness to
share good practice and key learnings between
departments. Our discussions are still ongoing
as we strive for balance and consistency, but
we celebrate progress and look forward to

embedding learnings into our Doctoral College.

e Recognise that representation within
supervisory teams matters for racially
minoritised PGRs’ experience and
progression. Where data demonstrates
an under-representation for the current
or targeted PGR student body, take
institution level steps to develop and
support racially minoritised academics into
supervisory roles in fair and sustainable
ways, for example through structured
opportunities to gain experience as second
supervisors, and through appropriate
training, mentoring and recognition.

e Ensure all PGR supervisors have engaged
with appropriate anti-racism and cultural
competency training, and are familiar
with trauma-informed practices.

Embed a culture of consistent and
boundaried pastoral support within PGR
supervision, ensuring that supervisors

offer appropriate guidance and check

ins while maintaining clear professional
boundaries, and signposting students to
effective specialist support where required.

Acknowledge and reflect on the power
dynamics within supervisory relationships
by making expectations, decision-

making processes and boundaries

clear from the outset, creating regular
opportunities for students to raise
concerns safely and encouraging reflective,
collaborative supervisory practice.

Foster a culture of belonging through
everyday practices that help PGRs feel valued
and able to participate on their own terms, for
example through inclusive cohort-building,
clear and responsive communication, visible
routes for raising concerns, and opportunities
to contribute to departmental life without
placing cultural labour or time burdens

on students or assuming availability.

Encourage and enable supervisors and
programme leads support PGR candidates

to frame topics in ways that reflect diverse
perspectives and bodies of knowledge, rather
than adhering to a single, familiar viewpoint.



Cultural competency training for research faculty
was offered throughout the course of the project.
One training package in particular was designed
in consultation with PGR students themselves to
reflect their lived experiences of mentoring and
supervision, and delivered part way through the
project. The training aimed to build supervisors’
confidence, awareness and practical skills for
working effectively with racially minoritised PGR
students. Supervisors reported enhancements

to existing practice and made adjustments to
support students more thoughtfully. A small
minority felt it had not changed their approach
as they felt their practices were already inclusive,
but overall, the training was considered effective
and will be embedded in future supervisor
development within the new Doctoral College.

The Brad-ATTAIN team provided a central source
of pastoral support for racially minoritised

PGRs. This helped to mitigate disadvantage
arising from lack of familiarity with research
culture and, and from cultural assumptions
baked into processes and practices. They also
provided support for students with intersectional
identities, for example disability and health
conditions. In addition to providing assistance,
the team were able to shine a light current on
areas of exclusionary practice. Including advisors
from disability, admissions, research quality

and others, on the Brad-ATTAIN governance
structure proved effective for additional support.

This self-audit can be use by PGR supervisors
to help develop their own practice, or as

part of a faculty or institution-wide initiative.
For wider initiatives, a PGR student version

is also included, which could be used in
conjunction with supervisor self-audits to
identify confidence gaps and blind spots.
When used in this way, it is recommended
that responses should be anonymised for
analysis at department or faculty level.

Supervisor

Self-Assessment
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| stay alert to the power dynamics
within my supervisory relationships.

| adapt my supervisory approach to meet
individual needs, rather than assuming that
treating people the same is equitable.

| feel confident discussing race,
identity and belonging when it matters
to the student’s experience.

| take account of cultural or religious
practices when planning meetings,
expectations or timelines.

| help create a sense of belonging and
mattering for racially minoritised PGRs.

| recognise and address structural barriers,
including financial pressures, caring
commitments and unfamiliar academic cultures.

| value and support the cultural
knowledge and lived experience a
student brings to their research.

| avoid placing cultural labour on
racially minoritised students.

| seek and respond to feedback
about my supervisory practice.

| ensure my supervision aligns with the
university’s commitments to race equality
and inclusive research culture.




PGR Assessment
of Supervisor

My supervisor treats me with respect
and takes my concerns seriously.

My supervisor is aware of the power
dynamics in our relationship and
works to reduce their impact.

My supervisor understands how my
background, identity or lived experience
may shape my PGR journey.

My supervisor creates an environment where
| feel | belong and my contributions matter.

My supervisor is open to discussing
issues related to race, identity or
belonging when relevant.

My supervisor helps me navigate
structural barriers (e.g. costs,
academic culture, confidence).

My supervisor values the cultural knowledge
or lived experience | bring to my research.

My supervisor does not place additional or
invisible labour on me because of my identity.

| feel able to give honest
feedback to my supervisor.

Overall, my supervisor contributes positively
to my experience as a PGR student.
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About Us

Bradford Pathways to Academia for
Minoritised Ethnicities—Brad-ATTAIN

Brad-ATTAIN has been informed by the University
of Bradford's vision to inspire people through
inclusive learning and transformative experiences
that empower positive change. Delivered

through four workstreams, Brad-ATTAIN strives
to increase access and participation of Black,
Asian and minority ethnic students in PGR study
to make our diversity count and deliver impact
through increased representation in academic and
research pipelines both internally and externally
from the university to wider Bradford region.

©Centre for Inclusion and Diversity,
University of Bradford 2026

bradford.ac.uk



