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Context and background N

The University of Southampton is one of the world’s top research universities.
A founding member of the Russell Group, it is ranked 7" in the UK for
research impact, and 92% of its research is categorised as world leading and
internationally excellent. The University employs research staff across 5
faculties (Arts and Humanities; Engineering and Physical Sciences;
Environmental and Life Sciences; Medicine; and Social Sciences).

dedicated role for its implementation. In November 2023, Dr Curie Scott a e

Following Prosper’s launch to the sector, the University established a

joined as Senior Teaching Fellow (Academic Developer) within the Research,
Knowledge Exchange and Enterprise (RKEE) team at the Centre for Higher
Education Practice (CHEP) — with a mandate to embed Prosper across the

Modes of delivery

institution. Key stats
Curie brought to the role over 20 years’ experience in higher education 285
(including leading delivery of the PG Cert in Education at Bournemouth Registered

. . . . . Portal
University), encompassing coaching and consultancy roles at various HEls orauser

and the NHS. Curie’s unique credentials and skillset have played a significant

part in shaping the implementation of Prosper at the University. 2
cohorts (8

How was Prosper used? v/ ek

Curie’s initial months focused on understanding the university’s researcher

developer culture and identifying key influencers. She worked closely with the 3

university's Concordat Champions, a group dedicated to the Researcher ohorts & 6oy

Concordat, to introduce Prosper. programme)

The University’s implementation of Prosper encompasses all three of its modes
of delivery:
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« Promoting Prosper's resources and the online portal on relevant university partiipants
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. Conducting outreach by attending faculty events and Continuous
Professional Development (CPD) sessions (Mode 2). These
engagements, typically 10-minute to one-hour slots, served as "taster"
sessions where Curie would introduce Prosper and incorporate an activity
using one of its tools.

. Actively seeking invitations from champions who were already organising
career development, mentoring, or women-in-research events, leveraging
existing faculty interest. These activities directly correlated with "spikes" in
registration numbers on the Prosper portal, demonstrating their
effectiveness.

. Following this, a decision was made to launch a cohort-based Prosper
programme (Mode 3).

The pilot cohort focused on research staff (not exclusively postdocs),
encompassing individuals with PhDs, those in progress, and those without a
PhD but on research contracts. The first cohort had 19 participants,
representing four out of the five university faculties.

The pilot consisted of eight weekly, in-person sessions, each lasting two
hours, with an additional preceding hour for lunch and informal networking.
The sessions ran from January to February 2025. The content of the sessions
were designed to cover personal career perspectives, the wider career
landscape, and how to bridge the two. Following the eight-week programme,
participants were offered a one-to-one coaching session with Curie to embed
practices and discuss individual progress.

Since then, there has been a second eight-week cohort in 2025/26 and three
shorter, more condensed “Prosper Catalyst” programmes which have taken
place in person. The following changes were made to subsequent cohorts
after the pilot:

. Content enhancement: more resilience strategies were integrated into
the core programme based on participant feedback. Sessions integrated
suggestions on the use of Al for career development.

. Prosper Teams channel: a Prosper Teams has now been established
with separate chats for each cohort. The use of chat was proactively
integrated into the Prosper sessions. This has paid dividends with
ongoing conversations between sessions and thereafter.
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“Curie [Dr Curie Scott, who
runs Prosper at
Southampton] said at the
start ‘this might feel a little
bit like being in
kindergarten’. And it does —
but that’s a really positive
thing in many ways. When
we’re young and in school
we have conversations
about what we want to be
when we grow up... but
then often we stop having
these discussions and
thoughts in adulthood... but
we shouldn't.

The cohort format, with the
community, is really
relaxed and positive —it's a
great escape for a few
hours from your office or
lab. It was a good mix of
younger ECRs like myself
and some more senior
members further along in
their careers, which meant
we could draw on their
experience. | was able to
develop a number of skills.”

- Zaihao Tian, cohort
member .\/
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. Continuation of in-person cohort delivery: the strong focus on in-

person delivery remained for the following four cohorts, based on > . N
o i S ) The way in which the
feedback suggesting its benefits for building engagement and community cohort was arranged at
compared to online versions. Southampton was very
. Visibility and advocacy: continued promotion with current Prosper helpful — with sessions built
participants becoming “Prosper champions”. They shared their stories, around informal lunches

together.

provided peer-to-peer advocacy and visibility.
. Increja.\sed visibility for PI§ and superwsors: a Prc.)sper tou.r and It's more relaxed and really
specific resources are now integrated into four 30-minute series for good to get to know other
Research Managers to encourage them to initiate career conversations postdoc in similar
with their research staff. Shorter Prosper offerings are now part of the circumstances — this in turn
‘Discover’ programme for emerging research leaders and supporting is very conducive to the
. inward-looking, reflective
career development for PhD supervisors. :
. ] . element | mentioned
. Diverse programme offerings: packaged sessions based on faculty

previously.
needs for professional development.
. Prosper champions involvement at internal and external events: this The more informal and
included Shungi Zhang and Sharon Lin being on the panel at the 2026 activity-based nature of the

cohort was a welcome
contrast to the more
structured, lecture-like form

Prosper Practice Exchange event.

Meanwhile, promotion of Prosper continued across the institution through: that career development
. External Conferences: presenting at events like the Vitae conference can sometimes take.”
(e.g., showcasing Prosper tools like career timelines). - Dr Sharon Lin, cohort

. Internal Festivals: participating in the CHEP festival with an introductory member
video to Prosper.

. External Consultancy: promoting Prosper through Curie’s independent
consultancy work with other universities (e.g., UAL, UCL).

. Informal Networks: engaging with other universities (e.g., Strathclyde)
interested in Prosper.

. "Prosper with Pizza": a specific ECR Forum session demonstrating a
creative approach to engagement.

. The Pl Network: an early example of the Prosper Exchange, Curie led a
session for Prosper’s Pl Network (‘Welcome to the Panic Room:
Managing Challenging Scenarios).

Impact and evaluation v

The pilot cohort was evaluated using a modified version of Prosper’s
approach to evaluating its pilot cohorts. The evaluation demonstrated a range
of positive outcomes both quantitative and qualitative:
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. Engagement and completion: of the 19 participants who started the »
pilot, 18 completed, demonstrating strong commitment. Most attendees “If 1 could sum it up in three
achieved attendance of 6 out of 8 sessions. words they would be:

supportive, interactive and

« Metrics improvement: evaluation results showed an increase in ical
practical.

participants' self-reported metrics across various areas, particularly a big

jump in “understanding diverse careers". The practical aspect was

. Positive feedback scores: session design, usefulness, sense of key. I've been in a lot of
belonging, and willingness to recommend were consistently rated highly career development
(4s to mid-4s on a scale). sessions previously where

. . . . h ’ I
. Diverse participation: the cohort successfully attracted a good gender t ° content V‘,'asnt rea’ly
actionable — just explaining

split and a range of job experience levels (including a Senior Manager at things | already know, and

Level 7 with 20 years' experience), extending beyond typical early career narrowly focused on

researchers. Only two participants had brief experiences outside of traditional academic career

academia, highlighting the programme's value for those predominantly pathways.

within academia. .

. Empowerment and confidence: participants reported a significant Lgiidti d;c;tmhe;:;n?er;zﬁc,
increase in confidence to take action regarding their careers. Examples and the content of the
include reaching out on LinkedIn, receiving job offers (academic and non- Prosper cohort was very
academic), and even starting a business. The one-to-one coaching much designed with that in
sessions revealed the "richness and depth" of this internal change, with mind.

quiet participants boldly pursuing new avenues.

For example — we had a

session on showcasing

your skills on your LinkedIn
- profile. This was something
| could immediately put into
practice.”

- Dr Shungi Zhang,
cohort member

Dr Curie Scott with members of the pilot Prosper cohort at the University of
Southampton
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. Community and support: A key takeaway was the powerful effect of »
being part of a group and realizing "you're not alone," especially when “When you've been
facing challenges like multiple job rejections. within academia for so
. Value of the coached approach: The integration of Curie's coaching long it’s a bit like being in
expertise was highly valued, offering "inclusive practice" by providing free Plato’s cave. The way
. o . . . we think about skills and
coaching to individuals who might not otherwise have access to such high- ) )

. . " " . accomplishments is very
level support. Participants found the sessions "really fun" and appreciated particular to academic
the focus on their personal development. Feedback like "You nailed it" and career progression. We
"How has two hours gone? We have done this work" underscored the don't really know what
engaging and effective nature of the sessions. employers outside

. Demand for more: Participants expressed a desire for longer or more academia value, or how
. TR . . to showcase our abilities
frequent sessions, indicating the high perceived value of the programme.

. . ) ) to them. Some of them
They also specifically requested that resilience strategies be introduced we don’t really think of

earlier in the curriculum. as distinct skills at all.
. Participant-led Initiatives: The programme inspired participants to take
initiative, such as one individual running a national BAME researcher But when you start to

think about your skills in
this language of
transferable skills,
suddenly you realise just
how much you can do. It
can be very broad like
the ability to think

network session based on the confidence-building activities from Prosper,
and others expressing interest in becoming "Prosper champions.”

analytically or
strategically, or
something as specific as
report writing, data
preparation, or
presentation.

It's like a new language
that unlocks all sorts of
possibilities.”

- Dr Shungi Zhang,
cohort member

Dr Curie Scott with members of the second Prosper cohort at the
University of Southampton.

Future plans v

Following the success of the Prosper rollout, the University of Southampton
will continue to reflect on opportunities for further embedding of Prosper
and what this might look like within a ‘business-as-usual’ context.
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	Modes of delivery
	Context and background
	The University of Southampton is one of the world’s top research universities. A founding member of the Russell Group, it is ranked 7th in the UK for research impact, and 92% of its research is categorised as world leading and internationally excellent. The University employs research staff across 5 faculties (Arts and Humanities; Engineering and Physical Sciences; Environmental and Life Sciences; Medicine; and Social Sciences).
	Following Prosper’s launch to the sector, the University established a dedicated role for its implementation. In November 2023, Dr Curie Scott joined as Senior Teaching Fellow (Academic Developer) within the Research, Knowledge Exchange and Enterprise (RKEE) team at the Centre for Higher Education Practice (CHEP) – with a mandate to embed Prosper across the institution.
	Curie brought to the role over 20 years’ experience in higher education (including leading delivery of the PG Cert in Education at Bournemouth University), encompassing coaching and consultancy roles at various HEIs and the NHS. Curie’s unique credentials and skillset have played a significant part in shaping the implementation of Prosper at the University.
	Key stats

	How was Prosper used?
	Curie’s initial months focused on understanding the university’s researcher developer culture and identifying key influencers. She worked closely with the university's Concordat Champions, a group dedicated to the Researcher Concordat, to introduce Prosper.
	The University’s implementation of Prosper encompasses all three of its modes of delivery:
	Promoting Prosper's resources and the online portal on relevant university pages (Mode 1).


	“Curie [Dr Curie Scott, who runs Prosper at Southampton] said at the start ‘this might feel a little bit like being in kindergarten’. And it does – but that’s a really positive thing in many ways. When we’re young and in school we have conversations about what we want to be when we grow up… but then often we stop having these discussions and thoughts in adulthood… but we shouldn’t.
	The cohort format, with the community, is really relaxed and positive – it’s a great escape for a few hours from your office or lab. It was a good mix of younger ECRs like myself and some more senior members further along in their careers, which meant we could draw on their experience. I was able to develop a number of skills.”

	Conducting outreach by attending faculty events and Continuous Professional Development (CPD) sessions (Mode 2). These engagements, typically 10-minute to one-hour slots, served as "taster" sessions where Curie would introduce Prosper and incorporate an activity using one of its tools.
	Actively seeking invitations from champions who were already organising career development, mentoring, or women-in-research events, leveraging existing faculty interest. These activities directly correlated with "spikes" in registration numbers on the Prosper portal, demonstrating their effectiveness.
	Following this, a decision was made to launch a cohort-based Prosper programme (Mode 3).
	The pilot cohort focused on research staff (not exclusively postdocs), encompassing individuals with PhDs, those in progress, and those without a PhD but on research contracts. The first cohort had 19 participants, representing four out of the five university faculties.
	The pilot consisted of eight weekly, in-person sessions, each lasting two hours, with an additional preceding hour for lunch and informal networking. The sessions ran from January to February 2025. The content of the sessions were designed to cover personal career perspectives, the wider career landscape, and how to bridge the two. Following the eight-week programme, participants were offered a one-to-one coaching session with Curie to embed practices and discuss individual progress.
	Since then, there has been a second eight-week cohort in 2025/26 and three shorter, more condensed “Prosper Catalyst” programmes which have taken place in person. The following changes were made to subsequent cohorts after the pilot:
	Content enhancement: more resilience strategies were integrated into the core programme based on participant feedback. Sessions integrated suggestions on the use of AI for career development.
	Prosper Teams channel: a Prosper Teams has now been established with separate chats for each cohort. The use of chat was proactively integrated into the Prosper sessions. This has paid dividends with ongoing conversations between sessions and thereafter.
	“The way in which the cohort was arranged at Southampton was very helpful – with sessions built around informal lunches together.
	It’s more relaxed and really good to get to know other postdoc in similar circumstances – this in turn is very conducive to the inward-looking, reflective element I mentioned previously.
	The more informal and activity-based nature of the cohort was a welcome contrast to the more structured, lecture-like form that career development can sometimes take.”
	Continuation of in-person cohort delivery: the strong focus on in-person delivery remained for the following four cohorts, based on feedback suggesting its benefits for building engagement and community compared to online versions.
	Visibility and advocacy: continued promotion with current Prosper participants becoming “Prosper champions”. They shared their stories, provided peer-to-peer advocacy and visibility.
	Increased visibility for PIs and supervisors: a Prosper tour and specific resources are now integrated into four 30-minute series for Research Managers to encourage them to initiate career conversations with their research staff. Shorter Prosper offerings are now part of the ‘Discover’ programme for emerging research leaders and supporting career development for PhD supervisors.
	Diverse programme offerings: packaged sessions based on faculty needs for professional development.
	Prosper champions involvement at internal and external events: this included Shunqi Zhang and Sharon Lin being on the panel at the 2026 Prosper Practice Exchange event.
	Meanwhile, promotion of Prosper continued across the institution through:
	External Conferences: presenting at events like the Vitae conference (e.g., showcasing Prosper tools like career timelines).
	Internal Festivals: participating in the CHEP festival with an introductory video to Prosper.
	External Consultancy: promoting Prosper through Curie’s independent consultancy work with other universities (e.g., UAL, UCL).
	Informal Networks: engaging with other universities (e.g., Strathclyde) interested in Prosper.
	"Prosper with Pizza": a specific ECR Forum session demonstrating a creative approach to engagement.
	The PI Network: an early example of the Prosper Exchange, Curie led a session for Prosper’s PI Network (‘Welcome to the Panic Room: Managing Challenging Scenarios).

	Impact and evaluation
	The pilot cohort was evaluated using a modified version of Prosper’s  approach to evaluating its pilot cohorts. The evaluation demonstrated a range of positive outcomes both quantitative and qualitative:

	Engagement and completion: of the 19 participants who started the pilot, 18 completed, demonstrating strong commitment. Most attendees achieved attendance of 6 out of 8 sessions.
	Metrics improvement: evaluation results showed an increase in participants' self-reported metrics across various areas, particularly a big jump in “understanding diverse careers".
	Positive feedback scores: session design, usefulness, sense of belonging, and willingness to recommend were consistently rated highly (4s to mid-4s on a scale).
	Diverse participation: the cohort successfully attracted a good gender split and a range of job experience levels (including a Senior Manager at Level 7 with 20 years' experience), extending beyond typical early career researchers. Only two participants had brief experiences outside of academia, highlighting the programme's value for those predominantly within academia.
	Empowerment and confidence: participants reported a significant increase in confidence to take action regarding their careers. Examples include reaching out on LinkedIn, receiving job offers (academic and non-academic), and even starting a business. The one-to-one coaching sessions revealed the "richness and depth" of this internal change, with quiet participants boldly pursuing new avenues.
	“If I could sum it up in three words they would be: supportive, interactive and practical.
	The practical aspect was key. I’ve been in a lot of career development sessions previously where the content wasn’t really actionable – just explaining things I already know, and narrowly focused on traditional academic career pathways.
	I needed something more down to earth and realistic, and the content of the Prosper cohort was very much designed with that in mind.
	For example – we had a session on showcasing your skills on your LinkedIn profile. This was something I could immediately put into practice.”
	Dr Curie Scott with members of the pilot Prosper cohort at the University of Southampton
	“When you’ve been within academia for so long it’s a bit like being in Plato’s cave. The way we think about skills and accomplishments is very particular to academic career progression. We don’t really know what employers outside academia value, or how to showcase our abilities to them. Some of them we don’t really think of as distinct skills at all.
	But when you start to think about your skills in this language of transferable skills, suddenly you realise just how much you can do. It can be very broad like the ability to think analytically or strategically, or something as specific as report writing, data preparation, or presentation.
	It’s like a new language that unlocks all sorts of possibilities.”

	Community and support: A key takeaway was the powerful effect of being part of a group and realizing "you're not alone," especially when facing challenges like multiple job rejections.
	Value of the coached approach: The integration of Curie's coaching expertise was highly valued, offering "inclusive practice" by providing free coaching to individuals who might not otherwise have access to such high-level support. Participants found the sessions "really fun" and appreciated the focus on their personal development. Feedback like "You nailed it" and "How has two hours gone? We have done this work" underscored the engaging and effective nature of the sessions.
	Demand for more: Participants expressed a desire for longer or more frequent sessions, indicating the high perceived value of the programme. They also specifically requested that resilience strategies be introduced earlier in the curriculum.
	Participant-led Initiatives: The programme inspired participants to take initiative, such as one individual running a national BAME researcher network session based on the confidence-building activities from Prosper, and others expressing interest in becoming "Prosper champions."
	Dr Curie Scott with members of the second Prosper cohort at the  University of Southampton.


	Future plans
	Following the success of the Prosper rollout, the University of Southampton will continue to reflect on opportunities for further embedding of Prosper and what this might look like within a ‘business-as-usual’ context.


