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The Concordat to Support the Career Development of Researchers:
Implementation strategy and action plan

The University of Cambridge is one of the largest employers of research staff in the UK and is committed to implementing the principles of the Concordat. A University-wide gap analysis was conducted during 2009 with the participation of senior academics and managers, HR specialists, staff developers, careers advisers, and research staff. Data was also drawn from the 2009 Careers in Research Online Survey (CROS), to which Cambridge’s response rate was well above the national average. 

The University of Cambridge is also engaged in international initiatives to strengthen career support for research staff, with direct involvement in the European Commission Human Resources Strategy Group and with the League of European Research Universities (LERU).  The University has contributed actively to the development of LERU’s model Code of Practice for Research Employment and expects to adopt it formally during 2010. 

This document summarises:

a. the main outcomes of University’s gap analysis and work undertaken so far;
b. an action plan for further work toward Concordat implementation.
We believe that Cambridge is an excellent environment in which to live and conduct research, and we are continually working to improve and increase the resources available to our research staff. In recent years, significant progress has been made in linking advice and support across the University, and presenting information about those services in a user-friendly, joined-up manner. There is work still to be done, but, even as the climate for research within the UK higher education sector adjusts to new challenges, we are confident that we will be able to provide world-leading support and development to our research staff.
(a) Outcomes of the gap analysis

What are we already doing?
	Recruitment and selection, recognition and value
	Concordat principle

	The University’s recruitment and selection policies comply with the European Charter and Code, and are in line with the requirements of the Concordat.
	1, 2, 6

	The University’s ‘Human Resources Priorities’ specifically recognise the HR needs of research staff.  
	2, 3, 4, 5, 7

	The University is continuing to build its new campus in the west of Cambridge.  This houses a range of academic departments, with subsidised housing and facilities for the University’s key workers, including research staff.
	2, 3, 6

	Specific, up-to-date recruitment and selection guidance is available to managers of research staff online. This includes advice on the appropriate composition and briefing of recruitment panels
	1, 2, 6, 7

	There are transparent pay scales which are clearly aligned to grade profiles and all research staff should be paid on the relevant University scales (unless a different pay scale is applied in a small number of cases by the funder or fellowship scheme).  
	1, 2

	The University has published generic role descriptions for research posts, showing the types of duties and responsibilities associated with different types of research posts. These descriptors are relevant to people recruiting research staff. They also help research staff to understand, at a general level, the types of experience and responsibilities they would need to gain to be competitive for a research role at the next level. 
	1, 2, 5


	The University has published guidance on the appropriate use of fixed-term contracts and open-ended contracts. Fixed-term contracts are used in accordance with current good practice, and staff employed on fixed-term contracts are treated as those staff doing equivalent jobs on open-ended contracts.  
	1, 2, 5, 6, 7

	Training is provided by the Centre for Personal and Professional Development (CPPD). Briefings are also available from the HR Division to supervisors on topics such as recruitment and selection of research staff, the use of the open-ended contracts, etc.
	1, 2, 3, 4

	Close links between the University’s Careers Advisers for Research Staff and the HR Division ensure that each maintain up-to-date awareness of processes, policies, and support available.
	3, 4, 6, 7

	In 2003, Cambridge published its Career Management Scheme for Research Staff, which includes information about employment rights and responsibilities. This Scheme was updated when necessary.  The University’s new Employment and Career Management Scheme was redrafted during 2010 to address explicitly the principles of the Concordat; we expect to launch this new Scheme during 2011. 
	1, 2, 3, 4, 5, 6

	Through the dedicated team of Careers Advisers, covering all six Schools, research staff have access to workshops, one-to-one advice, and larger careers conferences, which focus on the full range of career options open to them. They can also access the Careers Service website, which has a specific portal for research staff containing tailored advice and material, as well as other general web resources used by undergraduates and postgraduates. This service enjoys excellent participation rates amongst Cambridge research staff and is highly valued by them.
	2, 3, 4, 5, 7

	The University participates in the national Careers in Research Online Survey (CROS), in order to compare the experience of its research staff with peers in other UK universities. The University uses responses to CROS, as well as a range of methods including focus groups and interviews, to include research staff in shaping relevant policy and support. 
	2, 6, 7

	The University offers, through CPPD, a range of management and leadership development opportunities.  All University managers, including managers of research staff, are encouraged to access these opportunities as appropriate.
	3, 4, 5


	Support and career development, researchers’ responsibilities
	Concordat principle

	Research staff have the same intellectual property rights as other staff, unless the particular funding body has imposed special requirements.  Any special requirements are notified to staff on appointment.
	1, 2, 3, 5

	The University has published Guidelines on Good Research Practice.  These guidelines emphasise the importance of integrity and rigour in all research carried out at, and in partnership with, the University.  Unless stated otherwise in the terms of any governing research agreement, the University expects everyone engaged in research to observe the seven principles identified by the UK Committee on Standards in Public Life (selflessness, integrity, objectivity, accountability, openness, honesty and leadership).
	2, 3, 5

	Any member of University staff, including research staff, may engage in consultancy with external organisations.  Any advice given by research staff during consultancy is normally regarded as private and does not form part of their employment contract with the University.  (During consultancy, research staff must not present themselves as acting on behalf of the University unless the work is conducted through the University’s wholly owned trading subsidiary.)
	2, 3, 5

	The University has published guidance for research staff and for their managers relating to induction, probation and career management review (appraisal) for research staff.  
	1, 2, 3, 4, 5, 7

	University induction events for research staff were introduced in 2009,  These complement induction within departments, and are designed to help research staff identify the range of support and training available.
	2, 3, 4, 5

	Advice and training in career management is available via a team of Careers Advisers for Research Staff. The Careers Service website offers a wide range of resources and advice within the specialist postdoc portals. This service is well regarded within the University and has been recognised as nationally outstanding.   
	2, 3, 4, 5

	Information about training and development provided by the Careers Advisers and the Centre for Personal and Professional Development’s research staff development programme is available online.  Regular bulletins are also cascaded through departments and other contacts.  A range of further training and development support is available for research staff, from Cambridge Enterprise (which supports the commercialisation of research), Office of External Affairs and Communications (which co-ordinates Cambridge’s public engagement and media activities).  The Cambridge University Skills Portal serves as a one-stop online directory of training opportunities from across central providers and departments.
	2, 3, 4, 5


	Diversity and Equality
	Concordat Principle

	Lead by a specialist Equality & Diversity (E&D) team, the University follows good employment procedures to ensure that recruitment and retention of all staff, including research staff, is fair and non-discriminatory. For example, recruitment procedures have been updated following completion of an equality impact assessment, to follow good practice standards. In accordance with the Equality Act 2010, the University provides for all of the following protected characteristics: age, disability, gender reassignment, marriage and civil partnership, pregnancy and maternity, race, religion or belief, sex, and sexual orientation.
	6, 7

	Equality and Diversity policies are available to all staff via the relevant section of the website, and all research staff can participate in the University’s equalities activities, including the diversity networks. The Women’s Network in particular has a history of focusing on the specific needs and experiences of research staff. That Network and the WiSETI project organise sessions with specialist coaching facilitators, to enable staff – including research staff – to increase confidence and raise aspirations.
	3, 4, 5, 6, 7

	E&D undertakes regular, detailed monitoring of staff and students within the University as required by law, and this includes research staff. Equality Assurance Assessments (to assess for equality impact) are carried out and published alongside the Annual Review, which is available online as well as in hard copy.
	6, 7

	In May 2009, The University of Cambridge successfully renewed its Athena SWAN Charter University Bronze Award. The Athena SWAN awards recognise excellence in employment practices aimed at assisting the recruitment, retention and progression of women in science, engineering and technology (SET) within Higher Education.
	6, 7

	All staff, including research staff, have access to the University’s Accommodation Service, Counselling Service, Childcare, Dental Service, and Occupational Health. All of these are promoted through online mechanisms, induction processes, and research staff groups. These HR services work collectively to share information on uptake and issues affecting different staff groups.
	3, 6

	Equality and Diversity provides a range of online and face-to-face training opportunities, which research staff and their managers can access. The University also offers Springboard and Navigator personal and professional development training courses, which are available to research staff.
	2, 3, 4, 5, 6


What are we continuing to work on?
Infrastructure and Support for Research Staff
The University provides a range of services and functions to support research staff in their academic research and in their future careers, including:

· Human Resources teams within the University’s six Schools;

· Careers Advisers for Research Staff;

· Centre for Personal and Professional Development, including Research Staff Development Programme;

· Cambridge Research Office and Cambridge Enterprise;

· Community Affairs.
In recent years, we have seen concerted efforts towards a more joined-up approach to supporting research staff.  We intend to continue to work to strengthen our collaborations to support researchers and our efforts to communicate this support more effectively to the largest population of research staff of any UK university.  

Lead: all

Career Paths and Employability

The University of Cambridge, like all universities, works within an increasingly competitive research funding environment at the same time as external budgetary pressures may result in our having to make significant internal cost savings.  As one of the world’s leading universities, we attract academic and research staff from around the world.  All of this means that the University is not able to provide a long-term academic career for all of those who may wish to secure one within this University.  The University is, therefore, mindful of our obligation to promote open, constructive feedback and career support to research staff.

The University aims to provide all of our research staff with a productive and positive experience of working at Cambridge, and to support research staff in developing their own competitiveness within all job markets, offering them support, tools and advice that will help them make the most of the opportunities open to them with this University, other academic/research employers and the wider employment market.
We have a well-developed careers service for research staff, which maintains an opportunities database, and we run careers partnership and employer mentoring schemes to assist research staff in accessing employment.
Cambridge has recently established an Employer Forum focused on postgraduate researchers and research staff. Senior representatives from around 20 different employers, from across all employment sectors, contribute to the forum, offering input in to training and development initiatives for researchers to ensure they prepare them for a broad range of career paths. 
Lead: Transferable Skills Steering Group
External influence and change

The University of Cambridge engages with many external organisations which support researchers, including Vitae, the League of European Research Universities and the European Commission’s HR Strategy Group, as well as with employers.  The University aims to support our own researchers, and also to help influence the wider national, EU and international environments.  

Lead: University Senior Management Team, Careers Service CPPD
(b) Action plan 
Recruitment and selection, recognition and value (Principles 1&2)

The University’s Employment and Career Management Scheme is being revised, with explicit reference to the Concordat.  It is expected that the revised Scheme will be launched during the first quarter of 2011.  Shorter, practical implementation notes for research staff, principal investigators/supervisors of researchers, and for heads of department and departmental administrators, will be published online.  The Scheme and guidance notes provide up-to-date guidance about recruitment and selection and career management processes and support.
Lead: CPPD

The HR teams based in the University’s Schools offer meetings to all staff at risk of redundancy, regardless of their contract type, to discuss future options and support available.  We will continue to work with research staff and grant holders as part of this process.
Lead: HR School teams

Redeployment assistance includes provision of advice on CVs and application letters, seeking feedback from recruiters on the researcher’s application and referral to various sources of information, including the University’s Careers Service.  The University is currently reviewing redeployment assistance with a view to strengthening what it offers to staff, including research staff, in future.  

Lead: HR School teams

We will continue to work to increase participation in the career management review process for research staff (appraisals).  We will seek to raise awareness of the value of career management reviews and to increase levels of confidence in reviewing, by disseminating guidance and through careers advice and staff development activities.

Lead: HR, Careers Service, CPPD, heads of department 

The University encourages research staff to play an active role in the lives of their departments, including getting involved in appropriate departmental decision-making processes such as committees and working groups.  The University will, where appropriate, seek to involve research staff in University-level working groups and staff consultations.   

Lead: relevant bodies
Support and career development  and researchers’ responsibilities (Principles 3, 4, 5)
We have made substantial progress towards planning for research staff development and career support, once ring-fenced ‘Roberts’ funds come to an end.  We will continue this process, within the constraints of the current economic climate.  We will continue to offer appropriate training and career development support, including support which is targeted specifically at research staff, within the available funding
Lead: Transferable Skills Steering Group, Careers Service, CPPD
We are engaging with national and international agendas relating to researcher support, including the European Commission HR Strategy Group, League of European Research Universities (LERU), and Vitae.  We expect to adopt the Cambridge LERU model Code of Practice on Research Employment during 2010.  We expect to participate in the national Careers in Research Online Survey (CROS), during 2011, in order to use responses to help us understand the experiences of our research staff and the impact of our policies and support.  

Lead: CPPD, Careers, Transferable Skills Steering Group, University Senior Management Team 

We are looking at how we signpost support and guidance materials for research staff and for their managers.  We aim to develop better web-based resources for research staff and their managers, within available funding.  We will begin the first phase of this when we launch the new Employment and Career Management Scheme, during 2011.
Lead: CPPD, Careers Service, HR

Equality and Diversity

We have developed a Combined Equality Scheme that identifies how we work to progress equality in the University, in line with equalities legislation. Specific areas of work that are now underway are regular Equal Pay Reviews and the establishment of a Gender Equality Group at a senior level to address related issues. We have also adopted University Equality Champions for Race, Gender and Disability. A wide range of E&D events and training opportunities are available to research staff to network and gain additional skills and specialist knowledge while at the University. 

We are also part of national networks, including the Russell Group (of research-intensive universities) Equality Forum, enabling us to link with other organisations to broaden the range of support we offer all staff and students. 

Specifically for Science, Engineering and Technology (SET) disciplines is the WiSETI (Women in SET Initiative) which focuses on the recruitment, retention and progression of women at all levels, including research staff, in these subjects. WiSETI runs a number of schemes to support the promotion of gender equality, including working with Departments (the Dept of Physics achieved an Athene SWAN Silver Award and Juno Champion in 2010). 

Lead: Equality & Diversity Section, HR
Reviewing our progress

Further to the initial gap analysis, CPPD will monitor progress on key strands of work and report to the relevant committees and stakeholder groups.
Lead: CPPD

We intend to take part in the proposed 2011 survey of principal investigators and research leaders, as well as in the next instance of the Careers in Research Online Survey (CROS).  

Lead: CPPD, Transferable Skills Steering Group
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