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Foreword

The Concordat Strategy Group is pleased to introduce the report of the first
survey of higher education institutions’ responses to the Concordat to Support
the Career Development of Researchers. The information presented in this
report represents the efforts of over 100 UK universities to improve the career
development opportunities for almost the whole research staff community.
I would therefore like to convey the thanks of the whole Strategy Group to
all those working within UK higher education who took the time to compile
information and to complete the survey as well as to those individuals and
organisations that contributed to the report.
The Concordat was launched in 2008 with the explicit recognition that research
is crucially important to the UK – not just to the success of our academic
institutions but to the growth of our economy and society. It also acknowledged
the continuing work needed to ensure that staff working in research – especially,
but not exclusively, those beginning their postdoctoral research career –
received the support and guidance necessary to ensure that they flourished in
their chosen careers.
The report serves three crucial purposes. It enables readers, including, but by
no means limited to, the signatories and supporters of the Concordat, to chart
progress across the higher education sector, both by establishing what has
been done already and by setting a baseline against which future activity can
be measured It provides a benchmark against which individual institutions can
compare their activity, as well as providing ideas of practice that institutions
may wish to borrow. And, through the mechanism agreed with the European
Commission, it demonstrates that the UK is well on its way to aligning itself
with the European Charter for Researchers and the Code of Conduct for the
Recruitment of Researchers.
Overall, the findings are encouraging. A huge amount of work has already been
undertaken throughout the sector. Much of this is a direct response to the
stimulus provided by the Concordat, though we should also recognise that many
institutions already had policies in place to address the career development
needs of researchers. This agenda is overseen at the highest level and real
change has been affected within the policies and practices of institutions.
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Nonetheless, there is plenty that institutions can learn from one another and
from the national organisations that support them. Six specific recommendations
are made, but the report contains dozens of ideas, thoughts and suggestions
that institutions may wish to adopt in light of the practice being implemented in
other parts of the sector.
Happily, there is clearly enthusiasm within the sector to learn from one another
and to continue to improve the service on offer to research staff. I am confident
that institutions will continue to demonstrate progress and innovation in this area.

Sir Ivor Crewe
Chair, Concordat Strategy Group
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‘‘

The principles of the
Concordat are seen as
“good practice” for all
staff eg. recruitment,
promotion, career
development,
appraisals.

’’

Executive summary

The higher education sector has long recognised the importance of
developing high-quality research staff. In 2008, the sector signed up to
the Concordat to Support the Career Development of Researchers and
agreed to a benchmarking programme, both to measure its progress
in implementing the seven principles of the Concordat and to better
understand the state of career development among research staff.
Principle seven of the Concordat commits the sector regularly to review progress
against the principles of the Concordat and to conduct a major benchmarking
programme after three years. This survey is one of six benchmarking projects
agreed by the Concordat Strategy Group.1 It aims to look at the policy responses
of higher education institutions and so capture activity within them. The effect
on research staff is tracked through another benchmarking project, the Careers
in Research Online Survey (CROS). Other projects look specifically at principal
investigators, the research staff cohort and the use of fixed-term contracts and
the activities of funders.
The survey was sent to all UK higher education institutions in January 2010.
A total of 103 responses were received from institutions employing 93% of
research staff working in the UK. These include 19 Russell Group institutions,
15 members of the 1994 Group, 19 members of the Universities Alliance,
16 members of Million+ and six from GuildHE. The following lists the key
findings of this survey and makes some recommendations for how the sector
may wish to respond.
The impact of the Concordat on the higher education sector
The Concordat is clearly having a discernible impact upon UK higher education
institutions, shaping policy and practice in respect of research staff development.
■

Twenty-eight percent of all respondents noted that, at the time of the survey,
they had in place a strategy for implementing the principles of the Concordat
and a further 54% reported that they were in the process of drawing one up.

■

Seventy percent of institutions reported that they had embarked upon
implementing a programme of changing policies in the light of their
assessment of the Concordat requirements, including 17% that had already
achieved a substantial amount of change.

1

www.researchconcordat.ac.uk/Benchmarking.html
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■

Nine higher education institutions reported that the Concordat had been the
spur for a wider development across the institution affecting all staff or all
academic staff, or that it had stimulated reflection on current practice.

■

The vast majority of institutions (89%) declared that they had either already
made information about the Concordat and their response to it available on
their website (70%) or that they planned to do so.

■

Ninety-three higher education institutions reported the implementation of the
principles of the Concordat had been monitored across their institution.

■

Two-thirds of respondents said that they had in place a strategy for managing
and supporting research staff and a further 30% were in the process of drawing
one up. Two-thirds of those that had strategies in place reported that it had
been drafted since the launch of the Concordat, which means that nearly threequarters of all respondents had either completed or started drawing up
a strategy for managing and supporting research staff since the Concordat
was launched.

■

Institutions advised that they had undertaken a large number of varied
activities to raise awareness of the Concordat among all relevant members
of staff; all but one had undertaken some activity and that one had actions
planned. More than half reported that they had undertaken at least seven
different approaches from 12 suggested in the questionnaire. These
included sending the Concordat to research staff and principal investigators,
highlighting it through specific training events to research staff and principal
investigators and ensuring that both were represented on the group
responsible for the Concordat implementation.

Strategic leadership and the importance institutions place on the
Concordat
A number of conclusions can be drawn.
■

Most frequently, lead responsibility was reported to be with the relevant pro
vice-chancellor or vice-principal (63% of all respondents), demonstrating the
importance that institutions placed on the Concordat.

■

Those directly involved in implementing the principles of the Concordat
across the institution included staff development departments (59% of
responses), the pro-vice-chancellor (research) or appropriate vice-principal
(56% of responses) and the research committee (50% of respondents).

■

Eighty-one percent of all institutions reported that the governing body was
kept regularly informed about and involved in Concordat implementation.

8 Higher education institutions’ strategic responses to the Concordat

‘‘

The development of
research staff has
been a key element
of the university HR
strategy for the last 10
years [and] it is now
seen as central to all
we do.

’’

Implementing the seven principles of the Concordat
The seven most frequently cited changes that institutions specified that they had
introduced in the light of the Concordat were:
■

reviewing their human resources (HR) policies and procedures

■

actions to support the career development of researchers

■

introducing specific training and development programmes for research staff

■

reviewing and revising their procedures for the recruitment and induction of
research staff

■

developing a strategy for contract research staff and/or reviewing their policy
of offering fixed-term contract research posts (17 higher education institutions),
including some institutions that had stopped issuing fixed-term contracts and
others seeking to reduce the number offered relative to open-ended contracts

■

introducing specific training programmes for principal investigators and other
managers of research staff

■

making a number of other financial commitments to the support and
development of research staff.

Institutions reported a number of challenges in implementing the principles of
the Concordat. These challenges fell into seven broad categories:
■

engaging principal investigators with the Concordat agenda

■

engaging senior staff with the Concordat

■

engaging the researchers themselves

■

sustaining resources, especially if ring-fenced Roberts Funding is discontinued

■

coordinating Concordat implementation across the whole institution

■

career development opportunities for research staff and securing the retention
of individual research staff members over the medium to longer-term

■

limited numbers of dedicated research staff, particularly in smaller institutions.

The contribution of national organisations
■

■

2

Ten higher education institutions said they valued the existing provision and
thought no other activity was required by the lead UK bodies.
The remaining institutions made a large number of recommendations for
contributions that national organisations could make, of which the main four
were:
– continue Vitae2 training activities and information services
– provide more guidance on implementing the principles of the Concordat
Vitae is a national organisation championing the personal, professional and career development of doctoral researchers
and research staff in higher education institutions and research institutes (www.vitae.ac.uk).
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–
–

and have events and activities to raise awareness about it
have more opportunities and vehicles for disseminating good practice
offer more joint training opportunities between institutions.

Two-thirds of respondents commented positively on activities that are already
undertaken by Vitae and one-third said that Vitae activities should be continued.
Intellectual property and co-authorship
■

Almost all institutions reported that they had policies and practices in place
that specified what rights belonged to researchers and what rights belonged
to their employers or other parties, including external commercial or industrial
organisations. Only six percent had not yet met this requirement or did not
reply to the question.

■

Almost all institutions stated that they had developed strategies, practices
and procedures to provide researchers, including those at the beginning
of their research careers, with the necessary framework conditions so that
they could enjoy the right to be recognised and listed and/or quoted, in the
context of their actual contributions, as co-authors of (for example, papers
and patents) or to publish their own research results independently from their
supervisor(s). Seven respondents had either not compiled such a framework
or did not respond to this question.

Links with the Charter and Code and the ‘HR excellence in research’ badging
■

The UK higher education sector is signed up to the principles of the European
Charter for Researchers and Code of Conduct for the Recruitment of
Researchers (the Charter and Code), which are implemented through the
Quality Assurance Agency for Higher Education (QAA) code of practice for
research degree programmes and through the Concordat in the case of
research staff development.

■

Of the 103 institutions that responded to the survey, 36 institutions noted they
had undertaken internal analyses of their alignment with the Concordat (stage
1 of the process); 23 institutions reported that they were doing so when they
responded to the survey; and 37 institutions stated that they planned to do so.

■

Of the 36 institutions that had completed stage 1, 29 institutions reported that
they had an implementation strategy or action plan in place, publication of
which is stage 2 of the process.

■

Where institutions had published their implementation strategies or action
plans, their details would be submitted to the European Commission, which
will acknowledge their alignment with the charter and code and allow the
institution to use the ‘HR excellence in research’ logo. Stages 4 and 5 of the
process (institutional self-analysis of progress two years on and an external
evaluation of progress four years on) will be incorporated into the Concordat
benchmarking process.
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‘‘

Small numbers of
research staff in
individual departments
mean that it has
proved challenging to
get a “critical mass” of
researchers together
at the events designed
to elicit their views
and help them forge a
sense of community
as a group.

’’

‘‘

The university
strongly supports
all seven principles
[of the Concordat].
It is developing a
comprehensive
continuing
development
framework for
all researchers.

’’

Recommendations
The Concordat Strategy Group makes the following recommendations.
■

Institutions should endeavour to provide further examples of practice on
Vitae’s Database of Practice,3 and should explore methods, including, but not
limited to the Database of Practice and through Vitae’s regional hubs, to share
ideas for enhancing research careers.

■

Institutions should explore further ways of using CROS to monitor the impact
of the Concordat.

■

Though institutions have undertaken a large number of varied activities to
raise awareness of the Concordat among all relevant members of staff, there
are still additional activities that all institutions could undertake. Institutions
are urged to consider applying all the methods for raising awareness
discussed in the report and to share additional ideas among themselves for
raising awareness further.

■

Institutions should implement policies to ensure that the intellectual property
rights of research staff are protected and that they are credited for their
contribution to work through co-authorship and other relevant practices.

■

Institutions should seek early acknowledgement of their alignment with the
Charter and Code, which can be achieved through the Concordat and the
survey of higher education institutions’ strategic responses to the Concordat.
Those institutions that have not yet done so are urged to conduct an internal
analysis of how they meet the seven principles of the Concordat and other
activities falling under the Charter and Code. Those that have done so should
aim to publish their action plans as soon as possible.

■

Institutions should explore ways of sustaining funding resources for staff
training and development; and ensure they can continue to keep under review
the use of fixed term contracts within the context of the Concordat principles.

3

Vitae, Database of Practice accessed August 2010 (http://www.vitae.ac.uk/policy-practice/34837/Database-of-practice.html).

Concordat to support the career development of researchers 11

12 Higher education institutions’ strategic responses to the Concordat

‘‘

Against every principle
of the Concordat there
are a set of actions
aimed at implementing
the principles further.
These actions will be
reported on annually
and monitored by
the Research Staff
Working Group
and the university’s
Staffing Committee.

’’

1. Introduction and method

As part of the benchmarking process to measure the impact of the
Concordat to Support the Career Development of Researchers (the
Concordat), all UK higher education institutions (HEIs) were requested to
complete a survey of their progress to implement the principles of
the Concordat.4
The aims of the survey were to:
1. establish how far institutions had progressed in implementing the principles
of the Concordat as of 2010
2. provide a baseline against which to measure progress in the future
3. enable institutions to form a picture of their own response to the Concordat
and the extent to which they are meeting the career development needs of
research staff
4. help institutions form an action plan for promoting the career development of
research staff
5. demonstrate to the European Commission that the UK higher education (HE)
sector is working in alignment with the European Charter for Researchers and
the Code of Conduct for the Recruitment of Researchers (the Charter and
Code), and so allow institutions to use the ‘HR excellence in research’ logo
and be listed on the EURAXESS website5.
1.1 Institutional information
A total of 103 organisations submitted responses. All but one of these came from
HEIs across the UK.6 These include 19 Russell Group institutions, 15 members of
the 1994 Group, 19 members of the Universities Alliance, 16 members of Million+
and six from GuildHE. Using Higher Education Statistics Agency (HESA) data
on the number of research staff employed at UK HEIs in 2008/09, a total of 93%
of all staff employed on research-only contracts in UK HE establishments were
employed by the 102 HEIs that responded to the survey.7

4

A copy of the survey questionnaire is at Annexe I.

5

http://ec.europa.eu/euraxess/index.cfm.

6

The remaining respondent was a research laboratory employing significant numbers of research staff.

7

39,915 staff were employed on research-only contracts in HEIs in 2009 (the most recently available figures) according
to figures from the HESA.
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Respondents were asked to identify the total number of research staff employed
by their HEI (Figure 1).
Figure 1 Number of research staff employed
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This chapter lays out the method by which the survey and analysis were
conducted. Chapter 2 considers the results of the survey. Chapter 3 looks at
how respondents are aligning themselves with the Charter and Code. Chapter
4 provides conclusions and some recommendations for how institutions may
further implement the principles of the Concordat.
1.2 Method
Universities UK (UUK) circulated an information note (number I-2010-001)
with a letter from Sir Ivor Crewe, Chair of the Concordat Strategy Group to all
vice-chancellors and principals of UUK members in January 2010.8 The same
information was conveyed to the members of each of the HE Mission Groups, to
members of GuildHE and through some of the funding bodies. The information
note provided information about the survey and invited all institutions to
complete it, via the host site, the Bristol Online Survey (BOS), between 6 January
and 6 April 2010.
Completion of the survey also helped institutions demonstrate their alignment
with the Charter and Code, which was launched in 2005. Universities UK
information note I-2010-014 set out how the HEI strategies survey helped
institutions demonstrate their alignment with the Charter and Code.9
The survey contained 21 questions, including both open questions inviting
respondents to reply in their own words and questions with a fixed range
of options from which to select their answer. Several of the multiple-choice
questions also included two or three supplementary questions.
The survey was a self-evaluation exercise. Consequently, the approach and
content of the responses varies. From a detailed review of responses and
knowledge of the sector, it seems likely that some institutions may have
8

A copy of information note I-2010-001 is available at Annexe II, and a copy of the letter from the Chair is at Annex III.

9

A copy of information note I-2010-014 is available at Annexe IV.
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‘‘

We plan to implement
a “talent management”
programme that will
enable line managers
and the research
staff themselves to
pro-actively manage
their personal
and professional
development in line
with the Concordat.

’’

underrepresented and others overrepresented their activities relative to the
others. Nonetheless, the overall level and quality of responses was very high and
the survey provides a detailed insight into institutions’ efforts to implement the
principles of the Concordat.
1.3 Representativeness of the survey
103 institutions responded to the survey, from a potential population of
approximately 150. However, as noted above, the institutions that did respond
were generally those that employed significant numbers of researchers,
whereas those that did not were for the most part not research intensive.
Consequently, 93% of research staff are employed in the institutions that
responded to the survey.
Nonetheless, readers should be cautious about applying the statistics revealed
by this survey to the HE sector as a whole: the statistics relate only to the
103 institutions that responded and to the 93% of HE research staff employed
in them.
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‘‘

The seven principles
are a statement
of good practice
in relation to the
management of
research staff and is
in line with the work
that [the institution]
undertakes with
relation to the Athena
Swan Awards.

’’

2. Results of the survey

This chapter analyses the survey responses received under each section
of the questionnaire. Section 2.1 looks at leadership, both from a strategic
perspective and which bodies or roles are involved in delivering the
agenda. Section 2.2 considers arrangements for monitoring progress and
reporting internally. Section 2.3 looks at institutions’ own statements of
their policy relating to research staff. Section 2.4 discusses actions taken
by institutions to implement the seven principles of the Concordat. Section
2.5 considers the challenges institutions have identified in delivering
the Concordat. Section 2.6 outlines means by which institutions have
raised awareness of the Concordat among their staff. Section 2.7 looks at
implementation across the UK and what support institutions are looking for
from national champions.
2.1 Leadership
Respondents were asked to identify which individual or central committee had
lead responsibility for ensuring that the HEI implemented the principles of the
Concordat (Figure 2). Most frequently, respondents reported that the relevant
pro-vice-chancellor (PVC) or vice-principal had lead responsibility (63% of all
respondents). Identifying a member of the executive team as responsible for
its implementation emphasises the importance that institutions placed on the
Concordat.
Figure 2 Lead responsibility for implementation
n=103
Other
Concordat committee
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The importance HEIs accorded to implementing the principles of the Concordat
was also underlined by which staff members and central committees had
direct responsibility for its implementation (Figure 3). A much broader
range of involvement was reported, with more than half of all responding
institutions identifying that Human Resources (HR) (83% of all responses), staff
development departments (59% of responses) and the PVC for research (PVC-R)
or appropriate vice-principal (56% of responses) had direct responsibility for
implementing the principles of the Concordat across the institution. For half
of all respondents, the research committee also had direct responsibility for
implementing the principles of the Concordat (50% of respondents).
In addition to the ten categories specified in this question, HEIs identified a total
of 54 other individuals or central committees with some direct responsibility for
Concordat implementation. These concentrated on offices or committees rather
than individual post holders. Institutions with a high concentration of research staff
reported the broadest range of additional (‘other’) research support services.

‘‘

We created a new
Graduate School
Tutor post in 2009
specifically to evaluate
the training and
support needs of
[research staff].

’’

The most frequently cited ‘other’ categories were deans (both deans of specific
academic schools and faculties and deans of graduate studies/schools) and
heads of research. One institution noted that they employed an associate dean
for career development of contract research staff. Another frequently cited role
was that of ‘Concordat champion/officer’. Other committees cited included the
research staff development group and a staff policy committee with membership
drawn from senate members and the executive group.
A breakdown of the responses received is presented in Figure 3.

‘‘

Figure 3 All those with direct responsibility for implementation
n=421
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an Associate Dean for
Career Development
of Contract Research
Staff to oversee and
implement embedding
the Concordat within
[the institution].

Specific concordat committee
Resources committee
HR committee
Research committee
Finance department
Careers advisory service
Research grant office
Staff development department
HR
Pro-vice-chancellor/Vice principal
Vice chancellor/Principal
0

10

20

30

Number of responses

18 Higher education institutions’ strategic responses to the Concordat

40

50

60

70

80

90

100

’’

‘‘

The university ...
adopted a[n] ...
explicit programme of
mentoring and career
development and
training programmes
for researchers.

’’

2.2 Governance and monitoring
Institutions were asked about the involvement of the governing body in leading
or monitoring the implementation of the principles of the Concordat. Some
institutions provided information about how both the senior management and
the governing body were involved in implementation. This report concentrates
on the specific involvement of the governing body and the primary reporting
mechanism identified by each institution.
Eighty-one percent of all institutions reported that the governing body was kept
regularly informed about and involved in implementing the principles of the
Concordat. Two mechanisms were especially important. The first was through
the regular reporting to governors by the central committee identified as having
a lead responsibility for the Concordat (most frequently the research and/or
research and enterprise committee, the knowledge transfer committee or the HR
committee). The second was through reports provided for the governing body
by the lead member of the senior executive. Reports via the lead committee
were cited by 44% of respondents and reporting via the senior executive was
cited by 11% of all respondents. Together these two mechanisms accounted for
57% of responses to this question by all 103 institutions.
The other reporting mechanisms cited were:
■

through an annual report, either the HEI’s own annual report or the annual
report for the HEI’s research or enterprise/knowledge transfer activities
(reported by eight HEIs)

■

reports to the governing body made by academic board or senate (six HEIs)

■

specific papers on Concordat implementation made to the governing body
(four HEIs).

Taken together, these three mechanisms accounted for 17% of responses from
all HEIs.
Seven HEIs reported that the governing body had delegated overall responsibility
for implementing the principles of the Concordat to a specific standing
committee or to the senior executive. A total of 11 institutions reported that their
governing body had no involvement in leading or monitoring the implementation
of the principles of the Concordat within the institution; six institutions said their
governing body was not yet involved; and two HEIs did not respond to this
question. Figure 4 summarises means of keeping governing bodies involved
and informed.
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‘‘

Figure 4 Governing body involvement

The 1996 Concordat
provided a significant
impetus to the
development of the
university’s activity
with respect to
the support and
management of its
researchers.
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Ninety-three HEIs identified mechanisms by which they monitored the
implementation of the principles of the Concordat across the institution. Some
relied on a single monitoring mechanism and others combined two or three.
Most frequently reported was the use of the institution’s research committee (or
a sub-committee or occasionally an individual/office reporting to the research
committee) which was cited by 43% of all respondents.
The second most frequently cited case was for HEIs to nominate the HR
department. Institutions cited HR policies and processes, notably the annual staff
review process, which were used to monitor the implementation of the principles
of the Concordat within the institution. Others gave responsibility for monitoring
progress to members of staff or offices (including faculty committees, lead
deans or members of the senior executive and specific central support offices).
These two categories each received 21% of all respondents. Twenty percent
of all institutions reported that a specific Concordat implementation group (or a
Concordat champion/officer) was responsible for monitoring implementation.
The remaining mechanisms by which HEIs monitored implementation of the
principles of the Concordat were:
■

via regular monitoring reports commissioned from academic departments,
schools and other relevant groups made variously to the senior executive,
academic board and governing bodies (17% of all respondents)

■

via analysis of responses received through the CROS survey (17%)

■

through regular consultation with relevant staff groups (14%)

■

via an initial self-audit and action plan with ongoing monitoring
(13% of responses).

Eight percent of institutions reported that no specific mechanism had yet been
identified for monitoring the implementation of the principles of the Concordat and two
percent did not answer this question. These findings are summarised in Figure 5.
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’’

‘‘

The Concordat has
highlighted policies
which need to be
reviewed in their
application to research
staff, for example the
use of temporary, fixed
term and permanent
contracts.

’’

Figure 5 Mechanisms to monitor implementation
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There appeared to be some variation in the extent to which institutions have
introduced new structures or mechanisms specifically for monitoring the
implementation of the principles of the Concordat. A number of HEIs indicated
that implementation of the principles was part of a wider research support
structure and that their activity to implement them (including monitoring
progress) was incorporated within existing structures and mechanisms. Eight
institutions reported that they had not yet put monitoring mechanisms in place
and two made no response to this question.
2.3 Policy statements
Institutions were asked if they had a strategy for managing and supporting
research staff. This question did not make specific reference to the Concordat
as it recognised that many institutions would have already had such a policy in
place and/or may have introduced it independently.
Overall, 66% of the 103 respondents reported that a strategy for research
staff was in place and a further 30% reported that they were in the process of
drawing one up (Figure 6).
Figure 6 HEI strategy for research staff
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Nearly two-thirds of the institutions that had policies for managing and
supporting research staff (44 of 68) had written them since the launch of the
Concordat in 2008 (Figure 7).
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‘‘

Figure 7 When strategy for managing and supporting staff was written
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Fifty of the 68 institutions with a strategy for managing and supporting research
staff had made this publicly available (Figure 8) including 92% of the Russell
Group and 1994 Group members that responded to the survey.
Figure 8 Is strategy for managing and supporting research staff publicly available?
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The survey separately asked about specific strategies within HEIs for
implementing the principles of the Concordat. Twenty-eight percent of all
respondents reported that their institution already had a strategy in place for
implementing the principles of the Concordat and a further 54% were in the
process of drawing one up (Figure 9). Only 17% of respondents were not working
on a specific strategy to implement the principles of the Concordat within their
institution; these were mainly institutions with fewer research-only staff.
Figure 9 HEI strategy for Concordat implementation
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New role profiles have
been developed to
allow progression for
contract research staff.

In terms of when institutions’ strategies for implementing the principles of the
Concordat were written, 25 of the 29 institutions with a strategy already in place
reported that it had been written after the Concordat was launched in 2008
(Figure 10) rather than in response to the 1996 Concordat.
Figure 10 When was HEI Concordat implementation strategy written?
n=29
After 1996 Concordat
July–December 2008
January–June 2009
July–December 2009
2010
0

2

4

6

8

10

12

14

Number of responses

2.4 Implementing the principles of the Concordat
Respondents were asked how strategy at their institution ensured that the
principles of the Concordat shaped practice among research staff, their
managers and others with responsibility for research staff. A total of 90
institutions responded, listing a wide range of approaches. The most frequently
cited approach to ensuring the principles of the Concordat shaped strategy and
practice in the institution was via HR policies and procedures. These include
policies for recruiting and retaining research staff, staff management and
development and supporting equality and diversity across the university. This
included both the actual provisions of specific HR policies and monitoring their
implementation across the institution. A total of 59 HEIs cited this approach.
The second most cited approach was through staff training and development,
including mentoring and career development support, which was reported by 53
HEIs. Other approaches reported by respondents were:
■

central monitoring activity, perhaps initiated by the Concordat group, the PVC
or the research committee, (17 responses)

■

opportunities for sharing good practice and raising awareness (14 responses)

■

through gap analysis and benchmarking activity, including the analysis of the
institution’s CROS results (13 responses)

■

through a specific staff appointment to lead on Concordat implementation
across the institution (seven responses).

Figure 11 summarises the approaches reported by institutions. This was a
multiple choice question, so the total number of responses is in excess of the
number of HEIs responding to the survey.
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Figure 11 How Concordat principles shape strategy and practice
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The seven most frequently cited changes that institutions had introduced in the
light of the Concordat were:
■

reviewing their HR policies and procedures (reported by 45 HEIs)

■

actions to support the career development of researchers (37 HEIs)

■

introducing specific training and development programmes for research staff
(24 HEIs)

■

reviewing and revising their procedures for the recruitment and induction of
research staff (22 HEIs)

■

developing a strategy for contract research staff and/or reviewing their policy
of offering fixed-term contract research posts (17 HEIs), including some
institutions that had stopped issuing fixed-term contracts and others seeking
to reduce the number offered relative to open-ended contracts

■

introducing specific training programmes for principal investigators (PIs) and
other managers of research staff (12 HEIs)

■

making a number of other financial commitments to the support and
development of research staff (10 HEIs).

A total of 33 HEIs reported that the changes introduced or underway resulted
not just from implementing the principles of the Concordat but from part of a
wider development across the institution affecting all staff or all academic staff
(for instance as part of their review of HR policies and practices). While some
reported that this wider review was already underway, nine HEIs reported that
the Concordat had been the spur for their review, or that it had stimulated
reflection on current practice. A wide range of issues were raised by HEIs
in response to this, often quite particular to their individual circumstances.
This accounts for the large number of ‘other’ changes (a total of 59 instances
of changes outside of the main categories reported above) included in the
summary of responses provided in Figure 12 below.
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The establishment of
the staff development
group and the focus
on this issue as a
standing item [for
the] Research and
Knowledge Transfer
Committee was
partly a result of the
Concordat.

’’

‘‘
’’

A code of practice
for the management
and development of
research staff has
been developed.

Figure 12 Policies introduced or changed in light of the Concordat
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Respondents suggested some variation across the sector regarding the speed
with which institutions have embedded these changes into their systems and
processes. Fifty-three percent of respondents reported that they had already
embarked on implementing a programme of changing policies in the light of their
assessment of the principles of the Concordat and a further 17% of respondents
had already achieved a substantial amount of change to their policies and
procedures in the light of the Concordat. Only 14% of the 103 institutions had
either not made any changes (though a range of proposed changes were under
consideration) or considered that no major changes were necessary as existing
policies and practices met the principles of the Concordat.

‘‘

As with any large,
diverse organisation,
we anticipate that
ensuring consistency
in practice across
the institution will
remain a challenge.
The engagement
of all stakeholders
– including the
researchers
themselves – will be
key to addressing
this challenge.

’’

2.5 Challenges
A wide range of different challenges were reported by HEIs, within which seven
broad themes emerged (Figure 13):
■

engaging PIs with the Concordat agenda (the most frequently cited challenge,
reported by 46 HEIs)

■

engaging the researchers themselves (cited by 41 HEIs)

■

engaging senior staff, most frequently deans or heads of school or
department, with the Concordat’s aims (13 responses).

■

sustaining funding resources in the longer term for staff training and
development and for moving researchers from fixed-term posts to openended contracts, especially if ring-fenced Roberts Funding is discontinued
(37 responses)

■

coordinating the implementation of the principles of the Concordat across the
institution as a whole, especially in large and devolved institutions
(32 responses)
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■

■

career development opportunities for research staff and securing the retention
of individual research staff members over the medium to longer term
(23 responses)
limited numbers of dedicated research staff, particularly in smaller institutions,
including specialist providers (15 responses)

Other reported challenges were:
■

current management information systems unable to identify research staff
across institution (eight responses)

■

some staff identified themselves as academics rather than specifically
research staff (two responses)

■

the challenge of maintaining a focus on the agenda when the institution was
restructuring (five responses)

■

getting researcher representation on the HEI’s major strategic committees
(three responses)

■

creating links between individual researchers and/or different research teams
(nine responses)

■

workload planning between teaching and research activities within
departments (six responses).

For six institutions, no challenges to implementing the principles of the
Concordat were identified. Four institutions made no response to this question.

Figure 13 Most frequently identified challenges in implementing Concordat principles
n=249

None identified
Other
Coordinating implementation across HEI
Career development and staff retention
Sustaining resources long term
Engaging senior staff
Engaging PI staff
Engaging researchers
Few dedicated research staff
0

5

10

15

20

25

30

35

40

45

50

Number of responses

2.6

Raising awareness

Respondents were asked to select, from a range of 12 specific activities, what
they had done to raise awareness of the Concordat among research staff, support
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‘‘

Key challenges
[include] changing
the culture of the
organisation so
that PIs recognise
and commit to the
value of developing
researchers beyond
the confines of the
immediate research
project [and]
researchers believe
that the organisation
is committed to
their development
and take personal
responsibility for
seeking development
opportunities.

’’
‘‘

The University
has taken steps
to maximise
awareness of the
Concordat amongst
stakeholder groups….
All training and
development activity
for research staff
and their managers
organised by central
departments … refers
to, and reinforces
the principles of, the
Concordat.

’’

‘‘

Development of
the Policy on the
Employment of
Researchers was
informed by the
1996 Concordat and
subsequently revised
in line with the 2008
Concordat.

’’

staff, research managers and institutional leaders. This question solicited a very
positive response from institutions regarding the efforts they had undertaken to
promote information about the Concordat and encourage staff to engage with
its purpose and principles (Figure 14). All but one of the 103 UK respondents
to the questionnaire replied that awareness-raising activities had taken place
in their institution and the remaining HEI indicated that plans for such activity
were underway. Seven of the 12 specified activities had been especially popular
with institutions. Fifty percent or more of the 103 responding institutions had
participated in each of the first seven specified activities identified below.
In descending order, the most frequently cited of these 12 specified activities were:
■

sending the Concordat to research staff (75% of all responding institutions)

■

sending the Concordat to the line managers or PIs of research staff
(74% of respondents)

■

highlighting the Concordat during relevant training for research staff
(69% of respondents)

■

highlighting the Concordat during relevant training for research managers or
PIs of research staff (61% of respondents)

■

including representation by PIs and research managers on the group
responsible for implementing the principles of the Concordat
(54% of respondents)

■

including representation by research staff on the group responsible for
implementing the principles of the Concordat (53% of respondents)

■

sending the Vitae briefing for researchers to research staff
(half the respondents)

■

profiling the Concordat on the HEI’s internal and external web pages
(48% of respondents)

■

highlighting the Concordat during staff induction (46% of respondents)

■

sending the Vitae briefing10 for managers of researchers to research managers
and PIs (37% of respondents)

■

holding separate launch event(s) for research staff and/or their managers
(24% of respondents)

■

holding a combined launch event for research staff and their managers and
PIs (18% of respondents).

There was also the option of specifying what other activities had been
undertaken. Particularly significant were the involvement of particular categories
10

Vitae has produced briefing notes on the Concordat tailored to the needs of specific groups (eg staff developers and
senior management). These can be found at www.vitae.ac.uk
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of staff in academic and/or central support posts and the awareness-raising
activities undertaken by certain senior committees and staff groups. Those staff
members reported as most frequently involved in the institution’s awarenessraising activities were: academic deans and associate deans (eg graduate deans
or deans for research/knowledge transfer), directors of research (including
directors of research and enterprise/knowledge transfer) and directors of
individual research centres.
The senior management committees reported as actively involved in the
institution’s awareness-raising were the senior management group, the research
(or research and enterprise/knowledge transfer) committee and the staff policy
committee. Staff support groups reported as involved in individual institutions
included the academic practice group, the research career development team
and academic services. A total of 46 of the 103 responding institutions reported
other individuals and/or groups had also been involved in raising awareness of
the Concordat within the institutions. A summary of the activities reported by
HEIs to this question is included in Figure 14.
Figure 14 Activities undertaken within HEI to raise awareness within institution
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Note: Separate and combined launches refer to launch events held separately or jointly with research staff and PIs.

From the survey, it is clear that the sector as a whole has made considerable
efforts to make available on their websites information that addresses the
Concordat and their response to it (Figure 15). In total, 70% of all survey
respondents had already made information about the Concordat and their
response to it available on their website (and/or their intranet). A further 19%
said this information was not yet available but that this process was underway or
that they planned to make this information available at a later date. Taking these
two categories together, 89% of all respondents had already made information
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‘‘

We have increased our
provision for training
and development
of research staff
– in particular we
are providing more
support to encourage
early stage researchers
to plan their career
beyond the life of
their current research
project. We have
introduced training
for PIs in employment
law, responsibilities
as a manager and
[staff] recruitment and
selection.

’’

‘‘

There is ... significant
provision in terms
of advice, published
materials and
workshops, which
is welcomed and
should continue.

’’

about the Concordat and their response to it available on their website (and/
or their intranet) or planned to do so. Nine percent reported that they had not
made this information available on their website (although, from the wording of
individual responses in this category, it may be that some of these institutions
had the information available on their intranet but had understood the question
to be asking about wider public access via the HEI’s website). The remaining two
percent did not respond.
Figure 15 Concordat information on HEI website
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Seventy-two institutions, reported that information about the Concordat and
their response to it was available on their website. They cited 13 different
categories of information. These 13 categories were reported a total of 182 times
by responding institutions. The information most likely to be on their websites
was:
■

staff training and development opportunities (reported by 55% of all survey
respondents and 79% of those institutions with Concordat information
available on their website)

■

general information about the Concordat itself (reported by 36% of all
respondents and 51% of those with information on their website)

■

the HEI’s own relevant policies (reported by 29% of those with information on
their website)

■

the HEI’s Concordat achievements (reported by 19% of those with
information on their website)

■

links to relevant external websites (reported by 17% of those with information
on their website)

■

information contained in the Vitae stakeholder briefings and/or the HEI’s own
Concordat newsletters (reported by 13% of those with information on their
website)

■

information about support available to early career researchers (reported by
11% of those with information on their website).

A total of six other categories of information were reported by a small number of
HEIs and these have been combined into an ‘other’ category in Figure 16, which
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‘‘

summarises replies to this question. These categories were:
■

the HEI’s action plan for implementing the principles of the Concordat
(five HEIs)

■

information about research funding opportunities and/or information about
the commercialisation of research outputs (four HEIs)

■

information specifically for PIs and research managers (three HEIs)

■

the HEI’s CROS survey results (two HEIs)

■

the HEI’s self-audit results (one HEI)

■

information on the HEI’s own Concordat implementation working group
(one HEI).

Vitae’s briefings for
different groups
are very helpful. An
extension of this to
provide straightforward
checklists to support
self-audit against the
full set of Concordat
principles would be
useful.

’’

Figure 16 Type of information on website
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2.7 Role of sector-wide organisations
HEIs were asked to suggest activities that organisations such as Universities
UK, the funding bodies, research councils (RCUK), other funders and Vitae could
provide to help institutions with their implementation of the principles of the
Concordat. A total of 201 suggestions were received from 89 institutions, of which
just over half (53%) were for four suggestions. These were:
■

continue Vitae training activities and information services
(15% of all suggestions received)

■

provide more guidance on implementing the principles of the Concordat and
events or activities to raise awareness about it (15% of all suggestions)

■

more opportunities and vehicles for disseminating good practice
(12% of all suggestions)

■

offering more joint training opportunities between institutions
(11% of all suggestions).
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‘‘

We have found the
Vitae Hub very active
and supportive; their
staff have contributed
to several of our
internal ‘awareness
raising’ events and will
be attending others.

’’

Other suggestions included:
■

engage senior managers

■

provide support for HEIs with small research groups

■

provide support for early career researchers

■

offer fellowship opportunities

■

harmonise funding contracts

■

offer opportunities for dialogue directly between researchers and
research funders.

Ten HEIs said that they valued the existing provision and thought that no other
activity was required by the lead UK bodies. Four HEIs chose not to respond to
the question. A summary of the responses received is in Figure 17.

Figure 17 Helpful activities from outside organisations
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Overall, 66% of respondents commented on networks and regional events,
supporting national career paths, sharing training activities, disseminating good
practice and implementation guidance (Figure 17). These are activities that
are currently undertaken by Vitae and 33 HEIs (32% of respondents) said that
existing Vitae activities and information services should be continued. Generally,
institutions commented favourably on existing provision, which they planned to
continue using, but the majority also suggested more of these activities would
be useful, including the provision of activities tailored to specific audiences.

Concordat to support the career development of researchers 31

For example, disseminating good practice on the Concordat implementation
(including circulating model implementation strategies) plus extending current
Vitae briefings to support self-audit against the full set of the principles of the
Concordat were two specific suggestions from institutions.
Twenty-four percent of all respondents said that they had provided entries on the
Vitae Database of Practice, through which institutions share strategic or practical
ways of implementing the principles of the Concordat.
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3. Links with the Charter and Code and the ‘HR
excellence in research’ badging

The UK HE sector as a whole is signed up to the principles of the
Charter and Code. This will be delivered through the Concordat
in relation to research staff and via the QAA audit process in the
case of doctoral researchers for research degree programmes. The
European Commission has a HR strategy for researchers that sets
out the process for organisations to gain acknowledgement of their
alignment with the Charter and Code’s principles.11 The European
Commission welcomes national processes for gaining recognition.
Representatives of key UK organisations (including the Concordat Strategy Group,
the funding bodies, RCUK, Universities UK and Vitae) have worked with the
Commission to enable institutions to implement the European HR Strategy through
the Concordat. The HEI strategies survey provides the mechanism for this.
Figure 18: The five-stage process for aligning with the Charter and Code
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than every
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All UK HEIs meeting the requirements of the Commission process will be
confirmed as able to use the ‘HR excellence in research’ logo.
As part of the process, a UK institution has to demonstrate that they have
undertaken an analysis of their policies and practice in relation to the Concordat
and subsequently developed an implementation strategy or action plan that is
publicly available. The action plan must also be published.
The UK HE sector is in the first three stages of this process: moving towards
receiving acknowledgement from the Commission that institutions have aligned
11

Human Resources Strategy for Researchers incorporating the Charter & Code (http://ec.europa.eu/euraxess/pdf/hrs4r/
Paper_on_the_HR_Strategy_for_Researchers.pdf).
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with the Charter and Code. They will demonstrate this through analysing their
internal process and publishing an action plan setting out how they will further
align with the Concordat and, through that, with the Charter and Code.
The full analysis of the sector’s response to this initiative is set out in this report.
In summary, 36 institutions reported that they had undertaken internal analyses
of their alignment with the Concordat (stage 1 of the process), 23 institutions
were doing so at the point at which they responded to the survey and 37
institutions planned to do so. Of the 36 institutions that had completed stage 1,
29 institutions reported they had an implementation strategy or action plan in
place, of which 13 were publicly available (stage 2 of the process).
Information about those institutions that had published their implementation
strategies or action plans will be forwarded to the Commission. Once the
Commission acknowledges the HEI’s work, the HEI may use the ‘HR excellence
in research logo’. The first set of institutions in receipt of this acknowledgement
will be announced at the Vitae conference in September 2010. Stages 4 and 5 of
the process (institutional self-analysis of progress two years on and an external
evaluation of progress four years on) will be incorporated into the Concordat
benchmarking process.
Stages 4 and 5 of the EC process (institutional self analysis of progress
two years on and an ‘external’ evaluation of progress four years on) will be
incorporated in to the Concordat benchmarking process.
Ninety-three percent of all respondents reported that they had either completed
(35%), had commenced (22%), or planned to start (36%) a self-audit or internal
analysis to examine how far their policy and practice aligned with the principles
of the Concordat (Figure 19). Only seven respondents reported that they
currently had no plans to undertake a self-audit or internal analysis.
Figure 19 Self audit of Concordat alignment
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These 36 HEIs also reported on plans to publish their Concordat implementation
strategy. Eighty-six percent of institutions in this group reported that they had
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‘‘

We no longer have
[fixed-term] contract
research staff. [Our]
research staff have
open-ended contracts
and all have access to
a very comprehensive
development
programme. [The
university] attempts to
redeploy all researchers
facing redundancy,
should they wish to
stay with [us].

’’

‘‘

Reflection on
the Principles of
the Concordat...
shone a light upon
existing policies and
procedures which
has empowered
researchers to move
forward on issues...
[and] raised awareness
of the suite of WorkLife
Balance policies.

’’

published (11) or intended to publish (20) their strategy and only five of those in
this category reported that they had no plans to do so (see Figure 20).

Figure 20 Publication of implementation strategy
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The European Charter for Researchers is also concerned with how institutions
addressed the co-authorship and intellectual property rights of research staff.
The responses provided by institutions suggest that they have made significant
strides in the areas of intellectual property and co-authorship, but that some
institutions still have a way to go, especially in respect of the latter.
The European Charter for Researchers states that:
Policies and practices should specify what rights belong to researchers
and/or, where applicable, to their employers or other parties, including
external commercial or industrial organisations, as possibly provided for
under specific collaboration agreements or other types of agreement.12
Respondents were asked to identify how far their institution was aligned with this
statement, according to a three-point scale (requirement fully met, partially met
or requirement not met).
Of the 103 universities and colleges responding to the survey, 71% had fully
met this requirement and a further 23% had partially met the requirement
(Figure 21). Only six percent had not yet met this standard or did not reply
to the question. A further 23% felt that they had partially met it. Two of the
institutions that had partially met this goal were from the Russell Group, while
three 1994 Group institutions had partially met the goal, one had not met it at
all and one did not respond.

12

European Charter for Researchers and Code of Conduct for the Recruitment of Researchers, p20 (http://ec.europa.eu/
eracareers/pdf/am509774CEE_EN_E4.pdf).
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Figure 21 Does HEI meet European Charter intellectual property policy requirement?
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The European Charter is also concerned with the identification of co-authorship
rights and calls upon institutions to:
Develop strategies, practices and procedures to provide researchers,
including those at the beginning of their research careers, with the
necessary framework conditions so that they can enjoy the right to
be recognised and listed and/or quoted, in the context of their actual
contributions, as co-authors of papers, patents, etc., or to publish their
own research results independently from their supervisor(s).13
Half of all respondents reported that they had met the principles and a further
43% had partially complied with the requirement. Three Russell Group and six
1994 Group institutions had only partially met this goal. Only seven respondents
had either not met it at all or did not respond to this question (see Figure 22),
including one from the 1994 Group.
There was some overlap between those that had partially met the goals regarding
intellectual property and co-authorship, but the two groups were not identical.
Figure 22 Does HEI meet the Charter’s co-authorship requirements?
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13

European Charter for Researchers and Code of Conduct for the Recruitment of Researchers, p20.
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‘‘

We need to make
more progress with the
people management
skills of senior
academics. We need
this to be seen not
as a “requirement”
or something
the Concordat is
“telling” us to do,
but something that
adds real value to the
research success of
our university.

’’

4. Conclusions and recommendations

Institutions have responded positively to the Concordat. More than a
quarter of the institutions that responded to the survey reported that they
had strategies for implementing the principles of the Concordat and a
further half were in the process of drawing them up. Many institutions
identified significant and substantial changes made to their policies
towards research staff development and more than half were currently
implementing change. In some cases this has triggered wider development
across the institution. Institutions reported that they had publicised both
the Concordat and their response to it and almost all respondents indicated
that they had set up mechanisms for internally monitoring their response to
the Concordat.
Equally, the response of institutions to the wider research careers agenda can
be inferred from the fact that two-thirds of institutions reported that they had in
place a strategy for managing and supporting research staff and almost all the
rest noted they were in the process of producing one.
The seriousness with which this agenda is taken is further demonstrated by
the high-level strategic leadership and oversight that it enjoys. Two-thirds
of respondents gave overall responsibility and strategic leadership to a PVC
or vice-principal and over half the institutions reported that these had direct
involvement. Staff development departments and the research committee were
commonly directly involved. Over four-fifths of institutions surveyed reported
that they had mechanisms for keeping the governing body informed of progress.
Institutions highlighted a number of challenges to implementing the principles
of the Concordat. Among the main challenges were engaging key stakeholders:
senior management; those directly overseeing the research staff, PIs; and
the research staff themselves. The other major challenge was in sustaining
resources: the removal of ring-fenced Roberts Funding was a particular
concern. The respondents, therefore, welcomed the efforts made by national
organisations to help them implement the principles of the Concordat and made
clear that they hoped that these would be sustained.
Institutions reported that they were making efforts to align themselves with
the Charter and Code. Almost all institutions gave recognition to research staff
for their contribution to publications and outcomes and had procedures for
ensuring that the intellectual property of researchers was respected. In addition,
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36 institutions had completed stage 1 of the European Commission’s HR
strategy (conducting internal analyses of how their policies aligned with the
Concordat), of which 29 had already completed the work necessary for stage
2 (publish an implementation plan to address any gaps) and 13 had already
published their implementation plans.
While this demonstrates significant movement by the sector in responding to
the Concordat, there is clearly plenty that institutions could learn from practice
across the sector. The Concordat Strategy Group, therefore, makes the following
recommendations:
■

Institutions should endeavour to provide further examples of practice on
Vitae’s Database of Practice14 and should explore methods, including, but
not limited to, the Database of Practice and through Vitae’s regional hubs, to
share ideas for enhancing research careers.

■

Institutions should explore further ways of using CROS to monitor the impact
of the Concordat.

■

Though institutions have undertaken a large number of varied activities to
raise awareness of the Concordat among all relevant members of staff, there
are still additional activities that all institutions could undertake. Institutions
are urged to consider applying all the methods of raising awareness proposed
(see section 2.6) and to share additional ideas among themselves for raising
awareness further.

■

Institutions should implement policies to ensure that the intellectual property
rights of research staff are protected and that they are credited for their
contribution to work through co-authorship and other relevant practices.

■

Institutions should seek early acknowledgement of their alignment with the
Charter and Code, which can be achieved through the Concordat and the
HEI strategies survey. Those institutions that have not yet done so are urged
to conduct an internal analysis of how they meet the seven principles of the
Concordat and other activities falling under the Charter and Code. Those that
have done so should aim to publish their action plans as soon as possible.

■

Institutions should explore ways of sustaining funding resources for staff
training and development and ensure that they continue to keep under review
the use of fixed term contracts within the context of the Concordat principles.
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Vitae, Database of Practice

38 Higher education institutions’ strategic responses to the Concordat

‘‘

It will be a challenge to
ensure that researchers
understand their
own role in career
development and that
they recognise that
they hold a primary
responsibility for
managing their own
career in conjunction
with university support.

’’
‘‘

As the university is
large, with almost
1000 members of
research staff working
across nine faculties,
a key challenge
is coordinating
implementation of
new policies/initiatives
in such a diverse
environment.

’’

Annexe I: HEI strategies survey questions
It is now more than a year since the launch of the Concordat to Support the Career Development of Researchers. The
Concordat provides a single, unambiguous statement of the expectations and responsibilities of researchers, their managers,
employers and funders. It will also demonstrate internationally the high standards of management and support that can be
expected by research staff working in the UK.
Primary responsibility for implementing the principles of the Concordat rests with higher education institutions (HEIs) and
other employers of research staff. This responsibility is shared with the signatories of the Concordat: principally the funders
of research. The research staff themselves have responsibility for their own personal and career development (Principle
5). However, it is through the actions of institutions that the greatest impact will be felt. The Concordat has been widely
circulated within all UK higher education institutions and it is important that each organisation considers how best to
promote the principles.
The survey is principally concerned with the policies that institutions have put in place. It is one of several projects, others of
which will look at research staff, research managers, the role of funders and the use of fixed term contracts. Some projects
will focus on policy while others will concentrate on practice and how these policies are being delivered. Between them,
these projects will provide a picture of the sector that will illustrate the current level of implementation and provide a base
from which to measure progress.
This survey has been designed with the following aims:
1. To establish how far institutions have progressed in implementing the principles of the Concordat;
2. To provide a baseline against which to measure progress in the future;
3. To enable institutions to form a picture of their own response to the Concordat and the extent to which they are meeting
the career development needs of research staff;
4. To help institutions form an action plan for promoting the career development of research staff;
5. To demonstrate to the European Commission that the UK higher education sector is working in alignment with the
European Charter for Researchers and the Code of Conduct for the Recruitment of Researchers (the Charter and Code)
and so allow institutions to use the Charter and Code logo and be listed on the Euraxess website.
Details on the links between the European Charter and Code, the Concordat and this survey are available in Annex I of the
copy of the questionnaire attached to the email requesting that you complete this survey.
The survey does not attempt to measure the impact that policies are having or to capture progress on the ground. Actual
implementation and practice will be considered through other means. This survey seeks to review the policies and
procedures of institutions and the strategic approach from the top levels of management. This survey will begin the process
by which the UK higher education sector will demonstrate that it is meeting the principles of the Concordat and is aligned
with the European Charter and Code.
The majority of the survey looks at new initiatives and policies. However, this is a long term agenda, following from the 1996
Concordat, the SET for Success report and subsequent “Roberts funding”. It is recognised that many institutions have been
addressing the issue of research staff career development for many years and there is room to note where existing policies
meet the Concordat principles.
Please take some time to complete the following questions providing as much detail as possible about your institution’s
approach to the career development of researchers and efforts to implement the principles of the Concordat. The information
provided will be treated in the strictest confidence. Information will only be published in aggregated form or anonymously,
unless an institution has given explicit permission for the contents to be shared. The aggregate report will provide a summary
of progress both as evidence for the Commission and to inform further implementation activities across the sector.
Completed surveys should be submitted by 6 April 2010. Analysis will take place from April and a report will be produced
in the Summer of 2010. If you have any questions, please do not hesitate to contact Thomas Papworth, the Research
Concordat Implementation Coordinator, by telephoning 020 7419 5472 or emailing thomas.papworth@universitiesuk.ac.uk.
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This data is collected in compliance with the requirements of the Data Protection Act 1998 with regard to the collection,
storage, processing and disclosure of personal information which is held on computerised databases and/or manual files.
Such information is used for administration, management purposes and statistical analysis and processed in line with the
Data Protection Principles. This data may be shared with colleagues for the purposes of better analysis and reporting.

Institutional Information
1. Name of institution

Institutionaion
If you selected Other, please specify:

The information contained within this survey will be anonymised or in aggregate form. No institution will be publicly linked to
a response unless the institution has given its explicit permission in advance.

2. How many research staff does your institution employ?
Fewer than 100
100-500
500-1000
More than 1000
The Concordat defines “research staff” as individuals whose primary responsibility is to conduct research and who are
employed for this purpose. In practice this means research-only academic staff, and those on teaching and research
contracts, who are not lecturers or above.

Leadership
3. Which of the following has lead responsibility for ensuring that the institution implements the
principles of the Concordat?
Vice Chancellor / Principal
Pro-Vice Chancellor / Vice Principal
Human Resources
Staff development
Research Grant Officer
Research committee
Staffing/HR committee
Resources committee
Specific Concordat committee
Other (please specify):
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4. Which of the following have direct responsibility for implementing the Concordat across different
parts of your institution? (select all that apply)
Vice Chancellor / Principal
Pro-Vice Chancellor / Vice Principal
Human Resources
Staff development department
Research Grant Office
Careers Advisory Service
Finance Department
Research committee
Staffing/HR committee
Resources committee
Specific Concordat committee
Other (please specify):

Institutionaion
5. Please give name and contact details of the primary contact for communications related to
Concordat implementation.

Institutionaion
6. Please give name and contact details of the person who completed this survey.

Institutionaion
7. What mechanisms have been put in place to coordinate the response to this survey across your
institution?

Institutionaion
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8. In what way is the governing body involved in leading or monitoring the implementation of the
Concordat?

Institutionaion
9. What mechanisms have been put in place to enable your institution to monitor its implementation of
the Concordat?

Institutionaion

Policy Statements
10. Does your institution have a strategy for managing and supporting research staff?
(This could be free-standing or contained within an institutional Human Resources or Research Strategy)
Yes
Currently being drawn up
No
a. If your institution does have a strategy for managing and supporting research staff, when was it
written?
2010
2009
2008
2007
2006
2005
2000 to 2004
1999 or earlier
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b. Is this strategy publically available?
Yes
No
Where is this strategy published? (If online, please provide URL).

Institutionaion
11. Does your institution have a specific strategy for the implementation of the Concordat?
Yes
Currently being drawn up
No
a. When was your institution’s strategy for implementing the Concordat written?
2010
July to December 2009
January to June 2009
July to December 2008
Strategy drafted in response to 1996 Concordat
b. Is this strategy publically available?
Yes
No
Where is this strategy published? (If online, please provide URL)

Institutionaion
12. Has your institution undertaken, or does it plan to undertake, a self-audit or internal analysis to
examine how far your policy and practice align with the principles set out in the Concordat?
A self-audit/internal analysis has been completed
A self-audit/internal analysis is underway
A self-audit/internal analysis is planned
There is no plan to conduct a self-audit/internal analysis
The self-audit or internal analysis can form the basis of an implementation plan for your institution. This will then enable
institutions to publish biennial assessments of their progress, as envisaged in the European Human Resources Strategy
for Researchers. Institutions must have completed their internal analysis before their commitment to the European Charter
and Code can be acknowledged.
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The Human Resources Strategy for Researchers was launched by European Research Commissioner Potoènik at the
French Presidency Conference on “Young researchers in Europe” in Rennes on 20 November 2008. The higher education
sector within the UK will demonstrate its alignment with this and the wider European strategy for researchers through
implementation of the Concordat. Further information is available in Annex I of the copy of the survey attached to the email
requesting that you complete this survey.

a. Has your institution published, or does it plan to publish, its self-audit or internal analysis?
A self-audit/internal analysis has been published
The self-audit/internal analysis will be published
There is no plan to publish the self-audit/internal analysis
Where is your self-audit/internal analysis published? (If online, please provide URL)

b. Has your institution published, or does it plan to publish, its implementation strategy?
Implementation strategy has been published
Implementation strategy will be published
There is no plan to publish the implementation strategy
Where is your implementation strategy published? (If online, please provide URL)

Institutions must have competed and published their Implementation strategy / Action Plan before their commitment to the
European Charter and Code can be acknowledged. The links you provide to your Implementation strategy will be published
on the Concordat website (www.researchconcordat.ac.uk).

Implementing the seven principles of the Concordat
The questions in this section of the survey are designed to examine how your institution meets each
of the seven Concordat principles. This may be as a result of existing practice or due to changes
implemented as a response to the launch of the Concordat in 2008.
Principle 1: Recognition of the importance of recruiting, selecting and retaining researchers with the
highest potential to achieve excellence in research.
Principle 2: Researchers are recognised and valued by their employing organisation as an essential
part of their organisation’s human resources and a key component of their overall strategy to develop
and deliver world-class research.
Principle 3: Researchers are equipped and supported to be adaptable and flexible in an increasingly
diverse, mobile, global research environment.
Principle 4: The importance of researchers’ personal and career development, and lifelong learning, is
clearly recognised and promoted at all stages of their career.
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Principle 5: Individual researchers share the responsibility for and need to proactively engage in their
own personal and career development, and lifelong learning.
Principle 6: Diversity and equality must be promoted in all aspects of the recruitment and career
management of researchers.
Principle 7: The sector and all stakeholders will undertake regular and collective review of their
progress in strengthening the attractiveness and sustainability of research careers in the UK.
13. Please explain how strategy at your institution ensures that the seven principles of the Concordat
shape practice amongst research staff, their managers and others with responsibility for research staff.

14. What polices have been changed or introduced in light of the Concordat?

15. What do you think are the key challenges for your institution in implementing the principles of the
Concordat?

Awareness raising
This section seeks to capture activities within your institution to highlight the Concordat.
16. Which of the following activities has your institution undertaken to raise awareness among research
staff, support staff, research managers and the leadership of your institution? (select all that apply)
Sent the Concordat to research staff
Sent the Concordat to line managers of research staff (e.g. principal investigators)
Sent the Vitae briefing for researchers to research staff
Sent the Vitae briefing for line managers of researchers to research managers/principal
investigators
Held a combined launch event for research staff and their line managers/principal investigators
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Held a launch event for research staff
Held a launch event for line managers of researchers/principal investigators
Profiled the Concordat on your institution’s internal and external web pages
The Concordat is highlighted during staff induction
The Concordat is highlighted during relevant training activities for research staff
The Concordat is highlighted during relevant training activities for research managers/principal
investigators
Research staff are represented on the group responsible for implementation
Principal investigators/line managers are represented on the group responsible for
implementation
Other (please specify):
17. What information is available on your website that specifically addresses the Concordat and your
institution’s response to it?

For example, a specific portal for research staff, relevant policies, lists of training and development
opportunities.
If there is information available on your website, please provide the URL.

UK implementation
18. What activities from organisations such as UUK, Funding Councils, RCUK, other funders and Vitae
would be helpful to your institution in its implementation of the Concordat?

19. Has your institution provided any entries on the Vitae Database of Practice (http://www.vitae.
ac.uk/policy-practice/34837/Database-of-practice.html) that relate to strategic or practical ways of
implementing the principles of the Concordat?
Yes
No
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If your institution has provided any entries on the Vitae Database of Practice, please provide the
Practice Number.

Intellectual property and co-authorship
The European Charter for Researchers sets out a series of “General Principles and Requirements
applicable to Employers”. These include requirements relating to intellectual property rights and
co-authorship. Though not included within the Concordat, the Concordat Strategy Group has been
charged with ensuring that UK institutions are aligned with all European Union initiatives.
20. The Charter states that “Policies and practices should specify what rights belong to researchers
and/or, where applicable, to their employers or other parties, including external commercial or
industrial organisations, as possibly provided for under specific collaboration agreements or other
types of agreement.”To what extent does policy in your institution meet this requirement?
Requirement met fully
Requirement partially met
Requirement not met
Please provide links to any policy documents in which these rights are enshrined.

21. To what extent has your institution “develop[ed] strategies, practices and procedures to provide
researchers, including those at the beginning of their research careers, with the necessary framework
conditions so that they can enjoy the right to be recognised and listed and/or quoted, in the context
of their actual contributions, as co-authors of papers, patents, etc, or to publish their own research
results independently from their supervisor(s)”?
Fully
Partially
Not at all
Please provide links to any policy documents in which these rights are enshrined.

Thank you for completing the survey of higher education institutions’ strategies for implementing the Concordat to Support
the Career Development of Researchers.
The survey closes on 6 April 2010 and an aggregate report of UK-wide statistics will be produced in the Summer. This will be
made available on the Concordat website (http://www.researchconcordat.ac.uk/).
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Annexe II: Text of Universities UK information note
I-2010-001 advising vice-chancellors/principals to
arrange for completion of the survey

Survey of HEI strategies for implementing the principles of the Concordat
Reason for paper
To request that higher education institutions in the UK complete the HEI
Strategies survey by 6 April 2010.
Action
Survey at http://www.survey.bris.ac.uk/epsrc/hei_strategies for response by
6 April 2010.
Suggested distribution
■

PVC (Research) or equivalent

■

Lead officer responsible for Concordat implementation

■

Staff Development office

■

Human Resources office

■

Research committee

■

Staffing/HR committee

Executive summary
As part of the benchmarking process that will measure the impact of the
Concordat to Support the Career Development of Researchers, all HEIs in
the UK are requested to complete a survey of their efforts to implement the
Concordat. This note provides details of the survey and a request that each
institution complete it.
Attachments and links
I-2010-001(a) Letter from Sir Ivor Crewe, Chair, Concordat Strategy Group
I-2010-001(b) HEI Strategies survey questions
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Commentary
It is now more than a year since the launch of the Concordat to Support
the Career Development of Researchers. The Concordat provides a single,
unambiguous statement of the expectations and responsibilities of researchers,
their managers, employers and funders, as well as demonstrating internationally
– including to researchers considering coming to work in the UK – the high
standards of management and support that can be expected by UK researchers.
The Concordat is overseen by a Strategy Group that is responsible for ensuring
that it is successfully implemented across the UK. Principle 7 of the Concordat
commits “The sector and all stakeholders [to] undertake regular and collective
review of their progress in strengthening the attractiveness and sustainability of
research careers in the UK”. To this end the Strategy Group have authorised six
benchmarking projects that will measure the impact of the Concordat across all
parts of the sector. This survey is one of the six benchmarking projects.
Next steps
HEIs are invited to complete the survey between 6 January and 6 April 2010. An
aggregate report of the UK-wide picture will then be produced for publication
in the Summer. The data will not be used to produce reports on individual
institutions.
The survey is being run through the Bristol Online Survey (BOS) tool and can be
completed by visiting http://www.survey.bris.ac.uk/epsrc/hei_strategies.
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Annexe III: Letter from Sir Ivor Crewe, Chair of the
Concordat Strategy Group, to vice-chancellors/
principals

6 January 2010
Dear Vice Chancellor
Survey of HEI strategies for supporting the career development of
researchers
It is now more than a year since the launch of the Concordat to Support
the Career Development of Researchers. The Concordat provides a single,
unambiguous statement by both employers and funders of their commitment to
the career development of the researchers that they support. To demonstrate
the impact of the Concordat a number of benchmarking projects have been
launched. I am writing to ask you to contribute information to the project looking
at the implementation plans of higher education institutions.
I chair the Concordat Strategy Group, which has been set up to oversee the
implementation of the principles of the Concordat and to review process. The
Strategy Group has appropriate representation across the sector with members
from higher education institutions, researchers, funders and professional bodies.
Our role is to promote the Concordat, maintain momentum, discuss and monitor
progress and develop an understanding of where further action may be required.
The membership, terms of reference and the papers of the Strategy Group are
published on the Concordat web site: http://www.researchConcordat.ac.uk/.
While the Concordat was launched in 2008, it builds on previous initiatives.
Furthermore, individual institutions may have already established practices that
contribute to the seven principles. The survey asks about both new and existing
policies and practice.
The survey is being run using the Bristol Online Survey platform. It can be found at
http://www.survey.bris.ac.uk/epsrc/hei_strategies. The Strategy Group would be
grateful if you would ensure that the appropriate person within your institution takes
the time to respond to this survey. As this may require some data gathering and
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discussion between individuals and departments, we are asking that responses be
submitted by 6 April 2010 so that we can produce a report in the Summer.
The European Commission has also agreed that this mechanism may be used
within the UK to demonstrate the sector’s alignment with the European Charter
for Researchers and Code of Conduct for the Recruitment of Researchers. By
completing this survey and publishing your plan for implementing the Concordat,
your institution will demonstrate its commitment to the Concordat and to the
Charter and Code, which in turn will enable you to promote your institution
through the European Euraxess website and use the Charter & Code logo.
The survey aims to gather data on plans for the management of research staff
within HEIs so that we can review the UK’s performance against the seven
principles of the Concordat. As with CROS (the Careers in Research Online
Survey), which was run earlier this year, the data will not be used to compare
institutions; the aim is to create a national picture of current practice, evidenced
through an aggregate report. The information provided will be treated in the
strictest confidence. Information will only be published in aggregated form or
anonymously, unless an institution gives explicit permission for the contents to
be shared. However, individual institutions may wish to publish their response
or use it to formulate their action plan for implementing the Concordat and
aligning with the Charter & Code. It is this published implementation plans and
gap analyses, together with information on your QAA reviews and other relevant
policies, that demonstrates your institutions commitment to the Concordat and
to the Charter & Code.
The project is being run by the Research Concordat Implementation Coordinator,
Thomas Papworth, whose role is to oversee the implementation of the principles
of the Concordat and manage the benchmarking projects. In addition he will
coordinate the review process so that the Strategy Group can demonstrate the
achievements since the Concordat’s launch. If you wish to contact Thomas you
can email him at Thomas.Papworth@UniversitiesUK.ac.uk or call him on 0777
137 2971.
Thank you for your help in driving forward this important work and do please let
Thomas know if you have any further questions.
Yours sincerely,

Sir Ivor Crewe
Chair, Concordat Strategy Group
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Annexe IV: Text of Universities UK information note
I-2010-014 setting out how the HEI strategies survey
helps institutions demonstrate their alignment with the
European Charter and Code

Aligning your institution with the Charter and Code
Reason for paper
To explain how higher education institutions can align their institutions with the
European Charter for Researchers and the Code of Conduct for the Recruitment
of Researchers.
Action
UUK has prepared a survey of institutions’ implementation of the principles
of the Concordat, completion of which will also help institutions satisfy the
European Commission that their institution is aligned with the Charter and Code.
Universities UK notified you of the launch of this survey in Information Note
I-2010-001 (6 January 2010).
Institutions will also need to publish an action plan based on the outcomes of
the survey. This will ensure that they are fully aligned with the Charter and Code.
The survey is available at http://www.survey.bris.ac.uk/epsrc/hei_strategies.
Institutions are asked to complete it by 6 April 2010.
Suggested distribution
■
■
■
■
■
■
■
■

PVC (Research) or equivalent
Lead officer responsible for Concordat implementation
Lead officer responsible for research skills development
Staff Development office
Human Resources office
Research committee
Staffing/HR committee
Vitae contacts
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Executive summary
The UK higher education sector as a whole is signed up to the European Charter
for Researchers and the Code of Conduct for the Recruitment of Researchers
(the Charter and Code). In the United Kingdom, this will be delivered through
the Concordat to Support the Career Development of Researchers in relation to
research staff and via the QAA audit process for research degree programmes
for doctoral researchers. Representatives of key UK organisations (including
the Concordat Strategy Group, Universities UK, the funding bodies, Research
Councils UK and Vitae) have worked with the Commission to devise a
mechanism by which UK institutions can demonstrate their alignment with the
Charter and Code with the minimum burden. This paper sets out how this will be
achieved.
The alignment of UK institutions with the Charter and Code demonstrates
our commitment to the good management and development of researchers
in the UK. The UK is recognised internationally for its leading work in this
area. Individual institutions that demonstrate alignment will be able to use the
European Commission’s ‘HR excellence in research’ logo and will be listed
on the Euraxess website which promotes research opportunities in Europe to
researchers.
The three imperatives for intuitions in the immediate term are
1. To complete the survey of HEI strategies for delivering the Research
Concordat. It is available at http://www.survey.bris.ac.uk/epsrc/hei_strategies
and institutions are asked to complete it by 6 April 2010. It is through
providing responses to this survey that the alignment with the Charter and
Code can be obtained;
2. Completing the survey will act as a self-audit through which institutions will
analyse their current level of implementation;
3. From this, institutions must produce and publish an action plan for how they
will further improve the career development of research staff, through filling
any gaps identified through stages 1 and 2.
Once the Action Plan is published, the Commission will acknowledge that the
institution is in line with the Charter and Code. The Commission can be notified
of the publication of an institution’s Action Plan either through the HEI Strategies
survey or (if the Action Plan is published after 6 April 2010) by informing the
Research Concordat Implementation Coordinator, who will then notify the
Commission.
Attachments and links
A copy of the UK mechanism for demonstrating sector-wide and institutional
alignment with the Charter and Code is available from the Concordat website at
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http://www.researchConcordat.ac.uk/documents/
EuropeanCharterAndCodeUKmechanism.pdf
Universities UK Information Note I-2010-001 (6 January 2010) provides further
background to this as well as
■

A letter to you from the Chair of the Concordat Strategy Group

■

The full question set of the HEI Strategies survey.

A copy of Information Note I-2010-001 can be found at http://www.
researchConcordat.ac.uk/documents/2010HEIStrategiesSurvey.pdf.
Additional information is available from the Research Concordat website: http://
www.researchConcordat.ac.uk/.
Background – Charter and Code
The European Charter for Researchers is a set of general principles and
requirements which specifies the roles, responsibilities and entitlements of
researchers as well as of employers and funders of researchers. The aim of the
Charter is to ensure that the nature of the relationship between researchers,
employers and funders encourages the generation, transfer, sharing and
dissemination of knowledge and technological development and to the career
development of researchers. The Charter also recognizes the value of all
forms of mobility as a means for enhancing the professional development of
researchers.
In this sense, the Charter constitutes a framework for researchers, employers
and funders which invites them to act responsibly and as professionals within
their working environment and to recognise each other as such.
The Charter addresses all researchers in the European Union at all stages of
their career and covers all fields of research in the public and private sectors,
irrespective of the nature of the appointment or employment, the legal status of
their employer or the type of organisation or establishment in which the work is
carried out.
The Code of Conduct for the recruitment of researchers consists of a set of
general principles and requirements that should be followed by employers and/
or funders when appointing or recruiting researchers. These principles and
requirements should ensure observance of values such as transparency of the
recruitment process and equal treatment of all applicants, in particular with
regard to the development of an attractive, open and sustainable European
labour market for researchers. Institutions and employers adhering to the Code
of Conduct will demonstrate openly their commitment to act in a responsible and
respectable way and to provide fair framework conditions to researchers, with a
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clear intention to contribute to the advancement of the European Research Area.
Summary of UK mechanism
A copy of the UK mechanism for demonstrating sector-wide and institutional
alignment with the Charter and Code is available at http://www.researchConcordat.
ac.uk/documents/EuropeanCharterAndCodeUKmechanism.pdf.
The UK Mechanism takes as its starting point the European Human Resources
Strategy for Researchers incorporating the Charter & Code15 implementation
process which requires institutions to develop an ‘HR strategy’ . The HR
Strategy should set out how institutions will demonstrate alignment with
the Charter and Code. The UK Mechanism translates this into a UK context
(acknowledging that institutions will have over-arching HR strategies already),
aligns it with the Research Concordat and provides a process by which
institutions can easily meet their requirements.
The European HR Strategy requires:
1. The institution conducts an internal analysis to compare practice against the
Charter and Code;
2. The institution publish an Action Plan for aligning more closely with the
Charter and Code (what, by when, by whom);
3. The Commission will acknowledge the strategy.
Institutions will then implement their own Action Plans over the following years.
Their success will be assessed as follows:
4. Through their own internal quality assurance mechanism, institutions will
carry out a self-assessment at least every two years to test and update their
Action Plans;
5. At least every four years an external evaluation will take place.
The Concordat Strategy Group recommends that:
1. The HEI Strategies survey will act as an internal analysis by institutions;
2. Institutions can use the findings of that survey to draft and publish an Action
Plan;
3. The Research Concordat Implementation Coordinator will notify the
Commission that the above steps have been taken and the Commission will
issue their acknowledgment once the Action Plan has been published;
4. The HEI Strategies survey will be re-run every two years, enabling institutions
to assess progress against their Action Plans;

15

http://ec.europa.eu/euraxess/pdf/hrs4r/Paper_on_the_HR_Strategy_for_Researchers.pdf.
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5. The HEI Strategies survey will also enable institutions to demonstrate
externally every four years that they are aligned with the Charter and Code.
While the Charter and Code covers both postgraduate researchers and research
staff, it is agreed that for doctoral programmes the QAA in the UK already has a
robust mechanism for demonstrating implementation of the Charter and Code.
Consequently, this questionnaire relates solely to research staff and the UK
Research Concordat. As part of each institution’s Action Plan, the Commission
will be eager to see how research staff will be engaged in the Concordat
implementation processes. One example of how this would be demonstrated
would be through running CROS and acting upon its findings. Institutions will
have other examples, however.
The results of the HEI Strategies survey, including the fact that institutions
have responded and whether they have already published, or plan to publish,
their Action Plans will be sent to The Commission by the Research Concordat
Implementation Coordinator. The Commission will acknowledge the actions of
institutions (stage 3) once institutions have published their Action Plans.
If institutions have not done so as of 6 April 2010, there is an opportunity under
Q14 to inform the Commission that your institution intends to publish its Action
Plan in due course. Acknowledgement will be given once the Action Plan has
been published. While the Commission will monitor progress in this area, you
may wish to notify them through the Research Concordat Implementation
Coordinator when the Action Plan is published.
Next steps
The survey is available at http://www.survey.bris.ac.uk/epsrc/hei_strategies.
Institutions are asked to complete it by 6 April 2010. An aggregate report of the
UK-wide picture will then also produced. The data will not be used to produce
reports on individual institutions.
Institutions are also encouraged to publish their Action Plans at the earliest
opportunity. Once the European Commission is informed that the internal audit
(gap analysis) has been conducted and that they implementation strategy (action
plan) has been published, they should acknowledge the institution’s alignment
with the Charter and Code.
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