Five Steps Forward
Progress in implementing the Concordat to
Support the Career Development of Researchers

2008 - 2017
Evidence from CROS and PIRLS surveys
This is a summary of the UK aggregate results to the
CROS and PIRLS surveys conducted 2008-2017.
The aggregate results provide representative views across the UK higher education
sector of the attitudes and activities of research staff and research leaders.

It is clear that the Concordat, and
earlier Roberts funding for researcher
development, has had significant impact
on UK institutions’ policies and practices

82%

of research leaders
confident in
recruitment and
selection

relating to the career development of
researchers.
Comparison of successive CROS and
PIRLS aggregate results demonstrate that
significant progress has been made by the
sector in all key areas of the Concordat.

RECOGNITION AND VALUE
There has been a substantial increase
in research staff participation in
appraisals, up from 32% in 2002 to 72%
in 2017 and appraisals continue to be
perceived as useful.
Research leaders are increasingly
confident in their ability to undertake
appraisals.
They consider that nurturing the career

RECRUITMENT AND SELECTION
Overall the CROS surveys show that
the recruitment of research staff by UK
institutions is predominantly open and
transparent, though evidence shows
there is still room for improvement.
Despite progress, research funding
mechanisms strongly influence the
employment of research staff with 72%
employed on fixed-term contracts and
one-fifth on short-term (often multiple)

development of their researchers is
an important aspect of research
leadership, but 38% do not feel
recognised or valued by their institution
for managing staff or giving career
support.
There is considerable scope for
institutions to recognise the wider
contributions of research staff and
research leaders to the research
endeavour.

contracts of a year or less, implying that
these contracts are being used for more
than ‘bridging’ purposes.

www.vitae.ac.uk/concordat
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Whilst modest progress has been made in
relation to the support for researchers and
their career development, there is room
for significant progress

34%

of research staff
participate in five
or more days
of CPD

SUPPORT AND CAREER

RESEARCHERS’

DEVELOPMENT

RESPONSIBILITIES

The research culture has evolved to the

Whilst the responsibility for enhance-

extent that 76% of research staff feel

ments to researcher professional and

encouraged to engage in personal and

career development is shared between

career development (CPD). Overall, the

institutions and individuals, a deeper

number of days research staff spend on

culture change seems necessary for

training/CPD per year is rising slightly.

substantive progress.

Marked increases have been identified in

Research staff feel that they take

participation in training and development

ownership of their career development

on themes such as equality and diversity,

but consistently 80% aspire to an

ethical research, public engagement and

academic career with 60% expecting

teaching.

to get a long-term academic post; an

Modest improvements have been made in
relation to transferable skills.
There has been a noted increase in the
variety and take-up of inductions being
offered by institutions.

“

Responsibility for career and
professional development is

recognised by the Concordat as
shared between the institution
and the individual:
Researchers should recognise
that the primary responsibility

Only a quarter of research leaders feel
confident in supervising staff or providing
career advice to them, and half report
that they would benefit from training or
support in these areas.

unrealistic ambition for most.
Around 60% of research staff have had
teaching responsibilities and supervised
doctoral candidates. Around a half have
partaken in public engagement and
worked collaboratively with end-user
organisations.
Over half report that they would like to
undertake research impact, career
management or knowledge exchange
training.
Vitae can provide training programmes
matched to specific researcher career
stages, themes, and topics. These can be

for managing and pursuing their

delivered either ‘off-the-shelf’ or adapted

career is theirs” (The Concordat)

in terms of duration, audience, content
and format.
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There is emerging evidence that
equality and diversity is being
promoted, with more research staff
being aware of the Athena SWAN
Charter and participating in
E&D training

DIVERSITY AND EQUALITY

97 institutions
have participated
in CROS

As many as 85% of research staff and
research leaders believe that their
institution is committed to equality and
diversity. However, survey results reveal
uncertainty from different sub-groups
as to whether there is fair treatment and
equality of opportunity, particularly from
female and ethnic minority respondents.
Satisfaction with work-life balance is high
for research staff at 67%, but significantly
lower for research leaders at 45%, and falls
further for female research leaders in the
mid-age range.

For research staff to sustain successful
and rewarding careers requires building
specialist knowledge and expertise;
strengthening their broader competencies,
attitudes and horizons; and enhancing
their understanding of the wealth of
career opportunities available to them.
Emerging themes are in the areas of:
-

Talent development

-

The economic imperative to increase
productivity, health and wellbeing
(including the value and significance
of the Concordat to non HEI employers)

-

the development of research staff

IMPLEMENTATION AND REVIEW

78 institutions
have participated
in PIRLS

“

Employers should aim for a

representative balance of gender,
disability, ethnicity and age at
all levels of staff

The responsibility for supporting

The current independent review of the
Concordat will provide a holistic overview
of progress and ensure the Concordat still
reflects the changing nature of research,
including the drive for more innovation,
openness in research and greater levels of
research integrity. It will help to shape any
revisions to ensure the Concordat continues to provide a framework for supporting
talent development and career progression of researchers.

-

Equality of opportunity

-

Mental health and wellbeing

-

A joined up approach i.e support a

Institutions’ commitments to making
progress in implementing the principles
of the Concordat are demonstrated by
continuing high participation levels in
CROS and PIRLS and increasing numbers
of institutions achieving and maintaining
the European HR Excellence in Research
Award.

development of research talent, secure

doctoral researcher’s journey through
to being an established researcher
and also spanning the academic and
business interface
The independent review will ensure that
the Concordat continues to be a powerful
strategic instrument to assure the future
the UK research base and provide a
supply of highly-skilled employees to drive
innovation and economic prosperity for
the benefit of society.
Read the full report here
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RECOMMENDATIONS

RECRUITMENT AND SELECTION
–

Institutions should continue to use Open, Transparent and Merit-based Recruitment of Researchers (OTM-R) procedures to sustain their good
practices in the recruitment and selection of researchers

–

Institutions should redouble their efforts to review and reduce their use of fixed-term contracts, particularly the use of short-term contracts,
using them only where fair and appropriate

RECOGNITION AND VALUE
–

Institutions should consider how they can recognise more fully the wide range of contributions made by researchers in areas related to or
outside research activities

–

Institutions and the sector should also consider how to support, recognise and reward research leaders for their role in managing and
supporting researchers

–

Institutions should identify any local sub-populations of researchers who do not feel integrated into their departmental or institutional
communities, such as those who have had multiple short-term contracts, and help them to explore career development strategies

–

Institutions should consider how to provide more support to research leaders in order to increase their confidence in managing researchers and
supporting their researchers’ career development, including providing objective career advice

–

Institutions should encourage more researchers to seek and undertake training or CPD activity in career management and professional
development that will enable them to appreciate the value that employers attach to competencies and to be successful in a range of careers

RESEARCHERS’ RESPONSIBILITIES
–

Institutions should explore how to enable research staff and research leaders who express an interest in further development activities to
participate in training or other CPD opportunities

–

Institutions should continue to encourage research staff to engage more actively in career development planning with particular focus on
managing career expectations

–

Institutions should ensure that researchers are aware of the wide range of possible career options and provide advice about career progression
both within and beyond HE, including the positive experiences and stories researchers who have moved to careers outside HE

–

Institutions should consider requiring all researchers across all disciplines to participate in research integrity training and development

DIVERSITY AND EQUALITY
–

Institutions should undertake detailed scrutiny of their CROS and PIRLS data and trends, including open- ended responses, to identify
perceptions of discrimination and unjustified inequalities between different groups of research staff and with other staff

–

Institutions should ensure that their improved E&D policies are consistently implemented and that they offer mechanisms to help people
identify and rethink any research practices and processes that may lead to discrimination

IMPLEMENTATION AND REVIEW
–

Institutions are encouraged to continue to participate in CROS and PIRLS and utilise the data obtained to evaluate and enhance their career
development provision for research staff, and evidence progress for other initiatives, such as the European HR Excellence in Research Award
and the independent review of the Concordat

–

Institutions are invited to support the CROS/PIRLS Steering Group in ensuring CROS and PIRLS remain fit for purpose and reflect the outcomes
of the independent review of the Concordat

–

The Concordat Strategy Group, and particularly research funders, should consider how they can collectively and individually drive progress in
achieving the Concordat principles through policy interventions and terms and conditions of funding
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