Strategy and Strategic Innovation Committee
Following its first meeting on 22nd May the IUA Strategy and Strategic Innovation (SSI) committee established a Research Careers group. The group met for the first time on 25th July in IUA. The members of the group are: 
Paul Giller, UCC

Chris McNairney NUIG

Eamon Drea UCD

Jim Walshe NUIM

Tony McMahon TCD

Ailish Quinlivan UL

David Lloyd TCD

Ned Costello, Conor O'Carroll and Jennifer Cleary IUA

The purpose of the group is to scope out an agreed sectoral policy for the researcher career. Issues addressed included: career based on stages, role of HR, and current IR issues. The group have agreed to gather relevant documentation on the issue of researcher careers information at an institutional level. 

Research Careers – Discussion Document 
Introduction 

A joint meeting took place on 1 April 2008 between four IUA groups (VPDOR, UCFOG, Registrars and HR officers, facilitated by consultant Mr Sean O’Driscoll to discuss the issue of research careers. The purpose of the meeting was to bring together the main management groups involved in this area to establish whether a common sectoral approach could be developed, particularly with regard to early-stage researchers and the structure of this early-stage research career. The note which follows is based on the report of the meeting discussions and outcomes. In addition, a new issue has surfaced in relation to Post Doctoral researcher remuneration, which is also addressed at the end of the note.  
Current Position

The current situation across the universities is that each university has a growing cohort of research staff, including early-stage researchers, and needs to provide clearer career perspectives for these key staff. This includes transition between early-stage research and an academic career in the wider sense, as well as transition from a university-based research position to one with a different employer, in either the private or public sectors. 

There are two main groups of people for whom coherent HR policies need to be put in place: those researchers already employed to whom the university has legal obligations under current legislation; those researchers who have not yet been employed at the university or are in the very early stages of such employment. The universities (will) have legal obligations to these groups, and it is preferable for these obligations to be dealt with in a clear up-front manner rather than at the end of each contract. In an increasingly competitive environment, both national and international, it is in each university’s own interest, and the sector’s as a whole, to put in place coherent HR policies which support the progressive development of researchers’ careers.
It was noted that without a sectoral policy being set in this area by the universities, de facto sectoral policies will evolve through the accretion of invididual bilateral settlements and decisions of the courts which will ultimately generate a jurisprudence that defines policy. Such an eventuality is undesirable.
Need for a defined career structure

The meeting agreed that a well-defined early stage research career structure was needed, which could be shared across the sector. This would cover the post-doctoral period of 2-6 years, and would involve a strong role for HR offices, taking much of the management of this away from Principal Investigators. Within this structure, it was noted that there will be different needs and opportunities for different career paths, for example some will require earlier exposure to teaching. All early-stage researchers will need to look at their own longer term career structures, since it is likely that only 10-20% of them will have long-term positions in academia. The HR offices should be well placed to support such longer-term planning for individuals.
A number of options were discussed regarding possible post-doc positions and structures. Given that it can be difficult to argue that an entire 6 year post-doc period can be described as “training”, and there is a need to ensure mobility of early-stage researchers across the Irish universities, with each person “on the market” at the end of each post-doc phase, it was suggested that a possible structure could involve up to three post-docs positions over a 6 year period, with the final position leading to tenure track. About 20% of those who had begun a first post-doc position could be excepted to reach tenure track. Such a structure could look as follows:
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In this model the researcher’s contract is not linked to a research project but rather to well defined career steps with clearly defined and distinct objectives. This will provide a clear distinction between these types of contracts from the perspective of FTWA. At the end of the 1st post-doc, for example, it would be expected that the researcher will have a scientific track record based on peer review publications. In addition, they would have achieved training in a number of areas including, teaching, grant writing and supervision of research students. These characteristics will be assessed as part of a performance management and career development process.  The responsibility for managing research careers will lie with HR and not the PI or university department/faculty/school. 

At a certain point the researcher would be assessed to see if they can move to a tenure track position which would be a contract of indefinite duration (or indeed apply for a normal academic post).
Mobility should be built explicitly into this model in order to increase competitivity of both individual researchers and the entire system. The model should also allow researchers from other backgrounds, e.g. industry, to move in and out as required. 

Pay bands will also need to reflect the model, once agreed, in order to bring greater coherence and order into current practices.

It is important to note that the current funding models used by the funding agencies must change to enable this approach to research careers. In order for this type of model to work agencies must allow researcher to claim salary based on the percentage of time spent on a given project. In addition the normal limitations (usually 2 years) on postdoctoral fellowships should increase. The current system does not take into account central aspects of the Fixed Term Workers Act (FTWA), and means that universities face key challenges regarding fixed term researchers when the specific research funding through which they are employed dries up. Moving to a new system would mean that Heads of Schools or research units would need to take pro-active measures to ensure staff can be funded more continuously across a range of projects. 

These proposals should be developed so that an agreed sectoral approach might be accepted as “national policy” which DES and the research agencies could also share. In that regard it is understood that the Advisory Science Council will soon issue its report on the matter, the findings of which are understood to be broadly in line with what is proposed here.
Researcher Remuneration
At present the salaries for researchers are defined by the sponsoring funding agency. For fellowship schemes the salaries are usually fixed and vary from €33k (IRCSET) to €50k (FP7 Marie Curie). For funded projects the salaries for researchers are not predetermined and are part of project proposal. The IUA Researcher Salary Scales are often used as guidelines but in themselves have no legal basis. What is becoming a concern for funding agencies (especially SFI) and universities is that researchers are progressing rapidly up this scale (it is not uncommon for them to receive salary request in excess of €70k for researchers). This will have consequences for equality of treatment between researchers and permanent staff (where progress is based on performance), potential waste of public money by funding agencies and introducing high wage differentials between researchers in university and those in industry and other employment sectors. There is a clear need to introduce a methodology that will place researchers at a salary level appropriate to experience and performance
. 
Conclusion 

The committee is invited to discuss the issues presented here and to consider what next steps should be taken to progress the proposals.
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� SFI is planning to introduce new rules that researchers hired on their funded project should only be placed on the IUA Postdoctoral Scale (~€37k to €53k)
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