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Note: The purpose of this paper is to attempt to bring together ideas from various submissions on researcher careers. It is proposed that this document would form the basis for further discussions at the Working Group. 

1.
Background
Irish Government Strategy
The aim of the Government’s Strategy for Science, Technology and Innovation (SSTI) 2006 – 2013 is that “Ireland by 2013 will be internationally renowned for the excellence of its research, and will be at the forefront in generating and using new knowledge for economic and social progress, within an innovation driven culture.”

In order to achieve this goal there are two interlinked strands, first to build a sustainable system of world-class research teams across all disciplines and second to double the number of PhD graduates by 2013. The first goal is to be achieved by increasing the number of science, engineering, economic and social science researchers in Higher Education Institutions (HEIs) and the public research system significantly by 2013.  Achievement of the second goal will result in 1,300 students graduating with PhDs in 2013 and over 6,500 PhD graduates in total over the period of the strategy.  

Attracting sufficient numbers of people into research will be key to attaining these two goals. The SSTI has identified the lack of an attractive career structure for researchers as a major barrier to enticing people into research. It states “The development of more visible career paths will make science more attractive and has the potential to give Ireland a competitive advantage in the international market for top researchers.” The SSTI also identifies the increased movement of researchers between the HE sector and industry and the public sector as essential to developing Ireland as a location of choice for world class research.

European Context
The EU has identified the development of an attractive researcher career and increased researcher mobility as key elements in achieving a dynamic knowledge intensive economy.  Addressing these key challenges is essential to attracting and retaining the human resource necessary to power the R&D upon which a knowledge intensive economy can be built.  Four key areas have been identified in which coordinated action is required to make measurable progress:  systematically open recruitment; meet the social security and supplementary pension needs of mobile researchers; provide attractive employment and working conditions; and enhance the training, skills and experience of researchers.  

The ‘European Charter for Researchers and a Code of Conduct for the Recruitment of Researchers’ sets out the roles and responsibilities of researchers, their employers and funders and was adopted by the Commission in 2005.  Increased take-up of the Charter’s principles by member states is identified as a key mechanism in the creation of a world class European research system.  

As workers are increasingly likely to have various roles and a variety of jobs during their career, a ‘flexicurity’ approach is being considered as the way to effectively combine a flexible labour market with a high level of employment and income security
.  The flexicurity concept reflects the need for individuals to have employment security rather than job security as fewer people have the same job for life.  A strong emphasis on generic and transferable skill training will ensure that researchers are highly employable across a variety of jobs and hence they benefit from the flexibility of upward mobility as well as the security of finding new employment resulting from increased skills and investment in training.

2.
Irish Context
Current Funding Situation

Since 1998, public funding for research in HEIs has increased exponentially when compared to previous years. This increase, together with the evolution of various funding agencies, has happened in a relatively compressed period of time. The consequence is that overall public research in HE has evolved, to some extent, in an unstructured and un-integrated manner. The SSTI, among other recent strategies, brings a ‘joined-up’ approach to this.

There are a number of Departments/Agencies supporting research in Higher Education, including – 

· Department of Education and Science/Higher Education Authority, 

· Department of Enterprise, Trade and Employment/Science Foundation Ireland, 

· Department of Health and Children/Health Research Board, 

· Department of Agriculture, Fisheries and Food/Teagasc, 

· Department of Communications, Energy and Natural Resources, 

· Department of Environment, Heritage and Local Government/EPA, 

There is significant variation in the funding instruments used and the conditions attaching to them.

The majority of research is carried out in the university sector. The Institute of Technology (IOT) sector traditionally has had a focus on smaller scale, close-to-business, regionally based applied research. This distinctiveness and difference in mission and orientation is important both for the Department of Education and Science and for the IOTs themselves. 

Contract Researchers

Researchers are defined as ‘professionals engaged in the conception and creation of new knowledge, products, processes, methods and systems and also in the management of the projects concerned’ (OECD 2002).  Traditionally the term ‘Postdoc’ referred to a researcher who had recently finished a PhD and was working on contract until they gained a permanent faculty position.  However, the number of researchers has increased significantly as a result of increased research funding and they are generally employed to carry out specific funded projects. Due to this increase in PhD graduates and limited tenured positions available in higher education institutions, it is common for a researcher to hold several short-term contract positions or even stay on short-term contracts for the duration of their research career. Therefore, the generic term Postdoc is misleading as it refers to a wide range of researchers at different stages in their career.  
‘Postdocs’ can be funded through an individual fellowship (as is common in the Arts, Humanities and Social Sciences) or hired as part of a project team. In the case of fellowships, the researcher has a degree of autonomy in selecting the research project. In contrast, a researcher hired under a project grant is contracted to carry out a specific piece of work as part of a team led by a Principal Investigator. 
Generally, the researcher is present on a short term contract for the express purpose of carrying out a specific piece of research. This gives them little scope to develop other skills (such as generic, teaching and entrepreneurship) that would be useful for their career. The investment in the career development of the researcher by both the institution and the funder is an issue that needs to be addressed. 
Triangular Relationship

In most areas of employment there is a simple relationship between the employer and the employee i.e. the employee is employed by the employer and is paid by the employer. This is of course the case for researchers as the HEI is the legal employer, but matters are potentially made more complex by the fact that the HEI is dependent on a third party - the funding agency - for salary funding. Thus it could potentially be viewed that there are three parties, employee (researcher), employer (HEI) and sponsor (funding agency). Without the certainty of continuing funding, the HEI is generally only able to provide for fixed purpose, fixed term contracts for research staff. It is this triangular relationship and lack of funding security that causes many of the issues raised in this paper.
Protection of Employees (Fixed Term Workers) Act 2003

The Protection of Employees (Fixed Term Workers) Act 2003 (FTWA) aims to improve the quality of fixed term work by ensuring that workers on fixed term contracts are not treated in a less preferential way to their permanent comparators e.g. remuneration, leave entitlements, pension provisions etc. Furthermore, the Act provides that an employee can no longer be employed indefinitely on a series of fixed term contracts.  This is discussed in more detail further on in the document.
3.
Researcher Careers Working Group

In January 2007, the Higher Education Research Group (HERG) was established under the SSTI and at its first meeting it established three working groups, one of which was set up to focus on career paths for researchers in the higher education domain. The Group’s terms of reference are outlined at Appendix 1.

The Working Group is chaired by the Department of Education and Science (DES), and comprises – 

· employers represented by the Irish Universities Association (IUA) and the Institutes of Technology Ireland (IOTI). 
· funders and promoters of research represented by Science Foundation Ireland (SFI), Teagasc, the Irish Research Council for Science, Engineering and Technology (IRCSET), the Health Research Board (HRB) and the Irish Research Council for the Humanities and  Social Sciences (IRCHSS). 
· the Higher Education Authority (HEA) – as a funder and policy advisor - and Forfás. 
The group will focus specifically on the creation of a sustainable career path for researchers in HEIs only. This work will complement the recent report from the Advisory Council for Science, Technology and Innovation (ASC) on researcher careers which covered careers across the three sectors – higher education, enterprise and the public sector. The task of the Working Group is to develop and recommend an approach.
The work of the group to date has included presentations from the three ’pillars’ that comprise the research relationship in Higher Educations – employers, funders and researchers. Following the presentations, submissions were invited from members of the working group to seek to identify possible and, practical options to address the various issues raised. 

Advisory Science Council Report

The ASC appointed a task force on researcher careers to develop a strategy for the career structure and mobility of researchers in both the fields of science, engineering and technology and also in humanities and social sciences. This strategy is intended to address researcher careers across the three sectors: higher education, enterprise and the public sector. The HERG received a draft of the ASC report in May 2008 which outlines its proposed strategy.  This report will be a key input to the considerations of the Working Group.

4.
Issues for Consideration
4. A 
Career Paths
There is currently no national structured researcher career path in operation in Ireland. It is estimated that there are over 2,500 contract researchers in the third level sector. Due to the time bound nature of research funding, the consequence is that contract researchers may find themselves in a situation of sequential relatively short term contracts with no guarantee that in subsequent contracts they will hold the same title or position, and progression to a higher level is entirely dependent on the Principle Investigator (PI) for whom they work. This lends itself to significant uncertainty among the researchers. The development and implementation of an attractive structured career path will be imperative to retaining researchers in Ireland and attracting researchers, both Irish and international, from abroad. 

The development of a systematic career path should incorporate clear definitions of titles, a career/research-development plan and continuing professional skills development.  The path should include specific points where formal performance-based evaluation is required for advancement to the next level ensuring that each stage is representative of a researchers experience and achievements. Currently there is no performance review system in place although a Performance Management Development System (PMDS) is used for lecturers in HEIs.  Clear criteria for formal assessment and progression need to be identified.  Once a researcher has gained a title via a formal evaluation procedure they should be able to retain that title when moving jobs so that the title is a reflection of prior experience and their achievements.  This will facilitate researchers being recognised as professionals and assist with their future employment prospects.  
All researchers should have the opportunity to scope out personal career/research-development plans to enable them to explore various career options and identify any further skills/experience that they may need.  This is in line with a life-long learning approach for researchers at all stages of their career. A ‘Concordat to Support the Career Development of Researchers’ has been adopted by the higher education institutions and funding bodies in the UK
.  This consists of a set of principles for career support, a statement of expectations for the support and management of researchers and recognition that researchers have to take control of their own career.  

While the majority of those who enter as postgraduate researchers may not gain permanent employment as an academic/researcher within third level institutions, their career path should be structured in a way that will present prospective researchers with a clear pathway whilst also managing their expectations.  A strong emphasis on generic and transferable skill training will ensure that researchers are highly adaptable and employable across a variety of jobs.  
The PI plays a pivotal role in a researcher’s career development in that they are usually the person who sources, hires and manages the researcher.  The implementation of systematic career development needs to recognise the key role of the PI and sufficient support and training must be given to the PI to ensure that they are able to meet the needs of the researcher and are equipped to be an effective mentor. 
4. B
Generic and Transferable Skill Training
Generic and transferable skill training is highly beneficial to researchers whether they wish to stay in academia or transfer to other sectors – public service, enterprise industry, financial service, etc.   Examples of skills that would be relevant to researchers include lecturing, grant and journal writing, lab and people management, leadership and mentoring skills, grant budgeting, project management, negotiation, public speaking, scientific ethics and conduct, science communication as well as business administration, intellectual property, technology transfer and entrepreneurship.  Such skill training is currently in the process of being developed through structured PhD initiatives in the majority of the HEIs.  The opportunity for researchers to also avail of these valuable up-skilling opportunities needs to be developed. Teaching should also be embedded in any proposed career structure as a valid part of their training.  It is important that researchers acquire generic and transferable skills to enable themselves to choose from a wide variety of career opportunities.  Dedicated time for generic and transferable skill training should be factored into the researchers’ duties in addition to the outlined research requirements.  
.  
It has to be recognised that researchers need to take responsibility for their own career development and lifelong learning.  A good management practice initiative has been adopted in the UK where a framework of career support is used to help the researcher structure their research and career development to ensure that they are meeting the goals that they have set themselves at the start of their contract.  A personal career/research development plan is developed in collaboration with their PI and HR to clarify the roles played by both the researcher and the PI, lay out the specific research project goals and milestones and to identify and address any skill areas that need further development.  This is of benefit to both the researcher and the PI as it ensures that the expectations of each are clearly outlined from the outset. 

4. C
Recognition
Research funding applications are, in the main, made by the Principal Investigator. The contract researcher, who may be deeply involved with an application, generally does not appear as having contributed to the application and, if it is successful, gains no credit. Recognition of this contribution is an important aspect of that researcher’s career development and its absence may prove to be a disincentive.  The ability to name significant contributors on funding applications in addition to the named PI may address this. It is important to understand that researchers do more than just research. They can be involved in a wide range of roles including undergraduate teaching, postgraduate mentoring, lab management and administration of projects. These roles need to be recognised and incorporated into their career development plan as they are also a requirement for progression to a senior research position.   
4. D
Mobility

Mobility, both geographical and sectoral, is an important element in a researcher’s career as it facilitates professional development and consolidates and widens their potential career prospects.  
International and inter-institutional mobility is highly desirable as it is an important means of enhancing scientific knowledge through the development and transfer of research competencies, and the promotion of excellence in research.  In terms of international mobility, initial employment abroad does not indicate a loss to the Irish research system but rather the natural progression in a successful researcher career.  Attracting the best researchers back to Ireland after they have gained international experience ensures that the Irish system will remain competitive internationally.  A clearly structured career path should incorporate and facilitate mobility (e.g. the Marie Curie programme offers structured mobility schemes for researchers) so undergraduates who go abroad to pursue their PhD studies will be attracted back and researchers who complete their PhD in Ireland can pursue their research careers abroad and then return further along the career track in line with their experience.
‘Open’ recruitment conditions have been identified as a key to attracting the best research talent and are a significant incentive to those considering or remaining in a research career.  A transparent, open and competitive-based recruitment process where vacancies are advertised internationally as well as nationally will ensure that institutions are able to attract and select the best qualified researchers with the highest potential to achieve excellence in research.  This will improve Ireland’s research performance as well as facilitating increased mobility and providing more opportunities for researchers.

Employers and funders must also recognise the value of inter-sectoral mobility as well as mobility between the public and private sector as an important means of enhancing scientific knowledge and professional development of a researcher’s career. Consequently, mobility experience should be fully valued and acknowledged within a researchers career progression/appraisal system. 
4. E
Protection of Employees (Fixed Term Workers) Act 2003

The implications of all aspects of employment law and, in particular, the Protection of Employees (Fixed Term Workers) Act 2003 (FTWA) must be taken into account by HEIs in their role as employers.
The basic principle of the Act, that workers on fixed terms contracts should not be treated in a less favourable way to a permanent comparator, has a number of implications with regard to contract researchers. The implications impact on both employer and the funding agency. 

Universities as employers are legally responsible for researchers as their employees under the Act. An employee, with successive fixed term contracts, may be deemed to have a contract of indefinite duration. While the HEI is the legal employer, the funding for contract researchers is usually dependent upon a funding agency. Without third party funding, the HEIs may lack the capability to pay researchers. It should be noted that the entitlement to a contract of indefinite duration may not arise if there are specific objective grounds stated in the researcher’s contract at the beginning of their employment. e.g. if contracts awarded on the basis of a fixed purpose contract or if their employment consists of just a single contract.

It is important to recognise that researchers may be involved on several research projects during their period of employment as well as being involved in a wide range of activities including undergraduate teaching, postgraduate mentoring and administration of projects.  This may result in a researchers’ salary being made up of several funding sources.  Rather than a single contract from each source, an alternative option for early stage researchers may be a single fixed term contract for the period of Postdoc employment (typically 4 years) within the institution which is non renewable and may include a one year probation period. 

4. F
Remuneration
Concerns have been expressed in relation to both duration of contracts and levels of remuneration in terms of consistency across the various funders.  Different funding agencies operate different modalities, depending on their aims and priorities. 

While salary levels contribute to attractive employment and working conditions, job satisfaction, how performance is rewarded, peer relationships and having a supportive, professional environment where researchers can pursue their own research interests from an early stage are at least as important.  

4. G
Gender 
The under-representation of women at senior levels in the Irish research system is severe by international comparison
. Measures are needed to encourage the presence of a critical mass of women researchers at all – and especially the higher – levels of research. 

Creating parity within the academic sphere is vital if the skills of female researchers are to be retained. The HEIs should address barriers to participation among female researchers and other groups such as carers with specific policies such as childcare, flexible working arrangements and other research supports. 

4. H
Public Sector Numbers  

Implementation of the report’s recommendations and the financial implications of the proposals will take place in the context of Government policy on pay and staffing numbers. It should be noted that no additional cost implications will arise from the implementation of the report’s recommendations for the exchequer in terms of the existing cohort of researchers.
4. I
Sectoral Differences.

The universities and the institutes of technology are differentiated in terms of mission. The undertaking of research is a key element of the work for all academic staff in the university sector.  The institutes of technology, on the other hand, come from a different background and historically have been involved in research on a much smaller scale. However, their involvement in research activities has been growing in recent years. There is no provision for IOTs to appoint Professors, for example and many lecturers in the Institutes do not have to undertake research as part of their employment contract. 

5
Proposed Career Structure
The set of principles listed form a basis for institutions to develop a research career path that will prove nationally and internationally attractive. 
5. A
Single Researcher Career Track
It is considered that there should not be a separate researcher career track within institutions, but that researchers should be aligned with the current academic framework with remuneration levels that reflect academic remuneration within the institution. It is important to understand that all researchers do more than just research. They can be involved in a wide range of activities including undergraduate teaching, postgraduate mentoring and administration of projects. 
A common set of career stages with associated titles is recommended for adoption by all third level institutions and funding agencies.  A career evaluation / performance mechanism must be developed to manage progression. Researchers should be trained in and gain recognition from activities including teaching, supervision, and administration.
Teaching is an essential means for the structuring and dissemination of knowledge and should therefore be considered a valuable experience within the researchers’ career paths. However, teaching responsibilities should not be excessive and should not prevent researchers, particularly at the beginning of their careers, from carrying out their research activities. 

Employers and/or funders should ensure that teaching duties are adequately remunerated and taken into account in the evaluation/appraisal systems, and that time devoted by senior members of staff to the training of early stage researchers should be counted as part of their teaching commitment. Suitable training should be provided for teaching and supervision activities as part of the professional development of researchers. 
Contributing to grant applications and successfully securing funding are also essential attributes for all researchers. Researchers should be encouraged to actively participate in grant applications and their contribution should be formally recognised and taken into account during evaluation/promotion processes.
5. B
Support from Funding Agencies 
Implementing a researcher career track will need consensus between funding agencies on the career stages and funding mechanisms used to facilitate these.  Funding to support career development of postdoctoral researchers should continue to be factored into relevant grants and allocation of the grant should be determined on the basis of career development processes being in place in the successful institution. Researchers at all career stages should seek to continually improve themselves by regularly updating and expanding their skills and competencies. This may be achieved by a variety of means including, but not restricted to, formal training, workshops, conferences and e-learning. 
5. C
Proposed Researcher Stages
It is proposed that there should be four research stages, as listed below. These grades commence at the newly qualified PhD researcher and progression to the next levels would be strictly based on performance, and also on the availability of positions at the higher level. The structure would be pyramidical, reflecting the need for fewer positions as you progress up the structure.  
The researcher salary would be aligned with the Institution’s own academic pay scale. 
Level 1 – Post Doctoral Researcher
During the first level of the researcher career path, the newly qualified postdoctoral researcher will be mentored by a Principal Investigator (PI), either one who has secured funding for the position or who is named as a mentor on an individual fellowship that the Post Doctoral researcher has secured.

This is a level where the researcher will further develop both their research and practical skills. Post Doctoral Researchers would be required to develop a career development plan to map out their career goals and would be evaluated through a systematic and continuous professional development and appraisal system. A particular emphasis during this stage should be placed on acquiring generic and transferable skills and contributing significantly to research funding applications (e.g. skills also relevant for enterprise- or public sector-related jobs).  International experience in institutions/enterprise abroad is highly desirable here and would be strongly encouraged.
Performance Evaluation Bar 

Level 2 – Senior Researcher
The next level on the researcher career path is that of Senior Researcher which will be obtained following a transparent and competitive selection. The Senior Researcher would have completed five or more years research experience, following completion of their doctorate. The Senior Researcher will remain under the guidance of the PI who has secured funding for the position. This researcher would be expected to apply for external research funding on behalf of the Principal Investigator who would act as their mentor and facilitate access to the research infrastructure. 
This Researcher would have a track record of peer reviewed publications, some post graduate supervision and be involved in project management. 
Performance Evaluation Bar 
Level 3 – Research Fellow 
A limited number of competitive Research Fellow positions would be available following an open, transparent and competitive selection process based on research excellence and merit. 
The Researcher Fellow would be expected to secure their own independent, external funding whilst still being associated with a Principal Investigator who would act as their mentor and facilitate access to the research infrastructure. The current opportunities available for researchers to apply for funding in their own name needs to be investigated.
Performance Evaluation Bar 

Level 4 – Senior Research Fellow
A limited number of highly prestigious and competitive Senior Research Fellow positions would be available. These would be subject to an open, international, peer-reviewed competition. 
This Researcher must have substantial experience in research, a track record of high quality peer reviewed publications, experienced in post graduate supervision, excellent track record in obtaining research funding and project management.  They should be successful in securing larger funds for research teams and capital equipment. 

Appendix 1
Terms of Reference
HERG - Research Careers Working Group

Introduction

The Higher Education Research Group (referred to hereafter as ‘the HERG’) has been established as a key implementation structure for the national Strategy for Science, Technology and Innovation (referred to hereafter as ‘the Strategy’).  Specifically the HERG will work to develop solutions which address barriers that may hinder progress in the attainment of the objectives of the Strategy.  In order to assist it in its work, the HERG has approved the convening of several working groups to be composed of key stakeholders from the higher education and research domain.

One of the groups, the HERG Research Careers Working Group (referred to hereafter as ‘the Group’) has been set up to focus specifically on career paths for researchers in the higher education domain.  The Strategy highlights the absence ‘….of an attractive career structure for people interested in doing research’ as a factor that is hindering engagement with research as a career.  The Strategy also states that an emphasis needs to be placed on sustainable research career development rather than just focusing on early stage careers.  

Scope and Guiding Principles

The scope therefore of the Group will be career progression within the Higher Education (HE) sector. 

The work of the Group will be guided by the need to firstly, retain and/or attract back to Ireland, a significant proportion of those trained in the Irish system, recognising at all times the benefit of international experience to researchers in their careers and secondly,  to attract excellent researchers to Ireland at all stages of their careers The work will cover careers for researchers in the Science, Engineering, Technology, Humanities and Social Sciences domains.

The focus of the group will be on the development of a clear and broadly consistent path for career progression across the HE sector and will, as a principle, be informed by Government Pay Policy. 

This work will complement the work of the Advisory Council for Science Technology and Innovation (ASC)) on research careers.  The scope of the latter work will cover research careers in the public and private sector, look at mobility between sectors and consider international practices in the domain.  Furthermore the ASC will examine attitudes to research as a career.

Objectives

Working with the relevant stakeholders the Group will:

· Review statistical information on contract researchers in the HE system. 

· Seek to identify, and gauge the effect of, factors impacting on the creation of a career in research in HEIs, for example, remuneration, contract duration, career path, gender and diversity and supports.

· Consider whether and what options might improve the position and specify these options. 
· Draw up a report for the consideration of the HERG detailing the current and outlining possible options.
Appendix 2

Extract from the SSTI on Researcher Careers

The SSTI states following - 

“Human resources, in the form of sufficient numbers of suitably educated, high quality people, are essential to the achievement of the objectives for the research base. This has implications both for education at all levels up to and including undergraduate (to ensure a ‘pipeline’ of people interested in and qualified for a career in science or engineering11) as well as for the country’s ability to attract mobile international research talent. One factor which impinges on both these issues is the availability of an attractive career structure for people interested in doing research. The development of more visible career paths will make science more attractive and has the potential to give Ireland a competitive advantage in the international market for top researchers. 

The recent five fold increase in national investment in research, together with the progress that has been made towards the development of a state of the art infrastructure and the growing integration of higher education research with enterprise and sectoral research, provide the foundations to differentiate Ireland as a highly stimulating place to conduct research. However, overall Ireland does not yet have a sufficiently high profile as a location of choice for world class research. This makes the recruitment of the best researchers from abroad a continuing challenge. 

Under this strategy we therefore need to further differentiate Ireland by developing attractive research career paths. Flexible career paths are required to reduce the reliance on two-year post doctoral contracts. Emphasis will be placed on sustainable career development rather than only focusing at early stage careers. Currently, little opportunity exists for systematic career development within the HE sector. The Advisory Science Council will be requested to examine, and come forward with proposals to the IDC on, this key issue.

In addition, this strategy places a heavy emphasis on growing business expenditure on R&D. As well as building strong HE based research teams, the movement of researchers from the HE sector to industry and the growth of collaboration between companies and research institutions through the development of industry led networks and competence centres are priorities. 

Within the HE sector, in the longer term, more of the top PIs will have to be incorporated into tenured posts in the universities. The wider programme of modernisation and reform of the higher education institutions and programmes of voluntary early retirement to provide for “new blood” will be especially important. The Strategic Innovation Fund announced in Budget 2006 will play a vital role in this regard.”
Building sustainable system of research teams 
In order to build a sustainable system of world class research teams across all disciplines, the number of science, engineering, economic and social science researchers in Higher Education Institutions (HEIs) and the public research system is being significantly increased by 2013.  This is broken down as an increase in Principle Investigators (PI) by 350, Researchers (PhD+) by 1050, Research Assistants by 350, and Technicians by 350.

The SSTI suggested the following structure for a research team:

Science, Engineering and Technology 

1 Principal Investigator

3 Postdoctoral
5 Postgraduate
1 technician/research manager/assistant

Humanities and Social Sciences 
1 Principal Investigator

2 Postdoctoral
3 Postgraduate






� Towards Common Principles of Flexicurity: More and better jobs through flexibility and security.  European Commission, 2007


� The Concordat to Support the Career Development of Researchers – An agreement between the Funders and Employers of Researchers in the UK, 2008


� Advisory Science Council Research Careers Task Force – Towards a Framework for Researcher Careers, 2008
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