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Meeting notes & action points

	Title:
	The Advisory Group on the implementation of The Concordat to Support the Career Development of Researchers 

	From:
	Julie Reeves & Stephen Tarling
	Date: 
	11th November 2010


Attendees: 

Hugh Perry: Jenny Armstrong, Tony Cooper, Anne McConkey, Ursula Puentener, Julie Reeves, Susan Rogers, Stephen Tarling, Joe Viana,
Apologies: Catherine Pope, Sonia Wilson
Meeting notes:
1:  Meeting notes and action points from 27th September 2010 meeting were approved.  

2:  Outstanding action points (AP) were identified:

A large number of actions from the September meeting were either on-going or resided within HR and awaiting action:  AP.2) reward manager to be consulted on teaching opportunities,  AP.3) Pay grades and promotion criteria needs to be better communicated to researchers and line managers, AP.4) enquiry into local recruitment practice, AP.5) Revised guidance on feedback to researchers on application and interviews, AP.6 and 7) Greater transparency on pay points and promotion, and bridging funds, AP.8) Researchers and PIs to be reminded of their rights and duties, AP.9) training for PIs and managers, AP.10) statistics and  information on redeployment, AP.11) revised induction information for international staff, AP.13 and 14) Induction and Exit interview system revised and updated in line with Concordat.
Principles 3 and 4 were discussed and the key points were as follows:

· Researchers need some careers advice: demands will not be the same as UGs or PGRs but the expert advice and advisors reside within Career Destinations

· UoS needs a formal mechanism and resources to assist research staff in their development, all agreed that career management advice is a problem 
· We need to make better use of the contacts we have outside the University (eg. Scientific advisory board), develop our own networks and generate links to draw on expertise.  RIS enterprise officers may be able to help.
· PIs and line managers need to know that other people are addressing this matter and there is a structure that can help.  The skill of the manager is to know what is needed for their staff but PIs may need help with opening up skills and competences.  PIs to ‘grow the careers of their researchers’.
· PPDR and regular appraisal is the best mechanism for career management but it needs to be taken seriously by senior management.  There needs to be a consistent message about how it can benefit everyone.  The responsibility is on both sides.
· Researchers need to increase their levels of responsibility and receive recognition for this.  There needs to be a better notion of and process for progression and what we expect of research staff at different levels of experience.

· Additional financial reward is limited in grants, but we could test the research councils over promotion/up-grade in role.

· Question is raised as to what are the options for rewarding research staff – what is promotion other than money – can UoS make informal contribution formal.
· Begin to engage PIs through the new Associate Deans – Research.
Key recommendations to Phil Nelson and HR Advisory Group

· Career Destinations to open up to Research Staff;
· Member of staff to administer links at University level and organise career events such as networking;
· The University needs to find ways of opening up opportunities and possibilities for research staff and of supporting and helping PIs to manage effectively;
· Must ensure annual PPDRs occur for all research staff and that the process is appreciated and taken seriously by senior management.
	Actions
	To be completed by
	Person(s) responsible

	1) Career Destinations to open up service to all research staff

2) Administrator to manage existing external contacts and create career events/opportunities
3) Create a possible structure and mechanisms for managing careers of research staff with support/mechanisms for PIs.
4) Notion of promotion needs revisiting.  Identify clear escalation of responsibilities and expectations of research staff within grades; what skills, challenges and responsibilities researchers will take on during their contracts.  Reflected in job description.  
5) Find imaginative ways of communicating with PIs and line managers.  We need a ‘campaign on careers.’
6) Titles need to be used properly across the University and at appointment everyone should understand what the terms and conditions mean and can lead to. 

7) Everyone to ensure that research staff understand their rights, responsibilities, job titles, terms and conditions – and that who is responsible for what in their area.

8) Need to design appropriate PPDR forms for research staff.  Ideas and samples to be sent to JR and AM

9) Teaching support and guidance needs to be tailored to research staff – teaching observed and reviewed to enhance confidence. 

	By September 2011
By August 2011
By January 2011 meeting and on-going
By September 2011
On-going

On-going

On-going

By September 2011 
By January/September 2011

	JR and Career Destinations 

JR and HR/Developing our People

JR and Advisory group
HR and Developing our People 
RSDT, HR with FOOs?

HR, ADs,  FOOs, RSDT
HR with FOOs?

HR & RSDT
RSDT-LATEU



Dr Julie Reeves
Direct tel: 023 8059 5429 (ext 25429)
15th January 2011
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