A CONCORDAT TO PROVI DE A FRAMEWORK FOR THE CAREER MANAGEMENT OF
CONTRACT RESEARCH STAFF IN UNI VERSI TI ES AND COLLEGES

1.

This Concordat sets standards for the career nmanagenent
and conditions of enploynent of researchers enployed by
universities and colleges on fixed-term or simlar
contracts and funded through research grants or anal ogous
schenes.

The research funding bodies signatory to this Concordat,
will expect the universities and colleges to conply with
the standards in paragraph 17, and will work closely with
them to encourage, enable, and review the inplenentation
of those standards.

The Commttee of Vice-Chancellors and Principals (CVCP),
St andi ng Conference of Principals (SCOP) and Conmittee of
Scottish H gher Education Principals (COSHEP) recognise
the inportance of establishing good nanagenent practice
for contract research staff, and commend the standards to
t hei r menbers.

The arrangenments for reviewing the Concordat are at
par agr aph 35.

BACKGROUND

5.

Much research in universities and colleges is funded on a
fixed-term basis by conpanies, research charities, the
European Union, Governnment Departnents and the Research
Counci | s. In turn, the wuniversities enploy staff,
generally known as "contract research staff"”, through
fixed-termor simlar contracts to carry out the research.

The parties to this Concordat recognise that fixed-term
grants will continue to play a nmajor part in the funding
and prosecution of research in universities and coll eges.

Contract research staff nmake a significant contribution
to that research. They can bring fresh ideas, expertise
and know edge, and enable wuniversities and colleges to
respond flexibly to the opportunities and the needs
expressed by fundi ng bodies.

The parties to this Concordat accept that:

- those recruited to work as contract research staff
shoul d be able to benefit fromthe experience and use
the period of enpl oynent to test out their
suitability for further research inside or outside
academ a and to acquire a w der range of conpetencies
and experi ence;

- sonme may have the potential to becone research
| eaders or to obtain a longer-term university or
col | ege post which conbi nes teaching and research;



8.

9.

- some may be enployed by a university or college
over the nmediumto long-termto work on a succession
of research projects;

- many have an inportant role to play deploying their
expertise and skills in a variety of enploynent, not
only research and devel opnent, in industry, conmerce,
and the wi der public sector.

However, the parties recognise that:

- an established career in academ a or, exclusively,
academ c research, is realistic for only a mnority;

- these limted opportunities and the insecurity
arising from a succession of fixed-term contracts
create tensions which have been conpounded by the
demands of other priorities on scarce resources,
resulting in less investnent in the career managenent
and devel opnent of contract research staff than m ght
ot herwi se have been the case;

- the result has been that sone talented and trained
staff may have been unnecessarily lost from research
ot hers have noved from contract to contract for the
want of infornmed guidance; and norale and overal
productivity al so suffer

Accordingly, the challenge which is presented is to manage
the tensions better, and to ensure appropriate investnent
in career nmanagenent.

"REALI SI NG OQUR POTENTI AL"

10.

11.

The wuniversities and colleges, as the enployers, are
responsi ble for the managenent of all of their staff.
This includes terns and conditions of enploynent, staff
devel oprment, and the proportions of established staff and
contract research staff.

The Research Councils have an explicit responsibility for
the production of trained people to neet the needs of
research user communities in the universities and
col l eges, industry, conmerce, and the w der public sector
The Councils also have an interest in contract research
staff because the achievenent of their mssions through
research conducted in the universities and colleges
depends critically on the supply and devel opnent of well -
trained, talented and notivated research staff within the
uni versities. The Royal Society and other funding bodies
have simlar interests. In addition, the provision of
grants, fellowships and other forns of research support by
the funding bodies, and the terns and conditions on which
the funds for those are given, influence directly the
managenent of contract research staff by the university
and col | ege enpl oyers.



12.

13.

The Wiite Paper "Realising Qur Potential: A Strategy for
Sci ence, Engineering and Technol ogy" recognised that nore
ef fective career managenent of contract research staff,
whi ch enabled nen and wonen with a talent for research to
ook forward to rewarding and satisfying careers in
academ a, industry, comrerce and the w der public sector,
would require action from the universities and colleges
and the funding bodies. It asked the Research Councils to
work with university and college representatives with two
obj ectives in view

i nore effective career nmanagenent and devel opnent
of contract research staff by the university and
col | ege enpl oyers;

ii. the Research Councils' grant-naking arrangenents
should help the wuniversities and «colleges
di scharge those responsibilities, and the
Councils should | ook at the scope to put greater
enphasis on longer-term or nore personal forns
of research support.

This Concordat provides a framework within which the
uni versities, col | eges, Research Councils and other
funding bodies will work to achi eve those objectives.

PRI NCl PLES OF THE FRAMEWORK

14.

The parties to this Concordat agree that the framework for
the nore effective career nanagenent of contract research
staff should be based on the follow ng principles:

i pronoting the active personnel and career
managenent of contract researchers, recognising
the inportant contribution they neke to the
success of their enpl oyi ng institutions,
including the dissem nation of research results
and new t echni ques;

ii. acceptance by the universities and coll eges of
the inportance of reqular review and career
qui dance for contract researchers, to ensure
that they receive appropriate and tinely advice,
support, and encouragenent to develop their
careers and to take responsibility for so doing;

iii. an understanding between the funding bodies and
t he universities and col | eges of their
respective roles and responsibilities

(a) in neeting the costs associated wth
managenent of these staff, including
career guidance and retraining or
ot her appropriate arrangenents to
real i se broader career opportunities
upon the expiry of the contract
researcher's fixed-term appointnent;




15.

(b) in keeping under review funding |levels
for personal or longer-term forns of
support in academ c research

These principles are elaborated in the remainder of the
Concor dat .

STANDARDS OF PERSONNEL MANAGENMVENT

16.

17.

The responsibility for determining the detail ed personnel
and career nanagenent arrangements for contract research
staff is for the universities and colleges as the
enpl oyers.

However, the funding bodies will wish to be satisfied, as
a key condition of providing grants and fell owships to the
universities and colleges, that those institutions have in
pl ace and apply effective policies ensuring standards for
the follow ng aspects of the career managenent of contract
resear chers:

i recruitnment, so that the opportunities provided
by contract research posts are, as far as
possi bl e known and used

- to provide research training and
continuing devel opnent for researchers at
an early stage of a research career, which
may subsequently be pursued in academ a,
i ndustry, conmerce, or the wder public
sector; or

- for the planned career devel opnent of
existing contract staff, again with the
possibility of t hat devel opnent
subsequently taking place in acadenm a
i ndustry, conmmerce, or the wder public
sector; or

- as "re-entry" routes for researchers who
have taken tinme out fromtheir careers;

ii. performance managenent arrangenents, to ensure
that research supervisors provide effective
research environments for the training and
devel opnment of researchers. In addition, there
shoul d be in place systens of:

super Vi si on, in or der t hat contract
researchers gain the maxi num benefit from
the training and devel opnent opportunities
provided by the research environnent in
whi ch they work;

requl ar revi ew, enabling the contract
researcher and his or her supervisor - and




ultimately the university or college as the

enployer - to form the best possible
assessnent of , and feedback on, t he
individual's potential, whet her  for a
research career in academa, industry,

comrerce, the wder public sector or in
sone other direction;

iii. rewards and other terns and conditions of
service for contract research staff (for
exanple, rates of pay, provisions for |eave and
sick leave, pensions, access to facilities)
which are in line with those for established
staff, thus avoiding the tendency for contract
resear chers to f eel i sol at ed from and
di sadvantaged in relation to those groups of
enpl oyees. A key elenent is an assurance of
equal opportunities and the elimnation of
practices linked to the short-term nature of
contracts which indirectly discrimnate against
WoIren. Maternity |eave and pay provisions for
contract staff should be in line wth the
provi sions for established staff, subject to the
fixed-termperiod of the enploynent contract;

iv. in-service training in the form of appropriate
specialist or general training. Denonstrati ng
and teaching duties should be encouraged w thin
the limts set by grant conditions;

V. career quidance and devel opnent, for exanple to
i nform deci sions by contract research staff on a
change of career direction if the opportunities
are limted or if they do not wish to renmain in
research or are not suited to such a career, and
encour agenent of talented researchers wth
advice on opportunities inside and outside the
enpl oying institution.

ROLES AND RESPONSI BI LI TI ES

18.

19.

20.

The managenent and operation of these policies wll
generally be for the wuniversity and college enployers
al one.

The salaries elenent of grants wll provide for pay
appropriate to responsibility (grade), nerit pay, and
pensi ons. These should be identified in the grant

application or will be allowed for in the cash-limting of
the award, enabling the funding bodies to neet them wthin
the framework of cash-limted grants.

An application for funding for one or nore nanmed nenbers
of contract research staff should include provision for
salary costs which takes account of the research
responsibilities wthin the grant, but also, where
rel evant, the previous experience and professional



21.

22.

23.

24.

25.

contribution of those staff. Such applications may seek
provision for pronotion during the lifetime of the grant
where the possibility is foreseen by the enploying
institution, the grounds are justified in the application
and the pronotion will be nade in accordance with the
policies and procedures of the enploying institution. In
ot her cases, provision nmay be nade from virenent wthin
t he grant.

Contract research staff are generally paid on one of two
different sets of salary scales according to whether their
enploynent is in a pre-1992 university or in a post-1992
university or higher education coll ege. The funding
bodies will provide for salaries on the basis of spine
points on the salary scales issued by the Universities and
Col | eges Enpl oyers Association (UCEA) in respect of pre-
1992 universities and post-1992 universities and col |l eges.

Were a grant application includes provision for naned
contract research staff, the funding bodies will normally
expect to announce funds at the |evel requested; however,
they reserve the right to offer support at an alternative
| evel i f considered appropriate to the research
responsibilities of the project.

In the case of unnaned contract research staff, the
salaries element will normally provide for an appointnent
at spine point 6 which is the third point of Research
Grade |A or the equivalent in post-1992 universities and
col | eges. Provision nmay however be nade for an
appoi ntment at hi gher points, including grade ranges Il or
I[1l (or their equivalent), where the application so
requests it and has made explicit, to the funding body's
satisfaction, that the research responsibilities would
justify such an appointnment and that the project would
offer the opportunity for the career devel opnent of a nore
experienced individual .

Provision of paid maternity |eave and sick pay to nenbers
of contract research staff who fulfil the relevant
qualifying conditions of the enploying institution is an
al  onabl e use of the salaries elenent of grants.

As a special initiative which contributes to the wder
policy of encouraging the participation of wonen in
research, the Research Councils wll provide additiona
fundi ng (which should be clained, as necessary, at the end
of the grant as an "exceptional iteni) to provide for any
additional final cost on the grant:

i of making a substitute appointnment to conpensate
for the whole, or part, of a period of paid
maternity | eave of a nenber of contract research
staff funded by a Research Council, provided
always that the direct salary costs of the
substitute do not exceed those of the nenber of
staff on paid maternity | eave;
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28.

29.

ii. of extending the duration of a grant for a
period equivalent to the maternity |eave taken
by a nmenber of contract research staff for which
no substitute appoi ntment has been made, so that
the project may be conpl et ed.

Were a period of paid sick |eave in excess of 3 nonths is
likely to affect the conpletion of a Research Counci
funded project, the grant holder nmay apply to the Research
Council to discuss the possibility of funding a tenporary
appointnment to safeguard the work of the project, or an
extension to the duration of the grant where the period of
| eave can be predicted. Any additional paynent wll be
made at the end of the grant, as in paragraph 25.

The funding bodies will not provide funding to neet the
potential redundancy costs of contract research staff
whose enploynment ends on the expiry of the fixed-term
contract. However, individual funding bodies nmay agree to
contribute appropriately to contract ual r edundancy
paynments at the term nation of any open-ended appointnents
whi ch they had approved.

Since the dual-support transfer, the Research Councils
provi de a paynent which is a standard percentage addition
(40 per cent [since increased]) of the staffing el enent of

the "direct" costs of a research grant. Those funds are
intended to nmeet the "indirect"” costs of the research in
accordance wth the dual support arrangenents. They

therefore enable institutions to support, anong other
thi ngs, personnel adm nistration and managenent, and in-
servi ce training.

The universities and colleges, on the one hand, and the
funding bodies on the other will work to ensure as far as
possi ble that applications are submtted, decisions taken
and new grant announcenents nmade so that fair recruitnent
procedures can be followed by the enploying institutions;
and that the renewal or extension of existing grants wl|
be as early as possible so that career insecurity is
reduced and disruption to the research effort IS
m ni m sed.

W DER | SSUES

30.

To support career devel opnent, the universities, colleges,
and funding bodies will need to work cl osely together:

i the funding bodies share a common interest wth
the wuniversities and colleges in identifying
potential research |eaders, and ensuring that
career openings exist for them in research.
Research fellowships offer a good stepping-
stone, after an initial period of post-doctora
work, to a nore permanent academ c post or a
research post, which nmay be in academa



31.

i ndustry, comrerce, or the w der public sector.

I ndividual institutions nmay w sh to consider
whet her to provide such fellowships as part of
their staffing policy, and the funding bodies
will develop their own provisions in balance
with other fornms of research funding providing
| onger-term support for essential and active
research | eaders;

ii. wuniversity and college enployers should keep
under review the career opportunities for
contract research staff who, whether or not
research | eaders, have proven their capacity to
make a significant contribution over the |onger-
term to the research ains of the institution,

and if so how to fund them Advice to the
i ndi vidual concerned is likely to depend on his
or her potential, on whether the research
opportunities require his or her in-depth

expertise, and on whether the costs of such
support, as reflected in project or programme
grants, infrastructure awards or such other
i ndividual forns of longer-term support as a
funding body may provide, represent good val ue
for noney for that body. The funding bodies
wi Il consider such cases on that basis and on
their merits;

iii. many other contract research staff wll be well
equi pped after a doctorate or initial period of
post - doct or al research for enpl oynent in
i ndustry, commerce or the public sector. The
Research Councils are exploring a variety of
funding nechanisns to encourage such transfer

and they wll <consider further provisions in
this area,
iv. the funding bodies will, with the universities,

colleges and other interested parties, consider
ways of strengthening the provision of career
information and advice for contract research
staff and fellows.

In addition, the funding bodies may be able to provide
fornms of research support which are not directly relevant
to career managenent of contract research staff, but which
do affect the nunber of such staff in universities and
coll eges. Exanples include fellowships or research grants
whi ch enable principal investigators to concentrate on
research by funding the costs of replacenent teachers, and
research studentships rather than research assistantships.
Where appropriate, the funding bodies wll keep their
| evel of support for such alternatives under review in the
light of their individual m ssions.

| MPLEMENTATI ON




32.

33.

34.

The funding bodies will anmend with effect from 1 Septenber
1996 their <conditions for new grants to reflect the
provi sions of this Concordat.

As conditions of grant, the funding bodies will require
universities and coll eges to provide:

i contract research staff with a statenent, at the
beginning of the contract period, of their
provi sions for career devel opnent and nmanagenent
and conditions of enpl oynent;

ii. some basic information in grant/fellowship
reports on the training and devel opnent benefits
which have flowed from individual grants and
fell owshi ps, and on the destination of contract
research staff and fellows after a grant or
fell owshi p.

Concerns about inplenmentation by an enploying institution
or a funding body should be addressed initially to that
body.

EVALUATI ON OF THE CONCORDAT

35. The parties to this Concordat will neet initially after 18
nmont hs and subsequently every two years to review this
Concordat and its inplenmentation, taking account of e.g.:

- practice within funding bodies, universities and
colleges, including initiatives and exanpl es of
good practice;

- | evel s of support for the fornms of funding
identified in paragraphs 30 and 31;

- information derived fromgrant/ fellowship fina
reports and destinations data;

- the outcome of equal opportunity nonitoring of
contract research staff appointnments, including
the proportion and distribution by grade of
wonen;

- the costs of inplenentation;

- the views of enployers in industry, comrerce,
and the wi der public sector.

S| GNATORI ES

36. The parties to this Concordat are:

The Comm ttee of Vice-Chancellors and Principals
The Standi ng Conference of Principals



The
The
The
The
The
The
The
The
The

Conmittee of Scottish H gher Education Principals

Bi ot echnol ogy and Bi ol ogi cal Sci ences Research Counci |
Engi neeri ng and Physical Sciences Research Counci l
Econom ¢ and Soci al Research Counci

Medi cal Research Counci

Nat ural Environment Research Counci l

Particle Physics and Astronony Research Counci

Royal Soci ety

British Acadeny



