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Introduction 
 

The HR Strategy for Researchers was launched by the European Commission in order to support 

the implementation of the principles and requirements of the European Charter for Researchers 

and Code of Conduct for Recruitment of Researchers.   The principles of the Charter and Code 

specify the roles, responsibilities and entitlements of researchers as well as of employers 

and/or funders of researchers.  The overarching aim is to develop an attractive, open and 

sustainable European labour market for researchers.   

 

Dublin City University endorsed the Charter and Code on 13th September, 2006 as part of the 

Irish Universities Association IUA Cooperation Accord 2006. 

 

The HR Strategy for Researchers, HRS4R, was developed by the European Commission as a tool 

for institutions to assist in the adoption and implementation of the Charter and Code.  

Institutions can earn the right to use the ‘HR Excellence in Research’ logo by participating in  

and successfully completing the HRS4R process which involves the following steps: 

 An internal Gap Analysis by the participating research institution involving all key 

players, to compare policies and practices against the Charter and Code principles 

 Based on the results of the Gap Analysis, the institution develops its own HR strategy for 

researchers which should include a concrete public action plan 

 The Gap Analysis and Action Plan are reviewed and acknowledged by the European 

Commission. The acknowledgement implies the right to use the 'HR Excellence in 

Research' logo 

 Progress in the implementation of the strategy and action plan is subjected to a self-

assessment after 2 years 

 An external evaluation is carried out at least every 4 years. 

 

 

Dublin City University 
 

Dublin City University (DCU) was founded as the National Institute for Higher Education (NIHE), 

Dublin in 1980 and was awarded university status in 1989.  DCU has established itself as a 

leading young university, and is consistently ranked among the top young universities globally, 

appearing in the QS Top 50 under 50, and Times Higher Education (THE) Top 100 under 50.  

DCU has an extensive international reach in its teaching and research partnerships.  

 

 

http://ec.europa.eu/euraxess/data/usgn_orgs/ie_ucd.pdf
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In 2014/15, DCU has over 12,280 registered students, 20% of whom are currently studying for 

postgraduate awards.  108 countries are represented among our 2,646 international students, 

and 25% of undergraduates are from under-represented backgrounds within the sector.   

DCU staff of 1267, include 450 Academics and 298 Researchers.  DCU’s research and teaching 

activities are delivered through a faculty structure: Faculty of Engineering and Computing, 

Faculty of Humanities and Social Sciences, Faculty of Science and Health, DCU Business School.  

 

DCU Research Strategy 

DCU’s strategic plan 2012-2017 entitled Transforming Lives and Societies outlines a vision for 

the University that “by 2017, DCU will be recognised internationally as a research intensive, 

globally-engaged University of Enterprise that is distinguished both by the quality and impact of 

its graduates and its focus on the translation of knowledge into societal and economic benefit”.  

To strengthen these activities, DCU is organising its resources in ways that enable researchers 

to benefit from collaborations across disciplines and to interact more readily with partners in 

commercial, social and cultural enterprises. Based on the core of academic excellence at DCU, 

researchers will continue to create new knowledge, as well as translate their discoveries and 

inventions into innovations that can benefit people’s lives.  Dublin City University: 

 promotes world class excellence in research and innovation in its core areas 

 focuses on research and innovation which can make a difference to problems that 

matter to industry and society  

 provides a business-friendly environment to multiply the effects of its activities in 

research and innovation. 

 

To ensure that DCU research increases its real-world impact, the University focuses on priority 

areas where it has recognised strengths and where society is facing significant challenges. 

These areas form four research and enterprise hubs:  

 

 health technologies, and the healthy and ageing society  

 information technology and the digital society    

 sustainable economies and societies 

 democratic and secure societies. 

 

Researchers are supported by integrated administrative, communications and business 

development teams to make the most of resources and to engage effectively with external 

enterprises.   
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Research is a core activity in DCU and the university’s researchers have a pivotal role to play in 

the wider community. The university recognises the importance of supporting the career and 

professional development of all researchers, and has taken strategic steps to support the 

development of its research community. 

 

Research Career Framework (RCF) 

In the period 2009 to 2010, the university initiated a process of consultation with the research 

community, including Deans, Academics and post-doctoral researchers to design a career and 

professional development framework. The process was in response to both European (The 

European Charter and Code for Researchers) and national (Towards a Framework for 

Researcher Careers ) policy developments addressing issues around researcher mobility, career 

structures and professional development.  The university also recognised that it was at a stage 

of its own development where the postdoctoral researchers made up a significant proportion of 

its research community.  

 

An agreed Research Career Framework (RCF) was approved by Governing Authority with the 

Faculty of Engineering and Computing undertaking to be the first faculty to roll-out the 

implementation in October 2011.  The RCF is currently being implemented on a phased basis to 

the other faculties within the University. 

 

The RCF provides continuous professional development within the research career path.  

A major aim of the framework is to ensure researchers can meet the demands of their roles and 

be in a position to maximise opportunities within the University and develop a wider career 

path.   

 

Research Development Programme (RDP) 

The RDP programme aims to support the continuous professional development of researchers 

in DCU by providing them with skills based training to enable them to grow both personally and 

professionally.  

 

This innovative programme was developed in 2005 by the Training and Development section of 

the Human Resources department together with Research and Innovation Support.  It has been 

further developed over time through a process of consultation with research staff and other 

relevant stakeholders to reflect researchers development needs and priorities, including the 

requirements of the RCF.  The skills acquired through the RDP, many of which are transferable, 

will give DCU researchers a competitive advantage, ensuring that they are in demand within 

research, education, administration or industry, both nationally and internationally.  

 

http://www.sciencecouncil.ie/media/asc081009_researcher_careers.pdf
http://www.sciencecouncil.ie/media/asc081009_researcher_careers.pdf
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Definition of a Researcher 

 
For the purposes of the DCU HRS4R Gap Analysis and Action Plan, ‘postdoctoral research staff’ 

in the University refers to researchers who are engaged in research, employed by the University 

and paid a salary.  They generally work on a defined research project under the direction of an 

academic member of staff (often referred to as Principal Investigator PI). 

 

The term ‘post graduate research student’ refers to those who are preparing a thesis and 

carrying out research activities in support of completing his / her doctoral degree and are 

registered as full-time PhD students receiving a studentship or stipend.     

 

It is noted that this differs in terms of the European context in that, in the Irish higher education 

system, researchers at postgraduate (Doctoral) level are not, in most cases, employees of the 

institution.  The Charter and Code outlines principles targeted at employers of researchers and 

this does not therefore include postgraduate researchers in the Irish context.  However, for the 

purpose of the DCU HRS4R Gap Analysis and Action Plan, all researchers are considered 

professionals regardless of their employment status.  In the application of the Charter and Code 

principles to the policies and practices in DCU, researchers at all stages of the career path were 

considered. 

 

In DCU, academic members of staff are also considered to be researchers as alongside their 

teaching responsibilities they can lead and direct research projects. 
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Methodology 

 
With the endorsement of the Director of Human Resources and the Vice President for Research 

and Innovation, a HR Excellence in Research Working Group was established to lead the 

adoption of the HRS4R in DCU.  The working group comprised of the following members:  

Dr Ana Terres, Director of Research Support, Research and Innovation Support, 

Mr Martin Leavy, Training and Development Manager, HR 

Dr Tracy Dixon, Portfolio Manager, Graduate Studies Office 

Dr Anne-Louise Holloway, Research Officer, RIS 

Ms Siobhan Keogh, Training and Development Officer, HR 

Professor Enda McGlynn, former Associate Dean of Research, Deputy Head of School of       

Physical Sciences 

Dr Emma Coyle, Lecturer, Chemical Sciences. 

 

The working group examined the 40 principles of the Code and Charter and agreed a set of 

milestones and timeframes.  The terms of reference included: 

 Conducting an internal gap analysis to compare existing DCU practices and policies 

against each of the principles of the Charter and Code 

 Identifying gaps against the principles 

 Recommending actions to address the gaps identified 

 Presenting actions to the University Management Group for endorsement. 

 

 

Internal Gap Analysis: 

It was agreed that the internal gap analysis would be informed by the following: 

(a) Online survey to the research community  

(b) One-to-one interviews  

(c) Input from recent Quality Reviews of RIS and HR which are central to the 

University’s Quality Assurance 

(d) Input from a recent review of the implementation of the Research Career 

Framework in the Faculty of Engineering and Computing. 

 

(a)Online Survey. 

The working group carried out an initial internal gap-analysis based on the 40 principles of the 

European Charter for Researchers and the Code of Conduct for the Recruitment of Researchers.   

The group developed an online survey questionnaire which was issued through the Deans and 

Associate Deans of the Faculties to explain the background to the HR Excellence in Research 
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project and to gather feedback on the internal analysis from the wider DCU research 

community.   

 

The survey was issued to over 114 members of the research community and resulted in an 

overall response of 33%.  The response was gender balanced, across all four Faculties and   

represented by the following communities: 

Researchers   41% 

Academics   15% 

Principle Investigators  35% 

Doctoral Students  9%. 

 

(b) Interviews. 

To supplement the analysis of feedback from the online survey, a series of interviews was 

conducted by the working group.  Four academics and researchers at various career stages 

were selected, each representing a separate Faculty in the University.  This exercise afforded 

the working group an opportunity to further explore areas identified for improvement in the 

online survey.  Topics discussed in the interviews included; 

 

Ethical and Professional Aspects: 

 Communication 

 Responsibility for Research Integrity. 

 

Recruitment: 

 Communication of processes and outcomes 

 Diversity of career paths. 

 

Working Conditions: 

 Resources 

 Salary 

 Teaching 

 Workload and expectations. 

 

Professional Development: 

 Communication between supervisors and researchers for development purposes 

 Supervisory / Management Training and Development. 

  

Many actions were informed by feedback from the online survey and the supplementary 

interviews including: 
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 Provision of institutional guidance in relation to open access publication and a process 

for exploiting research results (Action 8.1) 

 Complete institutional guidelines on authorship including reference to co-authorship 

and a complaints procedure to mediate author disputes (Action 32.1) 

 Further develop existing professional development supports for teaching and learning 

(Action 33.1) 

 Develop a Research Infrastructure Management Plan (Action 23.2). 

 

Researchers at the early stages of their career specified areas for improvement informed in 

actions that included: 

 Enhance career support services for all researchers (Action 28.2) 

 Improve communication to researchers of the research training and development 

opportunities offered by the University (Action 23.1) 

 Increase the awareness of training and support opportunities available to researchers 

that enable them to communicate their research to non-expert audiences (Action 9.1). 

 

Senior Researchers and Principle Investigators also informed actions including: 

 Include the research community in the University’s mentoring scheme (Action 28.1) 

 Enhance Leadership and Management Training and Development interventions for 

Senior Researchers and PIs (Action 37.1) 

 Ensure PIs and Supervisors utilise existing Performance Management Development 

Scheme (Action 36.1). 

 

 

In addition to the online survey and supplemental interviews, a recent DCU Research Graduate 

Exit Survey was reviewed.  This survey is conducted on a bi-annual basis by the Graduate 

Studies Office. The most recent results from the surveys, which were issued to 148 graduates 

resulting in a 38% response rate, were considered in the analysis and informed the following 

actions: 

 Conduct periodic audits to ensure Terms and Conditions letters are issued for funded 

Post Graduate Researchers (Action 5.1) 

 Conduct an initiative to encourage the adoption of the Guide of Good Practice in the 

Recruitment and Selection of Research Students (Action 13.1) 

 Revise professional development for PIs to include reference to the DCU Guide of Good 

Practice in the Recruitment and Selection of Research Students (Action 14.2). 
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(c)Overview of RIS and HR Quality Review Process: 
Two units which play a key role in the implementation of the HR Strategy for Researchers, 

Human Resources  (October 2013) and Research & Innovation Support (February 2015), have 

recently undergone a Quality Review.  Periodic ‘Quality Reviews’ of university processes are a 

legal requirement mandated by the Irish government through the University Act 1997.  

As part of the DCU Quality Review process the unit under consideration is required to undergo 

a self-assessment process that includes gathering input from a broad representative range of 

relevant stakeholders.  

The Review for RIS covered the quality of management, operations and services provided.  An 

all staff survey resulted in 170 responses from across all of the faculties at DCU, with three 

different communities identified:  

Academic Staff   48% 

Postdoctoral Researchers  24% 

Post Graduate Researchers   2% 

Support and Administration Staff 22% 

Other      2% 

 

Facilitated Stakeholder Focus Group sessions were conducted with 46 staff members including 

Principal Investigators, Postdoctoral Researchers, Central Administration Units (e.g. Finance, 

Information Systems and Services, and the Library), Academic Directors of the Research and 

Enterprise Hubs, Deans and Associate Deans for Research of the four Faculties. 

 Academic and Research Staff  43% 

 Administration   17% 

  

In the case of HR, the Review covered the quality of services provided by the HR Department 

including Training and Development and Recruitment and Selection.  An all staff survey resulted 

in 250 responses across the following communities: 

Administration    43% 

Academic and Research Staff  40% 

Technical Support   12% 

Others      6% 

 

https://www4.dcu.ie/qpo/policy.shtml
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Subsequent facilitated sessions were conducted,  including  Senior Management consultations 

and Focus Group sessions with 53 staff members representing Head of Schools, Academic Staff 

and Support , Technical and Administrative Staff. 

Feedback from both of the Quality Review processes augmented the HRS4R process and 

provided perspectives on issues which were also considered in the internal gap analysis and 

action plans, including: 

 the support offered by the Research Support team at the different stages of the 

research management cycle 

 effectiveness of internal processes around research proposal submission and 

management, including existing research information systems 

 Awareness of DCU Research Strategy 

 Awareness of DCU’s processes in relation to Intellectual Property  

 Recruitment and Selection processes 

 Work-life balance initiatives and leave arrangements 

 Training and development – relevance, availability and access. 

 

 

(d)Review of the implementation of the Research Career Framework (RCF): 

A Research Career Framework Implementation Group was formed to support the 

implementation process of the RCF in the Faculty of Engineering and Computing.  In July 2014, 

this group undertook a review of the RCF in order to assess the effectiveness of the 

implementation into the Faculty and make recommendations where appropriate.   

 

The main findings of the review comprised of the outcome of a data collection exercise, 

primarily through a series of interviews in the Faculty.    In order to get a broad representation, 

24% of the Research Community of the Faculty were consulted, mostly consisting of Post 

Doctoral Researchers at different career stages. The Dean of the Faculty, Heads of School, 

Principal Investigators and Lecturers were also interviewed. 

 

The findings from this review informed the HRS4R Gap Analysis and key recommendations from 

the review are reflected in the Action Plan, including; 

 Developing clearer communication about the aims and benefits of the RCF and 

stakeholder roles 

 Enhancing supporting procedures and practices 

 Enhancing training and development interventions especially for senior researchers and 

PIs. 
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Analysis of identified gaps and formation of Action Plan: 

The working group analysed the findings, recommendations and areas for improvement that 

were identified during the internal gap analysis process (including online survey, interviews, 

quality reviews and RCF review).   

 

Similar outputs and common themes were repeatedly identified by various groups throughout 

the different stages of the consultation and analysis process.  Cognisance was given to these 

recurring themes during the prioritisation of the draft actions.  The actions were aligned with 

the University’s strategic intention of being research intensive, and also in providing 

appropriate professional development support for Researchers in accordance with the 

European Code and Charter. 

 

A draft Gap Analysis and Action Plan was presented to the Steering Group for further 

consultation and circulation.    

 

 

The Steering Group comprises of senior representatives from across the university, including: 

Ms Marian Burns, Director of Human Resources (Chair) 

Professor Alan Harvey, Vice President for Research and Innovation 

Professor Lisa Looney, Dean of Graduate Studies 

Professor John Costello, Dean of the Faculty of Science and Health 

Professor Rory O’Connor, Head of School of Computing 

Dr Ana Terres, Director of Research Support 

Mr Martin Leavy, Training and Development Manager 

Dr Norma O’Donovan, Programme Leader, Target Therapies for Cancer 

Ms Siobhan Keogh, Training and Development Officer. 

 

 

A revised gap analysis and action plan was presented to the University’s Senior Management 

Group for approval. 

 

Both the Working Group and the Steering Group will remain engaged with the HRS4R process.  

The Groups will meet at regular intervals to review and monitor progress on the DCU HRS4R 

Action Plan. 
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Summary of Findings 

 
The HRS4R process provided an opportunity to assess current practices in DCU against the 

principles of the Charter and Code.  Whilst it was found that DCU is currently compliant with 

many of the principles, a number of gaps were identified.  These reflected findings from earlier 

reviews, particularly in relation to Research Integrity, support for ongoing research projects and 

awareness of the training and support opportunities available to researchers during their time 

at DCU: 

 

 The gap analysis for the HRS4, together with the introduction and adoption of the 

National Policy on Research Integrity in Ireland, has prompted a re-evaluation of DCU’s 

current policies and supports for embedding research integrity principles across the 

university. A key action will be to re-visit exiting policies and revise as necessary in order 

to promulgate the aforementioned principles. (Action 1.1) 

 Feedback from researchers during the internal gap analysis process has highlighted a 

shortcoming in some of the University’s support for pre-award and post-award 

implementation of research projects and steps will be taken to address this. (Action 4.1) 

 In the case of Research and Innovation Support, its 2015 quality review highlighted a 

lack of awareness of the Research Development Programme (RDP).  This was further 

emphasized during the gap analysis exercise.  As a result a communication plan to 

promote development opportunities available to researchers will be developed. (Action 

23.1) 

 

 

Whilst DCU will continue to follow good practice regarding recruitment and selection policies 

and procedures as well as good training and development practices, the University recognises 

areas which can be better communicated and enhanced:  

 

 Clear and explicit communication on the aims and benefits of the RCF and the context in 

which it operates is particularly important considering the transitory role of researchers 

nationally and internationally. (Action 21.1)    

 

 By further communicating the roles and responsibilities of researchers and PIs, as well 

as enhancing current career and professional development supports, the University will 

continue to ensure that researchers will maximise benefits gained during their time in 

DCU. (Actions 28.2, 36.2). 
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 Although it was recognised that there is a broad range of professional development 

opportunities available to researchers, a gap was identified by PIs and Senior 

Researchers to provide further professional development and leadership and 

management support specifically for those roles. (Action 37.1). 

 

 DCU is working to address gender imbalances in the higher education sector through the 

extension of the Athena SWAN Charter to Ireland.  In applying for an Athena Swan 

Award , and in delivering on the actions identified as a result of that submission,  DCU 

has expressed  its commitment to advancing equality and diversity in the workplace for 

the benefit of all staff and students.  (Action 27.1) 

 

The following series of tables summarise the DCU  HRS4R Actions under the four main 

headings: 

1. Ethical and Professional Aspects 

2. Recruitment 

3. Working Conditions and Social Security 

4. Training 
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DUBLIN CITY UNIVERSITY HUMAN RESOURCES STRATEGY FOR RESEARCHERS 

ACTIONS AND TARGET COMPLETION DATES 
 

1. ETHICAL AND PROFESSIONAL ASPECTS 
 
 

1. Research Freedom. 
Researchers should focus their research for the good of mankind and for expanding the frontiers of scientific knowledge, while enjoying the freedom of 
thought and expression, and the freedom to identify methods by which problems are solved, according to recognised ethical principles and practices. 
Researchers should, however, recognise the limitations to this freedom that could arise as a result of particular research circumstances (including 
supervision/guidance/management) or operational constraints, e.g. for budgetary or infrastructural reasons or, especially in the industrial sector, for 
reasons of intellectual property protection. Such limitations should not, however, contravene recognised ethical principles and practices, to which 
researchers have to adhere.  

Action 
No. 

Action Owner 2015 2016 2017 2018 

   Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 

1.1 
 
 
 

DCU has endorsed the principles of Ireland’s 
National Policy on Research Integrity and will 
start to integrate the principles into its internal 
Code of Good Research Practice. 

RIS     
 

            

1.2 DCU will develop and implement mechanisms to 
embed the principles of Ireland’s National Policy 
on Research Integrity across the University. 

RIS      
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2. Ethical Principles. 
Researchers should adhere to the recognised ethical practices and fundamental ethical principles appropriate to their discipline(s) as well as to ethical 
standards as documented in the different national, sectorial or institutional Codes of Ethics. 

Action 
No. 

Action Owner 2015 2016 2017 2018 

   Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 

2.1. DCU undertakes to make public its internal 
policies in relation to ethics approval processes in 
DCU. 

RIS      
 

           

2.2. DCU will improve internal accessibility to 
guidelines and information in relation to the use 
of animals in research. 

RIS      
 

 
 

          

 
 
 

3. Professional Responsibility. 
Researchers should make every effort to ensure that their research is relevant to society and does not duplicate research previously carried out 
elsewhere. They must avoid plagiarism of any kind and abide by the principle of intellectual property and joint data ownership in the case of research 
carried out in collaboration with a supervisor(s) and/or other researchers. The need to validate new observations by showing that experiments are 
reproducible should not be interpreted as plagiarism, provided that the data to be confirmed are explicitly quoted. Researchers should ensure, if any 
aspect of their work is delegated, that the person to whom it is delegated has the competence to carry it out. 

Action 
No. 

Action Owner 2015 2016 2017 2018 

   Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 

1.1 See Principle No. 1, Action 1.1 RIS                 

1.2 See Principle No. 1, Action 1.2 RIS                 

3.1 DCU will review the information provided to 
newly recruited researchers during induction to 
ensure they are aware of their professional 
responsibilities. 

HR      
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4.  Professional Attitude. 
 Researchers should be familiar with the strategic goals governing their research environment and funding mechanisms, and should seek all necessary 
approvals before starting their research or accessing the resources provided. They should inform their employers, funders or supervisor when their 
research project is delayed, redefined or completed, or give notice if it is to be terminated earlier or suspended for whatever reason. 

Action 
No. 

Action Owner 2015 2016 2017 2018 

   Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 

4.1 DCU will update its internal proposal approval IT 
system to better enable compliance with internal 
approval processes for research projects. 

RIS      
 

   
 

        

4.2 DCU will develop and implement mechanisms to 
increase awareness among researchers of their 
obligations in relation to their funded research. 

RIS      
 

           

 
 
 
 
 

5. Contractual and Legal Obligations. 
Researchers at all levels must be familiar with the national, sectoral or institutional regulations governing training and/or working conditions. This 
includes Intellectual Property Rights regulations, and the requirements and conditions of any sponsor or funders, independently of the nature of their 
contract. Researchers should adhere to such regulations by delivering the required results (e.g. thesis, publications, patents, reports, new products 
development, etc) as set out in the terms and conditions of the contract or equivalent document. 

Action 
No. 

Action Owner 2015 2016 2017 2018 

   Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 

4.2 See Principle No. 4, Action 4.2 RIS                 

5.1 Conduct periodic audits to ensure Terms and 
Conditions letters are issued for funded Post 
Graduate Researchers. 

GSO, Vice 
President 
Academic 
Affairs 
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6. Accountability .  
Researchers need to be aware that they are accountable towards their employers, funders or other related public or private bodies as well as, on more 
ethical grounds, towards society as a whole. In particular, researchers funded by public funds are also accountable for the efficient use of taxpayers' 
money. Consequently, they should adhere to the principles of sound, transparent and efficient financial management and cooperate with any authorised 
audits of their research, whether undertaken by their employers/funders or by ethics committees.  Methods of collection and analysis, the outputs and, 
where applicable, details of the data should be open to internal and external scrutiny, whenever necessary and as requested by the appropriate 
authorities.  

Action 
No. 

Action Owner 2015 2016 2017 2018 

   Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 

6.1 Review and further develop procedures and 
guidelines for researchers to support them in 
their responsibility for accountability in their 
research. 

RIS, 
Finance 

     
 

   
 

        

6.2 DCU will conduct an audit of current practices in 
relation to retention of research data to 
determine what further actions are required in 
order to adhere to national best practice. 

RIS, 
ISS, 
Library 

                

 
 
 
 

7. Good Practice in Research.  
Researchers should at all times adopt safe working practices, in line with national legislation, including taking the necessary precautions for health and 
safety and for recovery from information technology disasters, e.g. by preparing proper back-up strategies. They should also be familiar with the current 
national legal requirements regarding data protection and confidentiality protection requirements, and undertake the necessary steps to fulfil them at all 
times.  

Action 
No. 

Action Owner 2015 2016 2017 2018 

   Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 

1.1 See Principle No. 1, Action  1.1 RIS                 

1.2 See Principle No. 1, Action  1.2 RIS                 
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8. Dissemination, Exploitation of Results.  
All researchers should ensure, in compliance with their contractual arrangements, that the results of their research are disseminated and exploited, e.g. 
communicated, transferred into other research settings or, if appropriate, commercialised.  Senior researchers, in particular, are expected to take a lead 
in ensuring that research is fruitful and that results are either exploited commercially or made accessible to the public (or both) whenever the opportunity 
arises. 

Action 
No. 

Action Owner 2015 2016 2017 2018 

   Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 

8.1 Improve the provision of institutional guidance in 
relation to open access publication and DCU’s 
process for exploiting research results. 

RIS, 
Library 

       
 

         

 
 
 
 

9. Public Engagement.  
Researchers should ensure that their research activities are made known to society at large in such a way that they can be understood by non-specialists, 
thereby improving the public's understanding of science. Direct engagement with the public will help researchers to better understand public interest in 
priorities for science and technology and also the public's concerns. 

Action 
No. 

Action Owner 2015 2016 2017 2018 

   Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 

9.1 Increase the awareness of existing training and 
support opportunities available to researchers 
that enable them to communicate their research 
to non-expert audiences. 

RIS, HR      
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10. Non Discrimination.  
Employers and/or funders of researchers will not discriminate against researchers in any way on the basis of gender, age, ethnic, national or social origin, 
religion or belief, sexual orientation, language, disability, political opinion, social or economic condition. 

Action 
No. 

Action Owner 2015 2016 2017 2018 

   Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 

 No gap identified.  
See principle 27. Action no 27.1. 

HR   
 

              

 
 
 

11.  Evaluation / Appraisal Systems. 
Employers and/or funders should introduce for all researchers, including senior researchers, evaluation/appraisal systems for assessing their professional 
performance on a regular basis and in a transparent manner by an independent (and, in the case of senior researchers, preferably international) 
committee. 

Action 
No. 

Action Owner 2015 2016 2017 2018 

   Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 

11.1 Ensure full implementation of existing PMDS, 
Probation procedure and support systems and 
continue to monitor completion rates for PMDS 
and Probation reviews. 

HR        
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2. RECRUITMENT 

 
 

12. Recruitment 
Employers and/or funders should ensure that the entry and admission standards for researchers, particularly at the beginning of their careers, are clearly 
specified and should also facilitate access for disadvantaged groups or for researchers returning to a research career, including teachers (of any level) 
returning to a research career. Employers and/or funders of researchers should adhere to the principles set out in the Code of Conduct for the 
Recruitment of Researchers when appointing or recruiting researchers. 

Action 
No. 

Action Owner 2015 2016 2017 2018 

   Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 

 No gap identified.                  

 
 
 
 

13. Recruitment (code) 
Employers and/or funders should establish recruitment procedures which are open, efficient, transparent, supportive and internationally comparable, as 
well as tailored to the type of positions advertised. Advertisements should give a broad description of knowledge and competencies required, and should 
not be so specialised as to discourage suitable applicants. Employers should include a description of the working conditions and entitlements, including 
career development prospects. Moreover, the time allowed between the advertisement of the vacancy or the call for applications and the deadline for 
reply should be realistic. 

Action 
No. 

Action Owner 2015 2016 2017 2018 

   Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 

13.1 Conduct an initiative to encourage the adoption 
of the Guide of Good Practice in the Recruitment 
and Selection of Research Students. 

GSO         
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14. Selection (code) 
Selection committees should bring together diverse expertise and competences and should have an adequate gender balance and, where appropriate 
and feasible, include members from different sectors (public and private) and disciplines, including from other countries and with relevant experience to 
assess the candidate. Whenever possible, a wide range of selection practices should be used, such as external expert assessment and face-to-face 
interviews. Members of selection panels should be adequately trained should be realistic. 

Action 
No. 

Action Owner 2015 2016 2017 2018 

   Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 

14.1 Integrate Unconscious Bias training into the 
initiatives that support the recruitment and 
selection process. 

HR                 

14.2 Revise professional development (Interviewing, 
Supervision) for PIs to include reference to the 
DCU Guide of Good Practice in the Recruitment 
and Selection of Research Students. 

GSO, 
HR 

       
 

         

 
 
 
 

15. Transparency 
Candidates should be informed, prior to the selection, about the recruitment process and the selection criteria, the number of available positions and the 
career development prospects. They should also be informed after the selection process about the strengths and weaknesses of their applications. 

Action 
No. 

Action Owner 2015 2016 2017 2018 

   Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 

 No gap identified.                  
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16. Judging Merit 
The selection process should take into consideration the whole range of experience of the candidates. While focusing on their overall potential as 
researchers, their creativity and level of independence should also be considered. This means that merit should be judged qualitatively as well as 
quantitatively, focusing on outstanding results within a diversified career path and not only on the number of publications. Consequently, the importance 
of bibliometric indices should be properly balanced within a wider range of evaluation criteria, such as teaching, supervision, teamwork, knowledge 
transfer, management of research and innovation and public awareness activities. For candidates from an industrial background, particular attention 
should be paid to any contributions to patents, development or inventions. 

Action 
No. 

Action Owner 2015 2016 2017 2018 

   Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 

 No gap identified.                  

 
 
 

17. Variations in the chronological order of CVs. 
Career breaks or variations in the chronological order of CVs should not be penalised, but regarded as an evolution of a career, and consequently, as a 
potentially valuable contribution to the professional development of researchers towards a multidimensional career track. Candidates should therefore 
be allowed to submit evidence-based CVs, reflecting a representative array of achievements and qualifications appropriate to the post for which 
application is being made. 

Action 
No. 

Action Owner 2015 2016 2017 2018 

   Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 

 No gap identified.                  

 
 

18. Recognition of mobility experience. 
Any mobility experience, e.g. a stay in another country/region or in another research setting (public or private) or a change from one discipline or sector 
to another, whether as part of the initial research training or at a later stage of the research career, or virtual mobility experience, should be considered 
as a valuable contribution to the professional development of a researcher. 

Action 
No. 

Action Owner 2015 2016 2017 2018 

   Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 

 No gap identified.                  
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19. Recognition of qualifications 
Employers and/or funders should provide for appropriate assessment and evaluation of the academic and professional qualifications, including non-
formal qualifications, of all researchers, in particular within the context of international and professional mobility. They should inform themselves and 
gain a full understanding of rules, procedures and standards governing the recognition of such qualifications and, consequently, explore existing national 
law, conventions and specific rules on the recognition of these qualifications through all available channels. 

Action 
No. 

Action Owner 2015 2016 2017 2018 

   Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 

 No gap identified.                  

 
 
 
 
 

20. Seniority 
The levels of qualifications required should be in line with the needs of the position and not be set as a barrier to entry. Recognition and evaluation of 
qualifications should focus on judging the achievements of the person rather than his/her circumstances or the reputation of the institution where the 
qualifications were gained. As professional qualifications may be gained at an early stage of a long career, the pattern of lifelong professional 
development should also be recognised. 

Action 
No. 

Action Owner 2015 2016 2017 2018 

   Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 

 No gap identified.                  
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21. Postdoctoral appointments 
Clear rules and explicit guidelines for the recruitment and appointment of postdoctoral researchers, including the maximum duration and the objectives 
of such appointments, should be established by the institutions appointing postdoctoral researchers. Such guidelines should take into account time spent 
in prior postdoctoral appointments at other institutions and take into consideration that the postdoctoral status should be transitional, with the primary 
purpose of providing additional professional development opportunities for a research career in the context of long-term career prospects. 

Action 
No. 

Action Owner 2015 2016 2017 2018 

   Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 

21.1 Complete the process to communicate the 
explicit aims, purpose and benefits of the 
Research Career Framework (RCF), including the 
context in which the RCF operates, to ensure 
continuous and sustained understanding by all 
stakeholders. 

HR          
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3. WORKING CONDITIONS AND SOCIAL SECURITY 
 
 
 

22. Recognition of the profession. 
All researchers engaged in a research career should be recognized as professionals and be treated accordingly. This should commence at the beginning of 
their careers, namely at postgraduate level, and should include all levels, regardless of their classification at national level (e.g. employee, postgraduate 
student, doctoral candidate, postdoctoral fellow, civil servants). 

Action 
No. 

Action Owner 2015 2016 2017 2018 

   Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 

 No gap identified.                  

 
 
 
 

23. Research environment  Employers and/or funders of researchers should ensure that the most stimulating research or research training environment 
is created which offers appropriate equipment, facilities and opportunities, including for remote collaboration over research networks, and that the 
national or sectoral regulations concerning health and safety in research are observed. Funders should ensure that adequate resources are provided in 
support of the agreed work programme. 

Action 
No. 

Action Owner 2015 2016 2017 2018 

   Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 

23.1 Improve communication to researchers of the 
researcher training and development 
opportunities offered by the University. 

RIS, HR      
 

           

23.2 DCU will develop and implement  a research 
infrastructure management plan 

RIS      
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24. Working Conditions 
Employers and/or funders should ensure that the working conditions for researchers, including for disabled researchers, provide where appropriate the 
flexibility deemed essential for successful research performance in accordance with existing national legislation and with national or sectoral collective-
bargaining agreements. They should aim to provide working conditions which allow both women and men researchers to combine family and work, 
children and career. Particular attention should be paid,inter alia, to flexible working hours, part-time working, tele-working and sabbatical leave, as well 
as to the necessary financial and administrative provisions governing such arrangements. 

Action 
No. 

Action Owner 2015 2016 2017 2018 

   Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 

 No gap identified.                  

 
 

25. Stability and permanence of employment 
Employers and/or funders should ensure that the performance of researchers is not undermined by instability of employment contracts, and should 
therefore commit themselves as far as possible to improving the stability of employment conditions for researchers, thus implementing and abiding by 
the principles and terms laid down in the EU Directive on Fixed-Term Work. 

Action 
No. 

Action Owner 2015 2016 2017 2018 

   Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 

 No gap identified.                  

 
 
 

26. Funding and Salaries 
Employers and/or funders of researchers should ensure that researchers enjoy fair and attractive conditions of funding and/or salaries with adequate and 
equitable social security provisions (including sickness and parental benefits, pension rights and unemployment benefits) in accordance with existing 
national legislation and with national or sectoral collective bargaining agreements. This must include researchers at all career stages including early-stage 
researchers, commensurate with their legal status, performance and level of qualifications and/or responsibilities. 

Action 
No. 

Action Owner 2015 2016 2017 2018 

   Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 

 No gap identified.                  
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27. Gender Balance 
Employers and/or funders should aim for a representative gender balance at all levels of staff, including at supervisory and managerial level. This should 
be achieved on the basis of an equal opportunity policy at recruitment and at the subsequent career stages without, however, taking precedence over 
quality and competence criteria. To ensure equal treatment, selection and evaluation committees should have an adequate gender balance. 

Action 
No. 

Action Owner 2015 2016 2017 2018 

   Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 

27.1 Review actions identified for HR and RIS that arise 
from the submission for the Athena SWAN award. 

HR, RIS   
 

    
 

          

 
 
 
 

28. Career Development. 
Employers and/or funders of researchers should draw up, preferably within the framework of their human resources management, a specific career 
development strategy for researchers at all stages of their career, regardless of their contractual situation, including for researchers on fixed-term 
contracts. It should include the availability of mentors involved in providing support and guidance for the personal and professional development of 
researchers, thus motivating them and contributing to reducing any insecurity in their professional future. All researchers should be made familiar with 
such provisions and arrangements. 

Action 
No. 

Action Owner 2015 2016 2017 2018 

   Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 

28.1 
 

Include the research community in the 
University’s Mentoring Scheme. 

HR  
 

      
 

         

28.2 
 

Enhance career support services for all 
researchers. 

RIS, 
HR, 
GSO, 
SSD 

        
 

        

21.1 See  Principle No. 21, Action 21.1.                  
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29. Value of mobility. 
Employers and/or funders must recognize the value of geographical, intersectorial, inter- and trans-disciplinary and virtual mobility as well as mobility 
between the public and private sector as an important means of enhancing scientific knowledge and professional development at any stage of a 
researcher’s career. Consequently, they should build such options into the specific career development strategy and fully value and acknowledge any 
mobility experience within their career progression/appraisal system. This also requires that the necessary administrative instruments be put in place to 
allow the portability of both grants and social security provisions, in accordance with national legislation. 

Action 
No. 

Action Owner 2015 2016 2017 2018 

   Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 

 No gap identified.                  

 
 

30. Access to career advice 
Employers and/or funders should ensure that career advice and job placement assistance, either in the institutions concerned, or through collaboration 
with other structures, is offered to researchers at all stages of their careers, regardless of their contractual situation. 

Action 
No. 

Action Owner 2015 2016 2017 2018 

   Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 

30.1 Analyse further, data from the Performance 
Management Development Scheme to ensure 
researcher professional development needs are 
being met. 

HR         
 

        

28.2 See Principle No. 28, Action 28.2. RIS, 
HR, 
GSO, 
SSD 
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31. Intellectual Property Rights 
Employers and/or funders should ensure that researchers at all career stages reap the benefits of the exploitation (if any) of their R&D results through 
legal protection and, in particular, through appropriate protection of Intellectual Property Rights, including copyrights. Policies and practices should 
specify what rights belong to researchers and/or, where applicable, to their employers or other parties, including external commercial or industrial 
organisations, as possibly provided for under specific collaboration agreements or other types of agreement. 

Action 
No. 

Action Owner 2015 2016 2017 2018 

   Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 

31.1 DCU will update and monitor its policies in 
relation to intellectual property to ensure 
consistency with national best practices and 
update as required. 

RIS          
 

       

 
 
 
 
 

32. Co-authorship Co-authorship should be viewed positively by institutions when evaluating staff, as evidence of a constructive approach to the conduct 
of research.  Employers and/or funders should therefore develop strategies, practices and procedures to provide researchers, including those at the 
beginning of their research careers, with the necessary framework conditions so that they can enjoy the right to be recognised and listed and/or quoted, 
in the context of their actual contributions, as co-authors of papers, patents, etc, or to publish their own research results independently from their 
supervisor(s). DCU are committed to ensuring the highest standards of integrity in all aspects of our research, as outlined in the National Policy 
Statement on Ensuring Research Integrity in Ireland. These standards are also reflected in the DCU Code of Good Research Practice. Research Integrity is a 
key component in the induction of graduate students and research supervisors. In order to promote best practice in responsible research behaviour, DCU 
provide online training in Research Integrity. 

Action 
No. 

Action Owner 2015 2016 2017 2018 

   Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 

32.1 DCU will complete institutional guidelines on 
authorship that will include reference to co-
authorship and a complaints procedure to 
mediate author disputes. 

RIS     
 

            

 
 



31 
 

 

33. Teaching  
Teaching is an essential means for the structuring and dissemination of knowledge and should therefore be considered a valuable option 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 coaching activities as part of the professional 
development of researchers. 

Action 
No. 

Action Owner 2015 2016 2017 2018 

   Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 

33.1 In co-operation with the Teaching Enhancement 
Unit (TEU), further develop existing professional 
development supports for teaching and learning.  

HR, 
TEU 

      
 

          

33.2 Conduct an audit of School’s policies and 
supports for postgraduate research learning 
support activities. 

GSO     
 

  
 

          

 
 
 
 

34. Complaints / appeals 
Employers and/or funders of researchers should establish, in compliance with national rules and regulations, appropriate procedures, possibly in the form 
of an impartial (ombudsman-type) person to deal with complaints/appeals of researchers, including those concerning conflicts between supervisor(s) and 
early-stage researchers. Such procedures should provide all research staff with confidential and informal assistance in resolving work-related conflicts, 
disputes and grievances, with the aim of promoting fair and equitable treatment within the institution and improving the overall quality of the working 
environment. 

Action 
No. 

Action Owner 2015 2016 2017 2018 

   Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 

 No gap identified.                  
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35. Participation in decision- making bodies 
Employers and/or funders of researchers should recognize it as wholly legitimate, and indeed desirable, that researchers be represented in the 
relevant information, consultation and decision-making bodies of the institutions for which they work, so as to protect and promote their individual and 
collective interests as professionals and to actively contribute to the workings of the institution. 

Action 
No. 

Action Owner 2015 2016 2017 2018 

   Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 

 No gap identified.                  
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4. TRAINING 
 
 

36. Relation with supervisors 
Researchers in their training phase should establish a structured and regular relationship with their supervisor(s) and faculty/departmental 
representative(s) so as to take full advantage of their relationship with them. This includes keeping records of all work progress and research findings, 
obtaining feedback by means of reports and seminars, applying such feedback and working in accordance with agreed schedules, milestones, deliverables 
and/or research outputs. 

Action 
No. 

Action Owner 2015 2016 2017 2018 

   Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 

36.1 Ensure PIs and Supervisors utilise existing 
Performance Management Development Scheme 
to identify appropriate training and development 
requirements for researchers. 

HR         
 

        

36.2 Review the communication of the roles and 
responsibilities of the key stakeholders in the RCF. 

HR       
 

          

 
 

37. Supervision and managerial duties 
Senior researchers should devote particular attention to their multi-faceted role as supervisors, mentors, career advisors, leaders, project coordinators, 
managers or science communicators. They should perform these tasks to the highest professional standards. With regard to their role as supervisors or 
mentors of researchers, senior researchers should build up a constructive and positive relationship with the early-stage researchers, in order to set the 
conditions for efficient transfer of knowledge and for the further successful development of the researchers' careers.  

Action 
No. 

Action Owner 2015 2016 2017 2018 

   Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 

37.1 Enhance Leadership and Management Training 
and Development interventions for Senior 
Researchers and  PIs. 

HR         
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38. Continuing Professional Development 
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.  

Action 
No. 

Action Owner 2015 2016 2017 2018 

   Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 

23.1 See Principle No. 23, Action 23.1 HR, RIS                 

28.2 See Principle No. 28, Action 28.2 HR, 
RIS, 
GSO, 
SSD 

                

30.1 See Principle No. 30, Action 30.1 HR                 

36.1 See Principle No. 36, Action 36.1 HR                 

37.1 See Principle No. 37, Action 37.1 HR                 

 
 

 

 

39. Access to research training and continuous development 
Employers and/or funders should ensure that all researchers at any stage of their career, regardless of their contractual situation, are given the 
opportunity for professional development and for improving their employability through access to measures for the continuing development of skills and 
competencies. Such measures should be regularly assessed for their accessibility, take up and effectiveness in improving competencies, skills and 
employability. 

Action 
No. 

Action Owner 2015 2016 2017 2018 

   Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 

23.1 See Principle No. 23, Action 23.1 HR, RIS                 
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40. Supervision 
Employers and/or funders should ensure that a person is clearly identified to whom early-stage researchers can refer for the performance of their 
professional duties, and should inform the researchers accordingly. Such arrangements should clearly define that the proposed supervisors are 
sufficiently expert in supervising research, have the time, knowledge, experience, expertise and commitment to be able to offer the research trainee 
appropriate support and provide for the necessary progress and review procedures, as well as the necessary feedback mechanisms. 

Action 
No. 

Action Owner 2015 2016 2017 2018 

   Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 

28.1 See Principle No. 28, Action 28.1 HR                 

37.1 See Principle No. 37, Action 37.1 HR                 
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Appendix 1: Glossary of Terms 
 
CSS Career Support Service 

 
DCU Dublin City University 

 
GSO Graduate Studies Office 

 
HR Human Resources 

 
HRS4R Human Resources Strategy for Researchers 

 
Invent Dublin City University's Technology Transfer Office 

 
ISS Information Systems and Services 

 
IUA Irish Universities Association 

 
PGR Student Postgraduate Research Student 

 
PhD Doctor of Philosophy 

 
PI Principal Investigator 

 
PMDS Performance Management and Development Scheme  

 
RCF Research Career Framework 

 
RDP Research Development Programme 

 
REC Research Ethics Committee 

 
RIS Research and Innovation Support 

 
SMG Senior Management Team 

 
SSD Student Support and Development 
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Appendix 2: Action Plan Overview 
Action 

No. 
Action Owner 2015 2016 2017 2018 

Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 
ETHICAL AND PROFESSIONAL ASPECTS 

1.1 
 

DCU has endorsed the principles of Ireland’s National Policy on Research 
Integrity and will start to integrate the principles into its internal Code of 
Good Research Practice. 

RIS     
 

            

1.2 DCU will develop and implement mechanisms to embed the principles of 
Ireland’s National Policy on Research Integrity across the University. 

RIS                 

2.1. DCU undertakes to make public its internal policies in relation to ethics 
approval processes in DCU. 

RIS                 

2.2. DCU will improve internal accessibility to guidelines and information in 
relation to the use of animals in research. 

RIS      
 

 
 

          

3.1 DCU will review the information provided to newly recruited researchers 
during induction to ensure they are aware of their professional 
responsibilities. 

HR                 

4.1 DCU will update its internal proposal approval IT system to better enable 
compliance with internal approval processes for research projects. 

RIS      
 

   
 

        

4.2 DCU will develop and implement mechanisms to increase awareness among 
researchers of their obligations in relation to their funded research. 

RIS      
 

           

5.1 Conduct periodic audits to ensure Terms and Conditions letters are issued 
for funded Post Graduate Researchers. 

GSO, 
VPAA 

     
 

    
 

       

6.1 Review and further develop procedures and guidelines for researchers to 
support them in their responsibility for accountability in their research. 

RIS, 
Finance 

     
 

   
 

        

6.2 DCU will conduct an audit of current practices in relation to retention of 
research data to determine what further actions are required in order to 
adhere to national best practice. 

RIS, ISS, 
Library 

      
 

          

8.1 Improve the provision of institutional guidance in relation to open access 
publication and DCU’s process for exploiting research results. 

RIS, 
Library 

       
 

         

9.1 Increase the awareness of existing training and support opportunities 
available to researchers that enable them to communicate their research to 
non-expert audiences. 

RIS, HR      
 

  
 

         

11.1 Ensure full implementation of existing PMDS, Probation procedure and 
support systems and continue to monitor completion rates for PMDS and 
Probation reviews. 

HR        
 

         

RECRUITMENT 
 

13.1 Conduct an initiative to encourage the adoption of the Guide of Good 
Practice in the Recruitment and Selection of Research Students. 

GSO                 

14.1 Integrate Unconscious Bias training into the initiatives that support the 
recruitment and selection process. 

HR       
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Action 
No. 

Action Owner 2015 2016 2017 2018 

Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 
14.2 Revise professional development (Interviewing, Supervision) for PIs to 

include reference to the DCU Guide of Good Practice in the Recruitment 
and Selection of Research Students. 

GSO, HR                 

21.1 Complete the process to communicate the explicit aims, purpose and 
benefits of the Research Career Framework (RCF), including the context in 
which the RCF operates, to ensure continuous and sustained understanding 
by all stakeholders. 

HR          
 

       

WORKING CONDITIONS  
 

23.1 Improve communication to researchers of the researcher training and 
development opportunities offered by the University. 

RIS, HR      
 

           

23.2 DCU will develop and implement a research infrastructure management 
plan 

RIS      
 

           

27.1 Review actions identified for HR and RIS that arise from the submission for 
the Athena SWAN award. 

HR, RIS   
 

    
 

          

28.1 
 

Include the research community in the University’s Mentoring Scheme. HR  
 

      
 

         

28.2 
 

Enhance career support services for all researchers. RIS, HR, 
GSO, SSD 

                

30.1 Analyse further, data from the Performance Management Development 
Scheme to ensure researcher professional development needs are being 
met. 

HR                 

31.1 DCU will update and monitor its policies in relation to intellectual property 
to ensure consistency with national best practices and update as required. 

RIS          
 

       

32.1 DCU will complete institutional guidelines on authorship that will include 
reference to co-authorship and a complaints procedure to mediate author 
disputes. 

RIS     
 

            

33.1 In co-operation with the Teaching Enhancement Unit (TEU), further develop 
existing professional development supports for teaching and learning.  

HR, TEU       
 

          

33.2 Conduct an audit of School’s policies and supports for postgraduate 
research learning support activities. 

GSO     
 

  
 

          

TRAINING 
 

36.1 Ensure PIs and Supervisors utilise existing Performance Management 
Development Scheme to identify appropriate training and development 
requirements for researchers. 

HR         
 

        

36.2 Review the communication of the roles and responsibilities of the key 
stakeholders in the RCF. 

HR       
 

          

37.1 Enhance Leadership and Management Training and Development 
interventions for Senior Researchers and  PIs. 

HR         
 

        

 


