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4. HR EXCELLENT IN RESEARCH AWARD  
 
In January 2012 The Royal Veterinary College (RVC) received the "HR Excellence in Research" Award 
from the European Commission highlighting the College’s commitment to supporting the career 
development of researchers. 
 
 
This is a UK-wide process, overseen by Vitae, enabling UK HEIs to gain the European Commission’s 
‘HR Excellence in Research’ badge, which acknowledges their alignment with the principles of the 
European Charter for Researchers and Code of Conduct for their Recruitment. The UK process 
incorporates both the' QAA Code of Practice for Research Degree Programmes' and the 'Concordat to 
Support the Career Development of Researchers' to enable institutions that have published Concordat 
implementation plans to gain the ‘HR Excellence in Research’ badge. The UK approach includes ongoing 
national evaluation and benchmarking. 
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http://www.researchconcordat.ac.uk/


 12 

Researchers are eligible to participate in the College’s induction, appraisal and other development 
planning processes.  It is the responsibility of the researcher and the PI jointly to ensure that this 
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1. DEFINITIONS 
 
The diversity of research staff experience and expertise makes the formalisation of appropriate guidance 
challenging.  It is impossible to treat all researchers generically, and researchers and their managers 
should be prepared to adapt to their specific situation and needs.  This Code of Practice focuses on two 
key groups: 
 
1.1 Definitions of Research Staff 
 
1.1.1 Early -career research staff   
Such researchers will probably be in their first or second research post; they may have recently gained 
an undergraduate or postgraduate degree, and are essentially undergoing research training and skills 
development (although they are also expected to be “productive”, unlike a graduate student perhaps).  
This training may facilitate many possible career goals.  Most early-career research staff will be working 
on a project as part of a research group led by a PI. The “early-career” stage would typically last up to 5 
years.  (See page 9 for more detail). 
 
1.1.2 Long- term research staff  
These are researchers who have actively chosen a long-term research career within a research group 
irrespective of how their work is funded.   
 

The needs of these two groups are distinct and a detailed set of guidelines is provided for each on the following 
pages.  
 

Additionally, overlapping with the above two groups there is a third group of researchers:  
 
1.1.3 Independent researchers  
Such researchers will be funded from grants or fellowships that they obtained themselves, and may 
often be regarded as PIs themselves.  They will direct and develop their research largely or completely 
independently of other academic staff members, and may be directly responsible for the research 
activities of other staff members and postgraduate students.   
 

No separate guidelines are provided for such researchers - some of their needs will be covered by the tables that 
follow, while others will be more appropriately addressed in line with the management of other senior academic 
staff. 
 

Most importantly, each independent researcher should be assigned a mentor or advisor who is an 
experienced senior staff member.  As well as adapting the following guidance to the needs of the 
independent researcher, the mentor will be available to advise on paper/grant submissions, long term 
career prospects within and outside the College, and on the financial and administrative responsibilities 
that come with supervising a research group. 
 
 
1.2 Definitions of formal progress meetings for research staff  
 
Like other staff members, researchers should have regular formal progress and review meetings, in 
addition to an annual appraisal.  Appraisal arrangements for researchers must cover two distinct sets of 
goals and, given the particular needs of research staff, this Code of Practice recommends two distinct 
types of formal review meeting to discuss the research project and personal development. 
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Two distinct meetings are recommended since: 

(a)  compared with the enormous short-term pressures of the project, development and career plans for 
life beyond the research project can seem of low priority and become neglected, and  

(b)  development needs for future career plans (such as teaching experience) may be seen as conflicting 
with project needs (e.g. more time in the lab/library).   

 

The two meetings recommended are: 

• A Project Review Meeting that concentrates on progress towards the goals of the specific 
research project, and 

• A Development Review Meeting which focuses on the wider career and personal development 
of the researcher beyond the current project. 

 
 
1.2.1 Project Review Meeting  

This meeting will involve a discussion between the project manager (normally the PI) and the research 
staff member about project progress
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Meeting.  They may also wish to familiarise themselves with the development resources available to 
research staff. 
 
 
 
2. EARLY
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on the development activities that may help the career goal.  They may need to encourage the researcher 
to seek further information and support from, for example, the Graduate School, wider networks and 
former colleagues. 
 
 
3. RESPONSIBILITIES FOR THE MANAGEMENT OF EARLY -CAREER RESEARCHERS  
 
The tables that follow detail the responsibilities of the researcher, the PI and the College during the 
course of a research project.  This guidance is not meant to be rigid - indeed departments and individual 
researchers should use it as a framework that can be adapted to meet local circumstances and specific 
needs.   
 
For the researcher and PI, the responsibilities take the form of questions to promote clarity in the 
relationship.  Some of these questions will also be useful in helping to set the agenda of the Project 
Review Meetings and the Development Review Meetings.   
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3.1 START OF PROJECT 

At the outset, the research staff member needs to be inducted into his/her role, team/group and the wider College.  As the project starts, there are many 
parameters t
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3.1 START OF PROJECT Cont’d  
Departmental 

Responsibilities  
PI (or mentor/advisor) 

Responsibilities  
Research Staff 

Responsibilities  
Pointers to Resources  

• It will ensure that there is a 
good system for 
communicating for 
communicating opportunities 
for researchers throughout the 
School. 

• It will monitor the outcomes of 
processes for obtaining views 
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3.2 MID-STAGE OF PROJECT (Cont’d  
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3.3 END OF PROJECT 
Ideally, this phase will include at least the final 6-12 months of a project.  As the individual with most at stake, it is very important for the researcher to be 
in control of events, as far as is possible, during the completion of the project.  This is often complicated by the need to consider factors such as securing 
future funding, alternatives if the favoured strategy and contingencies do not proceed, as well as the possible need to move 
house/department/institution/country. 
It is essential that the PI or other advisor is aware of the extra pressure experienced by the researcher as a project approaches its conclusion.  By the end of a 
project the PI and researcher should both have a clear idea of the next steps planned by the researcher.  The role of the PI towards the end of the project will 
vary depending upon the intended career path of the researcher.   The numbered references in the text in the first three columns are given to direct you to 
the resources listed in the column on the far right. 
 

College Responsibilities  PI (or mentor/advisor) 
Responsibilities  

Research Staff Responsibilities  
 

Pointers to Resources  
 

The College should establish suitable 
procedures to allow the researcher to 
be adequately prepared for the end of 
a funded project. 

The Department should ensure that 
appropriate procedures are followed 
for bringing the contract to an end.  
The HR Team must be consulted as 
part of this process[1].  In particular, 
where it is known or expected that the 
requirement for specific work to be 
undertaken will cease or reduce at an 
identified point in time, the process 
for redundancy consultation must be 
followed. 

As part of that process the 
Department must ensure that the 
researcher is 



 25 



 26 

4. LONG-TERM RESEARCH STAFF  
 
In general, the long-term researcher enhances the College’s research strength, and often makes an 
important contribution to its further development.  This group includes research staff who have 
committed to a long-term career as a researcher, often working within a research group.   
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4.1.1 Responsibilities for the Management of  
  
LONG-TERM RESEARCH STAFF 

The table te t
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College Re sponsibilities  PI(orMentor/Adviser) 
Responsibilities  

Research Staff Responsibilities  Pointers to Resources  

• The College should review the 
opportunities available for long-
term research staff to contribute to 
wider College life, such as 
becoming members of committees, 
taking on teaching, supervision and 
staff management duties, if sought 
by the researcher. 

 
 

• Have I considered opportunities for 
expanding the researcher’s role in 
contributing to research planning, 
project management, the writing of 
grant applications, and the 
supervision/ 
mentoring of junior researchers? 

• Have I discussed specific 
development needs associated with 
an expansion of the researcher’s 
role and/or the taking on of extra 
responsibilities? 

• Have I discussed the prospects for 
the promotion of the research staff 
member in the future - both short 
and longer term, taking into 
consideration his/her aspirations, 
and experience, abilities and skills? 

• Where appropriate, has there been 
any exploration of the possibilities 
of the research staff member 
seeking his/her own research 
funding? 
 

• Am I keeping a personal 
record/log/portfolio of my ongoing 
skills development and my take-up 
of development opportunities?  (It is 
easy to forget what has been done 
and it is a very useful tool for CVs). 

• Am I keeping my CV up to date and 
have I sought any advice on its 
structure?  

• Am I keeping, and developing, 
useful networks, and attending 
conferences/seminars as 
appropriate? 

• Have I considered opportunities for 
expanding my role (e.g. 
contributing to research planning, 
project management, writing grant 
applications, joining committees, 
teaching duties, assisting with staff 
management duties and/or the 
supervision of junior researchers, or 
acting as a mentor/advisor to 
research students)? 

• Have I examined the criteria for 
promotion and considered my 
prospects and aspirations?  

• Have I looked at the possibilities of 
seeking my own research funding, 
if that is appropriate?  

• Have I considered acting as a 
mentor to early-career research 
staff?  
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