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Introduction 
In 2005, the European Commission adopted a European Charter for Researchers and a Code of Conduct 
for the Recruitment of Researchers1. These two documents, addressed to researchers as well as research 
employers and funders in both the public and private sectors, are key elements in the EU's policy to boost 
researchers' careers. The Charter and Code ensures researchers can enjoy the same rights and obligations 
in any European country. 
 
The European Charter for Researchers is a set of general principles and requirements which specifies the 
roles, responsibilities and entitlements of researchers as well as of employers and/or funders of 
researchers. It constitutes a framework for researchers, employers and funders which invites them to act 
responsibly and as professionals within their working environment, and to recognise each other as such. 
 
The Code of Conduct for the recruitment of researchers consists of a set of general principles and 
requirements that should be followed by employers and/or funders when appointing or recruiting 
researchers. These principles and requirements are complementary to those outlined in the European 
Charter for Researchers. Institutions and employers adhering to the Code of Conduct will openly 
demonstrate their commitment to act in a responsible and respectable way and to provide fair framework 
conditions to researchers, with a clear intention to contribute to the advancement of the European 
Research Area. 
 
The ‘Human Resources Strategy for Researchers’2 assists organisations in the implementation of the 
Charter and Code by taking a set of steps outlining a Gap Analysis and creating an Action Plan. Following 
a successful review, Institutions are awarded the HR excellence logo for a period of 3 years during which 
the implementation plan is reviewed and assessed. Assessment continues every subsequent 3 years in 
order to renew the award. 
 
Maynooth University (MU) adopted the IUA Co-operation Accord (Appendix 1), along with 7 other Irish 
universities, in September 2006. The universities recognised the value of the European Charter for 
Researchers and the Code of Conduct for the Recruitment of Researchers and endorsed the principles 
with a view to build on them. 
 
 

Maynooth University 
Maynooth University is an internationally recognised institution located 25 kilometres outside of Dublin, 
Ireland, and is the nation’s fastest growing university. On 16 June 2017, Maynooth University celebrated 
its 20th birthday, having been formally established as an autonomous university in 1997. Yet, it traces its 
origins to the foundation of the Royal College of St. Patrick in 1795, drawing inspiration from a heritage 
that includes over 200 years of education and scholarship. With 13,000 students from more than 90 
countries, Maynooth offers a range of programmes at undergraduate, Master’s and PhD level in the 

                                                           
1 https://euraxess.ec.europa.eu/jobs/charter 
2 https://euraxess.ec.europa.eu/jobs/hrs4r 
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humanities, science and engineering, and social sciences, including business, law, and education. The 
University also offers a range of international programmes and partnerships.  

The University Strategic Plan 2018-223 sets out 13 strategic goals of which Research and Innovation is 
key. We aim to further strengthen MU’s reputation as a research intensive university of international 
significance and secure the University’s future standing by focused investment, through our research 
institutes, in a small number of niche areas to create centres of critical mass with strong international 
networks. This includes a commitment to both fundamental and engaged research and by empowering 
staff and students to bring their collective creativity to bear on major societal challenges.  

We are aiming to double our numbers of postdoctoral researchers via external funding and we will 
enhance our career development supports and structures. We aim to establish a formal professional 
development programme and set clear expectations for early-career academic in building an 
international profile. We will also ensure strong leadership by supporting and developing on existing and 
emergent leaders within the Institution and by targeted external recruitment. 

In addition we will significantly increase the number of doctoral students at MU and include a central 
activity of graduate training with elements that will broaden the skills and support the future 
employability of graduates. The structural doctorate will be refined ensuring the effective provision of 
the taught elements in developing a specific arrays of skills. We will also support an expansion of 
interdisciplinary, engaged, industry, practitioner and professional doctorates. 

MU has also a deep commitment of equality, diversity and inclusion and has appointed a Vice-President 
for Equality and Diversity who will oversee the establishment of an oversight structure and cross-
functional implementation team to advance equality, diversity, inclusion and interculturalism across the 
entire University community. We will develop comprehensive equality action plans first in the areas of 
gender (Athena Swan4), disability and ethnicity. 

 

Definition of a Researcher 
 

The Charter and Code outlines principles that are aimed at employers of researchers which in the Irish 
context would not include postgraduate researchers. Unlike Europe Irish postgraduates are not usually 
employees of the institution but are registered students receiving a stipend. However for the purpose of 
the MU HRS4R strategy postgraduate students and researchers at all levels are included as part of the 
gap analysis and action plan. For the purpose of the plan postdoctoral researchers are those who are 
employed on a specific research project under the supervision of an academic Principal Investigator. 
Postgraduate research students who are carrying out research to complete a doctoral degree and are 
registered as students at MU. MU considered researchers at all levels, including academic staff who 
carry out research, in the preparation of the gap analysis and action plan. 

                                                           
3https://www.maynoothuniversity.ie/sites/default/files/assets/document/Maynooth_University_Strategic_Plan_2
018-22_0.pdf 
4 https://www.maynoothuniversity.ie/athena-swan 
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Methodology 
A HRS4R Task Force was established to lead the Maynooth University submission for a European 
Commission Human Resources Strategy for Researchers Award.  The MU HRS4R Task Force consisted of 
2 main working groups: 

1. HRS4R Working Group: a subcommittee of Research Committee with additional representatives 
across all research levels (R1 – R4) and units.  

• Chair: Dr Carol Barrett, Director of Research Development  
• Mr Peter Miller, Senior HR Manager 
• Dr Eilish Lynch, Research Development Officer  
• Ms Frances Kiely, HR Research Officer 
• Dr Valerie Heffernan, Faculty of Arts, Celtic Studies and Philosophy  
• Dr Majella Dempsey, Faculty of Social Sciences 
• Dr Andy Hogan, Faculty of Science & Engineering  
• Dr Sarah Culhane, Postdoctoral Researcher & Research Committee 
• Mr Jamie McGowan, PhD Student 
• Ms Marie Murphy, Graduate Studies Officer 
• Dr Stephen O’Neill, Research Committee  
• Dr Patricia Kennon, Research Committee 
 

2. HRS4R Implementation Group: (Sub group of working group) members of HR, Research 
Development Office  

• Chair: Dr Carol Barrett, Director of Research Development 
• Mr Peter Miller, Senior HR Manager 
• Dr Eilish Lynch, Research Development Officer  
• Ms Frances Kiely, HR Research Officer 

 

The Terms of reference for the working group were as follows: 

• Oversee the submission to the EC for Human Resources Strategy for Researchers Award 
• Table full submission documents for consideration by Research Committee prior to full 

submission 

The Terms of Reference for the Implementation Group were as follows: 

• Carry-out the actions required for an Initial Phase submission to the European Commission’s 
HRS4R Award: 

o Complete comprehensive Gap Analysis to ascertain alignment to human resources 
policies to the 40 principles of the EC’s Charter & Code.  This will require broad 



stakeholder consultation via researcher survey and focus groups.  An external expert 
may be engaged to facilitate focus groups and it is necessary that all levels of 
researchers (as defined by the EC as R1 (early-stage researcher), R2 (Recognised 
Researcher), R3 (Established Researchers) and R4 (Leading Researchers)) are 
represented. 

o Complete Open, Transparent and Merit-Based Recruitment (OTM-R) checklist (as per 
HRS4R guidelines) 

o Compile an Action Plan for submission to EC.  The action plan is a sequence of activities 
that must be carried out in order to help MU pass from the current state to the target 
state, with regard to the implementation of the 40 principles of the C&C. They will 
address the improvement needs identified in the Gap Analysis and the OTM-R checklist. 

o Report to HRS4R WG 

The stakeholder engagement phase is an integral step in informing the Action Plan required for the initial 
submission to the HR Excellence in Research award. The stakeholder engagement phase consisted of a 
survey and focus groups and took place from June to October 2019, which fed in to the development of 
the Gap Analysis and Action Plan. The Focus Groups were structured according to career stage and in 
line with the required EC categorisation; PhD students; Postdoctoral Researchers; researchers on 
temporary contracts (including temporary academic staff); researchers on permanent contracts 
(including academic staff) and were facilitated by an independent expert. Members of the working 
group acted as rapporteurs for individual focus groups. The aim of the focus groups were to provide an 
in-depth examination of the topics highlighted in the survey. In addition to the stakeholder engagement 
phase input was also given from the MU Human Resources recent Quality review and MU Gender 
Equality Action Plan.  

Summary of Findings 
MU is committed to the implementation of the Charter and Code and adopted the Charter on 
Postdoctoral Research in 2011. The Charter recognised the profession and outlined the various levels for 
research, recognised the value of mobility, training and mentorship. Standard recruitment processes 
and guidelines are designed to support objective, transparent and merit based recruitment and 
selection processes. The emphasis is on implementing good practice to ensure that the most suitable 
staff are recruited and selected on the basis of their demonstrable competencies, and, that selection 
decisions are made following fair, consistent and equitable processes which reflect the University’s 
values and satisfy all applicable legislative requirements. The University holds the Athena SWAN Bronze 
Institution award and recently appointed the Vice-President for Equality and Diversity to implement the 
MU Gender Equality Action Plan. A Research Skills Development Programme is also in operation aimed 
at postgraduate students, post-doctoral and senior post-doctoral researchers. In addition, the HR 
Learning and Development Programme supports more senior research leaders and academic staff. 

The stakeholder engagement process and the preparation of Gap Analysis and Action Plan highlighted 
key areas for further development.  

• Research Ethics and Professional Aspect: The University operates all the necessary polices 
although greater awareness of them among the research community needs to be developed. 

https://euraxess.ec.europa.eu/europe/career-development/training-researchers/research-profiles-descriptors
https://euraxess.ec.europa.eu/europe/career-development/training-researchers/research-profiles-descriptors
https://www.maynoothuniversity.ie/sites/default/files/assets/document/Maynooth%20University%20Athena%20SWAN%20Bronze%20Institution%20Award%20Application%20FINAL%20WEB.pdf
https://www.maynoothuniversity.ie/sites/default/files/assets/document/Maynooth%20University%20Athena%20SWAN%20Bronze%20Institution%20Award%20Application%20FINAL%20WEB.pdf
https://www.maynoothuniversity.ie/sites/default/files/assets/document/PostdoctoralCharter-Final.pdf
https://www.maynoothuniversity.ie/sites/default/files/assets/document/PostdoctoralCharter-Final.pdf


Research integrity and ethical training is available for all researchers we concluded that further 
oversight is necessary to ensure awareness of training opportunities, the importance of them 
and ensuring completion by researchers. This was also the case for many of the training 
opportunities in the Research Skills Development Programme. Although MU operates the 
Charter for Postdoctoral Research it was recognised that this should now be further developed 
to align with the new National Career Framework that is due to be implemented in Ireland. 
 

• Recruitment and Selection: MU operates standard recruitment and selection procedures it was 
recognised that a review should be carried out to ensure guidelines will align with the National 
Career Framework. In addition it was agreed that the HR website would be further enhanced in 
the areas for new employees and Learning and Development. 
 

• Working Conditions and Social Security: It was evident from the stakeholder engagement 
process that researchers were aware of many of the working condition polices related to 
promotions, pensions, recognition awards, wellbeing and equality. However there was lack of 
awareness in many cased for policies related to  Maternity, Parental, Sick, Carers and 
Compassionate leave, therefore one of the recommendations was to develop enhanced 
awareness of the various working condition polices in operation at MU through development of 
the HR website. 
 

• Training and Development: Although the Research Skills Development Programme has been in 
operation at MU and the postgraduate community were fully engaged with the transferable 
skills credited modules, there was evidence from the stakeholder engagement that there is a 
lack of awareness among postdoctoral researchers of the opportunities for training in addition 
to training gaps for senior researchers. Recommendations included development of leadership 
and mentorship programmes as well as increased awareness of the existing training 
opportunities. 

 



 

Action Plan Timelines 
 



Action Plan Timelines

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

1.1 Research Freedom No Action Required NA

2.1 Ethical Principles
 - Inform all new grant holders (and research team members) 
of Research Integrity Training Obligations RDO/GSO
 - Research Integrity Training included as accredited module 
on structured PhD Programme GSO
 - Ongoing quarterly monitoring, ensuring Training recorded 
on Epigeum RDO/GSO

3.1 Professional Responsibility 
 -  See Action 2.1 (ensure all researchers complete Research 
Integrity and Research Ethics Training) above RDO/GSO

3.2 Professional Responsibility  - Review Conflict of Interest Policy
RDO/Maynooth 
Works/VPRI

 - Revised Conflict of Interest Policy approved and published
RDO/Maynooth 
Works/VPRI

4.1 Professional Attitude No Action Required NA

5.1 Contractual & Legal Obligations  - Review existing Consultancy Policy
Maynooth 
Works/VPRI

 - Revisions to Consultancy Policy Approved
Maynooth 
Works/VPRI

 - Consultancy Policy published and implemented
Maynooth 
Works/VPRI

6.1 Accountability No Action Required NA

7.1 Good Practice in Research  - Review existing Safety Policy
VP Estates/Capital 
Development

 - Revisions to Policy approved and published on web
VP Estates/Capital 
Development

8.1 Dissemination, Exploitation of Results No Action Required NA

9.1 Public Engagement
 - Dissemination Training to be included as part of annual 
Research Week events

RDO/
Communications 
Office

 -  Increase awareness of existing communications and public 
engagement training

10.1 Non-Discrimination  - Achieve Universities of Sanctuary status
VP Equality & 
Diversity

11.1 Evaluation/Appraisal Systems
 - Adopt the National Researcher Career Development & 
Employment Framework (RCDEF) once finalised HR

11.2 Evaluation/Appraisal Systems
 - Design and introduce MU competency framework to reflect 
RCDEF HR

11.3 Evaluation/Appraisal Systems
 - Probation Policy (currently in draft) for stakeholder 
consultation HR
 - Probation Policy finalised for approval by Governing 
Authority HR
 - Probation Policy implemented HR

11.4 Evaluation/Appraisal Systems
 - Introduce sub-set of University's Mentoring Programme for 
early career academic, support and research staff HR

Year 5

1. Ethical and Professional Aspects

Action # Action ResponsibleSub Action Year 1 Year 2 Year 3 Year 4



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

12.1 Recruitment

 - In line with 11.1 above (adoption of RCDEF), review, revise 
and publish procedures on the recruitment and selection of 
researchers and research support staff HR
 - In line with 11.1 above (adoption of RCDEF), implement the 
RCDEF in Maynooth University HR
 - In line with 11.1 above (adoption of RCDEF), ensure 
recruiment procedures at Maynooth University align with the 
new RCDEF. HR

13.1 Recruitment (Code)
 - Enhance HR website to include new sections on orientation, 
welcomes, new employee need to know, networking etc HR
 - Enhane Learning and Development section to be added to 
HR website HR
 - Develop new and dedicated University Learning and 
Development  website to coordinate all training and 
interventions HR

14.1 Selection (Code)

 - Provide guidelines for composition of panels for the 
recruitment of senior research posts within the MU 
researcher career framework and publish on website VPR/HR

15.1 Transparency (Code) No Action Required NA

16.1 Judging Merit (Code) 

 - Develop, approve and implement a suite of job description 
templates based on the RCDEF that will enhance current 
selection processes HR

17.1
Variations in the Chronoligical Order of 
CVs (Code) No Action Required NA

18.1
Recognition of Mobility Experience 
(Code)

 - Include process for recogition of inter-sector mobility in 
revised recruitment guidelines (see Action 12.1 above) HR

19.1 Recognition of Qualifications (Code) No Action Required NA
20.1 Seniority (Code) No Action Required NA

21.1 Post Doctoral Appointments (Code)

 - Adopt the recommendations of RCDEF as they relate to 
maximum duration and objectives of appointments (see 
Action 12.1 above) HR

Year 2 Year 3 Year 4 Year 5

2.  Recruitment and Selection

Action # Action Sub Action
Responsible

Year 1



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

22.1 Recognition of the Profession
 - See Actions 11.1 (implementation of RCDEF) and 11.2 
(competencies) above VPR/HR

23.1 Research Environment

 - Undertake (reoccuring bi-annualy) survey of culture with 
acompanying process for implementing action plans based on 
results/findings HR

23.2 Research Environment

 - Introduce events calendar to support cross departmental 
discussions, networking, knowledge sharing, well-being 
awareness and professional showcasing HR

23.3 Research Environment
 - Develop and provide enhanced employee engagement, 
health and wellbeing events/programmes HR

24.1 Working Conditions

 - Develop and deliver a suite of new leadership programmes 
aligned to career stage (Already done so for Heads of 
Department) HR

24.2 Working Conditions
 - Investigate the development of a Leadership Programme, 
aimed specifically at Lead/Principal Investigators HR

25.1
Stability and Permanence of 
Employment No Action Required NA

26.1 Funding and Salaries

 - Aligned with and contingent upon 11.1 (Introduction of 
RCDEF), include recommendations in MU researcher career 
framework for incremental progression (where funding is 
available) HR

27.1 Gender Balance
 Implement the Maynooth University Gender Equality Action 
Plan via the following actions

VP for Equality & 
Diversity

 - Establish an independent, academically led Gender Equality 
Steering Group (and associated working groups) that are 
representative of the university community

VP for Equality & 
Diversity

 - Undertake annual surveys to inform gender equality 
progress

VP for Equality & 
Diversity

 - Review and update recruitment and selection policies, 
procedures and practices currently in use to ensure they are 
gender sensitive (work ongoing since 2018)

VP for Equality & 
Diversity

 - Monitor promotion scheme data to ensure consistency with 
proportion of each gender at grade immediately  below

VP for Equality & 
Diversity

 - Launch new mentoring programme with a gender equality 
focus for early career female academics (work ongoing)

VP for Equality & 
Diversity

 - Review policies and processes on maternity/adoption and 
paternity leave for research students and map available 
supports (work ongoing)

VP for Equality & 
Diversity

 - Conduct a review of the role of Head of Department 
including how it can be made more attractive for eligible 
female candidates

VP for Equality & 
Diversity

 - Develop new Maynooth University Gender Equality Action 
Plan for period 2022-2026

VP for Equality & 
Diversity

28.1 Career Development

 - In line with Action 11.1 (Introducton of RCDEF), Action 11.2 
(Competencies) and Action 11.5 (Mentoring), review and 
develop a suite of Learning & Development Programmes 
aligned to career stage and open to researchers HR

28.2 Career Development

 - HR Learnig and Development, Research Development Office 
and Graduate Studies Office to review and revise programme 
with a view to developing further opportunities for all levels 
of researchers HR/RDO/GSO

29.1 Value of Mobility No Action Required NA

30.1 Access to Career Advice

 - In line with Action 11.4 (Mentoring), engage with Career 
Development Centre to explore feasibility of utilising services 
for researchers. HR

31.1 Intellectual Property Rights  - See Action 3.2 Conflict of Interest Policy
RDO/Maynooth 
Works/VPRI

31.2 Intellectual Property Rights  - See Action 5.1 Consultancy Policy
RDO/Maynooth 
Works/VPRI

32.1 Co-Authorship No Action Required NA

33.1 Teaching

 - Develop a policy to provide guidelines in relation to a 
teaching workload model  (maximum time allocated to 
paid/unpaid teaching, remuneration, evaluation etc) which 
reflects the RCDEF HR/RDO  

34.1 Complaints/Appeals
 - Draft discrete Grievance and Disciplinary Policies for 
stakeholder consultation HR
 - Approval and publication of Policies HR
 - Implementation of Greivance Procedures HR
 - Implementation of Disciplinary Procedures HR

35.1
Participation in decision-making 
boards

 - Evaluate standing committees for researcher participation 
and amend accordingly for relevant committees RDO/VPR

Year 2 Year 3 Year 4 Year 5

3. Working Conditions and Social Security

Action # Action Sub Action
Responsible

Year 1



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

36.1 Relation with Supervisors
 - See Actions 11.1 (implementation of RCDEF) and 11.4 
(Mentoring) above HR
 - Review options/offerings with CoreHR training module and 
extend to other providers if necessary. HR
 - Introduce CoreHR training module HR

37.1 Supervision and Managerial Duties

 - See Actions 11.1 (implementation of RCDEF), 11.2 
(Competencies), 11.3 (Probation)  and 11.4 (Mentoring) 
above HR
 - See Action 24.2 (Leadership Programme for Lead/Principal 
Investigators) HR

38.1 Continuing Professional Development

 - See Actions 11.1 (implementation of RCDEF), 11.2 
(Competencies), 11.3 (Probation)  and 11.4 (Mentoring) 
above HR
 - See Actions 28.1 and 28.2 (Develop, Review and Revise a 
suite of Learning and Development programmes for all levels 
of researchers) HR/RDO/GSO

39.1
Access to Research Training and 
Continuous Development

 - See Actions 11.1 (implementation of RCDEF), 11.2 
(Competencies), 11.3 (Probation)  and 11.4 (Mentoring) 
above HR
 - See Actions 28.1 and 28.2 (Develop, Review and Revise a 
suite of Learning and Development programmes for all levels 
of researchers) HR/RDO/GSO
 - See Action 24.2 (Leadership Programme for Lead/Principal 
Investigators) HR
 - See Action 24.2 (Leadership Programme for Lead/Principal 
Investigators) HR

40.1 Supervision    

 - See Actions 11.1 (implementation of RCDEF), 11.2 
(Competencies), 11.3 (Probation)  and 11.4 (Mentoring) 
above HR
 - See Actions 28.1 and 28.2 (Develop, Review and Revise a 
suite of Learning and Development programmes for all levels 
of researchers) HR/RDO/GSO
 - See Action 24.2 (Leadership Programme for Lead/Principal 
Investigators) HR

Year 2 Year 3 Year 4 Year 5

4. Training and Development

Action # Action Sub Action
Responsible

Year 1
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