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Introduction 

 
Key HR related recommendations from Review Group Reports (2018/19) have been collated in this report, to 
provide a reference resource on the type of issues that are arising within the HR domain. While the report is 
primarily for information, it may also have some utility for the identification of work projects and/or be of 
assistance for planning purposes.  The original paragraph references have been retained to assist with locating each 
recommendation in the original Review Group Report (if required) and the name of the unit from which the 
recommendation emerged is also included. 
 
Recommendations have been grouped under the following broad functional categories (note: some 
recommendations may have application across a number of categories): 
 

• Organisation & Management         2 

• Staff & Facilities          5 

• Teaching & Curriculum          10 

• Research Activity          10 
 
 
 
 

 

Organisation & Management 

2.16 The School should consider extending the term for Head of School to a five-year rotating term to allow 
adequate time for the development and embedding of a strategic plan that aligns with the University’s five-
year strategic planning process. (UCD School of Psychology) 

 
2.19 The School needs to review its workload model to ensure it is transparent and adequately captures and 

distributes workloads fairly. The workload policy should be clearly communicated to all new and temporary 
members of staff. (UCD School of Psychology) 

 
2.21 The RG also felt that incoming Head of School would benefit from additional mentorship from outside the 

School/College to help her develop and achieve her leadership potential. (UCD School of Psychology) 
 
2.16 The RG recommends that a communications strategy be developed to reflect the culture of the School and 

the expectations as a member of faculty and an individual scholar. This would include the articulation of 
roles and responsibilities. This strategy would ensure all members are aware of key decisions and 
developments in the School. (UCD School of Education) 

 
2.8 While the School is clearly successful on any number of evaluative standards, succession planning needs to 

be addressed at all levels.  This should involve consideration of different positions from the top down i.e.  
Head of School and Deputy School roles to Senior research-active faculty to teaching-focused recruiting, to 
Post-doctoral, PhD, MA and Undergraduate students. (UCD School of Nursing, Midwifery and Health 
Systems) 

 
2.9 It is clear to the RG that in order to achieve Nursing, Midwifery & Health Systems 2.0, as part of strategic 

plan for next 5 years, it is recommended that the School revisit management/leadership structures with a 
view toward more devolved organisation for faculty management.  Leadership is citizenship and should be 
factored in to workload plans, in order to incentivise. (UCD School of Nursing, Midwifery and Health 
Systems) 
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2.10 The role of School Director of Teaching and Learning is vital and as a top priority it should be filled as soon 
as possible. (UCD School of Nursing, Midwifery and Health Systems) 

 
2.12 It would be desirable for the School to develop a longer term staffing plan to prioritize the areas of the 

School most in need of support.  This would ensure that additional or new revenue generated by the School 
be retained and invested in key priority posts.  (UCD School of Nursing, Midwifery and Health Systems) 

 
2.13 Sabbatical leave should become a feature for research active staff. (UCD School of Nursing, Midwifery and 

Health Systems) 
 
2.14 The RG recommends the School, in collaboration with the College, engage in longer-term planning to 

benefit from a multi-year budgeting framework. (UCD School of Nursing, Midwifery and Health Systems) 
 
2.15 Consideration should be undertaken by the School to recruit a marketing and communications staff 

member. (UCD School of Nursing, Midwifery and Health Systems) 
 
2.16 A mentorship system should be set up to aid and improve recognition of faculty, staff, student and alumni 

achievements. (UCD School of Nursing, Midwifery and Health Systems) 
 
2.13 The College is currently a single School entity with an underpinning faculty structure and four units of 

management and educational delivery which are highly effective and have strong brand recognition.  
However, there is a recognised need to devolve operational management functions further into these units 
in order to meet the needs created by their expanded work programmes and responsibilities. The RG agrees 
and recommends this should be prioritised.  (UCD College of Business) 

 
2.13 The School’s Executive Committee should maintain active oversight of the membership of School 

committees, ensuring that all members of staff have an opportunity to serve on committees should they 
wish to. (UCD School of Biomolecular and Biomedical Science) 

 
2.14 Given its size, the School might consider whether benefits would accrue from the creation of a Finance 

Committee, under the Head of School, or whether the responsibility for School finances should be shared 
by the Executive Committee. (UCD School of Biomolecular and Biomedical Science) 

 
2.19 Management – for a medium-sized School, the current structures are too complex.  The Review Group 

recommends that the School streamline its structure and management framework, including developing 
an organogram setting out the updated structures.  There are evidently common (and good) practices in 
place and the School should clearly articulate policies to underpin the processes.  It is also important to 
develop a School handbook of policies and processes to help create ‘administrative space’ for staff in the 
long run. (UCD School of Archaeology) 

 
2.20 As part of rationalising its committee structures the School should introduce Terms of Reference, clear 

reporting lines and calendar/timetable in advance.  Currently, a number of School committees operate on 
an ad hoc basis and the Review Group recommends that School committees should be formalised, that the 
purpose of each committee should be clearly stated and that sub-committees should be used to improve 
the effectiveness of School committees. School committees need to work for the School and especially to 
support the work of the Head of School. (UCD School of Archaeology) 

 
2.21 School Executive Committee – the School EDI Officer should be a full member of the School Executive 

Committee.  (UCD School of Archaeology) 
 
2.22 Key staff roles undertaken by faculty are not fully understood and the School would benefit from having a 

clear description of roles and responsibilities in place.  (UCD School of Archaeology) 
 
2.10 The RG recommends that more attention be devoted to managing the workload of staff, particularly more 

junior academics and support staff.  Moreover, thought should be given to facilitating career progression 
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opportunities that are commensurate with the contributions that individuals are making.  The broader 
University has an important role to play in finding solutions to address these issues. (UCD School of Irish, 
Celtic Studies and Folklore) 

 
2.11 The RG recommends that time be set aside for more formalised and focused strategic conversations around 

the future development of the School and the relative prioritisation of different areas.  In particular, these 
conversations should encompass the continued development of important academic specialties, succession 
planning for the Head of School, policies and priorities around internationalisation, and opportunities 
around the National Folklore collection and other national cultural assets. (UCD School of Irish, Celtic Studies 
and Folklore) 

 
2.20 In attempting to understand the matrix project structure, it was not entirely clear to the Review Group as 

to where staff accountabilities and responsibilities rest. The Review Group recommends that the matrix 
project structure more clearly articulates this information. (UCD Access and Lifelong Learning) 

 
2.21 The extent to which the matrix project structure is effective from both a staff and a user perspective was 

not clear to the Review Group.  The matrix project structure has been in place since 2015 and it would 
appear timely that an internal review be conducted to ascertain the views of both staff and students on 
whether it is ‘fit for purpose’ going forward. This review, might include, for example, an examination of 
staff workload levels, the sustainability of these workloads and the demands on staff time, particularly in 
the context of the meetings structure currently in place. (UCD Access and Lifelong Learning) 

 
2.22 Staff involvement in multiple projects and the need to attend multiple meetings each week related to these 

projects has significant implications for the workload of, and demands on, each member of staff. Staff 
sometimes find themselves in a “fire-fighting or reactive” mode, particularly when they also find themselves 
having to respond to students who present themselves at the Unit reception. The Review Group believes 
there is an urgent need to consider how all staff might be given the opportunity to regularly set aside 
dedicated time and space to enable them to reflect, and make progress, on work projects and to be able to 
participate in relevant staff development activities. (UCD Access and Lifelong Learning) 

 
2.29 During meetings with staff from across the University, there appeared to be rather limited understanding 

of what it means to be an “age friendly university”.  The Review Group recommends that appropriate steps 
be taken to raise awareness among the university community of the principles for an age friendly university. 
(UCD Access and Lifelong Learning) 

 
4.19 The management team should have a clear understanding of the opportunities for growth and efficiency 

savings that could be achieved for each activity, as well as the associated impact (e.g. increasing/reducing 
the reach of an activity and by how much). (UCD Access and Lifelong Learning) 

 
2.14  In view of continuing resource constraints, there may be a need to evaluate how the balance between 

strategic and operational workloads are managed, along with the capacity of the unit to support strategic 
initiatives while maintaining operational excellence.  Further consideration of innovative ways of providing 
temporary capacity, such as the development of rotating internships, is warranted. (UCD Human Resources) 

 
2.15  There would be value in clarifying the exact KPIs of UCD HR, in describing the metrics to be used in 

progressing towards the University of Choice/Employer of Choice ambition, and in further explaining the 
organisation and functions of HR in “plain English” to the University Community. (UCD Human Resources) 

 
2.16 The RG recommends that the University consider convening a HR Sub-Committee of the Governing 

Authority to examine HR practice, systems and processes in place and to ensure open, fair and transparent 
decision-making in the HR space.   This would strengthen governance of the HR Strategy and provide a 
separation between governance and leadership on certain matters, in order to ensure both support for and 
challenge of the strategy. (UCD Human Resources) 
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3.15  There has been and continues to be a significant investment in CORE HR (the HRIS) and it is unclear whether 
the return on this investment is being fully realised. A more robust and prioritised programme of process 
improvements which ensures the HRIS is being optimised is recommended, in conjunction with the move 
to V27.  There are clearly quick wins to be gained here (e.g. staff expenses and annual leave booking) before 
moving on to the more transformational activity around resourcing and talent management. (UCD Human 
Resources) 

 
3.19  More structured and consistent engagement with the staff unions, not only in relation to the introduction 

of major initiatives, is recommended. (UCD Human Resources) 
 
4.12  The unit is encouraged to ensure that HR resources are aligned to best effect and consider whether 

resources are appropriately assigned to both strategic and operational tasks. (UCD Human Resources) 
 
4.16  The ability to produce data analytics, presented in an easy to understand way is now a requirement of any 

HR function but is often a skill missing in HR units.  Consideration should be given as to how UCD could 
resource this activity. (UCD Human Resources) 

 
4.17  Ensure that the HR web site is intuitive in relation to where information can be found and is kept up to date. 

(UCD Human Resources) 
 
5.18 The RG recommends that further clarity is provided on the strategic and operational responsibilities of HR 

Partners and where these start and end.  It is clear there is huge demand from users on HR partners but it 
is unclear if there is an understanding by users of the boundaries of the role. (UCD Human Resources) 

 
5.26 HR should look to set up mechanisms to ensure that regular quantitative and qualitative feedback is sought 

annually, and actioned where possible, in relation to the key operational services such as resourcing, it 
provides to the University.  (UCD Human Resources) 

 
5.28 HR should review access for users to the CORE HR system to enable the recording of leave, as other CORE 

HR customers in the sector have done.  More local systems access, enabled by a consistent underpinning 
operational procedure, to be exercised across UCD would seem to benefit users as well as providing up to 
date management reporting in this area.  (UCD Human Resources) 

 
 
 
 
 
 
 

Staff & Facilities 

3.11 The student-faculty ratio needs to be addressed as a matter of urgency to meet PSI accreditation 
requirements, and to facilitate further developments particularly in the area of research. (UCD School of 
Psychology) 

 
3.12 Administrative roles need to be clarified to ensure that, where appropriate, relevant administrative duties 

currently carried out by faculty are carried out by administrative staff in the programme office.  For 
example, timetabling of tutorials should be facilitated through the normal timetabling process, not a 
member of academic staff. (UCD School of Psychology) 

 
3.13 The job descriptions for administrative staff need to be re-evaluated based on the roles and requirements 

of the School. (UCD School of Psychology) 
 
3.14 P4G and Athena Swan pose timely challenges and opportunities for staff.  The RG recommend that all staff 

fully engage with these processes. (UCD School of Psychology) 
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3.19 The RG recommends that the School, as a matter of priority, consult with the College Principal and the 

University to develop a staffing plan to match the pace of expansion of the School’s internal and external 
portfolios, as well as its teaching and research workload. Such planning would also focus on the distribution 
of faculty across grades and include Full Professor. (UCD School of Education) 

 
3.20 Following on from 3.19 above, and to further diversify the School’s profile, the RG recommends that the 

College make representation to the University for the strategic appointment of an internationally 
recognised Professor to the  School. (UCD School of Education) 

 
3.21 The RG recommends the School should consider the creation of a Deputy Head role, with delegated 

responsibility, in support of the Head of School. (UCD School of Education) 
 
3.22 The RG recommends the School continue to enhance diversity and capacity in the School through 

developing strategic partnerships with visiting professors, joint appointments and adjunct appointments. 
(UCD School of Education) 

 
3.23 The RG recommends as a matter of priority the School ensure all faculty have clear and agreed career 

trajectories, with appropriate mentoring and support, as well as access to the relevant institutional 
systems, processes and information. (UCD School of Education) 

  
3.24 The RG recommends the School create a mentorship programme for all faculty and allocate a mentor, 

independent of the immediate reporting line. (UCD School of Education) 
 
3.25 The RG recommends the School review existing School induction programmes and orientation, given the 

expected increase in new faculty and staff. (UCD School of Education) 
 
3.26 The RG recommends the School, in consultation with faculty, review the existing workload model to ensure 

equitable and transparent provision for the allocation of faculty time, taking account of administrative load, 
teaching demands, including preparation of new courses for the first time, protected research time and 
professional engagement activities. (UCD School of Education) 

 
3.27 The RG recommends that the School, as a matter of priority, develop a communications policy, linked to 

the School’s communications strategy (see 2.15), outlining agreed standards on the timing and definition 
of work-related communications. (UCD School of Education) 

 
3.28 The RG recommends that the University address promotion opportunities for professional staff, to ensure 

expertise in the management and administration of the complex and large teaching programmes is 
maintained and quality ensured. (UCD School of Education) 

 
3.29 The RG recommend as a matter of priority the School consult with UCD Estates Services about how office 

space issues will be addressed for the projected increased number of six faculty and two professional staff. 
(UCD School of Education) 

 
3.30 With the increase in programme offerings and faculty and staff recruitment putting pressure on space and 

facilities, the RG recommends that the School, in consultation with the College Principal and University, 
urgently undertake a space audit on the future requirements for teaching space. (UCD School of Education) 

 
3.15 As part of the strategic plan for the next 5 years it is recommended that the School revisit its 

management/leadership structure with a view towards a more devolved structure for faculty management 
(see also Section 2: Organisation and Management) (UCD School of Nursing, Midwifery and Health Systems) 

 
3.16 Leadership is citizenship and should be factored into workload plans, i.e. specific teaching reductions should 

be associated with specific tasks and activities. (UCD School of Nursing, Midwifery and Health Systems) 
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3.17 The School should fill the School Director of Teaching and Learning post as a priority. (UCD School of 
Nursing, Midwifery and Health Systems) 

 
3.18 The School should use the upcoming University P4G to support faculty and staff development within the 

School. (UCD School of Nursing, Midwifery and Health Systems) 
 
3.19 Consider staffing categories of “teaching-focused” and “teaching & research” for equitable teaching load 

assignments. (UCD School of Nursing, Midwifery and Health Systems) 
 
3.20 The RG recommends that succession planning now needs an operational plan. (UCD School of Nursing, 

Midwifery and Health Systems) 
 
3.21 The RG recommends that clearly-defined career pathways are needed for not only for staff and faculty, but 

also for UG and PG students to see. (UCD School of Nursing, Midwifery and Health Systems) 
 
3.22 Teaching excellence needs to be recognized and valued through promotion or other rewards. (UCD School 

of Nursing, Midwifery and Health Systems) 
 
3.23 A mentorship system should be re-established. (UCD School of Nursing, Midwifery and Health Systems) 
 
3.24 The School’s recruitment policy should continue to reflect that of the University’s on equality, diversity and 

inclusion. (UCD School of Nursing, Midwifery and Health Systems) 
 
3.25 A School EDI Officer position should be established with clear roles and responsibilities and should be a full 

member of the School Executive Committee.  (UCD School of Nursing, Midwifery and Health Systems) 
 
3.26 We recommend the creation of a three-year post focused on marketing, business development and alumni 

engagement, to take over and co-ordinate existing efforts among other faculty and staff. Such a person 
would not only work with stakeholders, but would also work with students, with a view to ensuring longer-
term collaboration with some of them after they leave the School.  (UCD School of Nursing, Midwifery and 
Health Systems) 

 
3.15 Faculty demographics and career stage variation presents an ongoing challenge that needs to be managed 

at a College-wide level.  A significant emphasis in recent years on hiring research-active junior faculty 
combined with a growing complexity of programmes, executive education and distance learning demands, 
has the potential to lead to a significant “service” or “leadership” deficit that could undermine the advances 
the College has made in many areas.  Clear attention will be needed in early career faculty development 
that capitalises on university opportunities and in succession planning for roles that are more senior. (UCD 
College of Business) 

 
3.12 The School needs to be more proactive in ensuring that the University addresses what it identifies as 

inefficiencies caused by, and disadvantages created by, the scattered location of its spaces, whether they 
be for research, teaching, or administration. Its suggested medium-term solution – that space be 
consolidated in two locations, the Science Centre and the Conway Institute Building – should be 
communicated to the University Management Team (UMT) alongside a clear articulation of the problems 
created by the current distribution of spaces. (UCD School of Biomolecular and Biomedical Science) 

 
3.14 The School has no direct role in the governance of the Conway Institute, however, given that its activities 

contribute so significantly to the Institute’s reputation, a case for a role is very strong, it should articulate 
to UMT its argument for a role in the governance of the Institute. (UCD School of Biomolecular and 
Biomedical Science) 

 
3.15 In consultation with the College Principal and the UMT, the School should engage directly with the Director 

of the Conway Institute to resolve any problems of delay in the allocation of research and office space in 
the Institute. (UCD School of Biomolecular and Biomedical Science) 
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3.16 Given that there are no ‘calls’ in the new promotion system, the School should be systematic in reminding 

faculty that they can apply for promotion at any point.  In encouraging staff to avail of the new system, the 
School’s senior faculty should, in line with the School’s commitment to the Athena Swan Charter, be 
cognisant of the gender imbalance at senior levels. (UCD School of Biomolecular and Biomedical Science) 

 
3.17 In addition to its engagement with the University’s pilot programme, supporting newly appointed faculty, 

the School should review how it provides bespoke mentorship to its own Early Career Researchers, 
including, but not limited to, postdoctoral researchers, to ensure that they are provided with guidance and 
opportunities in a context that is consistent, structured and transparent. (UCD School of Biomolecular and 
Biomedical Science) 

 
3.18 The School might consider how, working under the umbrella of the Athena Swan application and 

recognising that their administrative support staff is entirely female, it might advocate within the 
University, for a promotional structure that properly rewards a valuable cohort in its community. (UCD 
School of Biomolecular and Biomedical Science) 

 
3.19 The School and the University in general, should consider how long-term staff in professional service roles 

are provided with the opportunity to expand and develop their roles. (UCD School of Biomolecular and 
Biomedical Science) 

 
3.13 The School should consider opportunities to acknowledge the value of post-doctoral fellows as research 

staff, both in terms of increased critical mass and their diverse contributions to School activities.  (UCD 
School of Archaeology) 

 
3.14 When reviewing its Staffing Plan, the School should consider whether there is an opportunity to rationalise 

its use of casual lecturers / staff by the appointed of a dedicated person.  If the School takes this approach 
it should be formalised by ensuring transparency in advertising and interviews. (UCD School of Archaeology) 

 
3.15 The School should continue to review and adjust academic workloads on a regular basis with a view to 

reducing workloads as much as practicable.  (UCD School of Archaeology) 
 
3.16 The School should urgently define the roles and responsibilities of the key support staff in the School, by 

reviewing, restructuring and, if required, re-grading the posts.  (UCD School of Archaeology) 
 
3.17 The School should consider additional support staff needs within the School and include these in the School 

budget.  (UCD School of Archaeology) 
 
3.21 That senior appointments be made in folklore, dialectology, Old Irish, Early/Modern/Modern Irish and 

Welsh as staff retire so that UCD can retain its traditional pre-eminence in these fields and at the same time 
meet its obligations with regard to custodianship of national heritage. (UCD School of Irish, Celtic Studies 
and Folklore) 

 
3.22 That further steps be taken to protect and nurture junior and support staff – e.g. career pathways, workload 

management, mentoring, and space for research - and to facilitate suitably qualified junior academic staff 
in rapidly progressing beyond the bar. (UCD School of Irish, Celtic Studies and Folklore) 

 
3.24 The School should monitor the staffing situation on an ongoing basis and consider recruiting at least one 

additional support staff member, resources permitting. (UCD School of Irish, Celtic Studies and Folklore) 
 
4.20 The Unit should take a transparent and systematic approach to staff workload planning so that appropriate 

time is allocated to all activities and staff have a clear understanding of individual aims, objectives and 
priorities. (UCD Access and Lifelong Learning) 
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4.22 The Review Group recommends that a core programme of training be developed and implemented for all 
staff within the Unit and that sufficient time be allocated to this within staff workload allocations.  This 
training should include, for example, GDPR, EDI, unconscious bias, mental health awareness and dealing 
with distressed students. (UCD Access and Lifelong Learning) 

 
3.16  It was clear that there is a wide range of training and development being delivered, often from different 

units across UCD, in addition to HR.    It was unclear, however, what the total spend and offering was on a 
per capita basis. It is recommended that as part of the overall P4G programme consideration is given to 
consolidating the delivery of training and development via a central portal/mechanism. (UCD Human 
Resources) 

 
3.17  The addition of expertise in data analytics to the HR team would be of value in terms   of planning future 

strategy. The option of having a pool of staff with general administrative capability, but not necessarily 
specific HR qualifications, to cover some operational areas, could also be considered. (UCD Human 
Resources) 

 
3.20  Whilst process improvements have been made in recruitment and resourcing more broadly there was a 

clear sense that UCD colleagues desire an enhanced service (particularly in preparation for the Faculty 500 
initiative). It is recommended that a more detailed review of the University’s current and future 
requirements from the resourcing team is undertaken. In addition, clarity and an articulation of the role of 
the HRP versus the Resourcing Consultant may be helpful. (UCD Human Resources) 

 
3.21  As part of UCD’s ambitions to be an employer of choice, there was feedback that more could be done to 

ensure a consistent corporate level induction (augmented by local induction). As part of this approach to 
‘onboarding’ consideration should be given to whether there are some core mandatory training modules 
(e.g. GDPR, Health and Safety and Dignity and Respect at Work) that should form part of the overall 
package. (UCD Human Resources) 

 
3.22  Consideration should also be given to the exit process, including mechanisms for obtaining feedback and a 

prescribed handover routine.  (UCD Human Resources) 
 
3.24  Building on the excellent feedback on the Faculty Promotions Framework, it is recommended this is now 

taken to the next stage and a piece of work is undertaken to clearly map the diverse career trajectories 
available to progress to the higher academic ranks.  This should include consideration of the more 
systematic use of ‘career mentors’. (UCD Human Resources) 

 
4.13  Together with UMT, UCD HR should review the requirement for additional temporary resources to deliver 

on strategic initiatives, such as Faculty 500.  (UCD Human Resources) 
 
4.14  Given the clear value placed on the HR Partner role and the pivotal role these posts play in the delivery of 

the strategy across UCD, consideration should be given to whether a small number of additional HR 
Partners are required.  (UCD Human Resources) 

 
4.15  A review of the budget aligned to development and training should take place.  In addition, the RG felt that 

the integration of other training activities, delivered by other Units, should be considered, which could 
bring about efficiencies.  (UCD Human Resources) 

 
5.24 There is an opportunity to provide an increased focus on mentoring for staff at a number of career points 

across all cohorts.  Early stage academics and Faculty/Staff with leadership ambitions are suggested as 
points of focus. (UCD Human Resources) 

 
5.25 Leadership and People Management development and exposure should be made available to staff with 

career ambitions to take up a management role as well as those who carry out a management role 
currently. (UCD Human Resources) 
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Teaching & Curriculum 
 
4.18 Temporary staff, PhD and Masters students would benefit from more customised in-house training 

(induction) to manage expectations and improve teaching quality (e.g. information on how to grade, 
expectations for teaching etc.). This can take the form of some kind of staff induction to the pedagogic 
processes within the School. (UCD School of Psychology) 

 
4.19 The School needs to revisit its teaching allocations to ensure transparency and equity as part of a wider 

review of the School’s workload model.  This should include clarity on points for additional credit. (UCD 
School of Psychology) 

 
4.22 The RG recommend that development and support opportunities be available to professional staff to 

facilitate ongoing analysis of aggregated data and how best to integrate and make use of institutional data 
and feedback sources in the closing out of the student feedback loop. (UCD School of Education) 

 
4.13  Prioritize filling the position of the School Director of Teaching and Learning. (UCD School of Nursing, 

Midwifery and Health Systems) 
 
4.14 Teaching excellence needs to be recognized and valued through promotion or other rewards. (UCD School 

of Nursing, Midwifery and Health Systems) 
 
4.15 Consider staffing categories of “teaching-focused” and “teaching and research” for equitable teaching load 

assignments. (UCD School of Nursing, Midwifery and Health Systems) 
 
4.10 The School should consider what training needs to be provided to those who teach on modules, particularly 

PhD students, to ensure that their practices are aligned with School and University assessment practices. 
(UCD School of Biomolecular and Biomedical Science) 

 
4.33 The over-reliance of some programmes on individual members of staff needs to be addressed in a School 

teaching plan/policy. (UCD School of Archaeology) 
 
4.15 Further development and implementation of the School-specific workload model might continue to nurture 

the culture of equity and transparency that has been effectively instilled.  (UCD School of Irish, Celtic Studies 
and Folklore) 

 
 
 
 
 
 

Research Activity 
 
6.13 The School needs to review its current Research Committee, its activity, structure and terms of reference.  

Membership roles and responsibilities should be clearly articulated, feeding into the School’s Senior 
Management Team and School Strategy.  This might include dedicated research oversight in which the 
School’s research is considered strategically, where direction is set, progress towards this monitored, plans 
made for investment in facilities, training, staff hire, grant capture, promotion of impact, etc. (UCD School 
of Psychology) 
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5.14 The RG recommends the School develop a mentorship programme for early career faculty (see also 
recommendation 3.23 & 3.24). (UCD School of Education) 

 
5.15 The RG recommends that the workload allocation model is clear on how research success is to be 

accommodated (see also recommendation 3.26). (UCD School of Education) 
 
5.16 The RG recommends the School review the implementation of its sabbatical policy and ensure it remains 

aligned with University policy and continue to support faculty who wish to avail of research sabbatical leave 
or protected research time (see also recommendation 3.26). (UCD School of Education) 

 
6.8  Growing research capacity:  
 

6.8.2 Senior leadership identified for each theme. This may be at Professorial or Associate Professor 
level. Research leadership appointments may include Professorial appointments through the reactive mode 
of the Central Pool, as well as a consideration of how to re-badge the two unfilled Professorial posts. Align 
all faculty to a research theme and consider line management and faculty development within these 
themes.  

 
6.8.4 Invest in leadership and administrative support for growing and maintaining research, including 
post award, both by School-funded posts and stronger support from the University centre. (UCD School of 
Nursing, Midwifery and Health Systems) 

 
6.10 During recruitment processes, consideration should be given to how best any potential new appointment 

would not only fulfil teaching needs, but would also provide synergy with existing research. (UCD School of 
Biomolecular and Biomedical Science) 

 
6.16 The School has an established workload model. Newly appointed faculty in the School should have a 

reduced teaching portfolios in their early years in order to allow them establish their research programmes. 
(UCD School of Biomolecular and Biomedical Science) 

 
6.18 The RG noted the recruitment initiatives that exist and suggest that the School explore with other institutes 

outside Ireland, whether partnerships could be created that offer collaborative training programmes at 
national and international level. (UCD School of Biomolecular and Biomedical Science) 

 
5.18 The terms of reference and composition of the School’s Research Committee should be significantly 

restructured to support the delivery of the Research Strategy and ambitions of the School.  (UCD School of 
Archaeology) 

 
5.19 The School Research Committee should be involved in the planning of staff sabbaticals, to ensure alignment 

with the overall School research plan and strategy. (UCD School of Archaeology) 
 
5.22 In addition to the regular developmental conversations with the Head of School, the School should 

introduce annual strategic research conversations to support meeting the aims of the School Research 
Strategy,  as well as development of grants and publications.  (UCD School of Archaeology) 

 
6.12 Protect, with senior appointments in these areas as current faculty retire, the key traditional areas of 

expertise, on which the reputation of UCD in Irish Language and Literature, Folklore and Celtic Studies 
(especially Old Irish) has rested for generations. (UCD School of Irish, Celtic Studies and Folklore) 

 
6.13 The School should continue to ensure there are resources and supports for all academic staff members to 

carry out research (e.g. internal and external mentoring of staff, workload management, support for staff 
in developing research networks and profile.)  The University should help in this regard: the small allowance 
provided for research travel, for example, hardly promotes a vigorous research culture. (UCD School of Irish, 
Celtic Studies and Folklore) 

 


