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Introduction 

 
Key HR related recommendations from Review Group Reports (2017/18) 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          7 

 Research Activity          8 
 
 
 
 

 

Organisation & Management 

2.7 The RG was of the view that the School does not currently have the necessary infrastructural and human 
resources to realise all of its stated ambitions, therefore its strategic objectives and the capacity-building 
activities required to attain them should be subject to ongoing re-appraisal. This may require difficult 
choices and decisions to be made. The calibre and commitment of the School’s faculty and staff, its 
culture of collegiality and openness, and the esteem in which it is held by external stakeholders will be a 
major asset in debating these choices and making decisions that can command the support of the School 
community and its key internal and external stakeholders. (UCD School of Chemical & Bioprocess 
Engineering) 

 
2.11 The RG notes the concentration of a considerable number of key leadership roles in a relatively small 

number of faculty and staff and therefore recommends a greater distribution of responsibility among all 
faculty and staff in the new management structure. Individuals should be assigned responsibility for 
leading each key strategic area and work with a team to implement the key objectives for that area. 
These leadership roles should rotate after a defined period to be determined by the School in order to 
promote succession planning, build capacity, distribute expertise and facilitate leave of absence to build 
capacity in research and innovation. (UCD School of Chemical & Bioprocess Engineering) 

 
2.12 The RG notes that the administrative staff complement has decreased since the last review, that the 

School in its SAR recognises the need for greater administrative resourcing, and the high administrative 
load on faculty and staff. We therefore recommend that priority be given to obtaining additional 
administrative support, including by exploring the extent to which such support could be shared among 
relevant schools within the College of Engineering and Architecture. Such support should be aligned with 
the School’s key strategic objectives, for example in research, innovation and external engagement. The 
RG was particularly concerned at the risk in terms of succession planning and access to professional 
development opportunities of reliance on a single administrative officer. At the very least the School 
should immediately commence discussions on the potential of ‘cross-cover’ arrangements within the 
College to support the professional and career development of its sole Administrative Officer. (UCD 
School of Chemical & Bioprocess Engineering) 
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2.13 The RG recommends that the mix among and within the employee categories of faculty, administrators 
and technicians be reviewed so that it aligns with and supports the School’s strategy to build research 
capacity and diversify funding sources; innovate, ‘de-crowd’ and rationalise the curriculum; attract 
international students and engage proactively with its key external stakeholders. (UCD School of Chemical 
& Bioprocess Engineering) 

 
2.14  It is imperative that the College Principal and the Head of School are aligned in terms of their approaches 

to both the current challenges within the School as well as planning for the future of the School. There is 
an urgent need for greater transparency of roles and accountability for responsibilities at the various 
levels of School organisation. Hence, the Review Group recommends that the incoming Head of School is 
allocated an advisor (a senior UCD academic, external to the School and College, with institutional and 
Headship experience) to advise the School with regard to the development of its structures and 
processes. (UCD School of Economics) 

 
2.15  The Review Group recommends that the incoming Head of School delegates specific responsibilities to 

each member of the School Executive Committee. The Review Group also recommends that this 
committee increases the frequency of meetings to, at minimum, a monthly basis to both manage the 
running of the School and work on the School strategic plan. (UCD School of Economics) 

 
2.16  The School should clarify how its global engagement activities are represented in School structures and 

the Review Group recommends that the academic staff cohort teaching in Beijing be represented on the 
School Executive Committee. (UCD School of Economics) 

 
2.17  The School should consider extending the current 3-year headship term to five-years, which would 

improve continuity. All senior academic staff should be expected to take their turn in the role, as well as 
fully engage in the operations of the School Executive Committee or equivalent. (UCD School of 
Economics) 

 
2.18  As the School has ambitious plans in relation to future staff planning and recruitment, the integration of 

the relevant activities of the Head of School, the School Manager, the College HR Partner and the UCDHR 
Resourcing Consultant is essential. Therefore, the Review Group recommends that this group have 
formal, agenda driven, monthly meetings. (UCD School of Economics) 

 
2.19  The Review Group recommends that UCD Human Resources meet with School staff to clarify changes to 

UCDHR structures, roles, responsibilities, terminology and lines of communication. (UCD School of 
Economics) 

 
2.21  The School, with guidance from the College Principal, should implement a mentoring system for all staff. 

The mentor may focus on teaching or research as is required on an individual basis. Appropriate mentors 
should be identified from the wider University community, as appropriate. (UCD School of Economics) 

 
2.23  The roles of the administrative staff need to be clearly defined. This should be undertaken prior to any 

future administrative appointments with clearly articulated reporting lines, responsibilities and job 
specifications. This should also include clarification of relationships with staff in UCD Support Units. (UCD 
School of Economics) 

 
2.6  The Review Group recommends the formation of an advisory group within the School, in partnership with 

the College, co-opting external academic and professional administrative expertise. This would require a 
clearly formulated Terms of Reference and timeframe for completion of its express purpose which would 
be: 

 identification of a unified vision for the School; 

 evaluation of opportunities for future development; 

 identification of opportunities for harmonisation across Subjects in the delivery of education and 
research; 
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 development of an organisational chart, clearly mapping out the current School governance 
structures, and the reporting lines of School office holders and School committees. This should 
then be updated following the work of the advisory group. (UCD School of Languages, Cultures & 
Linguistics) 

 
2.7  The Review Group recommends the formation of a management team or similar, comprising individuals 

who can assist the Head of School with activities such as strategic resource allocation, performance 
management and to help implement the outcomes from the advisory group. (UCD School of Languages, 
Cultures & Linguistics) 

 
2.8  The Review Group recommends continued engagement between School administrative staff and faculty 

to optimise administrative processes within the School, for example, to ensure a reasonable spread of 
deadlines for staff and students throughout the academic year. (UCD School of Languages, Cultures & 
Linguistics) 

 
2.12  Incoming post-holders should shadow the current post-holder for a period appropriate to the role (e.g., 

for Head, this should be a period not less than 6 months). The Headship transition should take place in 
June, rather than September in order to facilitate the efficient management and development of the 
School. (UCD School of Physics) 

 
2.13  The Review Group recommends greater transparency in appointments to roles in the School and that for 

career development and better decision-making these roles should be rotated amongst different groups 
and categories of staff. (UCD School of Physics) 

 
2.14  The School currently does not operate a workload model. The Review Group recommends that the School 

investigate existing models and adapt them to the School’s needs. The workload model should be viewed 
primarily as a developmental tool to enable recently appointed staff in particular, to focus on 
consolidating their research output and profiles. (UCD School of Physics) 

 
2.15  The Review Group recommends that the School develop stronger supports in relation to career 

development and mentoring for all categories of staff, in keeping with the UCD Performance for Growth 
framework. To this end, the workload model recommended in 2.14 would support planning and career 
development. (UCD School of Physics) 

 
2.12  As the School continues to develop, and to ensure unity of purpose and integration, consideration should 

be given to re-evaluation, re-organisation and reconfiguration of leadership roles in the School, including 
the roles of Director of Teaching and Learning, Director of Research, and Director of Graduate Studies. 
(UCD School of Social Policy, Social Work & Social Justice) 

 
2.13  Engagement in an “away day” would provide an excellent opportunity to support the review of both the 

organisational activities and the management of the School. In this context, the Review Group would 
recommend the following: 
 
2.13.1  The School should clearly map out its current structures, processes and procedures. This could 

involve developing an organogram clearly indicating the interrelations between the different 
entities of the School (management structures, committees, centres, disciplines). 

 
2.13.2  Terms of Reference for key roles, which include transparency about duties and responsibilities 

and duration, should be identified and clearly communicated to all School staff. 
 

2.13.3  The School could avail itself of support from University units, for example, UCD Human Resources 
and UCD Agile, in these mapping and planning exercises. (UCD School of Social Policy, Social Work 
& Social Justice) 
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2.14  The School should engage in active succession planning – consider the appointment of a Deputy Head of 
School as a route to succession planning and to alleviate some of the Head of School’s workload. (UCD 
School of Social Policy, Social Work & Social Justice) 

 
 
 
 
 

Staff & Facilities 

3.22 The School should engage with the Athena Swan scheme with the aim of improving gender balance within 
the School, mindful of the impact of gender imbalance upon the student profile and concomitantly on the 
career progression of female engineers with the profession. (UCD School of Chemical & Bioprocess 
Engineering) 

 
3.20  The School should engage with the Athena SWAN Award process and should plan to apply for the Bronze 

level Athena SWAN Award as soon as possible. (UCD School of Economics) 
 
3.11  The School and University should continue to engage with issues surrounding gender representation in 

the School and strongly engage with Athena SWAN. (UCD School of Physics) 
 
3.18  In relation to gender balance, the School should consider engaging with UCD’s Athena SWAN initiative. 

(UCD School of Social Policy, Social Work & Social Justice) 
 
3.24 Building on Recommendations 2.6, 2.7 and 2.9, the School should review the current planned staffing 

numbers and profile (among faculty, technical and administrative staff) and align this to the effective 
development of its faculty consistent with its strategic ambition to obtain a significant increase in its 
current QS ranking. This will involve a critical assessment regarding which of its current activities to stop, 
continue and enhance, and what new activities to start. (UCD School of Chemical & Bioprocess 
Engineering) 

 
3.26 Opportunities for ongoing career development of faculty and staff should be clearly articulated and 

communicated to all, building on the quarterly meetings that are required for newly-appointed 
employees. A mentoring scheme for early career faculty and staff should be established and supported by 
senior colleagues. (UCD School of Chemical & Bioprocess Engineering) 

 
3.27 Mindful of the changes to the School’s staffing profile, the School should develop a clear road map for 

succession planning for all the major school administrative roles. This should be communicated to all 
faculty and staff, and updated annually. (UCD School of Chemical & Bioprocess Engineering) 

 
3.13  UCDHR should provide appropriate support, training and mentoring for all incoming Heads of School to 

enable an effective transition of headship and support during their tenure. (UCD School of Economics) 
 
3.14  The School should consider a more flexible approach regarding the provision of individual staff rewards 

and incentives for innovations in teaching, organisation and research. (UCD School of Economics) 
 
3.15  The School should introduce an induction programme for all new staff to enhance their understanding of 

School and University systems, to ensure clarity about their roles, awareness of their rights and 
responsibilities and opportunities for development. (UCD School of Economics) 

 
3.16  The School should consider how the new P4G scheme may be better integrated with the School’s 

ambitions, vision and mission. Staff should also be supported and encouraged by the School to participate 
on courses offered by the University or through their engagement in Communities of Practice as part of 
their personal CPD, upskilling and learning through the sharing of good practice. (UCD School of 
Economics) 
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3.11  The School could benefit from engaging proactively with both a redesigned WLM and the staff 

development programme (P4G), to review and reallocate its academic workload and administration. (UCD 
School of Languages, Cultures & Linguistics) 

 
3.12  The School should develop a five-year staffing plan intimately connected to the broader vision for the 

School. This should involve strategic investment in key areas to ensure sustainability within the financial 
envelope available to the School. (UCD School of Languages, Cultures & Linguistics) 

 
3.13  The Review Group cautions against both excessive diversification (e.g. (re)introduction of additional 

languages) and an expectation that all posts falling vacant because of retirements, be automatically filled 
in the same or similar areas of the relevant Subject. Consideration should be given to investment in areas 
judged to have considerable potential for growth e.g. Translation Studies and English, European and 
World Literatures. (UCD School of Languages, Cultures & Linguistics) 

 
3.14  The School should move as soon as possible to appoint an educational technologist (ET) to support the 

work of the School Head of Teaching & Learning. The Review Group recommends that the first task of the 
ET might be to conduct a thorough analysis of the School’s needs in this area: for example, the decision 
between the provision of a language laboratory or investment in software that students can access in 
various locations. (UCD School of Languages, Cultures & Linguistics) 

 
3.15  The different needs of Foreign Language teaching and, for example, the teaching of Phonetics and Corpus 

Linguistics should be taken into consideration when thinking about space requirements. (UCD School of 
Languages, Cultures & Linguistics) 

 
3.16  SLCL should implement a compulsory and forward-looking workload model for all faculty and academic-

related staff, based on a 40:40:20 split, with opportunity for variation at the discretion of the Head of 
School. 

 The WLM should be explained clearly to all so that it is understood that it represents a broad-
brush overview of an individual’s contribution rather than an exact reflection of time spent. 

 Key administrative roles should be weighted according to an agreed points system or similar. 

 The WLM for all staff should be initially prepared by School administrative staff, before being 
passed to the individual staff member for review and agreement. 

 The WLM findings should be transparent; the outcomes should be shared with all staff, perhaps 
initially anonymously. 

 Individual workloads, as measured by the WLM, should feed naturally into discussions taking 
place as part of the annual performance development process. 

 The WLM should be used as a key piece of management information to inform future staffing 
decisions. (UCD School of Languages, Cultures & Linguistics) 

 
3.17 Staff should engage constructively with the University’s new staff development system, including: 

 within the School, potential reviewers need to be identified and trained; 

 School staff concerns and expectations regarding the new development system need to be 
articulated and clarification provided by UCD Human Resources; 

 the School needs to ensure that information from the research management system and WLM 
feeds into this process to facilitate a rounded discussion and to avoid duplication of effort. (UCD 
School of Languages, Cultures & Linguistics) 

 
3.18  Consideration should be given to streamlining academic administration undertaken by faculty and moving 

some tasks to the School level, thereby providing development opportunities for School administrative 
staff as well as freeing up faculty time for teaching and research. Administrative staff numbers may need 
to be increased to facilitate this restructuring. Examples for School consideration include: 

 ERASMUS support, some exams and assessment support, and coordination of hourly-paid staff 
could all be done by School administrative staff with advice from faculty. 



7 

 The very time-consuming coordination of language teaching could be taken away from research-
active staff if a clearer career structure were put in place for language teachers. (UCD School of 
Languages, Cultures & Linguistics) 
 

3.19  The School should consider ways to improve the low morale of the language-only teaching staff. This 
could include identification of opportunities for career progression, greater clarification of the role that 
these staff play in the School, and recognition of the importance of their contribution to the School. (UCD 
School of Languages, Cultures & Linguistics) 

 
3.12  The School should develop a policy on induction, probation and mentoring for all new staff in keeping 

with relevant UCD policies. (UCD School of Physics) 
 
3.14  The Review Group recommends that the School develop a staff handbook detailing key processes and 

operations. (UCD School of Physics) 
 
3.15  The Review Group recommends that the College and University reconsider the current policy on 

Administrative career development and promotion. (UCD School of Physics) 
 
3.16  The School should lobby UCD HR and the University Management Team to ensure supports for new staff 

/PhD students relocating to Ireland are developed. (UCD School of Physics) 
 
3.13  The School needs to explore opportunities to address the imbalance in the number of early-career and 

late-career faculty. (UCD School of Social Policy, Social Work & Social Justice) 
 
3.14  The School could address this imbalance by considering external recruitment at senior level. While the 

Review Group supports leadership development through internal promotion, it is not certain that the 
current UCD promotional process would deliver the required leadership in time to address the challenge 
posed by imminent retirements. (UCD School of Social Policy, Social Work & Social Justice) 

 
3.15  The School needs to demystify UCD promotional process for early-career faculty (see also 7.5.3). (UCD 

School of Social Policy, Social Work & Social Justice) 
 
3.16  A clear pathway for promotion/career progression for support staff is required taking into account the 

potential impact on the School from the loss of organisational learning and memory if key administrative 
staff leave. (UCD School of Social Policy, Social Work & Social Justice) 

 
3.19  The School could host information briefings from Support Services for all faculty and staff, perhaps during 

staff meetings, to improve familiarity with support provision available to staff individually and to the 
School. (UCD School of Social Policy, Social Work & Social Justice) 

 
 
 
 
 

Teaching & Curriculum 
 
4.11  The School should introduce a mentoring system for new and early-career faculty to include support for 

their development as a University teacher. This should include increasing awareness of opportunities to 
obtain a University Qualification in Teaching and Learning. (UCD School of Economics) 

 
4.12  The School, with guidance from UCD Teaching & Learning (UCD T&L), should develop a programme for 

new recruits covering aspects of Teaching and Learning including, for example, the use of the Virtual 
Learning Environment, grading and standards, examination procedures, and student support services. 
(UCD School of Economics) 
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4.13  The School should consider, with guidance from UCD T&L, introducing peer review of teaching for all 
faculty. (UCD School of Economics) 

 
4.14  The School should, with advice from UCD T&L, provide consistent training and support for tutors (most of 

whom will have no teaching experience), and establish the role of module coordinators in this. This will be 
increasingly important when the small group teaching system is no longer new. (UCD School of 
Economics) 

 
4.15  The School should ensure that small group teaching is firmly embedded and sustainable for the future, 

focusing on a secure supply of graduate students and post-docs, and effective administration. (UCD 
School of Economics) 

 
4.19  Falling PhD numbers is impacting on the number of graduate students able to help deliver courses 

through demonstrating and tutoring; the School needs to find work-arounds. Proper remuneration and 
training would make these roles more attractive to graduate students. (UCD School of Physics) 

 
 
 
 
 

Research Activity 
 
5.9  The School should implement the College’s new rules around sabbatical leave. Staff taking leave must 

submit clear plans before the leave period and feedback on outcomes afterwards. (UCD School of 
Languages, Cultures & Linguistics) 

 
5.10  The School should consider allowing staff to spread a one-semester leave over a full academic year to 

facilitate the continued delivery of specialist modules, e.g. staff could take a number of sabbatical weeks 
in each semester or 1-2 days sabbatical leave per week over 2 semesters. (UCD School of Languages, 
Cultures & Linguistics) 

 
5.11  In particular, the School should acknowledge that most colleagues, not just the early career researchers, 

would benefit from support in developing and sustaining their research. The idea that this responsibility 
should fall entirely to the individual academic is not supported, and suggests an abdication of 
responsibility towards the scholarly community of the School. (UCD School of Languages, Cultures & 
Linguistics) 

 
5.12  The School, in conjunction with the College, should consider the inclusion of support for ‘early- and mid-

career colleagues at Lecturer/Assistant Professor level’ within job descriptions for more senior academic 
roles and highlighting the need to do this as part of promotions processes. (UCD School of Languages, 
Cultures & Linguistics) 

 
5.18  The School needs to map the actual and potential impact of sabbatical leave on the teaching and 

administrative workload of colleagues. (UCD School of Social Policy, Social Work & Social Justice) 
 

 


