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ACCELERATED DEVELOPMENT PROGRAMME
EMPLOYMENT PROTOCOL
1. Purpose and Intent

This development programme is Rhodes University’s response to the National Research Foundation (NRF)’s research career advancement fellowship programme. The NRF fellowships have been made available to “strengthen research capacity and scientific research leadership” (NRF Research Career Advancement Fellowships, 2013, p.3) and to interalia (p. 3 and 4) achieve the following:

· “Provide a career path for postdoctoral researchers to pursue a career in research;

· Create the opportunity for emerging researchers to be mentored and groomed for research leadership and academic positions;

· Create the opportunity for senior post-doctoral researchers to strengthen their research track … and to establish themselves as independent researchers;

· Create the opportunity for these emerging researchers to gain experience in post-graduate training;

· Effect a transformation in the demographic composition of the established researchers in South Africa, with respect to race, gender and persons with disabilities;

· Develop a cohort of potential candidates for the South African Research Chairs Initiative (SARChI).”
The Rhodes University accelerated development programme seeks to achieve these goals by accelerating the academic careers of individuals from designated groups, through providing opportunities to acquire, within a mentoring system, research, teaching and research supervision experience.

For those who have completed this programme, Rhodes University will seek to retain these staff by linking to permanent or contract employment opportunities (see point 2.7 for more detail). Where current permanent Rhodes staff are employed in terms of this programme, their current permanent post will be retained (see point 2.8 for more detail).
2. Nature of Development Posts and the Development Programme
2.1 Duration of contract
These are five year full-time contract posts, at the level of researcher or senior researcher.
2.2  Management of the Programme
The Centre for Higher Education Research Teaching and Learning (CHERTL) shall manage this programme taking care that the various elements of the programme are met. CHERTL has extensive experience in running similar programmes. CHERTL very successfully partners with the HR Division on the running of this programme, where necessary. 
CHERTL’s responsibilities will include ensuring:

· That the Deans ensure departmental readiness for the candidate and identification of the mentor
· Mentor training

· Candidate/new staff orientation

· That the development plan is drawn up

· That the Research Office ensures provision of progress reports are received of the staff member

· Dealing with any problems if and when they occur, referring to the relevant individuals/departments
· The evaluation of the effectiveness of the placement.

CHERTL will not be required to report to the NRF on this programme. Any such reporting will be managed within the Research Office.
2.3 Placement of candidate

In placing the candidate in a particular department, there shall be a departmental commitment that the person 
appointed will be aligned with the department’s research profile and teaching needs (in the short-term and long-term); 

and that the department will be able to provide a supportive and stimulating environment and is committed to the 
programme and meeting the conditions of the NRF programme.
2.4 Mentor

A suitable mentor from within the department will be appointed. This is someone who is able to provide support and 
guidance to the individual, who is able to ensure exposure to appropriate opportunities within the department and who 
will meet the requirements of the programme e.g. attendance at a mentor orientation, submission of development 
plans, submission of mentor reports. Liaison with Centre for Higher Education Research Teaching and Learning (CHERTL)

CHERTL is required in this regard.
2.5 Development plan
Each candidate will be required to submit a development plan within the first three months of their contract, aligned to the goals outlined in their submission to the NRF bearing the following principles in mind:

· 80% of the post will be spent on conducting of research, supervising and mentoring post-graduate students;
· 20% of the post will be spent on teaching and/or administration linked to the post-graduate programmes.

During the course of the contract, candidates will be expected to complete the following:

· Module/short course on supervision of research run by the Centre for Higher Education Research Teaching and Learning (CHERTL)

· Module/short course on assessment of student learning. (This may in due course be integrated with the above module).
Both of these courses are practice-based so requires exposure to research supervision and some teaching.

Each candidate’s development plan will be different depending on his/her experience and stage of development. The development plan must be signed off by the mentor and the DVC: Research or Development or his/her designate.
2.6 Monitoring of Progress + progress reports

The mentor will monitor the progress of the staff member towards meeting the objectives set out in the development plan including meeting formally at least once a month with the staff member. 

The mentor will submit reports on the staff member’s progress, two in the first year at six-monthly intervals and thereafter on an annual basis.  These reports are first to be discussed with the staff member and then signed by him/ her.   The reports will be sent to the Head of Department for his/her signature before being forwarded to the Deputy Vice-Chancellor: Research and Development via the appropriate Dean.   Where problems are identified, these will be resolved with the input of CHERTL, the mentor, relevant HOD and the DVC: R+D and if necessary, the Director: HR.

The annual report shall also be used to meet the NRF’s requirement of an annual progress report. This needs to be provided in the format required by the NRF. Should corrective measures be required to ensure that the stated objectives are met within the stipulated time-frames, more frequent reports may be requested.
In addition, the NRF shall meet with the institution on annual basis to review the progress of the research fellow.


A mid-term evaluation of the research activities after year 3 of the fellow-ship will also take place by the NRF. At the end of the first year funding period, a final report will be submitted.
2.7
Post programme requirements for staff not already employed at the institution
The NRF has indicated that it is desirable that institutions are able to absorb candidates on these five year contracts into their employment. Such applications will be at an advantage. 

As a result, Rhodes will seek to maximize such opportunities by looking for the following placements of candidates:

· In departments where there are vacancies due to retirements in five years’ time

· In departments where there is likely to be a turnover of staff within the five year period

· In departments where there are growth opportunities and there is a possibility of an extra post being made available

· In disciplinary areas where external funding can be accessed once the researcher has established him/herself (post the five year contract) or where the individual can join a research group responsible for its own funding of salaries.

2.8  Programme requirements for staff already employed at the institution

Current permanent staff of Rhodes University will be employed under the following conditions:
· Permanent post will be retained for the staff member post the 5 year contract

· No academic leave will be given during the 5 year contract period as this is a research contract post (this is consistent with the conditions of service for research staff). Any academic leave accrued prior to the 5 year contract period will be retained

· The person is entitled to apply for promotion during the 5 year contract period

· The person’s remuneration will be retained at the same level and the person will continue to get the salary remuneration adjustments as for permanent staff

· Within the department, a person will be employed to replace the current staff member. This person will be employed at the level of lecturer for a 3 year contract period in the first instance with the option to renew for a further 2 years. This will be linked to the 3 year review of the fellowship
· Points 7.1 to 7.4 and 7.7 to 7.9 also apply to current staff.
3. Eligibility of Applicants

As per the NRF requirements, applicants must: 
1. Be South African citizens or in possession of South African permanent residency;

2. Have obtained a research doctorate;

3. Have a minimum of two years of post-doctoral research experience;

4. Have demonstrated outputs emanating from their doctoral and post-doctoral research activities. These include articles published in peer reviewed journals;

5. In being employed on the development programme, have obtained their research doctorate no more than eight years prior to this(i.e. in considering applicants for employment in 2014, only those candidates who graduated in 2006 and thereafter then will be considered;
The following NRF criteria for choosing candidates should also be considered:

6.   Candidates must  undertake research that is in line with national and University research priorities;
7.    Preference will be given to those fellows who have obtained post-doctoral research experience outside the 
       university where the doctoral degree was granted;
8.    The applicant may not concurrently hold funding with another NRF fellowships or any other fellowship from a South 
        African government source;
9.    A nominee may not be in full-time employment elsewhere for the duration of the fellowship.
4. Selection Criteria
The University shall consider applications for this programme and shall determine who will be supported in their 

application to the NRF.
Contingent on funding available
, candidates can be supported at one of two levels:
(a)
Researcher
(b)
Senior researcher

Consistent with the criteria for selection and promotion of academic (including research staff), the following 
requirements will be used to assess support for candidates:
	
	Researcher
	Senior Researcher

	Qualification
	PhD in an research area supported by the institution or a scarce skill area

	1. Research outputs: quality and quantity
	Consistently produces outputs of a very high standard 

	
	Solid research and publication record for the discipline
	Substantial research and publication record for the discipline

	
	Presents at national conferences
	Presents at national and international conferences

	
	Strong research trajectory with the potential to development a national profile
	National profile with the potential to develop an international profile e.g. invited to contribute to books, national journals, national conferences

	
	Ability to achieve a very good NRF rating in discipline
	Preferably an NRF Rating and where there is a rating, this is very good for the discipline

	2. Post-graduate supervision
	Preferably, some experience in capacity building of students, in particular students from disadvantaged educational backgrounds.
	Evidence of successful capacity building of students, in particular students from disadvantaged educational backgrounds.

	
	Successfully supervised post-graduates
	Very good reputation for supervising at post graduate level

	
	Preferably, some experience of publications coming out of student research
	Evidence of publications coming out of student research

	Fund raising
	Capacity to fund-raise for research 
	Evidence of fund-raising for research

	Professional involvement
	No evidence required on appointment but involvement in journal service, external examining,  professional service and/or research reviews would be advantageous
	Some evidence of involvement in journal service, external examining, professional service, and/or research reviews.

	Leadership, Management and Administration
	Ability to competently manage a research project and/or a research group
	Evidence of effective management of a research project and/or a research group

	
	Evidence of engagement in current setting
	Ability to show academic  leadership in research within the department

	Commitment
	All candidates must show promise in their chosen academic disciplines and must be committed to pursuing a long-term career in the university environment.


In terms of the institutions’ own transformation agenda, preference will be given to Black men or women. This is 

consistent with the NRF’s own requirement that 60% of all candidates are Black and 50% women.
4. Identifying placement of these development posts
The following strategies will be used to identify the placement of these posts;

4.1
Human Resources (HR) is to identify possible opportunities or placements. HR will liaise with the Deans and HoDs about these possibilities. Key areas will be identified and a commitment made from HoDs as per the programme requirements;
4.2
A call for interested applicants will be made by the Research Office;
4.3
Identification of promising candidates could also take place during ongoing selection processes for other positions at Rhodes University;
4.4
Identification of promising candidates from amongst post-doctorates;
4.5
Identification of promising young academics from amongst current staff for whom this programme presents an opportunity to accelerate their research trajectory.
6.  
Selection process
6.1 
All interested candidates will be asked to submit a comprehensive CV as part of the application process;
6.2
Referee reports, if necessary, will be accessed;

6.3
Various Selection Committees will be convened to consider the multiple applications as follows:
· For applications from a particular department/discipline, the relevant Dean, relevant HoD, and HR will meet to consider the application;
· The Committee will simply decide that the application meets or does not meet the requirements for the researcher or senior researcher.
6.4
All applications recommended will be considered for approval by the Deputy Vice-Chancellor: Research and Development subject to the following criteria:

· Employment equity status of the applications;

· Opportunities for short-term and long term-placement in the institution;
· That department is an appropriate placement and that there is a suitable mentor;

· Any budget considerations that will impact the institution.

6.5
Successful candidates will be advised and they will then be able to follow the application process of the NRF.

7. 
Conditions of Employment for the Beneficiary
Should the candidate be accepted for the programme by the NRF, the person will be appointed by Rhodes University  under the following terms:

7.1
The staff member shall be employed on a full-time basis;
7.2
However, as part of this employment, the staff member shall be given a scholarship for the further study which is defined by section 1091) (q) of the Income Tax Act 58 of 162 as “as the formal process whereby the person enhances his knowledge, intellect or expertise”;

7.3
Such a scholarship is exempt from tax provided that “the employee agrees to reimburse the employer for any scholarship or bursary granted to that employee if that employee fails to complete his or her studies for reasons other than death, ill-health or injury” (section 10(1)(q) of the Income Tax Act 58 of 1962). The employee need not actually be awarded a degree or certificate at the end of the course of study given the definition of study above. A lack of completion of the development programme would result in the staff member being liable for the full value of each year of the scholarship;
7.4
Where there is successful completion of the development programme, for every 20 months of payment of the scholarship, there shall be one year of service required. This means that after the five years on the development programme the individual shall be required to work for Rhodes University for a further three years. Should the individual leave before the end of this service contract, the person shall be liable for the costs of the scholarship on a pro-rata basis; 

7.5
The staff member appointed to the NRF development post will have the same employment status as any other long-term contract research member of staff.   S/he will be eligible for the same benefits as these staff including access to available transit housing and payment of reasonable relocation expenses; 

7.6
Should the staff member join the permanent staff at the end of the five year contract, s/he will only be required to serve a further probationary period of one year, provided that all probationary requirements are met;

7.7
As the staff member is employed on research terms, she/ will not accrue academic leave;
7.8
The new staff member may apply for funding from the Joint Research Committee. In his/her first year of employment, a late application for funding can be made to the Research and Development Office;

7.9
The NRF will make an allocation of R100 000 per annum to support the research running and travel expenses of the staff member in the conducting of his/her research. The management of these funds will be subject to the requirements of the Research Finance Office.
8. 
Associated Costs of Development Posts
The NRF shall pay R350 000 per annum towards the remuneration costs of the candidate. With the restructuring of the package with a scholarship (the staff member will receive the same net pay as if they were paid R350 000 per annum), this will provide some additional funds to support the running of the project e.g. cost of mentor training, meetings with these staff members and the possible appointment of candidates at the senior researcher level.
Last updated: October 2013
� The NRF will pay R350 000 per annum towards the remuneration costs of the candidate. Any top-up (e.g. if an appointment is at a higher level) will need to be made by Rhodes.
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