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ABOUT THE STUDY 
 

“Research Careers in Europe” is a study with an evaluative character. It addresses the following 

three specific topics:  

 

1) perception and promotion of research careers; 

2) dual careers in research; 

3) research career restart. 

 

The key insights and conclusions presented in this report, as well as most of the study 

recommendations were developed to help the European Commission to improve the design and 

implementation of the Horizon 2020 Marie Skłodowska-Curie actions (MSCA). This programme aims 

to further contribute to stimulating commitment towards research careers and to support attractive 

employment and working conditions for researchers in Europe. 

 

The evidence for drafting this study was mainly drawn from the quantitative and qualitative data 

collected through an extensive survey programme. In particular, 3,904 individual researchers, 

1,572 representatives of research organisations and a number of national stakeholders (National 

Contact Points for the MSCA, research funding organisations, etc.) were surveyed by the study 

team.  

 

The study also benefited from the qualitative data collected through interviews with EU-level 

officials and people involved in practical implementation of relevant initiatives (i.e. programmes 

and schemes dedicated to addressing the dual career or career restart issues, as well as promotion 

of research career promotion) at national level. Further evidence was drawn from 10 case studies 

and extensive desk research (i.e. the analysis of other relevant studies and documentation 

published by researchers, organisations implementing relevant initiatives and other actors in the 

field) carried out by the study team. 

 

The study was carried out by PPMI (Lithuania), in close collaboration with two subcontracted 

companies, namely INOVA+ (Portugal) and CARSA (Spain).  
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1. Context 
 

1.1    Background 
 

"Horizon  2020"  (H2020)  is  the  new  Framework  Programme  for  Research  and Innovation for 

the period running from 2014 to 2020. It includes the re-named "Marie Skłodowska-Curie  

Actions"  (MSCA)  within  the  "Excellent  Science"  priority,  with  a budget of €6.162 billion. The 

actions maintain their profile compared to the previously known Marie Curie actions (MCA), 

providing financial support to researchers at all stages of their careers, from PhD candidates to 

experienced researchers1. Their objective is to support researchers' career development and 

training -with a focus on innovation  skills-  in  all  research  disciplines  through  worldwide  and  

cross-sector mobility. The actions are open to all domains of research and technological 

development addressed under the Treaty on the Functioning of the European Union, following a 

"bottom-up" approach, i.e. individuals and organisations working in any area of research can 

apply for funding. 

 

One of the strategic objectives of MSCA is to strengthen the quality and quantity of researchers in 

Europe, thus promoting the further development and consolidation of the European Research 

Area (ERA) and supporting its target of one million more research  jobs  in  the  EU  by  2020  

(Innovation  Union  Flagship  Initiative).  The programme also aims at stimulating people to take 

up the profession of a researcher, at encouraging European researchers to stay in Europe, and 

at attracting to Europe the best researchers from other parts of the world. It promotes equal 

opportunities and gender balance in research, and a better inclusion of science and research in 

society. In that respect, the programme also seeks to break the real and perceived barriers 

between academic and other sectors, especially business. The MCAs have since 1996 and the 

Fourth Framework Programme for Research and Innovation (FP4) contributed to the mobility, 

training and career development of approximately 80.000 researchers so far, in Europe and 

beyond. Under H2020, MSCA should enable the funding of another 65.000 researchers, among 

which 25.000 PhD candidates, thereby becoming the main EU programme for structured doctoral 

training. 

 

1.1.1   Perception and Promotion of Research Careers 

 

In order to prevent potential shortage of researchers, enhanced and more visible career 

prospects should be set forward to help build a positive public attitude towards the researchers’ 

profession, and thereby encourage more young people to embark on careers in research. Society 

should appreciate more fully the responsibilities and the professionalism that researchers 

demonstrate in executing their work at different stages of their careers and in their multi-faceted 

role as knowledge workers, leaders, project coordinators, managers, supervisors, mentors, career 

advisors or science communicators. 

 

In that setting, applicants to MCA since 2011 have been asked to include outreach activities as 

part of the career development plan of the fellows in their proposals. This approach will continue 

under H2020, where beneficiaries of the MSCA are required to plan suitable public outreach 

activities to further enhance dissemination and public engagement. Researchers should ensure 

that their research activities are made known to society at large in such a way that they can be 

understood by non-specialists, thereby improving the public's understanding of science and 

motivating young people to embrace research careers. 

 

Furthermore, support actions such as the European Researcher's Night (previously known as 

Researcher's Night under FP7) aim specifically to bring researchers closer to the general public 

                                           
1 Early-stage researchers have less than four years of full-time research experience and no 

doctoral degree, while experienced researchers already have a doctoral degree or at least four 

years of full-time research experience. 
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and to encourage young people to embark on scientific careers. This event takes place annually 

as a Europe-wide public and media event and is the occasion for the promotion of research 

careers, in particular towards young people and their parents, pupils and students. Activities can 

combine education aspects with entertainment, especially when addressing young audiences. They 

can take various forms, e.g. hands-on experiments, science shows, simulations, debates, games, 

competitions, quizzes, etc. 

 

For decades, stereotypes about scientists have been persisting and still influence the public 

opinion of a researcher and his/her career. However, in recent times, media more and more 

portray a positive image of scientists. 

 

Results from the Flash Eurobarometer 2008 (239) study on "Young people and Science"2 tend to 

indicate that young EU citizens have a positive image of scientists: eight out of ten agree that 

they are devoted people who work for the good of humanity, one-third agrees strongly that 

science brings more benefits than harm, and the same proportion agrees strongly that science and 

technology make lives healthier, easier and more comfortable. On the other hand, 59% of the 

interviewees also recognise that, due to their knowledge, scientists have power that could make 

them dangerous, and three-quarters of them share the more pessimistic view that profit motives 

have too big an influence on today’s scientific research. 

 

As to science fields retaining attention: while almost four out of ten young people say they  would  

definitely  or  probably  consider  studying  social  sciences  (39%)  or economics (36%), less than 

a third of respondents shows an interest in each of the other fields of study listed: 31% consider 

biology or medicine, 28% engineering, 25% natural sciences and just 21% mathematics. When 

respondents from the last two categories are asked what kind of profession they intend to 

follow in the scientific world, only 12% of them want to become a researcher in the private sector 

or, alternatively, 11% in the public sector. This latter result underlines the difficulty to trigger 

interest in embarking in research careers, despite an interest for science and even research in 

general. 

 

The 2013 Eurobarometer Report on "Responsible Research and Innovation, Science 

&Technology"3  also provides useful insight. The survey shows that there is broad support for 

science education: most Europeans think that their government is doing too little to stimulate 

young people’s interest in science (65%). A majority also agrees that an interest in science 

improves young people’s job prospects (59%), culture (72%), and their ability to act as well-

informed citizens (68%). 

 

Hence, understanding better which are the remaining stereotypes about research careers to be 

challenged - notably related to gender - and defining the most appropriate strategies to 

communicate with the younger populations to raise interest in these professions is key to 

securing a continuous reserve of talented scientists for the EU, which will support its knowledge 

development, innovation capacities and boost its economic growth. 

 

In order to strengthen the quality and quantity of researchers in Europe, the MSCA do not only 

aim at encouraging people to commit to research careers, but they also aim at supporting 

researchers to establish themselves on a more stable career path by helping them achieve an 

appropriate work/life balance. The principles of the European Charter for Researchers and Code of 

Conduct for the Recruitment of Researchers4 (Charter and Code) promoting open recruitment and 

                                           
2 Flash Eurobarometer 239: "Young people and science" Analytical Report: 

http://ec.europa.eu/public_opinion/flash/fl_239_en.pdf. 
3 Special Eurobarometer 401: "Responsible Research and Innovation (RRI), Science and 

Technology" Report: 

http://ec.europa.eu/public_opinion/archives/ebs/ebs_401_en.pdf.    On    RRI,    see 

Horizon 2020 Work Programme 2014-2015, p. 17. 
4 Commission  recommendation of 11 March 2005 on the European Charter for Researchers  

and  on  a  Code  of  Conduct  for  the  Recruitment  of  Researchers, C(2005) 576 of 11.3.2005. 

http://ec.europa.eu/public_opinion/flash/fl_239_en.pdf
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attractive working and employment conditions are hence recommended to be endorsed and 

applied by all the participant institutions. 

 

1.1.2   Dual-Careers 

 

For researchers, obtaining attractive employment conditions while reaching an appropriate 

work/life balance may reveal to be quite challenging when there is a life partner to be taken into 

the equation. Indeed, family-reasons are an important barrier for non-mobility. The RINDICATE5 

study's general finding that "personal relationships are a key issue for those who are not currently 

interested in mobility" is confirmed by findings from the recent MORE II study6: when asked for 

explicit reasons for non- mobility, post-PhD researchers rank "personal and family reasons" as 

most important (67,3%). This number is even higher among female researchers (71,2%). Taking 

into account how much the career of the researcher's partner may weigh on his/her 

decision  to  take  up  or  hold  on  to  a  position  should hence  not be  neglected  in 

recruitment/human resources strategies. 

 

The number of "dual-career" couples, i.e. a couple where both partners pursue a career 

and aim to have a gainful employment, is increasing over time, and there seems to be no 

related overarching policy or guidance on the problematic in the United States (US), Canada 

or the European Union. Employers can deal with it the way they wish to (when they actually 

happen to take this parameter into account). While the problem appears to crop up less often in 

industry, it is widespread in academia. Increasingly, universities on both continents are therefore 

trying to address the issue by creating dual-hiring policies and advice offices (e.g. implementing 

Dual- Career and Integration Services, DCIS). In most cases, proposed services usually consist of 

the following options for the partner: referrals to staff positions within the university, information 

about the local job market, direct contact with local firms, assistance with curriculum vitae (CV) 

preparation. The most developed of these offices employ within their staff a dual-career specialist 

to work with non-academic partners, while others outsource it to an independent local career 

management company. 

 

In the US, while a highly increasing number of universities or research organisations implement 

such kind of dual-career offices, some universities have no written procedures to deal with 

academic couples but an ad-hoc mechanism centralised in the person of a “broker” (a faculty 

member who works university-wide to find the right departmental “fit” for a partner and 

simultaneously to find resources to seal a deal in a timely fashion). In the case of academic 

couples, it is quite often that the partner is offered a non-tenure-track faculty position or part-

time position. Although still quite rare, a split position may even be offered to academic couples 

when they have the same expertise. 

 

In Europe, some research organisations are paving the way to dual-hiring strategies, such as the 

Swiss Federal Institute of Technology (ETH) in Zurich, Switzerland, whose dual-career advice 

office handles negotiations for both the "lead" and "trailing" partner's potential posts. Germany is 

also ahead with a slightly different approach on this topic, and has created the Dual-career 

Network Germany (DCND) which regroups so far around 30 German universities. Its dual-career 

policies follow more a regional networking   approach   (partly   intersectoral,   comprising   

universities,   research institutions and private companies), helping partners of foreign 

researchers assimilate in the job market and providing initial support. They serve as an 

integration service point, but do not offer jobs for spouses of researchers. Such networks also 

exist in Switzerland with the Dual-career Network for Swiss French and Swiss Italian Universities, 

                                           
5 RINDICATE Study – "Evidence on the main factors inhibiting mobility and career development 

of researchers": 

http://ec.europa.eu/euraxess/pdf/research_policies/rindicate_final_report_2008_11_j 

une_08_v4.pdf 
6 MORE II Study – Follow-up of the MORE Study on "Mobility Patterns and Career 

Paths of Researchers": 

http://ec.europa.eu/euraxess/pdf/research_policies/more2/Final%20report.pdf 

http://ec.europa.eu/euraxess/pdf/research_policies/rindicate_final_report_2008_11_june_08_v4.pdf
http://ec.europa.eu/euraxess/pdf/research_policies/rindicate_final_report_2008_11_june_08_v4.pdf
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for instance. Germany and Switzerland actually both communicate on the dual-career issue on 

their respective Euraxess websites. To gain further insight on this issue, experienced Dual-career 

Advice and Integration Services at the ETH Zurich and the University of Copenhagen joined their 

forces with Euraxess Service Centers in Slovakia,  Estonia,  Greece,  Switzerland  and  Denmark  

around  a  two-year  project entitled "Talent And Extended Mobility In The European Innovation 

Union" (TandEM), co-financed by the European Commission (FP7-PEOPLE-2012-EURAXESS-IU)7. 

 

It is also interesting to see that most often dual-hiring opportunities are proposed to researchers 

already engaged for a certain time in their fields of activity, while very seldom to doctoral 

candidates and recently-graduated researchers8. 

 

Furthermore,  dual-hiring  policies  may  still  be  accused  of  nepotism,  as  special treatment of 

dual-career couples may sometimes be perceived as running counter to the  principle  of  equality.  

Importantly however, as underlined in the extensive reference study led by the Clayman Institute 

for Gender Research on Dual-Career Academic Couples9, it is clear that dual-career assistance is a 

particularly relevant strategy for the recruitment and retention of female researchers. Women, 

even those with strong career prospects, usually tend to give priority to the career of their 

partners and a considerable share of women actively refuses job offers if their partner cannot find 

a satisfactory position. 

 

In this setting, policy measures that could help better address the "dual-career" issue, appear to 

be a crucial goal to pursue, not only to improve and increase recruitment of talented researchers 

in general but also to impact that of women researchers in particular. Developing clear written 

policies or guidelines for vetting requests for partner hiring and leading that process through 

could contribute to improve the quality and the transparency of the processes by which 

partner recruitment decisions are made and thereby highly contribute to retain most talented 

research minds in Europe and attract those from outside of Europe. 

 

1.1.3   Career restart 

 

Another interesting issue to raise in terms of recruitment is that of career restart. As mentioned in 

the Code of Conduct for the recruitment of researchers: the "career breaks or variations in the 

chronological order of CVs should not be penalising, but regarded as an evolution of a career, and 

consequently, as a potentially valuable contribution  to  the  professional  development  of  

researchers  towards  a multidimensional  career  track."  Moreover, funders and employers 

should aim to provide working conditions which allow researchers, irrespectively of their gender, 

to combine family and work, children and career. 

 

To help serve such a purpose, a multi-disciplinary career restart (CAR) panel was set into place 

from 2010 under the FP7 Marie Curie actions, available to applicants for Intra-European 

Fellowships (IEF). Indeed, to assure equal opportunities to all proposals, applicants for such 

fellowships that were willing to resume a career in research after a break, could apply to be 

evaluated in a separate multi-disciplinary panel. To qualify for evaluation in the CAR panel, 

researchers must not have been active in research for at least 12 months immediately prior to the 

deadline for submission. This eligibility requirement was modified in 2012 down to not having 

been active or having resided in the country of their host organisation for more than 3 years 

within the 5 years preceding the call deadline, in order to introduce more flexibility and allow 

a broader population of researchers to apply and benefit from this modality. The CAR panel has 

                                           
7 http://www.euraxess-tandem.eu/. 
8 EURODOC Policy Paper "Dual-career Opportunities for Doctoral Candidates and Early 

Stage Researchers": 

http://www.eurodoc.net/eurodoc-policy-paper-dual-career-opportunitie/ 
9 Stanford University – The Clayman Institute   for Gender Research: "Dual-career 

Academic Couples : What Universities Need to Know" Report: 

http://gender.stanford.edu/sites/default/files/DualCareerFinal_0.pdf. 

http://www.euraxess-tandem.eu/
http://www.eurodoc.net/eurodoc-policy-paper-dual-career-opportunitie/
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been further carried on under the H2020 Marie Skłodowska-Curie Individual Fellowships (IF), 

available to applicants for a European Fellowship. 

 

A career break is a period away from what someone considers to be their main career. Its 

duration can range from a few months to several years, and examples include maternity leave 

and time taken off to look after children or parents. Other common reasons for taking a career 

break include travel or relocating with a partner. It may also comprise periods of paid work, 

which the person on a break does not consider to be part of their main career, or periods of 

training to diversify one's professional skills or career options. Also involuntary reasons may 

apply: inability to find a position and illness. 

 

Getting back to research after a break can be difficult, returning researchers may have to face 

younger competition, lack of confidence or new tools and technologies. On the other hand, 

spending time away from research brings many challenges, but also some advantages. Returnees 

may offer more experience and maturity than early-career scientists straight out of university 

and have a renewed enthusiasm and excitement for their field, which can be a true asset in the 

eye of an employer. 

 

Dealing with career restart can be done through various means. Some universities have well-

defined procedures for resuming a career after a leave and communicate openly the information 

on their website. Some universities or private sector companies implement active re-entry 

programmes that can either be expensive 3 day- or 3 month-courses, or free courses, to be 

followed either on-site or online. Several career restart programmes for research also exist as 

fellowship programmes (e.g. the Welcome Trust Career re-entry fellowship or the Daphne Jackson 

fellowship in the UK, the Helmholtz Association re-entry positions and equal-opportunity initiatives 

in Germany, and the MIT Career Re-engineering Program or the NIH Research Supplements to 

Promote Re-Entry into Biomedical and Behavioural Research Careers in the US). 

 

It appears that in many cases, learning about these career restart programmes before going on 

the break, keeping in touch with supervisor and ex-colleagues, doing some part-time work, 

attending meetings organised by professional societies or career development workshops once in 

a while, in other words preparing the break and the return in advance and keeping a foot in the 

door during the break period, can be of tremendous help to smoothen the following re-integration 

period. 

 

Hence, in order to improve current policy strategies in this domain, it will be extremely useful to 

gain insight into the needs of "career re-starters" and on the different approaches used to 

address those. 

 

1.2    Glossary 
 

European 

Research 

Area (ERA) 

ERA is a unified research area open to the world based on the Internal 

market, in which researchers, scientific knowledge and technology 

circulate freely. Through ERA, the Union and its Member   States   will  

strengthen  their   scientific  and technological bases, their competitiveness 

and their capacity to collectively address grand challenges. More         

information         can         be         found at: 

   http://ec.europa.eu/research/era/index_en.htm 

Framework 

Programmes 
Framework  programmes  (FPs)  have  since  1984  been  the main financial 

tools through which the EU supports research and  development/innovation  

activities  covering  almost  all scientific  disciplines.  FPs  are  proposed  by  

the  European Commission and adopted by the Council and the European 

Parliament following a co-decision procedure. 

http://ec.europa.eu/research/era/index_en.htm
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FP7 FP7 - the Seventh Framework Programme of the European 

Union for research, technological development and demonstration activities 

(2007-2013) - was adopted by Decision No  1982/2006/EC of the European 

Parliament and the Council of 18 December 2006. See: 

http://cordis.europa.eu/fp7/home_en.html 

People 

Programme 

It is one of four specific programmes composing FP7. Its main aim is to 

strengthen quantitatively and qualitatively human resources in research and 

technology in Europe by putting into place a coherent set of Marie Curie 

Actions. See http://cordis.europa.eu/fp7/people/home_en.html 

Marie Curie 

Actions 

(MCAs) 

EU funding scheme supporting researchers' mobility and career 

development since 1996. Under FP7, the eight Marie Curie Actions have been 

regrouped and reinforced in the PEOPLE Programme. 

Horizon 2020 Horizon 2020 is the financial instrument implementing the Innovation Union, 

a Europe 2020 flagship initiative aimed at securing Europe's global 

competitiveness. Regulation (EU) No 1291/2013 of the European Parliament 

and of the Council of 11 December 2013 establishes Horizon 2020 – the 

Framework Programme for Research and Innovation and repeals Decision No 

1982/2006/EC. Running from 2014 to 2020 with a budget of nearly EUR 80 

billion, Horizon 2020 is part of the drive to create smart, sustainable and 

inclusive growth and jobs in Europe. By coupling research and innovation, 

Horizon 2020 is helping to  achieve  this  with  its  emphasis  on  Excellent 

Science, Industrial Leadership and tackling Societal Challenges. The goal is 

to ensure Europe produces world- class science, removes barriers to 

innovation and makes it easier for the public and private sectors to work 

together in delivering innovation. For more information see: 

http://ec.europa.eu/programmes/horizon2020/en/ 

Marie 

Skłodowska- 

Curie actions 

(MSCAs) 

Horizon 2020 includes the re-named "Marie Skłodowska-Curie actions" 

(MSCA). Within the "Excellent Science" priority, they have an allocated 

budget of EUR 6.162 billion. The principal objective remains to support the 

career development and training of researchers in all scientific disciplines 

through worldwide and intersectoral mobility. 

See: http://ec.europa.eu/research/mariecurieactions/ 

EU Member 

States 

Austria, Belgium, Bulgaria, Croatia, Cyprus, Czech Republic, Denmark, 

Estonia, Finland, France, Germany, Greece, Hungary, Ireland,  Italy,  Latvia,  

Lithuania,  Luxembourg,  Malta, Netherlands, Poland, Portugal, Romania, 

Slovakia, Slovenia, Spain, Sweden and the United Kingdom. 

Associated 

Countries 

As the H2020 association agreements have not been finalised at the moment 

this study will be launched, all countries associated to FP710 should be 

considered as Associated Countries. 

 

2. Task specification for the assignment 
 

2.1    Overview of the objectives and scope of the assignment 
 

In order to reach the target of one million more research jobs in the EU by 2020 (Innovation 

Union Flagship Initiative), better analyses are warranted on how to best promote research 

careers towards potential future researchers and on how to better overcome certain obstacles to 

                                           
10 Albania, Bosnia and Herzegovina, Faroe Islands, former Yugoslav Republic of Macedonia, 

Iceland, Israel, Liechtenstein, Moldova, Montenegro, Norway, Serbia, Switzerland and Turkey. 

http://cordis.europa.eu/fp7/home_en.html
http://cordis.europa.eu/fp7/people/home_en.html
http://ec.europa.eu/research/innovation-union/index_en.cfm
http://ec.europa.eu/research/innovation-union/index_en.cfm
http://ec.europa.eu/europe2020/index_en.htm
http://ec.europa.eu/programmes/horizon2020/en/
http://ec.europa.eu/research/mariecurieactions/
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their recruitment and their retention on the job market. For that purpose, these obstacles will 

have to be clearly identified and defined. 

 

In that setting, the abovementioned aspects should be investigated through a study addressing 

three specific topics: 1) the perception of research careers in Europe and how to increase 

their attractiveness; 2) how dual-careers are currently being dealt with in Europe and which 

measures could be implemented to make progress on this matter; 3) the state-of-play of 

career restart opportunities within Europe and how to improve related strategies to better 

match the needs of researchers resuming their research career after a break. 

 

Analyses of the data and recommendations resulting from this study will help the European 

Commission determine to which extent and through which approach the MSCA may further 

contribute to stimulating commitment towards research careers and  to  support  attractive  

employment  and working  conditions  for  researchers  in Europe. 

 

2.2    Description of the topics to be addressed in the study 
 

2.2.1   Perception and Promotion of Research Careers 

 

In order to gain insight into how research careers are perceived and promoted across Europe, and 

to determine how to improve those and how MSCA could contribute to this process, the study 

should inter alia address the questions below. These questions may be revised and 

complemented. Examples of best practice and/or success stories should be included. The 

contractor should use relevant methodology, comprising possible surveys, interviews or case 

studies, when appropriate. The contractor should make use and build on the relevant data 

contained in previous reports commissioned by DG Research and Innovation, in particular 

regarding the measures to attract young people to science and the research profession11. 

 

 Among  the  initiatives,  at  school  and  university  levels,  developed  to  raise interest in 

science and to motivate young generations to embark on research careers, which ones 

have been demonstrated to be most efficient, and could be transposed at the EU level? 

Media programmes or mobile applications should be included. How is the impact of these 

programmes monitored? What are the main difficulties encountered? Analysis per 

country, within the EU Member States and Associated Countries. Comparison with what 

has been set into place elsewhere (e.g. in the US/Canada and 

Japan/China/Singapore/Australia). 

 

 What is the contribution of employers involved in research activities (from public and 

private sectors) to motivate young people to engage in research careers in general? 

What arguments do they specifically use in parallel to recruit researchers and retain 

these talents within their organisations? How do they monitor the impact of their 

incentives? Does the presence of research companies/ academic research organisations 

locally stimulate commitment towards research careers among young people? Which paths 

and which communication channels are being used to achieve this objective? 

 

 What  has  motivated  recently-graduated/graduating  researchers  from  EU Member 

States and Associated Countries to commit to a career in research, and what is 

motivating and discouraging younger people not yet embarked into such  a  career  to  do  

so?  Which channels have been most influential in promoting these positive or negative 

factors? For each of these groups, which job categories appear the biggest competitors of 

research careers? 

 

 Marie Curie actions have been aiming to motivate young people to commit to a research  

career,  through  outreach  activities  led  by  its  fellows  across  the different schemes, 

                                           
11 Researchers' Report 2013, in particular the good practices, country profiles, and 

Annex II, Table 36. 



                                                                        June 2016                                                             20 

  

 
  

and through the Researcher's Night initiative for instance. A summarised analysis of what 

has been done and proved to be promising could provide useful information. 

 

 Recommendations: through which concrete means could the MSCA further contribute 

to improve perception of research careers and motivate young people to embark in 

research professions? What lessons could be learnt from the analysis and inform 

policies/strategies at regional, national and EU level? 

 

2.2.2   Dual careers 

 

In order to get an overview of the state-of-play in Europe regarding the dual-career issue, as well 

as to determine how to further improve the situation and how MSCA could contribute to this, 

the study should reflect on the questions mentioned below. These questions may be revised and 

complemented (e.g. referral to and comparison with the US study12 for some of them may be 

made, when relevant). Examples of best practice and/or success stories should be included. The 

contractor should use relevant methodology,   including   possible   surveys,   interviews   or   

case   studies,   when appropriate. 

 

 What is the proportion of researchers facing a dual-career problem in the EU Member 

States and Associated Countries? How do these categorise (e.g. based on their gender, 

their career stage, their partner's career activities -researcher or other profession- and 

stage)? To which extent does it affect researchers' mobility? 

 

 Do researchers  mention  a  dual-career  concern  during  their  recruitment process? If 

yes, how and when do they address it with their potential future employer? A gender 

analysis of these points and of the outcome of negotiations would be of interest. 

 

 If procedures for dual hiring exist within the EU Member States and Associated Countries, 

what is the proportion of dually-hired researchers (hired as a couple at current work place, 

sequentially or jointly)? 

 

 How is the problem dealt with, in academia and in the private sector, within the EU 

Member States and Associated Countries (analyse per country)? If evaluations on the 

efficiency/impact of the strategies used to address this issue were made, what was the 

outcome? Do these strategies take into account new social realities (e.g. couples which are 

not married, couples of same gender)? What are the major barriers that the main actors in 

the domain of research encounter, which prevent them from implementing strategies 

and/or policies on this issue? 

 

 What is the level of awareness of researchers towards the existence of sources of support 

to dual-careers? 

 

 Recommendations: through which means could the MSCA best address the dual-

career issue? What lessons could be learnt from the analysis and inform policies/strategies 

at regional, national and EU level? 

 

2.2.3   Career restart 

 

In order to get an overview of the state-of-play in Europe regarding the career-restart issue, as 

well as to determine how the MSCA could further help researchers that wish to resume a 

research career, the study should address inter alia the questions below. These questions may be 

revised and complemented. Examples of best practice and/or success stories should be included. 

The methodology used should be appropriate, including to the extent possible surveys, 

interviews or case studies. Data from MCA fellows who were funded through the CAR panel 

under FP7 may be sought and analysed to provide insight. 

                                           
12 See footnote 9 
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 What are the main reasons for career breaks among researchers across the EU Member 

States and Associated Countries? For each reason, what are the average/ minimum/ 

maximum durations of the break? At which stage of their careers do researchers usually 

ask for a career break? Which proportion of them returns to their previous employer? 

Among those who change employers, what is their motivation to do so? Gender analysis 

for these questions should be included. 

 

 What programmes already exist in EU Member States and Associated Countries to 

promote career-restart, both in academic and non-academic settings? How do these 

compare to programmes led elsewhere, with the same objective? Under which form are 

they implemented? What is the level of awareness of researchers towards the existence of 

such sources of support to career restart (including the MCA/MSCA career restart panel), 

among those that have been on a career break and those that have not? 

 

 In EU Member States and Associated Countries, have researchers who plan to be (or 

have already been) on a career break taken any specific action to prepare their 

career restart? If yes, which one(s)? In the period immediately following their return to 

work after a career break, what could have helped those who have undergone a career 

break reintegrate more easily? 

 

 To which extent can preventive measures to exit career (e.g. flexible working hours, 

part-time working, teleworking) contribute to avoid full career breaks, depending on the 

career stage of the researcher? Are there any examples of such  strategies  having  been  

conducted  in  the  EU  Member  States  and Associated Countries, or elsewhere? 

 

 What is the perception of employers (academic or private sector research) across EU 

Member States and Associated Countries on people who take a career break? What 

are the main reasons that would prevent an employer from hiring someone that went on 

a career break? Which incentives could make them overcome their reluctances? 

 

 Recommendations: based on the analyses of the answers obtained to the questions 

mentioned above and on the analyses of the collected feedback from the  CAR  fellows  of  

M(S)CAs,  through  which  means  could  the  MSCA  best address  the  career-restart  

issue?  What lessons could be learnt from the analysis and inform policies/strategies at 

regional, national and EU level? 

 

3.    Reporting and deliverables 
 

3.1    General reporting requirements 
 

The progress of the study shall be reported to the Commission on a regular basis. The Contractor 

is obliged to present an inception report, an interim report, a draft final report and a final report, 

including the final study. All reports have to be submitted to the Commission according to the 

timetable below, and must be approved by the Commission. 

 

Each report (except the final version of the Final Report) shall have an introductory page 

providing an overview and orientation of the report. It shall describe on the one hand which parts 

of the document have been carried over from previous reports or been recycled from other 

documents, and on the other hand which parts represent progress of the study with reference to 

the work plan. 

 

All reports must be drafted in English. Electronic files must be provided in Microsoft® Word for 

Windows format. Additionally, besides Word, the Final Report must be delivered in Adobe® 

Acrobat pdf format and in 3 hard copies. The Executive Summary shall be submitted to the 
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Commission in English, French and German. The reports, presentations and any promotional 

material must comply with the rules on European Commission logo and visual identity13. 

 

The Commission will comment on all reports within a maximum of 60 calendar days. In the 

absence of observations from the Commission within the deadline, the reports will be considered 

as being approved. 

 

Within a maximum of 20 calendar days of receiving the Commission's observations, the 

Contractor shall submit the reports in their definitive form, taking full account of these 

observations, either by following them precisely or by explaining clearly why they could not be 

followed. Should the Commission still not consider the report acceptable, the Contractor will be 

invited to amend the report until it meets the standards of the Commission. 

 

3.1.1   Inception Report 

 

The report shall describe how the methodology proposed by the Contractor is going to be 

implemented in detail, after for instance having further examined the sources of data that will be 

used for the study, their quality and appropriateness. An inventory of existing studies related to 

the topic shall be presented. 

 

The report shall not exceed 60 pages, annexes excluded.  It is expected to be submitted on Month 

3 (January 2015). 

 

3.1.2   Interim Report 

 

The report is to be produced once the desk and field research has been completed, and shall 

include first findings and preliminary conclusions. The report must provide: 

 An overview of the status of the study; 

 A description of problems encountered and solutions found; 

 A summary of initial findings and results of the data gathering; 

 An assessment of the data, whether it meets expectations and will provide a sound 

basis for responding to the study questions; 

 A conclusion whether any changes are required to the work plan, or any other solutions 

should be sought in order to ensure that the required results of the study are achieved. 

If any such issues are identified, they must be discussed in the meeting with the Steering 

Group dedicated to this report; 

 A proposal for the final structure of the Final Report, as well as a structure of the 

Executive Summary. 

 

The report shall not exceed 60 pages, annexes excluded.  It is expected to be submitted on 

Month 14 (December 2015). 

 

3.1.3   Draft Final Report and Validation Seminar 

 

This document shall deliver the results of all tasks covered by these Terms of Reference, and 

must be clear enough for any potential reader to understand. The report is expected to be 

submitted on Month 17 (March 2016). 

 

The structure of the report shall follow a broad classification into three parts: 

 

 Executive summary: It sets out, in no more than 15 pages, a summary of the study's 

main conclusions and the main evidence supporting them. It shall include a 1 page 

summary statement on the main conclusions of the study. 

                                           
13 http://ec.europa.eu/dgs/communication/services/visual_identity/index_en.htm; 

http://ec.europa.eu/dgs/communication/services/visual_identity/pdf/charter_en.pdf 
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 Main report: The main report must be limited to 100 pages (annexes excluded) and 

present, in full, the results of the analyses and conclusions of the study. It must also 

contain a description of the subject of the study, the context of the study, and the 

methodology used (including an analysis of its strengths and weaknesses). 

 Annexes: These must collate the technical details of the study, and must include the 

Terms of Reference, questionnaire templates and interview guides, any additional tables or 

graphics, as well as references and sources. They must also include good practices and 

relevant case studies. 

 

Based on the approval of the Draft Final Report by the Commission, the Contractor will prepare a 

Microsoft® PowerPoint presentation on the results of the assignment, including main findings 

and conclusions. The Contractor is responsible for organising a one-day validation seminar in 

the Commission's premises in Brussels in order to present the findings of the study to a 

wider audience of approximately 50 experts from EU Member States and Associated Countries. 

The expert panel shall aim for a balance of gender, discipline and country representation. The 

contractor is encouraged to call on the MSCA's advisory group in order to benefit from the 

expertise of its members and from logistical synergies. The seminar will include a presentation of 

the main results of the study, a keynote speech from a prominent expert in the field and possible 

workshops around the theme, with a concluding plenary session covering lessons to be learnt for 

the future. Accommodation and travel costs for the seminar participants shall be identified in the 

budget of the study. Feedback from the experts attending the validation seminar may be taken 

into account in the preparation of the Final Report, when appropriate. The meeting will be 

coordinated by the C3 unit "Research careers; Marie Skłodowska-Curie actions" of the 

European Commission Directorate-General for Education and Culture, at the Commission’s 

premises in Brussels. The meeting is expected to be held on Month 18 (April 2016). 

 

3.1.4   Final Report 

 

The Final Report follows the same format as the Draft Final Report. Furthermore, the Executive 

Summary shall be translated into French and German by a professional translation agency, once it 

has been approved by the responsible Commission body. 

 

The document must take into account the feedback from the Steering Group on the Draft Final 

Report, as well as from the experts attending the validation seminar, insofar as these do not 

interfere with the autonomy of the Contractor in respect of the conclusions they have reached. 

The report is expected to be submitted on Month 18 (April 2016). 

 

Based on the approval of the Final Report by the Commission the Contractor will prepare a 

Microsoft® PowerPoint presentation on the results of the assignment, including main findings 

and conclusions. 

 

The contracting authority will publish the Final Report, the Executive Summary and the 

Annexes on its website. 

 

4. Organisation, timetable and budget 
 

4.1    Organisation 
 

The contract will be managed by the C3 unit "Research careers; Marie Skłodowska- Curie actions" 

of the European Commission Directorate-General for Education and Culture. 

 

A Steering Group will be involved in the management of the study. The responsibilities of the 

Steering Group will include: 

 

- Approving the Terms of Reference; 

- Providing the external contractor with access to information; 

- Supporting and monitoring the work of the external contractor; 
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- Assessing the quality of the reports submitted by the external contractor, while 

ensuring that the Contractor's independence is not compromised. 

 

4.2    Meetings 
 

It is expected that the Contractor participates in five meetings in Brussels with the Steering 

Group. For these meetings, minutes shall be drafted and provided by the Contractor 

within 5 working days. Minutes will be agreed among the participants and approved and signed by 

the chair person, who will be appointed from DG EAC. 

 

4.3    Timetable 
 

The indicative starting date is November 2014. The contract will start after both parties have 

signed it.  The proposed period of execution of the contract is 18 months. 

 

The following outline work plan and indicative timetable are envisaged: 

 

Deadline     (from     

starting date) 
Task 

Kick-off meeting 

Month 1 (November 2014) 

Kick-off meeting with the Commission in Brussels 

Inception Report 

Month 3 (January 2015) 

Contractor  submits  Inception  Report  to  the Commission 

Inception Report  

Month 3 (January 2015) 

2nd meeting in Brussels: Discussion on the Inception Report with 

the Steering Group. 

Month 9 (July 2015) 
3rd meeting in Brussels: follow up on the study's latest 

development. 

Interim Report 

Month 14 (December 2015) 

Desk and field research completed. Contractor submits Interim 

Report, to the Commission 

Interim Report 

Month 14 (December 2015) 

4th meeting in Brussels: Discussion on the Interim Report with the 

Steering Group. 

Draft Final Report 

Month 17 (March 2015) 

Contractor   submits   a   Draft   Final   Report, including an 

executive summary and annexes. 

Draft Final Report 

Month 18 (April 2016) 

5th meeting in Brussels: Discussion on the Draft 

Final Report with the Steering Group. 

 

Based on the approval of the Draft Final Report by the 

Commission, the Contractor organises a Validation Seminar with 

approximately 50 experts from EU Member States and Associated 

Countries. 

Final Report 

Month 18 (April 2016) 

Taking into account the Commission’s, Steering Group's and Experts' 

comments, the Contractor sends the Final Report and Executive 

Summary to the Commission, as well as the corresponding 

Presentation. 
 

4.4    Budget 
 

The maximum budget for the implementation of the study is EUR 350 000. The budget shall cover 

all the required study related tasks and results to be achieved by the Contractor as listed in 

sections 2 and 3 above, including the organising of a validation seminar. 
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5. Requirements 
 

While preparing its proposal, the tenderer shall bear in mind the provisions of the main 

framework service contract relating to conflict of interests. The Contractor will have a free choice 

as to the methods used to gather and analyse information and for making the study such as 

surveys, interviews and desk/field research. However, the collected data shall be reported in a 

common statistical framework by applying appropriate qualitative and quantitative methods. 

 

6. References 
 

During the study assignment, the partners involved in the management and implementation of 

the Marie (Skłodowska-)Curie actions (the Commission and the Research Executive Agency) will 

provide to the Contractor relevant documentation and materials. 

 

6.1    Tools 
 

The following tools can be consulted by the Contractor at the premises of the Commission or the 

Research Executive Agency (REA) together with Commission/REA staff: 

 

 SESAM: IT application allowing participants in the Marie Curie actions to report on the 

project’s execution and deliverables. 

 CPM: Contract and Project Management module of the FP6/FP7 IT system. It is collecting 

data related to participants and lifecycles of the projects. 

 SyGMa: The new common web-based front and back office System for the Grant 

Management process of Horizon 2020. It will provide business services throughout the 

project lifecycle (from selection up to project finalisation) and provide all data in the same 

application for the whole Research and Innovation family. 

 CORDA: Common Research Data Warehouse that stores all information related to Marie 

(Skłodowska-)Curie projects and participants. 

 

 Marie Curie Alumni database: Database for the collection of references, the processing 

and updating of the data concerning Marie (Skłodowska-)Curie fellows. 

 

6.2    Reference documents available for the offer preparation 
 

Perception and Promotion of Research Careers: 

 

 Special  Eurobarometer  401:  "Responsible  Research  and  Innovation  (RRI), Science 

and Technology" Report: http://ec.europa.eu/public_opinion/archives/ebs/ebs_401_en.pdf 

 Flash Eurobarometer 239: "Young people and science" Analytical Report: 

http://ec.europa.eu/public_opinion/flash/fl_239_en.pdf. 

 Eurostat pocketbook "Science, technology and innovation in Europe" - 2013 edition:          

http://epp.eurostat.ec.europa.eu/cache/ITY_OFFPUB/KS-GN-13- 
 001/EN/KS-GN-13-001-EN.PDF. 

 Eurydice  "Science  Education  in  Europe:  National  Policies,  Practices  and Research" 

Thematic report: 

http://eacea.ec.europa.eu/education/eurydice/documents/thematic_reports/133en.pdf. 

 Eurydice "Science Teaching in Schools in Europe: Policies and Research": 
 http://www.indire.it/lucabas/lkmw_file/eurydice///Science_teaching_EN.pdf. 

 ALLEA  (2013),  ''Ethics  Education  in  Science  -  Statement  by  the  ALLEA Permanent 

Working Group on Science and Ethics'', Final Version September 

 2013:http://www.allea.org/Content/ALLEA/Statement_Ethics_Edu_web_final_2013_10_10.p

df 

 European  Commission,  DG  Research  and  Innovation,  "Researchers'  Report 

2013":http://ec.europa.eu/euraxess/pdf/research_policies/20130911_Researchers%20Repo

rt%202013_FINAL%20REPORT.pdf; country profiles and good practices: 

http://ec.europa.eu/public_opinion/archives/ebs/ebs_401_en.pdf
http://ec.europa.eu/public_opinion/flash/fl_239_en.pdf
http://epp.eurostat.ec.europa.eu/cache/ITY_OFFPUB/KS-GN-13-001/EN/KS-GN-13-001-EN.PDF
http://epp.eurostat.ec.europa.eu/cache/ITY_OFFPUB/KS-GN-13-001/EN/KS-GN-13-001-EN.PDF
http://eacea.ec.europa.eu/education/eurydice/documents/thematic_reports/133en.pdf
http://eacea.ec.europa.eu/education/eurydice/documents/thematic_reports/133en.pdf
http://www.indire.it/lucabas/lkmw_file/eurydice/Science_teaching_EN.pdf
http://www.allea.org/Content/ALLEA/Statement_Ethics_Edu_web_final_2013_10_10.pdf
http://www.allea.org/Content/ALLEA/Statement_Ethics_Edu_web_final_2013_10_10.pdf
http://www.allea.org/Content/ALLEA/Statement_Ethics_Edu_web_final_2013_10_10.pdf
http://ec.europa.eu/euraxess/pdf/research_policies/20130911_Researchers%20Report%202013_FINAL%20REPORT.pdf
http://ec.europa.eu/euraxess/pdf/research_policies/20130911_Researchers%20Report%202013_FINAL%20REPORT.pdf
http://ec.europa.eu/euraxess/pdf/research_policies/20130911_Researchers%20Report%202013_FINAL%20REPORT.pdf
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 http://ec.europa.eu/euraxess/index.cfm/services/researchPolicies 

 

Dual careers: 

 

 Stanford University – The Clayman Institute for Gender Research: "Dual- career 

Academic Couples: What Universities Need to Know" Report: 

http://gender.stanford.edu/sites/default/files/DualCareerFinal_0.pdf. 

 "Talent and Extended Mobility in the Innovation Union" (Tandem) project: 
 http://www.euraxess-tandem.eu/project/. 

 EURODOC Policy Paper "Dual-career Opportunities for Doctoral Candidates and Early 

Stage Researchers" (February 2014): 

https://www.dropbox.com/s/k12zu58ze3x4p5x/Eurodoc_Dual%20Career%20S 

ervices%20for%20ESRs_Feb%202014.pdf. 

 MORE II Study – Follow-up of the MORE Study on "Mobility Patterns and Career Paths of 

Researchers": 

http://ec.europa.eu/euraxess/pdf/research_policies/more2/Final%20report.pdf 

 RINDICATE Study – "Evidence on the main factors inhibiting mobility and career 

development of researchers": 

http://ec.europa.eu/euraxess/pdf/research_policies/rindicate_final_report_200 

 8_11_june_08_v4.pdf. 

 

Career restart: 

 

 "Mind the Gap: Women in STEM career breaks", Mavriplis C. et al.; J. Technol. Manag. 

Innov. 2010, Volume 5, Issue 1: 

http://www.jotmi.org/index.php/GT/article/view/art149/530. 

 

Others: 

 

 OECD/EU Canberra Manual, the Measurement of scientific and technological activities. 

Manual on the measurement of human resources devoted to S&T, 
 1995:  http://www.oecd.org/dataoecd/34/0/2096025.pdf. 

 OECD Frascati Manual, Proposed Standard Practice for Surveys on Research and 

Experimental Development, 2002: 

http://www.oecd.org/document/6/0,3746,en_2649_34451_33828550_1_1_1_ 

 1,00.html. 

 OECD/UNESCO Institute for Statistics/Eurostat: Careers of Doctorate Holders 
 (CDH) project: http://www.oecd.org/dataoecd/21/49/44540279.pdf. 

 The  European  Charter  for  Researchers  and  a  Code  of  Conduct  for  the 

Recruitment of Researchers: http://ec.europa.eu/euraxess/index.cfm/rights/index. 

 

General information on Horizon 2020 and MSCA, on FP7 and MCA: 

 

 Marie Skłodowska-Curie Actions Website http://ec.europa.eu/mariecurieactions 

 Horizon 2020 http://ec.europa.eu/programmes/horizon2020/ 

 Participant Portal (applications) http://ec.europa.eu/research/participants/portal 

 FP7 and People Programme: http://cordis.europa.eu/fp7/people/home_en.html 

 

6.3    Documents and information to be provided by the Commission after 

contract signature 

 

Non-exhaustive list: 

 

 REA  and  DG  EAC  statistics  on  funded projects  and  researchers  (including related to 

the CAR panel); 

 Contact details of Marie Skłodowska-Curie fellows; 

http://ec.europa.eu/euraxess/index.cfm/services/researchPolicies
http://gender.stanford.edu/sites/default/files/DualCareerFinal_0.pdf
http://www.euraxess-tandem.eu/project/
https://www.dropbox.com/s/k12zu58ze3x4p5x/Eurodoc_Dual%20Career%20Services%20for%20ESRs_Feb%202014.pdf
https://www.dropbox.com/s/k12zu58ze3x4p5x/Eurodoc_Dual%20Career%20Services%20for%20ESRs_Feb%202014.pdf
https://www.dropbox.com/s/k12zu58ze3x4p5x/Eurodoc_Dual%20Career%20Services%20for%20ESRs_Feb%202014.pdf
http://ec.europa.eu/euraxess/pdf/research_policies/more2/Final%20report.pdf
http://ec.europa.eu/euraxess/pdf/research_policies/rindicate_final_report_2008_11_june_08_v4.pdf
http://ec.europa.eu/euraxess/pdf/research_policies/rindicate_final_report_2008_11_june_08_v4.pdf
http://www.jotmi.org/index.php/GT/article/view/art149/530
http://www.oecd.org/dataoecd/34/0/2096025.pdf
http://www.oecd.org/document/6/0,3746,en_2649_34451_33828550_1_1_1_1,00.html
http://www.oecd.org/document/6/0,3746,en_2649_34451_33828550_1_1_1_1,00.html
http://www.oecd.org/dataoecd/21/49/44540279.pdf
http://ec.europa.eu/euraxess/index.cfm/rights/index
http://ec.europa.eu/mariecurieactions
http://ec.europa.eu/programmes/horizon2020/
http://ec.europa.eu/research/participants/portal
http://cordis.europa.eu/fp7/people/home_en.html
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 Assessment questionnaires submitted in SESAM; 

 List of M(S)CA key performance indicators. 

 

6.4    Other relevant links 
 

 Marie Curie Alumni Association (MCAA): https://www.mariecuriealumni.eu/ 

 European Council of Doctoral Candidates and Junior Researchers (Eurodoc): 
 http://www.eurodoc.net/ 

 Statistical office of the European Union (Eurostat): 
 http://epp.eurostat.ec.europa.eu/portal/page/portal/eurostat/home/ 

 Public Opinion Analysis sector of the European Commission (Eurobarometer): 
 http://ec.europa.eu/public_opinion/index_en.htm 

 OECD Statistics: http://www.oecd.org/statistics/ 

 The Commission's FP7 and H2020 Enquiry service: http://ec.europa.eu/research/enquiries 

 National Contact Points in H2020: 

http://ec.europa.eu/research/participants/portal/desktop/en/support/national_ 

contact_points.html 

 

6.5    Resources 
 

The Contractor is free to propose any allocation of resources which it believes will be best suited 

to achieve the desired results. The Contractor shall ensure that experts are adequately supported 

and equipped. In particular, sufficient administrative, secretarial and interpreting resources, as 

well as junior experts, must be available to enable senior experts to concentrate on their core 

tasks of the study. 

 
 

  

https://www.mariecuriealumni.eu/
http://www.eurodoc.net/
http://epp.eurostat.ec.europa.eu/portal/page/portal/eurostat/home/
http://ec.europa.eu/public_opinion/index_en.htm
http://www.oecd.org/statistics/
http://ec.europa.eu/research/enquiries
http://ec.europa.eu/research/participants/portal/desktop/en/support/national_contact_points.html
http://ec.europa.eu/research/participants/portal/desktop/en/support/national_contact_points.html
http://ec.europa.eu/research/participants/portal/desktop/en/support/national_contact_points.html
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Annex 3. List of interviewees 
 

No. 
Name and 

surname of the 
interviewee 

Position and institution 
Topic of 

the study 
Type of 

interview 

1. Paul Harris Policy Officer - MSCA IF, Briefings, Parliamentary 
Questions, Industrialised Countries, Innovation in 
education, EIT and MSCA, DG EAC 

1, 2, 3 Face-to-
face 

2.  Dorian Carder Policy Officer – Researchers in ERA, DG for 
Research and Innovation, DG RTD 

1, 2, 3  Face-to-
face 

3.  Elena Stroe Research Programme Officer, Research Executive 

Agency 

3 Face-to-

face  

4.  Colette Renier Research Programme Officer, Research Executive 
Agency 

1 Face-to-
face 

5. Dr. Martin Hynes,  
 

Chief Executive, European Science Foundation 
 

All  Phone / 
Skype 

6. Dr. Thomas 
Jorgensen 
 

Head of Unit at the European University 
Association, responsible for the EUA Council for 
Doctoral Education  

 Phone / 
Skype 

7. Mr Michel Crispi Secretary General of the European Industrial 
Research Management Association 

 

All  Phone / 
Skype 

8. Prof  Kunio  
Takeyasu 
 
 
 

The  Japan  Society  for  the  Promotion  of  
Science  (JSPS), Director of the London Office  

  

All  Phone / 
Skype 

9. Dr Brian Mitchell NSF Dean-in-Residence, Council of Graduate 
Schools 

  

All  Phone / 
Skype 

10. Sue Davidson and 
Deb Miller 

General Manager for Organisational Development 
at the Commonwealth Scientific and Industrial 
Research Organisation (CSIRO) in Australia 
Human Resources Manager at CSIRO 

All  Phone / 
Skype 

11. Dr Hans M. 

Borchgrevink 

Vice-Chair of the MSCA Advisory Group 

 

 

All  Phone / 

Skype 

12. Dr Elke Holst  
  

Member of the MSCA Advisory Group, DIW 
German Institute for Economic Research   

All  Phone/ 
Skype 

13. Dr Janet Metcalfe 
  

Member of the MSCA Advisory Group, Vitae-CRAC  All  Phone / 
Skype  

14. Dr Iain Cameron  Member of the ERA Steering Group on Human 
Resources and Mobility, Head of Research Careers 
unit at Research Councils UK  

All  Phone / 
Skype 

15. Astrid 
Schwarzenberger 

 

A representative of DLR, the National Contact 
Point in Germany 

All  Phone / 
Skype 

16. Dr Mantas Valužis Senior Specialist, National Contact Point – the 
Research Council of Lithuania 

All  Phone / 
Skype 

 

  

http://europa.eu/whoiswho/public/index.cfm?fuseaction=idea.hierarchy&nodeid=489897
http://europa.eu/whoiswho/public/index.cfm?fuseaction=idea.hierarchy&nodeid=489897
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Annex 4. Survey questionnaires and survey results 
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3. Survey Questionnaire of Individual Researchers ............................................................ 52 

Survey results ................................................................................................................. 63 
1. Results from the Survey of National Stakeholders ......................................................... 63 

2.1. Final results from the Survey of Research Organisations (relaunched questionnaire) ....... 97 

2.2. Additional results from the Survey of Research Organisations (removed questions) ...... 120 

3. Results from the Survey of Individual Researchers ...................................................... 130 
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Survey questionnaires 
 

1. Survey Questionnaire of National Stakeholders 

 

Introductory section 
 
1. Please indicate the committee/group or the institution you are representing (multiple answers can be 
selected): 

 1. Programme Committee for the specific programme implementing Horizon 2020 (Configuration “European Research 
Council, Marie Skłodowska-Curie Actions, Future and Emerging Technologies”) 

 2. ERA Steering Group on HR and Mobility 

 3. National Contact Point for Marie Skłodowska-Curie actions 

 4. Research funding institution in my country (region) 

 5. Other, please specify... ______________________ 
 
2. Please indicate the country you represent: 

 Austria 

 Belgium 

 Bulgaria 

 Croatia 

 Cyprus 

 Czech Republic 

 Denmark 

 Estonia 

 Finland 

 France 
 ... 21 additional choices hidden ... 

 the Former Yugoslav Republic of Macedonia 

 Montenegro 

 Serbia 

 Turkey 

 Israel 

 Moldova 

 Switzerland 

 Faroe Islands 

 Ukraine 

 Other country 
 
Please specify 

  
 
3. Based on your expert judgement, how important were the following objectives of research career 
development in the policy of your national (regional) government in the period 2010-2014? 
 Very 

important 
Rather 

important 
Rather 

unimportant 
Completely  

unimportant 
Do not 

know/cannot 
answer 

1. Encouraging young people to 
embark on a career in research 

     

2. Improving research career 
conditions (more opportunities for 
international, intersectoral and 
interdisciplinary mobility, more 
financially attractive salaries, etc.) 

     

3. Encouraging interactions between 
society and research organisations 

     

4. Promoting equal opportunities and 
gender balance in research 

     

5. Improving skills and competences 
of researchers  

     

6. Improving practices of researcher 
recruitment  

     

7. Improving the image of the 
researcher profession 

     

8. Improving work-family balance in 
research 

     

9. Promoting research career restart 
and/or facilitating reintegration after 
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 Very 
important 

Rather 
important 

Rather 
unimportant 

Completely  
unimportant 

Do not 
know/cannot 

answer 
a break 
10. Other (please specify in the text 
box below) 

     

  

 

Section 1: Programmes and Initiatives for Promotion of Research Careers 

 
4. How common in your country are various programmes and initiatives implemented with the aim of 
popularising science and/or motivating schoolchildren to embark on a research career? 
 Very 

common 
Rather 

common 
Rather 

uncommon 
Completely 
uncommon 

Do not 
know/ 
cannot 
answer 

1. Workshops, residential programmes and/or 
internship programmes (lasting more than 1 
month) at research institutions for schoolchildren 

     

2. Contests, competitions and prizes for scientific 
achievements of schoolchildren 

     

3. Visits of schoolchildren to universities/research 
centres  

     

4. Open-door days at universities and research 
organisations 

     

5. Publication and dissemination of guidance 
materials for schoolchildren about the prospects 
of research careers (information leaflets, 
websites, social media, etc.) 

     

6. Organisation of public events aimed at science 
popularisation (science fairs, lectures, visits of 
scientists to schools, awareness campaigns, 
science festivals, exhibitions) 

     

7. Publication and distribution of various science-
popularisation materials (books, journals, 
websites, social media, etc.) 

     

8. National programmes and initiatives supporting 
effective science education at schools (curriculum 
support for schools and/or introduction of new 

teaching and learning methods in classrooms) 

     

9. National programmes and   initiatives 
supporting special   education of teachers to act 
as the key influencers of schoolchildren 

     

10. Establishment of institutions and/or separate 
departments within institutions specialising in 
science popularisation and research career 
promotion among pupils 

     

11. Issuing of legal acts and other regulations 
incentivising schools to strengthen science 
education/popularisation and research career 
promotion among schoolchildren 

     

12. Science museums / science galleries available 
to schoolchildren 

     

13. Other (please specify in the text box below)      
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5. How common in your country are various programmes and initiatives implemented with the aim of 
motivating university students (undergraduate and Master degree students) to pursue a research degree and 
to become researchers? 
 Very 

common 
Rather 

common 
Rather 

uncommon 
Completely 
uncommon 

Do not 
know/ 
cannot 
answer 

1. National programmes involving scholarships and other 
financial support for research students 

     

2. National initiatives to improve the quality of doctoral 
training 

     

3. National initiatives to improve working conditions of 
researchers (salaries, contractual conditions, social 
security and research facilities)  

     

4. National initiatives to increase transparency and equal 
opportunities in researcher recruitment procedures 

     

5. National programmes/initiatives supporting 
international and/or intersectoral mobility of young 
researchers (e.g. work placements in industry, etc.) 

     

6. Dissemination of information for students on the 
researcher profession and its career prospects by 
university career counselling offices 

     

7. Public events (conferences, science fairs, public 
lectures by scientists) for university students 

     

8. Establishment of separate institutions/departments 
within institutions specialising in the promotion of 
research careers among university students and/or 
increasing the numbers of students taking up PhD studies 

     

9. National programmes and initiatives aiming to 
motivate more women to pursue a research degree in 
specific fields of science (Science, Technology, 
Engineering and Mathematics) 

     

10. National programmes and initiatives aiming to 
motivate more minority groups to pursue a research 
degree 

     

11. Issuing legal acts and other regulations incentivising 
universities/research centres to promote research careers 
among students (formal requirements to disseminate 
research results to wider audiences at the end of 
government-funded research projects, etc.) 

     

12. Other (please specify in the text box below)      

  
 
6. How important have been the following obstacles during the execution of your programmes and initiatives 
addressing promotion of research careers (at school and university level) in your country (region)? 
 Very 

important 
Rather 

important 
Rather 

unimportant 
Completely 

unimportant 
Do not 

know/cannot 
answer 

1. Lack of public funding for the 
programmes/initiatives and/or the 
uncertain economic situation  

     

2. Internal changes within 
administrative bodies implementing the 
programmes/initiatives 

     

3. Insufficient administrative resources 
to implement the 
programmes/initiatives 

     

4. Lack of coordination between similar 
programmes/initiatives 

     

5. Insufficient cooperation between 
administrative bodies implementing the 
programmes/initiatives and 
schools/universities 

     

6. Insufficient support from top 
decision-makers within government 

     

7. Insufficient communication of 
programmes/initiatives to relevant 
stakeholders (school administration, 
schoolchildren, parents, universities, 
students, researchers) 

     

8. Insufficient monitoring and      
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 Very 
important 

Rather 
important 

Rather 
unimportant 

Completely 
unimportant 

Do not 
know/cannot 

answer 
evaluation of the 
programmes/initiatives 
9. Other (please specify in the text box 
below) 

     

  

 
7. Please name and describe at least one recent (2010-2014) programme/initiative that has been launched in 
your country (region) and proved to be successful in terms of motivating schoolchildren to pursue a research 
career or motivating university students to pursue a research degree and to become researchers. 
 
7.1. Example of the national programme/initiative No 1 

 Tick to describe the initiative 
 
Sub-question No 7.1.1. Please indicate the level of the programme/initiative 

 School-level initiative (targeting schoolchildren) 

 University-level initiative (targeting university students) 

 Both school and university level (general public-level initiative) 
 
Sub-question No 7.1.2. Please indicate the title of the programme/initiative  

  

 
Sub-question No 7.1.3. Please describe the main aims of this programme/initiative and/or its (expected) 
results 

  
 
Sub-question No 7.1.4. Please indicate what kind of activities were funded/ supported by this 
programme/initiative 

  
 
Sub-question No 7.1.5. Overall, how would you assess this programme/initiative in terms of its efficiency, 
(expected) impacts and potential for replication in other countries? 
 1 2 3 4 5  
Low efficiency in terms of reaching participants, 
using resources and managing programme 
actions 

     High efficiency in terms of reaching participants, 
using resources and managing programme 
actions 

No (expected) impact in terms of science 
popularisation/motivating schoolchildren in 
your country (region) to pursue a research 
career 

     Significant (expected) impact in terms of science 
popularisation/motivating schoolchildren in your 
country (region) to pursue a research career 

No potential for successful replication by other 
governments and/or government organisations 

     High potential for successful replication by other 
governments and/or government organisations 

 
7.2. Example of the national programme/initiative No 2  

 Tick to describe one more initiative 
 
Sub-question No 7.2.1. Please indicate the level of the programme/initiative 

 School-level initiative (targeting schoolchildren) 

 University-level initiative (targeting university students) 

 Both school and university level (targeting all young people and/or general public) 
 
Sub-question No 7.2.2. Please indicate the title of the programme/initiative  

  
 
Sub-question No 7.2.3. Please describe the main aims of this programme/initiative and/or its (expected) 
results 
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Sub-question No 7.2.4. Please indicate what kind of activities were funded/ supported by this 
programme/initiative 

  

 
Sub-question No 7.2.5. Overall, how would you assess this programme/initiative in terms of its efficiency, 
(expected) impacts and potential for replication in other countries? 
 1 2 3 4 5  
Low efficiency in terms of reaching participants, 
using resources and managing programme 
actions 

     High efficiency in terms of reaching participants, 
using resources and managing programme 
actions 

No (expected) impact in terms of science 
popularisation/motivating schoolchildren in 
your country (region) to pursue a research 
career 

     Significant (expected) impact in terms of science 
popularisation/motivating schoolchildren in your 
country (region) to pursue a research career 

No potential for successful replication by other 
governments and/or government organisations 

     High potential for successful replication by other 
governments and/or government organisations 

 
8. Have any instruments and procedures been used to monitor and/or evaluate the results of the programmes 
and initiatives addressing promotion of research careers (at school and university level) in your country 
(region) over the past five years (2010-2014)? (You may choose as many answers as relevant) 

 1. Monitoring reports 

 2. Surveys of programme beneficiaries 

 3. Evaluations/impact assessments 

 4. Studies 

 5. Assessments of project reports 

 6. Thematic monitoring and/or assessment meetings  

 7. Consultations with stakeholders involved in programmes (programme administrators, beneficiaries) 

 8. Project/site visits 

 9. Other, please specify... ______________________ 

 10. Do not know/cannot answer 
 

Section 2: Programmes and initiatives addressing dual-career issues among researchers 
 
9. How common in your country are the following national (regional) measures (programmes, initiatives and 
other actions) implemented with the aim of providing dual-career services for internationally mobile 
researchers and their partners? 
 Very 

common 
Rather 

common 
Rather 

uncommon 
Completely 
uncommon 

Do not 
know/ 
cannot 
answer 

1. Language training services for partners of 
researchers 

     

2. Tax/pensions advice for partners of researchers      
3. Information services on local employment 
opportunities for the partners of researchers: CV 
advice, career-counselling, job search, self-
employment advice and/or other guidance services  

     

4. National programmes/initiatives supporting 
training allowances for the partner looking for a job 

     

5. Supporting facilities for work-family balance and 
family-friendly benefits for researchers and their 
partners 

     

6. National programmes/initiatives supporting 
partnerships between research institutions and/or 
local firms in order to coordinate job opportunities 
for the partners of incoming researchers 

     

7. Issuing legal acts and other regulations 
incentivising universities/research centres to adopt 
dual-career support services: recruitment guidelines 
and protocols sensitive to dual-career issues among 
researchers, employment of dual-career specialist, 
etc. 

     

8. Dissemination of information on dual-career 
support services on web-sites, social media, leaflets  

     

9. Other (please specify in the text box below)      

  

 
10. Are you aware of any obstacles constraining the execution of the programmes/initiatives addressing dual-
career issues in your country (region)? If yes, please identify and briefly describe these obstacles. 
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11. Do you know of any cases when any of the above-mentioned measures have been considered but then 
rejected (for example, due to fear of nepotism, lack of funding, etc.)? If so, please briefly describe this 
measure(s) and the reasoning behind the rejection. 

  
 

12. Please name and describe at least one recent (2010-2014) and specific national (regional) measure 
(programme, initiative and other action) that has been the most successful in terms of addressing dual-career 
issues in your country (region). 
 
12.1. Example of the national programme/initiative No 1 

 Tick to describe the initiative 
 
Sub-question No 12.1.1. Please indicate the title of the programme/initiative  

  
 
Sub-question No 12.1.2. Please describe the main aims of this programme/initiative  

  
 
Sub-question No 12.1.3. Please indicate what kind of activities were funded/ supported by this 
programme/initiative  

  

 
Sub-question No 12.1.4. Overall, how would you assess this programme/initiative in terms of its efficiency, 
(expected) impacts and potential for replication in other countries? 
 1 2 3 4 5  
Low efficiency in terms of reaching 
participants, using resources and managing 
programme actions 

     High efficiency in terms of reaching participants, 
using resources and managing programme 
actions 

No (expected) impact in terms of providing 
support and helping to integrate partners of 
incoming researchers 

     Significant (expected) impact in terms of 
providing support and helping to integrate 
partners of incoming researchers 

No potential for successful replication by other 
governments and/or government organisations 

     High potential for successful replication by other 
governments and/or government organisations 

 
12.2. Example of the national programme/initiative No 2 

 Tick to describe one more initiative 
 
Sub-question No 12.2.1. Please indicate the title of the programme/initiative  

  
 
Sub-question No 12.2.2. Please describe the main aims of this programme/initiative  

  
 
Sub-question No 12.2.3. Please indicate what kind of activities were funded/ supported by this 
programme/initiative  
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Sub-question No 12.2.4. Overall, how would you assess this programme/initiative in terms of its efficiency, 
(expected) impacts and potential for replication in other countries? 
 1 2 3 4 5  
Low efficiency in terms of reaching 
participants, using resources and managing 
programme actions 

     High efficiency in terms of reaching participants, 
using resources and managing programme 
actions 

No (expected) impact in terms of providing 
support and helping to integrate partners of 
incoming researchers 

     Significant (expected) impact in terms of 
providing support and helping to integrate 
partners of incoming researchers 

No potential for successful replication by other 
governments and/or government organisations 

     High potential for successful replication by other 
governments and/or government organisations 

 
 

Section 3: Programmes and initiatives addressing career-restart issues among 

researchers 

 
13. How common in your country are the following national (regional) measures (programmes, initiatives and 
other actions) implemented with the aim of motivating researchers to return to their career after a break? 
 Very 

common 
Rather 

common 
Rather 

uncommon 
Completely 
uncommon 

Do not 
know/ 
cannot 
answer 

1. Specific fellowship programmes, grants and re-
entry schemes for researchers restarting their 
careers after a break 

     

2. Support for researchers returning after a 
maternity leave (maternity pay, guaranteed return 
to the same position after the leave, etc.) 

     

3. Support for researchers returning after a 
paternity leave (paternity pay, guaranteed return 
to the same position after the leave, etc.) 

     

4. Provision of charitable funds for researchers 
returning after a career break caused by the 
reasons other than maternity/paternity leave 
(career-break grants for conferences and/or 
training, reduced membership fee/course fee, etc.) 

     

5. Introduction of specific panels evaluating grant 
applications submitted by researchers restarting 

their career 

     

6. Programmes supporting career counselling 
services, mentoring schemes and individual career 
advice for researchers who were/are currently on a 
break  

     

7. Awareness-raising, publication and distribution 
of guidance materials for researchers who are 
returning from a career break (information leaflets, 
websites, social media, guidelines on how to 
manage career breaks, checklists) 

     

8. Awareness raising programmes/measures 
targeting employers of researchers and focusing on 
different issues related to the recruitment of 
career-restarting researchers 

     

9. Development of legal and other incentives for 
research organisations to implement measures to 
reduce career exit (flexible working time, job 
sharing, childcare facilities, career break policies) 

     

10. Identification and promotion of best practices 
implemented by research organisations to address 
the career-restart issues among researchers 

     

11. Other (please specify in the text box below)      

  

 
14. Are you aware of any obstacles constraining the execution of the programmes/initiatives addressing the 
career-restart issues in your country (region)? If yes, please identify and briefly describe these obstacles. 

  
 
15. Please name and describe at least one recent (2010-2014) and specific national (regional) measure 
(programme, initiative and other action) that has been the most successful in terms of motivating researchers 
in your country (region) to return to their career after a break. 
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15.1. Example of the national programme/initiative No 1  

 Tick to describe the initiative 
 
Sub-question No 15.1.1. Please indicate the title of the programme/initiative  

  

 
Sub-question No 15.1.2. Please describe the main aims of this programme/initiative  

  
Sub-question No 15.1.3. Please indicate what kind of activities were funded/ supported by this 
programme/initiative  

  
 
Sub-question No 15.1.4. Overall, how would you assess this programme/initiative in terms of its efficiency, 
(expected) impacts and potential for replication in other countries? 
 1 2 3 4 5  
Low efficiency in terms of reaching 
participants, using resources and managing 
programme actions 

     High efficiency in terms of reaching participants, 
using resources and managing programme 
actions 

No (expected) impact in terms of providing 
support and helping to integrate partners of 
incoming researchers 

     Significant (expected) impact in terms of 
providing support and helping to integrate 
partners of incoming researchers 

No potential for successful replication by other 
governments and/or government organisations 

     High potential for successful replication by other 
governments and/or government organisations 

 
15.2. Example of the national programme/initiative No 2 

 Tick to describe one more initiative 
 
Sub-question No 15.2.1. Please indicate the title of the programme/initiative  

  

 
Sub-question No 15.2.2. Please describe the main aims of this programme/initiative  

  
 
Sub-question No 15.2.3. Please indicate what kind of activities were funded/ supported by this 
programme/initiative  

  
 
Sub-question No 15.2.4. Overall, how would you assess this programme/initiative in terms of its efficiency, 
(expected) impacts and potential for replication in other countries? 
 1 2 3 4 5  
Low efficiency in terms of reaching 
participants, using resources and managing 
programme actions 

     High efficiency in terms of reaching participants, 
using resources and managing programme 
actions 

No (expected) impact in terms of providing 
support and helping to integrate partners of 

incoming researchers 

     Significant (expected) impact in terms of 
providing support and helping to integrate 

partners of incoming researchers 
No potential for successful replication by other 
governments and/or government organisations 

     High potential for successful replication by other 
governments and/or government organisations 

 
 

Final section 
 
16. Is there anything else you would like to add about the management of research careers in your country 
(region)? 

  
 
 

2. Survey Questionnaire of Research Organisations 
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Methodological note: The survey of Research Organisations was launched in November 2015. Due to the low response rate 

it was decided to relaunch the survey in February 2016. However, the relaunched survey was revised by removing less 
important questions from the questionnaire, aiming to reduce the average time spent to complete it to 10-15 minutes and 
hence increase the participation rates. 
 
All questions that were removed in the relaunched questionnaire are marked with an asterisk (*) and blue font. 

 

Background information about the survey 
 

Introductory section 
 
1. What type of organisation are you representing?  

1.  University   

2.  Public research centre  

3.  Private research centre  

4.  Large enterprise (enterprise which employs more than 250 employees and 
whose turnover exceeds EUR 50 million or whose annual balance-sheet total 
exceeds EUR 43 million) 

 

5.  Small or medium enterprise (enterprise which employs fewer than 250 persons 
and whose annual turnover does not exceed EUR 50 million or whose annual 
balance-sheet total does not exceed EUR 43 million) 

 

6.  Incubator, start-up, spin-off or venture capital company  

7.  Non-profit organisation (i.e. civil society organisation, think-tank, etc.)  

8.  Non-governmental organisation (which can make profit)  

9.  Other (Please specify in the text box below)  

 
2. What is the number of researchers and research staff (excluding administrative staff) in your organisation?  

1.   Less than 10   

2.   10 to 49   

3.   50 to 99  

4.   100-499   

5.   500-999  

6.   1000 and more  

7.  
  

 My organisation currently does not employ any  
 researchers 

 

8.   I do not know  

 
3. What is the core scientific discipline or area of your research organisation? (You may choose as many 

answers as relevant)  

1.  Chemistry  

2.  Economic Sciences  

3.  Information Science and Engineering  

4.  Environment and Geosciences  

5.  Social sciences and Humanities  

6.  Life Sciences  

7.  Mathematics  

8.  Physics  

9.  Other (Please specify in the text box below)  

 
4. What is your role within the organisation? 

1.  Human Resources manager  

2.  Organisation director/University rector  

3.  Head of department/division/centre  

4.  Leader of research staff (research team leader or manager)  

5.  Other (Please specify in the text box below)  
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5. What is the autonomy of your organisation in human resource management? * 

1. Fully autonomous organisation (it can make its own strategic and operational decisions with regard 
to human resource management) 

 

2. Semi-autonomous organisation (it can make some strategic or operational decisions concerning 
some aspects of human resource management) 

 

3. Non-autonomous organisation (it cannot make human resource management decisions)  

4. Do not know/cannot answer  

 
6. To which extent are you involved in the recruitment process of researchers in your organisation? 

 1.  Fully involved  

 2.  Partly involved  

 3.  Not involved at all  

 
7. To which extent are you involved in the career management process of researchers in your organisation? * 

 1.  Fully involved  

 2.  Partly involved  

 3.  Not involved at all  

 
8. In which country is your organisation based? (drop-down list) 
 

<Please select> 
Austria, Belgium, Bulgaria, Croatia, Cyprus, Czech Republic, Denmark, Estonia, Finland, France, Germany, Greece, 
Hungary, Ireland, Italy, Latvia, Lithuania, Luxembourg, Malta, Netherlands, Poland, Portugal, Romania, Slovakia, Slovenia, 
Spain, Sweden, United Kingdom  
 
Albania, Bosnia and Herzegovina, Faroe Islands, the former Yugoslav Republic of Macedonia, Iceland, Israel, Moldova, 
Montenegro, Norway, Serbia, Switzerland, Turkey, Ukraine.  

 
 
9. Please indicate your gender: 
 

 Female  

 Male  

 Do not wish to disclose  

 
10. How active is your organisation as regards the following aspects for research career development? *(sub-

questions 1 and 2 removed) 

  
Very 

active 
Rather 
active 

Rather 
inactive 

Completely 
inactive 

Do not 
know/cannot 

answer 

1.  Encouraging young people to embark 
on a career in research * 

     

2.  Encouraging interactions between 
society and your organisation to 
promote science among a broader 
audience * 

     

3.  Improving research career conditions 
(more opportunities for international, 
inter-sectoral and interdisciplinary 
mobility, higher salaries, etc.) 

     

4.  Improving work-family balance for 
researchers 

     

5.  Promoting equal opportunities and 
gender balance in research 

     

6.  Improving researcher recruitment 
practices 

     

7.  Supporting the professional 
integration and career progression of 
researchers and their partners 

     

8.  Implementing dual-career couple 
hiring procedures 

     

9.  Promoting research career restart 

and/or facilitating the reintegration 
of researchers returning to your 
organisation after a break 

     

Section 1: Programmes and Initiatives for Promotion of Research Careers 
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This part of the questionnaire focuses on promotion of research careers among young talented people. In particular, we 
will ask you about the arguments that you use to encourage them to pursue a career in research, as well as the specific 
measures and practices implemented by your organisation to attract schoolchildren and university students to research 

careers. 

 
 
11. In your opinion, what influence do the following factors have on the decision of SCHOOLCHILDREN to 

pursue a research career? * 

  
Very positive 

influence 

Rather 
positive 

influence 

Neutral / no 
influence 

Rather 
negative 
influence 

Very 
negative 
influence 

Do not 
know/ 
cannot 
answer 

1.  Image of 
researchers in 
society 

      

2.  Curriculum 
composition at 
school 

      

3.  Strong presence 
of universities 
and research 
performing 
organisations in 
the region  

      

4.  Science 
popularisation 
actions  

      

5.  Intellectual 
curiosity among 
the 
schoolchildren 

      

6.  Knowledge and 
skills acquired by 
schoolchildren  

      

7.  Teaching 
methods and 
techniques used 

at schools 

      

8.  Other (Please 
specify in the 
text box below) 

      

 
12. In your opinion, what influence do the following factors have on the decision of UNIVERSITY STUDENTS to 

pursue a research career? * 

  
Very positive 

influence 

Rather 
positive 

influence 

Neutral / no 
influence 

Rather 
negative 
influence 

Very 
negative 
influence 

Do not 
know/ 
cannot 
answer 

1.  Image of 
researchers in 
society 

      

2.  Curriculum 
composition at 
university 

      

3.  Strong presence of 
universities and 
research 
performing 
organisations in the 
region  

      

4.  Scientific interest in 
a particular 
research project 
and/or research 
field  

      

5.  Competitiveness in 
research 
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Very positive 

influence 

Rather 
positive 

influence 

Neutral / no 
influence 

Rather 
negative 
influence 

Very 
negative 
influence 

Do not 
know/ 
cannot 
answer 

career/shortage of 
academic positions 

6.  Stability and 
security of research 
position/contractual 
conditions 

      

7.  Financial 
conditions/salaries 
for researchers 

      

8.  Autonomy at early 
stages of the 
career  

      

9.  Availability of 
international 
mobility 
opportunities 
offered to young 
researchers 

      

10.  Availability of 
intersectoral 
mobility 
opportunities 
offered to young 
researchers 

      

11.  Knowledge and 
skills necessary for 
a research career  

      

12.  Compatibility of a 
research career 
with personal life 

      

13.  Other (Please 
specify in the text 
box below) 

      

 
13. What arguments do you use to encourage talented university students (undergraduate and Master’s level) 

to pursue a PhD degree and/or to motivate young researchers to stay in their current careers? 

  

Very 
common 

Rather 
common 

Rather 
uncommon 

Completely 
uncommon 

Do not know/ 
cannot answer 

1.  
 

Importance of science for the 
advancement of society 

     

2.  Opportunities to work in new and 
unexplored, interesting areas 

     

3.  Intellectual challenge and/or 
opportunities for self-
development 

     

4.  Stability and security of a 
research position/ good 
contractual conditions 

     

5.  Good financial conditions/salaries 
for researchers 

     

6.  Research autonomy related to 
the position 

     

7.  International mobility 
opportunities available for young 
researchers 

     

8.  Intersectoral mobility 
opportunities/ placements in 
companies available for young 
researchers 

     

9.  New and innovative PhD 
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14. Over the past five years, has your organisation implemented any of the following measures and practices 

targeting SCHOOLCHILDREN? If so, please tick which ones and assess how successful they were in 
popularising science and/or motivating SCHOOLCHILDREN to pursue a research career.  

  
Very 

successful 
 Somewhat 

successful 
 Somewhat 

unsuccessful 
Very 

unsuccessful 
Not 

implemented 

 Do not know 
/ cannot 
answer 

1.  Workshops and/or 

internship 
programmes for 
schoolchildren 

      

2.  Contests, 
competitions and 
prizes for scientific 
achievements of 
schoolchildren 

      

3.  Organised visits of 
schoolchildren to 
your organisation 

      

4.  Open-door days at 
your organisation 

      

5.  Guidance materials 
for schoolchildren 
about research 
career prospects 
(information 
leaflets, websites, 
social media, etc.) 

      

6.  Public events aimed 
at science 
popularisation 
(science fairs, 
lectures, visits of 
scientists to schools, 
awareness 
campaigns, science 
festivals, 
exhibitions) 

      

7.  Science-
popularisation 
materials (books, 
journals, websites, 
social media, etc.) 

      

8.  Programmes and 
initiatives for 
effective science 
education at school  

      

9.  Mutual agreements 
and/or common 
projects with 
parents, school 
teachers and/or 
school 
administrations 

      

10.  Programmes and 
initiatives that train 
teachers  

      

11.  Collaborations with 
science museums/ 
science galleries 
available to 

      

programmes offered for future 
researchers 

10.  Family/work balance 
opportunities offered for young 
researchers 

     

11.  Other (Please specify in the text 
box below) 
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Very 

successful 
 Somewhat 

successful 
 Somewhat 

unsuccessful 
Very 

unsuccessful 
Not 

implemented 

 Do not know 
/ cannot 
answer 

schoolchildren 

12.  Other (Please 
specify in the text 
box below) 

      

 
15. Over the past five years, has your organisation implemented any of the following measures and practices 

targeting UNIVERSITY STUDENTS? If so, please tick which ones and assess their success in motivating 
UNIVERSITY STUDENTS to pursue a research career. 

   
Very 

successful 
 Somewhat 

successful 
 Somewhat 

unsuccessful 
Very 

unsuccessful 
Not 

implemented 

 Do not know/ 
cannot 
answer 

1.  Scholarships and 
other financial 

support for trainee 
researchers 

      

2.  Improving the 
quality of doctoral 
training  

      

3.  Improving working 
conditions for 
researchers 
(salaries, 
contractual 
conditions, social 
security and 
research facilities)  

      

4.  Measures and 
practices to 
increase 
transparency and 
equal opportunities 
in researcher 
recruitment 
procedures  

      

5.  Supporting 
international and/or 
intersectoral 
mobility of young 
researchers (e.g. 
work placements in 
industry) 

      

6.  Dissemination of 
information for 
students on the 
research profession 
and its career 
prospects  

      

7.  Public events to 
popularise science 
and the research 
profession 
(conferences, 
science fairs, public 
lectures by 
scientists) 

      

8.  Measures and 
practices aiming to 
motivate more 
women to pursue a 
research degree in 
specific fields of 
science  

      

9.  Measures and 
practices aiming to 
motivate more 
minority groups to 
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Very 

successful 
 Somewhat 

successful 
 Somewhat 

unsuccessful 
Very 

unsuccessful 
Not 

implemented 

 Do not know/ 
cannot 
answer 

pursue a research 
degree  

10.  Formal 
requirements for 
researchers to 
promote science 
among students  

      

11.  Other (Please 
specify in the text 
box below) 

      

 
16. At which level were the abovementioned measures/practices targeting schoolchildren or university 

students implemented? (You may choose as many answers as relevant) * 
 

1.  Local level  

2.  Regional level  

3.  National level  

4.  International level  

5.  Do not know/cannot answer  

 
17. Which of the following   instruments and procedures have been used by your organisation to monitor and 

evaluate the results of the abovementioned measures/practices? (You may choose as many answers as 
relevant) 
 

1.   Monitoring reports  

2.   Surveys of stakeholders   

3.   Studies  

4.   Assessments of project reports  

5.   Consultations with stakeholders   

6.   On-site observations  

7.   Word of mouth replies (direct communication/conversations with 
stakeholders) 

 

8.   Other (Please specify in the text box below)  

 
18. How significantly have the following challenges interfered with the implementation of the 

measures/practices by your organisation? * 
 

  
Very 

significant 
Rather 

significant 
Rather 

insignificant 
Completely 
insignificant 

Do not 
know/cannot 

answer 

1.  Lack of funding 
and/or the uncertain 
economic situation  

     

2.  Insufficient 
administrative 
resources in my 
organisation  

     

3.  Lack of cooperation 
with other 
organisations  

     

4.  Limited willingness of 
researchers to 
engage in 
outreach/science 
popularisation 
activities  

     

5.  Lack of interest and 
engagement of young 
people in these 

measures 

     

6.  Insufficient support 
from top 
management of your 
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Very 

significant 
Rather 

significant 
Rather 

insignificant 
Completely 
insignificant 

Do not 
know/cannot 

answer 

organisation  

7.  Insufficient 
communication with 
stakeholders (school 
administration, 
schoolchildren, 
parents, students, 
young researchers) 

     

8.  Insufficient 
monitoring and 
evaluation of the 
measures/practices 

     

9.  Other (Please specify 

in the text box below) 
     

 
19. [If option 4 was selected in question 4] Over the last five years, has your research team been involved in any of 

the following programmes/initiatives?  

  
Yes No 

Do not know / 
cannot answer 

1.  Marie [Skłodowska-]Curie actions (M[S]CA)    

2.  European Researchers' Night activities    

 
 

19.1. [If option 1 was selected in question 19] Please indicate which of the following tools were used by your 
research team (or some members of your research team) to ensure the outreach and dissemination of 
your MSCA project results. (You may choose as many answers as relevant) * 

 

1.  Public lectures/organisation and participation in scientific conferences and meetings  

2.  Other public events engaging university students/schoolchildren (workshops, seminars, symposia, 
summer schools, consultation groups, focus groups, exhibitions/science fairs, competitions) 

 

3.  Publications in scientific journals and/or books (scientific articles)  

4.  Publication of other information materials (articles in non-scientific press, policy briefings, posters, 
brochures, newsletters, etc.) 

 

5.  Online dissemination/outreach activities (websites, blogs, YouTube clips, wiki-style articles, software, 
Facebook, Twitter, etc.) 

 

6.  Dissemination activities through TV broadcasts, CDs/DVDs, books  

7.  Public talks, Marie Skłodowska-Curie Ambassadors (i.e. visits to schools and universities by 
researchers from your team) 

 

8.  Open-door days, where students, schoolchildren and general public could visit your research 
institution and labs 

 

9.  No outreach/dissemination activities were conducted  

10.  Other (Please specify in the text box below)  

 
 
19.2. [If option 1 was selected in question 19] Please indicate to what extent do you agree with the following 

statements related to your research team’s (or some members of your team) participation in the Marie 
Skłodowska-Curie action (MSCA) projects: * 

  
Completely 

agree 
Somewhat 

agree 
Somewhat 
disagree 

Completely 
disagree 

Do not 
know/ 
cannot 
answer 

1.  My team was actively involved in 
the outreach activities and 
disseminated the results of their 
MSCA project  

     

2.  Involving my team in the outreach 
activities contributed to the 
visibility of our research outside 
the research community 

     

3.  The means of communication 
chosen helped to reach the target 
audience  
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19.3. [If option 2 was selected in question 19] Please indicate the extent to which you agree with the following 
statements: * 

  
Completely 

agree 
Somewhat 

agree 
Somewhat 
disagree 

Completely 
disagree 

Do not 
know/ 
cannot 
answer 

1.  The activities organised by my 
team in the context of the 
European Researchers’ Night (live 
experiments, workshops, public 
lectures, etc.) inspired 
enthusiasm within the target 
audience (students, 
schoolchildren, general public, 
etc.) 

     

2.  European Researchers’ Night 
activities organised by the 
members of my team positively 
influenced the views of young 
people about researchers  

     

3.  European Researchers’ Night 
activities organised by the 
members of my team positively 
influenced the views of the 
general public at large about 
research careers  

     

4.  In the long-term, European 
Researchers’ Night activities 
organised by my team are likely 
to encourage young people to 
choose a research career 

     

 

Section 2: Programmes and initiatives addressing dual-career issues among researchers 
 
This part of the questionnaire focuses on dual-career issues and we will ask you to answer two types of questions: 
 

- General questions about your perceptions of how dual-career issues are addressed in your organisation;  
- Specific questions about measures and practices implemented by your organisation to address dual-career issues 

among mobile researchers, including recruitment aspects. 
 

In this context, dual-career couples are defined as the couples (for example, a wife and a husband) where both life partners 
pursue a career or seek jobs which are highly demanding and strongly oriented at career progression, and at least one of 
them is a researcher. Mobile researchers reflect the situation when a researcher moves and/or intends to move to another 
country together with his/her partner. 
 
 
20. Please indicate if any of the following options are applicable to your organisation. (You may choose as 

many answers as relevant) 
 

1. Sufficient attention is paid to dual-career issues by the management of your organisation  

2. There is a specialised Human Resources team/person dealing with dual-career issues   

3. There are dual-hiring policies or procedures in place  

4. There are several services available to researchers facing dual-career issues   

5. None of the options above are applicable  

6. Do not know /cannot answer   

 
21. Please indicate if your organisation faced or is facing any of the following barriers hampering the 

implementation of dual-career practices and procedures. (You may choose as many answers as relevant) 
 

1. Communication, coordination and administrative barriers  

2. Funding availability  

3. Concerns about equity, nepotism, favouritism, and conflict of interest  

4. Quality of the accompanying and integration measures/services offered  

5. None of the barriers mentioned above were encountered  

6. Do not know/cannot answer  

 
22. Over the past five years, how many internationally mobile researchers facing dual-career issues were 

employed by your organisation? * 
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1.   None  

2.   Less than 5  

3.   5 to 9   

4.   10 to 19   

5.   20 and more   

6.   Do not know/cannot answer  

 
23. Over the past five years, has your organisation implemented any of the following measures and practices? 

If so, please assess their success in addressing the dual career challenges. 

  
Very 

successful 
Somewhat 
successful 

Somewhat 
unsuccessful 

Very 
unsuccessful 

Not 
implemented 

Do not 
know / 
cannot 
answer 

1.  Language training services for 
partners of researchers 

      

2.  Tax/pensions advice for 
partners of researchers 

      

3.  Information services on local 
employment opportunities for 
the partners of researchers (CV 
advice, career-counselling, job 
search, self-employment advice 
and/or other guidance services) 

      

4.  Facilities for work-family 
balance and family-friendly 
benefits for researchers and 
their partners (childcare 
facilities, family allowance) 

      

5.  Partnerships with other 
organisations to coordinate job 
opportunities for the partners of 
incoming researchers 

      

6.  Recruitment guidelines and 
protocols sensitive to dual-
career issues among 
researchers  

      

7.  Employment of a dual-career 
specialist 

      

8.  Dissemination of information on 
dual-career support services on 
web-sites, social media, leaflets 

      

9.  No specific measures/practices 
were implemented 

      

10.  Other (Please specify in the text 
box below) 

      

 
24. Did your organisation receive extra funding from an external source to support dual-career services? * 
  

Yes No 
Do not know / 
cannot answer 

1.  Public funding at national level     

2.  Public funding at EU level    

3.  Public funding at international level    

4.  Private funding     
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25. Have you over the past five years used any of the following instruments and procedures to monitor and/or 
evaluate the results of the measures/practices implemented by your organisation to address dual-career 
issues? (You may choose as many answers as relevant) * 

 1.   Monitoring reports  

 2.  Surveys   

 3.  Studies  

 5.  Consultations with stakeholders  

 6.  On-site observations  

 7.  Word-of-mouth replies (direct communication/conversations with stakeholders)  

 8.  Do not know/cannot answer   

 9.  Other (Please specify – text box)  

 
26. Over the past five years, have any of the following groups of researchers in your organisation raised 

concerns about dual career issues? (You may choose as many answers as relevant) 
 

 1.  Concerns raised by applicants during recruitment procedures   

 2.  Concerns raised by employees on the dual-career hiring of other researchers   

 3.   Concerns raised by hired researchers on the dual-career services offered by the organisation   

 4.  Concerns raised by hired researchers on the inexistence of dual-career services in the 
organisation 

 

 5.  No concerns raised  

 6.   Do not know/cannot answer   

 
27. From your experience, when and to what extent do researchers approach dual-career issues during the 

recruitment process? 

  Every 
time 

Usually Sometimes Never 
Do not know/ 
cannot answer 

1.  Before the first job interview  
     

2.  During the first job interview 
     

3.  When conditions of work are being negotiated 
     

4.  After starting the job 
     

 
28. Does your organisational recruitment procedure address dual-career issues? 
 

1. Yes, it does through a formal procedure 
 

2. Yes, it does in an informal way 
 

3. No, it does not 
 

4. Do not know/cannot answer 
 

 
29. [Only if option 2 in question 28 is ticked] Please define the informal practices/procedures applied by your 

organisation when recruiting researchers who are facing dual-career issues. 
 

 

 

Section 3: Programmes and initiatives addressing career restart issues among 

researchers 
 
This part of the questionnaire focuses on measures and practices implemented by your organisation in order to address 
issues related to career restart among researchers. In particular, we will ask you to provide information on specific 
measures aimed at promoting or supporting successful career restart after a career break as well as at reducing 
the occurrence of career breaks. This part of the survey will also concern the overall perception on career breaks from 
the employer’s perspective. 
 
A full career break is defined as a period away from what someone considers to be his/her main career, including a 
situation in which a researcher temporarily works in a non-research position either within or outside of an academic 
institution. The usual reasons for such a break include: childcare, eldercare, personal interest in travelling or studying, 
family reasons such as relocating of a partner, illness, willingness to diversify career experience, reluctance to continue a 
career, temporary contracts, or lack of research positions. 
 
 
30. Over the past five years, have any of the measures and practices below been implemented by your 

organisation? If yes, how successful have they been in encouraging researchers to return to their career 
after a break? 



                                                                        June 2016                                                             49 

  

 
  

  
Very 

successful 
Somewhat 
successful 

Somewhat 
unsuccessful 

Very 
unsuccessful 

Not 
implemented 

Do not 
know/ 
cannot 
answer 

1.  Specific fellowship 
programmes, grants and re-
entry schemes for researchers 
restarting their careers after a 
break 

      

2.  Provision of benevolent funds 
for researchers experiencing a 
career break (i.e. financial aid 
to maintain expertise during a 
career break, career-break 
grants for conferences, 
reduced membership 
fee/course fee) 

      

3.  Specific panels evaluating 
grant applications submitted by 
researchers restarting their 
career 

      

4.  Career counselling services, 
mentoring schemes and 
individual career advice for 
researchers who were/are on a 
break  

      

5.  Career events, publication and 
distribution of guidance 
materials for researchers who 
plan or are already 
experiencing a career break 
(information leaflets, websites, 
social media, guidelines on 
how to manage career breaks, 
checklists) 

      

6.  Awareness-raising measures 
targeting researcher recruiters  
and focusing on different 
issues related to the 
recruitment of researchers 
restarting their careers  

      

7.  Other example (Please specify 
– text box) 

      

 
31. Over the past five years, has your organisation applied any of the following measures and practices? If 

yes, how successful have they been in preventing full career breaks? 

  
Very 

successful 
Somewhat 
successful 

Somewhat 
unsuccessful 

Very 
unsuccessful 

Not 
applied 

Do not 
know/ 
cannot 
answer 

1.  Part-time working        

2.  Flexible work 
schedules 

      

3.  Teleworking       

4.  Job-sharing       

5.  Family-friendly 
benefits 

      

6.  Childcare facilities       

7.  Breast feeding 
facilities 
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32. In your experience, at which of the following career stages do researchers usually take a career break? 
(Select up to three most relevant options) * 

 

1. Researcher in Doctoral training   

2. Post-doctoral/recognised researcher  

3. Independent/established researcher  

4. Leading researcher (professor, research professor, director, senior scientist, etc.)  

5. In the transition phase, when moving from doctoral to post-doctoral research stage  

6. In the transition phase, when moving from post-doctoral/recognised to independent/established researcher 
stage 

 

7. In the transition phase, when moving from -independent/established researcher to leading researcher  

8. Not applicable/cannot answer  

 
33. What is your opinion regarding the preparation of career breaks/restarts by researchers? * 

 
 

YES NO 

Do not 
know / 
cannot 
answer 

1. Actions required for the career break are usually taken in advance  
   

2. Actions required for the career restart are usually taken during the break 
   

3. The break is normally prepared in collaboration with the employer (former, current 
or future) 

   

4. Career break and return are usually not well-prepared 
   

 
34. To what extent do you agree that the following factors FACILITATE the reintegration of researchers 

returning after a career break? 

  

Strongly 
agree 

Agree Disagree 
Strongly 
disagree 

Do not 
know/ 
cannot 
answer 

1. Personal skills, competences and attitude 
of the researcher 

     

2. Access to a network of contacts (in 
research) 

     

3. Non-financial incentives (e.g. reintegration 
training, individual career advice and 
mentoring, comeback information session, 
open dialogue with employer) 

     

4. Financial support 
     

5. Employer’s positive perception of career 
breaks  

     

6. Colleagues’ positive perception of career 
breaks 

     

7. Other (Please specify in the text box 
below) 

     

 
35. To what extent do you agree that the following factors HINDER the reintegration of researchers returning 

after a career break? 

  

Strongly 
agree 

Agree Disagree 
Strongly 
disagree 

Do not 
know/ 
cannot 
answer 

1. Competition from other researchers who 
worked during the break of their colleague 

     

2. Recruitment procedures  not providing any 
specific support for career restarters 

     

3. Employer’s negative perception of career 
breaks  

     

4. Colleagues’ negative perception of career 
breaks 

     

5. Other (Please specify in the text box below) 
     

 
 

36. How would you describe researchers – employed by your organisation or under your supervision – 
following their return to work after a career break? (You may choose as many answers as relevant) * 
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1. Restarters generally show renewed motivation and enthusiasm, and bring fresh ideas  

2. After a break, restarters usually work harder than before  

3. Restarters tend to show a more mature attitude and a higher level of loyalty  

4. After a career break, the probability of parental/family leave/partner relocation is likely to be lower  

5. Restarters are usually less productive and efficient since they are no longer used to work and stressful conditions  

6. Restarters often lack the advanced knowledge required due to the fact that they have not kept up-to-date with 
the latest developments 

 

7. Restarters’ flexibility may be limited because of family commitments (e.g. childcare, eldercare, etc.)  

8. Do not know/cannot answer  

9. Other (Please specify in the text box below)  

 
37. How significantly do you believe the following initiatives could enhance the employability of career 

restarters after their break? 
 

  Very 
significantly 

Rather 
significantly 

Rather 
insignificantly 

Completely 
insignificantly 

Do not 
know/ 
cannot 
answer 

1. Training in terms of state-of-the-art, skills, 
and competences to speed up the reintegration  

     

2. Individual career advice and mentoring 
     

 
3. 

Information sessions for returning researchers 
     

4. Attendance to conferences during the career 
break to stay informed on state-of-the-art and 
preserve professional networks  

     

5. Financial support for employers to implement 
career break policies and provide support to 
restarters upon their return 

     

6. Other (Please specify in the text box below) 
     

 
 

Final section  
 

38. Is there anything else you would like to add about the management of research careers in your 
organisation? 
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3. Survey Questionnaire of Individual Researchers 
 
Background information about the survey 
 

Introductory section 
 
1. What is your age? 

 

24 or under 

 

25 - 30 

 

31 - 40 

 

41 - 50 

 

51 - 60 

 

61 and over 
 
2. What is your gender? 

 

Female 

 

Male 

 

Prefer not to disclose 
 
3. In what stage are you in terms of your research career? 

 

First stage researcher (in training leading to PhD or equivalent) 

 

Recognised researcher (PhD holders or equivalent who are not yet fully independent) 

 

Established researcher (researchers who have developed a level of independence) 

 

Leading researcher (researchers leading their research area or field) 

 
4. What is your core scientific discipline or area? (more than one answer option is possible) 

 

Chemistry 

 

Economic Sciences 

 

Information Science and Engineering 

 

Environment and Geosciences 

 

Social sciences and Humanities 

 

Life Sciences 

 

Mathematics 

 

Physics 

 

Other (please specify) ______________________ 
 
5. For what type of organisation do you work? 

 

University 

 

Public research centre 

 

Private research centre 

 

Large enterprise (enterprise which employs more than 250 employees and whose turnover exceeds EUR 50 million or 
whose annual balance-sheet total exceeds EUR 43 million) 

 

Small or medium enterprise (enterprise which employs fewer than 250 persons and whose annual turnover does not 
exceed EUR 50 million or whose annual balance-sheet total does not exceed EUR 43 million) 

 

Incubator, start-up, spin-off or venture capital company 

 

Non-profit organisation (i.e. civil society organisation, think-tank, etc.) 

 

Non-governmental organisation (which can make profit) 

 

Other (please specify) ______________________ 
 
6. What is the status of your employment contract? 

 

Full-time permanent contract 

 

Full-time fixed-term contract 

 

Part-time permanent contract  

 

Part-time fixed-term contract  

 

Stipend/grant/fellowship 

 

Other (please specify ) ______________________ 
 
7. What is your nationality (citizenship)? 

 

Austria 

 

Belgium 

 

Bulgaria 

 

Croatia 

 

Cyprus 

 

Czech Republic 

 

Denmark 

 

Estonia 

 

Finland 

 

France 
 ... 217 additional choices hidden ... 

 

Vatican City State (Holy See) 

 

Venezuela 

 

Vietnam 
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Virgin Islands (British) 

 

Virgin Islands (U.S.) 

 

Wallis and Futuna Islands 

 

Yemen 

 

Zambia 

 

Zimbabwe 

 

Other 
 
Please specify your nationality (citizenship): 

  

 
8. Please indicate your current country of residence: 

 

Austria 

 

Belgium 

 

Bulgaria 

 

Croatia 

 

Cyprus 

 

Czech Republic 

 

Denmark 

 

Estonia 

 

Finland 

 

France 
 ... 217 additional choices hidden ... 

 

Vatican City State (Holy See) 

 

Venezuela 

 

Vietnam 

 

Virgin Islands (British) 

 

Virgin Islands (U.S.) 

 

Wallis and Futuna Islands 

 

Yemen 

 

Zambia 

 

Zimbabwe 

 

Other 
 
Please specify your current country of residence: 

  
 
9. What is your family status? 

 

In a relationship, with children 

 

In a relationship, without children 

 

Single, with children 

 

Single, without children 

 

Prefer not to disclose 
 
9.1. Is your partner also a researcher or does he/she also pursue a career in another professional domain that 
is highly demanding and strongly oriented at career progression? 

 

Yes 

 

No 
 
9.2. If she/he is in research, please identify the discipline or area (more than one answer option is possible). 

 

Chemistry 

 

Economic Sciences 

 

Information Science and Engineering 

 

Environment and Geosciences 

 

Social sciences and Humanities 

 

Life Sciences 

 

Mathematics 

 

Physics 

 

Other (please specify)  ______________________ 

 

She/he is not in research 
 

Section 1: Promotion of Research Careers 
 
This part of the questionnaire focuses on your opinions about the promotion and attractiveness of research careers. 
 
10. From your personal experience, what influence did the following factors have on your decision to pursue a 
research career? 
 Very 

positive 
influence 

Rather 
positive 

influence 

No 
influence 

Rather 
negative 
influence 

Very 
negative 
influence 

Do not 
know/ 
cannot 
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answer 
1. Image of researchers in 
society 

      

2. Curriculum composition at 
school 

      

3. Strong presence of universities 
and research performing 
organisations in the region 

      

4. Science popularisation actions  
      

5. Intellectual curiosity 
      

6. Competitiveness in research 
career/shortage of academic 
positions 

      

7. Stability and security of a 
research position/contractual 
conditions 

      

8. Financial conditions/salaries 
for researchers 

      

9. Autonomy at early stages of 
the career 

      

10. Availability of international 
mobility opportunities offered to 
young researchers 

      

11. Availability of intersectoral 
mobility opportunities offered to 
young researchers 

      

12. Transparency and equal 
opportunities in the researcher 
recruitment processes 

      

13. Knowledge and skills 
necessary for a research career  

      

14. Compatibility of research 
work/academic career with 
personal life 

      

15. Relevance of PhD training for 
the needs of 
industry/employment 
opportunities in the private 
sector  

      

16. Other (please specify below) 
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11. Before your decision to pursue a research career, which of the following sources of information about this 
career path and its future prospects were the most important for you? 
 Very 

important 
Rather 

important 
Rather 

unimportant 
Completely 

unimportant 
Do not 

know/cannot 
answer 

1. School teachers  
     

2. University lecturers/future 
research supervisor 

     

3. Other researchers 
     

4. Media (television, non-scientific 
journals, newspapers, specialised 
children/youth publications, etc.) 

     

5. Internet (websites, blogs, 
YouTube clips, wiki-style articles, 
software, Facebook, Twitter, etc.) 

     

6. Representatives of private/public 

research organisations 
     

7. Information materials prepared 
by private/public research 
organisations (journals, websites, 
leaflets, etc.) 

     

8. Peers 
     

9. Parents/Relatives 
     

10. Other (please specify below) 
     

  
 
12. Before and after your decision to become a researcher, have you considered the following options as an 
alternative to your research career? (select up to 3 options) 

 

Career in healthcare/medicine 

 

Management career 

 

Civil service/government 

 

Teaching career 

 

Legal career 

 

Career in finance/banking 

 

Career in consulting 

 

Career in ICT  

 

Other (please specify) ______________________ 
 
13. If you considered any of the previously mentioned alternatives, please indicate in which sector you were 
inclined to work? 

 

Public sector 

 

Private sector 

 

Both 
 
14. Which of the following factors have been the most important in motivating you to stay in your research 
career and not to switch to an alternative career path? (select up to 5 options) 

 

Strong relations with/attachment to my peers and research colleagues  

 

Pure interest in science and/or my research work 

 

High level of competition in other fields (outside research) 

 

Level of stability and security of my current position/attractive contractual conditions 

 

High costs related to career change (training costs, time-costs, etc.) 

 

Level of autonomy related to my current position 

 

Attractive international and/or intersectoral mobility opportunities that I am currently offered 

 

Attractive financial conditions/remuneration related to my current position 

 

My current position as a researcher allows me to reconcile my work and family life 

 

Research careers are more meaningful/more beneficial to society at large 

 

Other (please specify) ______________________ 
 
15. Over the last five years, have you been involved in any of the Marie Skłodowska-Curie actions (MSCA)? 

 

Yes 

 

No 
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Please select the relevant actions (more than one option possible): 

 

Marie Curie International Reintegration Grants (FP7 MC-IRG) 

 

Marie Curie European Reintegration Grants (FP7 MC-ERG) 

 

Marie Curie Intra-European Fellowships for Career Development (FP7 MC-IEF) 

 

Marie Curie International Incoming Fellowships (FP7 MC-IIF) 

 

Marie Curie International Outgoing Fellowships (FP7 MC-IOF) 

 

Marie Curie Initial Training Networks (FP7 MC-ITN) 

 

Marie Curie Industry-Academia Partnerships and Pathways (FP7 MC-IAPP) 

 

Marie Curie International Research Staff Exchange Scheme (FP7 MC-IRSES) 

 

Marie Curie Co-funding of Regional, National and International Programmes (FP7 MC-COFUND) 

 

Marie Skłodowska-Curie Innovative Training Networks (H2020 MSCA-ITN) 

 

Marie Skłodowska-Curie Research and Innovation Staff Exchanges (H2020 MSCA-RISE) 

 

Marie Skłodowska-Curie Individual Fellowships (H2020 MSCA-IF) 

 

Marie Skłodowska-Curie Co-funding of Regional, National and International Programmes (H2020 MSCA-COFUND) 
 
15.1. Please indicate if you used any of the following tools for outreach and/or the dissemination of your MSCA 

project results (more than one option possible). 

 

Public lectures/participation in conferences 

 

Other public events (European Researchers' Night, workshops, seminars, symposia, summer schools, consultation 
groups, focus groups, exhibitions/science fairs, competitions) 

 

Publication of information materials (posters, articles in non-scientific press, brochures, newsletters, policy briefings, 
etc.) 

 

Online dissemination/outreach activities (websites, blogs, YouTube clips, wiki-style articles, software, Facebook, 
Twitter, etc.) 

 

Dissemination activities through TV broadcasts, CDs/DVDs, books 

 

Public talks, Marie Skłodowska-Curie Ambassadors (i.e. visits to schools and universities by researchers from your 
team) 

 

Open-door days, where students, schoolchildren and general public could visit your research institution and labs 

 

Other (please specify) ______________________ 

 

Do not know/cannot answer 
 
15.2. Please indicate which of the following target audiences did you attempt to reach with these outreach 
activities. 

 

Schoolchildren 

 

Students 

 

A specific segment of the general public (please specify) ______________________ 

 

General public 

 

Other (please specify) ______________________ 
 
15.3. Please indicate to what extent you agree with the following statements related to your participation in 
the MSCA project(s): 
 Completely 

agree 
Somewhat 

agree 
Somewhat 
disagree 

Completely 
disagree 

Do not 
know/ 
cannot 
answer 

1. I was actively involved in the outreach 
activities and disseminated the results of 
my MSCA project  

     

2. Outreach activities contributed to the 
visibility of my research results outside 
the research community 

     

3. I engaged with students and/or 
schoolchildren by actively interacting 
with them (through discussions, 
workshops, seminars etc.) 

     

4. The means of communication that I 
used helped to reach the targeted 
audience  

     

 
16. Over the last five years, have you been involved in any of the European Researchers' Night activities? 

 

Yes 

 

No 
 
 



                                                                        June 2016                                                             57 

  

 
  

16.1. Please indicate to what extent you agree with the following statements related to your contribution to 
organising and/or participating in European Researchers’ Night activities: 
 Completely 

agree 
Somewhat 

agree 
Somewhat 
disagree 

Completely 
disagree 

Do not 
know/ 
cannot 
answer 

1. The European Researchers’ Night 
activities helped to reach the general 
public  

     

2. I engaged with students and/or 
schoolchildren by actively interacting with 
them (e.g. through live experiments, 
discussions, workshops, etc.) 

     

3. European Researchers’ Night activities 
positively influenced the views of young 
people about researchers 

     

4. European Researchers’ Night activities 
positively influenced the views of young 
people and the general public about 
research career prospects  

     

5. In the long-term, European 
Researchers’ Night activities are likely to 
encourage young people to choose a 
research career 

     

 

Section 2: Dual-career issues among researchers 

 
This part of the questionnaire focuses on your opinions and experiences related to dual-career issues and mobility among 
researchers. In this context, dual-career couples are defined as the couples (for example, a wife and a husband) where both 
life partners pursue a career or seek jobs which are highly demanding and strongly oriented at career progression, and at 
least one of them is a researcher. Mobile researchers reflect the situation when a researcher moves and/or intends to move 
to another country together with his/her partner. 
 
17. What is your situation with regard to research mobility? 

 

I have never considered the possibility of moving to a different country 

 

I may  consider the possibility of moving to a different country in the future 

 

I have considered the possibility of moving to a different country, but at the end I have decided not to go 

 

I have considered the possibility, but I have not moved yet 

 

I have moved to a different country at least once within my research career 

 

Do not know/cannot answer 
 
18. Which of the following aspects weight the most when deciding to move or not to move to a different 
country? (select up to 5 options) 

 

Personal/family reasons 

 

Culture-related reasons 

 

Language-related reasons 

 

Career progression goals  

 

Personal research agenda  

 

Prospect of working with leading experts and laboratories 

 

Access to high quality research facilities 

 

Salary and other financial incentives  

 

Career opportunities at new location 

 

Attractiveness and flexibility of the working conditions 

 

Attractiveness of the new location to live in 

 

Other (please specify) ______________________ 
 
19. Please consider the following list of dual-career issues and indicate the relevance they had or could have on 
your decision to move to a different country. 
 Very 

relevant 
Rather 

relevant 
Rather 

irrelevant 
Completely 
irrelevant 

Do not 
know/cannot 

answer 
1.  Finding a job for my partner 

     

2.  Overcoming the language barrier 
for my partner 

     

3.  Ensuring that my partner has a 
good adaptation to the new 
environment 

     

4.  Ensuring that necessary child-care 
services or other family support 
services can be found 

     

5.  Other (please specify below) 
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20. Have you and/or your partner ever faced the following dual-career problems? 
 Yes No 
1.  I and/or my partner never moved to a different country due to dual-career issues 

  

2.  I and/or my partner was/were offered a job but the offer was withdrawn due to dual-career issues 
  

3.  I and/or my partner refused a job vacancy due to dual-career issues 
  

4.  I and/or my partner resigned from a job due to dual-career issues  
  

5.  I and/or my partner currently face/ faces dual-career problems at work that are affecting our relationship 
  

 
20.1. Please briefly describe the key dual career problems indicated in the previous question, which affected 
negatively your and/or your partners’ professional or/and personal life. 

  
 
21. Have you or/and your partner ever raised dual-career issues during any recruitment process? 

 

Yes 

 

No 
 
21.1. Please indicate the moment when you (and/or your partner in case he/she is a researcher) tried to raise 
dual-career issues during the recruitment process. 

 

Before the first job interview  

 

During the first job interview 

 

When conditions of work were being negotiated 

 

After starting the job 

 

Do not know/cannot answer 
 
22. Have you (both, you and your partner) been newly hired over the last five years? 

 

Yes 

 

No 
 
22.1. We were hired: 

 

Sequentially (one was hired before the other) 

 

Jointly (both were hired at the same time or nearly simultaneously)   
 
22.2. We were hired: 

 

In approximately the same geographical location, by different employers  

 

In approximately the same geographical location, by the same employers 

 

In different geographical locations, by different employers 

 

In different geographical locations, by the same employers 
 

 
23. If the following practices are applied in your organisation, please assess their success in addressing dual-
career issues. 
 Very 

successful 
Somewhat 
successful 

Somewhat 
unsuccessful 

Very 
unsuccessful 

Not 
applied 

Do not 
know / 
cannot 
answer 

1.  Language training services for 
partners of researchers 

      

2.  Tax/pensions advice for 
partners of researchers 

      

3.  Information services on local 
employment opportunities for the 
partners of researchers (CV 
advice, career-counselling, job 
search, self-employment advice 
and/or other guidance services) 

      

4.  Facilities for work-family 
balance and family-friendly 
benefits for researchers and their 
partners (childcare facilities, 
family allowance) 

      

5.  Partnerships with other 
organisations to coordinate job 
opportunities for the partners of 
incoming researchers 

      

6.  Recruitment guidelines and 
protocols sensitive to dual-career 
issues among researchers 

      

7.  Employment of dual-career 
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 Very 
successful 

Somewhat 
successful 

Somewhat 
unsuccessful 

Very 
unsuccessful 

Not 
applied 

Do not 
know / 
cannot 
answer 

specialists 
8.  Dissemination of information 
on dual-career support services on 
web-sites, social media, leaflets 

      

9.  No specific measures/practices 
were implemented 

      

10.  Other (please specify below) 
      

  

 
24. As far as you are aware, did the employer receive extra funding from an external source to support dual-
career services? 

 

Yes 

 

No 

 

Do not know / cannot answer 
 
 

Section 3: Career restart issues among researchers 

 
This part of the questionnaire concerns the overall perception of career break issues from the researcher’s perspective, 
including specific questions on the personal situation of the respondent (for example motivation, management, and 
preparation of the break). 
 
A full career break is defined as a period away from what someone considers to be his/her main career, including a situation 
in which a researcher temporarily works in a non-research position either within or outside of an academic institution. The 
usual reasons for such a break include: childcare, eldercare, personal interest in travelling or studying, family reasons such 
as relocating of a partner, illness, willingness to diversify career experience, reluctance to continue a career, temporary 
contracts, or lack of research positions. Therefore, career breaks can be taken voluntarily or not, and they can be intentional 
or not. A situation in which a researcher temporarily works in a non-research position is also considered a research career 
break. For the current study, a situation in which a researcher leaves academic sector to pursue his/her research career in a 
non-academic organisation (i.a. large company or SME) is not considered a career break. 
 
25. In your opinion, which of the following items, aiming to ensure a better work/life balance, could help 
diminish the occurrence of career breaks? (select up to 4 options) 

 

Part-time working  

 

Flexible work schedules 

 

Teleworking 

 

Job sharing 

 

Family-friendly benefits (e.g. family allowance, childcare allowance) 

 

Childcare facilities  

 

Breast feeding facilities 

 

Other (please specify) ______________________ 
 
26. In your opinion, which of the following statements best describe the overall perception of employers on 
researchers returning from a career break? (multiple answers can be selected) 

 

Restarters generally show renewed motivation and enthusiasm, and bring fresh ideas  

 

Restarters might work harder than before  

 

Restarters tend to show a more mature attitude and a higher level of loyalty 

 

After a career break, the probability of parental/family leave/partner relocation is likely to be lower 

 

Restarters often lack the advanced knowledge required because they are not kept up-to-date with the latest 
developments 

 

Restarters are usually less productive and efficient since they are no longer used to working under stressful conditions 

 

Restarters’ flexibility may be limited due to family commitments (e.g. childcare, eldercare, etc.)  

 

Other (please specify) ______________________ 

 

Do not know/cannot answer 
 
27. What is your personal situation with regard to career breaks? 

 

I have experienced a career break, once 

 

I have experienced several career breaks 

 

I am currently on a career break 

 

I am planning to take a career break in the near future 

 

I have never experienced a career break 
 
27.1. At which of the following career stages have you taken/ are you planning to take a career break? 
If you experienced more than one career break, consider the most recent one 

 

Researcher in Doctoral training  

 

Post-doctoral/recognised researcher 

 

Independent/established researcher 
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Leading researcher (professor, research professor, director, senior scientist, etc.) 

 

In the transition phase, when moving  from doctoral to post-doctoral research stage 

 

In the transition phase, when moving from post-doctoral/recognised to independent/established researcher stage 

 

In the transition phase, when moving from Independent/established researcher to Leading researcher 

 

Not applicable / cannot answer 
 
27.2. What was/is the duration of your past/current/planned career break? 
If you experienced more than one career break, consider the most recent one 

 

Up to 6 months  

 

Between 6 and 12 months 

 

Between 12 and 24 months 

 

More than 24 months 

 

Not applicable / cannot answer 
 
27.3. Please indicate the main reasons for your past/current/planned career break (multiple answers can be 
selected). 

 

Childcare commitments (parental leave, maternity, paternity) 

 

Eldercare commitments (parent, grandparents, spouses' family) 

 

Other family reasons (e.g. related to partner) 

 

Travelling 

 

Studying & training  (different from research training) 

 

Willingness to diversify career experience in a non-research position 

 

Illness (personal health problems) 

 

Lack of research positions  

 

End of temporary contract  

 

Other reason (please specify) ______________________ 

 

Not applicable / cannot answer 
 
27.4. In case you have changed countries during your career break, have you returned/are you planning to 
return to the country where you were last employed? 

 

Yes 

 

No 

 

I don’t know yet  

 

Not applicable / cannot answer 
 
27.5. Have you returned/are you planning to return to your previous working place after the break? 

 

Yes 

 

No 

 

I don’t know yet  
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27.6. To what extent did the following factors facilitate your reintegration after the career break? 
 Completely 

agree 
Somewhat 

agree 
Somewhat 
disagree 

Completely  
disagree 

Do not 
know / 
cannot 
answer 

1. My personal skills, competences and 
attitude 

     

2. My access to a network of contacts 
(within the research community) 

     

3. Incentives to be used by the restarter in 
order to facilitate the reintegration (e.g. 
reintegration training, individual career 
advice and mentoring, comeback 
information session, open dialogue with 
employer) 

     

4. My employer’s positive perception of 

career breaks  
     

5. My colleagues’ positive perception of 
career breaks 

     

6. Other (please specify below) 
     

  

 
27.7. To what extent did the following factors hinder your reintegration after a career break? 
 Completely 

agree 
Somewhat 

agree 
Somewhat 
disagree 

Completely  
disagree 

Do not know / 
cannot answer 

1. Competition from other 
researchers who were working 
during your break  

     

2. Recruitment process which 
penalises career restarters 

     

3. My employer’s negative 
perception of career breaks  

     

4. My colleagues’ negative 
perception of career breaks 

     

5. Other (please specify below) 
     

  
 
27.8. Have you taken or do you plan to take any of the following actions in order to prepare your career break 
and return? 
 Yes No Do not know/ 

cannot answer 
1. I have consulted/am planning to consult documents/website on policy/possibilities 
foreseen by my employer in relation to career break and restart 

   

2. I have searched/am planning to search for restart grants/fellowships or other kinds of 
financial incentives 

   

3. I am engaged/am planning to engage in networks, awareness campaigns, workshops, 
training related to career breaks and restart 

   

4. I have discussed/am planning to discuss existing career break policies or possibilities 
(in case there is no specific career break policy in place) with my line manager/HR 

   

5. I am staying /am planning to stay involved with research during my career break (e.g. 
extra-training, keeping in contact with colleagues, self-studying and updating skills) 

   

6. I have negotiated/am planning to negotiate an agreement on returning to the same 
organisation (position granted or not) 

   

7. I have discussed/am planning to discuss  roles and responsibilities during and after the 
break with family/partner 

   

8. I have considered/am planning to consider the  risks and options for the future 
   

9. I have actively searched /am planning to search for future employers 
   

10. I have networked/am planning to network with other researchers in a similar situation 
   

 
28. Are you familiar with the Career Restart (CAR) Panel of the Individual Fellowships, in the context of the 
Marie (Skłodowska-) Curie actions EU programme? 

 

Yes, I know about the CAR Panel 

 

I have applied for the CAR Panel 

 

I am planning to apply for the CAR Panel 

 

I have benefited from the CAR Panel 

 

No, I am not familiar with the CAR Panel 
 
28.1. In your opinion, how successful is the CAR Panel in achieving the following objectives? 
 Very 

successful 
Somewhat 
successful 

Somewhat 
unsuccessful 

Very 
unsuccessful 

Do not know/ 
cannot 
answer 

1. Facilitating a smooth return 
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to research work for the 
restarter  
2. Ensuring that the restarter  
receives the appropriate 
support/advice  

     

3. Offering appropriate coverage 
for research, training, 
networking costs 

     

4. Offering appropriate support 
for living, family and mobility 
allowance  

     

5. Contributing to the balance 
between work and family-
commitments 

     

6. Ensuring gender balance in 
research careers 

     

7. Pursuing a permanent 
position for the restarter 

     

8. Other (Please specify below) 
     

  
 

Final section 
 
29. Is there anything else you would like to add? 
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Survey results 
 

1. Results from the Survey of National Stakeholders 
 

Introductory section 
 

1. Please indicate the committee/group or the institution you are representing (multiple answers can be 
selected): 

Response Count 

1. Programme Committee for the specific programme implementing 
Horizon 2020 (Configuration “European Research Council, Marie 

Skłodowska-Curie Actions, Future and Emerging Technologies”) 

24 

2. ERA Steering Group on HR and Mobility 14 

3. National Contact Point for Marie Skłodowska-Curie actions 24 

4. Research funding institution in my country (region) 12 

5. Other, please specify 12 

Total 59 

 
2. Please indicate the country you represent: 

Response Count Percentage 

Austria 1 2% 

Belgium 2 3% 

Bulgaria 2 3% 

Croatia 1 2% 

Cyprus 1 2% 

Czech Republic 1 2% 

Denmark 1 2% 

Germany 4 7% 

Hungary 3 5% 

Ireland 2 3% 

Italy 3 5% 

Latvia 2 3% 

Lithuania 1 2% 

Netherlands 2 3% 

Poland 4 7% 

Portugal 1 2% 

Romania 1 2% 

Slovakia 3 5% 

Slovenia 4 7% 

Spain 2 3% 

Sweden 4 7% 

United Kingdom 1 2% 

Norway 1 2% 

Albania 1 2% 

Bosnia and 
Herzegovina 

1 2% 

the Former Yugoslav 
Republic of Macedonia 

1 2% 
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Response Count Percentage 

Serbia 2 3% 

Turkey 1 2% 

Moldova 2 3% 

Switzerland 4 7% 

Faroe Islands   

Total N=59   

 
 
3. Based on your expert judgement, how important were the following objectives of research career 
development in the policy of your national (regional) government in the period 2010-2014? 

Response Count Percentage 

1. Encouraging young people to embark on a career in research; N=59  

Very important  27 46% 

Rather important 25 42% 

Rather unimportant 6 10% 

Completely unimportant 1 2% 

Do not know/cannot answer 0 0% 

2. Improving research career conditions (more opportunities for international, intersectoral and 
interdisciplinary mobility, more financially attractive salaries, etc.); N=59 

Very important 24 41% 

Rather important 26 44% 

Rather unimportant 9 15% 

Completely unimportant   0% 

Do not know/cannot answer   0% 

3. Encouraging interactions between society and research organisations; N=59 

Very important 18 31% 

Rather important 29 49% 

Rather unimportant 10 17% 

Completely unimportant   0% 

Do not know/cannot answer 2 3% 

4. Promoting equal opportunities and gender balance in research; N=59 

Very important 24 41% 

Rather important 26 44% 

Rather unimportant 6 10% 

Completely unimportant   0% 

Do not know/cannot answer 3 5% 

5. Improving skills and competences of researchers; N=59 

Very important 29 49% 

Rather important 19 32% 

Rather unimportant 10 17% 

Completely unimportant   0% 

Do not know/cannot answer 1 2% 

6. Improving practices of researcher recruitment ; N=59 

Very important 15 25% 
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Response Count Percentage 

Rather important 25 42% 

Rather unimportant 15 25% 

Completely unimportant 1 2% 

Do not know/cannot answer 3 5% 

7. Improving the image of the researcher profession; N=59 

Very important 10 17% 

Rather important 28 47% 

Rather unimportant 17 29% 

Completely unimportant 3 5% 

Do not know/cannot answer 1 2% 

8. Improving work-family balance in research; N=57 

Very important 11 19% 

Rather important 24 42% 

Rather unimportant 13 23% 

Completely unimportant 3 5% 

Do not know/cannot answer 6 11% 

9. Promoting research career restart and/or facilitating reintegration after a break; N=58 

Very important 8 14% 

Rather important 20 34% 

Rather unimportant 22 38% 

Completely unimportant 3 5% 

Do not know/cannot answer 5 9% 

10. Other (please specify in the text box below) 9  

 

Section 1: Programmes and Initiatives for Promotion of Research Careers 

 
4. How common in your country are various programmes and initiatives implemented with the aim of 
popularising science and/or motivating schoolchildren to embark on a research career? 

Response Count Percentage 

1. Workshops, residential programmes and/or internship programmes (lasting more than 1 month) at research 
institutions for schoolchildren; N=58 

Very common 1 2% 

Rather common 16 28% 

Rather uncommon 25 43% 

Completely uncommon 8 14% 

Do not know/cannot answer 8 14% 

2. Contests, competitions and prizes for scientific achievements of schoolchildren; N=57 

Very common 15 26% 

Rather common 23 40% 

Rather uncommon 14 25% 

Completely uncommon 2 4% 

Do not know/cannot answer 3 5% 

3. Visits of schoolchildren to universities/research centres ; N=57 

Very common 11 19% 
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Response Count Percentage 

Rather common 25 44% 

Rather uncommon 15 26% 

Completely uncommon 2 4% 

Do not know/cannot answer 4 7% 

4. Open-door days at universities and research organisations; N=57 

Very common 19 33% 

Rather common 29 51% 

Rather uncommon 6 11% 

Completely uncommon   0% 

Do not know/cannot answer 3 5% 

5. Publication and dissemination of guidance materials for schoolchildren about the prospects of research 
careers (information leaflets, websites, social media, etc.) ; N=58 

Very common 5 9% 

Rather common 18 31% 

Rather uncommon 21 36% 

Completely uncommon 5 9% 

Do not know/cannot answer 9 16% 

6. Organisation of public events aimed at science popularisation (science fairs, lectures, visits of scientists to 
schools, awareness campaigns, science festivals, exhibitions) ; N=58 

Very common 21 36% 

Rather common 21 36% 

Rather uncommon 12 21% 

Completely uncommon   0% 

Do not know/cannot answer 4 7% 

7. Publication and distribution of various science-popularisation materials (books, journals, websites, social 
media, etc.) ; N=58 

Very common 10 17% 

Rather common 24 41% 

Rather uncommon 17 29% 

Completely uncommon 1 2% 

Do not know/cannot answer 6 10% 

8. National programmes and initiatives supporting effective science education at schools (curriculum support 
for schools and/or introduction of new teaching and learning methods in classrooms) ; N=57 

Very common 4 7% 

Rather common 20 35% 

Rather uncommon 19 33% 

Completely uncommon 2 4% 

Do not know/cannot answer 12 21% 

9. National programmes and   initiatives supporting special   education of teachers to act as the key influencers 
of schoolchildren; N=58 

Very common 4 7% 

Rather common 11 19% 

Rather uncommon 20 34% 

Completely uncommon 7 12% 

Do not know/cannot answer 16 28% 

10. Establishment of institutions and/or separate departments within institutions specialising in science 
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Response Count Percentage 

popularisation and research career promotion among pupils; N=57 

Very common 5 9% 

Rather common 11 19% 

Rather uncommon 26 46% 

Completely uncommon 10 18% 

Do not know/cannot answer 5 9% 

11. Issuing of legal acts and other regulations incentivising schools to strengthen science 
education/popularisation and research career promotion among schoolchildren; N=58 

Very common 2 3% 

Rather common 6 10% 

Rather uncommon 20 34% 

Completely uncommon 11 19% 

Do not know/cannot answer 19 33% 

12. Science museums / science galleries available to schoolchildren; N=58 

Very common 19 33% 

Rather common 23 40% 

Rather uncommon 11 19% 

Completely uncommon 2 3% 

Do not know/cannot answer 3 5% 

13. Other (please specify in the text box below) 7  

 
5. How common in your country are various programmes and initiatives implemented with the aim of 
motivating university students (undergraduate and Master degree students) to pursue a research degree and 
to become researchers? 

Response Count Percentage 

1. National programmes involving scholarships and other financial support for research students; N=58 

Very common 21 36% 

Rather common 19 33% 

Rather uncommon 13 22% 

Completely uncommon 1 2% 

Do not know/cannot answer 4 7% 

2. National initiatives to improve the quality of doctoral training; N=57  

Very common 9 16% 

Rather common 28 49% 

Rather uncommon 14 25% 

Completely uncommon 1 2% 

Do not know/cannot answer 5 9% 

3. National initiatives to improve working conditions of researchers (salaries, contractual conditions, social 
security and research facilities); N=58 

Very common 7 12% 

Rather common 19 33% 

Rather uncommon 26 45% 

Completely uncommon 3 5% 

Do not know/cannot answer 3 5% 

4. National initiatives to increase transparency and equal opportunities in researcher recruitment procedures; 
N=57 
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Response Count Percentage 

Very common 6 11% 

Rather common 24 42% 

Rather uncommon 20 35% 

Completely uncommon 3 5% 

Do not know/cannot answer 4 7% 

5. National programmes/initiatives supporting international and/or intersectoral mobility of young researchers 
(e.g. work placements in industry, etc.) ; N=58 

Very common 9 16% 

Rather common 26 45% 

Rather uncommon 17 29% 

Completely uncommon 2 3% 

Do not know/cannot answer 4 7% 

6. Dissemination of information for students on the researcher profession and its career prospects by 
university career counselling offices; N=58 

Very common 7 12% 

Rather common 25 43% 

Rather uncommon 18 31% 

Completely uncommon 3 5% 

Do not know/cannot answer 5 9% 

7. Public events (conferences, science fairs, public lectures by scientists) for university students; N=58 

Very common 17 29% 

Rather common 32 55% 

Rather uncommon 6 10% 

Completely uncommon   0% 

Do not know/cannot answer 3 5% 

8. Establishment of separate institutions/departments within institutions specialising in the promotion of 
research careers among university students and/or increasing the numbers of students taking up PhD studies; 
N=58 

Very common 2 3% 

Rather common 17 29% 

Rather uncommon 24 41% 

Completely uncommon 7 12% 

Do not know/cannot answer 8 14% 

9. National programmes and initiatives aiming to motivate more women to pursue a research degree in specific 
fields of science (Science, Technology, Engineering and Mathematics) ; N=57 

Very common 8 14% 

Rather common 13 23% 

Rather uncommon 20 35% 

Completely uncommon 9 16% 

Do not know/cannot answer 7 12% 

10. National programmes and initiatives aiming to motivate more minority groups to pursue a research degree; 
N=58 

Very common 2 3% 

Rather common 7 12% 

Rather uncommon 28 48% 

Completely uncommon 11 19% 
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Response Count Percentage 

Do not know/cannot answer 10 17% 

11. Issuing legal acts and other regulations incentivising universities/research centres to promote research 
careers among students (formal requirements to disseminate research results to wider audiences at the end of 
government-funded research projects, etc.) ; N=56 

Very common 1 2% 

Rather common 12 21% 

Rather uncommon 26 46% 

Completely uncommon 9 16% 

Do not know/cannot answer 8 14% 

12. Other (please specify in the text box below) 6  

 
 
6. How important have been the following obstacles during the execution of your programmes and initiatives 
addressing promotion of research careers (at school and university level) in your country (region)? 

Response Count Percentage 

1. Lack of public funding for the programmes/initiatives and/or the uncertain economic situation; N=58 

Very important 23 40% 

Rather important 18 31% 

Rather unimportant 11 19% 

Completely unimportant 1 2% 

Do not know/cannot answer 5 9% 

2. Internal changes within administrative bodies implementing the programmes/initiatives; N=58 

Very important 5 9% 

Rather important 19 33% 

Rather unimportant 18 31% 

Completely unimportant 5 9% 

Do not know/cannot answer 11 19% 

3. Insufficient administrative resources to implement the programmes/initiatives; N=58 

Very important 10 17% 

Rather important 16 28% 

Rather unimportant 15 26% 

Completely unimportant 5 9% 

Do not know/cannot answer 12 21% 

4. Lack of coordination between similar programmes/initiatives; N=58 

Very important 10 17% 

Rather important 18 31% 

Rather unimportant 17 29% 

Completely unimportant 2 3% 

Do not know/cannot answer 11 19% 

5. Insufficient cooperation between administrative bodies implementing the programmes/initiatives and 
schools/universities; N=58 

Very important 8 14% 

Rather important 18 31% 

Rather unimportant 16 28% 

Completely unimportant 2 3% 
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Response Count Percentage 

Do not know/cannot answer 14 24% 

6. Insufficient support from top decision-makers within government; N=58 

Very important 13 22% 

Rather important 19 33% 

Rather unimportant 10 17% 

Completely unimportant 5 9% 

Do not know/cannot answer 11 19% 

7. Insufficient communication of programmes/initiatives to relevant stakeholders (school administration, 
schoolchildren, parents, universities, students, researchers) ; N=58 

Very important 7 12% 

Rather important 24 41% 

Rather unimportant 13 22% 

Completely unimportant 2 3% 

Do not know/cannot answer 12 21% 

8. Insufficient monitoring and evaluation of the programmes/initiatives; N=58 

Very important 9 16% 

Rather important 20 34% 

Rather unimportant 15 26% 

Completely unimportant 2 3% 

Do not know/cannot answer 12 21% 

9. Other (please specify in the text box below) 1  

 



  

 
  

7. Please name and describe at least one recent (2010-2014) programme/initiative that has been launched in your country (region) and proved to be successful in 
terms of motivating schoolchildren to pursue a research career or motivating university students to pursue a research degree and to become researchers. 

Sub-question 
No 

7.1.1./7.2.1. 
Please indicate 
the level of the 
programme/in

itiative 

Sub-question No 
7.1.2./7.2.2. Please 

indicate the title of the 
programme/initiative 

Sub-question No 7.1.3./7.2.3. Please 
describe the main aims of this 

programme/initiative and/or its 
(expected) results 

Sub-question No 7.1.4./7.2.4. Please 
indicate what kind of activities were 

funded/ supported by this 
programme/initiative 

Sub-question No 7.1.5./7.2.5. 
Overall, how would you assess this 

programme/initiative in terms of its 
efficiency, (expected) impacts and 

potential for replication in other 
countries? 

1 – low 
efficiency 5 – 

high 
efficiency 

1 – no 
impact 5 

– 
significan
t impact 

1 – no 
potential for 
replication 5 

– high 
potential 

Both school and 
university level 
(general public-
level initiative) 

The Science Week Its aim is to make available to all citizens 
interesting topics showing them research 
centers and scientific activities   

Workshops, guided tours, open doors, tours, 
etc. 

4 4 4 

School-level 
initiative 
(targeting 
schoolchildren) 

SFI Discover  Discover seeks to promote the awareness 
and engagement of the Irish public with 
STEM. It aims to support and develop the 
education and outreach STEM sector in 
Ireland by investment in developing and 
extending outreach capacity and by 
exploring novel means of public 
engagement and communication. 

Smart Futures: a collaborative Government-
Industry-Education programme promoting 
STEM careers to student in Ireland. It offers 
careers information, role models etc. to 
students, parents, teachers, careers guidance 
officers etc.  Science.ie is a web resource that 
contains science related links and news. 
Science Week Ireland organises a week long 
schedule of events in November each year 
every school in the country is involved.  
Discover Primary Science & Maths provides 
teacher training resources, online resources 
and classroom activity packs. Greenwave 
encourages the participation of school children 
in observations of nature (e.g. first signs of 
spring) 

4 3 5 

University-level 
initiative 
(targeting 
university 
students) 

Excellence Inititiative      

University-level 
initiative 
(targeting 
university 
students) 

May Month of 
Mathematics 

Center for the Promotion of Science and 
SASA Mathematical Institute organize the 
forth popular science manifestation May 
Month of Mathematics 2015 

TED like presentation, interactive exibitions 4 4 5 

School-level 
initiative 
(targeting 
schoolchildren) 

Competition "Pupils in 
Research" 

Teams of schoolchildren engage in a 
research programme under the guidance 
of an experienced Researcher, with the 
aim of familiarizing with the process of 

Any costs related to consumables/ materials/ 
activities needed for the research topic. 

5 5 5 
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1 – low 
efficiency 5 – 

high 
efficiency 

1 – no 
impact 5 

– 
significan
t impact 

1 – no 
potential for 
replication 5 

– high 
potential 

designing and carrying out research and, 
of course, of creating its output. 

School-level 
initiative 
(targeting 

schoolchildren) 

Jugend forscht 
http://www.jugend-
forscht.de/ 

Jugend forscht (From Wikipedia, the free 
encyclopedia)  Jugend forscht (literal 
translation: “Youth researches”) is a 

German youth science competition. With 
more than 10,000 participants annually, 
it is the biggest youth science and 
technology competition in Europe. It was 
initiated in 1965 by Henri Nannen, then 
editor-in-chief of the Stern magazine.  
Participants work on a self-chosen 
research project, hand in a written report 
about their work, and then present their 
results first at regional levels and later at 
a national contest to an expert jury, 
usually in the form of a poster session, 
often including a practical demonstration. 
Contest juries often invite university or 
industry experts to referee some of the 
projects, especially at the national 
contest, due to a high level of 
specialization.  Participants can enter in 
one of seven subject groups:      Biology     
Chemistry     Geosciences and Astronomy     
Mathematics and Computer Science     
Physics     Technology     Work 
environment  Participants must not be 
older than 21 years and can enter the 
competition either on their own or in 
teams of up to three. University students 
are only allowed to participate during 
their first year of study. Participants 
younger than 15 years compete in a 
separate contest called “Schüler 
experimentieren” (“Pupils experiment”).  

Winners receive prizes donated by industrial 
sponsors. At the national level, one project in 
each of the subject groups is selected as the 

national winner each year. In addition, there is 
a special price for the best interdisciplinary 
project by the German Research Foundation, 
as well as additional special prizes for 
particularly distinguished projects by the 
President of Germany and the Chancellor of 
Germany. Some of the winning projects are 
nominated for the European Union Contest for 
Young Scientists, and all winners are 
nominated for the Studienstiftung des 
deutschen Volkes. 

5 5 5 
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efficiency 
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significan
t impact 

1 – no 
potential for 
replication 5 

– high 
potential 

Both school and 
university level 
(general public-
level initiative) 

"Mert kutatni mindenki 
szeret..." "Because 
everybody like to do 
research..." 

     

School-level 

initiative 
(targeting 
schoolchildren) 

The European 

Researchers' Night 
(NIGHT) 

Promotion of researcher's carrers, 

stimulate interest in research especially 
among young people 

media campaign,  activities during the Night, 

impact assessment, management   

5 4 5 

School-level 
initiative 
(targeting 
schoolchildren) 

Jugend forscht http://www.jugend-forscht.de/  5 5 5 

Both school and 
university level 
(general public-
level initiative) 

Science education 
programme in scholls, 
implemented by science 
centres (House of 
Experiments, Slovene 
Science Foundation); 
establishment of  career 
develepment centres at 
universities 

  4 4 5 

University-level 
initiative 
(targeting 
university 
students) 

career centres have been 
established at 
universities 

students at graduate and post-graduate 
levels 

support to the education of personnel, to the 
institutional establishment 

5 4 5 

University-level 
initiative 
(targeting 
university 
students) 

establishment research 
career centres 

graduate and post-graduate students education of personnel, institution support 5 2 5 

Both school and 
university level 
(general public-
level initiative) 

Tudomany a Z 
generacionak (Science 
for Generation "Z" 
(TAMOP 4.2.3-
12/1/KONV/2012-0016) 

  5 5 5 
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the level of the 
programme/in

itiative 

Sub-question No 
7.1.2./7.2.2. Please 

indicate the title of the 
programme/initiative 

Sub-question No 7.1.3./7.2.3. Please 
describe the main aims of this 

programme/initiative and/or its 
(expected) results 

Sub-question No 7.1.4./7.2.4. Please 
indicate what kind of activities were 

funded/ supported by this 
programme/initiative 

Sub-question No 7.1.5./7.2.5. 
Overall, how would you assess this 
programme/initiative in terms of its 
efficiency, (expected) impacts and 

potential for replication in other 
countries? 

1 – low 
efficiency 5 – 

high 
efficiency 

1 – no 
impact 5 

– 
significan
t impact 

1 – no 
potential for 
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potential 

funded by the ESF 

School-level 
initiative 
(targeting 
schoolchildren) 

MINT, science labs for 
schoolchildreen starting 
at kindergarten 

familiarize kids and pupils for natural 
sciences 

 4   

School-level 

initiative 
(targeting 
schoolchildren) 

Forskningsbaserat 

arbetssätt   
Forskningsbaserat 
arbetssätt  

A national program aimed to promote 

working in a way that is similar to 
researchers work.  

 5 5 5 

Both school and 
university level 
(general public-
level initiative) 

Operational Programme 
Research and 
Development for 
Innovation. 

Operational Programme Research and 
Development for Innovation (OP R & DI) 
is one of the major operational programs, 
which contributes to enhance the growth 
and competitiveness of the country focus 
on the knowledge economy. 

Popularization, promotion and media coverage 
of science and technology - Under the center 
popularisation, promotion and media coverage 
of science and technology (the "Center 
popularisation") within the call means 
entertaining educational center, a popular 
form of casual and through the apparatus, 
equipment, interactive tools, exhibits and 
other elements provides the possibility for 
deeper learning and understanding physical 
nature and natural phenomena. The center 
consists of popularizing space (exposure), 
where they are located devices, equipment, 
tools, and other features exhibits focusing on 
the phenomena which are the maximum 
extent possible visual, interactive (ie. Allowing 
the visitor involvement in their operation), 
attractive ( ie. demonstrate the phenomena in 
an interesting way) and educational (ie. 
allowing the demonstrated understanding of 
the phenomenon, including its causes and 
consequences). The most important target 
group of the city popularization of children and 
young people (organized and individual). 
Furthermore, families with children, parents, 
the general public. 

5 5 5 
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efficiency 5 – 

high 
efficiency 

1 – no 
impact 5 

– 
significan
t impact 

1 – no 
potential for 
replication 5 

– high 
potential 

Both school and 
university level 
(general public-
level initiative) 

Sparkling Science is a 
research programme of 
the Federal Ministry of 
Science, Research and 
Economy (BMWFW) 
which started in 2007 
and adopts an 
unconventional way in 
the promotion of young 
scientists that is unique 
in Europe.   The specific 
characteristic of the 
programme: in so far 
202* projects (128 of 
them have already been 
finished) scientists 

worked and work side by 
side with young people in 
current scientific research 
projects. The research 
method applied here is 
also known as “Citizen 
Science”. The support 
track is open to a broad 
thematic spectrum. 
Research is carried out 
on all sorts of different 
topics: from 
mechatronics and 
molecular biology to 
migration research, from 
acoustics and biometrics 
to literature research.   
In the framework of a 
second support track of 
the Sparkling Science 

Please see No.7.1.2. Please see No.7.1.2. 5 5 5 
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efficiency 5 – 

high 
efficiency 

1 – no 
impact 5 

– 
significan
t impact 

1 – no 
potential for 
replication 5 

– high 
potential 

programme the BMWFW 
awarded from 2007 until 
2011 grants for smaller 
projects – in this case 
“school research 
projects” submitted and 
conducted by schools. In 
these projects, too, 
schoolchildren worked 
closely together with 
researchers and 
supported them in their 
research work; these, 
however, were funded by 
other national and 
international research 

programmes outside the 
Sparkling Science 
programme. This support 
track also provided no 
thematic restrictions. 
(https://www.sparklingsc
ience.at)     

Both school and 
university level 
(general public-
level initiative) 

The Researchers' Night 
2010, 2011, 2012, 2013 

  4 3 3 

University-level 
initiative 
(targeting 
university 
students) 

Diamond Grant  The programme is open for students 
having a  BSc degree or being after the 
third year of the university study. Each 
year, about 100 students receive a grant 
up to 50 000 Euro which  allows them  to 
lead their individual research projects at 
the Polish universities and research 
institutes. The idea of the programme is 
to open a fast track for the best students 

research activities, salaries, participation in 
scientific events, publications 

5 4 5 
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efficiency 5 – 

high 
efficiency 

1 – no 
impact 5 

– 
significan
t impact 

1 – no 
potential for 
replication 5 

– high 
potential 

to obtain a doctoral degree.  So far about 
300 students received this individual 
grant and the total amount spent by the 
Ministry of Research and Higher 
Education reached 12 mln Euro. The 
laureates have created their own 
association, which organizes conferences 
and other types of events.    

Both school and 
university level 
(general public-
level initiative) 

Euraxess event in 
Bulgaria 

Mobility of researchers opportunities in 
Europe 

Events in several cities in Bulgaria 3 3 3 

School-level 
initiative 
(targeting 
schoolchildren) 

Research laboratory for 
children and youth, 
established in 2010. 

to understand the role of science in 
modern society - to recognize the 
process of research -to learn about the 
methodology of research - to stimulate 
imagination, originality and creativity 

meeting with famous scientists - small talks 
with researchers - workshops - small 
innovative projects 

4 5 4 

School-level 
initiative 
(targeting 
schoolchildren) 

Flemish Science Week The aim is to show what research is 
about, how researchers work,  what skills 
and attitudes are required to become a 
researcher. 

Laboratory visits, workshops, interactive 
lectures 

4 5 4 

School-level 
initiative 
(targeting 
schoolchildren) 

Research picnic of 
National Radio Station 

promotion of research institutions 
through presentation the most interesting 
examples of their activity 

every institution took part for their own 
expense, organizers hire the place and stands 
fo each institution as well as assure media  

4 4 4 

School-level 
initiative 
(targeting 
schoolchildren) 

SFI Discover SFI Discover Programme, seeks to 
promote the awareness and engagement 
of the Irish public with science, 
technology, engineering and maths 
(STEM).  This supports one of the four 
primary objectives outlined in the SFI 
Strategic Plan - Agenda 2020; Objective 
C: To have the most engaged and 
scientifically informed public.  The 
purpose of the SFI Discover Programme 
is to support and develop the education 

A list is available at http://www.sfi.ie/discover-
science-engineering-dse/ 

   



  

 
  

Sub-question 
No 

7.1.1./7.2.1. 
Please indicate 
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efficiency 5 – 

high 
efficiency 

1 – no 
impact 5 

– 
significan
t impact 

1 – no 
potential for 
replication 5 

– high 
potential 

and outreach STEM sector in Ireland by 
investing in developing and extending 
capacity in this area and also exploring 
and encouraging novel means of public 
engagement and communications.  We 
aim to increase interest in STEM among 
students, teachers and members of the 
public.  Our mission is to contribute to 
Ireland’s continued growth and 
development as a society – one that has 
an active and informed interest and 
involvement in STEM. 

Both school and 
university level 
(general public-
level initiative) 

The Resercher's night in 
Zurich (2007-2009) were 
very successful and 
turned into a very 
successful Weekend 
Programme with 
outreach activities at 
University of Zurich and 
ETH Zürich. Its Name is 
now "Scientifica"  

inform the public on Research results 
give Research(ers) a face motivate 
School children and Young People open 
science and Innovation platforms  

fun activities, open doors Programme 
www.scientifica.ch  

4 4 4 

School-level 
initiative 
(targeting 
schoolchildren) 

Nysgjerrigper (In 
Norwegian the term 
'nysgjerrigper' is used to 
describe an individual 
who asks questions about 
everything imaginable). 

The objective is to inspire educators and 
communicators to put sciientific methods 
on the agenda.   

Magazine  The Nysgjerrigper magazine is 
published 4 times a year, and presents 
information and research from disciplines 
ranging from science and technology to the 
humanities. Articles are written so as to be 
easily understood by children aged nine and 
up. The magazine is also very popular among 
teachers, as it offers an up-to date 
presentation of research activities.  Annual 
science competition  Children are invited to 
carry out small-scale research projects and 
compete for the annual Nysgjerrigper Science 
Award. A special jury consisting of 
researchers, science communicators and 

5 5 4 
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efficiency 5 – 

high 
efficiency 

1 – no 
impact 5 

– 
significan
t impact 

1 – no 
potential for 
replication 5 

– high 
potential 

teachers is appointed to evaluate and select 
the best projects.  Work manual  A 
Nysgjerrigper work manual has been devised 
and offers simple instruction in research 
methodology. The manual (in Norwegian and 
English versions) is distributed free of charge.  
A short, instructive methodology course is also 
available, and has been attended by more 
than 3,000 teachers.  

Both school and 
university level 
(general public-
level initiative) 

Open days and seminars: 
"Futuro remoto" 

science dissemination volonteers from the research centers 4 4 3 

University-level 
initiative 
(targeting 
university 
students) 

SUC Programme 
"Programmes doctoraux" 

The programme aims at supporting 
universities in the development of 
interuniversity doctoral programmes in 
order to enhance the attractiveness and 
quality of doctoral education. In this way, 
it supports doctoral candidates in the 
development of skills /competences and, 
more generally, in their scientific career. 

Within the framework of this programme, 
Swiss Universities receive annual contributions 
(federal funds) allowing them to finance 
activities linked to the creation, the 
development and organization of doctoral 
programs. At least two universities have to be 
involved in such a doctoral programme 
offering structured support to doctoral 
candidates. The funds do not cover the 
doctoral candidates’ salary (research) 

4  4 

School-level 
initiative 
(targeting 
schoolchildren) 

Plus tard je serai... Marie 
Curie ou Einstein 

The aim of this programme is to raising 
the awareness  of the students (from 5 to 
18years old) to all kind of science. Each 
year,  a specific topic is selected.(for 

example sustainable energy for all). 

Differents projects from school or non-profit 
organisations are financed. There is different 
kind of activities focused on science (films, 
scientific experiments, playing with 

robots,etc.) 

3 3 3 

Both school and 
university level 
(general public-
level initiative) 

Researchers night Popularization of the science and 
research, direct communication of 
schoolchildren/students with scientists, 
etc. 

Exhibitions, presentations, etc. 5 5 5 

 European Social Fund 
Indicative activity 
1.1.2.1. Support to 
Doctor’s and Master’s 

This activity aims to increase the number 
of well-educated and skilled specialists of 
the highest level in all areas of education, 
in  particular  in  natural  sciences, 

Sub-activity 1.1.2.1.1. offers support for 
Master’s studies: the first stage runs from 
2009-2015 and involves 13 Higher Education 
Institutions with a budget of approximately 

4 4 4 
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significan
t impact 
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potential for 
replication 5 

– high 
potential 

study programmes 
(2009-2015) 

mathematics, information technologies, 
engineering sciences, medicine, 
environmental sciences and creative 
industries. The target audience is 
expected to be able to plan and develop 
high - technology products and high 
added - value products and services, and 
to help them go into production, thus 
contributing to the innovation-based 
development of the national economy, 
innovative industries and education.  

EUR 8.7 million; the second stage involves 11 
HEIs, in the period 2011-2015, with a total 
budget of approximately EUR 3.8 million. Sub-
activity 1.1.2.1.2. offers support for doctoral 
studies: the first stage involves 18 HEIs during 
the period 2009-2015 and has a total budget 
of EUR 49.9 million ; the second stage involves 
11 HEIs from 2011-2015, with a total budget 
of EUR 2.9 million. 

Both school and 
university level 
(general public-
level initiative) 

Profession: researcher The programme (scheduled till Dec. 
2015) aims at proving how fascinating, 
self-developing and prospecting is a 
research career nowadays in Poland. 

 Programme consists of several large-scale 
campaigns (media: Internet, Facebook, 
cinemas, tv, radio, also a big  campaign in the 
means of public transport in several Polish 
academic cities).  11 eminent Polish 
researchers (representing various domains) of 
the young generation (c.a. 25-40 years old), 
have been appointed Ambassadors of the 
programme and they take part in the above 
mentioned activities (photos, films, 
interviews).  

5 5 4 

Both school and 
university level 
(general public-
level initiative) 

Research Councils UK 
School-University 
Partnerships Initiative 
(SUPI) (both school and 
university level) 

RC UK School-University Partnerships 
Initiative (SUPI) - aims to create 
structured and strategic mechanisms for 
HEIs to work in partnership with 
secondary schools and FE colleges. This 
partnership working will support 
researchers’ direct engagement with 
students and bring contemporary and 
inspirational research contexts into 
formal and informal learning to enhance 
and enrich the curriculum.  

Researchers into schools, school students into 
universities, researchers supporting school 
students to undertake their own research 
(particularly EPQs – extended project 
qualifications) and organizing extra-curricular 
sessions. 

4 4 5 

University-level 
initiative 
(targeting 

Competition "Students in 
Research" 

Undergraduates-in-their-last-year and 
Postgraduate (but not PhD candidates) 
Students submit the research study of 

Any costs related to consumables/ materials/ 
activities needed for the research topic. 

5 5 5 
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– high 
potential 

university 
students) 

their current year under the guidance of 
an experienced Researcher, with the aim 
of familiarizing with the process of 
designing and carrying out research and, 
of course, of creating its output. 

University-level 
initiative 
(targeting 
university 
students) 

Fellowship fair presenting possibilities for international 
mobility and intersectoral mobilitly 

Cannot answer - my institution was not the 
organiser of the event 

5 5 5 

School-level 
initiative 
(targeting 
schoolchildren) 

More and more 
universities offer Special 
lecutres series (including 
final examination) for 
pupils. 

Attract schoolchildren to sicence and 
Research. 

 4 4 4 

Both school and 
university level 
(targeting all 
young people 
and/or general 
public) 

researchers' Night           

University-level 
initiative 
(targeting 
university 
students) 

Operational Programme 
Research and 
Development for 
Innovation 

Regional R & D centers The aim of this Call is to use subsidies to 
encourage the emergence and development of 
quality equipped, application-oriented 
workplaces in the Czech Republic with 
developed cooperation and strong ties to 
partners from the application sphere 
(enterprises, especially small and medium-
sized enterprises and other relevant 
stakeholders and users of the results), whose 
activities strengthen competitiveness of the 
region and its potential for export of goods, 
services and know-how. 

5 5 5 

University-level 
initiative 
(targeting 

"START" Programme of 
the Austrian Science 
Fund (FWF) / 

Programme for outstanding young 
researchers in order to build up or 
consolidate their own Research Groups 

Researchers should be given the long-term 
and extensive financial security to plan their 
research and to build up or consolidate their 

5 5 5 



  

 
  

Sub-question 
No 

7.1.1./7.2.1. 
Please indicate 
the level of the 
programme/in

itiative 

Sub-question No 
7.1.2./7.2.2. Please 

indicate the title of the 
programme/initiative 

Sub-question No 7.1.3./7.2.3. Please 
describe the main aims of this 

programme/initiative and/or its 
(expected) results 

Sub-question No 7.1.4./7.2.4. Please 
indicate what kind of activities were 

funded/ supported by this 
programme/initiative 

Sub-question No 7.1.5./7.2.5. 
Overall, how would you assess this 
programme/initiative in terms of its 
efficiency, (expected) impacts and 

potential for replication in other 
countries? 

1 – low 
efficiency 5 – 

high 
efficiency 

1 – no 
impact 5 

– 
significan
t impact 

1 – no 
potential for 
replication 5 

– high 
potential 

university 
students) 

www.fwf.ac.at  thereby qualifying themselves for Senior 
scientific positions. 

own research groups thereby qualifying 
themselves for senior scientific positions 
(especially as university professors within 
Austria or abroad).   

Both school and 

university level 
(targeting all 
young people 
and/or general 
public) 

Science cafes The aim of „Science Cafes” is to open a 

discussion in the comfortable and lively 
atmosphere noting issues about science 
that the society is interested in. It's a 
possibility to meet experts, to ask 
questions and to find out still unexplored 
about science.  The evening begins with a 
brief presentation by a scientist, which 
kicks off an extended discussion session 
between the scientist and audience. All 
Science Cafés are free to the public, open 
to all ages and no science background is 
required.   

 3 2 3 

School-level 
initiative 
(targeting 
schoolchildren) 

Paths of Copernicus    The programme supported 16 projects 
(winners of the national competition)  
which were implemented in each of 16 
voivodeships of the country. Researchers 
together with science popularisers 
working  outside the universities 
prepared original  programmes for 
schoolchildren.  Each project received 
around 50 000 euro.   

The programmes have used the infrastructures 
of the research institutions such as 
laboratories,  library resources and research 
exhibits allowing pupils to conduct research 
activities. 

5 5 5 

University-level 

initiative 
(targeting 
university 
students) 

IdeaLab, accelering 

research activities of 
students and young 
doctors of science, 
established in 2014. 

- to stimulate the development of 

research creativity - to learn about team 
work - to evolve capacities for co-
operation with different generations of 
experts, scientists and inovators 

lectures - workshops - innovative and 

development projects 

3 5 3 

School-level 
initiative 
(targeting 
schoolchildren) 

Flemish Science 
Olympiades:  National 
contests in mathematics, 
physics, chemistry, 
biology and geography 

The aim is to test  the level of knowledge 
and problem solving attitudes in the field 
of mathematics, physics, chemistry, 
biology and geography on national and 
international level.  

Contests 5 5 4 



  

 
  

Sub-question 
No 

7.1.1./7.2.1. 
Please indicate 
the level of the 
programme/in

itiative 

Sub-question No 
7.1.2./7.2.2. Please 

indicate the title of the 
programme/initiative 

Sub-question No 7.1.3./7.2.3. Please 
describe the main aims of this 

programme/initiative and/or its 
(expected) results 

Sub-question No 7.1.4./7.2.4. Please 
indicate what kind of activities were 

funded/ supported by this 
programme/initiative 

Sub-question No 7.1.5./7.2.5. 
Overall, how would you assess this 
programme/initiative in terms of its 
efficiency, (expected) impacts and 

potential for replication in other 
countries? 

1 – low 
efficiency 5 – 

high 
efficiency 

1 – no 
impact 5 

– 
significan
t impact 

1 – no 
potential for 
replication 5 

– high 
potential 

for school children 

School-level 
initiative 
(targeting 
schoolchildren) 

Physics show for 
secondary schools 

To show the most impressive and 
interesting examples of experiments that 
describe physics laws 

universities organize the show and sell tickets 
for schoolchildren, such show use 
infrastructure, equipment and staff of each 
university 

4 4 4 

School-level 

initiative 
(targeting 
schoolchildren) 

BT Young Scientist and 

Technology Exhibition. 

Science fair. Designed to get school 

students at secondary level (age 12 to 
18) involved in carrying out research. 

Science Fair. Details at http://www.btyoungscientist.ie/   

School-level 
initiative 
(targeting 
schoolchildren) 

Kids University Lectures for schoolchildren from age 9 
until 12.  

 5 5 5 

University-level 
initiative 
(targeting 
university 
students) 

European Social Fund 
Activities Indicative 
activity 1.1.1.2. – 
Attraction of Human 
Resources to Science 
(2009-2015) 

This activity aims to further attract 
human resources to science by 
establishing new research groups and 
cooperation among higher education 
institutions, research centres and 
enterprises. It is also designed to attract 
Latvian scientists from outside the 
country and foreign scientists, as well as 
to Foster new scientists’ involvement in 
projects and their management, 
particularly in the areas of 
interdisciplinary research. 

Between 2009 and 2012, 35 research projects 
with a total budget of approximately EUR 40.3 
million were funded. The second stage of this 
activity will be over the period 2013-2015, 
with a reduced budget of approximately EUR 
7.6 million. 

4 3 5 

University-level 
initiative 
(targeting 
university 
students) 

Diamond grant It is a grant programme, carried out by 
the Ministry of Science and Higher 
Education of Poland since 2012, for 
students  after I degree of studies 
(Bologna system) who already conduct 
research. The funding enables up to 100 
best students every year setting up their 
own research group and implement a 
research project in a chosen Polish 
research unit. The programme endorses 

Students are awarded a grant up to 200.000 
PLN (about 45.000 euros) for a particular 
proposed research project (lasting max. 48 
months).  

5 5 4 



  

 
  

Sub-question 
No 

7.1.1./7.2.1. 
Please indicate 
the level of the 
programme/in

itiative 

Sub-question No 
7.1.2./7.2.2. Please 

indicate the title of the 
programme/initiative 

Sub-question No 7.1.3./7.2.3. Please 
describe the main aims of this 

programme/initiative and/or its 
(expected) results 

Sub-question No 7.1.4./7.2.4. Please 
indicate what kind of activities were 

funded/ supported by this 
programme/initiative 

Sub-question No 7.1.5./7.2.5. 
Overall, how would you assess this 
programme/initiative in terms of its 
efficiency, (expected) impacts and 

potential for replication in other 
countries? 

1 – low 
efficiency 5 – 

high 
efficiency 

1 – no 
impact 5 

– 
significan
t impact 

1 – no 
potential for 
replication 5 

– high 
potential 

young research talents and facilitates the 
entrance into the real research work, 
opens a fast track to PhD. 

Both school and 
university level 

(targeting all 
young people 
and/or general 
public) 

RCUK Bringing Cutting 
Edge Science into the 

Classroom 
(Myscience.co.Ltd) 

The programme provides continuing 
professional development to teachers, 

designed and delivered in partnership 
with researchers who bring in the 
cutting-edge research element to allow 
teachers to remain up-to date with 
advances in their subject and inspire 
their pupils. It also increases their 
confidence in teaching some of the more 
challenging areas of the curriculum, 
aligning with government agendas 
focused on subject knowledge 
enhancement particularly for those 
teachers without expertise in certain 
science areas. At the same time, the CPD 
courses provide the opportunity for RCUK 
researchers to gain valuable transferable 
skills. 

Courses designed to deliver the latest 
knowledge, new contexts and practical 

activities to teachers. In each course a 
scientist working alongside a course tutor will 
explain recent advances and provide an insight 
into their own current research, linking cutting 
edge science with today’s classroom. 

4 4 5 

School-level 
initiative 
(targeting 
schoolchildren) 

Nuffield Research 
Placements 

To provide up to 1000 post-16 STEM ( 
Science, Technology, Engineering and 
Maths) students  across the  UK each 
year (particularly from disadvantaged 
backgrounds) an opportunity to 
undertake  a 4-6 week  authentic STEM 
research project and work alongside 
professional scientists, technologists, 
engineers and mathematicians during 
their summer holidays. 

Travel payments and weekly bursaries to 
students to participate in the research project/ 
placements (students are placed at 
universities, research centres and companies 
to carry out projects). 
Workshops in target schools and colleges to 
attract students from disadvantaged 
backgrounds to apply to programme. 
Regional induction events for students selected 
for the programme 
 
Mentoring of students, before, during and after 
placements. 
Regional celebration  events for students 
(poster displays) on completion of placements 

5 4 4 
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8. Have any instruments and procedures been used to monitor and/or evaluate the results of the programmes 
and initiatives addressing promotion of research careers (at school and university level) in your country 
(region) over the past five years (2010-2014)? (You may choose as many answers as relevant) 

Response Count 

1. Monitoring reports 17 

2. Surveys of programme beneficiaries 4 

3. Evaluations/impact assessments 16 

4. Studies 16 

5. Assessments of project reports 11 

6. Thematic monitoring and/or assessment meetings  5 

7. Consultations with stakeholders involved in programmes (programme 
administrators, beneficiaries) 

12 

8. Project/site visits 10 

9. Other, please specify 4 

10. Do not know/cannot answer 20 

 

Section 2: Programmes and initiatives addressing dual-career issues among researchers 
 
9. How common in your country are the following national (regional) measures (programmes, initiatives and 
other actions) implemented with the aim of providing dual-career services for internationally mobile 
researchers and their partners? 

Response Count Percentage 

1. Language training services for partners of researchers; N=45 

Very common 1 2% 

Rather common 8 18% 

Rather uncommon 16 36% 

Completely uncommon 10 22% 

Do not know/cannot answer 10 22% 

2. Tax/pensions advice for partners of researchers; N=45 

Very common 1 2% 

Rather common 8 18% 

Rather uncommon 16 36% 

Completely uncommon 10 22% 

Do not know/cannot answer 10 22% 

3. Information services on local employment opportunities for the partners of researchers: CV advice, career-
counselling, job search, self-employment advice and/or other guidance services; N=45  

Very common 1 2% 

Rather common 14 31% 

Rather uncommon 17 38% 

Completely uncommon 7 16% 

Do not know/cannot answer 6 13% 

4. National programmes/initiatives supporting training allowances for the partner looking for a job; N=44 

Very common   0% 

Rather common 2 5% 

Rather uncommon 19 43% 

Completely uncommon 13 30% 

Do not know/cannot answer 10 23% 

5. Supporting facilities for work-family balance and family-friendly benefits for researchers and their partners; 
N=44 
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Response Count Percentage 

Very common 3 7% 

Rather common 10 23% 

Rather uncommon 15 34% 

Completely uncommon 12 27% 

Do not know/cannot answer 4 9% 

6. National programmes/initiatives supporting partnerships between research institutions and/or local firms in 
order to coordinate job opportunities for the partners of incoming researchers; N=44 

Very common 1 2% 

Rather common 6 14% 

Rather uncommon 18 41% 

Completely uncommon 12 27% 

Do not know/cannot answer 7 16% 

7. Issuing legal acts and other regulations incentivising universities/research centres to adopt dual-career 
support services: recruitment guidelines and protocols sensitive to dual-career issues among researchers, 
employment of dual-career specialist, etc. ; N=44 

Very common 1 2% 

Rather common 4 9% 

Rather uncommon 14 32% 

Completely uncommon 15 34% 

Do not know/cannot answer 10 23% 

8. Dissemination of information on dual-career support services on web-sites, social media, leaflets; N=43  

Very common 1 2% 

Rather common 7 16% 

Rather uncommon 21 49% 

Completely uncommon 10 23% 

Do not know/cannot answer 4 9% 

9. Other (please specify in the text box below) 5  

 
 
10. Are you aware of any obstacles constraining the execution of the programmes/initiatives addressing dual-
career issues in your country (region)? If yes, please identify and briefly describe these obstacles. 
 
12 textual answers 
 
11. Do you know of any cases when any of the above-mentioned measures have been considered but then 
rejected (for example, due to fear of nepotism, lack of funding, etc.)? If so, please briefly describe this 
measure(s) and the reasoning behind the rejection. 
 
 
7 textual answers 
 



  

 
  

12. Please name and describe at least one recent (2010-2014) and specific national (regional) measure (programme, initiative and other action) that has been the 
most successful in terms of addressing dual-career issues in your country (region) 

Sub-question No 
12.1.1./12.2.1. 
Please indicate 
the title of the 

programme/initiat
ive 

Sub-question No 12.1.2./12.2.2. Please describe the main aims 
of this programme/initiative 

Sub-question No 12.1.3./12.2.3. Please 
indicate what kind of activities were 

funded/ supported by this 
programme/initiative 

Sub-question No 12.1.4./12.2.4. 
Overall, how would you assess 

this programme/initiative in 
terms of its efficiency, 

(expected) impacts and 
potential for replication in other 

countries? 

1 – low 
efficiency 5 

– high 
efficiency 

1 – no 
impact 

5 – 
signific

ant 
impact 

1 – no 
potential 

for 
replication 
5 – high 
potential 

dual career Network 
Germany 
http://www.dcnd.or
g/index.php/startsei
te-13.html 

Best practice and recognition  The Dual Career Network Germany 
promotes best practice and the recognition of Dual Career Services by 
offering a platform for gathering and exchanging experience and 
knowledge. The member universities jointly advance strategies and 
mutually benefit from best-practice models. Besides support measures, 
these concepts encourage the acceptance and integration of Dual 
Career Services into universities. It allows the creation and 
maintenance of regional networks and the development of 
collaborations. It also helps to eliminate reservations about the specific 
support of dual career couples.    Quality Standards and Ethical 
Guidelines  The network members worked out criteria and structures for 
high-quality dual career work to be applied nationwide. Specifically, 

standards for support services, as well as ethical guidelines, had been 
developed and published in the network's best practice-paper. In this 
context, the network also discussed critical issues such as nepotism vs. 
selection of the strongest candidate, exceptional treatment vs. principle 
of equality, or transparency vs. data protection.    Information and 
Public Relations  The network does PR work for the increasingly relevant 
Dual Career issues on both a national and an international level. In 
addition, the network provides information (i.e. “What does dual career 
work mean”?) and thereby contributes to the elimination of knowledge 
gaps and resentment.    Professionalization  In order to professionalize 
its members and to advance this relatively new professional field, the 
network organizes training such as seminars on consulting, feedback 
processes, coaching, career counseling, intercultural training, quality 
management, PR and lobbying.    Increasing the attractiveness of 
Germany as a research and science location  Every university offering 
Dual Career Services to the high potential staff it is trying to recruit 
becomes more attractive as a potential employer. By networking on a 
national level, collaborating, exchanging ideas, by qualifying and 
optimizing processes continuously, the DCND makes Germany, as a 
whole, more attractive as a location for research and science. The Dual 

http://www.dcnd.org/index.php/service.html  4 4 4 



  

 
  

Sub-question No 
12.1.1./12.2.1. 
Please indicate 
the title of the 

programme/initiat
ive 

Sub-question No 12.1.2./12.2.2. Please describe the main aims 
of this programme/initiative 

Sub-question No 12.1.3./12.2.3. Please 
indicate what kind of activities were 

funded/ supported by this 
programme/initiative 

Sub-question No 12.1.4./12.2.4. 
Overall, how would you assess 
this programme/initiative in 

terms of its efficiency, 

(expected) impacts and 
potential for replication in other 

countries? 

1 – low 
efficiency 5 

– high 
efficiency 

1 – no 
impact 

5 – 
signific

ant 
impact 

1 – no 
potential 

for 
replication 
5 – high 
potential 

Career Network Germany sets standards and contributes to Germany’s 
efforts in the international competition for top researchers.  

Dual Career Network 

Deutschland, 
http://www.dcnd.or
g/index.php/startsei
te-13.html.  

DCC Services of 36 universities coordinate activities and Exchange 

experiences. 

 4 4 4 

The Styrian Dual 
Career Service / 
https://www.uni-
graz.at/en/collabora
ting/staff-
members/dual-
career-service/ 

Creation of new incentives in order to attract clever minds: The five 
Styrian universities - University of Graz, Medical University of Graz, 
University of Leoben, Graz University of Technology, Graz University of 
Music - have established the first “Dual Career Service” facility in the 
field of Austrian higher education.    

By means of an academic job exchange, 
qualified couples are assisted on their road to 
a leading career in science or administration 
at a Styrian university by providing them with 
support in their search for accommodation, 
schools and care centres. Contact: Human 
Resources Halbärthgasse 8/EG, 8010 Graz 
Mag. Petra Ertl- 6 380 - 

1850 ✉petra.ertl-bacher@uni-graz.at 

5 5 5 

A Euraxess Project 
entitled TANDEM  

EURAXESS initiatives  Survey of stakeholders and Researchers and 
their Partners Introducing a new method of 
Dual Career and Integration Initiatives 
Training, Workshops, Conferences 
www.euraxess-tandem.eu  

5 5 4 

genovate to address gender issues and career in science meetings and interviews 3 4 3 

SUC programme 
Equal opportunity 
for women and men 
at universities  

Promotion of equal opportunities for women and men in different 
domains of the universities: research, teaching, promotion of young 
researchers and the insitutional level. 

For 2013-2016 the ten Swiss universities have 
adopted their own action plans for gender 
equality measures withe the support of the 
university management and the gender 
equality delegates. Mentoring programmes 
have been funded. 

4 4 3 

Dual Career Service 
Wien – 
Niederösterreich – 
Oberösterreich / 
http://www.dualcare

The Dual Career Service Vienna - Lower Austria - Upper Austria aims at 
offering information about the potential new work environment for the 
researcher and his/her partner that will help to make a decision. 

Provide support in their search for 
accommodation, schools and care centres. 

5 5 5 



  

 
  

Sub-question No 
12.1.1./12.2.1. 
Please indicate 
the title of the 

programme/initiat
ive 

Sub-question No 12.1.2./12.2.2. Please describe the main aims 
of this programme/initiative 

Sub-question No 12.1.3./12.2.3. Please 
indicate what kind of activities were 

funded/ supported by this 
programme/initiative 

Sub-question No 12.1.4./12.2.4. 
Overall, how would you assess 
this programme/initiative in 

terms of its efficiency, 

(expected) impacts and 
potential for replication in other 

countries? 

1 – low 
efficiency 5 

– high 
efficiency 

1 – no 
impact 

5 – 
signific

ant 
impact 

1 – no 
potential 

for 
replication 
5 – high 
potential 

er.ac.at/en/home/ 

scholarships for 
researchers to 
spend some time in 
industry 

exchange of the experience and better knowledge of problems occure in 
industry sector 

scholarships 4 4 4 
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Section 3: Programmes and initiatives addressing career-restart issues among 

researchers 
 
13. How common in your country are the following national (regional) measures (programmes, initiatives and 
other actions) implemented with the aim of motivating researchers to return to their career after a break? 

Response Count Percentage 

1. Specific fellowship programmes, grants and re-entry schemes for researchers restarting their careers after a 
break; N=44 

Very common 1 2% 

Rather common 4 9% 

Rather uncommon 19 43% 

Completely uncommon 16 36% 

Do not know/cannot answer 4 9% 

2. Support for researchers returning after a maternity leave (maternity pay, guaranteed return to the same 
position after the leave, etc.) ; N=43 

Very common 14 33% 

Rather common 10 23% 

Rather uncommon 11 26% 

Completely uncommon 6 14% 

Do not know/cannot answer 2 5% 

3. Support for researchers returning after a paternity leave (paternity pay, guaranteed return to the same 
position after the leave, etc.; N=43 

Very common 10 23% 

Rather common 8 19% 

Rather uncommon 11 26% 

Completely uncommon 11 26% 

Do not know/cannot answer 3 7% 

4. Provision of charitable funds for researchers returning after a career break caused by the reasons other than 
maternity/paternity leave (career-break grants for conferences and/or training, reduced membership 
fee/course fee, etc.) ; N=41 

Very common   0% 

Rather common 1 2% 

Rather uncommon 14 34% 

Completely uncommon 18 44% 

Do not know/cannot answer 8 20% 

5. Introduction of specific panels evaluating grant applications submitted by researchers restarting their 
career; N=43 

Very common   0% 

Rather common   0% 

Rather uncommon 14 33% 

Completely uncommon 20 47% 

Do not know/cannot answer 9 21% 

6. Programmes supporting career counselling services, mentoring schemes and individual career advice for 
researchers who were/are currently on a break; N=46  

Very common   0% 

Rather common 5 12% 

Rather uncommon 17 40% 

Completely uncommon 12 28% 

Do not know/cannot answer 9 21% 
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Response Count Percentage 

7. Awareness-raising, publication and distribution of guidance materials for researchers who are returning 
from a career break (information leaflets, websites, social media, guidelines on how to manage career breaks, 
checklists) ; N=43 

Very common 1 2% 

Rather common 5 12% 

Rather uncommon 14 33% 

Completely uncommon 15 35% 

Do not know/cannot answer 8 19% 

8. Awareness raising programmes/measures targeting employers of researchers and focusing on different 
issues related to the recruitment of career-restarting researchers; N=42 

Very common   0% 

Rather common 5 12% 

Rather uncommon 15 36% 

Completely uncommon 15 36% 

Do not know/cannot answer 7 17% 

9. Development of legal and other incentives for research organisations to implement measures to reduce 
career exit (flexible working time, job sharing, childcare facilities, career break policies) ; N=43 

Very common 3 7% 

Rather common 8 19% 

Rather uncommon 16 37% 

Completely uncommon 11 26% 

Do not know/cannot answer 5 12% 

10. Identification and promotion of best practices implemented by research 
organisations to address the career-restart issues among researchers; N=43 

  

Very common   0% 

Rather common 5 12% 

Rather uncommon 15 35% 

Completely uncommon 12 28% 

Do not know/cannot answer 11 26% 

11. Other (please specify in the text box below) 4  

 
14. Are you aware of any obstacles constraining the execution of the programmes/initiatives addressing the 
career-restart issues in your country (region)? If yes, please identify and briefly describe these obstacles. 
 
9 textual responses 



  

 
  

15. Please name and describe at least one recent (2010-2014) and specific national (regional) measure (programme, initiative and other action) that has been the 
most successful in terms of motivating researchers in your country (region) to return to their career after a break. 

Sub-question 

No 
15.1.1./5.2.1. 
Please indicate 
the title of the 
programme/ 

initiative 

Sub-question No 15.1.2./5.2.2. Please describe the 
main aims of this programme/initiative 

Sub-question No 15.1.3./5.2.3. Please 

indicate what kind of activities were 
funded/ supported by this 

programme/initiative 

Sub-question No 
15.1.4./5.2.4. Overall, how 

would you assess this 
programme/initiative in 

terms of its efficiency, 

(expected) impacts and 
potential for replication in 

other countries? 

1 low 
efficienc

y – 5 
high 

efficienc
y 

1 no 
impact – 

5 
significa

nt 
impact 

1 no 

potential 
for 

replicati
on – 5 
high 

potential 

Investigators 

Programme ICA 
initiative 
(Investigator 
Career 
Advancement) 

The ICA programme is run as part of the Investigators 

Programme. Anyone who has taken a prolonged absence of 
more than 12 weeks since 2007 (including maternity leave) is 
eligible. the aim of the programme is to support researchers 
returning to work after a long absence. 

The ICA programme offers general research 

grants, which can include the financing of 
teaching buyout for those returning from a 
career break.   

4 1 5 

NEWFELPRO - 
FP7-PEOPLE-
2011-COFUND 
program 
Reintegration 

Fellowship 
Scheme  

To provide new impulse to national research programmes for 
foreign researchers, encouraging incoming mobility of 
experienced researchers from abroad to Croatia; To facilitate 
additional mobility of the Croatian research community by 
increasing outgoing mobility of Croatian scientists abroad; To 

reverse the “brain drain” process by encouraging outstanding 
Croatian researchers to develop their careers in Croatia, also 
inviting them to return to Croatia; To internationalize research 
developed at all Croatian universities by fostering 
competitiveness and exchange of ideas with the best 
international research institutions;  To support the 
development of an effective labour market for researchers in 

Croatia by connecting industry and scientific community. 

Incoming fellowship scheme, duration 12 or 
24 months;  Outgoing fellowship scheme, 
duration 16 or 36 months;  Reintegration 
fellowship scheme, duration 24 months.  

5 3 4 

Equal 
Opportunities in 

Research 
(LYMOS). The 

project lasted 
from January 

 - Analyse the general aspects of legal Acts in the field of R&D 
and draw up recommendations for improvement;  - Develop a 

set of gender mainstreaming tools and issue 
recommendations to institutions which could be used in the 

management of human resources;  - Create a monitoring and 
evaluation system dedicated to gender issues in Lithuanian 

 4 2 1 



  

 
  

2011 until 

January 2013 and 
was funded by EU 
Structural Funds  

R&D and introduce it into the existing system;  - Create and 

test financial support measures for young female researchers 
in support of their return to work after maternity leave; 
support female researchers with access to grants, 
participation in conferences, summer schools and short-term 
visits abroad. This measure was implemented by the Research 
Council of Lithuania: support was awarded to 27 academic 

trips and 34 scholarships were awarded to researchers 

returning to work after maternity leave.  

Lise Meitner 
Programme of the 
Austrian Science 
Fund (FWF) / 

www.fwf.ac.at 

Highly qualified scientists of any discipline who could 
contribute to the scientific development of an Austrian 

research institution by working at it.   Goals  ◾Strengthening 

of the quality and the scientific know-how of the Austrian 

scientific community  ◾creation of international contacts   

Researchers and their Partners can apply for 
funding at the FWF and provide their own 
salary through the grant through the 
Programme Lise Meitner, if they have never 

worked in Austria before or though the stand 
alone if they fulfill territorial principle.  
Contact:  Sabine Haubenwallner, 
sabine.haubenwallner@fwf.ac.at for dual 
career options;   Mario Mandl, 

Mario.mandl@fwf.ac.at for START 

Programme 

5 5 5 

Toddlers at the 
university 

The programme supports creation of the nursery schools, 
crèches and other type of daily care centres for children up to 
3 years. It is a joint initiative of the Ministry for research and 
Higher Education and Ministry of Labour and Social Policy.  

The foreseen programme budget in 2015  is around 3 mln 
Euro which allows to support 43 universities.  

The programme supports preparation and 
equipment for such centres and salary for 
child minders.  

5 5 5 

SFI ADVANCE 
AWARD 

PROGRAMME 

2014 - WOMEN 
IN SCIENCE 

The primary purpose of SFI’s Advance Award Programme is to 
provide female postdoctoral researchers with an opportunity 

to remain in, or return to, high-quality research and in 

particular, to undertake further training that has substantial 
industry relevance. Advance Awards are intended to allow a 
flexible time commitment by the researcher, and thus can be 
carried out on a full- or part-time basis. The award is suitable 
for women wishing to return to research after a break owing 
to family commitments, although this is not a mandatory 
criterion. 

Applications may be submitted for an 
Advance Award up to a maximum of 

€175,000 direct costs for a term of between 

12 and 24 months. SFI’s expectation is that 
the Advance researcher’s time commitment 
should not be below 50%. 

   

Marie Heim 
Vögtlin grants of 

the Swiss 
National Science 
Foundation 

MHV grants are aimed at female doctoral students and 
postdocs in Switzerland who had to interrupt or reduce their 

research activities due to family commitments. Thanks to 
MHV grants, candidates can boost or re-start their career with 
a research project of their own and improve their scientific 

profile. 

The grant includes the salary of the grantee 
for up to two years and, in addition, it can 

cover a portion of the research costs as well 
as childcare costs. It is possible to work 
part-time. 

4 5 5 



  

 
  

European Social 

Fund Activities 
Indicative activity 
1.1.1.2. – 
Attraction of 
Human Resources 
to Science (2009-

2015) 

additionally to text in previous sections, this activity give 

scores for project proposal in competion, if returning to 
research or returning mobility to Latvia is predicted 

Research project realization for research 

team 

3 3 4 

Daphne Jackson 
Trust/ Fellowships 

The main aims of the Daphne Jackson Trust/Fellowships are: 
• to enable women and men to return to research with 
confidence after a career break • to maintain a talented STEM 
workforce by offering flexible fellowships • to support equality 
and diversity in the workplace • to develop partnerships that 

extend the reach and increase the impact of the work of the 
Trust  

The Trust offers fellowships to women and 
men who have been on a career break of 
two years or more for family caring or health 
reasons.  Daphne Jackson Fellowships are 
unique and Fellows normally carry out their 

research part-time over 2 or 3 years, in a 
university or research establishment in the 
UK. The Fellowships are flexible and include 
a tailored training programme designed to 
update skills and knowledge and support 

research scientists in their return to 

research. 

5 3 3 

SFI Advance To support women returning from career breaks, including 
those who had been absent from the workforce for a number 
of years, as well as those who had been on maternity leave 

The initiative allowed return to work in a 
research lab for a two year period. Links to 
industry were included in the funding 
proposal; the aim was to improve the 

employment prospects of the candidate at 
the end of the two year period. Part time 
work from 50% time upwards was funded. 
Mentors (PIs) could be of either gender. 

3 1 5 
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Final section 
 
16. Is there anything else you would like to add about the management of research careers in your country 
(region)? 
 
14 textual responses 
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2.1. Final results from the Survey of Research Organisations 
(relaunched questionnaire) 
 

Introductory section 

1. What type of organisation are you representing? 

Response Count Percentage 

University 735 46,8% 

Public research centre 283 18,0% 

Private research centre 81 5,2% 

Large enterprise (enterprise which employs 
more than 250 employees and whose turnover 
exceeds EUR 50 million or whose annual 
balance-sheet total exceeds EUR 43 million) 

143 9,1% 

Small or medium enterprise (enterprise which 
employs fewer than 250 persons and whose 
annual turnover does not exceed EUR 50 million 
or whose annual balance-sheet total does not 

exceed EUR 43 million) 

227 14,4% 

Incubator, start-up, spin-off or venture capital 
company 

31 2,0% 

Non-profit organisation (i.e. civil society 
organisation, think-tank, etc.) 

39 2,5% 

Non-governmental organisation (which can 
make profit) 

4 0,3% 

Other (Please specify –in the text box below) 29 1,8% 

Total  1572 100% 

 
Other (Please specify – text box) 29 

 

2. What is the number of researchers and research staff (excluding administrative staff) in your organisation? 

Response Count Percentage 

Less than 10 223 14,2% 

10 to 49 250 15,9% 

50 to 99 156 9,9% 

100-499 365 23,2% 

500-999 171 10,9% 

1000 and more 351 22,3% 

My organisation currently does not 
employ any researchers 

21 1,3% 

I do not know 35 2,2% 

Total  1572 100% 
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3. What is the core scientific discipline or area of your research organisation? (You may choose as many 
answers as relevant) 

Response Count Percentage 

Chemistry 439 11,8% 

Economic Sciences 295 7,9% 

Information Science and Engineering 577 15,5% 

Environment and Geosciences 374 10,0% 

Social sciences and Humanities 403 10,8% 

Life Sciences 657 17,6% 

Mathematics 307 8,2% 

Physics 429 11,5% 

Other (Please specify –in the text box below) 247 6,6% 

Total  3728 100% 

 
Other (Please specify – text box) 552 

 
4. What is your role within the organisation? 

Response Count Percentage 

Human Resources manager 21 1,3% 

Organisation director/University rector 117 7,4% 

Head of department/division/centre 347 22,1% 

Leader of research staff (research team leader or 
manager) 

691 44,0% 

Other (Please specify –in the text box below) 396 25,2% 

Total  1572 100% 

 
Other (Please specify – text box)   

 
5. What is the autonomy of your organisation in human resource management? 

Response Count Percentage 

Fully autonomous organisation (it can make its 
own strategic and operational decisions with 
regard to human resource management) 

392 52,5% 

Semi-autonomous organisation (it can make some 
strategic or operational decisions concerning some 
aspects of human resource management) 

255 34,1% 

Non-autonomous organisation (it cannot make 
human resource management decisions) 

49 6,6% 

Do not know/cannot answer 51 6,8% 

Total  747 100% 

 
6. To which extent are you involved in the recruitment  process of researchers in your organisation? 

Response Count Percentage 

Fully involved 598 38,0% 

Partly involved 736 46,8% 

Not involved at all 238 15,1% 

Total  1572 100% 

 
7. To which extent are you involved in the career management process of researchers in your organisation? 

Response Count Percentage 

Fully involved 222 29,7% 

Partly involved 359 48,1% 

Not involved at all 166 22,2% 

Total  747 100% 
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8. In which country is your organisation based? 

Response Count Percentage 

Austria 26 1,7% 

Belgium 39 2,5% 

Bulgaria 28 1,8% 

Croatia 26 1,7% 

Cyprus 21 1,3% 

Czech Republic 46 2,9% 

Denmark 28 1,8% 

Estonia 14 0,9% 

Finland 12 0,8% 

France 77 4,9% 

Germany 126 8,0% 

Greece 31 2,0% 

Hungary 34 2,2% 

Ireland 17 1,1% 

Italy 130 8,3% 

Latvia 10 0,6% 

Lithuania 15 1,0% 

Luxembourg 3 0,2% 

Malta 3 0,2% 

Netherlands 64 4,1% 

Poland 77 4,9% 

Portugal 45 2,9% 

Romania 46 2,9% 

Slovakia 28 1,8% 

Slovenia 37 2,4% 

Spain 151 9,6% 

Sweden 30 1,9% 

United Kingdom 96 6,1% 

Subtotal, EU 15 875 55,7% 

Subtotal, EU 13 385 24,5% 

Subtotal, EU 28 1260 80,2% 

Albania 1 0,1% 

Bosnia and 
Herzegovina 

2 0,1% 

Faroe Islands 0 0,0% 

the former Yugoslav 
Republic of 
Macedonia 

9 0,6% 

Iceland 7 0,4% 

Israel 29 1,8% 

Liechtenstein 0 0,0% 

Moldova 11 0,7% 

Montenegro 0 0,0% 

Norway 48 3,1% 

Serbia 24 1,5% 
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Response Count Percentage 

Switzerland 109 6,9% 

Turkey 43 2,7% 

Ukraine 29 1,8% 

Subtotal, 
Associated 
countries 

312 19,8% 

Total  1572 100% 

 

9. Please indicate your gender: 

Response Count Percentage 

Female 532 33,8% 

Male 1009 64,2% 

Do not wish to disclose 31 2,0% 

Total  1572 100% 

 
10. How active is your organisation as regards the following aspects for research career development? 

 Encouraging young 
people to embark on a 

career in research 

Encouraging 
interactions between 

society and your 
organisation to promote 

science among a 
broader audience 

Improving research career 
conditions (more 
opportunities for 

international, inter-sectoral 
and interdisciplinary 

mobility, higher salaries, 
etc.) 

Response Count Percentage Count Percentage Count Percentage 

Very active 236 31,8% 165 22,3% 252 16,1% 

Rather active 328 44,1% 375 50,6% 694 44,3% 

Rather inactive 135 18,2% 150 20,2% 441 28,2% 

Completely inactive 33 4,4% 39 5,3% 132 8,4% 

Do not know/cannot answer 11 1,5% 12 1,6% 46 2,9% 

Total 743 100% 741 100% 1565 100% 

Very active OR Rather active 564 76% 540 73% 946 60% 

  
Improving work-family 
balance for researchers 

Promoting equal 
opportunities and 
gender balance in 

research 

Improving researcher 
recruitment practices 

Response Count Percentage Count Percentage Count Percentage 

Very active 195 12,5% 429 27,6% 174 11,2% 

Rather active 536 34,4% 641 41,2% 643 41,5% 

Rather inactive 546 35,0% 318 20,4% 490 31,6% 

Completely inactive 198 12,7% 94 6,0% 151 9,7% 

Do not know/cannot answer 85 5,4% 75 4,8% 92 5,9% 

Total 1560 100% 1557 100% 1550 100% 

Very active OR Rather active 731 47% 1070 69% 817 53% 

  Supporting the 
professional integration 
and career progression 
of researchers and their 

partners 

Implementing dual-
career couple hiring 

procedures 

Promoting research career 
restart and/or facilitating the 
reintegration of researchers 

returning to your 
organisation after a break 

Response Count Percentage Count Percentage Count Percentage 

Very active 157 10,2% 67 4,3% 100 6,4% 

Rather active 553 35,8% 232 15,0% 457 29,4% 

Rather inactive 477 30,9% 483 31,2% 506 32,6% 
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Completely inactive 239 15,5% 507 32,7% 301 19,4% 

Do not know/cannot answer 118 7,6% 261 16,8% 190 12,2% 

Total 1544 100% 1550 100% 1554 100% 

Very active OR Rather active 710 46% 299 19% 557 36% 

 

Section 1: Programmes and Initiatives for Promotion of Research Careers 
 
11. In your opinion, what influence do the following factors have on the decision of SCHOOLCHILDREN in your 
country to pursue a research career? 

 
Image of researchers in 

society 
Curriculum composition at 

school 

Strong presence of 
universities and research 

performing organisations in 
the region 

Response Count Percentage Count Percentage Count Percentage 

Very positive influence 113 19,2% 69 11,7% 110 18,7% 

Rather positive influence 258 43,7% 206 35,0% 269 45,7% 

Neutral/no influence 141 23,9% 180 30,6% 169 28,7% 

Rather negative influence 49 8,3% 78 13,2% 18 3,1% 

Very negative influence 6 1,0% 13 2,2% 4 0,7% 

Do not know/ cannot answer 23 3,9% 43 7,3% 19 3,2% 

Total 590 100,0% 589 100,0% 589 100,0% 

Very positive influence OR 
Rather positive influence 

371 63% 275 47% 379 64% 

  

Science popularisation 
actions 

Intellectual curiosity 
among the schoolchildren 

Knowledge and skills acquired 
by schoolchildren 

Response Count Percentage Count Percentage Count Percentage 

Very positive influence 147 25,0% 210 35,8% 100 17,0% 

Rather positive influence 298 50,6% 248 42,3% 262 44,6% 

Neutral/no influence 114 19,4% 93 15,9% 160 27,3% 

Rather negative influence 11 1,9% 7 1,2% 26 4,4% 

Very negative influence 0 0,0% 2 0,3% 8 1,4% 

Do not know/ cannot answer 19 3,2% 26 4,4% 31 5,3% 

Total 589 100,0% 586 100,0% 587 100,0% 

Very positive influence OR 
Rather positive influence 

445 76% 458 78% 362 62% 

  Teaching methods and 
techniques used at 

schools 

Other (Please specify –in 
the text box below) 

Response Count Percentage Count Percentage 

Very positive influence 120 20,5% 31 9,8% 

Rather positive influence 179 30,7% 14 4,4% 

Neutral/no influence 150 25,7% 15 4,7% 

Rather negative influence 77 13,2% 4 1,3% 

Very negative influence 18 3,1% 4 1,3% 

Do not know/ cannot answer 40 6,8% 249 78,5% 

Total 584 100,0% 317 100,0% 

Very positive influence OR 
Rather positive influence 

299 51% 45 14% 

 
Other (Please specify – text 53 
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box) 

 
12. In your opinion, what influence do the following factors have on the decision of UNIVERSITY STUDENTS to 
pursue a research career? 

 
Image of researchers in 

society 
Curriculum composition at 

university 

Strong presence of 
universities and research 

performing organisations in 
the region 

Response Count Percentage Count Percentage Count Percentage 

Very positive influence 144 24,5% 134 23,0% 193 33,1% 

Rather positive influence 255 43,4% 299 51,4% 241 41,3% 

Neutral/no influence 123 21,0% 110 18,9% 125 21,4% 

Rather negative influence 50 8,5% 24 4,1% 10 1,7% 

Very negative influence 9 1,5% 2 0,3% 4 0,7% 

Do not know/ cannot answer 6 1,0% 13 2,2% 10 1,7% 

Total 587 100,0% 582 100,0% 583 100,0% 

Very positive influence OR 
Rather positive influence 

399 68% 433 74% 434 74% 

  Scientific interest in a 
particular research project 

and/or research field 

Competitiveness in 
research career/shortage 

of academic positions 

Stability and security of 
research position/contractual 

conditions 

Response Count Percentage Count Percentage Count Percentage 

Very positive influence 321 54,8% 94 16,1% 106 18,1% 

Rather positive influence 223 38,1% 121 20,8% 124 21,1% 

Neutral/no influence 30 5,1% 122 20,9% 108 18,4% 

Rather negative influence 5 0,9% 157 26,9% 126 21,5% 

Very negative influence 0 0,0% 80 13,7% 114 19,4% 

Do not know/ cannot answer 7 1,2% 9 1,5% 9 1,5% 

Total 586 100,0% 583 100,0% 587 100,0% 

Very positive influence OR 
Rather positive influence 

544 93% 215 37% 230 39% 

  Financial 
conditions/salaries for 

researchers 

Autonomy at early stages 
of the career 

Availability of international 
mobility opportunities offered 

to young researchers 

Response Count Percentage Count Percentage Count Percentage 

Very positive influence 98 16,8% 52 8,9% 130 22,3% 

Rather positive influence 96 16,4% 216 36,9% 281 48,1% 

Neutral/no influence 119 20,4% 193 33,0% 124 21,2% 

Rather negative influence 150 25,7% 71 12,1% 30 5,1% 

Very negative influence 114 19,5% 33 5,6% 9 1,5% 

Do not know/ cannot answer 7 1,2% 20 3,4% 10 1,7% 

Total 584 100,0% 585 100,0% 584 100,0% 

Very positive influence OR 
Rather positive influence 

194 33% 268 46% 411 70% 

  Availability of intersectoral 
mobility opportunities 

offered to young 
researchers 

Knowledge and skills 
necessary for a research 

career 

Compatibility of a research 
career with personal life 

Response Count Percentage Count Percentage Count Percentage 

Very positive influence 76 13,0% 108 18,5% 81 13,8% 

Rather positive influence 185 31,7% 268 45,8% 173 29,6% 

Neutral/no influence 230 39,5% 153 26,2% 163 27,9% 

Rather negative influence 41 7,0% 37 6,3% 104 17,8% 
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Very negative influence 17 2,9% 5 0,9% 46 7,9% 

Do not know/ cannot answer 34 5,8% 14 2,4% 18 3,1% 

Total 583 100,0% 585 100,0% 585 100,0% 

Very positive influence OR 
Rather positive influence 

261 45% 376 64% 254 43% 

  Other (Please specify –in 
the text box below) 

Response Count Percentage 

Very positive influence 18 6,3% 

Rather positive influence 5 1,8% 

Neutral/no influence 3 1,1% 

Rather negative influence 1 0,4% 

Very negative influence 5 1,8% 

Do not know/ cannot answer 252 88,7% 

Total 284 100,0% 

Very positive influence OR 
Rather positive influence 

23 8% 

 
Other (Please specify – text 
box) 

25 

 
13. What arguments do you use to encourage talented university students (undergraduate and Master’s level) 
to pursue a PhD degree and/or to motivate young researchers to stay in their current careers? 

 Importance of science for 
the advancement of 

society 

Opportunities to work in 
new and unexplored, 

interesting areas 

Intellectual challenge and/or 
opportunities for self-

development 

Response Count Percentage Count Percentage Count Percentage 

Very common 361 29,0% 684 54,9% 778 62,5% 

Rather common 513 41,2% 455 36,5% 380 30,5% 

Rather uncommon 259 20,8% 60 4,8% 39 3,1% 

Completely uncommon 67 5,4% 13 1,0% 13 1,0% 

Do not know/ cannot answer 44 3,5% 34 2,7% 34 2,7% 

Total 1244 100,0% 1246 100,0% 1244 100,0% 

Very common OR Rather 
common 

874 70% 1139 91% 1158 93% 

  Stability and security of a 
research position/ good 
contractual conditions 

Good financial 
conditions/salaries for 

researchers 

Research autonomy related 
to the position 

Response Count Percentage Count Percentage Count Percentage 

Very common 84 6,8% 64 5,1% 217 17,5% 

Rather common 232 18,6% 191 15,3% 555 44,7% 

Rather uncommon 459 36,9% 470 37,7% 326 26,2% 

Completely uncommon 423 34,0% 477 38,3% 97 7,8% 

Do not know/ cannot answer 46 3,7% 45 3,6% 48 3,9% 

Total 1244 100,0% 1247 100,0% 1243 100,0% 

Very common OR Rather 
common 

316 25% 255 20% 772 62% 

  
International mobility 

opportunities available for 
young researchers 

Intersectoral mobility 

opportunities/ placements 
in companies available for 

young researchers 

New and innovative PhD 
programmes offered for 

future researchers 

Response Count Percentage Count Percentage Count Percentage 

Very common 437 35,2% 170 13,7% 219 17,6% 

Rather common 551 44,4% 364 29,3% 467 37,5% 
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Rather uncommon 174 14,0% 466 37,5% 331 26,6% 

Completely uncommon 39 3,1% 181 14,6% 151 12,1% 

Do not know/ cannot answer 41 3,3% 61 4,9% 76 6,1% 

Total 1242 100,0% 1242 100,0% 1244 100,0% 

Very common OR Rather 
common 

988 80% 534 43% 686 55% 

  Family/work balance 
opportunities offered for 

young researchers 

Other (Please specify –in 
the text box below) 

Response Count Percentage Count Percentage 

Very common 71 5,7% 29 4,7% 

Rather common 266 21,3% 14 2,3% 

Rather uncommon 461 37,0% 7 1,1% 

Completely uncommon 379 30,4% 6 1,0% 

Do not know/ cannot answer 69 5,5% 561 90,9% 

Total 1246 100,0% 617 100,0% 

Very common OR Rather 
common 

337 27% 43 7% 

 
Other (Please specify – text 
box) 

40 

 
14. Over the past five years, has your organisation implemented any of the following measures and practices 
targeting SCHOOLCHILDREN? If so, please tick which ones and assess how successful they were in popularising 
science and/or motivating SCHOOLCHILDREN to pursue a research career. 

 Workshops and/or 
internship programmes 

for schoolchildren 

Contests, competitions 
and prizes for scientific 

achievements of 
schoolchildren 

Organised visits of 
schoolchildren to your 

organisation 

Response Count Percentage Count Percentage Count Percentage 

Very successful 225 18,4% 133 11,0% 376 30,6% 

Somewhat successful 408 33,3% 249 20,5% 409 33,3% 

Somewhat unsuccessful 37 3,0% 75 6,2% 55 4,5% 

Very unsuccessful 7 0,6% 7 0,6% 8 0,7% 

Not implemented 389 31,7% 537 44,3% 254 20,7% 

Do not know / cannot answer 160 13,1% 212 17,5% 125 10,2% 

Total 1226 100,0% 1213 100,0% 1227 100,0% 

Very successful OR Somewhat 
successful 

633 52% 382 31% 785 64% 

  

Open-door days at your 
organisation 

Guidance materials for 
schoolchildren about 

research career prospects 
(information leaflets, 

websites, social media, 
etc.) 

Public events aimed at 
science popularisation 

(science fairs, lectures, visits 
of scientists to schools, 
awareness campaigns, 

science festivals, exhibitions) 

Response Count Percentage Count Percentage Count Percentage 

Very successful 400 32,7% 79 6,5% 345 28,2% 

Somewhat successful 367 30,0% 286 23,6% 441 36,0% 

Somewhat unsuccessful 51 4,2% 112 9,3% 62 5,1% 

Very unsuccessful 10 0,8% 26 2,1% 18 1,5% 

Not implemented 276 22,5% 486 40,2% 238 19,4% 

Do not know / cannot answer 121 9,9% 221 18,3% 120 9,8% 

Total 1225 100,0% 1210 100,0% 1224 100,0% 

Very successful OR Somewhat 
successful 

767 63% 365 30% 786 64% 
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  Science-popularisation 
materials (books, 

journals, websites, social 
media, etc.) 

Programmes and 
initiatives for effective 
science education at 

school 

Mutual agreements and/or 
common projects with 

parents, school teachers 
and/or school administrations 

Response Count Percentage Count Percentage Count Percentage 

Very successful 117 9,7% 93 7,7% 75 6,2% 

Somewhat successful 364 30,1% 284 23,5% 244 20,2% 

Somewhat unsuccessful 146 12,1% 115 9,5% 112 9,3% 

Very unsuccessful 26 2,2% 26 2,1% 37 3,1% 

Not implemented 353 29,2% 445 36,7% 475 39,3% 

Do not know / cannot answer 202 16,7% 248 20,5% 265 21,9% 

Total 1208 100,0% 1211 100,0% 1208 100,0% 

Very successful OR Somewhat 
successful 

481 40% 377 31% 319 26% 

  
Programmes and 

initiatives that train 

teachers 

Collaborations with 
science museums/ 

science galleries available 
to schoolchildren 

Other (Please specify –in the 
text box below) 

Response Count Percentage Count Percentage Count Percentage 

Very successful 90 7,4% 109 9,0% 16 2,5% 

Somewhat successful 246 20,3% 266 22,0% 14 2,2% 

Somewhat unsuccessful 120 9,9% 91 7,5% 2 0,3% 

Very unsuccessful 41 3,4% 27 2,2% 1 0,2% 

Not implemented 464 38,4% 469 38,9% 42 6,6% 

Do not know / cannot answer 248 20,5% 245 20,3% 565 88,3% 

Total 1209 100,0% 1207 100,0% 640 100,0% 

Very successful OR Somewhat 
successful 

336 28% 375 31% 30 5% 

 
Other (Please specify – text 
box) 

32 

 
15. Over the past five years, has your organisation implemented any of the following measures and practices 
targeting UNIVERSITY STUDENTS? If so, please tick which ones and assess their success in motivating 
UNIVERSITY STUDENTS to pursue a research career. 

 
Scholarships and other 

financial support for 
trainee researchers 

Improving the quality of 
doctoral training 

Improving working conditions 
for researchers (salaries, 

contractual conditions, social 
security and research 

facilities) 

Response Count Percentage Count Percentage Count Percentage 

Very successful 334 27,0% 284 23,0% 137 11,1% 

Somewhat successful 474 38,3% 526 42,7% 400 32,5% 

Somewhat unsuccessful 66 5,3% 102 8,3% 171 13,9% 

Very unsuccessful 22 1,8% 34 2,8% 80 6,5% 

Not implemented 252 20,4% 203 16,5% 326 26,5% 

Do not know / cannot answer 88 7,1% 84 6,8% 115 9,4% 

Total 1236 100,0% 1233 100,0% 1229 100,0% 

Very successful OR Somewhat 
successful 

808 65% 810 66% 537 44% 

 

Measures and practices to 
increase transparency and 

equal opportunities in 
researcher recruitment 

procedures 

Supporting international 
and/or intersectoral 
mobility of young 

researchers (e.g. work 
placements in industry) 

Dissemination of information 
for students on the research 

profession and its career 
prospects 

Response Count Percentage Count Percentage Count Percentage 
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Very successful 146 11,9% 253 20,6% 162 13,3% 

Somewhat successful 402 32,6% 481 39,1% 501 41,1% 

Somewhat unsuccessful 154 12,5% 138 11,2% 165 13,5% 

Very unsuccessful 70 5,7% 42 3,4% 37 3,0% 

Not implemented 296 24,0% 210 17,1% 232 19,0% 

Do not know / cannot answer 164 13,3% 107 8,7% 122 10,0% 

Total 1232 100,0% 1231 100,0% 1219 100,0% 

Very successful OR Somewhat 
successful 

548 44% 734 60% 663 54% 

  Public events to 
popularise science and the 

research profession 
(conferences, science 

fairs, public lectures by 
scientists) 

Measures and practices 
aiming to motivate more 

women to pursue a 
research degree in 

specific fields of science 

Measures and practices 
aiming to motivate more 

minority groups to pursue a 
research degree 

Response Count Percentage Count Percentage Count Percentage 

Very successful 306 24,8% 114 9,3% 55 4,5% 

Somewhat successful 546 44,2% 323 26,4% 187 15,3% 

Somewhat unsuccessful 96 7,8% 163 13,3% 169 13,8% 

Very unsuccessful 30 2,4% 40 3,3% 42 3,4% 

Not implemented 162 13,1% 407 33,3% 528 43,1% 

Do not know / cannot answer 95 7,7% 177 14,5% 243 19,9% 

Total 1235 100,0% 1224 100,0% 1224 100,0% 

Very successful OR Somewhat 
successful 

852 69% 437 36% 242 20% 

  Formal requirements for 
researchers to promote 
science among students 

Other (Please specify –in 
the text box below) 

Response Count Percentage Count Percentage 

Very successful 71 5,8% 13 2,2% 

Somewhat successful 239 19,6% 9 1,5% 

Somewhat unsuccessful 137 11,2% 5 0,8% 

Very unsuccessful 44 3,6% 1 0,2% 

Not implemented 501 41,1% 38 6,4% 

Do not know / cannot answer 228 18,7% 524 88,8% 

Total 1220 100,0% 590 100,0% 

Very successful OR Somewhat 
successful 

310 25% 22 4% 

 
Other (Please specify) 29 

 
16. At which level were the abovementioned measures/practices targeting schoolchildren or university 
students implemented? (You may choose as many answers as relevant) 

Response Count Percentage % of total respondents 

Local level 318 29,9% 54,4% 

Regional level 307 28,9% 52,5% 

National level 253 23,8% 43,2% 

International level 143 13,4% 24,4% 

Do not know/cannot answer 43 4,0% 7,4% 

Total 1064 100,0% n/a 

Total no. of respondents 585   
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17. Which of the following instruments and procedures have been used by your organisation to monitor and 
evaluate the results of the abovementioned measures/practices? (You may choose as many answers as 
relevant) 

Response Count Percentage % of total respondents 

Monitoring reports 413 14,3% 32,8% 

Surveys of stakeholders 270 9,3% 21,5% 

Studies 232 8,0% 18,4% 

Assessments of project reports 347 12,0% 27,6% 

Consultations with stakeholders 298 10,3% 23,7% 

On-site observations 582 20,1% 46,3% 

Word of mouth replies (direct 
communication/conversations with 
stakeholders) 

657 22,7% 52,2% 

Other (Please specify –in the text 
box below) 

91 3,1% 7,2% 

Total 2890 100,0% n/a 

Total no. of respondents 1258   

 
Other (Please specify) 69 

 
18. How significantly have the following challenges interfered with the implementation of the 
measures/practices by your organisation? 

 Lack of funding and/or the 
uncertain economic 

situation 

Insufficient administrative 
resources in my 

organisation 

Lack of cooperation with 
other organisations 

Response Count Percentage Count Percentage Count Percentage 

Very significant 268 47,2% 120 21,2% 49 8,7% 

Rather significant 174 30,6% 211 37,3% 168 29,7% 

Rather insignificant 60 10,6% 136 24,1% 196 34,6% 

Completely insignificant 23 4,0% 44 7,8% 85 15,0% 

Do not know/cannot answer 43 7,6% 54 9,6% 68 12,0% 

Total 568 100,0% 565 100,0% 566 100,0% 

Very significant OR Rather 
significant 

442 78% 331 59% 217 38% 

 

Limited willingness of 
researchers to engage in 

outreach/science 
popularisation activities 

Lack of interest and 
engagement of young 

people in these measures 

Insufficient support from top 
management of your 

organisation 

Response Count Percentage Count Percentage Count Percentage 

Very significant 48 8,5% 36 6,4% 78 13,8% 

Rather significant 176 31,1% 145 25,7% 114 20,2% 

Rather insignificant 166 29,3% 163 28,9% 164 29,0% 

Completely insignificant 109 19,3% 145 25,7% 147 26,0% 

Do not know/cannot answer 67 11,8% 75 13,3% 62 11,0% 

Total 566 100,0% 564 100,0% 565 100,0% 

Very significant OR Rather 
significant 

224 40% 181 32% 192 34% 

 

Insufficient 
communication with 
stakeholders (school 

administration, 
schoolchildren, parents, 

students, young 
researchers) 

Insufficient monitoring 
and evaluation of the 
measures/practices 

Other (Please specify –in the 
text box below) 

Response Count Percentage Count Percentage Count Percentage 
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Very significant 49 8,7% 68 12,0% 16 6,2% 

Rather significant 161 28,6% 134 23,7% 1 0,4% 

Rather insignificant 187 33,3% 166 29,3% 4 1,5% 

Completely insignificant 69 12,3% 90 15,9% 2 0,8% 

Do not know/cannot answer 96 17,1% 108 19,1% 237 91,2% 

Total 562 100,0% 566 100,0% 260 100,0% 

Very significant OR Rather 
significant 

210 37% 202 36% 17 7% 

 
Other (Please specify) 17 

 
19. Over the last five years, has your research team been involved in any of the following programmes/ 
initiatives? [Only if "research team leader or manager" was indicated in Q4] 

 
Marie [Skłodowska-]Curie 

actions (M[S]CA) 
European Researchers' Night 

activities 

Response Count Percentage Count Percentage 

Yes 321 57,6% 151 28,6% 

No 200 35,9% 306 58,0% 

Do not know / cannot 
answer 

36 6,5% 71 13,4% 

Total 557 100,0% 528 100,0% 

 
19.1  Please indicate which of the following tools were used by your research team (or some members of your 
research team) to ensure the outreach and dissemination of your MSCA project results. (You may choose as 
many answers as relevant) 

Response Count Percentage % of total respondents 

Public lectures/organisation and participation in scientific 
conferences and meetings 

124 17,4% 85,5% 

Other public events engaging university 
students/schoolchildren (workshops, seminars, symposia, 
summer schools, consultation groups, focus groups, 
exhibitions/science fairs, competitions) 

102 14,3% 70,3% 

Publications in scientific journals and/or books (scientific 
articles) 

127 17,8% 87,6% 

Publication of other information materials (articles in non-
scientific press, policy briefings, posters, brochures, 
newsletters, etc.) 

91 12,8% 62,8% 

Online dissemination/outreach activities (websites, blogs, 
Youtube clips, wiki-style articles, software, Facebook, 
Twitter, etc.) 

93 13,0% 64,1% 

Dissemination activities through TV broadcasts, 
CDs/DVDs, books 

39 5,5% 26,9% 

Public talks, Marie Skłodowska-Curie Ambassadors (i.e. 
visits to schools and universities by researchers from your 
team) 

45 6,3% 31,0% 

Open-door days, where students, schoolchildren and 
general public could visit your research institution and labs 

78 10,9% 53,8% 

No outreach/dissemination activities were conducted 7 1,0% 4,8% 

Other (Please specify –in the text box below) 7 1,0% 4,8% 

Total 713 100%  

Total no. of respondents 145   

 
Other (Please specify) 7 

 
19.2 Please indicate to what extent do you agree with the following statements related to your research team’s 
(or some members of your team) participation in the Marie Skłodowska-Curie action (MSCA) projects: 

 

My team was actively 
involved in the outreach 

activities and 

Involving my team in 
the outreach activities 

contributed to the 

The means of communication 
chosen helped to reach the 

target audience 
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disseminated the results 
of their MSCA project 

visibility of our research 
outside the research 

community 

Response Count Percentage Count Percentage Count Percentage 

Completely agree 61 42,7% 59 41,0% 36 25,2% 

Somewhat agree 53 37,1% 55 38,2% 74 51,7% 

Somewhat disagree 11 7,7% 15 10,4% 13 9,1% 

Completely disagree 8 5,6% 4 2,8% 3 2,1% 

Do not know/ cannot answer 10 7,0% 11 7,6% 17 11,9% 

Total 143 100,0% 144 100,0% 143 100,0% 

Completely agree OR Somewhat 
agree 

114 80% 114 79% 110 77% 

 
19.3 Please indicate the extent to which you agree with the following statements: 

 

The activities organised by my team in the 
context of the European Researchers’ Night 

(live experiments, workshops, public 
lectures, etc.) inspired enthusiasm within the 

target audience (students, schoolchildren, 
general public, etc.) 

European Researchers’ Night activities 
organised by the members of my team 

positively influenced the views of young people 
about researchers 

Response Count Percentage Count Percentage 

Completely agree 37 45,1% 27 32,9% 

Somewhat agree 30 36,6% 35 42,7% 

Somewhat disagree 2 2,4% 4 4,9% 

Completely disagree 0 0,0% 0 0,0% 

Do not know/ cannot 
answer 

13 15,9% 16 19,5% 

Total 82 100,0% 82 100,0% 

Completely agree OR 
Somewhat agree 

67 82% 62 76% 

 

European Researchers’ Night activities 
organised by the members of my team 

positively influenced the views of the general 
public at large about research careers 

In the long term, European Researchers’ Night 
activities organised by my team are likely to 

encourage young people to choose a research 
career 

Response Count Percentage Count Percentage 

Completely agree 25 30,5% 25 30,9% 

Somewhat agree 33 40,2% 28 34,6% 

Somewhat disagree 6 7,3% 10 12,3% 

Completely disagree 0 0,0% 1 1,2% 

Do not know/ cannot 
answer 

18 22,0% 17 21,0% 

Total 82 100,0% 81 100,0% 

Completely agree OR 
Somewhat agree 

58 71% 53 65% 
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Section 2: Programmes and initiatives addressing dual-career issues among researchers 

 
20. Please indicate if any of the following options are applicable to your organisation. (You may choose as 
many answers as relevant.) 

Response Count Percentage 
% of total 

respondents 

Sufficient attention is paid to dual-career 
issues by the management of your 

organisation 

182 13,8% 15,5% 

There is a specialised Human Resources 
team/person dealing with dual-career issues 

69 5,2% 5,9% 

There are dual-hiring policies or procedures 
in place 

72 5,4% 6,1% 

There are several services available to 
researchers facing dual-career issues 

107 8,1% 9,1% 

None of the options above are applicable 672 50,8% 57,4% 

Do not know /cannot answer 220 16,6% 18,8% 

Total 1322 100%  

Total no. of respondents 1171   

 
 
 
 
21. Please indicate if your organisation faced or is facing any of the following barriers hampering the 
implementation of dual-career practices and procedures. (You may choose as many answers as relevant.) 

Response Count Percentage % of total respondents 

Communication, coordination and 
administrative barriers 

251 14,6% 21,4% 

Funding availability 523 30,4% 44,7% 

Concerns about equity, nepotism, 
favouritism, and conflict of interest 

269 15,6% 23,0% 

Quality of the accompanying and 
integration measures/services 
offered 

146 8,5% 12,5% 

None of the barriers mentioned 
above were encountered 

174 10,1% 14,9% 

Do not know/cannot answer 356 20,7% 30,4% 

Total  1719 100%  
Total no. of respondents 1171   
 
22. Over the past five years, how many internationally mobile researchers facing dual-career issues were 
employed by your organisation? 

Response Count Percentage 

None 142 26,2% 

Less than 5 138 25,5% 

5 to 9 31 5,7% 

10 to 19 18 3,3% 

20 and more 24 4,4% 

Do not know/cannot answer 188 34,8% 

Total  541 100,0% 
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23. Over the past five years, has your organisation implemented any of the following measures and practices? 
If so, please assess their success in addressing the dual career challenges. 

 

Language training services for 
partners of researchers 

Tax/pensions advice for 
partners of researchers 

Information services on local 
employment opportunities for the 

partners of researchers (CV advice, 
career-counselling, job search, self-

employment advice and/or other 
guidance services) 

Response Count Percentage Count Percentage Count Percentage 

Very 
successful 

89 7,8% 35 3,1% 53 4,6% 

Somewhat 
successful 

204 17,9% 119 10,5% 175 15,3% 

Somewhat 
unsuccessful 

39 3,4% 53 4,7% 79 6,9% 

Very 
unsuccessful 

12 1,1% 18 1,6% 27 2,4% 

Not 
implemented 

548 48,0% 599 52,8% 517 45,2% 

Do not know / 

cannot answer 

250 21,9% 310 27,3% 292 25,5% 

Total 1142 100,0% 1134 100,0% 1143 100,0% 

Very 
successful OR 
Somewhat 
successful 

293 26% 154 14% 228 20% 

 

Facilities for work-family 
balance and family-friendly 
benefits for researchers and 

their partners (childcare 
facilities, family allowance) 

Partnerships with other 
organisations to coordinate 

job opportunities for the 
partners of incoming 

researchers 

Recruitment guidelines and protocols 
sensitive to dual-career issues among 

researchers 

Response Count Percentage Count Percentage Count Percentage 

Very 
successful 

84 7,4% 47 4,1% 22 2,0% 

Somewhat 
successful 

219 19,2% 133 11,7% 81 7,2% 

Somewhat 
unsuccessful 

85 7,5% 85 7,5% 70 6,2% 

Very 
unsuccessful 

37 3,2% 30 2,6% 33 2,9% 

Not 
implemented 

468 41,1% 552 48,5% 618 54,9% 

Do not know / 
cannot answer 

247 21,7% 292 25,6% 302 26,8% 

Total 1140 100,0% 1139 100,0% 1126 100,0% 

Very 

successful OR 
Somewhat 
successful 

303 27% 180 16% 103 9% 

 
Employment of a dual-career 

specialist 

Dissemination of information 
on dual-career support 

services on web-sites, social 
media, leaflets 

No specific measures/practices were 
implemented 

Response Count Percentage Count Percentage Count Percentage 

Very 
successful 

30 2,7% 18 1,6% 95 9,6% 

Somewhat 
successful 

77 6,8% 63 5,6% 43 4,4% 

Somewhat 
unsuccessful 

47 4,2% 62 5,5% 39 4,0% 

Very 
unsuccessful 

23 2,0% 25 2,2% 21 2,1% 

Not 
implemented 

657 58,0% 660 58,8% 374 38,0% 

Do not know / 
cannot answer 

298 26,3% 294 26,2% 413 41,9% 

Total 1132 100,0% 1122 100,0% 985 100,0% 
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Very 
successful OR 
Somewhat 
successful 

107 9% 81 7% 138 14% 

  Other (Please specify –in the 
text box below) 

Response Count Percentage 

Very 
successful 

15 2,7% 

Somewhat 
successful 

3 0,5% 

Somewhat 
unsuccessful 

3 0,5% 

Very 
unsuccessful 

3 0,5% 

Not 
implemented 

40 7,3% 

Do not know / 
cannot answer 

482 88,3% 

Total 546 100,0% 

Very 
successful OR 
Somewhat 
successful 

18 3% 

 
Other (Please specify) 30 

 
24. Did your organisation receive extra funding from an external source to support dual-career services? 

 Public funding at national level Public funding at EU- level 

Response Count Percentage Count Percentage 

Yes 49 9,3% 43 8,1% 

No 306 57,8% 299 56,2% 

Do not know / cannot answer 174 32,9% 190 35,7% 

Total 529 100,0% 532 100,0% 

  Public funding at international level Private funding 

Response Count Percentage Count Percentage 

Yes 15 2,9% 28 5,4% 

No 314 60,2% 302 58,2% 

Do not know / cannot answer 193 37,0% 189 36,4% 

Total 522 100,0% 519 100,0% 

 
25. Have you over the past five years used any of the following instruments and procedures to monitor and/or 
evaluate the results of the measures/practices implemented by your organisation to address dual-career 
issues? (You may choose as many answers as relevant). 

Response Count Percentage % of total respondents 

Monitoring reports 36 5,4% 6,7% 

Surveys 29 4,3% 5,4% 

Studies 37 5,5% 6,8% 

Consultations with stakeholders 33 4,9% 6,1% 

On-site observations 58 8,7% 10,7% 

Word-of-mouth replies (direct 
communication/conversations with 

stakeholders) 

69 10,3% 12,8% 

Do not know/cannot answer 393 58,7% 72,6% 

Other (Please specify –in the text box 
below) 

15 2,2% 2,8% 

Total 670 100%  
Total no. of respondents 541   
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Other (Please specify) 14 

 
 
26. Over the past five years, have any of the following groups of researchers in your organisation raised 
concerns about dual career issues? (You may choose as many answers as relevant) 

Response Count Percentage 
% of total 

respondents 

Concerns raised by applicants during 
recruitment procedures 

227 16,1% 19,4% 

Concerns raised by employees on the dual-
career hiring of other researchers 

105 7,4% 9,0% 

Concerns raised by hired researchers on the 
dual-career services offered by the organisation 

106 7,5% 9,1% 

Concerns raised by hired researchers on the 
inexistence of dual-career services in the 
organisation 

135 9,6% 11,6% 

No concerns raised 402 28,5% 34,4% 

Do not know/cannot answer 435 30,9% 37,2% 

Total 1410 100%  

Total no. of respondents 1168   

 
27. From your experience, when and to what extent do researchers approach dual-career issues during the 
recruitment process? 

 Before the first job interview During the first job interview 

Response Count Percentage Count Percentage 

Every time 32 2,9% 36 3,3% 

Usually 103 9,5% 184 16,8% 

Sometimes 221 20,3% 244 22,2% 

Never 261 24,0% 186 17,0% 

Do not know/ cannot answer 470 43,2% 447 40,7% 

Total 1087 100,0% 1097 100,0% 

Every time OR Usually 135 12% 220 20% 

  When conditions of work are 
being negotiated 

After starting the job 

Response Count Percentage Count Percentage 

Every time 53 4,8% 42 3,8% 

Usually 212 19,1% 157 14,4% 

Sometimes 220 19,8% 259 23,7% 

Never 162 14,6% 160 14,6% 

Do not know/ cannot answer 464 41,8% 476 43,5% 

Total 1111 100,0% 1094 100,0% 

Every time OR Usually 265 24% 199 18% 

 
28. Does your organisational recruitment procedure address dual-career issues? 

Response Count Percentage 

Yes, it does through a formal procedure 57 4,9% 

Yes, it does in an informal way 105 9,0% 

No, it does not 668 57,2% 

Do not know/cannot answer 338 28,9% 

Total  1168 100,0% 

 
 
29. Please define the informal practices/procedures applied by your organisation when recruiting researchers 
who are facing dual-career issues. 
 
 

Section 3: Programmes and initiatives addressing career restart issues among 

researchers 
 
30. Over the past five years, have any of the measures and practices below been implemented by your 
organisation? If yes, how successful have they been in encouraging researchers to return to their career after a 
break? 
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 Specific fellowship 
programmes, grants and re-

entry schemes for 
researchers restarting their 

careers after a break 

Provision of benevolent funds for 
researchers experiencing a career 
break (i.e. financial aid to maintain 

expertise during a career break, 
career-break grants for conferences, 
reduced membership fee/course fee) 

Specific panels evaluating grant 
applications submitted by 

researchers restarting their 
career 

Response Count Percentage Count Percentage Count Percentage 

Very 
successful 

60 5,4% 27 2,5% 21 1,9% 

Somewhat 
successful 

179 16,2% 93 8,5% 92 8,4% 

Somewhat 
unsuccessful 

39 3,5% 50 4,6% 42 3,8% 

Very 
unsuccessful 

20 1,8% 19 1,7% 20 1,8% 

Not 
implemented 

615 55,8% 687 62,8% 690 63,0% 

Do not know / 
cannot answer 

189 17,2% 218 19,9% 230 21,0% 

Total 1102 100,0% 1094 100,0% 1095 100,0% 

Very 
successful OR 
Somewhat 
successful 

239 22% 120 11% 113 10% 

 

Career counselling services, 
mentoring schemes and 

individual career advice for 
researchers who were/are on 

a break 

Career events, publication and 
distribution of guidance materials for 
researchers who plan or are already 

experiencing a career break 
(information leaflets, websites, social 
media, guidelines on how to manage 

career breaks, checklists) 

Awareness-raising measures 
targeting researcher recruiters  
and focusing on different issues 

related to the recruitment of 
researchers restarting their 

careers 

Response Count Percentage Count Percentage Count Percentage 

Very 
successful 

27 2,5% 23 2,1% 18 1,7% 

Somewhat 
successful 

122 11,2% 96 8,8% 93 8,5% 

Somewhat 
unsuccessful 

69 6,3% 43 3,9% 46 4,2% 

Very 
unsuccessful 

18 1,6% 24 2,2% 20 1,8% 

Not 
implemented 

623 57,1% 665 60,8% 641 58,9% 

Do not know / 
cannot answer 

233 21,3% 243 22,2% 271 24,9% 

Total 1092 100,0% 1094 100,0% 1089 100,0% 

Very 

successful OR 
Somewhat 
successful 

149 14% 119 11% 111 10% 

  Other (Please specify –in the 
text box below) 

Response Count Percentage 

Very 
successful 

9 1,7% 

Somewhat 
successful 

7 1,3% 

Somewhat 
unsuccessful 

0 0,0% 

Very 
unsuccessful 

2 0,4% 

Not 
implemented 

41 7,7% 

Do not know / 
cannot answer 

474 88,9% 

Total 533 100,0% 

Very 
successful OR 

16 3% 
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Somewhat 
successful 

 
Other 
(Please 
specify) 

32 

 
31. Over the past five years, has your organisation applied any of the following measures and practices? If yes, 
how successful have they been in preventing full career breaks? 

 
Part-time working Flexible work schedules Teleworking 

Response Count Percentage Count Percentage Count Percentage 

Very successful 315 33,6% 405 42,1% 168 25,2% 

Somewhat 
successful 

411 43,8% 376 39,1% 245 36,8% 

Somewhat 
unsuccessful 

75 8,0% 53 5,5% 52 7,8% 

Very 
unsuccessful 

23 2,5% 12 1,2% 19 2,9% 

Not 
implemented 

0 0,0% 0 0,0% 0 0,0% 

Do not know / 
cannot answer 

114 12,2% 116 12,1% 182 27,3% 

Total 938 100,0% 962 100,0% 666 100,0% 

Very successful 
OR Somewhat 
successful 

726 77% 781 81% 413 62% 

  Job-sharing Family-friendly benefits Childcare facilities 

Response Count Percentage Count Percentage Count Percentage 

Very successful 53 10,6% 79 14,3% 109 21,3% 

Somewhat 
successful 

103 20,7% 157 28,4% 175 34,2% 

Somewhat 
unsuccessful 

48 9,6% 47 8,5% 43 8,4% 

Very 
unsuccessful 

21 4,2% 19 3,4% 23 4,5% 

Not 
implemented 

0 0,0% 0 0,0% 0 0,0% 

Do not know / 
cannot answer 

273 54,8% 250 45,3% 161 31,5% 

Total 498 100,0% 552 100,0% 511 100,0% 

Very successful 
OR Somewhat 
successful 

156 31% 236 43% 284 56% 

 
Breast feeding facilities 

Response Count Percentage 

Very successful 61 13,1% 

Somewhat 
successful 

95 20,4% 

Somewhat 
unsuccessful 

25 5,4% 

Very 
unsuccessful 

12 2,6% 

Not 
implemented 

0 0,0% 

Do not know / 
cannot answer 

273 58,6% 

Total 466 100,0% 

Very successful 
OR Somewhat 
successful 

156 33% 
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32. In your experience, at which of the following career stages do researchers usually take a career break? 
(Select up to three most relevant options) 

Response Count Percentage 
% of total 

respondents 

Researcher in Doctoral training 116 11,6% 22,4% 

Post-doctoral/recognised researcher 215 21,6% 41,4% 

Independent/established researcher 110 11,0% 21,2% 

Leading researcher (professor, 
research professor, director, senior 
scientist, etc.) 

79 7,9% 15,2% 

In the transition phase, when moving 
from doctoral to post-doctoral research 
stage 

161 16,1% 31,0% 

In the transition phase, when moving 
from post-doctoral/recognised to 
independent/established researcher 
stage 

134 13,4% 25,8% 

In the transition phase, when moving 
from independent/established 
researcher to leading researcher 

51 5,1% 9,8% 

Not applicable/cannot answer 131 13,1% 25,2% 

Total 997 100%  

Total no. of respondents 519   

 
33. What is your opinion regarding the preparation of career breaks/restarts by researchers? 

 Actions required for the career break are usually 
taken in advance 

Actions required for the career restart are 
usually taken during the break 

Response Count Percentage Count Percentage 

YES 205 40,3% 196 39,2% 

NO 122 24,0% 104 20,8% 

Do not know / cannot 
answer 

182 35,8% 200 40,0% 

Total 509 100,0% 500 100,0% 

  The break is normally prepared in collaboration 
with the employer (former, current or future) 

Career break and return are usually not well-
prepared 

Response Count Percentage Count Percentage 

YES 203 40,0% 195 39,4% 

NO 114 22,5% 101 20,4% 

Do not know / cannot 
answer 

190 37,5% 199 40,2% 

Total 507 100,0% 495 100,0% 
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34. To what extent do you agree that the following factors FACILITATE the reintegration of researchers 
returning after a career break? 

 
Personal skills, competences 

and attitude of the researcher 

Access to a network of 

contacts (in research) 

Non-financial incentives (e.g. 
reintegration training, individual career 

advice and mentoring, comeback 
information session, open dialogue with 

employer) 

Response Count Percentage Count Percentage Count Percentage 

Strongly agree 699 63,5% 499 45,6% 174 15,9% 

Agree 284 25,8% 444 40,5% 493 45,1% 

Disagree 6 0,5% 34 3,1% 153 14,0% 

Strongly disagree 11 1,0% 8 0,7% 34 3,1% 

Do not know/ 
cannot answer 

101 9,2% 110 10,0% 239 21,9% 

Total 1101 100,0% 1095 100,0% 1093 100,0% 

Strongly agree OR 
Agree 

983 89% 943 86% 667 61% 

 
Financial support 

Employer’s positive 
perception of career breaks 

Colleagues’ positive perception of 
career breaks 

Response Count Percentage Count Percentage Count Percentage 

Strongly agree 386 35,1% 440 40,0% 362 33,0% 

Agree 438 39,8% 441 40,1% 472 43,1% 

Disagree 101 9,2% 62 5,6% 97 8,9% 

Strongly disagree 25 2,3% 24 2,2% 25 2,3% 

Do not know/ 
cannot answer 

151 13,7% 132 12,0% 140 12,8% 

Total 1101 100,0% 1099 100,0% 1096 100,0% 

Strongly agree OR 
Agree 

824 75% 881 80% 834 76% 

 
Other (Please specify –in the 

text box below) 

Response Count Percentage 

Strongly agree 19 3,4% 

Agree 4 0,7% 

Disagree 2 0,4% 

Strongly disagree 2 0,4% 

Do not know/ 
cannot answer 

462 82,2% 

Total 489 87,0% 

Strongly agree OR 
Agree 

23 4% 

 
Other (Please 
specify) 

18 

 
35. To what extent do you agree that the following factors HINDER the reintegration of researchers returning 
after a career break? 

 

Competition from other 
researchers who worked 
during the break of their 

colleague 

Recruitment procedures  not 
providing any specific support 

for career restarters 

Employer’s negative 
perception of career breaks 

Response Count Percentage Count Percentage Count Percentage 

Strongly agree 360 32,8% 297 27,2% 336 30,7% 

Agree 423 38,6% 455 41,6% 412 37,6% 

Disagree 162 14,8% 147 13,4% 158 14,4% 

Strongly disagree 10 0,9% 13 1,2% 24 2,2% 
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Do not know/ cannot answer 142 12,9% 181 16,6% 165 15,1% 

Total 1097 100,0% 1093 100,0% 1095 100,0% 

Strongly agree OR Agree 783 71% 752 69% 748 68% 

 

Colleagues’ negative 
perception of career 

breaks 

Other (Please specify –in the 
text box below) 

Response Count Percentage Count Percentage 

Strongly agree 242 22,2% 14 2,8% 

Agree 416 38,2% 9 1,8% 

Disagree 233 21,4% 1 0,2% 

Strongly disagree 33 3,0% 0 0,0% 

Do not know/ cannot answer 164 15,1% 474 95,2% 

Total 1088 100,0% 498 100,0% 

Strongly agree OR Agree 658 60% 23 5% 

 
Other (Please specify) 17 

 
36. How would you describe researchers – employed by your organisation or under your supervision – 
following their return to work after a career break? (You may choose as many answers as relevant) 

Response Count Percentage 
% of total 

respondents 

Restarters generally show renewed 
motivation and enthusiasm, and bring 
fresh ideas 

211 19,9% 40,7% 

After a break, restarters usually work 
harder than before 

113 10,7% 21,8% 

Restarters tend to show a more mature 
attitude and a higher level of loyalty 

172 16,2% 33,2% 

After a career break, the probability of 
parental/family leave/partner relocation is 
likely to be lower 

76 7,2% 14,7% 

Restarters are usually less productive and 
efficient since they are no longer used to 
work and stressful conditions 

51 4,8% 9,8% 

Restarters often lack the advanced 
knowledge required due to the fact that 
they have not kept up-to-date with the 
latest developments 

75 7,1% 14,5% 

Restarters’ flexibility may be limited 
because of family commitments (e.g. 
childcare, eldercare, etc.) 

191 18,0% 36,9% 

Do not know/cannot answer 159 15,0% 30,7% 

Other (Please specify in the text box 
below) 

13 1,2% 2,5% 

Total 1061 100,0% 0,0% 

Total no. of respondents 518   

 
Other (Please specify) 12 
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37. How significantly do you believe the following initiatives could enhance the employability of career 
restarters after their break? 

 

Training in terms of 
state-of-the-art, skills, 
and competences to 

speed up the 
reintegration 

Individual career advice and 

mentoring 

Information sessions for returning 

researchers 

Response Count Percentage Count Percentage Count Percentage 

Very significantly 317 29,0% 288 26,3% 173 15,9% 

Rather 
significantly 

441 40,3% 542 49,4% 435 40,1% 

Rather 
insignificantly 

194 17,7% 131 11,9% 281 25,9% 

Completely 
insignificantly 

27 2,5% 27 2,5% 66 6,1% 

Do not know/ 
cannot answer 

114 10,4% 109 9,9% 130 12,0% 

Total 1093 100,0% 1097 100,0% 1085 100,0% 

Very significantly 
OR Rather 
significantly 

758 69% 830 76% 608 56% 

 

Attendance to 
conferences during the 
career break to stay 
informed on state-of-
the-art and preserve 
professional networks 

Financial support for 
employers to implement 
career break policies and 

provide support to restarters 
upon their return 

Other (Please specify –in the text box 
below) 

Response Count Percentage Count Percentage Count Percentage 

Very significantly 279 25,6% 423 39,0% 8 1,7% 

Rather 
significantly 

480 44,0% 402 37,1% 3 0,7% 

Rather 
insignificantly 

171 15,7% 104 9,6% 1 0,2% 

Completely 
insignificantly 

48 4,4% 27 2,5% 1 0,2% 

Do not know/ 
cannot answer 

112 10,3% 129 11,9% 448 97,2% 

Total 1090 100,0% 1085 100,0% 461 100,0% 

Very significantly 
OR Rather 
significantly 

759 70% 825 76% 11 2% 

 
Other (Please 
specify) 

11 

 

Final section 
 
38. Is there anything else you would like to add about the management of research careers in your 
organisation? 
  

152 textual responses 
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2.2. Additional results from the Survey of Research 
Organisations (removed questions) 

 
This section presents additional results related to the questions that, when relaunching the survey, were removed from the 
original questionnaire. In total, 747 respondents filled in the questionnaire before the relaunch. 
 

Introductory section 
 
For a better overview of the profile of the respondents from the initial survey launch we present the results of all the 
questions 1 to 9 in the introductory sections (although most of them are already presented as part of the final results). 
Questions 5, 7 and 10 are the ones to be considered additional results (marked *). 
 
1. What type of organisation are you representing? 

Response Count Percentage 
 

Count Percentage 

University 350 46,9% Academic 501 67,1% 

Public research centre 114 15,3% 

Private research centre 37 5,0% 

Large enterprise 
14

 79 10,6% Non 
academic 

226 30,3% 

Small or medium enterprise 
15

 105 14,1% 

Incubator, start-up, spin-off or venture capital company 19 2,5% 

Non-profit organisation (i.e. civil society organisation, 

think-tank, etc.) 

21 2,8% 

Non-governmental organisation (which can make profit) 2 0,3% 

Other (Please specify –in the text box below) 20 2,7% Other 20 3% 

Total 747 100%  747 100,0% 

      Other (Please specify – text box) 20     
 
2. What is the number of researchers and research staff (excluding administrative staff) in your organisation? 

Response Count Percentage 

Less than 10 112 15,0% 

10 to 49 115 15,4% 

50 to 99 72 9,6% 

100-499 165 22,1% 

500-999 80 10,7% 

1000 and more 168 22,5% 

My organisation currently does not employ any researchers 9 1,2% 

I do not know 26 3,5% 

Total 747 100% 

 
3. What is the core scientific discipline or area of your research organisation? (You may choose as many 

answers as relevant) 

Response Count Percentage 

Chemistry 203 11,2% 

Economic Sciences 141 7,8% 

Information Science and Engineering 287 15,9% 

Environment and Geosciences 177 9,8% 

Social sciences and Humanities 191 10,6% 

Life Sciences 311 17,2% 

Mathematics 153 8,5% 

Physics 214 11,8% 

Other (Please specify –in the text box below) 133 7,3% 

Total 1810 100% 

   Other (Please specify – text box) 265  
 
4. What is your role within the organisation? 

Response Count Percentage 

Human Resources manager 11 1,5% 

Organisation director/University rector 51 6,8% 

                                           
14 Enterprise which employs more than 250 employees and whose turnover exceeds EUR 50 million 

or whose annual balance-sheet total exceeds EUR 43 million. 
15 Enterprise which employs fewer than 250 persons and whose annual turnover does not exceed 

EUR 50 million or whose annual balance-sheet total does not exceed EUR 43 million. 
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Head of department/division/centre 152 20,3% 

Leader of research staff (research team leader or manager) 352 47,1% 

Other (Please specify –in the text box below) 181 24,2% 

Total 747 100% 

   Other (Please specify – text box)  0  
 
* Additional results 
5. What is the autonomy of your organisation in human resource management? 

Response Count Percentage 

Fully autonomous organisation (it can make its own strategic and operational 
decisions with regard to human resource management) 

392 52,5% 

Semi-autonomous organisation (it can make some strategic or operational decisions 
concerning some aspects of human resource management) 

255 34,1% 

Non-autonomous organisation (it cannot make human resource management 
decisions) 

49 6,6% 

Do not know/cannot answer 51 6,8% 

Total 747 100% 

 
6. To which extent are you involved in the recruitment process of researchers in your organisation? 

Response Count Percentage 

Fully involved 272 36,4% 

Partly involved 344 46,1% 

Not involved at all 131 17,5% 

Total 747 100% 

 
* Additional results 
7. To which extent are you involved in the career management process of researchers in your organisation? 

Response Count Percentage 

Fully involved 222 29,7% 

Partly involved 359 48,1% 

Not involved at all 166 22,2% 

Total 747 100% 

 
8. In which country is your organisation based? 

Response Count Percentage 

Austria 15 2,0% 

Belgium 20 2,7% 

Bulgaria 18 2,4% 

Croatia 9 1,2% 

Cyprus 12 1,6% 

Czech Republic 19 2,5% 

Denmark 17 2,3% 

Estonia 5 0,7% 

Finland 4 0,5% 

France 31 4,1% 

Germany 59 7,9% 

Greece 12 1,6% 

Hungary 14 1,9% 

Ireland 7 0,9% 

Italy 58 7,8% 

Latvia 5 0,7% 

Lithuania 8 1,1% 

Luxembourg 1 0,1% 

Malta 3 0,4% 

Netherlands 35 4,7% 

Poland 28 3,7% 

Portugal 23 3,1% 

Romania 17 2,3% 

Slovakia 19 2,5% 

Slovenia 9 1,2% 

Spain 75 10,0% 

Sweden 19 2,5% 

United Kingdom 54 7,2% 

Subtotal, EU 15 430 57,6% 

Subtotal, EU 13 166 22,2% 

Subtotal, EU 28 596 79,8% 
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Response Count Percentage 

Albania 1 0,1% 

Bosnia and Herzegovina 1 0,1% 

Faroe Islands 0 0,0% 

the former Yugoslav Republic of Macedonia 7 0,9% 

Iceland 1 0,1% 

Israel 16 2,1% 

Liechtenstein 0 0,0% 

Moldova 6 0,8% 

Montenegro 0 0,0% 

Norway 29 3,9% 

Serbia 11 1,5% 

Switzerland 48 6,4% 

Turkey 22 2,9% 

Ukraine 9 1,2% 

Subtotal, Associated countries 151 20,2% 

Total 747 100% 

 
9. Please indicate your gender: 

Response Count Percentage 

Female 246 32,9% 

Male 482 64,5% 

Do not wish to disclose 19 2,5% 

Total 747 100% 

 
* Additional results 
10. How active is your organisation as regards the following aspects for research career development? 

 
Encouraging young people to 

embark on a career in research 

Encouraging interactions between 

society and your organisation to 
promote science among a broader 

audience 

Response Count Percentage Count Percentage 

Very active 236 31,8% 165 22,3% 

Rather active 328 44,1% 375 50,6% 

Rather inactive 135 18,2% 150 20,2% 

Completely inactive 33 4,4% 39 5,3% 

Do not know/cannot answer 11 1,5% 12 1,6% 

Total 743 100% 741 100% 

Very active OR Rather active 564 76% 540 73% 

 

Section 1: Programmes and Initiatives for Promotion of Research Careers 

 
11. In your opinion, what influence do the following factors have on the decision of SCHOOLCHILDREN in your 
country to pursue a research career? 

 
Image of researchers 

in society 
Curriculum 

composition at school 

Strong presence of 
universities and 

research performing 
organisations in the 

region 

Response Count Percentage Count Percentage Count Percentage 

Very positive influence 113 19,2% 69 11,7% 110 18,7% 

Rather positive influence 258 43,7% 206 35,0% 269 45,7% 

Neutral/no influence 141 23,9% 180 30,6% 169 28,7% 

Rather negative influence 49 8,3% 78 13,2% 18 3,1% 

Very negative influence 6 1,0% 13 2,2% 4 0,7% 

Do not know/ cannot answer 23 3,9% 43 7,3% 19 3,2% 

Total 590 100,0% 589 100,0% 589 100,0% 

Very positive influence OR Rather positive 371 63% 275 47% 379 64% 
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influence 

       

 

Science 
popularisation 

actions 

Intellectual curiosity 
among the 

schoolchildren 

Knowledge and skills 
acquired by 

schoolchildren 

Response Count Percentage Count Percentage Count Percentage 

Very positive influence 147 25,0% 210 35,8% 100 17,0% 

Rather positive influence 298 50,6% 248 42,3% 262 44,6% 

Neutral/no influence 114 19,4% 93 15,9% 160 27,3% 

Rather negative influence 11 1,9% 7 1,2% 26 4,4% 

Very negative influence 0 0,0% 2 0,3% 8 1,4% 

Do not know/ cannot answer 19 3,2% 26 4,4% 31 5,3% 

Total 589 100,0% 586 100,0% 587 100,0% 

Very positive influence OR Rather positive 
influence 

445 76% 458 78% 362 62% 

       

 

Teaching methods 
and techniques used 

at schools 

Other (Please specify 
–in the text box 

below) 

Response Count Percentage Count Percentage 

Very positive influence 120 20,5% 31 9,8% 

Rather positive influence 179 30,7% 14 4,4% 

Neutral/no influence 150 25,7% 15 4,7% 

Rather negative influence 77 13,2% 4 1,3% 

Very negative influence 18 3,1% 4 1,3% 

Do not know/ cannot answer 40 6,8% 249 78,5% 

Total 584 100,0% 317 100,0% 

Very positive influence OR Rather positive 
influence 

299 51% 45 14% 

 

Other (Please specify – text box) 53 
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12. In your opinion, what influence do the following factors have on the decision of UNIVERSITY STUDENTS to 
pursue a research career? 

  Image of researchers 
in society 

Curriculum composition at 
university 

Strong presence of 
universities and 

research performing 
organisations in the 

region 

Response Count Percentage Count Percentage Count Percentage 

Very positive influence 144 24,50% 134 23,00% 193 33,10% 

Rather positive influence 255 43,40% 299 51,40% 241 41,30% 

Neutral/no influence 123 21,00% 110 18,90% 125 21,40% 

Rather negative influence 50 8,50% 24 4,10% 10 1,70% 

Very negative influence 9 1,50% 2 0,30% 4 0,70% 

Do not know/ cannot answer 6 1,00% 13 2,20% 10 1,70% 

Total 587 100,00% 582 100,00% 583 100,00% 

Very positive influence OR 
Rather positive influence 

399 68% 433 74% 434 74% 

  Scientific interest in a 
particular research 

project and/or 
research field 

Competitiveness in research 
career/shortage of 
academic positions 

Stability and security 
of research 

position/contractual 
conditions 

Response Count Percentage Count Percentage Count Percentage 

Very positive influence 321 54,80% 94 16,10% 106 18,10% 

Rather positive influence 223 38,10% 121 20,80% 124 21,10% 

Neutral/no influence 30 5,10% 122 20,90% 108 18,40% 

Rather negative influence 5 0,90% 157 26,90% 126 21,50% 

Very negative influence 0 0,00% 80 13,70% 114 19,40% 

Do not know/ cannot answer 7 1,20% 9 1,50% 9 1,50% 

Total 586 100,00% 583 100,00% 587 100,00% 

Very positive influence OR 
Rather positive influence 

544 93% 215 37% 230 39% 

  Financial 
conditions/salaries for 

researchers 

Autonomy at early stages of 
the career 

Availability of 
international mobility 
opportunities offered 
to young researchers 

Response Count Percentage Count Percentage Count Percentage 

Very positive influence 98 16,80% 52 8,90% 130 22,30% 

Rather positive influence 96 16,40% 216 36,90% 281 48,10% 

Neutral/no influence 119 20,40% 193 33,00% 124 21,20% 

Rather negative influence 150 25,70% 71 12,10% 30 5,10% 

Very negative influence 114 19,50% 33 5,60% 9 1,50% 

Do not know/ cannot answer 7 1,20% 20 3,40% 10 1,70% 

Total 584 100,00% 585 100,00% 584 100,00% 

Very positive influence OR 
Rather positive influence 

194 33% 268 46% 411 70% 

  Availability of 
intersectoral mobility 
opportunities offered 
to young researchers 

Knowledge and skills 
necessary for a research 

career 

Compatibility of a 
research career with 

personal life 

Response Count Percentage Count Percentage Count Percentage 

Very positive influence 76 13,00% 108 18,50% 81 13,80% 

Rather positive influence 185 31,70% 268 45,80% 173 29,60% 

Neutral/no influence 230 39,50% 153 26,20% 163 27,90% 

Rather negative influence 41 7,00% 37 6,30% 104 17,80% 

Very negative influence 17 2,90% 5 0,90% 46 7,90% 

Do not know/ cannot answer 34 5,80% 14 2,40% 18 3,10% 

Total 583 100,00% 585 100,00% 585 100,00% 

Very positive influence OR 
Rather positive influence 

261 45% 376 64% 254 43% 

  Other (Please specify –
in the text box below) 

Response Count Percentage 

Very positive influence 18 6,30% 

Rather positive influence 5 1,80% 
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Neutral/no influence 3 1,10% 

Rather negative influence 1 0,40% 

Very negative influence 5 1,80% 

Do not know/ cannot answer 252 88,70% 

Total 284 100,00% 

Very positive influence OR 
Rather positive influence 

23 8% 

 

Other (Please specify – text box) 25 

 
16. At which level were the abovementioned measures/practices targeting schoolchildren or university 
students implemented? (You may choose as many answers as relevant) 

Response Count Percentage 
% of total 

respondents 

Local level 318 29,9% 54,4% 

Regional level 307 28,9% 52,5% 

National level 253 23,8% 43,2% 

International level 143 13,4% 24,4% 

Do not know/cannot answer 43 4,0% 7,4% 

Total 1064 100,0% n/a 

Total no. of respondents 585   
 
18. How significantly have the following challenges interfered with the implementation of the 
measures/practices by your organisation? 

 Lack of funding and/or 
the uncertain economic 

situation 

Insufficient 
administrative 

resources in my 
organisation 

Lack of cooperation 
with other 

organisations 

Response Count Percentage Count Percentage Count Percentage 

Very significant 268 47,2% 120 21,2% 49 8,7% 

Rather significant 174 30,6% 211 37,3% 168 29,7% 

Rather insignificant 60 10,6% 136 24,1% 196 34,6% 

Completely insignificant 23 4,0% 44 7,8% 85 15,0% 

Do not know/cannot answer 43 7,6% 54 9,6% 68 12,0% 

Total 568 100,0% 565 100,0% 566 100,0% 

Very significant OR Rather significant 442 78% 331 59% 217 38% 

        Limited willingness of 
researchers to engage 
in outreach/science 

popularisation 
activities 

Lack of interest and 
engagement of young 

people in these 
measures 

Insufficient support 
from top management 
of your organisation 

Response Count Percentage Count Percentage Count Percentage 

Very significant 48 8,5% 36 6,4% 78 13,8% 

Rather significant 176 31,1% 145 25,7% 114 20,2% 

Rather insignificant 166 29,3% 163 28,9% 164 29,0% 

Completely insignificant 109 19,3% 145 25,7% 147 26,0% 

Do not know/cannot answer 67 11,8% 75 13,3% 62 11,0% 

Total 566 100,0% 564 100,0% 565 100,0% 

Very significant OR Rather significant 224 40% 181 32% 192 34% 

 Insufficient 

communication with 
stakeholders (school 

administration, 
schoolchildren, 

parents, students, 
young researchers) 

Insufficient monitoring 

and evaluation of the 
measures/practices 

Other (Please specify 

–in the text box 
below) 

Response Count Percentage Count Percentage Count Percentage 

Very significant 49 8,7% 68 12,0% 16 6,2% 

Rather significant 161 28,6% 134 23,7% 1 0,4% 

Rather insignificant 187 33,3% 166 29,3% 4 1,5% 

Completely insignificant 69 12,3% 90 15,9% 2 0,8% 

Do not know/cannot answer 96 17,1% 108 19,1% 237 91,2% 

Total 562 100,0% 566 100,0% 260 100,0% 

Very significant OR Rather significant 210 37% 202 36% 17 7% 

  Other (Please specify) 17 
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19. Over the last five years, has your research team been involved in any of the following programmes/ 
initiatives? [Only if "research team leader or manager" was indicated in Q4] 

 
Marie [Skłodowska-]Curie 

actions (M[S]CA) 
European Researchers' Night 

activities 

Response Count Percentage Count Percentage 

Yes 141 50,2% 71 26,2% 

No 118 42,0% 164 60,5% 

Do not know / cannot answer 22 7,8% 36 13,3% 

Total 281 100,0% 271 100,0% 

 
19.1 Please indicate which of the following tools were used by your research team (or some members of your 
research team) to ensure the outreach and dissemination of your MSCA project results. (You may choose as 
many answers as relevant) 

Response Count Percentage 
% of total 

respondents 

Public lectures/organisation and participation in scientific conferences 
and meetings 

124 17,4% 85,5% 

Other public events engaging university students/schoolchildren 
(workshops, seminars, symposia, summer schools, consultation 
groups, focus groups, exhibitions/science fairs, competitions) 

102 14,3% 70,3% 

Publications in scientific journals and/or books (scientific articles) 127 17,8% 87,6% 

Publication of other information materials (articles in non-scientific 
press, policy briefings, posters, brochures, newsletters, etc.) 

91 12,8% 62,8% 

Online dissemination/outreach activities (websites, blogs, YouTube 
clips, wiki-style articles, software, Facebook, Twitter, etc.) 

93 13,0% 64,1% 

Dissemination activities through TV broadcasts, CDs/DVDs, books 39 5,5% 26,9% 

Public talks, Marie Skłodowska-Curie Ambassadors (i.e. visits to 
schools and universities by researchers from your team) 

45 6,3% 31,0% 

Open-door days, where students, schoolchildren and general public 
could visit your research institution and labs 

78 10,9% 53,8% 

No outreach/dissemination activities were conducted 7 1,0% 4,8% 

Other (Please specify –in the text box below) 7 1,0% 4,8% 

Total 713 100%  
Total no. of respondents 145   
Other (Please specify) 7 

 
19.2 Please indicate to what extent do you agree with the following statements related to your research team’s 
(or some members of your team) participation in the Marie Skłodowska-Curie action (MSCA) projects: 
 

 

 

My team was actively involved 
in the outreach activities and 
disseminated the results of 

their MSCA project 

Involving my team in the 
outreach activities contributed 
to the visibility of our research 

outside the research community 

The means of 
communication chosen 

helped to reach the target 
audience 

Response Count Percentage Count Percentage Count Percentage 

Completely 
agree 

61 42,7% 59 41,0% 36 25,2% 

Somewhat 
agree 

53 37,1% 55 38,2% 74 51,7% 

Somewhat 
disagree 

11 7,7% 15 10,4% 13 9,1% 

Completely 
disagree 

8 5,6% 4 2,8% 3 2,1% 

Do not know/ 
cannot answer 

10 7,0% 11 7,6% 17 11,9% 

Total 143 100,0% 144 100,0% 143 100,0% 

Completely 
agree OR 
Somewhat 
agree 

114 80% 114 79% 110 77% 
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19.3 Please indicate the extent to which you agree with the following statements: 

 

The activities organised 
by my team in the context 

of the European 
Researchers’ Night (live 

experiments, workshops, 
public lectures, etc.) 
inspired enthusiasm 

within the target audience 
(students, schoolchildren, 

general public, etc.) 

European 
Researchers’ Night 
activities organised 
by the members of 
my team positively 

influenced the views 
of young people 

about researchers 

European 
Researchers’ Night 
activities organised 
by the members of 
my team positively 

influenced the views 
of the general public 

at large about 
research careers 

In the long term, 
European 

Researchers’ Night 
activities organised 

by my team are 
likely to encourage 

young people to 
choose a research 

career 

Response Count Percentage Count Percentage Count Percentage Count Percentage 

Completely 
agree 

37 45,1% 27 32,9% 25 30,5% 25 30,9% 

Somewhat 
agree 

30 36,6% 35 42,7% 33 40,2% 28 34,6% 

Somewhat 
disagree 

2 2,4% 4 4,9% 6 7,3% 10 12,3% 

Completely 
disagree 

0 0,0% 0 0,0% 0 0,0% 1 1,2% 

Do not know/ 
cannot 
answer 

13 15,9% 16 19,5% 18 22,0% 17 21,0% 

Total 82 100,0% 82 100,0% 82 100,0% 81 100,0% 

Completely 
agree OR 
Somewhat 
agree 

67 82% 62 76% 58 71% 53 65% 

 

Section 2: Programmes and initiatives addressing dual-career issues among researchers 
 
22. Over the past five years, how many internationally mobile researchers facing dual-career issues were 
employed by your organisation? 

Response Count Percentage 

None 142 26,2% 

Less than 5 138 25,5% 

5 to 9 31 5,7% 

10 to 19 18 3,3% 

20 and more 24 4,4% 

Do not know/cannot answer 188 34,8% 

Total 541 100,0% 

 
24. Did your organisation receive extra funding from an external source to support dual-career services? 

 
Public funding at 

national level 
Public funding at 

EU- level 
Public funding at 

international level 
Private funding 

Response Count Percentage Count Percentage Count Percentage Count Percentage 

Yes 49 9,3% 43 8,1% 15 2,9% 28 5,4% 

No 306 57,8% 299 56,2% 314 60,2% 302 58,2% 

Do not know / cannot 
answer 

174 32,9% 190 35,7% 193 37,0% 189 36,4% 

Total 529 100,0% 532 100,0% 522 100,0% 519 100,0% 

 
25. Have you over the past five years used any of the following instruments and procedures to monitor and/or 
evaluate the results of the measures/practices implemented by your organisation to address dual-career 
issues? (You may choose as many answers as relevant). 

Response Count Percentage % of total respondents 

Monitoring reports 36 5,4% 6,7% 

Surveys 29 4,3% 5,4% 

Studies 37 5,5% 6,8% 

Consultations with stakeholders 33 4,9% 6,1% 

On-site observations 58 8,7% 10,7% 

Word-of-mouth replies (direct 
communication/conversations 
with stakeholders) 

69 10,3% 12,8% 

Do not know/cannot answer 393 58,7% 72,6% 

Other (Please specify –in the text 
box below) 

15 2,2% 2,8% 



                                                                        June 2016                                                             128 

  

 
  

Response Count Percentage % of total respondents 

Total 670 100%  
Total no. of respondents 541   

  Other (Please specify) 14 

 

Section 3: Programmes and initiatives addressing career restart issues among researchers 
 
32. In your experience, at which of the following career stages do researchers usually take a career break? 
(Select up to three most relevant options) 

Response Count Percentage % of total respondents 

Researcher in Doctoral training 116 11,6% 22,4% 

Post-doctoral/recognised researcher 215 21,6% 41,4% 

Independent/established researcher 110 11,0% 21,2% 

Leading researcher (professor, research professor, 
director, senior scientist, etc.) 

79 7,9% 15,2% 

In the transition phase, when moving from doctoral to 
post-doctoral research stage 

161 16,1% 31,0% 

In the transition phase, when moving from post-
doctoral/recognised to independent/established 
researcher stage 

134 13,4% 25,8% 

In the transition phase, when moving from 
independent/established researcher to leading 
researcher 

51 5,1% 9,8% 

Not applicable/cannot answer 131 13,1% 25,2% 

Total 997 100%  
Total no. of respondents 519   

 
33. What is your opinion regarding the preparation of career breaks/restarts by researchers? 

 Actions required for the career break 
are usually taken in advance 

Actions required for the career 
restart are usually taken during 

the break 

Response Count Percentage Count Percentage 

YES 205 40,3% 196 39,2% 

NO 122 24,0% 104 20,8% 

Do not know / cannot answer 182 35,8% 200 40,0% 

Total 509 100,0% 500 100,0% 

 The break is normally prepared in 
collaboration with the employer 

(former, current or future) 

Career break and return are 
usually not well-prepared 

Response Count Percentage Count Percentage 

YES 203 40,0% 195 39,4% 

NO 114 22,5% 101 20,4% 

Do not know / cannot answer 190 37,5% 199 40,2% 

Total 507 100,0% 495 100,0% 

 
36. How would you describe researchers – employed by your organisation or under your supervision – 
following their return to work after a career break? (You may choose as many answers as relevant) 

 
Academic* Non-Academic* 

Response Count Percentage 
% of total 

respondents 
Count Percentage Count Percentage 

Restarters generally show renewed 
motivation and enthusiasm, and 
bring fresh ideas 

211 19,9% 40,7% 143 18,9% 63 22,5% 

After a break, restarters usually 
work harder than before 

113 10,7% 21,8% 83 11,0% 25 8,9% 

Restarters tend to show a more 
mature attitude and a higher level 
of loyalty 

172 16,2% 33,2% 125 16,5% 42 15,0% 

After a career break, the 
probability of parental/family 
leave/partner relocation is likely to 
be lower 

76 7,2% 14,7% 62 8,2% 13 4,6% 

Restarters are usually less 
productive and efficient since they 

are no longer used to work and 
stressful conditions 

51 4,8% 9,8% 40 5,3% 11 3,9% 

Restarters often lack the advanced 75 7,1% 14,5% 56 7,4% 18 6,4% 
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Academic* Non-Academic* 

Response Count Percentage 
% of total 

respondents 
Count Percentage Count Percentage 

knowledge required due to the fact 
that they have not kept up-to-date 
with the latest developments 

Restarters’ flexibility may be 
limited because of family 
commitments (e.g. childcare, 
eldercare, etc.) 

191 18,0% 36,9% 142 18,8% 46 16,4% 

Do not know/cannot answer 159 15,0% 30,7% 98 13,0% 58 20,7% 

Other (Please specify in the text 

box below) 

13 1,2% 2,5% 7 0,9% 4 1,4% 

Total 1061 100,0%   756 100,0% 280 100,0% 

Total no. of respondents 518   * "Other"  organisations excluded 

 

Other (Please specify) 12 
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3. Results from the Survey of Individual Researchers 
 

The introductory section 
 
1. What is your age?: 

 Response % of total Count 

24 or under 1% 24 

25 - 30 16% 616 

31 - 40 53% 2066 

41 - 50 20% 774 

51 - 60 8% 311 

61 and over 3% 113 

    3903 

 
2. What is your gender? 

  % of total Count 

Female 36% 1400 

Male 63% 2474 

Prefer not to disclose 1% 29 

    3903 

 
3. In what stage are you in terms of your research career? 

Response % of 
total 

Count 

First stage researcher (in training 
leading to PhD or equivalent) 

968 
15% 

Recognised researcher (PhD 
holders or equivalent who are not 
yet fully independent) 

1215 

38% 

Established researcher 
(researchers who have developed a 
level of independence) 

1052 

36% 

Leading researcher (researchers 
leading their research area or field) 

399 
12% 

    3903 

 
4. What is your core scientific discipline or area? (more than one answer option is possible) 

Response % of total Count 

Chemistry 14% 554 

Economic Sciences 2% 86 

Information Science and Engineering 14% 534 

Environment and Geosciences 10% 404 

Social sciences and Humanities 15% 579 

Life Sciences 32% 1252 

Mathematics 5% 196 

Physics 17% 644 

Other (please specify) 12% 467 

    3903 

 
5. For what type of organisation do you work? 

Response % of 
total 

Count 

University 64% 2491 

Public research centre 20% 790 

Private research centre 3% 115 

Large enterprise (enterprise which employs more 
than 250 employees and whose turnover exceeds 
EUR 50 million or whose annual balance-sheet 
total exceeds EUR 43 million) 3% 109 

Small or medium enterprise (enterprise which 
employs fewer than 250 persons and whose 
annual turnover does not exceed EUR 50 million or 
whose annual balance-sheet total does not exceed 
EUR 43 million) 3% 115 
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Response % of 
total 

Count 

Incubator, start-up, spin-off or venture capital 
company 1% 43 

Non-profit organisation (i.e. civil society 
organisation, think-tank, etc.) 2% 76 

Non-governmental organisation (which can make 
profit) 0% 6 

Other (please specify) 4% 158 

    3903 

 
6. What is the status of your employment contract? 

Response % of total Count 

Full-time permanent contract 34% 1341 

Full-time fixed-term contract 45% 1762 

Part-time permanent contract  1% 43 

Part-time fixed-term contract  4% 142 

Stipend/grant/fellowship 11% 418 

Other (please specify) 5% 197 

    3903 

 
7. What is your nationality (citizenship)? 

Response
16

 % of total Count 

EU13 11% 2615 

EU15 67% 445 

Other Countries in Europe 5% 210 

Non-European countries 16% 633 

Other 0% 6 

    3903 

 
8. Please indicate your current country of residence: 

Response % of total Count 

EU13 8% 306 

EU15 75% 2937 

Other Countries in Europe 6% 246 

Non-European countries 11% 414 

Other 0% 1 

    3903 

 
9. What is your family status? 

Response % of total Count 

In a relationship, with children 42% 1631 

In a relationship, without children 30% 1181 

Single, with children 2% 70 

Single, without children 22% 872 

                                           
16 EU15: Austria, Belgium, Denmark, Finland, France, Germany, Greece, Ireland, Italy, 

Luxembourg, Netherlands, Portugal, Spain and United Kingdom; EU13: Bulgaria, Croatia, Cyprus, 

Czech Republic, Estonia, Hungary, Latvia, Lithuania, Malta, Poland, Romania, Slovakia, Slovenia 

and Sweden; Other countries in Europe: Albania, Azerbaijan, Belarus, Bosnia and Herzegovina, 

Georgia, Iceland, Kosovo, Moldova, Montenegro, Norway, Russian Federation, Serbia, Switzerland, 

The former Yugoslav Republic of Macedonia, Turkey and Ukraine; Non-European countries: 

Algeria, Argentina, Armenia, Australia, Bangladesh, Barbados, Brazil, Brunei Darussalam, 

Cameroon, Canada, Chile, China, Colombia, Cuba, Ecuador, Egypt, Ethiopia, Faroe Islands, Fiji, 

Hong Kong, India, Indonesia, Iran, Iraq, Israel, Jamaica, Japan, Jordan, Kazakhstan, Kenya, Korea 

- Republic of (South), Kyrgyzstan, Lebanon, Malaysia, Mexico, Morocco, Mozambique, Myanmar, 

Nepal, New Caledonia, New Zealand, Nigeria, Pakistan, Philippines, Qatar, Saint Helena (incl. 

Ascension Island and Tristan de Cunha), Saudi Arabia, Singapore, South Africa, Sri Lanka, 

Swaziland, Syria, Taiwan, Thailand, Tunisia, United States, Uruguay, Uzbekistan, Venezuela, 

Vietnam and Zimbabwe. 
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Response % of total Count 

Prefer not to disclose 4% 149 

    3903 

 
9.1. Is your partner also a researcher or does he/she also pursue a career in another professional domain that 
is highly demanding and strongly oriented at career progression? 

Response % of total Count 

Yes 55% 1530 

No 45% 1274 

    2804 

 
9.2. If she/he is in research, please identify the discipline or area (more than one answer option is possible). 

Response % of total Count 

Chemistry 9% 135 

Economic Sciences 3% 49 

Information Science and 
Engineering 

9% 140 

Environment and 
Geosciences 

6% 86 

Social sciences and 
Humanities 

13% 198 

Life Sciences 24% 365 

Mathematics 2% 28 

Physics 8% 117 

Other (please specify) 16% 244 

  

 
1530 

 

Section 1: Promotion of Research Careers 
 
10. From your personal experience, what influence did the following factors have on your decision to pursue a 
research career? (The number of times and the percentage of total that ‘Very important/Rather important’ 
answer choices were selected by the respondents)? 

Response 
Very 

positive 
influence 

Rather 
positive 

influence 

No 
influence 

Rather 
negative 
influence 

Very 
negative 
influence 

Do not 
know/ 
cannot 
answer 

Total 

  
% of 
total 

Count 
% of 
total 

Count 
% of 
total 

Count 
% of 
total 

Count 
% of 
total 

Count 
% of 
total 

Count 

1. Image of researchers 
in society 10% 400 36% 1400 47% 1817 4% 171 1% 34 1% 40 3862 

2. Curriculum 
composition at school 11% 441 39% 1492 43% 1663 4% 138 1% 28 2% 84 3846 

3. Strong presence of 
universities and 
research performing 
organisations in the 
region 9% 357 32% 1248 50% 1922 5% 190 2% 83 1% 52 3852 

4. Science 
popularisation actions 8% 317 32% 1209 55% 2094 3% 110 1% 36 2% 63 3829 

5. Intellectual curiosity 79% 3076 19% 727 1% 57 0% 6 0% 4 0% 5 3873 

6. Competitiveness in 
research 
career/shortage of 
academic positions 8% 296 14% 541 33% 1282 25% 967 18% 678 2% 79 3843 

7. Stability and security 
of a research 
position/contractual 
conditions 6% 239 16% 610 25% 978 23% 901 27% 1039 2% 70 3838 

8. Financial 
conditions/salaries for 
researchers 4% 148 13% 506 29% 1127 33% 1258 20% 781 1% 37 3856 

9. Autonomy at early 
stages of the career 17% 635 39% 1513 26% 985 10% 390 6% 230 2% 91 3844 

10. Availability of 
international mobility 
opportunities offered to 
young researchers 30% 1169 45% 1744 18% 691 4% 137 2% 66 1% 32 3840 
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Response 
Very 

positive 
influence 

Rather 
positive 

influence 

No 
influence 

Rather 
negative 
influence 

Very 
negative 
influence 

Do not 
know/ 
cannot 

answer 
Total 

  
% of 
total 

Count 
% of 
total 

Count 
% of 
total 

Count 
% of 
total 

Count 
% of 
total 

Count 
% of 
total 

Count 

11. Availability of 
intersectoral mobility 
opportunities offered to 
young researchers 15% 590 30% 1173 43% 1638 5% 206 2% 92 4% 148 3847 

12. Transparency and 
equal opportunities in 
the researcher 
recruitment processes 9% 345 20% 786 43% 1642 13% 517 10% 400 4% 166 3857 

13. Knowledge and 
skills necessary for a 
research career 37% 1411 50% 1914 11% 441 1% 50 0% 16 1% 30 3863 

14. Compatibility of 
research 
work/academic career 
with personal life 16% 636 29% 1104 22% 861 19% 723 12% 482 1% 57 3863 

15. Relevance of PhD 
training for the needs 
of industry/employment 
opportunities in the 
private sector 9% 330 21% 791 48% 1861 11% 441 8% 321 3% 114 3858 

16. Other (please 
specify below) 12% 170 2% 28 44% 598 1% 10 0% 6 41% 560 1372 

 
11. Before your decision to pursue a research career, which of the following sources of information about this 
career path and its future prospects were the most important for you? 

Response 
Very 

important 
Rather 

important 
Rather 

unimportant 
Completely 

unimportant 

Do not 
know/cannot 

answer Total 

 

% of 
total 

Count 
% of 
total 

Count 
% of 
total 

Count 
% of 
total 

Count 
% of 
total 

Count 

1. School teachers 16% 603 29% 1107 33% 1264 20% 770 3% 108 3853 

2. University 
lecturers/future research 
supervisor 44% 1693 40% 1558 11% 412 4% 166 1% 43 3872 

3. Other researchers 33% 1251 46% 1759 15% 569 4% 171 2% 80 3829 

4. Media (television, non-
scientific journals, 
newspapers, specialised 
children/youth publications, 
etc.) 5% 187 22% 855 42% 1617 29% 1095 2% 85 3838 

5. Internet (websites, 
blogs, YouTube clips, wiki-
style articles, software, 
Facebook, Twitter, etc.) 7% 264 23% 872 37% 1432 28% 1066 6% 215 3849 

6. Representatives of 
private/public research 
organisations 5% 205 22% 843 41% 1559 28% 1074 4% 147 3828 

7. Information materials 
prepared by private/public 
research organisations 

(journals, websites, leaflets, 
etc.) 7% 263 28% 1059 36% 1394 25% 960 4% 150 3824 

8. Peers 15% 587 42% 1606 28% 1070 11% 419 4% 146 3827 

9. Parents/Relatives 16% 592 27% 1039 35% 1342 20% 766 2% 80 3819 

10. Other (please specify 
below) 8% 101 3% 42 27% 343 6% 77 56% 721 1283 
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12. Before and after your decision to become a researcher, have you considered the following options as an 
alternative to your research career? (select up to 3 options) 

Response % of total Count 

Career in healthcare/medicine 26% 1010 

Management career 19% 753 

Civil service/government 19% 744 

Teaching career 45% 1751 

Legal career 3% 114 

Career in finance/banking 6% 221 

Career in consulting 21% 810 

Career in ICT 13% 490 

Other (please specify) 14% 542 

    3903 

 
13. If you considered any of the previously mentioned alternatives, please indicate in which sector you were 
inclined to work? 

Response % of total Count 

Public sector 33% 1148 

Private sector 21% 746 

Both 46% 1602 

    3496 

 
14. Which of the following factors have been the most important in motivating you to stay in your research 
career and not to switch to an alternative career path? (select up to 5 options) 

Response % of total Count 

Strong relations with/attachment to my peers and research colleagues 37% 1463 

Pure interest in science and/or my research work 88% 3417 

High level of competition in other fields (outside research) 6% 221 

Level of stability and security of my current position/attractive contractual 
conditions 16% 639 

High costs related to career change (training costs, time-costs, etc.) 13% 515 

Level of autonomy related to my current position 57% 2207 

Attractive international and/or intersectoral mobility opportunities that I am 
currently offered 42% 1644 

Attractive financial conditions/remuneration related to my current position 10% 406 

My current position as a researcher allows me to reconcile my work and 
family life 24% 939 

Research careers are more meaningful/more beneficial to society at large 38% 1469 

Other (please specify) 5% 191 

    3903 

 

15. Over the last five years, have you been involved in any of the Marie Skłodowska-Curie actions (MSCA)? 

Response % of total Count 

Yes 37% 1458 

No 63% 2445 

    3903 

 
Please select the relevant actions (more than one option possible): 

Response % of total Count 

[Marie Curie International Reintegration Grants (FP7 
MC-IRG)] 

5% 66 

[Marie Curie European Reintegration Grants (FP7 MC-
ERG)] 

3% 40 

[Marie Curie Intra-European Fellowships for Career 
Development (FP7 MC-IEF)] 

21% 301 

[Marie Curie International Incoming Fellowships (FP7 

MC-IIF)] 
10% 148 

[Marie Curie International Outgoing Fellowships (FP7 
MC-IOF)] 

8% 119 

[Marie Curie Initial Training Networks (FP7 MC-ITN)] 41% 605 

[Marie Curie Industry-Academia Partnerships and 
Pathways (FP7 MC-IAPP)] 

11% 159 

[Marie Curie International Research Staff Exchange 
Scheme (FP7 MC-IRSES)] 

4% 60 

[Marie Curie Co-funding of Regional, National and 
International Programmes (FP7 MC-COFUND)] 

8% 115 

[Marie Skłodowska-Curie Innovative Training 
Networks (H2020 MSCA-ITN)] 

4% 64 

[Marie Skłodowska-Curie Research and Innovation 
Staff Exchanges (H2020 MSCA-RISE)] 

1% 16 
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Response % of total Count 

[Marie Skłodowska-Curie Individual Fellowships 
(H2020 MSCA-IF)] 

10% 140 

[Marie Skłodowska-Curie Co-funding of Regional, 
National and International Programmes (H2020 
MSCA-COFUND)] 

2% 28 

    1458 

 
15.1. Please indicate if you used any of the following tools for outreach and/or the dissemination of your MSCA 
project results (more than one option possible). 

Response % of total Count 

Public lectures/participation in conferences 81% 1178 

Other public events 57% 832 

Publication of information materials 49% 715 

Online dissemination/outreach activities 41% 596 

Dissemination activities through TV broadcasts, 
CDs/DVDs, books 8% 111 

Public talks, Marie Skłodowska-Curie 
Ambassadors 15% 221 

Open-door days, where students, schoolchildren 
and general public could visit 25% 361 

Other (please specify) 4% 61 

Do not know/cannot answer 10% 143 

    1458 

 
15.2. Please indicate which of the following target audiences did you attempt to reach with these outreach 
activities. 

Response % of total Count 

Schoolchildren 22% 318 

Students 64% 932 

A specific segment of the 
general public (please specify) 15% 219 

General public 51% 747 

Other 10% 148 

    1458 

 
15.3. Please indicate to what extent you agree with the following statements related to your participation in 
the MSCA project(s) 

Response 
Completely 

agree 
Somewhat 

agree 
Somewhat 
disagree 

Completely 
disagree 

Do not 
know/cannot 

answer Total 

 

% of 
total 

Count 
% of 
total 

Count 
% of 
total 

Count 
% of 
total 

Count 
% of 
total 

Count 

1. I was actively involved in 
the outreach activities and 
disseminated the results of 
my MSCA project 37% 525 37% 523 11% 153 5% 74 9% 131 1406 

2. Outreach activities 
contributed to the visibility 
of my research results 
outside the research 
community 27% 376 39% 548 14% 203 7% 103 12% 174 1403 

3. I engaged with students 
and/or schoolchildren by 
actively interacting with 
them (through discussions, 

workshops, seminars etc.) 25% 351 32% 440 16% 219 13% 174 15% 209 1394 

4. The means of 
communication that I used 
helped to reach the 
targeted audience 24% 333 42% 581 11% 149 4% 53 19% 257 1374 

 
16. Over the last five years, have you been involved in any of the European Researchers' Night activities? 

Response % of total Count 

Yes 9% 336 

No 91% 3567 

    3903 

 
16.1. Please indicate to what extent you agree with the following statements related to your contribution to 
organising and/or participating in European Researchers’ Night activities: 



                                                                        June 2016                                                             136 

  
 

 

Response 
Completely 

agree 
Somewhat 

agree 
Somewhat 
disagree 

Completely 
disagree 

Do not 
know/cannot 

answer Total 

 

% of 
total 

Count 
% of 
total 

Count 
% of 
total 

Count 
% of 
total 

Count 
% of 
total 

Count 

1. The European 
Researchers’ Night activities 
helped to reach the general 
public 62% 213 35% 120 2% 6 0% 1 0% 1 340 

2. I engaged with students 
and/or schoolchildren by 
actively interacting with 
them (e.g. through live 
experiments, discussions, 
workshops, etc.) 47% 158 37% 125 7% 24 4% 12 5% 16 334 

3. European Researchers’ 
Night activities positively 
influenced the views of 

young people about 
researchers 49% 164 41% 138 3% 11 1% 2 6% 19 334 

4. European Researchers’ 
Night activities positively 
influenced the views of 
young people and the 
general public about 
research career prospects 37% 121 41% 135 10% 34 3% 9 10% 32 330 

5. In the long-term, 
European Researchers’ 
Night activities are likely to 
encourage young people to 
choose a research career 34% 111 45% 148 8% 25 6% 20 8% 25 329 

 

Section 2: Dual-career issues among researchers 
 
17. What is your situation with regard to research mobility? 

Response % of total Count 

I have never considered the possibility of 
moving 2% 84 

I may consider the possibility of moving in 
the future 8% 318 

I have considered the possibility, but at the 
end I have decided not to go 6% 228 

I have considered the possibility, but I have 
not moved yet 7% 253 

I have moved at least once within my 
research career 76% 2868 

Do not know/cannot answer 1% 29 

    3780 

 
18. Which of the following aspects weight the most when deciding to move or not to move to a different 
country? (select up to 5 options) 

Response % of total Count 

Personal/family reasons 59% 2321 

Culture-related reasons 17% 668 

Language-related reasons 21% 819 

Career progression goals 58% 2252 

Personal research agenda 28% 1079 

Prospect of working with leading experts and 
laboratories 52% 2023 

Access to high quality research facilities 42% 1640 

Salary and other financial incentives 42% 1644 

Career opportunities at new location 35% 1361 

Attractiveness and flexibility of the working 
conditions 20% 783 

Attractiveness of the new location to live in 32% 1244 

Other (please specify) 2% 66 

    3903 

 
19. Please consider the following list of dual-career issues and indicate the relevance they had or could have on 
your decision to move to a different country. 
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Response Very relevant 
Rather 

relevant 
Rather 

irrelevant 
Completely 
irrelevant 

Do not 
know/cannot 

answer Total 

 

% of 
total 

Count 
% of 
total 

Count 
% of 
total 

Count 
% of 
total 

Count 
% of 
total 

Count 

1. Finding a job for my 
partner 54% 1997 22% 818 7% 273 7% 243 10% 377 3708 

2. Overcoming the language 
barrier for my partner 21% 771 28% 1029 25% 907 15% 558 11% 407 3672 

3. Ensuring that my partner 
has a good adaptation to 
the new environment 40% 1486 34% 1244 9% 329 6% 226 11% 393 3678 

4. Ensuring that necessary 
child-care services or other 
family support services can 
be found 44% 1614 21% 789 9% 320 10% 353 17% 612 3688 

5. Other (please specify 
below) 10% 104 3% 31 11% 111 6% 56 70% 690 992 

 
20. Have you and/or your partner ever faced the following dual-career problems? 

Response Yes No 
Total 

 
% of total Count % of total Count 

1. I and/or my partner never moved to a 
different country due to dual-career 
issues 19% 471 81% 1968 2439 

2. I and/or my partner was/were offered 
a job but the offer was withdrawn due to 
dual-career issues 12% 297 88% 2083 2380 

3. I and/or my partner refused a job 
vacancy due to dual-career issues 23% 544 77% 1855 2399 

4. I and/or my partner resigned from a 
job due to dual-career issues 20% 481 80% 1910 2391 

5. I and/or my partner currently face/ 

faces dual-career problems at work that 
are affecting our relationship 25% 612 75% 1806 2418 

 
21. Have you or/and your partner ever raised dual-career issues during any recruitment process? 

Response % of total Count 

Yes 28% 749 

No 72% 1937 

    2686 

 
21.1. Please indicate the moment when you (and/or your partner in case he/she is a researcher) tried to raise 
dual-career issues during the recruitment process. 

Response % of total Count 

Before the first job interview 28% 214 

During the first job interview 30% 225 

When conditions of work were 

being negotiated 26% 196 

After starting the job 10% 73 

Do not know/cannot answer 7% 54 

    761 

 
22. Have you (both, you and your partner) been newly hired over the last five years? 

Response % of total Count 

Yes 49% 1322 

No 51% 1385 

    2707 

 
22.1. We were hired: 

Response % of total Count 

Sequentially (one was hired before 
the other) 

88% 1182 

Jointly (both were hired at the same 
time or nearly simultaneously) 

12% 154 

    1336 

 
22.2. We were hired: 

Response % of total Count 

In approximately the same geographical 53% 700 
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location, by different employers 

In approximately the same geographical 
location, by the same employers 

18% 235 

In different geographical locations, by 
different employers 

28% 368 

In different geographical locations, by the 
same employers 

1% 8 

    1311 

 
23. If the following practices are applied in your organisation, please assess their success in addressing dual-
career issues. 

Response 
Very 

successful 
Somewhat 
successful 

Somewhat 
unsuccessful 

Very 
unsuccessful 

Not applied 
Do not 

know/cannot 
answer Total 

 

% of 
total 

Count 
% of 
total 

Count 
% of 
total 

Count 
% of 
total 

Count 
% of 
total 

Count 
% of 
total 

Count 

1. Language training 
services for partners 
of researchers 9% 302 16% 558 6% 210 3% 124 36% 1267 31% 1090 3551 

2. Tax/pensions 
advice for partners 
of researchers 7% 230 13% 462 7% 245 6% 213 35% 1225 33% 1153 3528 

3. Information 
services on local 
employment 
opportunities for the 
partners of 
researchers (CV 
advice, career-
counselling, job 
search, self-
employment advice 
and/or other 
guidance services) 7% 251 13% 454 8% 299 7% 257 33% 1161 32% 1124 3546 

4. Facilities for 
work-family balance 
and family-friendly 
benefits for 
researchers and 
their partners 
(childcare facilities, 
family allowance) 12% 411 19% 669 8% 271 7% 232 26% 930 29% 1021 3534 

5. Partnerships with 
other organisations 
to coordinate job 
opportunities for the 
partners of incoming 
researchers 6% 228 11% 391 7% 243 7% 246 35% 1227 34% 1197 3532 

6. Recruitment 
guidelines and 
protocols sensitive 
to dual-career issues 
among researchers 5% 166 10% 352 9% 312 7% 253 34% 1209 35% 1222 3514 

7. Employment of 
dual-career 
specialists 4% 148 9% 304 9% 308 7% 260 35% 1226 36% 1265 3511 

8. Dissemination of 
information on dual-
career support 
services on web-
sites, social media, 
leaflets 4% 147 9% 332 9% 301 8% 276 34% 1185 36% 1259 3500 

9. No specific 
measures/practices 

were implemented 7% 230 5% 177 8% 260 8% 257 28% 926 45% 1485 3335 

10. Other (please 
specify below) 1% 16 2% 21 2% 26 3% 31 19% 226 72% 842 1162 

 
 
24. As far as you are aware, did the employer receive extra funding from an external source to support dual-
career services? 
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Response % of total Count 

Yes 5% 186 

No 39% 1446 

Do not know/ cannot answer 56% 2089 

    3721 

 

Section 3: Career restart issues among researchers 
 
25. In your opinion, which of the following items, aiming to ensure a better work/life balance, could help 
diminish the occurrence of career breaks? (select up to 4 options) 

 Response % of total Count 

Part-time working 42% 1633 

Flexible work schedules 73% 2833 

Teleworking 36% 1420 

Job sharing 12% 453 

Family-friendly benefits (e.g. 
family allowance, childcare 
allowance) 

54% 2124 

Childcare facilities 53% 2056 

Breast feeding facilities 8% 314 

Other (please specify) 5% 203 

    3903 

 
26. In your opinion, which of the following statements best describe the overall perception of employers on 
researchers returning from a career break? (multiple answers can be selected) 

Response % of total Count 

Restarters generally show renewed motivation and 
enthusiasm, and bring fresh ideas 

29% 1135 

Restarters might work harder than before 21% 828 

Restarters tend to show a more mature attitude and a 
higher level of loyalty 

25% 975 

After a career break, the probability of parental/family 
leave/partner relocation is likely to be lower 

16% 619 

Restarters often lack the advanced knowledge required 
because they are not kept up-to-date with the latest 
developments 

31% 1194 

Restarters are usually less productive and efficient since 
they are no longer used to working under stressful 
conditions 

17% 671 

Restarters’ flexibility may be limited due to family 
commitments (e.g. childcare, eldercare, etc.) 

38% 1486 

Other (please specify) 2% 75 

Do not know/cannot answer 22% 843 

    3903 

 
27. What is your personal situation with regard to career breaks? 

 Response % of total Count 

I have experienced a career break, once 16% 637 

I have experienced several career breaks 8% 320 

I am currently on a career break 5% 176 

I am planning to take a career break in the near 
future 

4% 165 

I have never experienced a career break 61% 2363 

    3661 

 
27.1. At which of the following career stages have you taken/ are you planning to take a career break? If you 
experienced more than one career break, consider the most recent one. 

Response % of total Count 

Researcher in Doctoral training 11% 151 

Post-doctoral/recognised researcher 39% 517 

Independent/established researcher 11% 139 

Leading researcher (professor, research 
professor, director, senior scientist, 
etc.) 

3% 44 

In the transition phase, when moving 
from doctoral to post-doctoral research 
stage 

15% 198 

In the transition phase, when moving 
from post-doctoral/recognised to 

10% 129 
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Response % of total Count 

independent/established researcher 
stage 

In the transition phase, when moving 
from Independent/established 
researcher to Leading researcher 

2% 28 

Not applicable / cannot answer 9% 115 

    1321 

 
27.2. What was/is the duration of your past/current/planned career break? 

Response % of total Count 

Up to 6 months 32% 421 

Between 6 and 12 months 30% 395 

Between 12 and 24 months 15% 197 

More than 24 months 15% 197 

Not applicable / cannot answer 7% 96 

  1306 

 
27.3. Please indicate the main reasons for your past/current/planned career break (multiple answers can be 
selected) 

Response % of total Count 

Childcare commitments (parental leave, maternity, 
paternity) 

12% 458 

Eldercare commitments (parent, grandparents, 
spouses' family) 

1% 31 

Other family reasons (e.g. related to partner) 4% 160 

Travelling 2% 93 

Studying & training (different from research 
training) 

3% 100 

Willingness to diversify career experience in a non-
research position 

4% 167 

Illness (personal health problems) 1% 58 

Lack of research positions 12% 462 

End of temporary contract 12% 465 

Other reason (please specify) 4% 157 

Not applicable / cannot answer 1% 29 

    3903 

 
27.4. In case you have changed countries during your career break, have you returned/are you planning to 
return to the country where you were last employed? 

 Response % of total Count 

Yes 25% 320 

No 17% 224 

I don’t know yet 18% 226 

Not applicable / cannot 
answer 

40% 511 

    1281 

 
27.5. Have you returned/are you planning to return to your previous working place after the break? 

Response % of total Count 

Yes 25% 320 

No 17% 224 

I don’t know yet 18% 226 

   770 

 
 
 
27.6. To what extent did the following factors facilitate your reintegration after the career break? 

Response 
Completely 

agree 
Somewhat 

agree 
Somewhat 
disagree 

Completely 
disagree 

Do not 
know/cannot 

answer Total 

 

% of 
total 

Count 
% of 
total 

Count 
% of 
total 

Count 
% of 
total 

Count 
% of 
total 

Count 

1. My personal skills, 
competences and attitude 77% 381 14% 71 1% 6 1% 3 7% 34 495 

2. My access to a network 
of contacts (within the 
research community) 50% 241 32% 157 6% 28 3% 16 9% 44 486 

3. Incentives to be used by 
the restarter in order to 12% 56 18% 85 20% 94 26% 122 24% 115 472 
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Response 
Completely 

agree 
Somewhat 

agree 
Somewhat 
disagree 

Completely 
disagree 

Do not 
know/cannot 

answer Total 

 

% of 
total 

Count 
% of 
total 

Count 
% of 
total 

Count 
% of 
total 

Count 
% of 
total 

Count 

facilitate the reintegration 
(e.g. reintegration training, 
individual career advice and 
mentoring, comeback 
information session, open 
dialogue with employer) 

4. My employer’s positive 
perception of career breaks 25% 122 21% 100 16% 77 18% 84 20% 97 480 

5. My colleagues’ positive 
perception of career breaks 23% 109 23% 110 17% 83 16% 74 21% 99 475 

6. Other (please specify 
below) 15% 23 4% 6 3% 4 2% 3 77% 119 155 

 
27.7. To what extent did the following factors hinder your reintegration after a career break? 

Response 
Completely 

agree 
Somewhat 

agree 
Somewhat 
disagree 

Completely 
disagree 

Do not 
know/cannot 

answer Total 

 

% of 
total 

Count 
% of 
total 

Count 
% of 
total 

Count 
% of 
total 

Count 
% of 
total 

Count 

1. Competition from other 
researchers who were 

working during your break 29% 138 31% 147 12% 59 16% 77 12% 57 478 

2. Recruitment process 
which penalises career 
restarters 22% 106 21% 101 18% 85 16% 77 22% 107 476 

3. My employer’s negative 
perception of career breaks 14% 67 16% 77 17% 82 29% 139 23% 108 473 

4. My colleagues’ negative 
perception of career breaks 9% 44 14% 66 23% 110 31% 147 22% 102 469 

5. Other (please specify 
below) 14% 20 1% 2 1% 1 5% 7 78% 108 138 

 
27.8. Have you taken or do you plan to take any of the following actions in order to prepare your career break 
and return? 

Response Yes No 
Do not 

know/cannot 
answer Total 

 
% of total Count % of total Count % of total Count 

1. I have consulted/am planning to 
consult documents/website on 
policy/possibilities foreseen by my 
employer in relation to career break 
and restart 36% 171 44% 207 20% 96 474 

2. I have searched/am planning to 
search for restart grants/fellowships 
or other kinds of financial incentives 47% 222 38% 178 15% 68 468 

3. I am engaged/am planning to 
engage in networks, awareness 
campaigns, workshops, training 
related to career breaks and restart 23% 107 59% 279 18% 85 471 

4. I have discussed/am planning to 
discuss existing career break policies 
or possibilities (in case there is no 
specific career break policy in place) 
with my line manager/HR 35% 165 47% 218 18% 85 468 

5. I am staying /am planning to stay 
involved with research during my 
career break (e.g. extra-training, 
keeping in contact with colleagues, 
self-studying and updating skills) 67% 314 17% 81 16% 74 469 

6. I have negotiated/am planning to 
negotiate an agreement on returning 
to the same organisation (position 
granted or not) 47% 219 31% 144 22% 105 468 

7. I have discussed/am planning to 
discuss roles and responsibilities 57% 264 24% 110 19% 89 463 
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Response Yes No 
Do not 

know/cannot 
answer Total 

 
% of total Count % of total Count % of total Count 

during and after the break with 
family/partner 

8. I have considered/am planning to 
consider the risks and options for the 
future 65% 302 18% 84 17% 78 464 

9. I have actively searched /am 
planning to search for future 
employers 45% 210 36% 171 19% 88 469 

10. I have networked/am planning to 
network with other researchers in a 
similar situation 34% 156 46% 212 19% 89 457 

 
28. Are you familiar with the Career Restart (CAR) Panel of the Individual Fellowships, in the context of the 
Marie (Skłodowska-) Curie actions EU programme? 

Response % of total Count 

Yes, I know about the CAR Panel 21% 758 

I have applied for the CAR Panel 1% 53 

I am planning to apply for the CAR Panel 1% 33 

I have benefited from the CAR Panel 0% 16 

No, I am not familiar with the CAR Panel 77% 2812 

    3672 

 
28.1. In your opinion, how successful is the CAR Panel in achieving the following objectives? 

Response 
Very 

successful 
Somewhat 
successful 

Somewhat 
unsuccessful 

Very 
unsuccessful 

Do not 
know/cannot 

answer Total 

 

% of 
total 

Count 
% of 
total 

Count 
% of 
total 

Count 
% of 
total 

Count 
% of 
total 

Count 

1. Facilitating a smooth 
return to research work for 
the restarter 50% 8 6% 1 0%   0%   44% 7 16 

2. Ensuring that the 
restarter receives the 
appropriate support/advice 31% 5 19% 3 6% 1 0%   44% 7 16 

3. Offering appropriate 
coverage for research, 
training, networking costs 40% 6 7% 1 7% 1 0%   47% 7 15 

4. Offering appropriate 
support for living, family 
and mobility allowance 38% 6 13% 2 6% 1 0%   44% 7 16 

5. Contributing to the 
balance between work and 

family-commitments 27% 4 7% 1 20% 3 0%   47% 7 15 

6. Ensuring gender balance 
in research careers 33% 5 13% 2 0%   0%   53% 8 15 

7. Pursuing a permanent 
position for the restarter 6% 1 18% 3 6% 1 18% 3 53% 9 17 

8. Other (Please specify 
below) 10% 1 30% 3 0%   0%   60% 6 10 
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1. Introduction 
 

The purpose of this case study is to provide an in-depth analysis of a successful initiative 

aiming to encourage the interest in science among the young people in Estonia. The 

analysis reveals the general information on the initiative (including its structure and 

scope), as well as the main aspects related to the initiative’s effectiveness, sustainability, 

transferability and its value added in terms of promoting research careers. 

This case study will contribute to the implementation of the “Research Careers in Europe” 

Study by providing in-depth qualitative data that helps answering some of the key study 

questions. More specifically, the analysis provided in the present case study is 

particularly relevant for the Study’s first topic, Perception and Promotion of Research 

Career.     

The initiative analysed in this case study report is the project Science-Bus “Big Dipper” 

that started in Estonia in 2005. The main purpose of this project is to increase the 

interest in science among the schoolchildren and general population through interactive 

presentations and lectures that include real-life experiments and innovative methods for 

learning STEM subjects. The Science-Bus “Big Dipper” is a moving science laboratory, 

where mostly voluntary team members – scientists and students – visit schools and 

organise the project events, thereby inspiring and promoting science among 

schoolchildren and the general population. The project itself is divided and includes a 

number of smaller “sub-projects” focusing on different topics and scientific fields. The 

Science-Bus “Big Dipper” is funded by the Estonian government, whereas the project’s 

leading organisation is the Estonian Physical Society – a voluntary not-for-profit 

organisation that unites everyone active in physics in Estonia. 

The report builds on the information gathered during the desk research conducted in the 

preparation phase and telephone (Skype) interviews with the project stakeholders. Desk 

research was carried out in order to understand the context, purpose, structure and 

scope of the Science-Bus “Big Dipper”. The principal source of information was the 

project’s online webpage, as well as the previous reports that include information on the 

implementation and results of the initiative. Interviews were conducted to gain insights 

from individuals directly involved in the development and implementation of the 

initiative. 
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2. General context of the initiative 
 

2.1  Background, scope and objectives 
 

The underlying idea behind the development of the Science-Bus “Big Dipper” was that 

the conventional ways of teaching natural science subjects at secondary schools is not 

always sufficient to encourage students to take greater interest in physics and other 

STEM17 subjects. As it was indicated by several project organisers, a lot of young people 

in Estonia still consider STEM subjects as boring, extremely difficult or sometimes a 

typical “male-thing”. To address these negative stereotypes and show that science can 

be fun and done by young people regardless of gender, Science Bus aims at 

complementing traditional education provided at schools with more innovative and 

creative teaching and learning techniques. More specifically, the principal assumption of 

the Science Bus initiative is that making teaching process more experimental increases 

the interest of children in STEM subjects. Thus, from the very beginning, the initiative 

was developed at the University of Tartu by physicists and students of physics in order to 

illustrate the principles of science to children while using a variety of demonstrations and 

thereby explaining the natural phenomena surrounding them.18 Speaking about the 

original goal of Science Bus “Big Dipper”, one of the former team-members noted: 

 

“Big Dipper” is considered a national level initiative: already in 2011 it had visited 

around one-third of all the schools in Estonia.19 By 2015, the project team visited and 

performed shows at least once in every school of Estonia. Currently the crew is 

organising the second cycle of performances in the schools that were already visited in 

the past. Even though the Science Bus crew performs mainly in Estonia, in some cases 

the initiative crossed national boundaries and operated at the European level. For 

instance, in 2008 the “Big Dipper” team went on tour to Germany where they visited a 

small school in Baden-Württemberg and conducted a live physics experiment for 5-9th 

grade students.  The tour was part of the Estonian Embassy in Berlin project "E wie 

Estland", which marked the 90th anniversary of the Republic of Estonia. Similarly, in 2009 

the Estonian Science Bus participated in Finland’s SciFest festival, where it was one of 

the main attractions for the festival participants.20  

Originally, Science Bus “Big Dipper” initiative was developed by a group of students and 

researchers from the University of Tartu in cooperation with the science popularisation 

centre AHHAA. The idea about the concept and the core activities of the initiative were 

developed by the students and researchers after a “brainstorming” process, where 

several possibilities were considered. The science popularisation centre AHHAA (an 

independent public body responsible for the popularisation of science in Estonia) provided 

some of the key material support, including the bus itself that was used for the visits to 

schools and other initiatives. Later, the legal body responsible for the initiative’s 

administration became the Estonian Physical Society that actively cooperated with 

                                           
17 STEM: Science, Technology, Engineering and Mathematics. 
18 “The Big Dipper was a hair-raising experience”, SciFest 2009: Wonders and Ideas, < 

http://www.scifest.fi/uploads/scifest-2009-wonders-and-ideas.pdf> 
19 DG Research, Monitoring Policy and Research Activities on Science in Society in Europe 

(MASIS), National Report, October 2011. 
20 “The Big Dipper was a hair-raising experience”, SciFest 2009: Wonders and Ideas, < 

http://www.scifest.fi/uploads/scifest-2009-wonders-and-ideas.pdf> 

„Our goal was not to get more people into physics, but to get more people to love physics or to 
understand physics, that is, to show that physics is not boring or something that somebody 
does but nobody understands. [...] We wanted to show that there are real people behind 
physics and not just crazy scientists. This, I think, we have achieved.” 

http://www.scifest.fi/uploads/scifest-2009-wonders-and-ideas.pdf
http://www.scifest.fi/uploads/scifest-2009-wonders-and-ideas.pdf
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students in physics from the University of Tartu. The project started in 2005 as a 

dedication to the World Year of Physics.  Although the initiative is publicly supported by 

the Ministry of Education and funded by the Estonian Research Council, in terms of the 

personnel involved, it mostly relies on a team of volunteer students in STEM subjects, 

who carry out the main project activities. Two main sources of motivation attracting 

university students to contribute to the initiative were identified: 

 In some cases, the university motivated students by providing them with special 

scholarships and academic credit-points. The financial remuneration, 

however, was not regular and provided only when the project had extra funds 

available;  

 According to the evidence gathered from interviews with project stakeholders, the 

main source of motivation was the sense of belonging to the science 

community and the feeling of the project ownership induced among the persons 

involved in its implementation. Student volunteers are given full freedom to re-

orient the project’s strategy and the activities supported under it.  

The number of student-contributors involved in the project implementation varied from 

year to year with around 10-20 active team members each year. The overall number of 

volunteers contributing to the implementation of Science Bus “Big Dipper” between 2005 

and 2015 was around 180 persons.21 In terms of its thematic scope, Science Bus “Big 

Dipper” evolved through the years: at the very beginning the initiative was mainly 

devoted to physics, whereas now in addition to physics it also encompasses a number of 

other STEM areas, such as chemistry, biology and others (for more details see section 

2.2).   

As it is indicated in the official project documentation, the target group addressed by 

the Science Bus are schoolchildren aged 10-19. However, based on the evidence 

provided by the organisers of the initiative, in practice the target group is much wider. 

Although the main focus still remained schoolchildren, Science Bus “Big Dipper” crew 

never missed the opportunity to popularise science among other audiences. In addition 

to schoolchildren, the case study has revealed the following target groups of Science Bus 

“Big Dipper”: 

 Schooling units in prisons; 

 Children in kindergarten who were labelled as “the best audience ever” by the 

interview respondents because this target group demonstrated the highest 

interest in scientific shows; 

 Project organisers also hope to indirectly affect science teachers and encourage 

them to apply in their work some of the innovative teaching methods 

demonstrated during the Science Bus performances; 

 In addition to the non-for-profit activities, the Science Bus “Big Dipper” team also 

offered their services to the private companies. 

In terms of the public awareness and communication, Science Bus “Big Dipper” 

achieved a steady rise of popularity in Estonia since its inception in 2005.  According to 

the interview respondents, at the time this initiative started the idea of popularising 

STEM subjects among the schoolchildren by involving them in live scientific experiments 

was novel in Estonia. Today the Science Bus is well known and considered as a quality 

mark in the Estonian school system. A clear demonstration of this popularity and public 

awareness of the initiative is the public status of the project organisers: according to one 

of them, the participation in the organisation of Science bus shows was seen as an 

advantage when he was applying for a school teacher position. Similarly, according to the 

interview evidence, it has become a common practice for a renowned science 

                                           
21 See for this: Saame tuttavaks! 

<http://www.teadusbuss.ee/teadusbuss/vangerdajad/>. 

http://www.teadusbuss.ee/teadusbuss/vangerdajad/
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popularisation centre in Estonia to employ former volunteers, who contributed to Science 

Bus activities. 

The case study identified several channels of communication as the key instruments that 

helped to increase the initiative’s popularity in Estonia:  

 The main instrument of communication was the project website22, which 

includes comprehensive information on the initiative, its main aims, activities 

covered and examples of scientific shows. In addition, the website contains an 

electronic form, where visitors can submit their applications for a scientific show. 

This form requires information on the school/institution name, its contact details, 

the amount of money that an institution is ready to provide as support for the 

initiative (not mandatory, depends on the financial possibilities of the applicant) 

and any additional information (e.g. in relation to the special needs of the 

audience); 

 According to some of the stakeholders, another key instrument for the promotion 

of the initiative was the high quality of services offered. The successful 

implementation of the scientific shows at the initial stage of the project helped to 

ensure a positive attitude and a good reputation among the target groups. As a 

consequence, recommendations about the initiative spread at the interpersonal 

level from one school to another, thereby increasing the overall awareness and 

popularity of the initiative; 

 The attention from public media was another factor of the steady growth of the 

initiative’s popularity. For instance, the popularity of the Science Bus reached its 

peak in 2007 as a result of an article about the initiative published in the national 

magazine for teachers. Following this publication, the number of schools 

registered for the science show was so high that some schools had to wait up to 2 

years.  The Science Bus crew could not handle this huge surge of interest and 

decided to limit their advertisement in the future. 

Overall, the Science Bus initiative showed a huge demand for this type of services in 

Estonia. As the “Big Dipper” crew could not meet this demand with their limited 

resources, private for-profit enterprises focusing on science popularisation entered this 

market later on. 

 

2.2 Research settings and key elements and implementation of the 

initiative 

 

From the beginning the “Big Dipper” initiative consisted of three components: a morning 

TV show, the Family days and the Science Bus itself. The same team of researchers and 

students carried out all the three activities, which were all administered by the same 

legal body. By 2015, only the Science Show was still ongoing, while the other two 

activities were already discontinued:  

 Family days were initiated by the University of Tartu administration after the 

opportunity to get EU funding arose and the Science Bus crew agreed on taking 

the lead in this activity. The initial idea was to organise open university days for 

families where they could participate in physics workshops, conduct experiments 

by themselves in a joyful and festive atmosphere. The philosophy behind this idea 

was that “they (the university staff) are guiding and you (the guest) are doing”. 

Originally, the family days took place in the department of Physics but later on 

biology, chemistry and some other university departments also joined this 

initiative. After a few successful years the Family days had to be discontinued due 

to external conditions, in particular, the fact that the Physics department was 

                                           
22 See for this: <http://www.teadusbuss.ee >. 

http://www.teadusbuss.ee/
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relocated from the city centre to the outskirts of Tartu and reaching the 

department became inconvenient for families. Moreover, AHHAA started to carry 

out similar activities and it was decided not to overlap them; 

 Another former component of the “Big Dipper” initiative was the Morning TV 

Science Show, a part of the morning TV programme at the national television 

usually lasting between 5 to 10 minutes. The Science Bus and morning TV shows 

complemented each other: as it was possible to bring expensive and heavy 

equipment from the Physics Department to the studio, the team could 

demonstrate more sophisticated physical phenomena during the shows than 

during the Science Bus performances. The show was discontinued after two years 

as the crew could not demonstrate any new experiments with the equipment 

available from the University; 

 The main activity under the “Big Dipper” initiative that is currently carried out is 

the proper Science Bus, where a team of students and researchers visits schools 

and other institutions to perform science shows. Out of the overall 10-20 persons 

Science Bus team, a smaller crew of maximum 3-4 volunteers participates in one 

Science Bus visit/performance. The duration of the Science Bus shows is typically 

one school hour, meaning 45 minutes. Every three minutes of the show the crew 

demonstrates at least one experiment, therefore in total at least 15 different 

experiments are performed. According to the organisers of these performances, 

science shows are created to be as interactive as possible: every 10 minutes 

something to involve the audience is carried out and some volunteers from the 

audience are invited to help in experiments. As schoolchildren participating in the 

shows are being asked questions about STEM subjects, these performances also 

involve some degree of theory. 

According to the testimony of one of the project organisers, one of the key parts of the 

initiative is the live involvement of the audience: 

 

Although at the very beginning the Science Bus “Big Dipper” initiative mainly focused on 

physics, in 2015 it already covered eight topics in various areas of physics, chemistry and 

biology: 

 Science Bus Water Performance, which creatively demonstrates the 

characteristics of water and helps to answer questions, such as how the process 

of pouring water from a bottle takes place, how submarines dive, whether the 

water is always the best tool to extinguish the fire etc.; 

 Science Bus Fire Performance that provides fire spectacle shows focusing on 

different forms of fire, its colours, ignition, and illustrates different possible use of 

fire. In addition, these shows provide useful information on how to best tame 

flames and to keep fire under control; 

 Chemistry show, where students and researchers in chemistry demonstrate 

how to produce different sorts of chemical substances at room temperature, as 

well analyse various characteristics of these materials; 

 Physics show, which involves live experiments within different areas of physics, 

such as electricity (e.g. lightning), physics of heat (e.g. expansion of different 

materials) or mechanics (e.g. laws of inertia). The key goal of these activities is a 

creative practical demonstration of the laws described in the physics textbooks; 

 The “Black Art” theatre, where the “magical qualities” of chemistry and physics 

are introduced to the audience by illustrating how seemingly impossible 

phenomena can take place (e.g. how to put a stick through a balloon without 

“We would use some volunteers from the audience. And when we were in really small school – 
like 20 people would be watching our show – we would suggest: “Okay, do you want to do the 
science show by yourself?” So volunteers would do almost everything themselves and we were 

only guiding: “take the pipe, take the wire and so on””. 
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exploding it). The same show often provides useful information on how certain 

knowledge of natural sciences can provide practical help in household cleaning, 

cooking etc.; 

 Space-related performances, where different planets of the solar system and 

their characteristics are being ingeniously demonstrated to the audience by using 

video projectors and other tools. The performances also include experiments 

illustrating the physical environment beyond the Earth, as well as discussions 

about the latest development in space technology; 

 Human body. In these performances human circulatory, digestive and 

respiratory systems are illustrated by showing and explaining human anatomy 

and carrying out experiments in chemistry and physics; 

 Movie performance, where the connection between cinema art and physics is 

demonstrated. The core of this activity is explaining and demonstrating whether 

certain scenes from movies are actually possible or, on the other hand, are not in 

line with reality. 

The website of the initiative provides comprehensive information on the necessary 

premises that a school or other institutions need in order to host a scientific show under 

each of the above mentioned areas. For instance, a chemistry show would require at 

least two tables, an electrical outlet and turning off the smoke alarms (as some 

experiments might produce small amounts of smoke), whereas space-related 

performances would require an electrical outlet and a dark room with minimum sunlight.   

Finally, the Science Bus “Big Dipper” team recently started a new type of activity – 

learning workshops in the area of physics, chemistry and biology targeting the 

schoolchildren. Similarly, to traditional Science Bus activities, the learning workshops 

involve a team of the students and researchers that visit schools and bring the tools for 

scientific experiments with them. However, in contrast to simple science shows that aim 

at attracting the attention of the schoolchildren, the learning workshops try to connect 

more closely the science experiments to the actual curriculum at the schools. At the 

same time the team of students and researchers give even more freedom to 

schoolchildren to perform the experiments themselves. 
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3. Good Practice 
 

3.1 Results and performance 
 

Effectiveness 

 

Overall, the case study evidence indicates that the initiative had substantial positive 

effects on the target groups involved, the organisers responsible for the implementation 

of the initiative and the society at large.  

 

The positive effects on university students and researchers involved in the 

implementation of the Science Bus “Big Dipper” activities were one of the most 

commonly mentioned effects of the initiative. More specifically, the participation in the 

organisation of science popularisation activities was often described as strengthening 

the ties within the research community and improving the communication skills 

of the organisers. By bringing university students and researchers together and 

building their personal/friendship ties, the involvement in the organisation of science 

shows helped students to integrate into the university research community. Thereby, the 

initiative contributed to creating a strong network consisting of university professors and 

students interested in science popularisation.  As a result, the Science Bus became a 

platform for the growth and development of the science popularisation community, in 

Estonia. According to one of the project organisers, 

Closely related and often mentioned effect of the initiative is the “spill-over” effect on 

other science popularisation activities in Estonia: 

 Most importantly, the idea of the science bus and travelling science shows was 

copied several times and resulted in a number of similar initiatives, where teams 

of researchers and students are travelling through Estonia to teach and 

demonstrate the beauty of sciences. These initiatives include the “Psychology 

Bus”, “Biotechnology Bus”, “Robotics bus” and “IT Bus”. Very often the key 

initiators and team members of these newer programmes are the former 

members of the original Science Bus “Big Dipper”; 

 Inspired by watching the Science Bus performance, a group of high school 

students later established their own private firm offering this type of services. 

Their company soon expanded across several cities and was nominated as the 

best high school students’ company in Estonia. The main focus of their services 

are the birthday parties organised for the children, where instead of clowns and 

other traditional means of entertainment the science shows are performed; 

 A number of the former team members of the Science Bus “Big Dipper” were 

hired by the national science popularisation centre in Estonia (AHHAA), including 

its director; 

 Another similar example of a science popularisation initiative inspired by the 

individuals formerly involved in the Science Bus “Big Dipper” is a very popular 

reality TV show called “Rocket 69”. This show features high school students 

participating in the science competition targeting an audience of 75,000 people.23 

                                           
23  DG Research, Monitoring Policy and Research Activities on Science in Society in 

Europe (MASIS), National Report, October 2011. 

“[…] it was beneficial for me as a freshman in the university because I could do networking 
with the professors and older researchers who were also involved in the Science Bus. You could 
go to the sauna with the professors (laughing). You would get to know how to survive in 
physics studies”. 
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The European Broadcasting Union elected “Rocket 69” as the best educational TV 

show in Europe in spring 2012.24 The prehistory of “Rocket 69” lies in morning TV 

science shows organised by the crew of “Big Dipper”. 

According to the case study evidence, the initiative also helped to reduce common 

negative stereotypes about STEM subjects among the young people. More 

specifically, by participating in the shows where STEM subjects are being presented in an 

ingenious and creative way, schoolchildren were encouraged to build a positive view of 

science, scientists and research careers. According to one of the interviewed project 

organisers, 

 

In addition, to some extent the Science Bus encouraged young people to choose 

studying STEM subjects at university. Although no systemic evaluations of surveys were 

carried out to assess the results of the Science Bus “Big Dipper”, the indirect evidence 

indicates positive effects in this area. According to several testimonies given by the 

project organisers, there were many cases where schoolchildren, who saw the Science 

Bus performances, later became university students in one of the STEM subjects and 

joined the Science Bus “Big Dipper” team themselves. At the same time, however, the 

stakeholders involved in the project implementation noted that the participation in 

science shows alone can never be a single and/or even a decisive factor in the career 

choice of schoolchildren: at best, it can be one among other contributing factors that 

build a positive view of science and scientists and encourage young people to get more 

involved in this area. 

Finally, the last positive effect of the science popularisation activities funded under the 

Science Bus “Big Dipper” was increasing public awareness of the importance of science 

and scientists for the society at large. According to some project stakeholders, in the 

long-term this growing awareness and understanding should help to attract more 

funding for research and thereby facilitate the work of researchers. 

As it was noted, no formal evaluations or impact assessments were conducted for 

Science Bus “Big Dipper”: the key indicators used by the project leaders to assess the 

overall success of the initiative on the annual basis was the number of institutions visited 

and the number of volunteers involved. The initiative’s significant role in the process of 

building the science popularisation community and its sustainability over time - it has 

been carried out for ten years already- were also considered as the main indicators of the 

success of Science Bus “Big Dipper” in Estonia. Moreover, only after a few years of its 

implementation, the initiative received acknowledgment at European level: in 2007 the 

Estonian Science Bus “Big Dipper” was nominated for the Descartes Prize for Science 

Communication under the category “Communicators at the start of their career”.25 

 

                                           
24 EBU Eurovision TV Summit 2012 Nordic Focus Day Programme, Page 7 

<http://www.eurovisiontvsummit.com/eurovision-2012/wp-

content/uploads/2012/01/SpecialFocusDay_FR.pdf> 
25 European Commission, „From the lab into the limelight: EU announces nominees for 

the Descartes Prize for Science Communication“, Brussels, 2 February 2007 < 

http://europa.eu/rapid/press-release_IP-07-131_en.htm?locale=en>. 

“I think it was one of starters of the “geek” culture in Estonia. It somehow promoted the idea 
that “geeks”, “nerds” could be cool too. Something like American Idol but not about the singing 
but about being smart. It is like a fashion starter among the schoolchildren. It showed that 

science is not a boring thing, it is not only a male thing and most importantly it can be done by 
the young people.” 

http://europa.eu/rapid/press-release_IP-07-131_en.htm?locale=en
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Success factors and difficulties encountered 

 

Based on the evidence gathered during the interviews with the project stakeholders, the 

case study identified several success factors that contributed to the implementation of 

the Science Bus “Big Dipper” initiative. 

First of all, the sense of the project ownership and community among the project 

organisers was recognised as one of such success factors, which was important in 

motivating students and maintaining the quality of science performances. Most of the 

students joined this initiative because they wanted to belong to the community that 

involved professors and senior students. Such an “embeddedness” of the Science Bus in 

the community’s traditions helped to maintain high quality standards of the show as 

generations of volunteers changed. Greater responsibility and higher motivation came 

with flexibility to plan and organise the shows that was given to the student volunteers. 

This helped newcomers to develop leadership skills and consequently, a constant 

turnover of leaders and competent volunteers was ensured. 

Closely related to the above mentioned success factor, the proximity of relevant 

university departments to students, who were the main source of volunteers for the 

initiative, can be considered another important success element. According to the 

information provided by the project organisers, the Faculty of Sciences and Technologies 

in general and the Institute of Physics of the University of Tartu in particular are well 

known for being close to their students. This democratic “spirit” within the faculty was 

one of the key factors, which facilitated the volunteer recruitment process, one of the 

crucial aspects for the successful implementation of the initiative. 

Another important factor that contributed to the success of the Science Bus “Big Dipper” 

in Estonia was the presence of a strong leader, who could lead and coordinate the 

project activities.  A strong leader personality was one of the key sources of motivation 

inspiring student-volunteers, as confirmed by one of them, explaining that “otherwise 

would just have gone away and done something else”. Moreover, the leader was one of 

the main factors contributing to ensuring constant flow funds necessary for the successful 

implementation of the project activities.  

Similarly, in addition to senior researchers/professors responsible for the administration 

and the financial part of the initiative, it was extremely important that the leadership of 

the initiative also included students. As highlighted by one of the team members, in order 

to attract and motivate student volunteers, at least some of the leaders had to be “at the 

same level as other members of the community”.   

The positive attitude and material support from the administration of the home 

University department was identified as another factor substantially facilitating the 

smooth implementation of the initiative. Volunteers were allowed to borrow the 

equipment from the physics department thereby allowing them to perform experiments 

without buying expensive devices. As the necessary equipment was provided by the 

University and the shows were performed by student volunteers, there was no need for 

large amounts of money for this initiative to succeed. 

The relevance of the activities covered under the initiative for some regions of the 

country was an important condition for the steady growth in the popularity of the Science 

Bus. According to the evidence gathered from the interviews with the stakeholders, the 

popularity of the shows varied significantly between schools in provinces and big cities. 

In smaller and medium-range towns any kind of cultural activities are scarce and schools 

lack funding to perform science experiments themselves. As a consequence, the 

organisers felt that the Science Bus visits were more welcome and needed in province 

schools compared to schools in big cities that had more opportunities to organise science 

popularisation activities by themselves.  
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Finally, the choice of appropriate methods relevant for the target group was another 

positive factor influencing the popularity and success of the Science Bus in Estonia. 

According to the organisers, in order to attract the interest of schoolchildren, who were 

the main audience, the science shows had to be interactive, fun and interesting. One of 

the respondents noted that the choice of science workshops instead of science shows 

could be even more successful in attracting schoolchildren and encouraging them to 

study STEM subjects.  The workshops could take place regularly like lectures and 

schoolchildren would be even more encouraged to perform experiments themselves 

without the constant guidance from student volunteers.  

Despite the initiative’s overall success, several difficulties and challenges were 

encountered during its implementation: 

 The main challenge encountered during the first phases of the project 

implementation was the fluctuating levels of the volunteer involvement. 

According to the information provided by project organisers, after the first few 

active years a drop in the participation rates could be observed. These negative 

trends started when the original creators of the initiative - the first generation - 

handed over their leadership responsibilities to the second generation. Two main 

challenges were related to this transfer of responsibilities. First, the second 

generation was not ready to initiate new and original ideas and simply tried to 

“copy-paste” what the previous team had done. As a consequence, a certain lack 

of the sense of the project ownership was felt among this generation of the 

project organisers. In addition, the leadership was not transferred gradually but 

all at once: as a result, the new team did not have enough time to develop proper 

leadership skills. This lesson was learnt in time and it was agreed that project 

implementation responsibilities would be transferred to youngsters only gradually. 

Moreover, the senior members of the project team decided to actively encourage 

and provide all the necessary conditions for younger generations to create their 

own ideas about science show programme and its content; 

 Although the strong leadership and important role of the main project coordinator 

was identified as one of the success factors of the Science Bus “Big Dipper”, it is 

also a source for potential challenges in the future. The project leader’s role has 

been crucial in terms of dealing with all the administrative work and particularly 

with finding enough sources of funding. As it was noted by some of the project 

organisers, the crucial role played by the project leader is also a source for 

uncertainty about the future of the initiative. Indeed, it might be discontinued in 

case the project leader decides to retire or to change jobs; 

 Insufficient amount and uncertainty about the funding was also sometimes 

indicated as one of the challenges; 

 Finally, the lack of time even among the active team members was identified as 

one of the key challenges encountered during the project implementation. 

According to the case study evidence, all of the Science Bus team members had 

to combine their research and studies at the University, which required 

considerable time-planning and dedication in order for the initiative to succeed. 

Value added 

According to the evidence gathered during the interviews with the project stakeholders, it 

is hard to imagine that similar results could have been achieved with different means or 

different organisational settings. The initiative’s added value concentrates on several key 

areas. 

The first of them is the attractiveness and originality of presenting science to 

schoolchildren, which is offered by the initiative. According to the project stakeholders, 

without changing the perspective to formal education - concentrating less on theory and 
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more on practice - it is impossible for traditional teaching to present STEM subjects as 

fun and entertaining to schoolchildren, as the Science Bus “Big Dipper” does. Most 

importantly, the traditional means of education could hardly contribute to the positive 

view and the image of the scientists and engineers as the “superstars of the society”. 

Moreover, the Science Bus initiative remains unique not only in Estonia but probably also 

in the whole Europe, being the only travelling science show which operates on national 

and even international levels.  

The second source of the initiative’s added value lies in its non-commercial nature. As 

it was already noted, the creative presentation of STEM subjects would especially be a 

problem in smaller schools as they lack resources to buy expensive equipment and 

materials necessary to perform science experiments. For-profit science shows which 

recently became popular in Estonia would not have results similar to those produced by 

the Science Bus initiative. The main reason for it is that the equipment and human 

resources needed to perform these shows are expensive and most of public schools, 

kindergartens, prisons and other public institutions would not be able to hire for-profit 

firms for this purpose. 

Furthermore, Science Bus “Big Dipper” was a pioneer initiative and made a 

breakthrough in this type of science popularisation activities in Estonia. As it was 

noted by some of the stakeholders, science shows were not popular in Estonia when this 

initiative started. It presented science shows as a means of entertainment to the general 

public, and today for-profit firms can exploit this opportunity with limited additional 

marketing investments needed.  

Another added-value of the Science Bus “Big Dipper” is represented by its proximity to 

the University and its resources that is crucial for the project’s overall success. Other 

NGOs would not be able to provide similar services if they did not have a similar access 

and connections to universities, its’ knowledge, equipment and students.  

Finally, the sense of community and absence of a rigid hierarchical structure is 

another reason why the initiative could not be easily replaced by a more institutionalised 

type of activities.  Other public bodies and institutions could not become a substitute for 

the Science Bus “Big Dipper” team because of their strict rules, bureaucracy and the 

resulting unattractiveness to young people. 

 

3.2 Sustainability and transferability 
 

The Science Bus “Big Dipper” initiative has been in place for ten years already. At the 

beginning the demand for science shows was not articulated but it always existed among 

teachers, schoolchildren and general public. According to the interviewed project 

stakeholders, the initiative’s sustainability should depend on several key factors: 

 First, the persisting and even growing demand for these types of science 

popularisation services is the main factor, which made the initiative sustainable 

over the last 10 years; 

 Another factor was the development and support of science popularisation 

community able to provide this type of service. Science popularisation culture in 

Estonia was strongly affected by the “Big Dipper” initiative. It fostered a new 

generation of science popularisation community and its ideas spread all over 

Estonia encouraging many others to start organising science shows, science TV 

programmes or family science days. Thus, the initiative itself ensured 

sustainability of science popularisation activities in Estonia, mainly by integrating 

volunteers into a social network and forming long-lasting social ties, while training 

volunteers and developing their communication and organisational skills at the 

same time. As a consequence, it is likely that even in case Science Bus “Big 
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Dipper” is discontinued, similar activities would be continued by members of the 

science popularisation community in Estonia.    

In terms of the possibility to transpose the initiative at the EU level, the evidence 

gathered during the case study implementation is equivocal. According to the key 

stakeholders involved in the implementation of the initiative, it would be quite difficult to 

develop a “European level Science Bus”. In fact, as highlighted by these stakeholders, 

the key driving force of the Estonian Science Bus initiative was the low-level of 

bureaucracy and democratic “spirit” within the project team. It would be very challenging 

to achieve the same organisational settings for a European-wide initiative. In addition, a 

similar European-level initiative would be at a risk of overlapping similar national and 

regional level initiatives. At the time when  Science Bus “Big Dipper”  started there were 

no similar programmes in Estonia, whereas today, according to one of the project team 

members, “in many places there already are science centres and establishments which 

offer similar services like we do”.  

At the same time, however, the evidence indicates that some of the specific elements of 

the Estonian Science Bus “Big Dipper” initiative could be transposed at the European 

level. Although it would be hard to develop an exact “European version” of the Science 

Bus, the future European initiatives of this type should take into account the lessons on 

how to best present science to school-age children, as well as the importance of building 

science popularisation community for this purpose. In addition, the importance and the 

potential of university students in promoting science and research careers among 

younger generations should be explicitly acknowledged by policy makers. According to 

one of the members of the Science Bus “Big Dipper”, 

 

According to the evidence gathered during the case study, the key elements behind the 

Science Bus initiative could be transposed into a European level initiative only under the 

following conditions: 

 The European initiative should be implemented at the decentralised level rather 

than under a single strictly defined programme model applied at the European 

level. The European Commission should provide only general guidelines, 

necessary infrastructure and the financial/material support for the implementation 

of the initiative at the national/local level; 

 The key actors behind the implementation of the European-wide “Science Bus” 

should be local teams of motivated students and researchers connected by 

community ties; 

 Local language should be used for the implementation of the initiative. 

 

Some elements could be useable [i.e. at the European level]. For example, to give a really 
important project to the hands of young people with the minimum supervision. Young people 
have so much energy. They just need someone, professors, authorities to show trust towards 
them. I am talking about students who care about these things.  
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1. Introduction 
 

This case study will contribute to the implementation of the “Research Careers in Europe” 

study by providing qualitative data that help answering some of the key study questions. 

More specifically, the analysis provided in the case study is particularly relevant for the 

study’s first topic, namely the perception and promotion of research careers. 

The present case study takes an in-depth look at an EU-member state’s national science 

foundation which is implementing an education and public engagement initiative in order 

to promote awareness and engagement of its public with science, technology, 

engineering, and mathematics (STEM). Giving the actors involved an opportunity to 

share their experiences regarding the implementation and retention of this initiative 

should create valuable insights into the challenges and successes of implementing and 

sustaining such a programme in other European countries. 

SFI Discover is the Science Foundation Ireland’s (SFI) STEM education and public 

engagement programme. Its purpose is to support and develop the education and 

outreach activities related to the STEM sectors in Ireland by investing in developing and 

extending capacity in this area. Furthermore, it aims at exploring and encouraging novel 

means of public engagement and communications.26 

Prior to the interviews exclusively conducted for this case study, a comprehensive desk 

research on SFI Discover was conducted. Information about SFI Discover was gathered 

by using Google searches. The programme’s website turned out to be especially useful. 

Furthermore, particularly informative was the SFI Discover Programme Call Guidance 

Document for Submission of Proposals of 2015 which provides descriptions about both 

the initiative’s aims and the proposal submission procedure.27 A specific evaluation report 

including an analysis of the Irish public’s perceptions and awareness of STEM in society in 

general and also specifically with regard to the impact of SFI Discover has just been 

published on October 7th 2015 (“Science Foundation Ireland – Science in Ireland 

Barometer”)28 and the very valuable empirical evidence was included in the current case 

study report. In a second step, telephone interviews were conducted to gain insights 

from individuals directly involved in SFI Discover-related activities. 

                                           
26 Cf. <https://www.djei.ie/en/What-We-Do/Research-Innovation/Research-Innovation-

Funding/> 
27 Cf. SFI Discover Programme Call 2015 Guidance Document for Submission of 

Proposals, retrieved from 

<http://www.sfi.ie/assets/media/files/downloads/Funding/Funding%20Calls/Discover%2

0Programme/SFI%20Discover%20Programme%20Call%202015%20Guidance%20Doc%

20FINAL.pdf> 
28 See SFI (2015): Science in Ireland Barometer. An analysis of the Irish public’s 

perceptions and awareness of STEM in society. Retrieved from 

<http://www.sfi.ie/assets/media/files/downloads/Education%20 

and%20Public%20Engagement/SFI%20-

20Science%20in%20Ireland%20Barometer.pdf> 

http://www.sfi.ie/assets/media/files/downloads/Education


                                                                        June 2016                                                             160 

Study “Research Careers in Europe” 
Case study: SFI Discover 

 
  

 

 

 

2. General context of the initiative 
 

2.1 Background, scope and objectives 
 

SFI Discover goes back to the absorption of the national STEM programme, namely the 

“Discover Science and Engineering” programme (DSE)29 into SFI in 2012.30 Since then, 

SFI Discover is SFI’s Education and Public Engagement Unit, and seeks to promote the 

awareness and engagement of the Irish public with STEM. SFI Discover is supported by 

the Department of Jobs, Enterprise, and Innovation (DJEI). One interviewee pointed out 

that SFI is one of the agencies within DJEI and that the whole budget for SFI Discover 

comes from the latter. 

The aims of SFI Discover are to increase interest in and engagement with STEM among 

students, teachers and members of the Irish public. Its calls for applications are open to 

a wide range of target groups: people and organisations including science 

communicators, STEM festival organisers, science centres, museums, artists, educators, 

professionals and academics in STEM education, arts agencies, production companies, 

schools, local authorities (libraries, city/county councils, etc.), universities and colleges 

youth clubs, community groups and research institute.31 According to its 2015 

programme call, the objectives of SFI Discover are to stimulate interest, excitement and 

debate about STEM through various methods, to support formal and informal learning 

within STEM, to promote awareness and understanding of the importance and relevance 

of STEM to everyday life and reaching new audiences not normally engaged with STEM. 

In addition, SFI Discover encourages new ways of thinking about STEM and high quality 

inter-disciplinary practice and collaborative partnerships and it investigates and tests new 

methods of STEM engagement, participation and education.32 

SFI Discover currently includes the following programmes33: 

 SFI Discover Funding, a funding scheme supporting projects that encourage 

people of all ages to be informed, inspired and involved in STEM. 

 Science Week Ireland, an annual week-long programme of events across Ireland 

promoting science to the general public. 

 Discover Primary Science and Maths, facilitating teacher training in general 

primary science as well as providing online resources and classroom activity 

packs. 

 Smart Futures, a government-industry initiative providing information about 

careers in STEM to students, teachers, guidance counsellors and parents in 

Ireland. 

 Science.ie, a public resource providing information about science. It brings 

together information on many areas of STEM in Ireland for students, parents and 

teachers amongst others. 

SFI Discover cooperates with various industry partners on some of its initiatives. For 

example, for the Smart Futures programme various industry companies are members of 

the Advisory Group – such as Microsoft, IBM, or Fujitsu. 

                                           
29 For an evaluation report of DSE’s activities see: An Evaluation of Discover Science and 

Engineering – A Review by an International Panel, May 2009. 
30 See for this the SFI Discover Programme Strategy and Operational Plan 2014. 
31 See ibid. 
32 Cf. <http://www.sfi.ie/funding/funding-calls/closed-calls/sfi-discover-programme-call-

2015.html> 
33 Cf. <http://www.sfi.ie/discover-science-engineering-dse/sfi-education-public-

engagement-programmes.html> 
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As written above, SFI Discover was established only a few years ago and is, thus, in its 

early stages of development. Some of its initiatives, however, have been in place since 

2003 and were integrated into SFI through the absorption of the former national STEM 

programme, Discover Science and Engineering (DSE). This is, for example, the case for 

the national Science Week and the Discover Primary Science and Maths programme.34 

The aim of promoting awareness and understanding of the Irish public with regards to 

STEM is outlined in detail in SFI’s “Strategic Plan – Agenda 2020” publication.35 For the 

period from 2012 to 2020, SFI has set itself four primary objectives: 1) To be the best 

science funding agency in the world at creating impact from excellent research and 

demonstrating clear value for money invested, 2) To be the exemplar in building 

partnerships that fund excellent science and drive it out into the market and society, 3) 

To have the most engaged and scientifically informed public and 4) To represent the ideal 

modern public service organisation, staffed in a lean and flexible manner, with efficient 

and effective management. SFI Discover is, thus, a key element in achieving the goal of 

having a more engaged and scientifically informed public in Ireland. 

SFI Discover is an initiative targeting the national level; it addresses audiences in the 

Republic of Ireland, whereas the subject matter can be international. So, applications for 

the SFI Discover funding scheme “are welcome from organisations not based in the 

Republic of Ireland, however, they must demonstrate in their application how the project 

will explicitly engage with their target audience in the Republic of Ireland”, as it is written 

in the 2015 Programme Call.36 

 

2.2 Research settings and key elements and implementation of the 
initiative 

 

One of the ways in which SFI catalyses the best in STEM education and public 

engagement is through the SFI Discover Funding. It provides funding for projects that 

raise interest and engage publics in STEM-related subjects. It publishes an annual call for 

applications encouraging proposal submissions and outlining specific proposal 

requirements. The submitted proposals undergo an expert review process which is briefly 

described in the programme call. Funding is provided of up to €50,000 for projects 

applying for the SFI Discover Project Funding scheme and between €50,000 and 

€150,000 for projects applying for the SFI Discover Strategic Partnership Funding. The 

upper limit of the Strategic Partnership Funding scheme may be exceeded in strongly 

justified cases. 42 new projects were approved under the SFI Discover programme in 

2014. 

Furthermore, SFI Ireland offers a wide range of programmes: Discover Primary 

Science and Maths assists teachers in the development of an engaging science 

curriculum. Its teacher training contains a list of step-by-step activities, an inquiry-based 

approach to teaching as well as workshops and summer courses. The Smart Futures 

framework encourages the take up and retention of STEM subjects among post-primary 

students through a coordinated national awareness programme. It also encourages 

students to pursue STEM subjects at third level and communicates the variety of STEM 

career opportunities to students, teachers, and parents.37 Smart Futures and its partner 

organisations provide online STEM career resources to students, teachers, guidance 

counsellors and parents. It further aims to deliver STEM career talks by role models to 

                                           
34 See SFI Discover Programme Strategy and Operational Plan 2014, p.1. 
35 Cf. SFI Agenda 2020. Excellence and Impact. Retrieved from 

<http://www.sfi.ie/assets/files/downloads/News%20and%20Events/AGENDA%202020.p

df> 
36 See SFI Discover Programme Call 2015, p.3. 
37 Cf. Smart Futures Strategy 2014-2016, p.5. 
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every post primary school in Ireland by the end of 2016.38 Science Week Ireland is a 

long-standing event (for over 20 years) which comprises over 800 events annually. Not 

to forget that SFI’s Research Centres and Centres for Science, Engineering and 

Technology (CSETs) have substantial and diverse education and public engagement 

programmes as part of the overall funding provided from SFI.39 These activities include 

student placements, lab tours, web-based mentoring programmes, 

games/videos/competitions, school visits/workshops and many more. The research 

centres activities are an integrative part of SFI Discover implicating that the outreach 

delivered through the centres is directed centrally through the SFI Education and Public 

Engagement team. The activity and audiences reached plus the outputs and impact made 

through the activity is analysed annually. 

A variety of channels are used to communicate about the initiatives, its objectives and 

achievements – national and local newspaper, national and local radio and also television 

(the latter especially for promoting the Science Week). Generally, local newspapers are 

very important to reach the target group of a specific area like the counties of Leitrim, 

Carlow, Monaghan, Roscommon, Cavan, Louth, Clare, and Kerry40. On June 2nd 2015, 

“RTÉ and Science Foundation Ireland have announced a pilot initiative to provide grant 

funding for the development of additional television programming related to science, 

technology, engineering and mathematics (STEM) that has broad audience appeal. This 

joint initiative will see Science Foundation Ireland providing €500,000 in grant funding to 

RTÉ television over the next 12 months for the development of prime time programming 

on RTÉ One.”41 

                                           
38 Cf. SFI Discover Programme Strategy and Operational Plan 2014, p.16. 
39 More specifically, the SFI’s Research Centres and CSETs comprise of the following 

centres: Alimentary harmabiotic Centre (APC), The Synthesis and Solid State 

Pharmaceutical Centre (SSPC), Advanced Materials and BioEngineering Research 

(AMBER), Irish Photonic Integration Centre (IPIC), Irish Centre for Fetal and Neonatal 

Translational Research (INFANT), Insight Centre for Data Analytics, Marine Renewable 

Energy Ireland (MaREI), Biomedical Diagnostics Institute (BDI), DCU, Centre for Next 

Generation Localisation (CNGL), DCU, CONNECT Centre for Future Networks and 

Communications, CLARITY: The Centre for Sensor Web Technologies, UCD, LERO: The 

Irish Software Engineering Research Centre, UL, Systems Biology Ireland (SBI), UCD. 
40 See SFI Discover Programme Call 2015, p.1. 
41 Cf. for this: <http://www.sfi.ie/rt%C3%A9-and-science-foundation-ireland-announce-

joint-initiative.html> 

http://www.sfi.ie/rt%C3%A9-and-science-foundation-ireland-announce-joint-initiative.html
http://www.sfi.ie/rt%C3%A9-and-science-foundation-ireland-announce-joint-initiative.html
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3. Good Practice 
 

3.1 Results and performance 
 

Effectiveness 

 

SFI Discover’s significant role in the process of the creation of science popularization 

community and the initiative’s sustainability are the main indicators of its success. Both 

interviewees emphasised their satisfaction with the SFI Discover initiatives’ effectiveness 

and they particularly pointed to the very high awareness of the Science Week. Actually, 

according to the SFI Annual Report 2014, the Science Week reaches more than 250,000 

people each year through over 800 events. Further, the Smart Futures programme 

reached over 26,000 post primary schools through volunteer work.42 

The interviewees stressed that a lot of evaluation and research activities for SFI Discover 

were carried out. Normally external evaluations are awarded through a procurement 

process. In particular, the two interviewees referred to the just published evaluation 

report “Science Foundation Ireland – Science in Ireland Barometer. An analysis of the 

Irish public perceptions and awareness of STEM in society.”43 They stated that the 

Science in Ireland Barometer gives a baseline on which SFI Discover intends to build up 

taken into account that this report focus on the public perceptions and awareness of the 

importance of STEM research to the Irish economy and society as well as trust and ethics 

of scientists and in science. Unfortunately, the impact of SFI’s initiatives is only of minor 

interest in this report. Up to now, there is no holistic view on the diverse SFI Discover 

programmes – this milestone is scheduled for spring 2016. 

The Science in Ireland Barometer study is based on 1.008 face-to-face interviews 

conducted amongst a nationally representative sample of adults aged 15+. In addition, 

eight focus groups were conducted throughout the Republic of Ireland with a strong 

representation across social class groups, gender, and region. The recruited groups were 

stratified according to various age groups, social class (such as ‘Professional’, ‘White 

Collar’, ‘Unskilled worker’, etc.), and life stage.44 The study reveals that most people are 

interested in science, although many only passively so. Men and the more affluent are 

the most interested in science. One in four people have tried to find any information on 

science in the past year. Just under half of Irish adults feel well informed about research 

and development in science and technology. Seventy percent believe STEM is too 

specialised for them to understand. There are also distinct regional variations, with those 

in urban areas (55%) far better informed than those in rural areas (37%). All in all, 51 

percent of the Irish public feel uninformed about research and development, but 58 

percent indicate that they are interested in research and that they want to be informed 

more.45 So, a lack of knowledge does not equate to lack of enthusiasm. Interestingly, 

“research” is the first thing Irish adults think about when they think of STEM (12%). 

Another important empirical result is that science is highly valued for its role in advancing 

society across a range of functions. Careers in science are viewed as desirable and well 

paid with 72 percent believing this to be the case. The supply of STEM graduates is 

considered vital to the future of the economy by the great majority (88%). Furthermore, 

                                           
42 Cf. SFI Annual Report and Accounts 2014, p.20. 
43 The report was launched on October 7th 2015 and, thus, only a few days after the 

interviews with the SFI Discover representatives were conducted. Both interviewees were 

very supportive and sent the link for the launched report to the iFQ. See: 

<http://www.sfi.ie/assets/media/files/downloads/Education% 

20and%20Public%20Engagement/SFI%20-

20Science%20in%20Ireland%20Barometer.pdf> 
44 See ibid., p. 4f. 
45 Ibid., p. 11. 
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68 percent of the respondents feel that due to conflicting information it is hard to know 

what to believe and 71 percent feel science and technology are too specialised for them 

to understand. Consequently, there is still a huge field of action for SFI Discover activities 

to further “democratise” science to the wider public. In terms of the awareness of 

science-related events, there are huge differences between the single initiatives and SFI 

Discover as such: whereas nearly three in five (58%) claim to know Science Week and 

20 percent have heard of the Smart Futures programme, only 14 percent are aware of 

SFI Discover as such.46 

Beyond the Science in Ireland Barometer, SFI uses various instruments and practices to 

monitor and make assessments on the effectiveness and impact of SFI Discover. SFI 

publishes annual reports outlining project activities and provides key statistics and 

financial information. 

One of the interviewed SFI representatives reported that the Science Week initiative was 

evaluated by the “Edinburg Science Festival” in 2014.47 The intention for this evaluation 

was that SFI wanted to know how this initiative is progressing and the task was to 

develop a roadmap for improvements. Ultimately, SFI strives for making the Science 

Week an integrative part of the Irish Culture. The evaluation was a review of seven 

science festivals that take part in the Irish Science Week each November. One of the 

main findings is that with a relatively small amount of investment from SFI (€32,000 in 

2014) the festivals in Cork, Dublin, Galway, Mayo, Midlands, Sligo and Waterford are 

delivering substantial impacts and reaching large number of visitors who seem to get a 

lot out of the events. Despite this success, many of the festivals showed signs of being 

overstretched to deliver at their current level of funding and were experiencing some 

operational stress. It was common for the organisers to report being over-loaded and 

lacking sufficient support. Consequently, the evaluation study also indicated a number of 

significant recommendations and improvements. The most relevant recommendations for 

2015 are presented in the box below 48. 

                                           
46 Ibid. p. 28f. 
47 See Edinburgh International Science Festival: Final Report to the Science Foundation 

Ireland on Regional Science Week Festivals 2014. 
48 Cf. ibid., p. 4f. 
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Value added 

 

According to SFI’s Agenda 2020 (see p. 23) an engaged public is one that understands 

the role of science and which can judge between competing priorities and arguments, 

that encourages young people to take STEM subjects, and feels that is has the 

appropriate level of engagement with, and influence upon, researchers. SFI has set three 

principles to achieve the goal of an engaged public: First, the public needs to better 

understand the scientific process. They need to realise that it is not always possible to 

give clear and unambiguous answers to questions that arise in the course of 

investigation. Second, SFI spends taxpayer’s money on scientific research and there is an 

opportunity for Ireland to lead the world in public engagement with science. It is a real 

challenge to effectively communicate the long-term nature of research investments, their 

importance, their potential benefits, and their relevance to society as a whole. Third, SFI 

should provide unbiased scientific briefings to stakeholders on topics of national and 

international interest to them, and should also proactively engage with stakeholders on a 

regular basis to disseminate information, highlight new emerging areas and provide a 

neutral forum for scientific discussion. 

The interviewees indicated that essentially SFI Discover acts like a national coordinating 

body taken into account that a lot of cooperation with STEM initiatives and with industry 

partners across the country are carried out. For example, Irish Centre for Fetal and 

Neonatal Translational Research (INFANT), one of SFI’s research centres is working on a 

range of solutions with industry to improve healthcare for expectant mothers and young 

babies. Another example is the SFI funded research Insight Centre for Data Analytics, a 

Set a shared strategic direction for the festivals 
The seven Irish local science festivals should share with SFI their ambition for their events. 
This will lead to a top level route plan for them and for any other regional activity SFI may like 
to see to enable it to meet is objectives of growing the impact of Science Week. 
 

Improve communication 
The festivals and SFI should meet more often to share information and ideas and solve more 
problems together. 
 
Establish suitable regional leadership 
Where necessary to support development, stronger local organising bodies for the festivals 
should be established with the help of SFI where it is needed. 

 
Change the SFI funding call 
The timing of the funding round for science festivals should be altered to enable a decision 
from SFI at least 13 months before the event. A funding cycle of two or three years, subject to 
performance measures, should be considered by SFI. Feedback on their most recent bids 
should be given to the festivals so that they can strengthen bids in the future and thereby 

compete nationally for greater funding. 
 
Strengthen programming 
The festival organisers should be resourced to visit other festivals so that they can experience 
a wider range of events and delivery formats to help inform their programming. SFI should 
create a forum for the festival organisers to share information on good content. 
 

Improving the skills of volunteer staff 
SFI should centrally provide trainers that can visit each festival to train science communicators 

and front of house staff.  
 
Marketing, communications and evaluation 
SFI should issue guidelines on what it regards as suitable mar/coms material for a science 
festival it supports. Due consideration should be taken of the additional costs associated with 

altering the materials produced. 
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joint initiative between the Dublin City University (DCU), National University of Ireland at 

Galway (NUI Galway), University College Cork (UCC), University College Dublin (UCD) 

and other partner institutions, bringing together more than 200 researchers from these 

and other Higher Education Institutions (HEIs), with 30 industry partners (like for 

example RTÉ, The Irish Times, Cisco, or Microsoft). Furthermore, from a global 

perspective, a lot of international partnerships can be found within the SFI Discover 

funded projects. 

Overall, the linkages and collaborations between researchers in Irish HEIs and industry 

are growing in number, depth and quality. According to SFI’s annual report 2014 (p. 2), 

SFI-funded researchers are currently engaged in 1,200 collaborations with industry (650 

MNCs and 561 SMEs). During 2014, SFI funded researchers have leveraged considerable 

non-Exchequer funding, including funding available through EU programmes like Horizon 

2020 and from industry partnerships. SFI has also established partnerships with the 

Department for Education and Learning in Northern Ireland and the Royal Society in the 

UK and with companies such as Pfizer. 

 

3.2  Sustainability and transferability 
 

According to the interviewees, persisting and even growing interest of the public in 

science is the main factor which makes SFI Discover’s initiative sustainable. Investing in 

excellent research via funding is considered as a central measure to ensure 

sustainability. SFI Discover funds both projects with a longer-term investment (such as a 

TV series for a target group which is difficult to reach) but also projects with short-term 

activities. An interviewee hinted at the fact that normally the funding is awarded for a 

one-year period, but there is a group of strategic projects which obtains two-year 

funding. These strategic partnership projects are aimed at projects of large scale and 

impact which are directly aligned with the initiative’s objectives and require longer-term 

financial support from both SFI as well as other project partners. Consequently, in terms 

of sustainability, SFI Discover looks for providing “seeding funding” for projects with a 

strategic plan. The portfolio of funded projects changes on an annual basis. As for the 

sustainability, one interviewee emphasised that two activities of SFI Discover – Discover 

Sensors and Greenwave – have been discontinued over the past year.  

The coordinative role of SFI Discover with regard to different national STEM initiatives 

and with industry partners across the country intends to ensure transferability. Moreover, 

SFI Discover has already worked with the group coordinating European Researchers 

Night in Trinity college and many activities such as Thesis in 3 (a communications 

training programme for PhDs) run during that particular night. 

In 2014 Amárach Research conducted a study to create a better understanding of what 

influences young people in their subject and career choices for embedding SFI Discover’s 

Smart Future Initiative.49 Outlined were five factors which have been identified as playing 

a central role in the selection (or non-selection) of STEM courses. These include attitudes 

towards STEM in primary/secondary school, the feeling of fitting in and stereotypes 

towards STEM students, the perceived negatives of STEM courses, the availability of 

STEM subjects at Leaving Certificate level and the importance of STEM events, each of 

which is explained in further detail in the Discussion on Research Findings section. The 

empirical findings show for example that 62 percent of all students (STEM and non-

STEM) identified feeling that they will ‘fit in’ as the most important factor in deciding 

what to study at third-level. The ‘fitting in’ factor is even more prevalent among female 

students, with 65 percent highlighting it as their biggest influence. When queried about 

                                           
49 The fieldwork took place over a six week period in April and May 2014. The survey was 

completed online among a sample of 3,163 third level undergraduate students across 

nine colleges and institutions that agreed to participate. See: Amárach Research: SFI 

STEM Research. 2014 
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their positive perceptions of STEM subjects, 51 percent of students felt STEM courses 

offer good career prospects, with 84 percent of STEM third-level students surveyed 

confident they will find a job they enjoy after college. When asked about negative 

perceptions about STEM subjects, 51 percent think they are difficult and 49 percent 

believe they require too many hours’ commitment per week. Finally the research looked 

at the positive impact of STEM events (like for example career talks, events or clubs) on 

course selection. These are generally well received (by those who end up picking a STEM 

or non-STEM course) and have been identified as a platform for establishing more 

realistic and true perceptions of STEM students and courses. 

For the Discover Primary Science and Maths programme an external evaluation is 

currently being performed whereby the first year of a two-year evaluation has just been 

finished. The overarching question for this evaluation is if and how the programme 

actually changes the teaching practice. Up to now, only an interim report has been 

produced, and unfortunately this report is not publicly available yet. 

As mentioned above, SFI has just launched an evaluation report (“Science Foundation 

Ireland – Science in Ireland Barometer”)50 providing empirical evidence on the public 

perceptions and awareness of the importance of STEM research to the Irish economy and 

society. At the end of this report a summary of recommendations can be found51, the 

most relevant recommendations are listed in the box below. 

 

                                           
50 See SFI (2015): Science in Ireland Barometer. An analysis of the Irish public’s 

perceptions and awareness of STEM in society. Retrieved from 

<http://www.sfi.ie/assets/media/files/downloads/ 

Education%20and%20Public%20Engagement/SFI%20-

20Science%20in%20Ireland%20Barometer.pdf> 
51 Cf. ibid., p. 66f. 

 The interdependence of engineering and science should be more closely linked – there is 

considerable scope for educating people on the synergies between the disciplines. 
 Continue to re-enforce the link between the supply of STEM graduates and economic 

growth. Connect the real world application of STEM and the ‘normality’ or breadth and 

diversity of scientist and engineers in society. 
 Address the issues at 2nd level where students currently drop out of STEM subjects; 

primarily the way the subjects are taught. 
 Underline the prestige of STEM related careers while making them accessible. 

 Portray and communicate STEM research and developments in real terms, relevant to 
people’s lives. Place STEM news in stories that make it more accessible for the majority 
who disconnect when they find it too complex or difficult to understand. 

 Provide a balanced debate on topical issues of ‘bad’ science e.g. fracking or nuclear 
power. 

 Help bridge the ‘trust deficit’ by ensuring scientists/engineers are engaged with the 

public, and vice versa, and ensuring this reaches all demographic groups 
 Science Foundation Ireland should investigate the methods used in New Zealand in 

terms of education and promotion to examine if there is potential to replicate work in 
Ireland to raise understanding of and engagement in specialised subjects. Denmark is 

also showing some interesting indications of greater positive attitudes towards science. 
 Support compulsory science at second level. 
 Parents are a key constituency who learn via their children – school curricula have a 

very wide reach. 
 Some people are simply incurious about science and it may simply not be worth trying 

to communicate with them. 
 Many older people are still excited by science and the possibilities it offers – there will be 

benefits to speaking to these people directly 
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Assessment (EAC/22/2013) with DG Education and Culture of the European 

Commission. 
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1. Introduction 
 

In order to contribute to achieving the ERA target of one million additional research jobs 

in the EU by 2020, there is an evident need to improve the perception of research 

careers, e.g. by promoting this career path more actively. Attracting young people to 

become researchers in Europe and popularising science among the general public is a 

complex issue and should be addressed at the EU level. The Marie Skłodowska-Curie 

actions programme (hereinafter – MSCA) is one of the largest EU-level initiatives which - 

among other things - seeks to ensure that the general public and its specific segments 

are informed of the achievements made by the MSCA beneficiaries. Thus, it contributes 

to the promotion of research careers in the society. Respectively, this case study will 

seek to assess the extent of this contribution by analysing the scope and impact of the 

outreach activities implemented under the Marie Curie actions (hereinafter – MCA) of the 

7th Framework Programme for Research and Technological Development (hereinafter – 

FP7).52  

Already in 2005 the communication of science to the public was defined as part of a 

researcher's responsibility in the European Charter for Researchers.53 Meanwhile the 

requirement to plan the outreach activities as part of projects implemented by the 

M(S)CA beneficiaries was set in 2011. 

The FP7 Marie Curie Actions Interim Evaluation54 found that the outreach dimension was 

strongly developed in MCA projects. At the same time, it was concluded that the concept 

of outreach activities was not clearly defined and the distinction between outreach and 

other, more conventional dissemination activities, was still lacking. Taking into 

consideration the latter insight, this case study assessed not only the scope and 

complexity of the FP7 MCA projects’ outreach activities but also took into account a new 

definition of the outreach activities proposed in the guidelines for MSCA projects under 

Horizon 2020, which clarifies the distinction between outreach and communication 

activities. 

In order to assess the contribution of MCA to the promotion of research careers, the data 

collection for the case study was carried out in three phases. First, all available sets of 

secondary data were compiled, relying primarily on administrative and monitoring data 

provided by the European Commission. The main source of information used in this 

phase was FP7 MCA project reports. In total, a set of 2694 reports was analysed. 

Second, the report includes the findings of the performed interviews with the MCA fellows 

and researchers involved in implementation of the outreach activities in four different 

MCA projects. This source of information was useful for collecting more qualitative 

information and making judgements on the success and effectiveness of different types 

of outreach activities. Overall, four interviews were carried out with MCA beneficiaries 

(leading researchers and fellows) who have been directly involved in the implementation 

of MCA activities under the following host-driven and individual MCA actions: Career 

Integration Grants (hereinafter – CIG), Intra-European Fellowships (hereinafter – IEF), 

Initial Training Networks (hereinafter – ITN) and Industry-Academia Partnerships and 

Pathways (hereinafter – IAPP). 

                                           
52 As information about the MSCA outreach activities implemented under Horizon 2020 

was not available to authors of this case study, the MCA projects implemented under the 

Seventh Framework Programme for Research and Technological Development (FP7) were 

analysed instead. 
53 European Commission Directorate-General for Research , “European Charter for 

Researchers and the Code of Conduct for the Recruitment of Researchers“, 2005, < 

http://ec.europa.eu/euraxess/index.cfm/rights/europeanCharter> 
54 PPMI, FP7 Marie Curie Actions Interim Evaluation (European Commission, DG 

Education and Culture), 2013. 

https://en.wikipedia.org/wiki/European_Commission
https://en.wikipedia.org/wiki/Directorate-General_for_Research_(European_Commission)
http://ec.europa.eu/euraxess/index.cfm/rights/europeanCharter
http://ec.europa.eu/euraxess/index.cfm/rights/europeanCharter
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2. Outreach activities in projects of the host-driven and 
individual Marie Curie Actions  

 

Definition of outreach activities in FP7 and Horizon 2020 

As defined in the European Charter for Researchers, communication of science to the 

public is an important responsibility of every researcher. More specifically, researchers 

are expected “to ensure that their research activities are made known to society at large 

in such a way that they can be understood by non-specialists, thereby improving the 

public's understanding of science".55 In line with this important provision of the Charter, 

since 2011 all beneficiaries of the FP7 MCA were asked to plan and implement outreach 

activities as part of their projects. Furthermore, a respective evaluation sub-criterion was 

introduced and the impact of outreach activities proposed by applicants has been 

evaluated ever since. The desirable impact of these developments is to c eate awareness r

among the general public about the research work performed in the MCA and their 

implications for citizens.56 This particular feature distinguishes outreach from other 

conventional dissemination activities, which are usually oriented towards sharing 

knowledge within the research community. In addition to raising the profile of MCA 

among the general public, outreach activities should introduce students from schools and 

universities to science, research and innovation. Such students are more likely to pursue 

a career in research. 

In comparison with the FP7 period, the definition of outreach activities was slightly 

revised in the Guidelines for Outreach and Communication Activities in the MSCA under 

Horizon 2020 and a between the outreach and communication activities - previously non-

existent distinction - was introduced. In comparison to communication activities which 

are defined as a one-way interaction, outreach implies an interaction between the sender 

and receivers of the message, i.e. an active engagement of the target audience and a 

two-way communication between the researcher and the public. The latter definition of 

outreach activities is also used in this study to evaluate which types of dissemination 

activities were more common during the FP7 period. 

 

Outreach activities under different FP7 Marie Curie actions 

To learn about the outreach activities implemented in FP7 MCA and to select a sample of 

MCA projects for the case study analysis, a content analysis of the MCA project reports 

was carried out. This analysis covered 2694 MCA project reports from the FP7 period. 

Every report included a section about the dissemination activities carried out in the 

course of the project. Based on this information, all projects where research results were 

communicated to the general public were identified. Overall, according to the information 

provided in the reports, relevant activities have been carried out in 237 projects, which 

constitute approx. 9% of the analysed FP7 MCA projects (Table 1). 

It is worth mentioning that, according to the information provided in the project reports, 

projects implemented under certain actions were more likely to involve outreach or 

communication activities targeting the general public (Table 1). While CIG stood out 

positively from other actions in this respect, IOF was characterised by the lowest share of 

                                           
55European Commission Directorate-General for Research , “European Charter for 

Researchers and the Code of Conduct for the Recruitment of Researchers“, 2005, < 

http://ec.europa.eu/euraxess/index.cfm/rights/europeanCharter> 
56Outreach Activities Working Group, “Guidelines for Outreach Activities in the FP7 Marie 

Curie Actions 

(MCA's)”,<http://ec.europa.eu/research/mariecurieactions/documents/documentation/pu

blications/guidelines_en.pdf> 

https://en.wikipedia.org/wiki/European_Commission
https://en.wikipedia.org/wiki/Directorate-General_for_Research_(European_Commission)
http://ec.europa.eu/euraxess/index.cfm/rights/europeanCharter
http://ec.europa.eu/euraxess/index.cfm/rights/europeanCharter
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projects reporting attempts to inform audiences outside the research community 

(respectively, 24% and 4%). The highest number of relevant projects in absolute terms 

was identified under IEF action (100 projects). On average, projects implemented under 

the host-driven MCA were more likely to involve outreach activities than those under 

individual actions. 

 

Table 1: Outreach and communication to the general public in MCA projects 

under different actions 

M(S)CA actions 
Number of funded 

projects 

Number of 

relevant projects 

HOST-DRIVEN ACTIONS 

Industry-Academia Partnerships and 

Pathways 

127 29 (23%) 

International Research Staff Exchange 

Scheme 

66 5 (8%) 

Innovative Training Networks 183 41 (22%) 

INDIVIDUAL ACTIONS 

International Reintegration Grants & 

European Reintegration Grants  

33 5 (15%) 

Intra-European Fellowships 1416 100 (7%) 

International Incoming Fellowships 462 24 (5%) 

International Outgoing Fellowships 321 12 (4%) 

Career Integration Grants  86 21 (24%) 

Overall 2694 237 

Source: the PPMI consortium based on administrative and monitoring data 

In order to compare the host-driven and individual actions in terms of dissemination 

activities implemented, two individual (CIG and IEF) and two host-driven actions (IAPP 

and ITN) were chosen for the in-depth analysis. In particular, CIG, IAPP and ITN were 

chosen because the analysis of information provided in the project reports revealed that 

projects under these actions more often involve outreach or communication activities 

targeting the non-specialist audiences. IEF, on the other hand, was included in the 

analysis because it stood out as the action with the highest number of relevant projects 

in absolute terms. 

 

Outreach activities in CIG, IEF, IAPP and ITN projects 

 

In accordance with the definition provided in the guidelines for Outreach and 

Communication Activities in the MSCA under Horizon 2020, an analysis was carried 

out taking into account the distinction between outreach and communication activities. 

The analysis showed that MCA beneficiaries usually tend to combine different types of 

dissemination activities to achieve a higher impact. 45% of the selected projects involved 

both outreach and communication activities (Figure 1). However, it was also found that 

on average the MCA beneficiaries were slightly more prone to using activities that 

formally qualify as communication (but not outreach) activities (Figure 1). According to 

interviewees, this can be partially explained by the fact that communication activities are 

less costly to implement. The lack of a clear definition which emphasised and explained 

the difference between outreach and communication activities might also have had an 

effect on selection of the dissemination activities to be implemented by the FP7 MCA 

beneficiaries.  

 It is also worth noting that there are important differences between the different MCA in 

terms of dissemination activities used to inform the public about the results of their 

research. Although the highest number of dissemination activities which aimed to inform 

audiences beyond the scientific community was carried out under the IEF action, in 40% 
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of these projects dissemination activities were not interactive/engaging and thus involved 

communication but not outreach to the general public. On the other hand, projects under 

the remaining three actions were not only more likely to combine communication with 

outreach but also more frequently prioritised outreach over communication activities.  

 

Figure 1: The number of projects which involved communication, outreach or 

both types of activities under four selected MCA, in absolute terms. 

 
Source: the PPMI consortium based on administrative data.  

 

The complexity and scope of outreach and/or communication activities depended partly 

on the rules/requirements and goals of action under which the project was funded. As 

indicated by interviewees, planning and implementation of outreach activities in their 

projects were mainly driven by the formal requirements set for MCA beneficiaries. As a 

result, the motivation and efforts of MCA beneficiaries in this area was uneven across 

different actions. For instance, the applicants for funding under CIG and IAPP actions 

were willing to invest more in preparation of a comprehensive outreach plan because 

they could get better scores during the evaluation procedure if the impact of the 

proposed outreach activities is considered to be high.  

In comparison to the host-driven MCA, projects under individual actions were more likely 

to opt for communication rather than outreach activities. According to interviewees, 

fellows of individual MCA are usually lacking resources (both financial and human) to 

implement more complex dissemination activities. At the same time, the analysis of MCA 

project reports revealed that in terms of the prevailing types of dissemination activities 

implemented by beneficiaries of different MCA, there were more similarities between CIG 

or IEF and IAPP than between IAPP and ITN (Table 2). IAPP and ITN in this respect do 

not constitute a homogenous group, despite both being the host-driven actions. 
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Table 2: The index of difference between actions based on the prevailing types 

(outreach or communication) of dissemination activities57 

 
CIG-IEF CIG-IAPP CIG-ITN IAPP-IEF IAPP-ITN ITN-IEF 

Index of difference 9 8.7 28.3 10.7 19.3 27.3 

Source: the PPMI consortium based on administrative data. 

 

Following the content analysis of project reports available to authors of the study, the 

most common types of outreach and communication activities implemented by 

beneficiaries of CIG, IEF, IAPP and ITN actions were identified. In particular, MCA 

beneficiaries used the following forms of outreach activities: Marie Skłodowska-Curie 

ambassadors, workshops, Marie Skłodowska-Curie project open door days, public talks, 

summer-school weeks, science fairs/festivals and science cafes, supervision of students, 

Twitter and Facebook profiles, blogs, etc. (see Table 3 for a full list of different types). In 

additional, they implemented various types of communication activities aiming to reach 

out to the general public. The most common types of communication activities were as 

follows: TV-talks, podcasts, articles, documentaries, books, e-newsletters, press 

releases, multimedia releases, etc. Overall, public talks, interviews, articles and project 

web pages (all oriented towards the general public) were the most popular forms of 

dissemination activities. According to interviewees, the popularity of these forms can be 

explained by their low cost and easy accessibility to communicators. 

Based on the evidence gathered from the interviews with MCA beneficiaries, the most 

common forms of dissemination activities - public talks, interviews, articles and project 

web pages – are suitable to popularise science among the general public as they reach 

large audiences. On the other hand, these activities are less effective in regard to 

promoting research careers. Furthermore, such forms of dissemination have low impact 

on young people in terms of motivating them to pursue a research career. According to 

the interviewees, the most suitable types of dissemination in this regard are workshops, 

summer schools and similar outreach activities which - in order to be effective - should 

be organised on a continuous basis, should primary target university students and should 

challenge the participants academically.

 

Table 3: Types of outreach and communication activities and their frequency 

Type of activity Frequency 

OUTREACH 

Marie Skłodowska-Curie Ambassadors 23 

Workshop Days 28 

Marie Skłodowska-Curie Project Open Doors 21 

Public talks 60 

Summer-school week 16 

Science fairs/festivals 29 

Other (science cafes, supervision of students, twitter, FB, blogs, 

tradeshows, professional trainings, exhibitions, competitions) 

41 

COMMUNICATION 

                                           
57 Index of difference calculated using this formula: f(x, z, q)= |xA-xB|+|zA-zB|+|qA-qB|; 

where xA – count (in percentages) of the projects which implemented only 

communication activities under action A; xB - count (in percentages) of the projects which 

implemented only communication activities under action B; z – count (in percentages) of 

the projects which implemented only outreach activities; q - count (in percentages) of 

the projects which implemented both types of activities. The higher the index the bigger 

the difference. The minimum value for the index – 0, the maximum value – 100. 
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Type of activity Frequency 

TV-talks, podcasts, articles, documentaries, books, interviews 110 

E-Newsletters, press releases 21 

Multimedia releases 15 

Other (web pages, DVD, booklets, games) 57 

Source: the PPMI consortium based on administrative data 

 

A comparative analysis of the prevailing types of outreach and communication activities 

under the different MCA revealed that more similarities between the analysed host-driven 

actions (IAPP and ITN) as well as between host-driven and individual actions (CIG and 

IAPP) than between individual actions (CIG and IEF) could be found (Figure 2 and Table 

4).  

IEF, for instance, stood out from all other actions because its beneficiaries used TV-talks, 

podcasts, articles, documentaries, books and interviews to reach out to the general 

public considerably more often than beneficiaries of other actions. Since researchers 

have limited access to some of these communications forms and channels (especially TV) 

at early stages of their careers, this tendency was likely to be linked to the fact that only 

experienced researchers could apply for funding under this action.  

The latter assumption was further supported by findings showing that IAPP action - which 

is also mainly open to experienced researchers was less different from IEF in terms of 

forms and channels used for reaching out to the general public; and that CIG and ITN 

which were designed to support the early stage researchers were found to be equally 

different from IEF in terms of forms and channels used for reaching out to the non-

scientific community.  

 

Figure 2: The prevalence of different types of outreach and communication 

activities under the individual and host-driven actions. 

  
Source: the PPMI consortium based on administrative data. 
Note: 1 - Marie Skłodowska-Curie Ambassadors, 2 - Workshop Days, 3 - Marie Skłodowska-Curie 
Project Open Doors, 4 - Public talks, 5 - Summer-school week, 6 – Other outreach, 7 - TV-talks, 
podcasts, articles, documentaries, books, interviews, 8 - E-Newsletters, press releases, 9 - 
Multimedia releases, 10 – Other communication, 11 - Science fairs/festivals. 
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Table 4: The index of difference between actions based on the prevalence of 

different types of outreach and communication activities.58 

 
CIG-IEF CIG-IAPP CIG-ITN IAPP-ITN IAPP-IEF ITN-ITN 

Index of difference 6.2 4.6 6.1 3.6 5.7 6.2 

Source: the PPMI consortium based on administrative data. 

 

MCA beneficiaries chose different strategies to approach the general public. Although 

most of the MCA projects which disseminated their research results to the general public 

were characterised by the lack of variety of implemented outreach and communication 

activities, a rather significant share of the projects (37%) combined three or more 

different forms of activities (Figure 3). This indicates that while some beneficiaries 

combined different types of dissemination activities to reach out to the general public, 

most of the MCA beneficiaries selected to focus on one or two forms of activities which 

are most common to them. 

 

Box 1: Good practice example of combining different types of outreach and 

communication activities 

A project named “Training in Systems Biology Applied to Flowering” is an example of a 

project, which involved a large number of dissemination activities used for reaching out 

to the general public. Among other activities, it involved preparation and dissemination 

of a press release based on the researcher’s paper which was circulated in the UK and 

later was picked up and discussed on the BBC Radio; also a few stands at different 

events (for example, the BBC “Mr Bloom” event where researchers explained children 

how plants grow and helped them with creative activities on the topic); participation in 

the Big Bang Science Fair in London (which involved such activities as carrying out an 

Interactive plant DNA extraction exercise with young people) or in the “Discovery 

Zone” (a large annual scientific outreach event organised by the University of Leeds for 

the local schools) and so on. 

Source: the PPMI consortium based on administrative data. 

 

It was also found that projects funded under the host-driven actions were more likely to 

adopt innovative approaches by combining different types of activities. On average, the 

number of implemented different types of activities was higher in ITN and IAPP projects 

and smaller in CIG and IEF projects. In particular, dissemination strategies which 

involved multiple outreach and communication activities were most common in ITN 

projects (on average, 3 different types of dissemination activities targeting the general 

public per project) and least common in IEF projects (on average, 1.8 different types of 

dissemination activities targeting the general public per project). 

  

                                           
58 Index of difference between actions calculated using this formula: f(xA, xB)= |xA1-

xB1|+|xA2-xB2|+|xA3-xB3|+...+|xA11-xB11|; where xA1 – count (in percentages) of the 

activity no. 1 under action A; xB1 - count (in percentages) of the activity no. 1 under 

action B. The higher the index the bigger the difference. The minimum value for the 

index – 0, the maximum value – 100. 
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Figure 3: Number of different types of outreach and communication activities 

implemented per project. 

 
Source: the PPMI consortium based on administrative data 

 

A quantitative comparison of IAPP, ITN, CIG and IEF is provided in Table 5 below. As 

already mentioned before, beneficiaries of ITN and IAPP actions use a combination of 

multiple outreach and communication activities for reaching out to the general public 

more often. As a result, differences between these actions are considerably smaller than 

differences between IAPP and IEF or ITN and CIG.  

 

Table 5: The index of difference between actions based on the number of 

different types of activities implemented per project.59 

 CIG-IEF CIG-IAPP CIG-ITN IAPP-IEF IAPP-ITN ITN-IEF 

Index of difference 12.8 11.8 16.8 9.5 5 14 

Source: the PPMI consortium based on administrative data. 

 

Overall, the content analysis of MCA project reports revealed that in most cases a clear 

definition of the target audience of implemented outreach activities was lacking. In most 

cases MCA beneficiaries did not go into detail in their reports and did not specify if they 

attempted to reach a specific segment of the general public and to what extent their 

efforts were successful. Furthermore, the fact that the actual receiver was unknown 

complicates the assessment evaluating if the proposed messages, channels and tools 

were appropriate and adequate.  

Still, based on information summarised in Figure 4, it appears that on average, 

schoolchildren and/or university students were more often targeted in projects funded 

under individual actions (28.6% of all activities) than in projects funded under the host-

driven actions (22.2%). The latter were characterised by a more general approach and 

most often did not go into detail by specifying which segments they are trying to reach. 

On the other hand, differences between the host-driven and individual actions in this 

respect were minor (Table 6).  

                                           
59 Index of difference between actions calculated using this formula: f(xA1, xB1)= |xA1-

xB1|+|xA2-xB2|+|xA3-xB3|+...+|xA6-xB6|; where xA1 – count (in percentages) of the projects 

which implemented one type of outreach or dissemination activities under action A; xB1 - 

count (in percentages) of the projects which implemented one type of outreach or 

dissemination activities under action B. The higher the index the bigger the difference. 

The minimum value for the index – 0, the maximum value – 100. 
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Figure 4: Number of outreach activities targeting different age groups per 

action 

 
Source: the PPMI consortium based on administrative data. 

 

 

Table 6: The index of difference between actions based on the number of 

outreach activities targeting different age groups per action 

 CIG-IEF CIG-IAPP CIG-ITN IAPP-IEF IAPP-ITN ITN-IEF 

Index of difference 8,5 6,2 11,6 4,9 9,6 5,3 

Source: the PPMI consortium based on administrative data. 

 

To sum up, the quantitative analysis of FP7 MCA project reports revealed that there were 

significant differences between the different MC actions. The complexity of dissemination 

activities under host-driven actions and especially under the ITN action is notably higher 

than that under other MCA. The ITN projects were much more likely to combine outreach 

and communication activities and to use a larger set of activities per project than the 

projects supported by the remaining three actions. Furthermore, ITN was the only action 

which explicitly aimed to promote research careers to the general public (“attracting 

young people to become researchers”). 

24 

69 

24 

70 

7 

19 

10 

10 

10 

6 

4 

5 

3 

9 

3 

5 

C I G  

I E F  

I A P P  

I T N  

Did not specify or general public Schoolchildren

University students Working practitioners



                                                                        June 2016                                                             179 

Study “Research Careers in Europe” 

Case study: Outreach activities of 

the Marie Curie actions projects 
 

 
  

 

 

3. Effectiveness of outreach activities  

In order to evaluate the effectiveness and success of outreach activities in 

promoting the research careers, an in-depth analysis of four different MCA projects (one 

project per each of the analysed action) was carried out. The four selected projects are 

as follows: 

- ITN project “Perspectival thoughts and facts” (Spain); 

- IAPP project “Radiography of the past. Integrated non-destructive approaches to 

understand and valorise complex archaeological sites” (Portugal); 

- CIG project “Europeanisation of public debates and civil society in Turkey” 

(Turkey); 

- IEF project “Quantifying objectivity in the natural and social sciences” (United 

Kingdom). 

The selected sample of projects is geographically and thematically (all projects are from 

different scientific fields) well-balanced. Furthermore, all selected projects are 

characterised by a complex approach towards science communication: project 

beneficiaries implemented a mix of outreach and communication activities in order to 

reach their target audiences. In this respect they can be viewed as examples of good 

practice. 

More specifically, beneficiaries of the analysed projects used such communication 

channels as live presentations, publications as well as TV broadcasts and internet in 

order to reach out to audiences ranging from secondary school teachers, pupils, 

students and local communities to policy-makers and civil society organisations. Most of 

the projects had their mailing lists, web pages, Facebook and/or Twitter profiles set up. 

All web pages are still being maintained and regularly updated. Other forms of project 

results’ dissemination used by beneficiaries included: press releases, public lectures, 

Wikipedia pages, workshops, international summer schools, graduate courses, journals, 

textbooks, DVDs, films, TV reportages and other media programmes, including 

documentaries. 

The interviews with project beneficiaries and the analysis of their reports revealed that 

some of the communication activities were successful in reaching out to large 

audiences. In particular, an article which has been published in the widely read journal 

Nature,60 a few short documentaries (one of which was displayed on the new EC website 

for Horizon 2020),61 a Portuguese public television channel documentary entitled 

“Ammaia. Em Busca do tempo perdido”, a presentation of created 3D films at the 

international fair of Archaeological Publishing in Rome, and, finally, a booklet with a DVD 

about the reconstructed archaeological site in Ammaia which is freely available on 

project’s website62 and on Youtube where it was viewed more than 63 200 times.63 The 

beneficiaries of the project “Perspectival Thoughts and Facts” even wrote a textbook 

dedicated to secondary school teachers. The book was prepared as the outcome of the 

enduring cooperation between the project team and secondary school teachers. The 

extent of these activities is best illustrated by the fact that some of the projects’ 

beneficiaries managed to build extraordinary mailing lists of 5000-7000 addresses which 

are still being used for dissemination purposes.  

                                           
60 Barry Smith, “Perspective: Complexities of flavour”, Nature, 486, 2012 

<http://www.nature.com/nature/journal/v486/n7403_supp/full/486S6a.html> 
61 Audio-Visual Services of the European Commission, <http://ec.europa.eu/avservices/> 
62 Radio-Past: Radiography of the past, <http://www2.radiopast.eu/?page_id=3088> 
63 Youtube.com, “AMMAIA - A Roman town in Lusitania”, 

<https://www.youtube.com/watch?v=TOE7MeRe9K8> 

http://www.nature.com/nature/journal/v486/n7403_supp/full/486S6a.html
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Importantly, the beneficiaries of all projects used the opportunity to disseminate 

their project results beyond their countries of residence. To name a few examples, 

the beneficiaries of MCA from Spain organised series of lectures in London targeted at 

the general public in cooperation with prestigious international public institutions, such as 

the Institut Francais; the press releases of the Portuguese project were translated to nine 

different languages; a MCA fellow from Turkey gave a public seminar at the School of 

African and Oriental Studies (SOAS) at the University of London.  

According to interviewees, the most successful activities were the booklets distributed 

together with the DVD and the textbook, mainly due to their long-lasting nature. Also, 

the open days at the archaeological sites were seen as a success, because they were 

very attractive to the general public, as well as the training courses for high-school 

teachers, as they encouraged close cooperation between project stakeholders and 

participants of the courses. 

Even though interviewees agreed that outreach and communication served their purpose 

and contributed to the popularisation of science among the general public, they found it 

difficult to combine activities dedicated to science promotion and activities to promote 

research careers. More specifically, it was indicated that dissemination activities to 

the non-specialist public were mainly planned to promote the research results, 

without the particular interest in raising the awareness levels or challenging the 

public perception of research careers: 

We wanted to make available our research results in a way that would be 

understandable to the audience which is not familiar with our scientific field. We wanted 

to present everything in a more pleasant, engaging and understandable way. 

However, based on the evidence of other existing analyses/evaluations64 in this field and 

insights from the interview programme, outreach helps fight various stereotypes 

about research careers as it provides with a rare opportunity for most target 

groups to meet scientists in person. This leads to a better understanding in society of 

the work and personality of researchers.65 

Outreach was considered more suitable to popularise science than 

communication, whereas communication was seen by beneficiaries as a tool for 

ensuring transparency of their projects. “Keeping the tax payers informed about the way 

in which public money is spent” was perceived as the main reason why MCA beneficiaries 

are required to communicate their project results to non-specialists. Most of the interview 

respondents clearly distinguished communication from outreach: 

I think that these are two different concepts. Communication is intended mostly as the 

sort of activity reporting, for technical and administering purposes. While outreach, I 

think, should be more intended as part of the transfer of knowledge. Make people enjoy 

the results of our work, share with them our achievements, and maybe even make the 

public passionate and more involved in our research activity. 

There is evidence that dissemination activities carried out by MCA beneficiaries 

encouraged a wider understanding of how the research results can be applied in practice 

by demonstrating and explaining to non-specialists how they could personally benefit 

from outcomes of the particular research project. For example, the teachers who 

participated in the training courses to which the beneficiaries of the project “Perspectival 

thoughts and facts” contributed reported that they had applied the new knowledge 

imparted in these courses in their teaching. Also, some of these teachers regularly take 

                                           
64 PPMI, FP7 Marie Curie Actions Interim Evaluation (European Commission, DG 

Education and Culture), 2013. 
65 Ibid. 
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an active interest in the research activities of the research group to which the staff of the 

lead beneficiary belong and have for long been officially affiliated with that group. 

Furthermore, on the basis of the training courses the project team prepared a textbook 

which will be published in the near future. In another project, which specialised in the 

valorisation and management of archaeological sites, the dissemination was used to 

empower the local communities and provide them with instruments to promote the 

economic growth. The open days in archaeological sites, the released DVD, 

documentaries, conferences and other dissemination activities attracted tourists from all 

over the country and made the local archaeological sites known on national and 

international scales. These are very important outcomes, since Eurobarometer studies 

indicate that ‘ordinary’ people are usually interested in scientific developments and 

science in general, but at the same time perceive it as something distant to them.66 

The extent to which outreach activities contribute to motivating young people to pursue a 

research career was found to be moderate in the analysed projects. According to the 

researchers interviewed for this study, the dissemination of their research results is 

usually regarded as more important task than motivating young people to commit to a 

research career. Therefore, outreach activities targeting primary young people were rare. 

Furthermore, the types of messages used were more suitable to popularise science in 

general than to motivate young people to pursue a research career. Finally, respondents 

emphasised that the positive perception of science and researcher’s work achieved during 

these events was merely understood as one of the building blocks for career 

attractiveness:  

If you address students you can get them intrigued. And that may make them to 

consider a possibility to really embark on a research career. All you can do is to show 

what researchers are doing in a way that can easily be understood but you would not be 

able to predict if that has any effect on whether or not these people later on become 

researchers. Therefore, I think that outreach to non-academic audience has little 

to do with to do with promoting research career. The most one can hope to do 

is to show how attractive it is to engage in these topics. 

One of the interviewees expressed his beliefs that the MCA scheme itself inspires young 

people to pursue research careers: 

The researcher was in university environment interacting with the PhD, MA and BA 

students as well as the other researchers around the campus. It is certainly a 

privilege in Turkey to get funded to only pursue research without having to 

teach. Hence, as far as I can see young people were very much inspired by such 

schemes as MCA to pursue a research career. 

Nevertheless, it is not possible to quantify the overall success of outreach activities in the 

four analysed projects as no formal evaluations or impact assessments were conducted. 

The key indicators used by the project leaders to assess the success of implemented 

activities were the number of people participating in the conferences, the level of the 

audience’s engagement (questions, comments) and the informal feedback received from 

partners representing target audiences. As it is not compulsory, beneficiaries prefer not 

to carry out costly monitoring activities. 

It should be noted that despite its overall positive effect, most of the beneficiaries 

perceived dissemination to audiences outside the scientific community as an additional 

burden to their scientific activities. The interviewees admitted that they were not 

                                           
66 Eurobarometer, Qualitative Study on the Image of Science and the Research Policy of 

the European Union. Study conducted among the citizens of the 27 Member States, Pan-

European report requested by European Commission, DG Research, October 2008.  



                                                                        June 2016                                                             182 

Study “Research Careers in Europe” 

Case study: Outreach activities of 

the Marie Curie actions projects 
 

 
  

 

 

“especially keen on doing these (outreach) activities. But it is something on the list that 

has to be done.” Those beneficiaries who implemented outreach activities not only to 

report their project results but also to increase the interest in science tended to combine 

different types of channels and tools, as well as chose to carry out activities that are 

more interactive. 

Overall, based on the evidence collected during interviews with the project stakeholders, 

the case study identified a few success factors that contributed to the implementation 

of outreach activities: 

1) Projects which involve big or middle-sized organisations such as universities, 

enterprises (or communication experts in addition to scientists) are more capable 

to organise outreach activities targeting the general public as large organisations 

usually have communication offices and are willing to let M(S)CA researchers to 

use these internal resources and produce higher quality dissemination. 

Furthermore, institutions are much more motivated to carry out outreach 

activities targeting the general public than individual researchers. Interview 

respondents indicated that individual researchers prefer dissemination to scientific 

audiences rather than to the general public as it is only scientific 

acknowledgement which is important in their future research careers. Whereas 

universities, enterprises or communication experts are evaluated not (only) 

according to their scientific production. As a result, they do not limit their 

communication to scientific audiences only. Respectively, audiences outside the 

scientific community were more often addressed in projects funded under host-

driven actions than under individual actions. 

2) At the same time, interview evidence indicates that even with the help of host 

institutions it is difficult and costly to secure the attention of wider audiences. As a 

result, MCA beneficiaries suggested that dissemination of the MCA project results 

should be carried out as part of larger scale science popularisation 

frameworks, such as annual science festivals, university open days or similar, 

i.e. all the organisational responsibilities should not be undertaken by research 

performing organisations themselves. Interviewees also indicated that the 

branding, advertisement and the overall coordination of the event should be 

centralised in order to exploit economy of scale and secure the highest possible 

interest of the public. 
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1. Introduction 
 

This case study is aimed at generating an in-depth insight into research career 

management practices related to dual career issues, focusing on the activities and 

experiences of the Higher Education Recruitment Consortium (HERC).  

HERC is a non-profit consortium of over 700 organisations that share a commitment to 

support the recruitment of the most diverse and talented faculties, staff, and executives. 

Acknowledging the fact that most often a hiring decision involves more than one career, 

HERC provides job seekers and human resources professionals from member 

organisations with the most extensive database of job opportunities using a search 

engine that enables dual-career couples to find their respective jobs within a commutable 

distance of one another. The website has grown over the last years and currently gathers 

over 265,000 visits per month and an average of 18,000 jobs posted at any given time. 

The HERC association counts with 17 regional offices and a central/national office 

(covering more than 25 U.S. states and the District of Columbia), thus having a regional 

and national presence. 

This report will contribute to understand how the HERC operates, what are the results 

achieved since its creation and what are the challenges that are being embraced to 

ensure its long-term sustainability. The report is built on the results of the desk research 

and on the analysis of relevant documentation and monitoring of data that were collected 

and kindly shared by the representatives of HERC, together with  the relevant inputs 

provided during the interviews. 
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2. General context of the initiative 
 

2.1  Background, scope and objectives 
 

The Higher Education Recruitment Consortium – HERC (http://www.hercjobs.org/) is a 

non-profit association, founded in 2000 by several campuses in Northern California to 

address dual-career and diversity issues. The initiative consists of a collaborative effort of 

different organisations all working together towards the same goal: “to recruit and retain 

the most diverse and talented workforce and to assist dual-career couples”. HERC started 

as a relatively small initiative of 19 regional organisations from Northern California, and it 

currently involves over 700 member institutions that are concerned about the promotion 

of equity and excellence in the field of higher education recruitment. These organisations 

are public and private colleges, universities, teaching hospitals, government labs, 

agencies and other entities. Located in more than 25 U.S. states and the District of 

Columbia, HERC has an active membership base of over 1,700 higher education human 

resources professionals, faculty development and diversity officer leaders and decision 

makers. 

The initiative was firstly launched by Mrs. Nancy Aebersold, at that time director of the 

dual-career programme at the University of California, Santa Cruz. She believed that 

through collaboration it would be possible to enhance the effectiveness of the solutions 

provided to partners and spouses of candidates tracked by the campuses as first choices 

in recruitment processes. The idea was shared between key players of the several 

campuses of Northern California and soon the results attested the value of the strategy. 

From the first moment several campuses in other regions showed interest in the initiative 

and started working together. HERC regional offices were then created all over the 

country and a growing network underpinned the success of the initiative, leading in a 

short period to the creation of a national office (in 2007), to support HERC wide 

initiatives. Today, HERC covers 19 regions. 

 

Figure 1: HERC organisational growth 

 
Source: http://www.hercjobs.org/about_herc/regional_hercs/ 
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The initiative is continuously growing and the creation of new HERC regional offices 

(Georgia, Mississippi and South Carolina) are currently under discussion with regional 

responsibles. In this context, it is relevant to mention that the main steps required were 

improved and simplified over the years. They now generally involve: 1) The identification 

of a lead institution that will host an introductory meeting67 and invite colleagues from 

campuses in the area to learn about HERC; 2) The analysis of the existing critical mass to 

ensure the regular activities of the regional offices. Once those institutions are 

familiarised with HERC, they can apply to become members; and 3) Creation of the new 

HERC regional offices, which involves nominating a regional director devoted to attract 

member institutions to plan and organise professional development activities where staff 

from those organisations can share practices on diversity recruiting and dual-hiring 

procedures.  

 

The HERC network gathers job seekers, institutional members and partner organisations: 

 

Figure 2: HERC Network 

 
 

Job seekers registered in HERC are diverse and highly educated. Data from February 

2012 to 201568 shows that from these 53,000 registered job seekers, near 64% are 

women and have a master’s or doctorate degrees. Furthermore, the pool of candidates 

comprised over 29% black African American and Asian (race), 8% Hispanic (ethnicity), 

6% veterans and 4% disabled job seekers. 

On the other hand, near 700 HERC institutional members are public and private 

colleges, universities and other higher education institutions. They educate at all levels, 

have budgets of varying sizes and, all together, they represent more than 5.3 million 

students, 1.1 million employees (faculty and staff)69. These participating institutions pay 

annual membership fees - which are fixed by the regional office based on a tiered fee 

structure tied to student enrolment figures- and, as membership is all inclusive, it 

entitles several institutions’ representatives to attend the events, an unlimited number of 

                                           
67 HERC offers a New HERC Development Grant of up to $5,000 to help with meeting 

expenses. 
68 This data was collected through the registration survey and representing a subset of 

users, as registration itself and the questions regarding race, ethnicity, gender, veteran 

status, disability, and degree are all optional. 
69 http://www.hercjobs.org/about_herc/herc_data/member_demographics/ 

 

 Job seekers 

 
Institutional 

members  

HERC 

 
Partner 

organisations 
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participants to take advantage of HERC webinars and discounts, and allows institutions to 

advertise limitless posts on regional websites.  

It is relevant to highlight the fact that, although any employees of a member institution 

may participate in HERC activities (and this explains why there are near 1,700 active 

members), active participants typically include institutional leaders in academic human 

resources and faculty affairs, diversity officers, recruitment specialists, human resources 

managers, dual-career directors/professional and administrative staff. 

Additionally, HERC has a Partnership Program aimed at enhancing the involvement of 

other organisations that share HERC’s mission to support employee recruitment, 

diversity, and dual-career couples in higher education. This program is targeted to 

corporate and non-profit organisations. The related costs and benefits of the corporate 

partners depend on the levels of corporate participation (dean, president and trustee), 

but at the baseline they include, for instance, periodic exposure in the HERC member 

communications, year-round exposure on the HERC website partner and member 

discounts pages, and rights to use the HERC logo and partner icon on the company’s 

website and marketing materials. On the other hand, non-profit partnerships are non-

cash, meaning in-kind exchanges that involve cross promotional activities that benefit 

each organisation, i.e., HERC and for instance institutions that serve women, minorities 

and other segments of the higher education population. Both, corporate and non-profit 

partners can offer discounts to HERC members. 

 

HERC governance 

 

HERC has 17 regional offices and a central (national) office. While each regional HERC is 

funded by the annual membership fees of its participating institutions, the national HERC 

coordinating office is funded by annual fees provided by each regional HERC70. 

Each regional HERC is governed by an Advisory Board or Steering Committee, 

responsible for providing direction to the regional HERCs, ensuring that their operations 

meet the objectives and interests of participant institutions, approving the budget, 

recommending policies and procedures, and making final decisions on policies and 

operational procedures. Also, at a regional level, HERC offices have a Director, 

responsible for making programming recommendations based on members’ needs, 

planning and executing all regional HERC programming activities and the financial 

management of the regional HERC budget.  

The regional HERC Director reports to the regional HERC Advisory Board or Steering 

Committee and, by extension, to all the region’s member institutions. 

At a central level, the association also counts on an Advisory Board which provides 

governance, strategic leadership, evaluation and financial oversight to the organisation. 

The Central Advisory Board consists of all regional HERC Directors, as well as an 

additional representative that is selected by each regional HERC. The Advisory Board has 

the following elected officer positions: Chair, Vice-Chair, Treasurer, and Secretary. 

The Central HERC office is responsible for the strategic planning, new HERC development 

and consultation, website development and oversight, HERC advertising, public relations 

and brand development, data collection and reporting, establishment and maintenance of 

partnerships, contracts, coordination of the Central HERC Advisory Board and 

committees, and other HERC-wide initiatives. 

Although prior to 2014 the central HERC office staff relied only on the director and a part-

time assistant (corresponding to 1.5 full time employment), recently a marketing and 

                                           
70 The average number of member institutions in a regional HERC is 34. 
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communications manager and a technology and data director were recruited to support 

the development of regional offices.  

2.2 Research settings and key elements and implementation of the 

initiative 
 

The HERC is based on two pillars: dual-career hiring practices/procedures and 

diversity/inclusion. 

The first reflects the need of acknowledging dual-career issues as one of the top reasons 

why higher education institutions lose their first track candidates. HERC is concerned 

about providing creative and adjusted solutions for dual-career problems, assuming that 

the majority of candidates for job positions have partners and therefore they will also 

look for opportunities for their partners.  

Over the years, and as a result of a joint effort, regional and national offices were able to 

expand the number of job opportunities for spouses and partners and help institutions to 

succeed in their recruitment processes. By centralising and streamlining historically 

decentralised procedures, HERC ensured that diverse job opportunities were easier to 

find for dual-career couples and, subsequently, allowed human resources professionals to 

invest their efforts in more meaningful components of the career development process. 

For instance, they no longer needed to dedicate the majority of their time on searching 

for positions, as a technological solution linking regional jobs search websites to a major 

national database of job opportunities providing relevant information for the job seekers 

and the member organisations recruiting staff. They were also able to support job 

seekers to develop their professional network and to know more about the regional job 

market and different career fields. Hence, one of the main existing resources of the 

association is the job database that job seekers can use at the various stages of their 

careers.  

How does this useful tool work? At a regional level, HERC has jobs websites that allow 

job seekers to search the positions offered. These job opportunities are automatically 

uploaded to the national HERC website that - comprising jobs all over the country - is the 

largest database of higher education jobs in the world. Job seekers can register 

themselves as dual-career partners and search for two jobs in a commutable distance in 

the same area. 

 

Figure 3: Dual-career search 
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Source: http://main.hercjobs.org/jobs/dualsearch 

 

Additionally to this comprehensive job boards, searchable within and across regions, 

HERC‘s dual-career tools also include online resources for dual-career couples. Moreover, 

the clear benefits of this relevant online and technological component are complemented 

by the ones generated by a solid network of wide-established professional contacts 

among human resources professionals experienced in dual-career hiring procedures. 

These professionals are available to share information and to help each other to get the 

job seekers to meet people in hiring institutions that might fit the profile and interests of 

the partners, so to learn more about the line of work, the office/department and 

eventually to be interviewed. The member organisations’ staff is committed to deeply 

understand the specific needs and interests of partners and families and to help to 

network them, assuming that this latter aspect is a key element of the partners’ job 

search and career development process. 

The main benefits of the initiative linked to dual-career issues are listed here below.  

 

Figure 4: Main benefits of the initiative linked to dual-career issues 

 

 

The second pillar focus on increasing the diversity of the pipeline of applicants that are 

coming to the campuses of the member organisations. Human resources and academic 

departments are not only concerned in attracting and retaining the most talented faculty 

staff and administrators, but also looking for reflecting the diversity of academic 

communities in the new hired staff. This goal is accomplished by different means, 

 

 What HERC offers to dual-career job seekers? 

 

Access to the most comprehensive list of jobs at 
institutions within a commutable distance. 

Dual-career search technology that enables you to 
search for jobs that meet both you and your partner's job 
search criteria. 

A library of articles, research, and studies on the dual-
career topic. 

Links to institutions that have dual-career programmes 
and policies. 

Job seeker webinars on dual-career subject 

 What HERC offers to member institutions? 

 

A referral source to the HERC website for candidates 
with partners. 

Dual-career materials to include in candidate 
recruitment packets. 

A member network to collaborate on dual-career 
appointments. 

Conferences and webinars for member institutions on 
best practices for dual-career programmes, policies, and 
practices. 
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including having partnerships with diversity serving organisations as well as promoting 

and attending conferences and other events that are aimed at job seekers searching for 

positions in higher education settings. By gathering a diverse applicant pool, HERC 

supports job seekers of under-represented minorities and women to find a job (for 

instance, in the STEM fields) and helps member institutions to reinforce their 

commitment with diversity and inclusion topics. Indeed, as the applicants registered in 

the website are highly diverse and exceed national standards in terms of diversity, 

interviewed members state that the diversity outreach efforts of HERC are being 

successful and that the HERC brand is already strongly associated with diversity and 

inclusion. On the other hand, by being HERC partners, institutions are sending a powerful 

message about how much they care about both topics.  

Figure 5: Main benefits of the initiative linked to diversity issues 

 
Source: http://www.hercjobs.org/about_herc/commitment_to_diversity 

 

National and regional offices have different levels of responsibilities in the activities 

related to the benefits listed for both topics (dual-career and diversity). On the one hand, 

the HERC regional offices are in charge of the regular updating of the regional website 

and data management, promotion of member meetings, conferences and webinars, 

continuing communication among institutions and dual-career collaborations; on the 

other hand, the national office is responsible for the HERC-wide website and data 

management, the national advertising and marketing, the partnership programme, the 

HERC development and regional HERC assistance, and national conferences. 

At both levels, HERC promotes webinars. There are two types of events under this major 

category of webinars: 

 The first type refers to webinars offered to all the HERC regions across the 

country. These webinars are aimed at the staff of institutions and faculties. They 

are led by experts that are invited to speak about a range of topics, for instance, 

unintentional bias in the reviewing of candidates for jobs, facilitating the 

recruitment of more veterans and emigration issues. In the perspective of the 

interviewed members, these sessions are seen as a rich resource for institutions. 

Additionally, as the national HERC office obtained the status of “approved 

provider” from the Human Resources Certification Institute (HRCI), human 

resources professionals attending HRCI-identified HERC webinars earn re-

certification credits. 

 The second type is targeted to job seekers and focuses on issues that are 

important within the job search process, including how to write a proper cover 

letter or how to prepare a successful CV. Typically, over 500 people watch each 

webinar and this broad audience confirms that these events bring an extra value 

to members and job seekers. 

 

 

 What HERC offers to diverse job seekers 

 

Comprehensive and transparent access to job 
opportunities. 

Partnerships with organisations with diverse 
constituencies to ensure diverse higher education 
professionals are familiar with the HERC website. 

Free job seeker webinars with frequent diversity topics. 
A comprehensive list of organisations, societies, and 

publications that serve diverse constituencies. 
Regional multicultural resources to help with the 

relocation to a new community. 

 What HERC offers to member institutions 

 

Partnerships with organisations with diverse 
constituencies to ensure diverse higher education 
professionals are familiar with the HERC website. 

Advertising campaigns in print and online media to 
reach diverse higher education job seekers and 
professionals. 

Attendance and booths at higher education professional 
conferences that serve historically underrepresented 
populations to promote the HERC jobs websites. 

Conferences and webinars for member institutions on 
best practices for diversity recruitment and retention 
programmes, policies, and practices. 

http://www.hercjobs.org/about_herc/commitment_to_diversity
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3. Good practice 
 

3.1 Results and performance 
 

In the past 15 years the size of the initiative increased significantly: from regional 

collaborative efforts of a group of campuses from the Northern California, HERC became 

a national initiative covering now 25 U.S. States and the District of Columbia.  

The association is uniquely positioned as a member-governed organisation with a large 

membership (600 member institutions and 1,700 higher education professionals) and 

ensures both regional and national presence (with 17 regional offices and a 

central/national office).  

With a unique model, the consortium activities are focused on professional development 

and networking, addressing specific recruitment challenges: increasing diversity of 

faculties, staff, and administrators and providing job search tools for dual-career couples. 

As HERC strategically invests in website technologies, brand development, outreach, 

advertising, and developing partnerships, it can offer members a measurable return on 

investment in these areas. At the same time, the interviewed members consider that the 

initiative is highly recognised among job seekers. With over 53.000 registered job 

seekers, HERC gathers a diverse pool of candidates, including dual-career couples that 

can take advantage of specific technological tools developed for them: accessing a 

comprehensive list of jobs at institutions within a commutable distance and searching for 

jobs that meet search criteria for both, the candidate and his/her partner.  

At the official website of the initiative, job seekers, prospective and/or already member 

institutions (and their staff), potential and/or already partner organisations can have 

access to several tools and information. The HERCjobs.org website is user-friendly and in 

2015 was recognised (among more than 200,000 employment sites) as a User’s Choice 

Awards Winner for providing the best user experience. This website has seen a 39,5% 

increase in visits since 2013, gathering over 265.000 visits per month and an average of 

18.000 jobs posted at any given time. Data reports of website consultations and job hits 

for regional HERCs and their member institutions are prepared on a regular basis. 

Indeed, the majority of the testimonials of job seekers are related to the usefulness and 

efficiency of the tools available in the website, particularly the different possible options 

and criteria within the job search.  

From the long list of benefits for member institutions71, the following were selected by 

HERC members as the top 10: 

                                           
71 Benefits include: greater exposure of their jobs through unlimited job postings on the 

HERC website; automatic postings of jobs on the largest and most heavily used job 

aggregators; ability to easily cross-post any job to any other job board through the HERC 

website; ability to reach jobseekers directly with automated e-mail job alerts based on 

users’ profiles; access to a pool of highly educated jobseekers that is far more diverse 
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1. Unlimited job postings on regional website; 

2. Advertising in national diversity publications and websites; 

3. Cross-posting of all jobs on the HERC-wide website; 

4. Partnerships with national minority-serving organisations; 

5. Expressed institutional commitment to increase faculty and staff diversity and 

assist dual-career couples; 

6. Advertising in national search engines and social media; 

7. Diversity topics and speakers at regional meetings and webinars; 

8. Partnerships with academic and professional associations; 

9. Demonstration of regional and national collaboration; 

10. Advertising in/on national disciplinary publications and websites. 

This rank of key benefits results from a survey carried out in 2012 to HERC members, 

which also showed that 82% consider HERC important or extremely important for their 

institution. These results are complemented by several testimonials of member 

institutions available at the HERC website that highlight: 

 The importance of outreach to diverse candidates during recruitment and how 

HERC is useful at this level, having partnerships with key organisations, ensuring 

that the jobs posted are reaching a diverse talent pool and supporting member 

organisations through information sharing, resources, networking, and outreach 

programs; 

 The relevance of establishing and nurturing collaborative links between campuses 

and how HERC facilitates member collaboration and meaningful discussion among 

fellow higher education institutions regarding current challenges they face, as well 

as sharing of best practices; 

 The need of providing solutions for the spouses and partners of the member 

institutions’ faculties and senior administrator candidates and how the HERC 

powerful job search website ensures an efficient tool for both, job seekers and 

human resources professionals. 

 

Furthermore, several testimonials make references to not only the increased number of 

applications and the increased quality of candidates for the posted positions (which is 

believed to be linked with the higher visibility of the opportunities), but also to successful 

hiring procedures of outstanding faculty and staff members through HERC and to the 

savings for the member organisations within the process, due to advertising and member 

discounts. 

Partner organisations testimonials are mainly focused on the boosted relationships with 

several higher education institutions all over the country that share common interests 

and priorities. The main expected results of being involved in the initiative are naturally 

                                                                                                                                    

than the national average; institutional exposure via regional and national marketing and 

advertising including in disciplinary publications and websites and in major diversity 

recruitment publications and websites; free access to a searchable resume database of 

candidates interested in working in higher education; access to vendor discounts 

available only to HERC members, including job posting discounts on other job boards and 

other higher education recruitment and retention products and services; membership 

meetings that foster networking opportunities and that feature guest speakers on cutting 

edge recruitment and retention practices; access to free webinars on issues relevant to 

higher education recruitment and retention presented by experts in their fields; a 

network of colleagues at other member institutions who share best practices in 

recruitment and retention and collaborate on solving difficult recruitment issues including 

partner placement; an institutional identity on the HERC website including logo, 

institutional profile, and links to your home page; greater name recognition for smaller 

institutions and richer and more diverse networks for all institutions. 
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different for job seekers, member institutions and partner organisations as summarised 

below: 
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Figure 6: Expected results for job seekers, member institutions and partner 

organisations 

 
Source: http://www.hercjobs.org/about_herc/herc_impact/ 

 

3.2 Sustainability and Transferability  
 

Based on the success of the existing model, HERC consists of an initiative with a great 

potential to continue expanding the network and pipeline of those diverse individuals and 

dual-career couples that are seeking to move around the country. HERC has the 

opportunity to grow into new and possible regions from an international and global 

perspective.  

Looking towards the future, in 2013 the HERC central Advisory Board established a 

Strategic Plan to advance the vision and mission of the organisation from 2014 until 

2018.  

This Plan was built-on 4 transformational themes that will ensure that the future HERC 

will be: 

● DISTINCTIVE: Related to the need of focusing on HERC’s key differentiators in 

higher education to maximize strengths and build on unique opportunities; 

● SUSTAINABLE: Linked with the need to planning organisational sustainability by 

responding to constituents’ needs, providing clear return on investment to 

members and partners, and by diversifying revenue streams; 

● FORWARD-THINKING: Focused on the need of increasing the opportunities to be 

“best-in-class” in all that HERC does by being aware of and responding to 

industry, economic, and technological trends and the needs of HERC’s 

constituents; 

● DATA-DRIVEN: Connected to the need of focusing on data-driven decision making 

and data-supported actions by enhancing data collection, analysis, dissemination, 

and use. 

 

Each one of the transformational themes includes initiatives considered as priority actions 

for the period of 2014-2018. They are presented in the next figure. 

 

 

 

 

 HERC member institutions 

 

Collaborate, innovate, and learn 
from one another. 

Receive more faculty candidates 
from HERC than other sources. 

Have a powerful tool in their dual-
career toolkit. 

Utilize HERC to comply with the 
U.S. Equal Employment Opportunity  
Commission requirements by 
reaching highly diverse jobseekers. 

Save considerably on products and 
services with HERC member 
discounts. 

 HERC jobseekers 

 

Get interviews and find great jobs. 
Find jobs that enable them to 

maintain a healthy work/family 
balance. 

Find jobs within a commutable 
distance of their partners. 

 HERC partner organisations 

 

Receive visibility and build 
relationships with higher education 
decision makers. 

http://www.hercjobs.org/about_herc/herc_impact/
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Figure 7: Initiatives foreseen in the Strategic Plan 2014-2018 

 
Source:http://www.hercjobs.org/about_herc/vision_mission_programs_history/strategic_

plan.html 

  

 

 

Focus closely on an unique niche – Jobs at Smart Places / Diversity / Dual-Career / Both 
Faculty and Staff Recruitment 

Enhance HERC’s global reach and brand while building upon regional networks and personal 
connections 

Invest in raising HERC’s visibility with higher education jobseekers, particularly: women, 
minority, disabled, veteran, GLBTQ, STEM, part-time faculty and dual-career couple 
populations 

Continue HERC’s practice of a collaborative, inclusive, diverse and egalitarian approach to 
service provision, programming, communication, partnerships and governance 

 
DISTINCTIVE: 

 

Expand the size and scope of membership 

Identify untapped revenue sources to generate additional new revenue and diversify 
existing revenue streams 

Ensure that HERC’s primary member and jobseeker benefit– the website and job board– are 
state-of-the-art, offering content and user experiences that are relevant and user friendly 
Safeguard organisational success by evaluating central and regional HERC units and 

performing regular formative and summative assessments of central and regional 
compensated leaders 

 
SUSTAINABLE: 

 

Pursue possible outside endorsements, certifications, and/or “seals of approval” to present 
HERC as a one-stop-shop for compliance and diverse recruitment 

Stay current on rapidly changing technologies– social media, mobile web, blogs, online 
tutorials– that support job searches for diverse and dual-career jobseekers 
Build academic partnerships that foster HERC's visibility through dissemination of joint 

research projects, articles, and webinars 

Evaluate offering certifications in recruitment and retention of best practices 

Consider alternative HERC board and committee models to engage time/treasure/talent and 
expand the pool of expertise and resources beyond what is already available from HERC’s 
Advisory Board and committees 

 
FORWARD-THINKING: 

 

Develop and implement the HERC data collection and reporting plan 

Engage HERC member institutions and applicant tracking service providers in generating 
hiring outcome data 

Document HERC’s effectiveness in fostering diverse hiring and dual-career assistance 

Foster increased engagement across HERC’s key constituents– job seekers, higher 
education and associated employers, and partners– through surveys and/or other means to 
identify constituents’ needs 

Expand participation in surveys by considering new models of collection and survey design 
to increase participation and data 

 
DATA-DRIVEN: 
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Transferability  

The HERC association gathers several inspiring components. At the core of the initiative 

one can find motivated professionals truly engaged in finding innovative and efficient 

solutions to promote excellence and diversity in higher education recruitment and to 

retain and assist dual-career couples in the academy.  

By working in a collaborative way, these professionals helped to shape the initial concept 

of the first regional consortium of campuses into a unique national-wide organisation with 

a large membership and a job database that enables dual-career couples to search for 

jobs within a commutable distance. As each regional HERC is funded by the annual 

membership fees of its participating institutions, HERC depends on the recognition of the 

added value of its activities. In this context, the growing number of offices and member 

institutions reveals that the initiative is considered to be a key element of the diversity 

recruitment strategies of member organisations, also reflecting their commitment to 

helping dual-career couples and diverse talent faculties and staff. 

Besides the dual-career search tool and related resources, the initiative core activities 

comprise webinars for job seekers and representatives of the member organisations, 

including for instance, human resources professionals. These events are customised to 

the needs of both target groups and, in the perspective of the interviewed members, 

their high attendance reflects the importance of dual-career and diversity/inclusion topics 

within the higher education community in general. Particularly in the case of the human 

resources professionals, these webinars provide the opportunity to exchange 

experiences, extend the network of contacts and get to know best practices. 
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Dual careers 

 

 

 

 

 

 

 

 

 

 

 

Annex to the study "Research Careers in Europe", prepared under Framework 

Contract for Evaluation, Evaluation Related Services and Support for Impact 

Assessment (EAC/22/2013) with DG Education and Culture of the European 

Commission. 
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1. Introduction 
 

This case study will contribute to the implementation of the “Research Careers in Europe” 

study by providing qualitative data that helps answering some of the key study 

questions. More specifically, the analysis provided in the current case study is particularly 

relevant for the topic of dual careers. The subject of this case study is a national network 

whose efforts serve to improve the quality of Dual Career Services in Germany. The 

presentation and in-depth analysis of the “Dual Career Network Germany” (DCNG) 

aims at generating insights into a successful implementation and organisation of a dual 

career network initiative on the national level, its strengths and weaknesses and 

potential impact on the individual, institution and the national research system as a 

whole. It further allows the actors involved to share their knowledge, ideas and concerns 

on the matter which may serve as a knowledge base for the implementation of a dual 

career initiative at a larger scope. On the following pages the structure and scope as well 

as the programme’s effectiveness, sustainability, transferability and its added value with 

regard to dual career efforts in Germany are revealed. 

DCNG is a network of 37 members (Spring 2015), whereby most of the members are 

Dual Career Service Centres implemented at German universities. DCNG carries out two 

important functions: Firstly, the exchange of best practice examples between the service 

centres concerning operational and organisational aspects and, secondly, improving the 

international visibility of support programmes for dual career couples. 

Prior to the interviews exclusively conducted for this case study, a comprehensive desk 

research on the DCNG initiative was carried out. First and foremost, the desk research 

was done via online search, whereby a lot of information could be gathered from the 

DCNG’s webpage (cf. www.dcnd.org). Taken into account that the German version of the 

webpage is much more comprehensive and up-to-date than the English one, some 

translations were necessary in order to provide a comprehensive overview. Information 

about the network’s partner institutions were gathered from their respective webpages if 

necessary. In a second step, telephone interviews were conducted to gain insights from 

individuals directly involved in DCNG’s activities. 
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2. General context of the initiative 
 

2.1 Background, scope and objectives 
 

As it is indicated in the official programme documentation, the key objectives of DCNG 

are to encourage a more active exchange of best practice examples and to improve 

networking amongst staff members of the Dual Career Services at German universities. 

DCNG’s overall aim is to increase the attractiveness of Germany as a host country for 

doing research. Thus, the network does not only have a national but also an international 

scope for attracting excellent researchers from all over the world. In order to achieve 

these objectives DCNG is involved in the development of quality standards and ethical 

guidelines and in spreading of information with regard to dual career support. 

The foundation of DCNG was linked to an establishment of a working group on dual 

career issues initiated by eight German universities in 2009. The network initially 

consisted of 20 organisations (predominantly universities) with its experts from Dual 

Career Services. Nowadays it amounts to 37 member organisations. DCNG is organised 

as a loose network and, thus, not as a registered association with an own office. It is 

internally organised into five working groups covering 1) finance, 2) public relations, 3) 

quality management, 4) strategy, and 5) professional development. Each working group 

consists of one to five members, with some members working in more than one group. 

All members further elect two spokespeople for two-year terms managing press and 

membership requests. The two spokeswomen work in an honorary capacity. 

It is important to note that DCNG itself does not offer any consulting services to dual 

career couples. The network rather targets staff members from Dual Career Services at 

German universities and provides active support with regard to recruiting of dual career 

couples in academia and career fostering of female researchers, including measures to 

ensure a proper work-life-balance and advice in relation to mobility issues. The specific 

goals of DCNG are listed on its website: The network seeks to increase recognition of the 

Dual Career Services, it aims to define the criteria and structures for high-quality dual 

career work and, as a result, has published a best practice paper on standards and 

ethical guidelines for support services. Furthermore, DCNG does Public Relations work on 

a national and international level, it organises professional development training courses 

with external trainers. All these activities are in line with the overarching aim of DCNG 

activities, i.e. increasing the attractiveness of the German scientific system to foreign 

(young) researchers. 

Normally each member university is represented at the DCNG by one or two persons 

working at the Dual Career Service. Currently, there are only about five to seven Dual 

Career Services at German universities which are not members of the DCNG yet. 

Referring to an interviewee, up to now these universities refused a DCNG membership 

due to lack of time or they consider time not ripe for a membership yet. On its website, 

the network provides a list of all its members including the name of the contact person(s) 

at each member institution. There is also a separate section where the most recent 

research publications dealing with dual career issues and press releases of DCNG are 

listed.72 Not least, DCNG initiated an inventory of its member universities with regard to 

the number of staff members working at the corresponding Dual Career Services, the 

organisational strategic focus and the number of counselled dual career couples. 

                                           
72 See for this: <http://www.dcnd.org/links-download.html> 
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Beyond the ‘Stifterverband für die Deutsche Wissenschaft e.V.’ and the ‘European 

Academy for Women in Politics and Business’ (EAF)73, the DCNG cooperates with a 

number of national and international partners. These include various governmental actors 

(e.g. the Department of Foreign Affairs) and major institutions of the German research 

system, including the German Research Foundation (DFG), the German Academic 

Exchange Service (DAAD) or the German Rectors' Conference, as well as various 

international networks and institutions/centres involved in research career advancement 

and mobility (e.g. the German Academic International Network (GAIN), Euraxess 

Germany, the Higher Education Dual Career Network or the Higher Education 

Recruitment Consortium (HERC)).74 Moreover, DCNG is an observer of the European 

GENDER-NET research policy initiative.75 DCNG’s partners provide the network with 

information and/or services about career development and funding, as well as job and 

research mobility opportunities, with dual career being an important topic for most. In 

the last five years DCNG was represented at the GAIN conference in the US and offered 

workshops addressing dual career issues for Germans and dual career couples from the 

US, as an interviewee reported. 

 

2.2  Research settings and key elements and implementation of the 

initiative 
 

The DCNG received a start-up financing about 5,000 Euro from the ‘Stifterverband für die 

Deutsche Wissenschaft e.V.’76 providing financial support for two years. This funding 

played an important role in the network’s formation – for example to set up the 

network’s website, to print roll-up displays for conferences, flyers and to enable the first 

network meetings. Since 2013, the network finances itself via membership fees (50 Euro 

per year) which are first and foremost used to finance the meetings of the network and 

PR measures such as website hosting, flyers.  

Since 2010 the network is meeting twice every year. These meetings are scheduled in 

the context of a relevant conference dedicated to dual career issues, if possible. The 

DCNG meetings feature discussions, workshops, presentations, and vocational trainings. 

Furthermore, the employment conditions for dual career couples in both academia and in 

the public and private sector are critically analysed and discussed. For instance, in the 

most recent meeting (May 2015) the leading recruiters from academia and the private 

sector were invited to participate. The topics discussed by the participants also include 

the organisation and strategic direction of the DCNG and the election of spokespeople 

also takes place during these meetings. 

As it is indicated in the official programme documentation, DCNG aims at increasing the 

professionalism of its members in the relatively new field of Dual Career Services 

                                           
73 The EAF is an independent non-profit organisation providing mentoring and career-

development programmes for future female leaders. The EAF enabled DCNG’s initial 

meeting in its venues. 
74 The complete list of partners consists of: Gain, Euraxess Germany, German Scholars 

Organization e. V., Higher Education Dual Career Network, Higher Education Recruitment 

Consortium (HERC), German Department of Foreign Exchange, Center of Excellence - 

Women and Science (CEWS), German Research Foundation, German Academic Exchange 

Service, and GENDER-NET. 
75 GENDER-NET is a pilot transnational research policy initiative funded by the European 

Commission under the Science in Society work programme of FP7; cf. for this 

<http://www.gender-net.eu/?lang=en.> 
76 The ‘Stifterverband für die Deutsche Wissenschaft e.V.’ is a business community 

initiative advocating long-term improvement of the German education and research 

landscape. 
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implemented at German universities. In order to achieve this aim, the network organises 

training courses – like for example seminars on consulting, feedback processes, 

coaching, career counselling and human resource development, intercultural training, 

quality management, PR and lobbying. According to the interviewees, the subjects of 

specific training courses are defined by the DCNG members in a bottom-up-process 

during the network meetings. The DCNG seminars are usually restricted to 20 

participants. There is a minor contribution in terms of costs – usually it is about 100 

Euro, max. 150 Euro per participant. Every training course/seminar is directly evaluated 

with the help of a feedback questionnaire. 

By organising networking activities at the national level, but also by collaborating and 

exchanging ideas with international partners (see for this 2.1), the DCNG intends to 

make Germany more attractive as a host country for researchers from all over the world. 

DCNG actively promotes the debate on increasingly relevant dual career issues both at 

national and international levels by Public Relations activities. The network’s website 

provides information on dual career issues77 and thereby contributes to the elimination of 

knowledge gaps and reservations against dual career issues. 

                                           
77 As for example Zingg, A. (2013): Analysing the chances and risks of mobile 

researchers and their partners/families within Europe; see <http://www.euraxess-

tandem.eu/fileadmin/content/publications/ 

Report_TANDEM_23.08.2013_incl.statistics.pdf> 
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3. Good Practice 
 

3.1 Results and performance 
 

Effectiveness 

 

It is difficult to measure the impact of the DCNG initiative, since relevant empirical 

evidence (e.g. monitoring data, studies on the impact of DCNG activities, etc.) has not 

been collected yet. However, some early insights can be drawn on the basis of publicly 

available information and on the assessment of the interviewees. 

The Dual Career Service in each of DCNG member organisations supports the spouses of 

newly arriving researchers by helping with the search for nearby employment that 

matches the – often very high – qualifications. Interestingly, according to the 

interviewees, more and more men recur to Dual Career Services in Germany indicating 

that women’s career requirements are becoming more important than, or at least as 

important, as the partner’s ones. A Dual Career Service often provides support 

concerning the many questions around apartment search, searching for child care or 

schools, and more general issues regarding living, leisure, and social integration into the 

new surroundings. According to the two spokeswomen of DGNC, the dual career 

counselling phase lasts until new employment is found and if not roughly one year. 

As a matter of fact, the network’s member institutions hold a variety of differing views 

and strategic targets concerning Dual Career Services. These differences and the 

recognition of different ways through which Dual Career Services influence internal 

processes are considered mutually beneficial. However, what all these different views and 

targets have in common is the aim to increase the attractiveness of their university, to 

recruit the most talented researchers from all over the world, and to promote women. 

Even though universities may compete with each other whilst recruiting the most 

talented researchers from all over the world, DCNG’s members believe that cooperating 

within the network will provide strategic advantages in supporting dual career couples 

and set benchmarks for this service. 

One of the most important achievements of the DCNG so far is its best practice paper 

published in 2013.78 For this paper the network successfully worked out criteria and 

structures for high-quality dual career work to be applied nationwide by its member 

universities – such as transparency (selection based on merit, no nepotism), 

confidentiality, process operation, and data protection. The best practice paper sets 

standards as well as ethical guidelines for Dual Career support services in Germany. All 

DCNG members are committed to apply the standards summarised in this guide. The key 

elements of the best practice paper are presented in the box below. 

                                           
78 Cf. http://www.dcnd.org/tl_files/eigeneDateien/Download-Publikationen/Best-Practice-

Leitfaden%20DCND-2013_EN_End.pdf 
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According to the interviewees, the high engagement of the DCNG members on a 

voluntary basis and the well-attended network meetings can be considered as an 

indicator of the network’s success. Moreover, the visibility of dual career issues can be 

seen as another main indicator of DCNG’s success. Nowadays, these issues are not 

discussed “behind closed doors” anymore. On the contrary, dual career issues have 

become socially acceptable and have even become a marketing instrument for recruiting 

the best researchers from all over the world. Actually, in appointment negotiations 

universities offering professional perspectives for partners and helping to reconcile jobs 

with family-life increasingly gain a competitive advantage. As a result, it is not surprising 

that more and more Higher Education Institutions in Germany are offering dual career 

support. 

Respondents indicated that the network’s success could be assessed by analysing the 

satisfaction of dual career couples counselled by the DCNG members. However, by now, 

there has not been a systematic impact assessment/evaluation on the effectiveness and 

Please beware of the fact that some standards are considered minimums standards 
whereas others are listed as “additional features” of DCS – please see for this the 
DCNG best-practice paper 
 
Scope of DGNG‘s Dual Career Services 

The Dual Career Service provides support, mentoring, guidance, and orientation concerning 
 job search (but job placement cannot be guaranteed) 
 making contact with employers in the region 
 career questions 
 training opportunities, qualification offers, scholarships, and language courses 

 
Guidelines 

 a clearly defined process flow 
 support of an orderly application process (transparent and performance-based 

processes, selection based on merit) 
 consideration of legal requirements (Staff Representation Acts, Equal Treatment Act) 
 confidentiality 
 dependability 

 
Data protection 
The Dual Career Service ensures compliance with data and privacy protection. Additionally, the 
data protection regulations of a single university institution will be respected. 
 
Transparent information about Dual Career Services 
Early contact with the Dual Career Service should be made possible by means of transparent 

information. 
 

Process operation 
a) Planning and contacting 

 arrangement of an initial discussion (in person or via telephone) 
 request for the partner’s CV for discussion preparation 

b) Preparation by the Dual Career Service and the client 

 submission of the CV (possibly also a letter of motivation, references, publications, work 
certificates or other certificates, etc.) 

 gathering of information (as for example planned start of work, career expectations and 
ideal job conceptions, potential employers, self-employment, full-time or part-time, 
salary expectations, etc.) 

c) Process and expectation management 

 Dual Career Service as process support 
 agreement with the double career couple about the scope of services and the time scope 
 realistic estimation of counselling results, no promises or guarantee to find an 

appropriate job, child care places etc. 
 encouraging the self-initiative of double career couples 

 documentation of counselling interviews 
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impact of the DCNG. But according to the interviewees, dual career issues in Germany 

succeeded in gaining an increased visibility and importance. Without doubt, there is an 

awareness of the DCNG initiative amongst the main actors in the German research 

system as well as on the European/international level and institutions actively approach 

the network and request information or cooperation. The two spokeswomen also referred 

to a new field of action for the DCNG: the active participation at job fairs. For instance, in 

April 2015 DCNG was present at the job fair “Women & Work” in Bonn, Germany.  

Value added 

DCNG‘s member universities mutually benefit from the best practice models and they 

jointly advance strategies. This exchange of strategies encourages the acceptance and 

integration of Dual Career Services at universities and, thus, helps to eliminate 

reservations towards the support of dual career couples. 

DCNG welcomes the creation and maintenance of regional networks on the level of single 

“Länder” and regions79 – such as the Dual Career Network Berlin80, the Dual Career 

Network Rhineland81, the Dual Career Network Northern Bavaria82, the Dual Career 

Network of South-East Lower Saxony83, and the “Dual Career Netzwerk Metropolregion 

Rhein-Main”84. All of the leading universities within those regional networks are members 

of the DCNG and benefit from the experiences and developments of their colleagues 

working at Dual Career Services in other regions of Germany. At the same time, DCNG 

benefits from the membership of the above-mentioned regional networks: On the one 

hand these organisations are committed to the DCNG standards by applying the best 

practice paper. On the other hand, Dual Career experts from the industry sector are 

members of these networks providing opportunity to learn from best practice examples 

from industry. 

 

3.2 Sustainability and transferability 
 

Respondents indicated that the membership fees secure the sustainability of the DCNG in 

the sense of ensuring the hosting of the network’s website and enabling the meetings of 

the network. Even though the network has only been established five years ago, it has 

managed to significantly increase the awareness of dual career issues. Furthermore, a 

number of permanent positions for staff members of Dual Career Services were created 

which is an important factor with regard to the sustainability of dealing with dual career 

issues. Moreover, DCNG managed to achieve a quality standard by means of the best 

practice paper and to integrate dual career measures in both national and international 

strategy papers (such as e.g. GENDER-NET). According to the spokeswomen, the 

network will exist until such time as pressing questions and volunteer engagement of the 

network’s members exist. 

According to the spokeswomen, there are three fields of action in the network’s agenda 

for the next years: 

1) Increasing the awareness of the DCNG amongst industrial companies. 

                                           
79 Some regional networks comprise of members from 2 or 3 Länder within a 

“commutable” area. 
80 See <https://www.talent-berlin.de/en/working-in-berlin/dual-career/> 
81 Cf. <http://www.dualcareer-rheinland.de/dc-rheinland/EN/Home/home_node.html> 
82 Cf. <http://dualcareer-nordbayern.de/en/> 
83 Cf. <http://www.allianz-fuer-die-region.de/nc/handlungsfelder/wirtschaftsfoerderung-

und-nsiedlung/ 

netzwerk-fachkraefteentwicklung/dual-career-netzwerk-

suedostniedersachsen.html?sword_list[]=Career> 
84 Cf. <http://www.uni-frankfurt.de/41069514/rhein-main> 

http://www.dualcareer-rheinland.de/dc-rheinland/EN/Home/home_node.html
http://dualcareer-nordbayern.de/en/
http://www.uni-frankfurt.de/41069514/rhein-main
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2) Increasing job offers for dual career academic couples: as a matter of fact, it is 

quite challenging to find an appropriate job for an academic partner at the same 

university or at a university in the close proximity. In contrast to industrial 

companies, there are numerous restrictions at universities and most of the latter 

are not able to simply create a new position for a dual career academic partner. 

Sometimes, it is at least possible to make an offer for a fixed-term position (1-2 

years) for enabling the partner to fundraise his/her own position by a fellowship. 

From the point of view of the spokeswomen a superordinate scholarship 

programme would be helpful to guarantee adequate working conditions. 

3) Up to now, the Dual Career Services focus on the partners of professors since 

these researchers are highly sought-after in the highly competitive field of 

universities to recruit “excellent” researchers. However, according to the DCNG 

spokeswomen, it would be desirable to widen the dual career consulting service 

focus and to also take into account the very large group of postdoctoral students 

in order to make research careers more attractive, especially to women. 

From the point of view of a beneficiary there is still a need to improve the image of Dual 

Career measures in Germany and especially to further expand its services. In addition, 

the beneficiary emphasised that the whole service package should be made more 

transparent and she pointed to the fact that even nowadays there are highly qualified 

couples who do not trust in Dual Career Services. She also explained that dual career 

measures are particularly useful for researchers from abroad, which is why it is beneficial 

that the Dual Career Services work hand in hand with the Welcome Centres. 
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 Dual Career Network Rhineland: <http://www.dualcareer-rheinland.de/dc-

rheinland/EN/Home/home_node.html > 

 Dual Career Netzwerk Metropolregion Rhein-Main: <http://www.uni-

frankfurt.de/41069514/rhein-main> 

 European Academy for Women in Politics and Business: <http://www.eaf-

berlin.de/index.php?id=eaf&L=1> 

 GENDER-NET: <http://www.gender-net.eu/?lang=en> 

 German Academic Exchange Service (DAAD) (2014): Zurück nach 

Deutschland. Karrierewege in Wissenschaft und Forschung. Retrieved from 

<https://www.daad.de/medien/downloads/zur%C3%BCck_nach_deutschland.

pdf> 

 International Higher Education Dual Career Association (IHEDCA): 

<http://ihedca.com/wp/> 

 Stifterverband für die Deutsche Wissenschaft:< 

http://www.stifterverband.info/ > 

 Zingg, A. (2013): Analysing the chances and risks of mobile researchers and 

their partners/families within Europe. TANDEM Project Report 08/2013. 

Retrieved from <http://www.euraxess-

tandem.eu/fileadmin/content/publications/ 

Report_TANDEM_23.08.2013_incl.statistics.pdf> 

 

- Interviewed persons 

No. 
Name of the 

interviewee 
Institution 

Position of the 

interviewee 

Date of the 

interview 

Type of the 

interview 

1 Katharina Klaas University of 

Freiburg 

Chairwoman of 

DCNG 

01.10.2015 Telephone 

2 Marlar Kin University of 

Frankfurt 

Chairwoman of 

DCNG 

05.10.2015 Telephone 

3 Dr Frauke 

Lorenzen 

University of 

Freiburg 

“beneficiary” of 

DCNG 

07.10.2015 Telephone 

http://www.dcnd.org/home.html
http://www.dcnd.org/tl_files/eigeneDateien/Download-Publikationen/Best-Practice-Leitfaden%20DCND-2013.pdf
http://www.dcnd.org/tl_files/eigeneDateien/Download-Publikationen/Best-Practice-Leitfaden%20DCND-2013.pdf
https://www.talent-berlin.de/en/working-in-berlin/dual-career/
https://www.talent-berlin.de/en/working-in-berlin/dual-career/
http://dualcareer-nordbayern.de/en/
http://dualcareer-nordbayern.de/en/
http://www.allianz-fuer-die-region.de/nc/handlungsfelder/wirtschaftsfoerderung-und-nsiedlung/netzwerk-fachkraefteentwicklung/dual-career-netzwerk-suedostniedersachsen.html?sword_list%5b%5d=Career
http://www.allianz-fuer-die-region.de/nc/handlungsfelder/wirtschaftsfoerderung-und-nsiedlung/netzwerk-fachkraefteentwicklung/dual-career-netzwerk-suedostniedersachsen.html?sword_list%5b%5d=Career
http://www.allianz-fuer-die-region.de/nc/handlungsfelder/wirtschaftsfoerderung-und-nsiedlung/netzwerk-fachkraefteentwicklung/dual-career-netzwerk-suedostniedersachsen.html?sword_list%5b%5d=Career
http://www.allianz-fuer-die-region.de/nc/handlungsfelder/wirtschaftsfoerderung-und-nsiedlung/netzwerk-fachkraefteentwicklung/dual-career-netzwerk-suedostniedersachsen.html?sword_list%5b%5d=Career
http://www.dualcareer-rheinland.de/dc-rheinland/EN/Home/home_node.html
http://www.dualcareer-rheinland.de/dc-rheinland/EN/Home/home_node.html
http://www.uni-frankfurt.de/41069514/rhein-main
http://www.uni-frankfurt.de/41069514/rhein-main
http://www.gender-net.eu/?lang=en
https://www.daad.de/medien/downloads/zur%C3%BCck_nach_deutschland.pdf
https://www.daad.de/medien/downloads/zur%C3%BCck_nach_deutschland.pdf
http://ihedca.com/wp/
http://www.stifterverband.info/
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1. Introduction 

This case study is aimed at generating in-depth insights into research career 

management practices related to dual career issues, focusing on the activities and 

experiences of a not-for-profit association which - acting at a local and global level - is 

composed by companies, non-governmental organisations and academic institutions.  

The International Dual Career Network (IDCN) is a young initiative which was first 

launched in 2011, as a local Swiss initiative led by Nestlé, Philip Morris International, 

Ernst & Young and the Vaud Chamber of Commerce (CVCI). It has already proved its 

value and capacity to successfully achieve its purpose, to help skilled and experienced 

mobile employees' partners from member companies with their job search. Today it is 

positioned as an international reference, mobilizing not only several well-established 

companies with international assignees and an interest in recruiting experienced talent, 

but also a massive group of dedicated volunteers in different locations worldwide.  

Since the non-academic sector is not often represented within the scope of existing 

studies, mainly due to the difficulties in approaching private companies and identifying 

relevant research activities or researchers, the present case study will contribute to 

highlighting the role of large companies which are committed to dual career friendly 

approaches that allow their leadership teams to attract, develop and retain talent. 

Lessons learnt can encourage other companies to address similar issues and motivate 

them to adopt innovative approaches responding to the needs of talented researchers in 

mobility processes. 

This report will contribute to understand how the initiative operates, what are the results 

achieved since its creation and what are the challenges that are being embraced to 

ensure its long-term sustainability. The report is built on the results of the desk research 

and on the analysis of relevant documentation and monitoring of data that were collected 

and kindly shared by the representatives of the IDCN, to whom we are grateful for the 

relevant inputs provided during the interviews. 
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2. General context of the initiative 

2.1 Background, scope and objectives 
 

First launched in 2011 as a local initiative (Lake Geneva region, Switzerland) led by 

Nestlé, Philip Morris International, Ernst & Young and the CVCI, the IDCN is a non-profit 

association of companies, non-governmental organisations and academic institutions with 

the purpose of facilitating the job search for mobile employees’ partners, and providing 

member companies access to a turnkey pool of talent.  

The main revenue sources of the association are the membership fees (of global and 

corporate members, representing near 70% and 30% of this income, respectively). An 

additional revenue source is the donations of the IDCN Global Executive Board 

organisations (Nestlé, Philip Morris International, Novartis, L’Oréal and Mondelez 

International).  

IDCN is currently present in several cities around the world, from Los Angeles, New York, 

Mexico City and Sao Paulo to Dubai passing through Paris, London and Brussels, and 

involves almost 20 organisations and almost 70 local entities. In Switzerland, the birth 

country of the initiative, the network is present in three cities including Lake Geneva (the 

first location of the IDCN), Zurich and Basel. Additionally, the creation of new networks in 

China (Shanghai and Beijing) and Hong Kong is expected.  

All corporate members of IDCN (whether a company, an international organization, a 

non-governmental organization or any other legal entity with international assignees and 

an interest in recruiting experienced talent) can access to a qualified talent pool and a 

mobility support service while becoming a dual career friendly organisation. Hence, after 

the organization has formally joined the IDCN association, it is encouraged to use 

different channels to communicate the IDCN opportunity, including the intranet page for 

the network, internal brochures design to address employees’ interests and a partner 

welcome package/sessions.  

On the other hand, mobile employees’ partners (in dual career situations) of the 

corporate members get support when moving to a new country and benefit from the 

access to several professional opportunities and to an extensive network of HR 

professionals. For instance, there are 4 to 8 events organised per location with an 

average attendance of 30 to 150 people, plus HR professionals, and partners registered 

in the IDCN (between 100 and 400 depending on the locations) who are notified about 

these events.  

How do they become a member? Registering in the IDCN local affiliate and 

subsequently joining the IDCN local groups on LinkedIn in order to share professional 

information and participate in discussions together with other members. 

 

2.2  Research settings and key elements and implementation of the 
initiative 

 

The IDCN’s financial resources originate from membership fees, sponsoring, 

compensation for IDCN’s publications or the organisation of seminars and conferences, 

and any funding received from third parties sharing the same goals as the IDCN85. 

                                           
85 IDCN Articles of Incorporation available at http://www.idcn.info/resource-

center/corporate-documents.aspx  

http://www.idcn.info/resource-center/corporate-documents.aspx
http://www.idcn.info/resource-center/corporate-documents.aspx
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While at a central level the IDCN is led by a Global Executive Board (which is composed 

by representatives of the Global Members appointed by the General Assembly) and a 

Centre of Expertise (which acts as a central resource to assist the Executive Board and to 

support the networks), at a local level it is managed by committees (and sub-

committees) made up of volunteer partners that benefit from the support of corporate 

mentors/committees.  

The Global Executive Board is composed by representatives that are responsible for 

mobility, recruitment and diversity in the human resources departments of the Global 

Members and that dedicate their time to IDCN free of charge, assuming core 

responsibilities at the network as follows: 

 

Table 4: Global Executive Board 

Representative Organisation Role at IDCN 

Sue Johnson Nestlé (Head of Gender Balance and 

Diversity) 

Founder and 

President 

Raquel Gutiérrez Philip Morris International (Vice President 

Diversity & Inclusion) 

Vice President 

Jane Harris Novartis (Head of Global Mobility) Treasurer 

Latifa Taleb-

Serre 

L’Oréal (Head of International Mobility)  General Secretary 

Gail Axon Mondelez International (Director of HR 

Solutions) 

Member of the 

Executive Board  

Tobias Simons ABB (Group Vice President and Head of 

Global Mobility) 

Member of the 

Executive Board  

Louise Barrelet Ernst & Young (Senior Manager | Human 

Capital) 

Permanent guest 

Laetitia Tierny Philip Morris International (Manager 

Diversity & Inclusion) 

Permanent guest 

Source: IDCN (2014), 2104 Global IDCN Annual Review 

 

This main corporate body is responsible for strategic decisions, approving new locations, 

internal policies/ guidelines and regulations, appointing the Executive Board members 

and the Centre of Expertise members, presenting accounts and the budget to the General 

Assembly, setting the membership fees and deciding on non-financial membership 

contributions.  

The Centre of Expertise is responsible for supporting the Executive Board and the 

Networks of different locations, encouraging links between corporate and partners and 

for the evaluation and monitoring of the achievements based on KPIs. This Centre is also 

in charge of communication, association and business development activities, including 

the attraction of new corporate members in established or new locations. In this later 

case, it should be mentioned that when a group of companies is facing high demand to 

recruit talent and has a high number of mobile employees seeking dual career support, 

they can suggest the launching of a new IDCN location (following a business model based 

on a 5 steps methodology). In these cases, an ‘on boarding’ half-day event is organised 

to prepare the launch of new locations and for prospecting companies to understand the 

network and its methodology. This event is a good opportunity to network with other 

companies and make commitments to extend the participation in IDCN.  

Corporate members can be local or global and, depending on these categories, they 

have different membership fees, benefits, level of commitment and influence. For 

instance, global members may join the networks in all IDCN locations and be associated 
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with the IDCN brand globally, while local members may only join the network of a single 

location and be associated with the brand in their specific location. Current global 

members are (by alphabetic order): ABB, Cargill, Colgate-Palmolive Company, Danone, 

Ernst & Young, IFF, Kimberly-Clark, L’Oréal, Lafarge, MARS, Mondelez International, 

Nestlé, Novartis, PepsiCo, Philip Morris International, Sanofi, Technip, Total and Unilever. 

Independently of the membership category, the two following principles of the network 

are applicable: 

 

 Corporate members will retain control of the formal recruitment processes within 

their organisations in accordance with their own internal policies;  

 Corporate members do not have to give partner members any priority over local 

workers for recruitment or assignment of vacancies86 

Further, members are committed to the attendance to IDCN meetings and network 

events on a regular basis and the hosting or sponsorship of events every one or two 

years depending on the number of members in the network, as well as sending recruiters 

to IDCN network events hosted by other companies. Hence, corporate members together 

with services providers and partner volunteers are actively involved in the organisation 

of these regular events dedicated to share useful information on job search and career 

development in the region (for instance, receiving practical guidance from HR 

professionals) and to create opportunities to meet with recruiters from the corporate 

members and to showcase the hosting company.  

Services providers are mainly recruitment agencies that are registered in the IDCN and 

do not have to pay membership fees. The core motivation for their enrolment in the 

network is that they see the IDCN as a pool of talented and diversified candidates, which 

they can immediately access and invite to participate in their projects or recommend to 

companies they work for. For the regular attendants of the events, these organisations 

provide their knowledge on the job market and help candidates to sharp their CVs and 

interview skills. 

For joining IDCN, partners must meet predefined criteria besides their relationship with 

a mobile employee of an IDCN member. These include seeking employment in the 

region, being unemployed (or employed if still living outside of the region) and having 

been relocated to the region in the last 2 years or being relocated to this area in the near 

future. Also, for the network, dual career refers to situations where the partners are 

seeking a professional activity, whether remunerated or not. As IDCN is a volunteer 

organization it depends on the leadership and organizational support provided by its 

members for its events. The partners are encouraged to become volunteers and to 

benefit from the network and work with talented and motivated individuals, with a close 

contact with corporate members and service providers, training/coaching hours free of 

charge and exposure to a wider audience through event presentations. 

Although no accurate overall data exist at the moment to have a clear image of the IDCN 

partners profile, it is assumed that it is quite heterogeneous and that it differs from 

chapter to chapter (between the network locations). For instance, data from 2012 reveal 

that the majority of the partners registered in the Lake Geneva region in that specific 

year was looking for full time contracts; had more than 5 years of experience in 

marketing, finance and business development; and hold a postgraduate degree. Most of 

them came from European countries.  

Feedback from the events are in line with this profile, as the hosting corporate members 

and services providers highlight the participation of talented partners, with international 

experience, relevant language skills and several years of experience in their field. 

                                           
86 IDCN (2013), 2013 Global IDCN Annual Review 
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3. Good practice 
 

3.1 Results and performance 
 

Effectiveness  

 

First launched in 2011, the IDCN is now in its fifth year. Its achievements reflect an 

innovative and fast growing business model, as the network has successfully expanded 

from a local initiative, moving beyond Europe into South and North America as well as 

the Asia Pacific region, and is attracting corporate members from all industries.  

 

Figure 5: IDCN new locations over the time 

 
Source: IDCN (2014), 214 Global IDCN Annual Review; IDCN (2013), 2013 Global IDCN 

Annual Review 

 

The most recent results available showed that the initiative is reaching significant results, 

as in 2014 38 events were conducted within the different networks, 93 partners were 

hired in location, 1.932 partners registered in the association and 137 active volunteers 

mobilised their efforts towards the objectives of facilitating the professional integration 

for partners of mobile employees in key locations around the world. These results clearly 

benefited but also surpassed the achievements of the precedent year, as in 2013 30 

events were organised and the number of partner members registered (in all forms of 

partnership) was of 1.362.  

In this context, it can be stressed that there are two significant outcomes that attest the 

fast growing dynamic of the association; they are: the number of corporate members (50 

to 70 multinationals, non-profits and educational institutions committed with the 

network) and the number of registered partners (which had an increase of near 30%). An 

additional key indicator is related to the contribution of the activities of the association to 

the job search/placement at different locations. Here, we find that from the beginning 

and until 2014, over 160 partners have found a job with the support of IDCN. 

When comparing the results reached on the different locations it is possible to have a 

clearer idea on the performance (2013-2014) of each network (Lake Geneva region, 

Mexico City, Paris, Zurich, London and Sao Paulo) at a local level. For instance, regarding 

the impact on the partners hiring, it is possible to highlight the results obtained in Paris 

and Zurich, as presented in the following figure.  

2011 

•Lake Geneva 
region, 
Switzerland 

2012 

•Mexico City, 
Mexico 

•Paris, France 

•Zurich, 
Switzerland 

2013 

•London, UK 

•Sao Paulo, 
Brazil 

2014 

•Los Angeles, 
USA 

•Basel, 
Switzerland 

•New York, 
USA 

•Dubai, United 
Arab Emirates  

2015 

•Brussels, 
Belgium 
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Figure 2: Partners hired in location 

 
Note: There are no data available for Sao Paulo for this indicator. 

Source: IDCN (2014), 2014 Global IDCN Annual Review; IDCN (2013), 2013 Global IDCN 

Annual Review 

 

Regarding the number of partners registered, Paris and Zurich also gather the highest 

numbers, being preceded by the Lake Geneva region, as presented below. Additionally, 

and taking into consideration only the results of 2014, it’s relevant to emphasise the 

Basel network, counting147 members registered. 

 

Figure 3: Partners registered in IDCN 

 
Source: IDCN (2014), 214 Global IDCN Annual Review; IDCN (2013), 2013 Global IDCN 

Annual Review 

 

Concerning the events organised, the results showed a more homogeneous performance 

among locations (please, see the next figure). In this case, the Mexico City and Lake 

Geneva region were the networks with more events conducted in both years.  
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Figure 4: Events organised 

 
Source: IDCN (2014), 2014 Global IDCN Annual Review; IDCN (2013), 2013 Global IDCN 

Annual Review 

 

The abovementioned events can focus on different topics that allow companies to 

connect partners and create opportunities for the employee’s partners to meet HR 

representatives from leading multinational companies, as well as to network among their 

peers in order to sharpen and focus their job search. They can be designed as CV clinic, 

interview clinic, workshops for self-employers or addressing specific themes related to 

job search or career development (for instance, practical tips and hints on how to 

organize job search in a more effective and impactful manner), volunteer programmes 

informative sessions, job fairs, among others.   

The number of active volunteers is one of the indicators monitored in each location, since 

partners registered as volunteers perform an important role within the network activities, 

in particular the events. The results at this level distinguished Zurich and Lake Geneva 

regions as the locations with more active volunteers in 2013 and 2014. Furthermore, and 

considering just the results of 2014, the third location with the highest results was Basel, 

with 24 active volunteers. 

 

Figure 5: Active volunteers 

 
Source: IDCN (2014), 2014 Global IDCN Annual Review; IDCN (2013), 2013 Global IDCN 

Annual Review 

 

Another indicator that provides significant feedback on the perceived impact of the 

events is related to the percentage of partners stating that the IDCN events have 

improved their local job search opportunities. In this case, the average percentage was 

of near 88% for 2013 and 82% for 2014 for the six locations. Moreover, it should be 

noticed that the highest rates in 2014 were achieved by the Basel network (equivalent to 

92%).   
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Figure 6: Partners saying that the IDCN events have improved their local job 

search opportunities 

 
Source: IDCN (2014), 2014 Global IDCN Annual Review; IDCN (2013), 2013 Global IDCN 

Annual Review 

 

A final performance indicator is related to the number of corporate members, which 

shows a general increase of members in most of the locations between 2013 and 2014 

(see figure below). In this context, Lake Geneva Region and Mexico City revealed an 

expressive growth. Also it is worth mentioning the numbers of New York and Dubai for 

2014, both locations gathering 11 corporate members. 

 

Figure 7: Corporate members 

 
Source: IDCN (2014), 2014 Global IDCN Annual Review; IDCN (2013), 2013 Global IDCN 

Annual Review 

 

Value added 

Mobility plays an important role in the professional lives of many couples and families as 

when one partner accepts a job in a new location this decision uproots the whole family 

and often leaves his/her partner on the search for a new job in a foreign job market. 

Dual career couples are now more than exceptions and some companies are creating and 

embracing solutions to attract and retain talented mobile employees and their partners. 

IDCN corporate members are actively affirming themselves as dual-career friendly 

organisations, promoting events together with services providers, targeted to their 

mobile employee’s partners, aimed at supporting them on their job search process and at 

providing them with relevant career information.  
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Among the main features of this international initiative we can count with its volunteer 

base and its business model. In this context, both the relevance and efficacy of the 

activities and the inspiring efforts of the volunteers and corporate members (in particular 

multinationals, but not exclusively) are generating a positive effect in terms of the 

proliferation of the network in several new locations in different regions of the world.  

The fast growth of the association is a key indicator of the current needs of the involved 

organisations, particularly in terms of their demand to recruit talent and support mobile 

employees facing dual career problems. It also shows that the 5 steps methodology of 

the IDCN business model is one of the feasible solutions to address these concerns.  

How this model works? When launching and running a new location, 5 steps must be 

fulfilled, as follows: 

1. Step 1: Constituting the corporate steering committee in order to set up the 

leading structure on the corporate side. This step involves the organisation of an 

‘on-boarding’ meeting with organisations interested in joining the network. These 

meetings create an opportunity to present the methodology and principles of 

IDCN and reach agreements with potential corporate members (i.e., the promise 

of their subsequent registration in the network and commitment to host the first 

event targeted to partners in the new location). 4 to 6 organisations are needed 

to launch a new location; 

2. Step 2: Organisation of events for the mobile employees’ partners. This step 

provides guidance for hosting the first and following events in the new location. 

Usually, they are structured in three main parts: a corporate presentation, 

workshops/training sessions, and networking sessions. Hosting organisations are 

different for each event, allowing the corporate members to share the costs they 

have with these compulsory activities.  

3. Step 3. Constituting the volunteers steering committee. This step is related to the 

encouragement given to partners during the first event to register the network as 

a network of volunteers. Hence, complementing the 4 to 6 organisations of the 

corporate steering committee, 4 to 6 volunteers (team leaders) will be assuming 

the responsibility of supporting the network in the new location. Mentoring and 

coaching services are offered to these team leaders by corporate members, 

helping them on their job search process as well as on their role in IDCN. 

4. Step 4. Monitoring and measurement. This step is mainly linked to the KPI defined 

and the positive use of the collected feedback for the improvement of future 

activities. KPI are collected every quarter by volunteers. Some indicators are 

easier to gather than others, for instance, the number of hired partners is tracked 

through different channels, including the information provided by 

partners/volunteers, who contact the network updating their professional 

situation, the monitoring of LinkedIn accounts and the follow-up with 

partners/volunteers that stopped attending the events. 

5. Step 5. Sustainability and growth. This final step involves the actions that are 

promoted to create awareness and disseminate the network and its benefits. It 

comprises also the existing templates, materials and guidance on how to use 

them to inform employees’ partners on the advantages of the support services 

provided.  

The increasing number of corporate members indicates that many companies are aware 

of the initiative and its benefits in terms of partner’s employment, family integration and 

culture adaptability, removal of mobility barriers and improvement of mobile employee’s 

engagement. Moreover, they perceive it as a successful way of giving employees the 

opportunity for international roles and to help them in new environments without feeling 

the stress of seeing their family or partners’ professional lives jeopardised. In this 

context, whereas it can be assumed that companies could find different solutions to 

support their mobile employees (and that in fact for some of the corporate members, the 
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network represents an additional alternative to other actions that are offered to their 

employees), it can also be stressed that the IDCN has several distinguishing features. For 

instance, through the network, corporate members offer their mobile employees’ 

partners the chance to meet with HR professionals in a unique environment, which 

facilitates the job search process but also the exchange of experiences with other 

persons in the same situation and the enrichment of their personal and professional 

network of contacts. 

These advantages are recognised by the corporate members who, in most of the cases, 

actively disseminate their enrolment in IDCN and its associated benefits, for instance, in 

intranet pages, institutional websites or social media accounts or in events targeted to 

their mobile employees, were they distribute flyers and encourage them to discuss the 

content with their partners, etc. In specific situations, as it happens with the Nestlé (but 

not exclusively), the involvement in IDCN is highlighted as part of the Corporate Social 

Responsibility (therefore, the initiative is always mentioned in the company annual 

reports and it is associated with the corporate social commitments).  

In this context, the fact that most of the new corporate members are registering to the 

network after older members shared their experiences with them reveals that they 

believe in the IDCN as a feasible solution for their needs in terms of dual career issues. 

On the other hand, the volunteer base, the ongoing hard work and contribution of the 

partners are also distinctive aspects of the initiative. An active participation on the 

network activities empowers partners and gives them more visibility while the results of 

hired partners in the different locations are encouraging mobility processes of talented 

couples. Complementing the passionate efforts of the partners/volunteers is the inspiring 

commitment of the corporate members, who give their time and work besides their daily 

job to organise events and ensure that the network is achieving its goals. 

Finally, it is worth mentioning the relevant network processes that are facilitated between 

all the stakeholders, allowing them to mutually learn and find solutions to their needs. 

3.2  Sustainability and Transferability  
 

Sustainability 

 

The IDCN was created with a long-term vision of becoming a successful global solution to 

the dual career challenges. For achieving its aims, the not-for-profit association counts 

on: 

 A 5 steps methodology that is followed by all the organisations involved.  

 Global and local corporate members that disseminate the brand and promote 

events targeted to mobile employee’s partners; and  

 Partners and volunteers that support the activities of the network and benefit 

from them (for instance, meeting with HR professionals during the events that will 

help them in their job search or career development). 

The business model has already proved to be successful and the network is fast 

expanding to several locations, with over 70 active member organisations, more than 

1.900 partners registered and near 160 partners employed with the support of IDCN. 

Facing a dramatic growth since its creation, the association is focused on improving its 

services, developing tools to measure the overall progress of the initiative and fine-

tuning the strategy towards the sustainability of the network.   

Recently, the association launched the IDCN website which will enhance the 

communication and marketing efforts of the network and contribute to raising awareness 



                                                                        June 2016                                                             221 

Study “Research Careers in Europe” 

Case study: International Dual 

Career Network (IDCN) 
 

 
  

 

 

with regards to its aims and achievements among relevant stakeholders. Another 

measure implemented in the last years, more linked the internal structure of the 

association was the creation of the Global Centre of Expertise to support the launch of 

new locations and member registration. Together with the launching of several sub-

committees, these changing processes were aimed at supporting the business 

development and improving the support given to members, partners and volunteers.  

Additional actions are being put into practice to optimise the support services provided by 

the network, including the development of a tele-management platform for the 

registration process of partners. Expected to be fully operating in 2016, this platform will 

allow the IDCN to gather and monitor information on several indicators, such as the 

country of origin of the partners, educational profile and professional experience. 

These measures are part of a long-term strategy that is defined and is aimed at 

positioning the network as a global solution. Hence, it is expected that IDCN expands 

globally reaching up to 30 networks by 2020. The definition of the new locations (which 

is responsibility of the global corporate members) is based on two major aspects: the 

first one linked to the mobility-related needs of the companies located in “experts’ hubs” 

(the demand for talented human capital) and the second one is associated with the 

potential growth of the network in the new location (which depends, among others, on 

the number of existing companies and the number of expatriates). 

This strategy involves keeping the focus of the initiative, i.e., addressing the needs of the 

corporate members, keeping them engaged in the different locations and encouraging 

not only more companies to join the association but also local members (such as large 

companies) to become global members. 

Transferability 

The success of the IDCN relies in several factors previously highlighted in the above 

sections but it is worth noting one of the models’ strengths that stands out: the 

enthusiastic participation of the corporate members (particularly the private companies). 

This active involvement emerges from different motivations including, among others, the 

needs of the organisations towards increasing the attraction and retention of talented 

human resources and the improving the effectiveness of the solutions provided by the 

network. In this later case, the opportunities or benefits provided by IDCN to companies 

are two-fold: easy and direct access to a pool of talented resources and provision of 

support to the mobile employees’ partners in their job search and career development 

processes (moreover, subsequently, an increased motivation of companies’ human 

capital for mobility opportunities).  

The IDCN model facilitates the dialogue between companies/academic institutions and 

talented unemployed resources through the organisation of events promoted by 

corporate members. While working as matching opportunities, these events also 

contribute for the improvement of the job search skills of mobile employees’ partners and 

their knowledge about the local job market. In addition, as the corporate members are 

supported by a group of volunteers, these events (organised in turn by the local 

organisations) have an interesting cost-benefit ratio for the companies.   

The direct involvement of the companies, together with the support from the volunteer 

base of the association, are the main inspiring elements of IDCN with transposable 

possibilities to other initiatives. 
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1. Introduction 

The case study on the Daphne Jackson fellowship programme has been developed in the 

framework of the study “Research careers in Europe”, under the category “Initiatives to 

promote career-restart and preventive measures to avoid full career breaks”. 

The main purpose is to highlight the main aspects of the initiative and understand if and 

how those elements would be transposable to the MSCA framework. 

Aiming at the deepest understanding of the implementation of the initiative, our desk 

research – including data collected through the report “Leading the way for Returners: A 

survey of former Daphne Jackson Fellows, 2015”, launched by the Daphne Jackson Trust 

– has been supplemented by three interviews with different stakeholders: the Chief 

Executive of the Trust, a representative from a host organisation (which is also a half 

sponsor of the Trust) and a former fellow (who has also collaborated with the Trust as a 

fellowship advisor in the past and is currently a member of the Trust award assessment 

panel). Through this approach, our case study has gathered a broader perspective and a 

qualitative assessment. 

Throughout the preparation of the case study, great collaboration has been shown by the 

Chief Executive of the Daphne Jackson Trust, Doctor Katie Perry, and by the interviewees 

she recommended. The programme has been running for around 30 years and is well 

established, which means a lot of information and data on the trends are available in 

order to make a good assessment of the initiative. Therefore, no major difficulties have 

been encountered. 

 

History 

 

The Daphne Jackson fellowship scheme started in 1985/1986 when Daphne Jackson - the 

first female Physics professor in the UK - was still alive.  She launched the scheme for 

returners as a pilot initiative to encourage individuals to get back to their careers after 

their absence for family commitments.  

Since its launch, 29 women went through the fellowship programme until Professor 

Daphne Jackson passed away in 1991. The Daphne Jackson Trust was established as an 

independent charity a year after Daphne Jackson’s death (hence the name), to continue 

offering the fellowships, which have not significantly changed since the initiative was first 

launched: they are normally 2-year part-time research fellowships (up to 3-year in 

exceptional cases), containing a considerable retraining programme. 

From 1992 to 2002 the Trust ran as a relatively small organisation of volunteers - 

offering not more than 5 or 6 fellowships per year. Since 2002 it started being organised 

in a more professional way, hiring employees and increasing the number of offered 

fellowships.  

Today the Daphne Jackson Trust is UK's leading charitable organisation dedicated to 

realising the potential of scientists returning to research following a career break and its 

fellowship scheme has awarded 298 fellows to date (54 fellows currently in post)87. 

  

                                           
87 Report “Leading the way for Returners: A survey of former Daphne Jackson Fellows, 

2015” 
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2. General context of the initiative 
 

2.1 Background, scope and objectives 
 

The trust 

As a charity, the Daphne Jackson Trust doesn’t have its own money to sponsor the 

fellowships. Practically, it acts as an intermediary, dealing with the returners and 

organisations sponsoring fellowships, i.e. matching fellows and sponsors. For each 

fellowship the Trust sets up a specific amount of money to be paid by the sponsors; apart 

from this money, there is a fellowship support cost which is the amount of money that 

goes to the organisation as a Trust.  

The operations of the Trust are funded mainly through the fellowship programme. 

Overall, around 80% of the Trust’s income comes from the fellowship support costs, 

while 20% comes from donations.  As a charity the Trust has a very small 

reserve/budget and in order to continue its activities - the Trust needs therefore to offer 

a certain number of fellowships per year. However, unlike many other charities, the 

number of fellowships offered by the Trust per year is not fixed, since this purely 

depends on the number of sponsors. 

 

Involvement of the private sector 

The Trust doesn’t have a lot of interaction with industry and the fellowships are 

predominantly academic, offered in academic institutions. Occasionally, there have been 

fellows in industry: this tends to be in large industrial organisations having to undertake 

a significant amount of research and development, usually in the pharmaceutical sector 

or in engineering companies, such as Rolls Royce. 

In any case, according to the interviews, the Trust would be keen on working more with 

industry and it currently has an arrangement with the Royal Society of Chemistry, which 

is very interested in funding fellowships in industry.  

 

Audience 

The target audience of the initiative are return STEM professionals (both women and 

men) coming back to research after a career-break of at least 2 years’ duration, taken 

for family, caring or health reasons. In addition to honours degree in science, technology, 

engineering or mathematics (STEM) subjects, applicants should have a PhD or at least 3 

years of research experience, academic or industrial, prior to the career break. 

As to the geographical coverage, at the moment the initiative is only available for 

restarters willing to undertake research in a UK-based organisation. The candidates must 

be UK residents or have the right to remain in the UK indefinitely and be based in the UK 

when applying. Although the fellowships are currently available only for candidates based 

in the UK, the Trust is considering that the geographical reach of the initiative could be 

extended. 

When the Daphne Jackson Fellowship Programme was launched, it was restricted to 

women. However, in 2003, the Charity commission decided to extend the initiative also 

to men, because from time to time male candidates, who basically met all other criteria, 

except for the gender requirement, applied for fellowships. Despite this change, the 

applications come predominantly from women - mainly coming back to research after a 

maternity period - reaching around 96% of the total, while men only represent the 
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remaining 4%.88 Although the rate of male applicants is low, it remains consistent year 

by year.  

All applicants must meet the criterion of having taken a break for either family caring or 

health reasons. For men, the reasons for the break seem to be quite balanced between 

caring responsibilities for their children and illness.  

In the report containing the results of the 2015 post-fellowship survey of former fellows –

presented during the Daphne Jackson Research Conference (15 October, London) - 

statistics reveal that 4 and 5 years was the most common length of career break among 

former fellows.  

 

Figure 1: Number of Daphne Jackson Fellows across the range of career break 

duration 

 
Source: Report “Leading the way for Returners: A survey of former Daphne Jackson 

Fellows, 2015” 

 

Overall, statistics also reveal that fellows are mainly over 30 or even 40 when applying. 

According to the Chief Executive’s interpretation, the applicants often take a career break 

after second or third child because they realise that is too complicated and expensive to 

continue working, since the costs of childcare can be a limiting factor. Then the majority 

of applicants will apply when the children are settled into either primary school or 

sometimes not until secondary school. 

Channels & level of awareness 

Although the most common way researchers hear about the Daphne Jackson fellowships 

seems still to be through word-of-mouth - a trend confirmed by all our interviewees - in 

order to ensure the largest visibility of the programme, the Daphne Jackson Trust 

normally uses its own website as well as the websites of its sponsors and UK Research 

Councils, which all link to the Trust’s page. 

In case of “sponsored fellowships”, the opportunities are mainly advertised through one 

of the most popular job boards in the UK for academic positions, called www.job.ac.uk. 

In addition, the Trust uses the subscription newsletter “Research Fortnight” concerning 

research policy and opportunities for research funding. Occasionally, there are relevant 

                                           
88 Report “Leading the way for Returners: A survey of former Daphne Jackson Fellows, 

2015” 

http://www.job.ac.uk/
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articles regarding funding opportunities in a variety of professional publications and 

journals of learned societies. Moreover, some newspapers, such as the Guardian or the 

Independent have supplements covering specific areas of interest, including funding 

opportunities in a specific field of research that might be also used to promote the 

fellowships. 

Other effective channels are events and conferences during which the Trust presents its 

activities and fellowships, such as “Fellowships days”, organised by Universities.  

In addition to the above mentioned channels, in case of “sponsored fellowships”, it is 

common practice for Universities to advertise the opportunities internally, either through 

the website or staff emails. Indeed, since the target groups of the initiative are likely to 

be women (not only women, although) planning to come back after a break for childcare, 

and normally less mobile, host organisations tend to advertise opportunities and recruit 

fellows locally. 

Given the regular advertising effort from both the Trust and the host/sponsor 

organisations, the level of awareness of the Daphne Jackson Fellowships is constantly 

growing. Therefore, despite the relatively recent participation in the programme, the 

University of Leicester can confirm that it has already noticed an increased number of 

related enquires from interested researchers. 

Overall, according to the Chief Executive of the Trust, the promotion of the initiative 

seems to be quite successful. However, she recognises that it is incredibly difficult to 

reach researchers when they are already on a career break. In order to reach this 

specific segment of the target group, the Trust is now also advertising opportunities in 

parenting magazines, or other material offered to children in schools.  

The interviewee from the host organisation University of Leicester, also admits that 

indeed the demand for the Daphne Jackson fellowships have been growing in the last 

years, although it is hard to assess if this is linked to the increasing publicity of this 

scheme or rather to the growing number of researchers looking for opportunities to 

return after a career break. 

 

2.2 Research settings and key elements and implementation of the 

initiative 
 

Initiative settings 

The Daphne Jackson fellowship programme provides both financial and non-financial 

support, which may be offered to returners based in a university or other research 

institute, including non-academic, anywhere in the UK. This support is offered as a 

combination of research, mentoring, training, including a minimum of 100 hours of re-

training per year. In addition to the fellowship support costs and the salary, the 

fellowship also covers other expenses, such as travel or conference costs and equipment. 

The fellowships are usually offered part-time (0.5 full-time equivalent) for 2 years during 

which the fellow integrate in a specific research group within the host organisation. 

He/she is supported by senior researchers who will significantly help with the research 

project. In addition, each fellow is also assigned a fellowship advisor who provides 

mentoring and support throughout the fellowship’s duration, as well as a supervisor in 

the host organisation.  

In terms of sponsorship arrangements, there are 3 possible scenarios that show the level 

of flexibility of the fellowship programme: 

1. The organisation is hosting and sponsoring the fellow at the same time (usually 

Universities); 

2. The organisation is only hosting, while another organisation is sponsoring the 

fellowship (usually charities, learned societies or other organisations having 
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interest in the research undertaken; for instance, royal societies sponsoring 

fellows working in a particular area of research, such as astronomy, chemistry, 

etc., the UK Research Councils (UKRC) offering a number of fellowships such as 

the BBSRC, MRC, NERC, STFC and EPSRC); 

3. The hosting organisation is also half-sponsoring the fellowship. In this case, the 

Trust needs to find another sponsor willing to fund the other remaining half (for 

instance, the University of Surrey often arranges this kind of fellowships 

supported by the Royal Academy of Engineering as a half sponsor). 

Core activities 

Along with the research project, as part of the fellowship, fellows take part in an 

individually tailored training programme. This training programme is devised to help the 

fellow to update the skills in a familiar field or in a new field. Depending on the specific 

situations, the re-training programme may include attending undergraduate and 

postgraduate lectures, participating in training workshops, learning new investigation and 

analytical techniques, and attending research meetings and conferences. Obviously, 

fellows have also access to the training offered by the host organisation. 

The training programme also includes 4 compulsory one-day courses organised by the 

Daphne Jackson Trust, covering the following topics: 

- work-life balance; 

- presentation skills; 

- media and PR skills; 

- professional skills (including CV drafting, searching next opportunities, etc.). 

Fellows have an opportunity to attend the above-mentioned courses at various times 

throughout the course of the fellowship. This means that they will meet each other at 

different stages of the fellowship and will network with other fellows. As highlighted by 

the Chief executive, these specific courses where initially not compulsory but this 

changed in 2011, since the Trust realised that it is extremely beneficial and useful for the 

fellows to meet together, they will often retain links they create. The Trust staff is also 

present during these training courses, which is also a great opportunity to understand 

how the individual fellows are getting on with their fellowship programme. In addition, it 

also periodically organises networking activities and events to make internal and external 

contacts and further facilitate meetings between fellows. 

Implementation 

The main role of the Trust in the implementation of the initiative is matching the fellow 

with the proper funding contribution. Based on the principle that returners are all very 

different, the Trust works on a one to one basis and each arrangement is individually 

organised. This is why, compared to other fellowships, the application and selection 

processes are quite particular and might seem complicated. As a contrasting example, 

the fellowships offered by the UK Research Councils normally have fixed deadlines, 

straightforward selection processes and corresponding shortlists. 

When considering to apply for a Daphne Jackson fellowship, there are mainly 2 possible 

routes to follow: 

1. Regular fellowship route 

The Trust works in a reactive way with a candidate who approaches it. In this 

case, the candidate already knows what he/she wants to do and has already 

identified both a host organisation and a potential supervisor. Therefore, the Trust 

simply has to match the fellowship with a proper source of funding through a 

specific sponsorship agreement. 

2. Sponsored fellowships route 
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The Trust makes first a sponsoring arrangement with an organisation and then 

advertises an opportunity to which potential candidates have to answer, through a 

variety of channels. In this case, the host organisation, usually the sponsor as 

well, will have a say on who the most appropriate candidate is, and will normally 

also propose a suitable supervisor. 

However, regardless the route, the candidate still needs to go through the same process 

and be approved by the Trust award assessment panel, which will make the final 

decision.  

The selection process for a Daphne Jackson fellowship is quite unusual compared to 

similar programmes. The Trust initially assesses the eligibility and suitability of the 

fellow, checking if all criteria are met. The candidates are contacted by phone by the 

Trust’s fellowship advisors, in order to discuss in depth (during a 90-minute interview) 

the specific break-related issues, the research field of interest as well as assess the 

future employment prospects and personal needs for re-training.  

Depending on the career stage of the fellow before the break, the fellow might have 

already a quite good publication record, and therefore be already quite competitive in 

order to apply for another fellowship directly after the Daphne Jackson experience. On 

the other hand, a researcher having taken a break earlier in his/her career will probably 

need another post-doc position in order to get more publications and experience before 

being able to apply for another personal fellowship. No matter the career stage when the 

researcher takes a break, one of the main difficulties for restarters is the length of break, 

and this is an essential aspect when assessing a Daphne Jackson candidate. Indeed, after 

a short break normally it is not so difficult to effectively retrain and gradually get back to 

research, while a break of 8-10 years might be a really big gap to overcome. For this 

reason, the assessment of the fellowship advisor, during the first 90-minute 

interview, plays a key role when evaluating how well a candidate has kept up to date 

within a specific field, if he/she is still suitable and competitive and the proposal is 

realistic. 

Once both eligibility and suitability are confirmed, the candidate is requested to produce 

a draft research and re-training proposal, following some specific instructions. During the 

process, the candidate needs also to propose at least 2 personal referees: at least one 

referee should know the candidate’s professional capacity; at least one should be an 

academic referee. The draft proposal will then be assessed based on merit as well as the 

likelihood of securing sponsorship. If the assessment is positive, the candidate will then 

be invited to apply and interviewed and from this moment to the award of the fellowship 

it will normally take 6 months, during which the applicant receives guidance and 

suggestions on how the proposal could or should be modified. This will be then sent to 

the fellowship advisor and later forwarded to technical referees for peer review. The 

revised proposal will be finally evaluated by the Award Assessment Panel. 

In this process, the host organisation has to also make a strategic consideration, 

assessing if the person would be able to work in the specific area of interest. The Trust 

gets some recommendations from the organisation and normally ratifies the decision. On 

the other hand, the Trust normally provides recommendations about the salary that 

should be paid to the fellows, depending on the different cases. However, years ago, it 

decided not to set a definite salary and to allow the host organisation to set the exact 

salary, in order to pay the fellow within the salary framework, on an appropriate scale 

compared to the rest of colleagues he/she will work with in the department or 

organisation. 
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3. Good practice 
 

3.1 Results and performance 
 

Impact 

The Daphne Jackson Trust’s 2015 survey shows that over 90% of Daphne Jackson 

fellows continue working in STEM for the majority of their career post-fellowship, with 

over 70% remaining in research-based roles for 2 years post-fellowship and 57% for up 

to 5 years post-fellowship. Around 90% of former fellows, who responded to the survey 

(79% response rate), said the fellowship had helped them secure subsequent jobs, and 

72% said they are now in their first career choice. Over 90% said the fellowship had a 

beneficial effect on their confidence, and 88% confirmed that it helped their 

professional/job satisfaction. 89 

The Trust’s Chief Executive comments, as follows, the results related to the published 

report in the press release: 

 

Related to the interview on organisational level, the University of Leicester has had a 

relatively small group of fellows who have completed the fellowships, which makes it 

complicated to judge the impact. However, all fellows ended up going on to permanent 

researchers’ positions or teaching in the science field. Therefore, although not statistically 

evidenced, the retention rate looks quite good. 

 

Success factors 

According to the interviews the key potential benefit of the Daphne Jackson fellowship 

programme is that the scheme provides the fellow with an opportunity to keep up with 

often fast-moving research disciplines, by integrating into an existing research 

group. From a research point of view, this is extremely beneficial for restarters, since if 

you don’t follow the relevant literature in a particular area for a relatively short period 

(12 months for instance), once you try to get back to research you might find that it has 

changed drastically and you lack updated knowledge. In this sense, the scheme provides 

the tools to effectively get back into research, particularly because returners integrate 

into an established research group, which constantly supports his/her development. The 

interviewed fellow’s experience confirms that her supportive research group was 

extremely keen in including her in a number of publications, which turned out to be 

extremely useful when requesting further funding. 

As highlighted by all the interviewees, this successful support is an integral part of the 

re-training programme. In particular, this allows fellows to learn new skills and 

possibly to launch themselves into a new career in a different field.  The opportunity to 

change the research area seems to be extremely relevant for returners, since it might be 

that often the area of specialisation where they previously worked, has not continued to 

be funded after the break - especially if a long break - or there are no job opportunities 

                                           
89 Report “Leading the way for Returners: A survey of former Daphne Jackson Fellows, 

2015” 

“I really couldn’t be happier with the results of our latest survey, I want to shout about the 
Trust from the rooftops! I know that the fellowships we offer are unique and they really work, 

but it’s very satisfying to have such an excellent survey report to prove it. I think Daphne 
would be very proud of all we have achieved, and as I knew her personally and she was a great 
mentor to me in my career, the fact that I am now driving her vision forward makes it 
particularly special for me.” 
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in that specific area anymore. In this sense, a shift from the area of expertise to a 

slightly new area might contribute to opening new employment opportunities. This is part 

of the Trust’s strategical considerations when assessing a candidate and the reason why 

it encourages fellows to think very carefully about the future job opportunities, already 

while writing their proposal. 

Another key success factor is the constant support provided by the Trust, including the 

organisation of annual conferences which facilitate the access to expertise based on 

previous fellows’ experience. According to one interviewee, the events organised by the 

Trust are a crucial element for the fellows to re-create a network after a break. 

Unlike similar larger organisations which rely on the provision of general guidelines only, 

the Daphne Jackson Trust is one of the few organisations providing individual support to 

its fellows and this means the fellowships are tailored to the fellows’ specific needs 

throughout the whole duration of the fellowship. In particular, the Trust has noticed that 

the confidence of returners is normally very low, since they question themselves and 

their abilities. In this context, the roles of the supervisor and the fellowship advisor 

are extremely important in supporting the fellows and increasing their confidence. 

Each fellow has a supervisor within the host organisation, who is responsible for 

advising, guiding and mentoring. The main reason for appointing a supervisor is because 

the Trust doesn’t expect researchers coming back to research after a prolonged break – 

and not being a 100% up to speed with the latest research in the field - to be able to 

write a very good research proposal. Thus, during the application process, the supervisor 

assists the candidate in drafting the proposal and helps by providing technical comments 

on it. This help is particularly crucial if the applicant is changing research area. 

In addition, each fellow is supported by a fellowship advisor who is a staff member of 

the Trust. The fellowship advisor assists the fellow throughout the application process as 

well as the whole duration of the fellowship. The advisor sees how the fellow progresses 

during the fellowship period and normally becomes quite well acquainted with the fellow. 

Sometimes, the advisor has to be harsh, setting deadlines and being realistic about the 

hard work which needs to be done. In particular, he/she provides advice, guidance and 

suggestions on the draft proposal and is responsible for carrying out the 90-minute 

interview with the candidate, which has the purpose of assessing and, at the same time, 

supporting the candidate.  

The 3 fellowship advisors in the Trust possess a PhD and they have all gone through the 

process of being an academic and working in an academic environment, or even having a 

research career or a Post-Doc in some cases. Therefore, they have a very good working 

knowledge of what a research career involves and huge experience about the barriers in 

returning to a research career.  

 

Challenges, difficulties, improvements 

As a former fellow and fellowship advisor, one of the interviewees found that the non-

pro-active attitude of the fellow in order to create opportunities for himself/herself might 

be an obstacle to the good progress of the programme. Sometimes, once awarded, the 

fellows expect opportunities to come up without making the proper effort to make this 

happen and this passiveness might be an important reason for an unsuccessful fellowship 

progress.  

On a different note, during her experience she also noticed how challenging it was to be 

accepted initially as a part-time employee in research. Although she managed to prove 

herself and this improved throughout the course of the fellowship, overall this might be 

an issue in a research environment, since research is still considered a full-time job. 

From the host organisation’s as well as the fellow’s point of view, one of the main 

challenges to the programme implementation is matching the fellow with the appropriate 
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host group and supervisor. Indeed, it is essential to understand how to increase the 

involvement of the applicant in the identification of the research group at an early stage. 

This might be improved if applicants did some preliminary research on their own, by 

looking at the departments, groups and member staff they want to work with. If they 

propose themselves and show initiative, they usually get in contact with a potential host 

already at a very early stage. This is strategically important and extremely appreciated 

by the host organisation. In this sense, the Trust has been very responsive to address 

comments and feedback coming from host organisations as well as from fellows and it 

has always been very keen on improving and a lot has already changed for the better. 

From the Trust’s perspective, the main barrier to the scheme implementation is obviously 

related to the availability of sponsorships, which determines the number of corresponding 

fellowships to be offered each year. Nevertheless, the Trust has managed to currently 

arrange a quite good number of sponsored fellowships. Potentially, the idea is to offer 

around 25 fellowships per year, which is about double of the fellowships compared to 5 

or 10 years ago. In this context, a remarkable achievement for the Trust is having 

successfully obtained the support from all 5 relevant UK Research Councils, and in 

particular a number of them have recently increased the amount of funding allocated to 

Daphne Jackson fellowships. The increasing involvement of UK Research Councils as 

Daphne Jackson Fellowship sponsors relies on the fact that they are extremely interested 

in funding research in order to meet targets of increasing the number of women in STEM 

and ensuring a high level of equality and diversity.   

According to the Trust representative, this increasing support of sponsors funding the 

Daphne Jackson fellowship programme is in line with the current trend in the UK, which 

is making great efforts in order to increase the equality and diversity into workforce. 

Since the Trust works predominantly with female fellows, several organisations and 

sponsors take part in the programme to demonstrate that they care about increasing the 

number of women in STEM and improving their equality and diversity agenda. 

In the case of the University of Leicester, the commitment to fight female drop-off in 

research after having children as well as to ensure gender equality is taken extremely 

seriously. The Daphne Jackson fellowship programme is also complementing the Athena 

SWAN Initiative, launched about 16 years ago, as an award scheme looking at recruiting 

and retaining women in the STEM subjects. Initially the award didn’t have any direct 

consequences, but recently future eligibility for National Institute of Health Research 

funding, has been made conditional upon the University being a signatory to the Athena 

Swan Charter and the Medical School or Department wishing to apply for funding holding 

their own silver award. The main economic argument behind the Athena SWAN initiative, 

which is closely linked to the Daphne Jackson principles, is the importance of retaining 

the talent of 50% of the population. In this sense, getting women back to STEM after a 

career break is clearly something that the Athena SWAN Initiative values and it is 

basically what the Daphne Jackson Trust is contributing to doing. In addition, the 

University has also recently become one of the “UN HeForShe Champions”90, encouraging 

positive working environments for women, which is also complementary to both the 

Athena SWAN and the Daphne Jackson Scheme. 

 

Monitoring & assessment of the initiative 

During the course of the fellowship there is a reporting responsibility. For a typical 2-year 

fellowship, the Trust requests the supervisor to prepare a report at 6 months, providing 

answers to specific questions which reveal  how the fellow is settling in and what are 

his/her main training needs. Meanwhile, the fellow is requested to write a report at the 

end of the first year in order to give an update on the progress of the fellowship. This will 

be sent to the sponsor only after it has been reviewed by the fellowship advisor. At 18 

                                           
90 http://www.heforshe.org/ 
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months, the fellowship advisor will have a telephone call with the fellow to assess again 

how the fellowship is progressing. Eventually, at the end of the fellowship a final more 

detailed report will be drafted and submitted by the fellow also to the Chair of the Award 

Assessment Panel. As specified in the “Guidelines for writing fellowship reports”, the 

timely submission of a high quality final report is one of the criteria by which both the 

Trust and the sponsor measure the success of the Fellowship, and may influence the 

sponsor’s willingness to fund further fellowships91. Moreover, the fellows are also 

required to complete an “End of Fellowship Questionnaire” 

In addition to this reporting responsibility, throughout the duration of the fellowship, the 

fellowship advisor is always available to assist the fellow with any queries and issues 

within the host organisation, in order to constantly monitor the situation.  

The progress and final reports submitted by the fellow during the course of the fellowship 

are the key instruments for assessing the progress of the fellowship in order to intervene 

when needed. The host organisation interviewee also confirms that normally universities 

rely on this kind of reports in order to monitor the fellowships. He also points out that for 

the University of Leicester, as well as for other universities participating in the Athena 

SWAN initiative, the involvement in the Daphne Jackson Programme is extremely 

relevant in order to continue receiving funds in the future. In fact, the same Athena 

SWAN executive group considerably values the successful implementation of schemes 

such as Daphne Jackson and thus, is also contributing to monitoring the impact of the 

fellowship programme.  

In addition to the reports, the Trust is having its 3rd research conference this year, based 

on the results of the last post-fellowship survey. Already in 2009 the Trust carried out a 

survey of its fellows aiming to monitor the fellowship experience. Now the conference 

takes place every 2 years and contributes to assessing the effectiveness of the 

programme. 

 

Value added 

After a careful analysis of the gathered information and interviewees’ comments, there 

are a number of elements clearly highlighting the value added of the Daphne Jackson 

Fellowship Programme.  

The fellowship programme offered by the Daphne Jackson Trust seems to be quite 

unique, compared to any other of the very few similar initiatives. As an example - the 

“Research Career Re-entry Fellowships” offered by the Wellcome Trust92 - one of the 

most established schemes covering the career restart - have always traditionally been 

aimed at the top-level academic expertise. Another example of a recently launched 

initiative is the “Return-to-research fellowship”93 offered by the Wellcome Trust Sanger 

Institute, funding only one fellowship per year for returners in the field of genome 

research. Contrary to Daphne Jackson Trust, those fellowships are usually offered to 

researchers who are quite competitive anyway, being already senior in their academic 

career. So anyone with just a few years of post-doctoral experience before the break has 

no chance to been awarded.  

According to one interviewee, the main issue about returners is that they are not 

competitive at the beginning of the process and this is the main reason for the Trust to 

exist, since its primary objective is to take a researcher who is not competitive (and 

                                           
91 

http://www.daphnejackson.org/fellowships/guidelines/Guidelines%20for%20writing%20F

ellowship%20reports_OCT_2014.pdf 

92 http://www.wellcome.ac.uk/Funding/Biomedical-science/Funding-

schemes/Fellowships/Basic-biomedical-fellowships/WTD004380.htm 

93 http://www.sanger.ac.uk/about/press/2014/140611.html 
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would never succeed with any of the schemes mentioned in the previous paragraph) and 

– through the fellowship and with the support and encouragement of a supervisor and 

fellowship advisor – bring him/her up to a point where he/she is competitive again. The 

distinctive value added to the Daphne Jackson is the one-to-one mentoring, guidance 

and support that the Daphne Jackson fellows receive. This kind of approach includes an 

individually tailored re-training programme, which is specifically designed for restarters. 

In particular, the re-training might allow the fellow to shift the area of expertise, possibly 

even making a complete change of research area, by learning new necessary skills. This 

is confirmed by the interviewed fellow, who moved from the narrow field of fish parasite 

research onto human genetics, thanks to the Daphne Jackson fellowship.  

Usually all Daphne Jackson fellows are offered a part-time fellowship. However, working 

as a small organisation, the Trust carefully analyses each case and sometimes it makes a 

decision to allow its fellows to work more than 0.5 FTE, e.g. when this is explicitly 

requested by the sponsor. As an example, the Science and Technology Facility Council – 

which covers areas of astrophysics – is currently funding 3-year fellowships, where the 

first two years the fellow works half-time, with an option to shift to full-time in the last 

year. Following similar examples, overall, the Trust is gradually moving over to a 3-year 

duration of part-time fellowships, since these part-time settings seem to better allow a 

gradual return to work, in view of better managing the work-life balance.  

Although there are some other few fellowship programmes offering a certain degree of 

flexibility – where fellows are allowed to work part-time – none of them is particularly 

aimed to returners. A good example might be the Dorothy Hodgkin fellowship scheme94 

offered by the Royal Society. Indeed - as the Chief Executive of the Trust has noticed 

during the course of her vast experience - it is quite unlikely, again, that a returner will 

be competitive enough for this kind of schemes. What generally tends to happen is that a 

researcher having previously benefited from a Daphne Jackson fellowship, including a 

proper relevant retaining, would then apply for a DH fellowship. 

Finally, as pointed out during the interviews, from the employer’s point of view, the 

Daphne Jackson programme offers a great opportunity to show initiative and evidence 

that a researcher has been actively working on restarting a career, overcoming 

considerable gaps in the CV. 

3.2  Sustainability and Transferability  
 

Sustainability 

As already explained, the fundraising effort – meaning the ability to make arrangements 

with potential sponsors – still represents a limiting factor in terms of sustainability for the 

Trust. This makes it extremely complicated to make long-term plans. 

However, the outlook for the future looks increasingly positive. The Trust has currently 

ongoing arrangements that secure a certain number of sponsored fellowships, funded by 

a variety of different sponsors, ranging from universities to the UK Research Councils.   

This is mainly due to the fact that once a sponsor realises that supporting the fellowship 

scheme is the right thing to do, it will usually keep on allocating a certain budget to it 

going forward. For most host/sponsor organisations, the concept of sustainability is seen 

in the long-term and across the whole pipeline. Indeed, they look at the potential of 

increasing the number of researchers coming from a break, being not-up-to-date, but 

with the capacity to progress to a higher knowledge level. In this sense, the host 

organisation gets a well-qualified researcher who has the potential to be a good 

                                           
94 https://royalsociety.org/grants-schemes-awards/grants/dorothy-hodgkin/ 



                                                                        June 2016                                                             235 

Study “Research Careers in Europe” 

Case study: Daphne Jackson 

Fellowships 

 

 
  

 

 

employee and would usually stay in the organisation after the completion of the 

fellowship. 

For instance, University of Surrey agreed on getting one new fellow every 2 years, or 

Nottingham University half sponsors a fellow every year and once the Daphne Jackson 

fellowship has been completed, it offers the fellow an interview for one of its own Anne 

McLaren fellowships, aimed specifically to women who are still in their early research 

career. This is only an example of how the sponsors’ engagement with the Trust is 

contributing to increasing the pool of qualified candidates. 

The interviewee from the host organisation confirms this approach. Based on this 

principle, the University of Leicester started collaborating with the Trust in 2010. In the 

initial stages it simply put proposals to the Trust, but later it decided to become a 

sponsor and agreed on half-funding this kind of positions. The remaining half comes from 

other Trust’s sponsors, such as Research Councils, professional bodies, government 

funding agencies. The current arrangement is to advertise up to 3 positions per year on a 

rolling basis. Therefore, financially speaking the scheme seems to be sustainable, given 

that there is a stable status of 6 fellows – meaning 3 fellowships per year – all working 

part-time and only half-funded by the University. This is the third round of fellowships for 

the University and the organisation intends to be committed to keeping the Daphne 

Jackson fellowships contribution going for the future.   

On a broader level, it has also been noticed that it makes no financial sense not to use 

researchers having a PhD and experience. Indeed, it would be a waste of investment that 

has been spent in education and training, if researchers end up doing a job which doesn’t 

exploit the skills they have been developing throughout the years. Therefore, getting 

researchers back to a research career after a break would statistically help UK economy 

to use these resources and talents. 

 

Transferability 

In the light of the in-depth insight into the initiative, some considerations emerge when 

thinking about potential transposable elements to a broader context, in particular to a 

MSCA framework. 

Firstly, as highlighted by all interviewees, the one-to-one support offered by the 

fellowship programme is something that should be clearly looked at. Given the larger 

reach and coverage of the MSCA, it seems quite complicated to provide this kind of 

individually tailored approach. Although a contact person in the Research Executive 

Agency is indeed in contact with the MSCA supervisor in the host organisation, his/her 

role is extremely different from the fellowship advisor’s one. In this sense, in addition to 

the existing supervisor, it might be helpful to introduce a MSCA mentoring person, based 

at the REA, able to support the fellows for specific needs and issues. 

Secondly, as demonstrated by this case study, it is very important to provide fellows with 

networking opportunities as an integral part of the programme, allowing them to get in 

touch. This is extremely helpful in general and especially for returners after a break. 

Thirdly, the re-training component of the Daphne Jackson fellowships described as one of 

the core activities of the initiative represents a further transposable aspect. The great 

potential of the re-training programme lies in the possibility of a change in terms of 

research area. Looking at employment opportunities, returners after long breaks might 

find this change extremely beneficial. 

Finally, as noticed by the interviewed fellow, research environments still show certain 

scepticism about part-time researchers, since the part-time option is seen as not 

compatible with research and it is therefore still hardly accepted. Indeed, universities 

within the UK working on Athena SWAN recognition regularly encounter issues of work-

life balance, core hours that fit with family commitments and availability of flexible 
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working/part-time working. However, the Daphne Jackson initiative proves that 

researchers can be productive and efficient even in a part-time pattern. Particularly, for 

women doing research the part-time option is often the only possible choice if they want 

to continue working in research and bring up children at the same time. In this sense, an 

EU MSCA framework should perhaps value more the importance of facilitating a work-life 

balance by encouraging the part-time option, particularly for returners.  If encouraged at 

EU level research, this could start a very positive trend. The Career Restart Panel 

Initiative – under the MSCA-Individual Fellowship (European) - does sometimes allow 

fellows to work part-time, but the REA95 accepts it only in exceptional circumstances, 

analysing case by case. Thus, it would probably be worth considering to re-frame the 

fellowships taking into account the good practice described in this case study. The Trust 

would be very interested in exploring potential synergies with MSCA and collaborating in 

this sense. 

To conclude, in relation to improvements to the MSCA framework, one of the interviewee 

has quite rightly pointed out that the mobility rule implying movements to another 

country might be a limiting factor for returners. At least for those coming back after a 

break for childcare responsibilities – who are statistically predominant among the overall 

group of returners – it seems indeed quite unlikely that this specific category would be 

able or willing to move and work in another country straight after the break. This remark 

could be helpful when looking at how to change for the better the MSCA framework, and 

in particular the Career Restart Panel Initiative, specifically aimed at restarters. 

                                           
95 Interview with Ms Elena STROE (REA - Research Programme Officer, MSCA IF: 

European), 21.05.2015 Brussels 
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1. Introduction 

Within the scope of the study “Research Career in Europe”, the purpose of this case 

study is to offer an overview of the “Returning Carers Scheme”, implemented by the 

University of Cambridge in order to provide support to its research and academic staff. In 

particular, the scheme presented in this case study report falls under the category 

“Initiative to promote career-restart and preventive measures to avoid full career 

breaks”. 

The case study drafting has been carried out based on the information collected through 

different methods. The preliminary desk research has been complemented with 

administrative documentation and monitoring data, provided by the University of 

Cambridge, in particular, the report evaluating the scheme on the completion of two 

years of its operation, based on the results of a beneficiaries’ survey (44% response 

rate). Additionally, first-hand perceptions and in-depth information has been integrated 

from 3 interviews, involving different stakeholders of the Scheme:  

- the former Pro-Vice-Chancellor for Institutional Affairs at the University of 

Cambridge, chairman of the Committee for the Returning Carers Scheme;  

- the HR Business Manager of the School of Technology at the University, 

administrator of the Returning Carers Scheme; 

- a beneficiary from the Scheme. 

Considering that the initiative is quite recent (launched in 2013), its assessment can only 

be limited to the few years the scheme has been running. However, the outlook for the 

future seems very positive, as proved by the results achieved so far.  

 

Launch 

The Returning Carers Scheme was initiated by the former Pro-Vice-Chancellor for 

Institutional Affairs of the University of Cambridge, Professor Jeremy Sanders. As part of 

his responsibilities, the Pro-Vice-Chancellor is in charge of policy and strategy for all 

human resources matters, covering over 10.000 staff: 

 1.700 Permanent Academic Staff [stable number] 

 5.000 Professional and Support Staff [stable number] 

 3.500–4.000 Post-doctoral Staff [Increasing by 1–3% annually] 

In October 2011, the recently appointed Pro-Vice-Chancellor, being particularly 

responsible for Equality and Diversity matters, was very concerned about the relatively 

small number of senior women at the University, and therefore interested in ensuring 

better gender equality in career progression. In this period, there happened to be some 

funding available from the Engineering and Physical Sciences Research Council (EPSRC)96 

and the University decided to run a pilot in Schools of Physical Sciences and Technology, 

as an experiment. At the same time, the Clinical School - the Medical Division of the 

University – also had some funds available and ran a similar pilot project. The pilots were 

sufficiently popular to gather the full support for the next year from the individual Deans, 

the Heads of the 6 academic schools in which the University is organised (Arts & 

Humanities; Humanities & Social Sciences; Biological Sciences; Physical Sciences; 

Technology; Clinical medicine). Indeed, following the Pro-Vice-Chancellor’s request, all 

Deans agreed on allocating a specific amount of funding for the scheme for an initial 5-

year period (300k GBP per year).  

Thus, after successful pilots in 2012, the Returning Carers Scheme was officially launched 

as a Cambridge University-wide scheme in 2013, and to date there have been 6 rounds 

of the Scheme. 

                                           
96 https://www.epsrc.ac.uk/ 



                                                                        June 2016                                                             240 

Study “Research Careers in Europe” 

Case study: Returning Carers 

Scheme – University of Cambridge 

 

 
  

 

 

2. General context of the initiative 
 

2.1 Background, scope and objectives 

 

Key objectives & expected results 

Following the consensus from all Deans, the administrative staff in the Human Resources 

Division drew up detailed rules of the Scheme in consultation with the Pro-Vice-

Chancellor for Institutional Affairs, which were then approved by the Human Resources 

Committee and higher bodies.  

Based on these rules, the Returning Carers Scheme aims to support and assist the career 

and professional development of research and academic staff of the University who 

are going on, or have returned from a period of long term significant caring 

responsibilities which has affected their ability to carry out research (this may include 

but is not restricted to periods of absence or reduced working hours: maternity leave, 

adoption leave, or leave to care for a dependant). 

Since the beginning, the scheme was conceived as a way of catalysing the return to 

research of women who have taken a career break for family responsibilities. The 

primary focus was initially to help women with permanent academic positions to continue 

their research, and thus to contribute to their productivity and promotion prospects, 

through the award of small grants.  However, until now, the majority of the beneficiaries 

have turned out to be female post-doctoral researchers rather than permanent 

academics, although the latter have the highest priority. Indeed, it is recognised that 

research staff also often take leave at a critical time in their research career and may 

need support to progress in their career path, and eventually apply for promotions. 

 

Target audience & specific needs 

The target group of the scheme is the academic and research staff of the University of 

Cambridge, following a break in their career or a period of leave for caring 

responsibilities. According to the figures, in the first four rounds of the scheme the 

largest numbers of applications came from the Biological Sciences and the Clinical 

Schools, with a broad range of requests for funding, especially from research staff. 

In order to be eligible for the scheme,  academic or research staff must have returned 

from  caring leave in the last 5 years, currently be on or be due to go on  leave. These 

specific settings allow staff to apply for funding in the whole period of 5 years following 

family leave. 

The scheme is not restricted only to women and all academic or research staff can apply 

for funding if in one of the following situations:  

- They have returned from a break in their career for caring responsibilities in the 

last 5 years; 

- They are currently on or due to go on a break in their career for caring 

responsibilities;  

- Have been working part-time or reduced hours because of caring responsibilities. 

This can include, but is not restricted to: adoption, maternity, paternity, parental leave, 

special leave to care for a dependant, career breaks for family reasons, leave to work 

part-time or reduced hours for family reasons under the University’s flexible working 

policy.  

Regardless of the applicant’s profile and gender, the period of continuous/total/reduced 

hours leave should normally be 3 months or more. 
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The stakeholder interviews revealed that the general practice is that most individuals 

apply for funding once they return to work, with some few exceptions (e.g., when the 

request for funding is made in order to obtain technician help to maintain animal colonies 

during the leave). 

 

Awareness & channels 

As noticed by the interviewees, from the launch of the pilot and the following extension 

to other Schools, the level of awareness of the initiative has been growing very fast at 

the university level. This also means that the scheme is gradually becoming more and 

more popular, and thus increasingly competitive. 

With regards to the channels used to promote the scheme, in these years an invitation 

has normally been sent from the Pro-Vice Chancellor to all Heads of Departments, 

departmental administrators and HR Managers, giving them the responsibility to 

internally inform the respective departments and advertise the scheme to all possible 

beneficiaries across the University. In particular, in order to increase the scheme’s 

visibility, a report from the HR database has been produced, containing information on 

research and academic staff maternity returners over the last five years and those 

working part-time. Using the database, HR business teams contact relevant departmental 

administrators asking them to reach out to eligible staff and make them aware of the 

scheme and the launch of a new round.  

As reflected in the following figure, the communication effort of departmental 

administrators is the main channel through which beneficiaries have heard about the 

scheme. 

Figure 6: Survey Results in relation to the question “How did you hear about the 

Scheme?” 

 

Source: Returning Carers Scheme Survey Results 

Moreover, the University is currently planning to dedicate a specific section of its 

newsletter to some success stories of beneficiaries, as well as to further develop the 

website, with the aim to increase the visibility of the positive effects of the initiative.  
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2.2  Research settings and key elements and implementation of the 

initiative 

 

Core activities financed through the scheme (initiative settings) 

The scheme does not offer a salary. Instead, it provides additional funds, in the form of 

small grants, to assist returning carers in building up their research profiles and other 

academic activity after a period away from work, including total absence or part-

time/reduced hours.  

Funding can be used to finance the following items and activities: 

 Training to support career development; 

 Attendance at conferences in the UK and overseas (if there is no other source 

of funding); 

 Secondments or short term research assignments (e.g. to an external 

laboratory); 

 Short-term research support, for example to generate preliminary data to 

support research grant applications; 

 Teaching 'buy-outs' for college or departmental teaching; 

 Leadership coaching or mentoring (coordinated through the HR Division); 

 Support for assistance in grant writing; 

 Travel and accommodation costs of research collaborators coming to 

Cambridge (intended to reduce the need on the returning carer needing to travel 

and may support work-life balance); 

 Equipment purchase to support independent research. 

 

The list is not exhaustive and the staff are encouraged to propose further items that they 

would like to include in their request for funding. In this sense, the scheme is extremely 

flexible, since the specific needs are identified directly by the applicants. 

The scheme can be used to cover indirect childcare expenses, for example, the travel 

and accommodation expenses of the person looking after an accompanying child while 

the researcher/academic attends a conference overseas. The childcare may be provided 

professionally, or by a partner or other family member. On the other hand, direct 

childcare costs can’t be funded under the Returning Carers Scheme. 

Routine costs of research which should be funded through grant funding are not eligible 

claims under this scheme. Similarly, requests for personal salary support or for items 

essential for the member of staff's research (which are funded through the research 

project) are not eligible. 

Normally, requests for funds should not exceed £10,000 in total, based on direct costs, 

although exceptional cases for support up to £20,000 may be considered. As to the cost 

of consumables, this should not exceed £3,000 and be justified in the proposal. 

Although the Evaluation Committee usually prioritise the applicants requesting funds for 

the first time, it is possible to request funding for more than one activity as well as to 

apply in subsequent rounds. In any case, the scheme is not meant to be seen as an 

aid/tool for continued support. 

Based on the first two years’ results, the scheme was mainly used to request and fund 

various forms of research support, as showed in the graph here below,  
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Figure 7: Survey Results in relation to the question “What did you use the RCS 

to fund?” 

 
Source: Returning Carers Scheme Survey Results 

 

Implementation process 

Over the course of the different rounds, some changes have been made in order to 

enhance the efficiency of the scheme’s operation.  

With regard to the application process, together with submitting the Curriculum Vitae, in 

the application form the applicant is now requested to clearly specify the reasons for the 

career break or leave, dates of leave and return to work and usual hours of work, where 

relevant. The applicant has also to indicate further details on the use of requested funds, 

such as the date or period when these will be used (e.g. dates of conferences, childcare 

details). In a separate section, he/she needs to outline how the funds will support the 

development of his/her research career. 

Furthermore, applicants should ask their Head of Department (or nominated deputy) to 

submit a statement of support – including the confirmation that the application is in line 

with the aims of the Scheme – to the relevant HR Business Manager. In the last round, 

the statement has been included in the application form, in order to facilitate the whole 

administrative process. 

The Heads of Schools assess both the academic merit of the research and the potential 

benefit of the scheme support to the individual and the University, and create their own 

priority lists in their Schools. 

The panel reviewing the applications considers each case individually depending on the 

specific circumstances and needs. Normally, awards are made only where it is clear that 

there is no other source of funding (e.g. grant funding) for the items requested and they 

would be of personal benefit to the member of staff. For example, it is expected that 

conferences and equipment essential to the research being carried out would be funded 

by the sponsor that is paying the researcher's salary or funding the research project. 

The Evaluation Committee consisting of senior academics and HR staff and chaired by the 

Pro-Vice Chancellor, considers the received applications and makes the final decision, 

prioritising permanent staff and, as already mentioned those who are requesting funds 

for the first time.  In case of more requests than the available funding, awards will be 

given to those requests which the Committee considers will have the most impact on 

applicants’ careers and contribution to the University. The outcome of applications is 

normally notified to applicants in the month following the application deadline. 
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The financial administration as well as the permission to vary precisely how the funds are 

spent is devolved to the HR Business Manager for each School. 

An interesting aspect of the application process is that, regardless the deadline set, 

urgent requests for funding (small sums, up to £3,000) stipulating the need for a prompt 

response before the deadline, may also be considered and allocated, if well justified. 

Such ad hoc applications are considered expeditiously and exceptionally on a case-by-

case basis. Anyhow, the general rule is that the funds must be spent in the 6 months 

following the application deadline, when another call is usually launched. 
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3. Good practice 
 

3.1 Results and performance 
 

Achieved & expected results 

Although the initiative has been running for only a couple of years and five completed 

rounds in total, the demand for the support offered by the scheme is already very high. 

In the first year the scheme was probably still not well understood, but it became more 

and more popular in the following 2 years and this trend is expected to continue in the 

future. Including the last round (the fifth) of the scheme, 184 applications have been 

received, and 135 have been successful. The total amount of funding approved to date is 

approximately 613k GBP. As noted by the interviewees, the University of Cambridge 

claims that the staff is its key asset and is willing to behave as a caring employer. In the 

light of this, the main achievement of the Returning Carers Scheme is that it is 

contributing to successfully addressing carer issues.  

In this sense, the scheme has officially validated the idea that one can successfully 

combine a research career with family responsibilities. In addition, from a broader and 

forward-looking perspective, support of female postdoctoral staff might contribute 

towards improving the gender balance of the academic workforce. An important indicator 

of success of this approach is undoubtedly that the several women, who had been 

awarded early grants, have recently been promoted. This is also in line with the 

expectations of the beneficiaries who took part in the survey aimed at evaluating the 

scheme:  

 

Figure 8: Survey Results in relation to the question “What do you expect to be 

the impact of RCS funding on your career?” 

 
Source: Returning Carers Scheme Survey Results 

 

In addition, as indicated in the Report provided by the HR Division of the University, the 

beneficiaries highlighted the following key achievements and benefits in terms of career 

development, which were made possible by the scheme:  

 

- Creating networks abroad and conducting a study which was written up for 

publication and led to developing a proposal for a grant to further the research. 
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- Developing a pilot study to inform a future research grant application. 

- Continuing research while special childcare was funded. 

- Conducting experiments using a large piece of funded equipment or specialised 

statistical software, to facilitate their research/studies. 

- Catching up with the latest research, networking with other scientists, creating 

collaborations, increasing the visibility of their work while at a conference funded 

by the Scheme. 

- Using the funding to pay for a carer(s) so they could take a young child/children 

to a conference (with the benefits to them as stated above). 

- Providing time out to reflect on their research to date and plan for the future. 

- Experiments continuing or samples being collected while on maternity leave 

because of funded research assistance, allowing them to ‘hit the ground running’ 

on returning to work. 

- Providing extra technical help after maternity leave when struggling to balance the 

needs of a baby and the return to work. 

- Flexibility in carrying out work, including at home, because of a funded laptop. 

- Securing a lectureship/senior lectureship following receipt of funding. 

- Assistance with lab work through a funded technician/research assistant, allowing 

them to focus on writing papers, grant and fellowship applications, or initiating a 

new project. 

- Undertaking further training to help build specialist or communication skills, or to 

develop leadership or team development abilities. 

- Helping to establish a collaboration which led to further international research 

funding and helped build confidence when transitioning back to a full time 

academic career. 

- Paying for teaching cover, giving the academic the freedom for more time to carry 

out research during the first year of returning from maternity leave. 

 

Success factors   

Based on the results of the survey provided by the HR Division of the University, most 

beneficiaries commented very favourably in term of:  

- the straightforward application process; 

- a short and simple application form; 

- good communications and friendly/helpful approach by the RCS/HR team;  

- excellent/smooth administrative process.   

According to the former Pro-Vice-Chancellor, the main key factors of the scheme’s 

success lie in its informality, flexibly and human dimension, leading to outstanding 

outcomes for a relatively small investment. Indeed, the scheme takes into account the 

particular needs of each applicant and uses an individual approach when assessing 

request for funding.  

In addition, as highlighted by the interviewees, another success element of the scheme is 

the fact that it targets researchers’ needs in a very effective way, allowing them to use 

funds for very specific requests of funds, with the purpose of taking into account the 

issues you may encounter in relation to caring responsibilities. For instance, compared to 

other kinds of grants covering only conference registration fees and travel costs, the 

scheme includes the possibility to request an extra financial support for expenses related 
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to childcare during the conference period, which is a quite unique feature. Also, through 

the scheme, a scientist can obtain the support of a technician, which is not a very 

common element in other similar grant programmes.  

These examples explain to what extent the scheme values particular opportunities that 

can make a huge difference in a researcher’s life, dealing with caring responsibilities and 

issues related to time-management. 

 

Challenges & difficulties 

Based on the different interviewees’ experience, the launch and consequent 

implementation of the scheme haven’t encountered significant difficulties.  

Once the idea of the initiative was conceived and properly articulated, there were 

surprisingly no major barriers during the launch. The heads of Schools were willing to 

commit their respective departments to allocate the requested amount of money for the 

scheme and they seem to be keen on continuing to do so. Thus, it was remarkably easy 

to launch the initiative and similarly to keep on funding it until now. The universal 

acceptance of the scheme is related to the fact that everybody clearly recognises that it 

is addressing the problems of returners to research, after a break or leave, in a very 

economical and effective way.  

One of the few challenges to the implementation identified so far is perhaps related to 

the evaluation and judgement of particular requests for funding. For instance, if a post-

doctoral researcher having a grant from the Research Council applies for a piece of 

equipment –which will probably be left behind, once she/he leaves – the financial support 

for this is usually not given, where it seems that the supervisor is taking the opportunity 

to gain an extra piece of equipment rather than helping the researcher with the research. 

Sometimes, these kinds of situations are difficult and tricky to judge. Indeed, the 

relatively little amount of funding requires the money to be allocated and spent 

exceptionally well. This means that the applications for funding need to be very strong 

and convincing, and if this is not the case, the applicants shouldn’t be awarded. 

From an applicant’s point of view, due to the increasing visibility and popularity of the 

scheme, it has recently become extremely competitive, compared to the first rounds it 

ran. For this reason, it has been noticed that, in view of supporting the vast majority of 

applications, the amount of funds allocated for the scheme could grow faster. Another 

possible way to fund a greater number of scientists, would be also to set a limit to the 

total amount of grants requested by each individual, counting the different rounds of 

application, or alternatively not to allow multiple applications in different rounds.  

In addition to this remark, considering the crucial role of this support for post-doc and 

researchers – who represented 76% of all applicants in the first four rounds of the 

scheme97 – it would be extremely important to take into account more and more those 2 

categories, a part from the permanent academic staff, which has already the priority. 

This would clearly further contribute to encourage them not to leave science. 

Also, based on the report provided by the University, a few beneficiaries highlighted the 

need to show more flexibility over changing awards (e.g. from a conference to a 

collaborator visit) and timescales (e.g. to give a longer timeframe than initially offered), 

in order to allow the awardees to spend all the approved funds. Moreover, it seems that 

the claims process is complex for tax reasons (i.e. the tax rules covering claims for 

indirect childcare mean that in some cases the award is taxable and has to be paid 

through the payroll). 

Although in general the scheme works quite well, being such a recent initiative, there 

might be a number of options and elements to be tested in order to better adapt to the 

                                           
97 Annex 2 to the Returning Carers Scheme Survey Report 
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researchers’ needs. In this sense, many changes and improvements have already been 

implemented: for instance, the new application form now requires more detailed 

information about the way the funding will be spent, which will be helpful for a full 

analysis at the end of the 5-year period. Also, applicants working reduced hours can now 

access the scheme. Overall, the HR Division confirmed that the idea is to try to keep the 

scheme as simple and flexible as possible, while reaching the broadest target group.   

 

Monitoring 

All funding recipients are requested to provide a short report on the use and 

effectiveness of the funds at the end of their award. To date, this represents the main 

tool for monitoring the impact and effectiveness of the initiative on an individual basis. 

In addition, the report evaluating the scheme on the completion of two full years of its 

operation (applications for awards up to 31 July 2015) has also been a crucial tool for 

assessing the scheme’s achievements. The report has been drawn, based on the results 

of the survey of award recipients from the first four rounds of the scheme and contains 

and analyses relevant data on applications, including take-up and success rates. In 

particular, the aim of evaluating the scheme at that stage was to carry out an interim 

review so that any improvements, e.g. necessary changes to criteria or administrative 

processes, could be proposed and timely implemented. 

These improvements aim to complement other operational changes that have been 

introduced after each round as recommended by the evaluation panel to facilitate the 

smooth-running and clarify principles of the scheme.    

Finally, together with the described monitoring tools, the mention of the scheme support 

on applications for promotion may also be considered a way of monitoring and assessing 

the impact of the initiative.  

 

Value added 

The stakeholder interviews have revealed that a number of beneficiaries have mentioned 

the Returning Carers Scheme in their applications for promotion to senior positions, 

highlighting that the support they have received from the scheme substantially 

contributed to facilitating their research, or even that they have been able to carry out 

their research only thanks to scheme contribution. Although researchers get promoted on 

the basis of the quality of their research and its impact, as well as on the basis of its 

value at the international level, the support provided through the scheme can be 

particularly relevant in order to facilitate the research activity and allow researchers to 

progress. This reveals that, although it is a relatively small-scale initiative (the requested 

support is usually between £6.000 and £7.000 on average), its positive effects are 

definitely significant. 

With a very small additional cost – for instance, travel costs of a person taking care of a 

little baby, childcare costs during a conference or other similar situations – the beneficial 

outcomes for individuals are evident. Indeed, this contributes to an easy re-integration 

into the research environment and can be a real value added to research. 

Based on the data provided by the HR Division of the University, it can be observed that 

the overall perception among beneficiaries (80%) is that it was “not at all” or “not very 

likely” that they would have been able to undertake the activities they carried out 

without an award under the scheme. 
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Figure 9: Survey Results in relation to the question “How likely were you to 

undertake this without the RCS? 

 
Source: Returning Carers Scheme Survey Results 

In terms of related initiatives, the Returning Carers Scheme has been also included in the 

New JNCHES (New Joint Negotiating Committee for Higher Education Staff) - Gender 

Pay Working Group Report98, published in July 2015 by the UCEA (Universities & 

Colleges Employers Association). The report focuses on qualitative information on gender 

pay interventions with a view to identifying and actively promoting good practices. In 

particular, it highlights the University’s commitment in ensuring equal pay review, in 

order to address gender pay gap. Indeed, as explained in the report, the low percentage 

of female at senior levels, as much as the pay gap, encouraged the University’s equality 

and diversity champions to continue to come up with initiatives to support female 

progression through the more seniors grades. The Returning Carers Scheme is part of 

those initiatives and effectively complements this strategy: the aim is to increase the 

career progression opportunities for female staff whilst not disadvantaging male staff 

who can also apply for funding. 

 

3.2  Sustainability and Transferability  

 

Sustainability 

After the pilot financed by the EPSRC, which was only one-off, the University-wide 

scheme is currently secured by an ad-hoc fund of 300k GBP per year, created thanks to 

the collective contributions of the 6 different University’s Schools. Therefore, it is possible 

to affirm that the initiative runs in a quite sustainable way, being now completely 

financed by internal funds.  

Now that the funds have been raised for the scheme for an initial 5-year period, the 

sustainability is secured by the fact that the contributions of the Schools are expected to 

continue in the future, as long as key decision-makers at the University level consider it 

to be important and helpful. In this sense, the rapid acceptance and general approval of 

the scheme reported so far suggests that this is not a problem. 

On the other hand, although the number of applicants is increasing and the budget 

allocated to the scheme may soon be unable to cover all requests for funding, for the 

moment there is no plan to raise more money, since the main priority is to get the 

programme very well established. Therefore, it is very likely that the current allocation of 

                                           
98 http://www.ucea.ac.uk/en/publications/index.cfm/njgender 

http://www.ucea.ac.uk/en/publications/index.cfm/njgender
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300k GBP per year - which is perceived as easily affordable by the different Schools – will 

remain the same for now. 

 

Transferability 

The scheme presented in this case study report should be transferable to many other 

systems and domains, where proper parental leave arrangements are in place. 

In terms of desirable improvements in the area, one of the major needs identified by our 

interviewees would be to introduce a consistent policy among different research sponsors 

and funding mechanisms – including the ones managed by the European Commission 

and the European Research Council – around the payment of maternity and paternity 

leave for post-doctoral researcher on their grants. 

The University of Cambridge counts around 4.000 post-doctoral researchers – nearly half 

of them are women – funded by many different research funding mechanisms, having 

quite different policies in regards to maternity and paternity leaves. However, the 

scheme provides an additional support to researchers, regardless these different 

mechanisms. 

As highlighted by our interviewees, in order to be successful, any kind of research 

framework should be complemented with similar additional research support for 

returners to work.  

The scheme proves that even with a small amount of money it is possible to make 

research easier for individuals, and strongly contribute to supporting them to go back on 

track and considerably transforming their careers. The impact of similar support on a 

research career is crucial and in some cases might help to completely change an 

academic trajectory.  

In fact, the participation in a particular conference – during which childcare costs 

wouldn’t be covered otherwise – might increase the exposure to a specific field and offer 

the opportunity to present research work done to a broad audience, and thus, contribute 

to furthering a research career. Similarly, a technical support in a laboratory could easily 

allow a scientist to focus on papers and grant applications rather than on the basic data 

analysis. These aspects are all considered very helpful during a transition period to a 

higher research position or a group leader role. 

That shows that research funds could be also used to provide this kind of support in 

order to facilitate and improve researchers’ lives and it could be easily replicated in the 

context of the MSCA and other similar initiatives. In this sense, the Returning Carer 

Scheme is already catching the interest of the University’s colleges, which are planning to 

implement similar initiatives at college level.    
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1. Introduction 

Within the scope of the Innovation Union flagship initiative of the Europe 2020 strategy99, 

the European Union intends to reach the target of spending 3% of EU GDP on research 

and development by 2020, meaning it will need at least one million new research jobs.  

In that context, the Marie Skłodowska-Curie actions (MSCA) are expected to fund around 

65.000100 researchers between 2014 and 2020, including doctoral candidates. Of this 

total amount, a specific part is particularly aimed at providing financial support to 

individual researchers who would like to resume research in Europe after a career break 

(e.g. after parental leave, working outside research etc.). This category of researchers is 

indeed a priority considering that talented individuals not active in the research sector 

anymore after a break could and should still be employed in research. To this end, the 

Career Restart Panel (CAR Panel) has been established as a multidisciplinary 

evaluation panel of the Individual Fellowships – European (EFs).  

In particular, this Panel intends to ensure equal opportunities for researchers who have 

undergone a career break, based on the principle that career breaks should not penalise 

them “but be regarded as an evolution of the career, and consequently, as a potentially 

valuable contribution to the professional development of researchers toward a 

multidimensional career track101”. In other terms, a career break shouldn’t be considered 

the end of a research career, since it can be a positive part of the knowledge transfer 

process.  

As a part of the broader study on “Research careers in Europe”, the case study on the 

Career Restart Panel, aims to present a good practice example of career break and 

restart management implemented at European Level, by offering an overview of the 

effectiveness and impact of the initiative. The case study seeks to show the successful 

aspects of the CAR Panel initiative as well as the obstacles encountered in its 

implementation, in order to draw conclusions on how the MSCA could improve and better 

address career-restart issues. This would eventually contribute to fostering the quality of 

research in Europe, ensuring better prospects and conditions for researchers, with 

particular attention to those having taken a break.   

The methods employed for collecting information in relation to the initiative include desk 

research, data analysis and in-depth interviews at various levels, in order to gather 

feedback and opinions from different stakeholders involved in its implementation. 

Since the CAR Panel – introduced in 2007 – is a relatively recent initiative, one of the 

main challenges experienced in conducting and drafting this case study was to 

understand the future trend based on the limited data available. On the other hand, 

although the fellowships under this panel are still not very well known compared to other 

MSC Fellowships, a great enthusiasm and interest for the initiative have been reported by 

the contacted stakeholders, who provided meaningful contributions and inputs for the 

successful development of the case study.  

                                           
99 https://ec.europa.eu/research/innovation-union/pdf/innovation-union-communication-

brochure_en.pdf 
100 A Dictionary of the European Union, Lee McGowan and David Phinnemore, 2015, 7th 

Edition (page 294) 
101 Commission Recommendation (of 11 March 2005) on the European Charter for 

Researchers and on a Code of Conduct for the Recruitment of Researchers http://eur-

lex.europa.eu/legal-content/EN/TXT/?uri=CELEX:32005H0251 
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2. General context of the initiative 

2.1 Background, scope and objectives 

 

Key Objectives 

One of the main goals of the Marie Skłodowska-Curie Actions is to support the career 

development and training of researchers as well as foster interdisciplinary research. To 

this purpose, the actions include 4 different typologies: 

- Innovative Training Networks (ITN) 

- Individual Fellowships (IF)  

- Research and Innovation Staff Exchange (RISE)  

- Co-funding of regional, national and international programmes (COFUND) 

The Career Restart Panel is one of two multidisciplinary panels of the Marie Skłodowska-

Curie Individual Fellowships (IFs) - European, financed under Horizon 2020. 

Within the European Fellowships (EF) scheme, applicants may submit their proposals 

either as Standard EF to one of the 8 main scientific evaluation panels102 or to one of the 

2 multidisciplinary panels: the Career Restart Panel (CAR) and the Reintegration Panel 

(RI), targeting researchers who want to return to Europe to reintegrate a long term 

research position. 

 

Target Audience 

The target audience of the Career Restart Panel are experienced researchers willing to 

resume research in Europe after a career break. According to the European Commission, 

“Experienced Researchers” are defined as researchers having at least 4 years of 

experience (full-time equivalent) since gaining a university diploma giving them access to 

doctoral studies, in the country where the degree/diploma was obtained or researchers 

already in possession of doctoral degree, regardless of the time taken to acquire it103. 

Consequently the career stage represents a crucial eligibility criterion for the CAR Panel. 

In addition, applicants to this Panel must have undertaken a career break in research and 

not have been active for at least 12 months immediately prior to the deadline for 

submission of proposals.  

As for all other MSC European Fellowships, while the researcher may be of any 

nationality, the CAR Panel scheme requires that she/he moves or has moved from any 

country to the EU Member State or Associated Country where the beneficiary host 

organisation is located. Furthermore, the researcher must comply with a specific mobility 

rule and not have resided or carried out the main activity (work, studies, etc.) in the 

country of his/her host organisation for more than 36 months in the 5 years immediately 

prior to the deadline for submission of proposals, compulsory national service and/or 

short stays such as holidays not being taken into account. 

 

Awareness 

                                           
102 Chemistry (CHE), Social Sciences and Humanities (SOC), Economic Sciences (ECO), 

Information Science and Engineering (ENG), Environment and Geosciences (ENV), Life 

Sciences (LIF), Mathematics (MAT), Physics (PHY). 
103 http://ec.europa.eu/euraxess/index.cfm/rights/definitions 
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Over the past 5 years, only around 4% of applications of all Individual European 

Fellowships (IEF) were submitted to the CAR Panel (see, Figure 12, page 258).  

The stakeholders’ interviews revealed that the level of awareness of these fellowships 

targeting restarters is still not very high, compared to standard MSC Fellowships. This is 

further confirmed by the Online Survey of Researchers conducted within the scope of this 

study: in fact, the overwhelming majority of respondents were not familiar with the CAR 

Panel (77%). Among those having taken one or more breaks or being currently on a 

break, almost 70% said they are not familiar with the MCA/MSCA Career Restart Panel. 

As predictable, this percentage is even higher when considering the answers of those 

who never experienced a break, also including those who are planning a break in the 

near future: 80%.  

These data explains also the fact that a number of respondents asked for further 

information about the initiative. In this sense, it has also been noticed that in the official 

MSCA’s website there is little information about the CAR Panel and once a call for 

applications is closed, the guide for applicants containing detailed indications about 

eligibility criteria etc., is not easily available online anymore. 

Hence the visibility of the initiative could and should be increased both on a central level, 

by improving the website content, and on a decentralised level, through the actions of 

host organisations and national contact points for H2020.  

In this sense, host organisations are starting to take greater action, mainly through 

newsletter mails and other promotion activities. For instance, the University of 

Copenhagen has recently begun to work in a proactive way, running a masterclass on the 

MSCA and allowing applicants to meet the perspective supervisors and to be advised on 

related issues. Last year (2014), this way of engaging applicants brought to reach the 

number of around 50 Individual Fellowships, of which 5 under the CAR Panel. 

2.2 Research settings and key elements and implementation of the 

initiative 

 

Research settings and core activities  

Similarly to all Individual Fellowships under the MSC Framework, the fellowships 

submitted to the CAR Panel support experienced researchers undertaking mobility 

between countries, including in the non-academic sector. 

The financial support provided takes the form of a two years’ grant covering up to 100% 

of the costs. In particular, the expenses covered by the fellowships include the following 

elements: 

 Living allowance; 

 Mobility allowance;  

 Family allowance; 

 Research training and networking costs; 

 Management and indirect costs. 

Based on the classification of panels of standard Individual Fellowships, the 8 scientific 

areas considered by the CAR Panel are the following: Chemistry (CHE), Social Sciences 

and Humanities (SOC), Economic Sciences (ECO), Information Science and Engineering 

(ENG), Environment and Geosciences (ENV), Life Sciences (LIF), Mathematics (MAT) and 

Physics (PHY). 

 

Actors involved in the implementation 
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In addition to the DG Education and Culture (EAC) of the European Commission, and the 

Research Executive Agency (REA) the CAR Panel initiative involves a number of other 

actors. Normally, the single host organisation (future beneficiary) established in a EU 

Member State or Associated Country acts as liaison with the researcher. However, the 

scheme may require the participation of partner organisations, providing additional 

training and hosting the researcher during secondments. 

The eligible organisations – both beneficiary and partner organisations – for the Marie 

Skłodowska-Curie Individual Fellowships (IFs) may be academic or non-academic. 

According to the official definition, they are considered academic when belonging to: 

- Public or private higher education establishments awarding academic degrees; 

- Public or private non-profit research organisations whose primary mission is to 

pursue research;  

- International European Interest Organisations. 

Any other organisations are considered automatically non-academic and include, among 

others, private enterprises (like SMEs), non-profit or charitable organisations (e.g. NGOs, 

trusts), museums and hospitals, etc. 

As illustrated by the data collected by the European Commission (see Figure 10), 

higher/secondary education organisations and research organisations are undoubtedly 

the most common types of participant host organisations for CAR fellows, reaching 

around the 96% and prevailing over other kind of entities, particularly SMEs. 

 

Figure 10: Type of participants in CAR evaluated proposals (2010-2014) 

 
Source: compiled by authors based on MSCA data collected by the EC 
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Figure 11: SME participation out of the total eligible participants submitting 

proposals to the CAR Panel 

 
Source: compiled by authors based on MSCA data collected by the EC 

 

A crucial role in the implementation of the scheme, is played by the supervisor (also 

called Primary Coordinator Contact) who is the scientist appointed at the host 

organisation to supervise the researcher during the whole duration of the action. The 

supervisor is also the main contact person for the Research Executive Agency (REA), 

from the submission of the proposal until the conclusion of the grant agreement. 

In terms of the selection of potential CAR candidates, usually in a host organisation the 

judgment is made by a professor having the specific scientific expertise. Once the fellow 

is awarded by the Panel, in Universities are often the single faculties which take care of 

the fellowship development and implementation at a departmental level.  
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3. Good practice 
 

3.1 Results and performance 
 

Effectiveness, impact and results 

To date no assessment study focusing particularly on the impact of the CAR Panel 

Initiative has been carried out at a central European level. Nevertheless, the data 

collected demonstrate that the number of applicants is progressively increasing. 

 

Figure 12: IEF and CAR submitted applications

 
Source: compiled by authors based on MSCA data collected by the EC 

 

In addition, a representative of the Research Executive Agency confirms the overall high 

satisfaction of fellows in relation with research training and career opportunities received 

through this specific action targeting restarters. This positive feedback has also been 

repeated during the stakeholders’ interviews conducted within the scope of this case 

study.  

In terms of results, the interviewed CAR fellows recognise that - in addition to articles 

and publications produced – the main outcome of the fellowships is that you are given 

the opportunity to gain great experience in a different country – which often 

complements your previous research – and eventually it enables you to become an 

expert in a particular field.  

 

Through the fellowship awarded by the CAR Panel a restarter is able to raise his/her 

researcher profile, by re-establishing him/herself, engaging with a relevant research 

”Thanks to the fellowship, I became an expert in the technique with which I’m working. This 
was quite important for me because it complemented my former research profile, so that now 
I am able to continue in my career” 
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network as well as integrating into an active research group, while getting back into the 

habit of doing research. Training, lectureship and teaching opportunities are also part of 

this process. Indeed, they are essential for further follow-up funding, professorships, and 

clearly increase the researcher’s employability. 

The results of the conducted Online Survey of Researchers, summarised in the table 

below, also confirmed that respondents having benefited from the CAR Panel consider the 

scheme very successful in achieving its objectives and particularly in: 

- Facilitating a smooth return to the research work for the restarter; 

- Offering appropriate support for living, family and mobility allowance; 

- Offering appropriate coverage for research, training and networking cost. 

On the other hand, according to the collected responses, the scheme could still be 

improved with regards the effectiveness in achieving the two following objectives in 

particular: 

- Ensuring gender balance in research careers; 

- Pursuing a permanent position for the restarter. 

 

Figure 13: Answers to the question regarding the extent to which the CAR Panel 

was successful in achieving the above-mentioned objectives104 

 

 
Source: compiled by authors based on the results of the Online Survey of individual 

researchers 

 

Key factors 

According to the interviewees’ feedback, the instructions for the preparation of proposals 

are extremely detailed. However, in the application process, it has been noticed that the 

best way to prepare a successful application is that the researcher gets in contact with 

the host organisation as early as possible, since this allows the organisation to guide 

him/her in the process, especially from a prospective of advising on the proposal 

development. In this sense, while the contact with the administration departments might 

be postponed, it is crucial that the applicant and supervisor work together from the very 

                                           
104 Based on the responses collected through the survey of individual researchers 
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first step of the application process, in order to fully understand what is both crucial and 

realistic, from a research point of view.  

Based on the stakeholders’ interviews, one of the key success factors of the CAR Panel 

action lies in its positive consideration of a career break in research. The fact that the EU 

takes positively into account career breaks in the research field at a European level, 

demonstrates that those breaks shouldn’t be seen as a disadvantage at any level, since 

returners still possess and can further develop attractive skills, and even bring new 

expertise in the research sector. In other words, it is accepted that researchers might not 

have a very straight-forward academic career path and this is a crucial element in the 

way research is conceived and understood. Apart from standard career break (due to sick 

or maternity leaves, for instance), the beneficial side effect of researchers coming back 

to research after a period outside research – which is also considered as a break for the 

CAR Panel – can be a very important component, allowing them to experience different 

contexts, such as the private sector. Indeed, this means that they have experience from 

communicating with non-researchers and learn new skills from different working 

environments.  

Applicants to the CAR Panel are fairly evaluated, without being penalised for having a 

period out of research and therefore a gap in their CVs. Based on this principle, the CAR 

Panel shows that it is not prioritising competitiveness in research at any price, which is a 

quite unique feature, compared to other research schemes. Consequently, since most of 

CAR fellows are fully aware that this kind of schemes represent a great and at the same 

time very competitive chance to get back to research, they are usually very delighted 

and grateful, and for this reason very committed and hard-working. This is also an 

outstanding element determining the success of the initiative. 

When considering the specificity of the CAR Panel, the mobility rule also becomes a quite 

unique component, compared to other national initiatives targeting restarters. The main 

career goal for a restarter is to re-establish her/himself in her/his field of research, and 

having to do it in a new geographical context might be challenging. However, it has been 

highlighted that the mobility stimulated under this specific initiative is highly beneficial 

for restarters in their career advancement. Indeed, regardless the break, their 

employability turns to be strengthened, since they build up their work enhancing and 

enriching research thanks to new diverse inputs. 

Particularly from a researcher’s perspective, one of the main success factors of the MSC 

Fellowships, which also apply to the ones evaluated and awarded by the CAR Panel, is 

that fellows are quite independent in developing their own research projects. Obviously, 

the research groups that fellows join normally support and give valuable feedback on the 

work done. However, fellows benefit from a high level of freedom in research, which 

seems to be quite rare nowadays, where research programmes are much more 

conditioned and the researcher - especially in academia - is part of the hierarchy. This 

great independency is also reflected in the selection of the specific topic of research as 

well as of the working group, within which researchers are considered full members and 

can successfully ground their research. 

 

 

Difficulties, challenges, improvements 

In terms of difficulties, some of the interviewed stakeholders have pointed out that the 

administrative procedures might be complicated for some organisations which are not 

very used to this specific kind of fellowships. Also compared to other schemes, for 

”The most important general success factor in MSCA - beyond career restart – is 
independence. This programme really gives you the possibility to develop your won project 
and your research basically outside the hierarchy. At the same time it gives you the 

opportunity to integrate in a group where to look for feedback.” 
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instance most of UK fellowships programmes, the common perception is that there is a 

lot of preparation work and this can sometimes discourage potential applications. 

Another relevant point made by the interviewed fellows is that the general duration of 

CAR fellowships seems to be shorter than what is really needed by a restarter, since 

resuming a career in research is a long process. This was further confirmed by the results 

of the conducted Online Survey of Researchers. In fact, when a researcher is willing to 

restart a career after a break – especially if long – it takes some time to get back into the 

research writing style again and to have articles published. At the beginning, this can be 

a real issue in terms of motivation, being publications the main outputs to demonstrate 

his/her work. In addition, especially in some areas and disciplines, very equipment-

driven and/or technology-based, advances might proceed very rapidly and even more 

time is required to fully re-gained the necessary hands-on experience. Therefore, 

although the 2-year CAR fellowships are incredibly useful to help to get back to research, 

once the 2 years have passed, a restarter is still not at the same level of researchers who 

haven’t had a break. In this sense, in order to increase the effectiveness of the scheme, 

ideally it would be worth extending the fellowship for another 6 or 12 months, in order to 

allow fellows to fully re-establish themselves and have the time to be really competitive 

again.  

In addition, it has been pointed out that, being the CAR fellowships quite well paid, it 

would be possible to spend the funding differently for the same purpose. This could for 

instance be done, by funding a higher number of researchers with lower allowances, or 

by allowing the part-time option while also increasing the duration of the fellowships. 

Nevertheless, one of the interviewees held a different opinion and meant that the 

relatively high salary is motivated and needed to attract top quality researchers.  

Although the common view on MSCA is that a full dedication is required and in this sense 

the European Commission is quite strict, the part-time option may be a valuable idea in 

view of allowing restarters to gradually combine research and private life. In this way, 

the European Commission would convey the message that it prioritises quality research, 

while supporting work-life balance measures.  

 

Value added 

As pointed out by the interviewees, most schemes targeting restarters in research only 

take into account female researchers. Statistically, the share of men and women applying 

for the CAR Panel is very similar. In particular, based on the data provided by the 

European Commission, the breakdown of the last five years the number of male and 

female candidates the CAR Panel was very similar in the first three years considered (see 

Figure 5). Thus, of those applying to this particular panel, maternity leave doesn’t seem 

to be the main reason for the break. This indicates that - compared to other initiatives - 

the CAR Panel achieves a certain balance in equally funding applications from male and 

female candidates.  

However, overall, the number of female candidates is still predominant in the whole 

period analysed (429 female vs 381 male). Thus, to some extent the scheme also 

facilitates the reintegration of female researchers and contributes to secure and 

eventually increase the number of women in science, by preventing them from leaving 

research. Nonetheless, as indicated in Figure 4, the CAR Panel’s capacity of ensuring 

gender balance in research careers could still be improved, according to a considerable 

percentage of the respondents participating in the Online survey of individual 

researchers. 
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Figure 14: Gender of CAR candidates

 
Note: Total including 1 proposal (2014) for which no gender information has been 

disclosed. 

Source: compiled by authors based on MSCA data collected by the EC 

The stakeholders’ interviews revealed that host organisations clearly recognise the value 

added of all MSCA as an outstanding way of attracting and recruiting excellent talented 

researchers. This is even more evident in the case of CAR fellows, who have often been 

active in a different field, having gained diversified expertise and approaches which make 

research very diverse. As already mentioned, this specific category of fellows – often with 

practice from non-research areas - turn out to have a particular career path, which 

enables them to complement the research with another set of valuable skills, 

competences and experience.  

This variety looks particularly beneficial from a research perspective and it is identified as 

the real value added of the initiative, especially achieved by allowing this particular 

category of researchers to make use of the fellowships. In this sense, it is worth 

emphasising that this is possible because the kind of breaks considered as such by the 

CAR Panel is quite broad, including working periods in a non-research sector. Indeed, as 

explained by the Research Executive Agency, during the evaluation procedure of 

applications submitted to the CAR Panel, the reasons for the break shouldn’t be taken 

into account. What really matters is the motivation to go back to research and the quality 

of the submitted proposal.  

Another distinctive value added of the CAR Panel initiative is its contribution to building 

international links and networks between research organisations and individual 

researchers. In addition to this international dimension, the initiative helps to bridge the 

gap between academic and non-academic sectors, offering the opportunity to researchers 

to approach also the non-academic environment. Also, compared to other initiatives, 

which are often targeting restarters from a specific field of research, the CAR Panel’s 

focus is quite broad, covering many different disciplines, and the target groups reached 

are consequently broader than those of similar initiatives. 
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3.2 Sustainability and Transferability  
 

The sustainable capacity of the CAR Panel initiative is strongly related to the multi-year 

funding capacity of the EU, as well as its adequate capacity to cover the management 

and oversight of activities, in order to continue to operate effectively. 

As previously mentioned, some of the interviewed stakeholders pointed out that, as the 

CAR fellowships are quite well paid, it would probably be possible to use the funds for a 

greater number of researchers willing to resume their career. This would not necessarily 

imply a further allocation of resources, while making it possible to reach and fund more 

restarters in research.  

As emerged during the interviews, the recognition of the career break from the CAR 

Panel is crucial, since many researchers would not have been able to compete for other 

research fellowships that do not have this specific requirement for applicants. Indeed, 

being research an extremely competitive environment – even more at an international 

level – there is a clear need for a particular scheme supporting career restarters at EU 

level.  

All interviewed stakeholders confirmed that the initiative is indeed regarded as a good 

practice. It would certainly be replicable or could at least considerably influence the 

launch of similar schemes at a national level. Nevertheless, at national level it doesn’t 

seem to be any tendency in this direction. The current financial crisis represents the main 

challenge for research Europe-wide, and the research funding situation at national level 

in the EU is threatened by further cuts. This is the case not only for the most affected 

countries, such as Spain and Greece, but for almost all EU Member States. 

Due to the limited financial resources, many universities and research centres struggle to 

advertise research positions and can rarely guarantee permanent jobs for researchers, 

although they can support them to apply for further funding opportunities. This means 

that they significantly depend on external EU funding and the MSCA framework seems to 

be one of the best and most effective tools to attract high-potential individuals and keep 

on investing in research. Thus, it is crucial that the research budget at a European level 

is safeguarded and policy-makers show their willingness and commitment to continuing 

funding research at a high level. 
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1. Introduction 

This case study is aimed at generating in-depth insights into research career management 

practices related to the perception and promotion of research careers, dual careers and career 

restart, focusing on the initiatives developed and supported by the L’Oréal Foundation at an 

international, national and regional level. 

The L’Oréal Foundation was created in 2007 with the aim of developing the L’Oréal Group’s major 

global programmes in two main areas: science and beauty. The philanthropic work that has been 

carried out in the field of science involves fighting against prejudice and promoting scientific 

education and participation of women in scientific careers, e.g. by recognising outstanding well-

known women researchers and encouraging young girls to embrace scientific vocations and to 

follow the path of brilliant women in science.  

Since 1998 the For Women and Science (FWIS) programme encourages, distinguishes and 

accompanies women scientists around the world through awards and research fellowships. This 

programme comprises different actions, as follows: 

- An international award programme which every year honours five women, one from 

each region (Africa and the Arab States, Asia-Pacific, Europe, Latin America, North 

America), acknowledging their contribution to the advancement of science.  

- An international fellowship programme (created in 2000) which is aimed at granting 15 

fellowships to young women with promising research projects and thus encouraging them to 

continue their research in prestigious institutions outside their home country. 

- A special fellowship – “In the footsteps of Marie Curie…” (created in 2011), which is 

awarded to a former international fellow who has demonstrated excellence and 

determination in the pursuit of her career in research. This special fellowship recognises 

each year one committed women scientist and her extraordinary achievement at mid-

career. 

- An international raising talents programme (launched in 2015), which is aimed at 

awarding annually the 15 “top” PhD students and post-doctoral fellows among the winners 

of the locally awarded fellowships, boosting their careers and giving them international 

exposure. 

- Worldwide regional and national fellowship programmes, customised to local needs, 

which are being operated by L’Oréal Subsidiaries (with the exception of the French 

programme that is managed by the Foundation). Doctoral and post-doctoral fellowships are 

given to young women encouraging them to embrace and pursue research careers in their 

respective countries. 

- Regional and national initiatives, such as the “For girls in science” programme, which 

is built on women ambassadors, e.g. fellows supported by the FWIS national programme, 

who visit high schools and encourage teenage girls to do science. 

 

This report will contribute to understand the main features of this worldwide initiative, the results 

achieved since its creation and the challenges to ensure its long-term sustainability. The report is 

built on the results of a thorough desk research and on the analysis of relevant documentation and 

monitoring data that were collected and kindly shared by the representatives of the L’Oréal 

Foundation, to whom we are grateful for the relevant inputs provided during the interviews. 

2. General context of the initiative 

2.1 Background, scope and objectives 

Since its creation, the L’Oréal Group has been pushing back the frontiers of knowledge, and for 

more than 105 years, science has been at the heart of this corporate group. With more than 78 

thousand employees and more than 150 different nationalities, the Group is also committed to 

promoting gender balance. This priority is reflected on the structure of the organisation (where 

59% of the manager, 44% of the members of the executive committees and 70% of the 
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researchers are women), on its strong enrolment in the International Dual Career Network (IDCN), 

and on the several philanthropic initiatives that are being implemented since 1998 to encourage 

women to pursue scientific careers. 

The membership in the IDCN, a not-for-profit association aimed at helping skilled and experienced 

mobile employees' partners from member companies with their job search, conveys a clear 

message about dual career friendly approaches followed by the company to attract and retain 

talent while promoting international opportunities for the employees of this multinational. The 

L’Oréal Group is a global partner of the IDCN, member of the Executive Board of the association 

and it is present in 5 of the 11 locations of the network around the world (including in Europe, 

North America and Middle East). Through this membership, L’Oréal has access to a qualified talent 

pool and a mobility support service. Its obligations include the hosting of events in the locations of 

the network, while benefits include the participation of its professionals and of mobile employees’ 

partners (in dual career situations) in all events hosted by corporate organisations of the network. 

The advantage for the partners of mobile workers is that they get support when moving to a new 

country and have access to a number of career opportunities. 

On the other hand, considering the corporate social responsibility strategy of the Group and the 

work that is being carried out by the L’Oréal Foundation, the focus is on fostering scientific 

progress under the motto “the world needs science and science needs women”. 

Women are still under-represented in science: for instance, statistics show that today only 30% of 

the scientists in the world are women, that relatively few women obtain strategic positions (despite 

excellent university results) and that only 3% of scientific Nobel Prizes are awarded to women. 

Here below, a leaky pipeline illustrates how talented women gradually move away from science, 

i.e., looking into the number of PhD students, researchers, top-academic positions and Nobel Prizes 

we can see that the percentage of women drops steadily and dramatically in each step. 

Figure 1: Leaky pipeline 

 
Source: L’Oréal Foundation (http://fondationloreal.com/fr) 

The L’Oréal Foundation is committed to fighting stereotypes faced by girls regarding the family-

caring responsibilities and biased opportunities for women when choosing a research career. The 

engagement in this important cause takes many forms, including for example: the recently 

launched digital international campaign “#ChangeTheNumbers!”105, aiming to shift attitudes, 

redress the misconceptions and promote women in science; and the well-established FWIS 

programme, aiming to support female researchers around the world at different phases in their 

careers (from the early stages of a young researcher’s vocation to a full career committed to 

scientific advancement).  

The FWIS programme was launched in 1998, in a joint effort with UNESCO (United Nations 

Educational, Scientific and Cultural Organization), and aims at promoting and highlighting the 

importance of ensuring greater participation of women in science. The programme focuses on 

                                           
105 http://changethenumbers.science/en  

http://fondationloreal.com/fr
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academic research: awards and fellowships are endowed to recognise the achievements of 

exceptional women scientists across the globe and to further help their research. Support is given 

to young women, researchers in their mid-career and well-known female scientists through 

different schemes, including doctoral and post-doctoral fellowships at national and international 

levels (through the regional and national programmes but also through the L’Oréal-UNESCO 

international fellowships programme and the special fellowship “In the footsteps of Marie Curie”), 

grants (through the international Raising Talents Programme) and awards (through the 

international award programme where laurates are remarkable women scientists, some of which 

strong contesters for Nobel Prize).  

The schemes are interconnected and aim at showing to women and society in general that it is 

possible to achieve gender parity in science and that science needs women. How is this showed? 

Mainly through living examples of excellence and merit. It is believed that laureates (well-

established and very high-profiled women scientists awarded by the FWIS international 

programme) are powerful role-models for fellows and fellows are remarkable role-models to 

teenage students, so the programme puts female role-models in the spotlight.  

Different actors are involved in this global initiative, including the L’Oréal Subsidiaries (who are 

running the regional and national fellowship programmes) and partners, such as UNESCO and other 

44 organisations (mainly national science academies, ministries and not-for-profit institutions), who 

provide scientific and logistic support, give more visibility to the programmes and help reach their 

targets. For instance, the partnership with UNESCO is seen as a key element, as the organisation 

disseminates the information to its 195 member countries, raising the level of awareness of the 

initiative around the world, especially by getting in touch with women from countries where L’Oréal 

doesn’t have Subsidiaries, promoting the programme, as well as encouraging to apply to available 

fellowships. They have all contributed to the outstanding results of the initiative over the years. 

For the L’Oréal Foundation, partnerships are necessary not only to ensure that the various schemes 

are working successfully and are reaching their goals each year, but also to allow demonstrating 

how important networks in science are, inspiring all the supported fellows to actively participate in 

the worldwide net, which every year is enlarged by new talented female scientists. Contacts 

between fellows and with laurates are supported by the Foundation as a part of the strategy of 

using role-models to inspire promising careers in science. Also, the involvement of notable 

scientists outside the network of awarded women is nurtured by the organisation, through the 

provision of expertise in either selection or nomination procedures.  

Playing specific roles, all actors involved are contributing to the visibility and prestige of the 

initiative, supporting the dissemination of the FWIS programme and its results. The Foundation 

actively promotes the programme online (in several websites and social media accounts, as well as 

by sending newsletters to all the members registered in the institutional website), in events and 

through other channels (for instance with regular campaigns in Nature and Science magazines). 

The other partners also greatly contribute to increasing visibility, with UNESCO playing a key role. 

Scientific academies and notorious scientists participating in the programme are also relevant 

performers at this level, as they contribute to the high-level reputation of the programme and to 

raising awareness about the schemes among young scientists. Finally, the testimonials of awarded 

fellows and laureates about their success stories are key elements of the promotion strategy, 

inspiring female scientists to pursue a career in science and overcoming barriers in the scientific 

community at national and international level.  

 

2.2 Research settings and key elements and implementation of the initiative 
 

The L’Oréal Foundation is a corporate foundation and receives a donation from the L’Oréal Group to 

run several programmes including the FWIS philanthropic initiative but also other non-scientific 

programmes. The international components of the programme are globally funded by the L’Oréal 

Foundation, while regional and national fellowship programmes are mostly funded by the L’Oréal 

Subsidiaries in the different countries.  
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Launched in 1998, the initial FWIS maintained its original focus and incorporated additional 

schemes. Currently the initiative is aimed at demonstrating excellence in science, honouring 

remarkable women in science who change the world through their work and encouraging young 

women to embark on a scientific adventure. The main components of the initiative include:  

 An international award programme;  

 An international fellowship programme;  

 A special fellowship – “In the footsteps of Marie Curie”;  

 An international raising talents programme; 

 Several regional and national fellowship programmes;  

 Regional and national initiatives, such as the “For Girls in Science”.  

The main features of each component are presented in the following paragraphs. 

International award programme 

Each year, five leading women scientists from all around the world (one laureate form North 

America, one from Latin America, one from Europe, one from Asia and Pacific and one from Africa 

and Arabic States), are recognised for their scientific achievements. Scientists around the globe are 

invited to nominate candidates and an independent international jury of eminent scientists agrees 

on the final selection.  

Although in the past the nomination procedure was restricted to a panel of prominent personalities, 

since 2014 a network of international scientists is also involved in the nomination process. The 

selection procedure, instead, is in the hands of an independent jury of 12 imminent members of 

the international scientific community usually chaired by a Nobel Prize.  

The average age of the 87 laureates awarded so far is around 65 years old, so the prize is targeted 

to well-established and very high-profiled scientists. Two of the 2008 edition of the FWIS laureates 

were awarded Nobel Prizes in 2009: Elizabeth H. Blackburn won the Nobel Prize in Physiology or 

Medicine for discovering the nature and maintenance of chromosome ends and their roles in cancer 

and aging, and is currently supporting the “#ChangeTheNumbers!” Campaign; Ada E. Yonath, with 

her structural studies of the protein biosynthesis system and its disruption by antibiotics, won the 

Nobel Prize in Chemistry. Of the 575 individuals awarded a Nobel Prize in Medicine, Chemistry and 

Physics, only 16 were women. 

International fellowship programme 

Since 2000, every year 15 international fellows, three from each UNESCO region (Africa, Arab 

States, Asia and the Pacific, Europe and North America, and Latin America and the Caribbean), are 

selected to continue their research in prestigious hosting institutions outside their home country. 

These young women scientists – who must already be engaged research at the doctoral or post-

doctoral level in one or allied fields of life sciences - are identified with the support of the UNESCO 

National Commissions. This award for the excellence and feasibility of the proposed projects and 

for the potential impact of the research is aimed at encouraging international scientific cooperation 

and the development of cross-cultural networks. When returning home, these women have more 

experience to share with other scientists. 

Special fellowship – “In the footsteps of Marie Curie”  

In 2011, the celebration of the Marie Curie Nobel Prize Centennial inspired the creation of a new 

special international fellowship “In the footsteps of Marie Curie”, targeted to former recipients of 

“FWIS international fellowships” who have demonstrated excellence and determination in their 

career during the last 10 years from the moment they received the FWIS international fellowship. 

This recognition of commitment and achievement at mid-career was given in 2011 to Professor 

Marcia Roye (Jamaica), in 2012 to Professor Mounira Hmani-Aifa (Tunisia) and in 2013 to Professor 

Devi Stuart-Fox (Australia), female scientists granted with the FWIS international fellowships in 

2000, 2002 and 2003, respectively. 

International raising talents programme  
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In order to overcome barriers that discourage and hinder the progress of young women scientists, 

in 2015 the L’Oréal-UNESCO partnership established the International Rising Talents programme. 

Aimed at accelerating the advancement of promising young female scientists, this recent 

component of the FWIS initiative distinguishes 15 talented women among the doctoral and post-

doctoral researchers who have received fellowships from regional and national programmes and 

are significantly contributing to scientific progress. In its first edition, the Raising talents selected 

the first group of top fellows from the 263 fellowships awarded locally around the world. The 

granted fellows come from countries of different regions (Africa and Arab States, Asia-Pacific, 

Europe, Latin America and North America).  

In terms of selection process, a candidate is identified from each regional and national programme, 

for instance the best scientific candidate or a candidate who also proved to have a specific 

involvement in a cause related to women and science. Then, a selection committee composed by 

12 highly regarded scientists selects the 15 top candidates. Young scientists granted through this 

programme as well as laureates of the International award programme are invited to Paris for a 

week of training. This is a very unique feature of the initiative, which provides not only financial 

support to the research projects of these young women, but also gives them training opportunities 

more related to soft skills, such as communication (for instance, they learn how to disseminate 

scientific information to non-scientific audiences), leaderships, empowerment.  

Regional and national fellowship programmes  

The first national programme was created in Poland in 2000. Today the initiative comprises 46 

programmes106, adjusted to local needs and aimed at supporting women scientists to pursue a 

research career in their countries.  

 

Figure 2: Evolution of the number of regional and national programmes over the time 

 
Note: The figure covers only 42 of the 46 programmes, for which data was available. 

Source: http://www.fwis.fr/en/home 

 

Covering more than 110 countries, regional and national programmes are managed by L’Oréal 

Subsidiaries (with the support of the UNESCO National Commissions) and since the beginning of 

the initiative more than 2.000 young women have received fellowships. 

                                           
106 42 National – Argentina, Australia and New Zealand, Austria, Belgium and Luxembourg, Brazil, 

Bulgaria, Canada, Chile, China, Colombia, Croatia, Czech Republic, Denmark, Finland, France, 

Germany, Greece, Hungary, India, Indonesia, Italia, Japan, Korea, Latvia, Malaysia, Mexico, 

Netherlands, Peru, Poland, Portugal, Romania, Russia, Serbia, Singapore, Slovenia, Spain, 

Thailand, Turkey, United Kingdom and Ireland, United States of America, Uruguay and Vietnam; 4 

Regional – Levant and Egypt, Maghreb, Middle East and Sub-Saharan. 
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Each year, the regional and national programmes receive globally more than 5.000 applications 

and around 250 fellowships are awarded, on average between 2 and 5 fellowships per programme. 
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Figure 3: Number of fellowships awarded by the regional and national programmes in 

each edition 

 
Note: The figure covers only 41 of the 46 programmes, for which data was available. 

Source: http://www.fwis.fr/en/home 

 

The majority of these fellowships are for doctoral and/or post-doctoral students, but the 

requirements and priorities might vary depending on the programme. For instance, in the 

programme running in Germany fellowships are given to women who have children; the UK & 

Ireland programme supports women coming back from a break; in France, besides the scientific 

merit the involvement in activities promoting young women in science is also valued in the 

selection procedure.  

L'Oréal UK & Ireland Fellowships 

Launched in 2007, the programme is managed by the local L’Oréal Subsidiary and supported by the 

UK and the Irish National Commissions for UNESCO and the Royal Society. Every year, 4 

fellowships of around 18.500€ each are awarded. So far, 32 fellowships were given to outstanding 

women scientists.  

In order to apply to the programme, candidates must: 

 Be female post-doctoral level researchers who have completed their research doctorate in 

the fields of life, physical and computer sciences, engineering and mathematics;  

 Have no more than 10 years' active full-time equivalent post-doctoral experience 

(discounting career breaks but including teaching experience and/or time spent in 

industry);  

 Not currently hold a permanent academic post, or have ever held a permanent academic 

post in the past;  

 Be undertaking research in life or physical sciences, computer science, engineering, 

mathematics; 

 Be conducting their research at a UK or Irish university or research institute; 

 Be a citizen of the European Economic Area (EEA), or a Swiss citizen, or have permanent 

residence status in the UK or Ireland;  

 Reside in the UK or Ireland at the time of application. 

Additionally, as these fellowships are intended to provide flexible support for women scientists to 

pursue and continue their research careers in the UK or Ireland, applications are welcome from 

candidates who wish to establish/re-establish themselves after a career break or other period of 

absence from active research, or where the candidate is establishing a research career as a mature 

entrant or after experience in other fields. In this context, career breaks include periods such as 

maternity leave, ill health, EU national service and voluntary service overseas.  

This specificity of the programme is also reflected on the assessment criteria of the jury panel, with 

equal weighting of the following items: intellectual merit of candidate, clearly articulated research 
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proposal, and the way/the extent the fellowship will enhance the candidate’s career and/or assist 

with a successful return to scientific career.  

Regional and national initiatives – “For Girls in Science”  

The L’Oréal Foundation is encouraging the French women scientists who received national 

fellowships to visit high schools and talk with young girls, inspiring them to do science. This recent 

pilot initiative, launched in 2014 at a national level, is aimed at contributing to invert current 

figures that show an average of only 3% of girls enrolled in scientific bachelor and is focused on 

increasing the number of teenage girls who choose science. Called “For Girls in Science”, this 

initiative involves now more than 60 ambassadors who encourage 16.000 high school students to 

embrace a scientific career every year. Besides the national fellows who are actively fighting 

against stereotypes and trying to deconstruct them, these ambassadors are also researchers from 

L’Oréal, who show that is possible for young girls not only to have success in scientific careers (in 

Math, Physics and Chemistry) but also that science is more accessible and fun than what they 

might think.  
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3. Good practice 

3.1 Results and performance 
 

With more than 17 years of experience, this global initiative focused on academic research 

mobilises several actors (not-for-profit international and national institutions, national scientific 

academies, ministries of education and research, eminent scientists, awarded fellows and 

laureates, etc.) who support the Foundation and the L’Oréal Subsidiaries to operationalise the 

different and ambitious components of the initiative FWIS. They are a core element of the success 

and prestige of the programme, helping to promote the fellowships, grants and awards among 

women around the world at all the stages of their research careers. 

Each year and in every edition the programme is increasing its visibility and impact. The fact that 

two of its awarded laureates were honoured with the Nobel Prize had a major impact on the 

initiative and it relates not only to the increasing scientific level of the laurates and fellows 

awarded, but also to the growing number of applications and nominations.  

Although currently there are specific tools used to measure the impact of the different components 

of the initiative or to assess the overall programme worldwide, the Foundation is planning to carry 

out large-scale surveys and interviews with fellows and laureates awarded over the years. The 

main objective is to have clear indicators of how the programme is contributing to their research 

careers. In the case of the fellowships granted to women, the survey will be repeated in 2 and 5 

years.  

These tools will allow the Foundation and all the L’Oréal Subsidiaries to have a clear picture of the 

impacts they are generating but also complement the positive figures that already reflect the 

success of the initiative: 17 editions, near 50 regional and national programmes, 2.250 women 

scientists recognized in more than 110 countries, 87 awarded laureates honoured for excellence in 

science, 2.170 talented young women scientists granted fellowships to pursue promising research 

projects, 15 young top promising scientists awarded grants and 16.000 high school students 

encouraged to embrace a scientific career each year.  

Furthermore, the feedback provided by laureates and fellows confirms that important goals are 

being achieved and that it would probably be impossible to have similar results without the 

initiative.  

In this context, both financial support and enhanced visibility are considered relevant advantages 

for the researchers. On one hand, having financial support to develop their projects is considered 

to be one important reason to apply for a fellowship programme and to be thrilled with the award 

(even more considering that the support covers scientific disciplines where women are more 

underrepresented, such as Engineering, Maths and Computer Science, to name a few). On the 

other hand, many of the fellows are also looking for international visibility and in several cases they 

mention that having the L’Oréal Foundation fellowship on their CV is valued by the research 

organisations.  

Besides visibility and financial support, fellows also seek and value support from peers and this is 

one of the main benefits they get through the FWIS fellowship. From the moment these female 

scientists are awarded, they become part of a network of talented and promising scientists. In this 

context, social media channels are demonstrating to be very useful connecting fellows and 

laureates.  

Regarding the perceived impact of the initiative on the laureates’ career, it can be stressed that the 

spotlight put in their research and achievements has advantages on their work:  sometimes they 

are invited to run improved scientific facilities and laboratories or they are offered new positions. 

These benefits are important for researchers working in Europe or North America, where the 

general conditions for doing science are better, as well as for researchers working in other regions 

with more difficult conditions (for instance, in terms of infrastructure or financial support). Even if 
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the first group of women already holds important positions at their respective institutions, they are 

still a minority and receiving this prestigious prize inspires other women to strive for similar paths 

of excellence and success. 

On the other hand, for highly-profiled female scientists working in Latin American, African and 

Arabic States and some countries in Asia, the fact that they receive the FWIS prize provides them 

with a priceless platform to share their work and be visible for the international scientific 

community. 

This relevant benefit of the initiative is related to one of its distinctive features: the fact that no 

other programme provides an international acknowledgment of scientific exceptional merit while 

specifically reaching both women and less resourced regions. While there are a lot of scientific 

prizes, for the majority the core evaluation criterion is to have extraordinary scientific performance 

and usually they don’t have quotas for regions or gender. In those cases, candidates, for instance, 

from Western Europe and North America, have better chances to get the awards. Other different 

programmes are targeting women or less resourced regions, but don’t necessarily get the same 

highly profiled scientists. What makes FWIS unique is gathering all these aspects in one, while 

supporting women researchers in different stages of their careers. 

To foster these features that contribute to distinguishing the initiative and improving its results, the 

L’Oréal Foundation is committed to finding complementary tools to ensure a wider dissemination of 

the programme and reach an enhanced participation of women scientists working in less resourced 

regions.  

 

3.2 Sustainability and Transferability 
 

The L’Oréal Group is highly committed to science and to gender parity and this is reflected on both 

the features and governance of the organisation as well as on its relation with the society.  

On one hand, this is a corporation where an important number of women hold top positions and 

where the 70% of researchers are also women. In a structure of this size and characteristics, 

operating in multiple countries and with several mobile opportunities, it’s not surprising that issues 

related to dual careers are a priority. Dual career situations are not an exception and therefore 

solutions to attract and retain talent, such as the ones provided by the IDCN, represent a primary 

need. 

On the other hand, during the last 17 years the L’Oréal Group (and since 2005, the L’Oréal 

Foundation) is strongly engaged - together with several partners and in particular with UNESCO - 

in ensuring a greater participation of women in science through a global initiative with different 

schemes. Each specific component of the FWIS programme is aimed at helping women scientists at 

a critical point in their careers through international visibility and access to a pool of talent where 

they can find peer support and financial aid. They include: an international award for well-

established women researchers in recognition of their ground-breaking achievements and 

contributions to scientific progress; international fellowships for young women with promising 

research projects to move abroad to develop their work in hosting institutions; fellowships for 

female scientists (doctoral and post-doctoral level) awarded by regional and national programmes 

managed in different countries by L’Oréal Foundation; raising talents grants for the most promising 

young women researchers to whom fellowships were awarded through the regional and national 

programmes; a special fellowship for mid-career researchers (former fellows awarded, in the past 

10 years with FWIS international fellowships) recognising their outstanding achievements; specific 

actions for high school girls promoted by ambassadors with the aim of inspiring the engagement in 

a research career. 
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Figure 4: Components of the global programme 

 

With this role-model approach and with the increased number of highly-profiled applicants and 

nominees involved each year in the project, the initiative is achieving very important results. More 

and more women are expected to be involved in the future editions (and possible new components) 

of the programme while the awareness of the scientific community is increasing and efforts are 

being done in order to reach different regions of the globe. Hence, a growing number of regional 

and national programmes (and its complementary actions, such as the “For Girls in Science”) is 

foreseen and with that, extra partnerships to strengthen the initiative and, more importantly, 

additional promising research careers supported. The participation level reached until this moment 

(which is expected to increase in the future) is without any doubt a key factor of the sustainability 

of the programme. 

The initiative seems to have a number of success factors which could be considered when 

developing measures within the MSCA framework, as described in the following paragraphs.  

Assuming that the needs of the targeted women scientists are different depending on the stage of 

their research career, the initiative comprises a set of customised components that encourage, 

support and reward women when they are choosing their vocation, when they are looking for 

financial, scientific support and additional training for developing their research projects and when 

they are already established and need international visibility. Starting at high school (where a 

gender gap in science initially originates) and finishing in the Nobel Prize, the initiatives cover the 

whole pipeline and show how real life stories of success can fight the problems observed at all 

steps of a research career.  

Covering the full career cycle, the initiative also conveys a message in terms of continuity of 

support, for instance, with the raising talent grants (awarded to young scientists by the regional 

and national programmes) and with the special fellowship “In the footsteps of Marie Curie” 

(awarded to former fellows to whom international FWIS fellowships were given in the previous 10 

year). Recognising more than once their excellency and outstanding work, these fellowships inspire 

women scientists to pursue a research career that will lead them to similar paths of the ones 

followed by the laureates.  
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This continuous support is also complemented by specific features introduced in some of the 

national fellowship programmes to make them more flexible. For instance, in the case of the UK 

and Ireland programme, women scientists who wish to establish/re-establish themselves after a 

career break or other period of absence from active research are invited to apply. Moreover, the 

selection criteria, besides focusing on the scientific merit, also take into account the expected 

impact the fellowship will have on a successful return to the scientific career.  
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Annex 6. Inventory of relevant studies 
 

Column of the catalogue and explanations of the explanations of its coding 

Type of publication 

1. Study 

2.  Evaluation or impact assessment 

3.  Academic book or article 

4.  Monitoring report 

5.  Survey report 

6. Policy paper, brief or other policy study 

7.  Other 

Topic of career management 

1. Perception and promotion of research careers 

2. Dual careers 

3. Career restart 

Target group 

1. Pupils 

2. Students in higher education 

3. Early stage researchers 

4. Experienced researchers 

5. Female Researchers 

6. Researchers in the public sector 

7. Researchers in the private sector 

8. All researchers 

9. General society 

Employment sector 

1. Public Sector 

2. Private sector 

3. NGOs/Civil Society 

4. All sectors 

Scientific disciplines 

1. STEM* 

2. Non-STEM 

3. All disciplines 

Groups of countries 

1. EU Member States and Associated Countries 

2. Third/non-European countries  

3. Selected countries 

4. All countries 

*Natural science, Technology, Engineering and Mathematics 
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8 Science, technology and 
innovation in Europe 

Eurostat Eurostat, 2013 http://epp.eurostat.ec.
europa.eu/cache/ITY_O

FFPUB/KS-GN-13-
001/EN/KS-GN-13-001-
EN.PDF  

4 1 9 4 3 1 EN 

9 Flash Eurobarometer: Young 
people and science 

Eurobarometer Eurobarometer, 2008 http://ec.europa.eu/pu
blic_opinion/flash/fl_23
9_en.pdf 

5 1 
1,
2 

1 3 1 EN 

10 The Impact of Project-Based 
Learning on Stem Education In 
High-Need Schools 

Mosier, Gina et. 
al,  

American Educational 
Research Association Annual 
Meeting, San Francisco, 

California, April 2013  

http://cell-
orig.uindy.edu/docs/res
earch/PBLSTEMEducatio

n040513.pdf 

1 1 1 1 1 2 EN 

11 STEM Perceptions: Student & 
Parent Study Parents and 
Students Weigh in on How to 
Inspire the Next Generation of 
Doctors, Scientists, Software 
Developers and Engineers 

Harris Interactive  Microsoft Corp., 2011 http://news.microsoft.c
om/download/archived/
presskits/citizenship/do
cs/stemperceptionsrepo
rt.pdf 

1 1 1 4 1 2 EN 

12 Report of the ICSU Ad-hoc 
Review Panel 
on Science Education 

International 
Council for 
Science (ICSU) 

International Council for 
Science (ICSU), 2011 

http://www.icsu.org/pu
blications/reports-and-
reviews/report-of-the-

icsu-ad-hoc-review-
panel-on-science-
education/Report%20o

n%20Science%20Educa
tion%20final%20pdf.pd
f 

6 1 9 4 3 4 EN 

13 Increasing Student Interest in 
Science, Technology, 
Engineering, and Math (STEM) 

Massachusetts 
Department of 
Higher Education 

Massachusetts Department 
of Higher Education, March 
2011 

http://www.mass.edu/s
tem/documents/Studen
t%20Interest%20Sum

mary%20Report.pdf 

1 1 1 1 1 2 EN 

http://epp.eurostat.ec.europa.eu/cache/ITY_OFFPUB/KS-GN-13-001/EN/KS-GN-13-001-EN.PDF
http://epp.eurostat.ec.europa.eu/cache/ITY_OFFPUB/KS-GN-13-001/EN/KS-GN-13-001-EN.PDF
http://epp.eurostat.ec.europa.eu/cache/ITY_OFFPUB/KS-GN-13-001/EN/KS-GN-13-001-EN.PDF
http://epp.eurostat.ec.europa.eu/cache/ITY_OFFPUB/KS-GN-13-001/EN/KS-GN-13-001-EN.PDF
http://epp.eurostat.ec.europa.eu/cache/ITY_OFFPUB/KS-GN-13-001/EN/KS-GN-13-001-EN.PDF
http://ec.europa.eu/public_opinion/flash/fl_239_en.pdf
http://ec.europa.eu/public_opinion/flash/fl_239_en.pdf
http://ec.europa.eu/public_opinion/flash/fl_239_en.pdf
http://cell-orig.uindy.edu/docs/research/PBLSTEMEducation040513.pdf
http://cell-orig.uindy.edu/docs/research/PBLSTEMEducation040513.pdf
http://cell-orig.uindy.edu/docs/research/PBLSTEMEducation040513.pdf
http://cell-orig.uindy.edu/docs/research/PBLSTEMEducation040513.pdf
http://news.microsoft.com/download/archived/presskits/citizenship/docs/stemperceptionsreport.pdf
http://news.microsoft.com/download/archived/presskits/citizenship/docs/stemperceptionsreport.pdf
http://news.microsoft.com/download/archived/presskits/citizenship/docs/stemperceptionsreport.pdf
http://news.microsoft.com/download/archived/presskits/citizenship/docs/stemperceptionsreport.pdf
http://news.microsoft.com/download/archived/presskits/citizenship/docs/stemperceptionsreport.pdf
http://www.icsu.org/publications/reports-and-reviews/report-of-the-icsu-ad-hoc-review-panel-on-science-education/Report%20on%20Science%20Education%20final%20pdf.pdf
http://www.icsu.org/publications/reports-and-reviews/report-of-the-icsu-ad-hoc-review-panel-on-science-education/Report%20on%20Science%20Education%20final%20pdf.pdf
http://www.icsu.org/publications/reports-and-reviews/report-of-the-icsu-ad-hoc-review-panel-on-science-education/Report%20on%20Science%20Education%20final%20pdf.pdf
http://www.icsu.org/publications/reports-and-reviews/report-of-the-icsu-ad-hoc-review-panel-on-science-education/Report%20on%20Science%20Education%20final%20pdf.pdf
http://www.icsu.org/publications/reports-and-reviews/report-of-the-icsu-ad-hoc-review-panel-on-science-education/Report%20on%20Science%20Education%20final%20pdf.pdf
http://www.icsu.org/publications/reports-and-reviews/report-of-the-icsu-ad-hoc-review-panel-on-science-education/Report%20on%20Science%20Education%20final%20pdf.pdf
http://www.icsu.org/publications/reports-and-reviews/report-of-the-icsu-ad-hoc-review-panel-on-science-education/Report%20on%20Science%20Education%20final%20pdf.pdf
http://www.icsu.org/publications/reports-and-reviews/report-of-the-icsu-ad-hoc-review-panel-on-science-education/Report%20on%20Science%20Education%20final%20pdf.pdf
http://www.icsu.org/publications/reports-and-reviews/report-of-the-icsu-ad-hoc-review-panel-on-science-education/Report%20on%20Science%20Education%20final%20pdf.pdf
http://www.mass.edu/stem/documents/Student%20Interest%20Summary%20Report.pdf
http://www.mass.edu/stem/documents/Student%20Interest%20Summary%20Report.pdf
http://www.mass.edu/stem/documents/Student%20Interest%20Summary%20Report.pdf
http://www.mass.edu/stem/documents/Student%20Interest%20Summary%20Report.pdf
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14 Attracting students to science, 
technology and engineering 

higher education 

Reis, A. et al. SEFI 40th annual 
conference, 2012 

http://www.sefi.be/conf
erence-

2012/Papers/Papers/02
8.pdf 

1 1 2 1 1 1 EN 

15 Responsible Research and 
Innovation (RRI), 
Science and Technology  

Special 
Eurobarometer 
401 

Eurobarometer, 2013 http://ec.europa.eu/pu
blic_opinion/archives/e
bs/ebs_401_en.pdf 

5 1 9 4 3 1 EN 

16 Analysing the chances and 
risks of mobile researchers 
and their partners/families 
with in Europe 

Tandem, 
Euraxess 

Euraxess, 2013 http://www.euraxess-
tandem.eu/fileadmin/co
ntent/publications/Repo
rt_TANDEM_23.08.201

3_incl.statistics.pdf 

1 2 9 4 3 1 EN 

17 TANDEM: Analysis of Dual 
Career and Integration Services 
within Europe 

Zingg, Alexandra  Researchers on the move, 
Zurich, 5-6 June 2014 

http://grantsaccess.eth
z.ch/fileadmin/content/
downloads/Alexandra_Z
ingg_results_tandem.p
df 

7 2 9 4 3 1 EN 

18 Dual-Career Couples: Specific 

Challenges for Work-Life 
Integration 

Abele, Andrea E. 

and Judith 
Volmer 

S. Kaiser et al. (eds.), 

Creating Balance?, Springer-
Verlag Berlin Heidelberg 
2011 

http://link.springer.com

/chapter/10.1007%2F9
78-3-642-16199-5_10 

3 2 9 4 3 3 EN 

19 Dual-career Opportunities for 
Doctoral Candidates and Early 

Stage Researchers 

 EURODOC EURODOC, 2014 http://www.idea-
phd.net/files/9513/947

9/1479/Eurodoc_Dual_
Career_Services.pdf 

6 2 3 4 3 1 EN 

20 Monitoring progress towards 
Gender Equality in the Sixth 
Framework Programme 

European 
Commission 

European Commission, 2009 http://ec.europa.eu/res
earch/science-
society/document_libra
ry/pdf_06/gender-

monitoring-studies-
synthesis-report_en.pdf 

4 2, 3 5 4 3 1 EN 

http://www.sefi.be/conference-2012/Papers/Papers/028.pdf
http://www.sefi.be/conference-2012/Papers/Papers/028.pdf
http://www.sefi.be/conference-2012/Papers/Papers/028.pdf
http://www.sefi.be/conference-2012/Papers/Papers/028.pdf
http://ec.europa.eu/public_opinion/archives/ebs/ebs_401_en.pdf
http://ec.europa.eu/public_opinion/archives/ebs/ebs_401_en.pdf
http://ec.europa.eu/public_opinion/archives/ebs/ebs_401_en.pdf
http://www.euraxess-tandem.eu/fileadmin/content/publications/Report_TANDEM_23.08.2013_incl.statistics.pdf
http://www.euraxess-tandem.eu/fileadmin/content/publications/Report_TANDEM_23.08.2013_incl.statistics.pdf
http://www.euraxess-tandem.eu/fileadmin/content/publications/Report_TANDEM_23.08.2013_incl.statistics.pdf
http://www.euraxess-tandem.eu/fileadmin/content/publications/Report_TANDEM_23.08.2013_incl.statistics.pdf
http://www.euraxess-tandem.eu/fileadmin/content/publications/Report_TANDEM_23.08.2013_incl.statistics.pdf
http://grantsaccess.ethz.ch/fileadmin/content/downloads/Alexandra_Zingg_results_tandem.pdf
http://grantsaccess.ethz.ch/fileadmin/content/downloads/Alexandra_Zingg_results_tandem.pdf
http://grantsaccess.ethz.ch/fileadmin/content/downloads/Alexandra_Zingg_results_tandem.pdf
http://grantsaccess.ethz.ch/fileadmin/content/downloads/Alexandra_Zingg_results_tandem.pdf
http://grantsaccess.ethz.ch/fileadmin/content/downloads/Alexandra_Zingg_results_tandem.pdf
http://link.springer.com/chapter/10.1007%2F978-3-642-16199-5_10
http://link.springer.com/chapter/10.1007%2F978-3-642-16199-5_10
http://link.springer.com/chapter/10.1007%2F978-3-642-16199-5_10
http://www.idea-phd.net/files/9513/9479/1479/Eurodoc_Dual_Career_Services.pdf
http://www.idea-phd.net/files/9513/9479/1479/Eurodoc_Dual_Career_Services.pdf
http://www.idea-phd.net/files/9513/9479/1479/Eurodoc_Dual_Career_Services.pdf
http://www.idea-phd.net/files/9513/9479/1479/Eurodoc_Dual_Career_Services.pdf
http://ec.europa.eu/research/science-society/document_library/pdf_06/gender-monitoring-studies-synthesis-report_en.pdf
http://ec.europa.eu/research/science-society/document_library/pdf_06/gender-monitoring-studies-synthesis-report_en.pdf
http://ec.europa.eu/research/science-society/document_library/pdf_06/gender-monitoring-studies-synthesis-report_en.pdf
http://ec.europa.eu/research/science-society/document_library/pdf_06/gender-monitoring-studies-synthesis-report_en.pdf
http://ec.europa.eu/research/science-society/document_library/pdf_06/gender-monitoring-studies-synthesis-report_en.pdf
http://ec.europa.eu/research/science-society/document_library/pdf_06/gender-monitoring-studies-synthesis-report_en.pdf
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21 Dual Career Couples, Pregnant 
on the Job Market, and Related 

Concerns 

 Miller Vick, Julia,  
Jennifer S. 

Furlong 

The Academic Job Search 
Handbook, University of 

Pennsylvania Press (June 
2013). 

- 

3 2 5 4 3 2 EN 

22 MORE II Study – Follow-up of 
the MORE Study on "Mobility 
Patterns and Career Paths of 
Researchers" 

IDEA Consult European Commission, 
Brussels, August 2013 

http://ec.europa.eu/eur
axess/pdf/research_poli
cies/more2/Final%20re
port.pdf 

1 1,2 9 
 

3 1 EN 

23 Quality of Work Life and 
Academic Dual-Career Couples 

Jyothi, P., Dr.Sita 
Neelakantan 

OSR Journal of Business and 
Management (IOSR-JBM)e-
ISSN: 2278-487X, p-ISSN: 

2319-7668. Volume 16, 
Issue 1. Ver. II (Jan. 2014), 

PP62-66 

http://iosrjournals.org/i
osr-jbm/papers/Vol16-
issue1/Version-

2/H016126266.pdf 

3 2 9 1 3 2 EN 

24 Recommendations on Partner 
Accommodation and Dual-Career 
Appointments  

Higginbotham, 
Ann  

American Association of 
University Professors, 2010 

http://www.aaup.org/re
port/recommendations-
partner-
accommodation-and-
dual-career-

appointments 

6 2 9 1 3 2 EN 

25 Getting to 50/50: How Working 

Couples Can Have It All by 
Sharing It All 

Meers, Sharon 

and Joanna 
Strober 

New York: Bantam Bell, 

2009 

- 

3 2 5 4 3 2 EN 

26 Dual career Academic Couples: 
What Universities Need to Know 

Schiebinger, 
Londa et al. 

Michelle R. Clayman 
Institute for Gender 
Research 
Stanford University 

http://gender.stanford.
edu/sites/default/files/
DualCareerFinal_0.pdf 

1 2 9 1 3 2 EN 

27 Careers of doctorate holders: 
employment and mobility 

patterns.  

Auriol, L.  OECD Science, Technology 
and 

Industry Working Papers 
2010/04 

http://www.uis.unesco.
org/ScienceTechnology/

Documents/44893058.p
df 

6 1 8 1 3 1 en 

http://ec.europa.eu/euraxess/pdf/research_policies/more2/Final%20report.pdf
http://ec.europa.eu/euraxess/pdf/research_policies/more2/Final%20report.pdf
http://ec.europa.eu/euraxess/pdf/research_policies/more2/Final%20report.pdf
http://ec.europa.eu/euraxess/pdf/research_policies/more2/Final%20report.pdf
http://iosrjournals.org/iosr-jbm/papers/Vol16-issue1/Version-2/H016126266.pdf
http://iosrjournals.org/iosr-jbm/papers/Vol16-issue1/Version-2/H016126266.pdf
http://iosrjournals.org/iosr-jbm/papers/Vol16-issue1/Version-2/H016126266.pdf
http://iosrjournals.org/iosr-jbm/papers/Vol16-issue1/Version-2/H016126266.pdf
http://www.aaup.org/report/recommendations-partner-accommodation-and-dual-career-appointments
http://www.aaup.org/report/recommendations-partner-accommodation-and-dual-career-appointments
http://www.aaup.org/report/recommendations-partner-accommodation-and-dual-career-appointments
http://www.aaup.org/report/recommendations-partner-accommodation-and-dual-career-appointments
http://www.aaup.org/report/recommendations-partner-accommodation-and-dual-career-appointments
http://www.aaup.org/report/recommendations-partner-accommodation-and-dual-career-appointments
http://gender.stanford.edu/sites/default/files/DualCareerFinal_0.pdf
http://gender.stanford.edu/sites/default/files/DualCareerFinal_0.pdf
http://gender.stanford.edu/sites/default/files/DualCareerFinal_0.pdf
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28 After a Career Break: Supporting 
Women Returning to ICT 

A Case Study 

Herman, Clem  The Open University, U.K., 
2011 

http://genderandset.op
en.ac.uk/index.php/gen

derandset/article/viewFi
le/136/327 

1 3 5 4 1 1 EN 

29 Early Academic Career Pathways 
in STEM: Do Gender and Family 
Status Matter? 

 Tanenbaum, 
Courtney and 
Rachel Upton 

American Institutes for 
research, 2014 

http://www.air.org/site
s/default/files/STEM%2
0PhD%20Early%20Aca
demic%20Career%20P

athway_March%202014
.pdf 

1 3 3 1 1 2 EN 

30 Female Attrition, Retention and 

Barriers to Careers in SET 
Academic Research, the UKRC 

Report 

Dr Zalevski , 

Anna Tobbell and 
Jane Rachel 

Butcher 

The UKRC Repor 

t, 8 December 2009 

http://www.wisecampai

gn.org.uk/files/useruplo
ads/files/resources/fem

ale_attrition,_retention
_and_barriers_to_caree
rs_report_08_12_09.pd
f 

1 3 5 1 1 2 EN 

31 A Physicist’s Guide to Managing 
Career Breaks and Achieving 

Career Balance; Institute of 
Physics 

Dr Shinton, Sara  IOP Institute for Physics, 
2013 

http://talentreturns.org
/wp-

content/uploads/2014/
03/equilibrium.pdf 

1 3 5 4 3 4 EN 

32 Structural Change in Research 
Institutions: Enhancing 
excellence, gender equality and 

efficiency in research and 
innovation 

Madariaga, Inès 
Sánchez de  

Luxembourg: Publications 
Office of the European 
Union, 2012 

http://ec.europa.eu/res
earch/science-
society/document_libra

ry/pdf_06/structural-
changes-final-
report_en.pdf 

6 3 5 4 3 1 EN 

33 Women in science and 
technology, Creating sustainable 
careers 

 European 
Commission 
Directorate-

General for 
Research 

Luxembourg: Office for 
Official Publications of the 
European Communities, 

2009 

http://ec.europa.eu/res
earch/science-
society/document_libra

ry/pdf_06/wist2_sustai
nable-careers-

6 2,3 5 4 1 1 EN 

http://genderandset.open.ac.uk/index.php/genderandset/article/viewFile/136/327
http://genderandset.open.ac.uk/index.php/genderandset/article/viewFile/136/327
http://genderandset.open.ac.uk/index.php/genderandset/article/viewFile/136/327
http://genderandset.open.ac.uk/index.php/genderandset/article/viewFile/136/327
http://www.air.org/sites/default/files/STEM%20PhD%20Early%20Academic%20Career%20Pathway_March%202014.pdf
http://www.air.org/sites/default/files/STEM%20PhD%20Early%20Academic%20Career%20Pathway_March%202014.pdf
http://www.air.org/sites/default/files/STEM%20PhD%20Early%20Academic%20Career%20Pathway_March%202014.pdf
http://www.air.org/sites/default/files/STEM%20PhD%20Early%20Academic%20Career%20Pathway_March%202014.pdf
http://www.air.org/sites/default/files/STEM%20PhD%20Early%20Academic%20Career%20Pathway_March%202014.pdf
http://www.air.org/sites/default/files/STEM%20PhD%20Early%20Academic%20Career%20Pathway_March%202014.pdf
http://www.wisecampaign.org.uk/files/useruploads/files/resources/female_attrition,_retention_and_barriers_to_careers_report_08_12_09.pdf
http://www.wisecampaign.org.uk/files/useruploads/files/resources/female_attrition,_retention_and_barriers_to_careers_report_08_12_09.pdf
http://www.wisecampaign.org.uk/files/useruploads/files/resources/female_attrition,_retention_and_barriers_to_careers_report_08_12_09.pdf
http://www.wisecampaign.org.uk/files/useruploads/files/resources/female_attrition,_retention_and_barriers_to_careers_report_08_12_09.pdf
http://www.wisecampaign.org.uk/files/useruploads/files/resources/female_attrition,_retention_and_barriers_to_careers_report_08_12_09.pdf
http://www.wisecampaign.org.uk/files/useruploads/files/resources/female_attrition,_retention_and_barriers_to_careers_report_08_12_09.pdf
http://www.wisecampaign.org.uk/files/useruploads/files/resources/female_attrition,_retention_and_barriers_to_careers_report_08_12_09.pdf
http://talentreturns.org/wp-content/uploads/2014/03/equilibrium.pdf
http://talentreturns.org/wp-content/uploads/2014/03/equilibrium.pdf
http://talentreturns.org/wp-content/uploads/2014/03/equilibrium.pdf
http://talentreturns.org/wp-content/uploads/2014/03/equilibrium.pdf
http://ec.europa.eu/research/science-society/document_library/pdf_06/structural-changes-final-report_en.pdf
http://ec.europa.eu/research/science-society/document_library/pdf_06/structural-changes-final-report_en.pdf
http://ec.europa.eu/research/science-society/document_library/pdf_06/structural-changes-final-report_en.pdf
http://ec.europa.eu/research/science-society/document_library/pdf_06/structural-changes-final-report_en.pdf
http://ec.europa.eu/research/science-society/document_library/pdf_06/structural-changes-final-report_en.pdf
http://ec.europa.eu/research/science-society/document_library/pdf_06/structural-changes-final-report_en.pdf
http://ec.europa.eu/research/science-society/document_library/pdf_06/wist2_sustainable-careers-report_en.pdf
http://ec.europa.eu/research/science-society/document_library/pdf_06/wist2_sustainable-careers-report_en.pdf
http://ec.europa.eu/research/science-society/document_library/pdf_06/wist2_sustainable-careers-report_en.pdf
http://ec.europa.eu/research/science-society/document_library/pdf_06/wist2_sustainable-careers-report_en.pdf
http://ec.europa.eu/research/science-society/document_library/pdf_06/wist2_sustainable-careers-report_en.pdf
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report_en.pdf 

34 Academic Motherhood: How 
Faculty Manage Work and Family 

Ward, Kelly and 
Lisa Wolf-Wendel 

Rutgers University Press, 
August 2012 

- 
3 3 5 1 3 2 EN 

35 Mind the Gap: Women in STEM 
career breaks 

Mavriplis, C. et 
al.  

J. Technol. Manag. Innov. 
2010, Volume 5, Issue 1 

http://www.jotmi.org/i
ndex.php/GT/article/vie
w/art149/530 

3 3 5 4 1 1 EN 

36 Gender Differences at Critical 
Transitions in the Careers of 
Science, Engineering and 

Mathematics Faculty  

Didion, Catherine The National Academies 
Press Washington, D.C., 
2010. 

http://www.nap.edu/op
enbook.php?record_id=
12062 

3 3 5 4 1 2 EN 

37 Women’s underrepresentation in 

science: Sociocultural and 
biological considerations 

 Ceci, S. J. et al. Psychological Bulletin, 

135(2), 218–261, 2009. 

https://www.human.cor

nell.edu/hd/upload/Ceci
-Williams-Barnett-
2009.pdf 

3 3 5 4 1 2 EN 

38 The House of Commons Science 
and Technology Select 

Committee 
Inquiry into Women in STEM 
careers 

The Russell 
Group of 

Universities 

The Russell Group of 
Universities, 2013 

http://www.russellgrou
p.ac.uk/uploads/41aEvi

dence-to-the-Science-
and-Technology-
Committee-inquiry-

into-Women-in-STEM-
careers.pdf 

1 3 5 4 1 1 EN 

39 Tapping our Talents: Women in 

science, technology, engineering 
and mathematics: a strategy for 
Scotland 

The Royal Society 

of Edinburgh 

The Royal Society of 

Edinburgh, 2013 

http://www.royalsoced.

org.uk/cms/files/advice
-
papers/inquiry/women_
in_stem/tapping_talent
s.pdf 

6 3 5 4 1 1 EN 

40 A Framework for Promoting 
Women’s Career Intentionality 

and Work–Life Integration 

 Tajlili, Megan 
Hyland 

Career Development 
Quarterly. Sep2014, Vol. 62 

Issue 3, p254-267. 14p 

http://onlinelibrary.wile
y.com/doi/10.1002/j.21

61-

3 1 5 2 3 1 EN 

http://ec.europa.eu/research/science-society/document_library/pdf_06/wist2_sustainable-careers-report_en.pdf
http://www.jotmi.org/index.php/GT/article/view/art149/530
http://www.jotmi.org/index.php/GT/article/view/art149/530
http://www.jotmi.org/index.php/GT/article/view/art149/530
http://www.nap.edu/openbook.php?record_id=12062
http://www.nap.edu/openbook.php?record_id=12062
http://www.nap.edu/openbook.php?record_id=12062
https://www.human.cornell.edu/hd/upload/Ceci-Williams-Barnett-2009.pdf
https://www.human.cornell.edu/hd/upload/Ceci-Williams-Barnett-2009.pdf
https://www.human.cornell.edu/hd/upload/Ceci-Williams-Barnett-2009.pdf
https://www.human.cornell.edu/hd/upload/Ceci-Williams-Barnett-2009.pdf
http://www.russellgroup.ac.uk/uploads/41aEvidence-to-the-Science-and-Technology-Committee-inquiry-into-Women-in-STEM-careers.pdf
http://www.russellgroup.ac.uk/uploads/41aEvidence-to-the-Science-and-Technology-Committee-inquiry-into-Women-in-STEM-careers.pdf
http://www.russellgroup.ac.uk/uploads/41aEvidence-to-the-Science-and-Technology-Committee-inquiry-into-Women-in-STEM-careers.pdf
http://www.russellgroup.ac.uk/uploads/41aEvidence-to-the-Science-and-Technology-Committee-inquiry-into-Women-in-STEM-careers.pdf
http://www.russellgroup.ac.uk/uploads/41aEvidence-to-the-Science-and-Technology-Committee-inquiry-into-Women-in-STEM-careers.pdf
http://www.russellgroup.ac.uk/uploads/41aEvidence-to-the-Science-and-Technology-Committee-inquiry-into-Women-in-STEM-careers.pdf
http://www.russellgroup.ac.uk/uploads/41aEvidence-to-the-Science-and-Technology-Committee-inquiry-into-Women-in-STEM-careers.pdf
http://www.royalsoced.org.uk/cms/files/advice-papers/inquiry/women_in_stem/tapping_talents.pdf
http://www.royalsoced.org.uk/cms/files/advice-papers/inquiry/women_in_stem/tapping_talents.pdf
http://www.royalsoced.org.uk/cms/files/advice-papers/inquiry/women_in_stem/tapping_talents.pdf
http://www.royalsoced.org.uk/cms/files/advice-papers/inquiry/women_in_stem/tapping_talents.pdf
http://www.royalsoced.org.uk/cms/files/advice-papers/inquiry/women_in_stem/tapping_talents.pdf
http://www.royalsoced.org.uk/cms/files/advice-papers/inquiry/women_in_stem/tapping_talents.pdf
http://onlinelibrary.wiley.com/doi/10.1002/j.2161-0045.2014.00083.x/abstract
http://onlinelibrary.wiley.com/doi/10.1002/j.2161-0045.2014.00083.x/abstract
http://onlinelibrary.wiley.com/doi/10.1002/j.2161-0045.2014.00083.x/abstract
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0045.2014.00083.x/abs
tract 

41 Early career academic 
perceptions, attitudes and 
professional development 
activities: questioning the 
teaching and research gap to 
further academic development 

Matthews, Kelly 
E. et al. 

International Journal for 
Academic Development, 
2014 
Vol. 19, No. 2, 112–124, 
http://dx.doi.org/10.1080/1
360144X.2012.724421 

http://www.tandfonline
.com/doi/abs/10.1080/
1360144X.2012.72442
1?journalCode=rija20#.
VPBNkuGHigc  

3 1 3 1 3 1 EN 

42 Imagined and emerging career 
patterns: perceptions of doctoral 

students and research staff 

McAlpine, Lynn  
and Gill Turner 

Journal of Further and 
Higher Education 

Vol. 36, No. 4, November 
2012, 535–548 

http://www.tandfonline
.com/doi/abs/10.1080/

0309877X.2011.64377
7#.VPBOGeGHigc 

3 1 3 1 3 1 EN 

43 Perception, Practices Towards 
Research and Predictors of 
Research Career Among UG 
Medical Students from Coastal 
South India: A Cross-Sectional 
Study 

Harsha Kumar 
HN et al. 

Indian Journal of 
Community Medicine / Vol 
34 / Issue 4 / October 2009 
306 

- 

3 1 2 1 3 2 EN 

44 Up or Out: Research Incentives 
and Career Prospects of 
Postdocs in Germany 

Fitzenberger, 
Bernd and Ute 
Leuschner   

Centre for European 
Economic Research, 
Germany, 2012 

http://ftp.iza.org/dp640
7.pdf 1 1 4 1 3 1 EN 

45 Adolescents' motivation to select 
an academic science-related 

career: the role of school 
factors, individual interest, and 
science self-concept 

Taskinen, Päivi H. 
et al. 

Educational Research and 
Evaluation, 2013 

Vol. 19, No. 8, 717–733,  

http://www.tandfonline
.com/doi/abs/10.1080/

13803611.2013.853620
#.VPBPqeGHigc 

3 1 1 1 1 1 EN 

46 Course-Integrated 
Undergraduate Research 
Experiences Structured at 

Different Levels of Inquiry 

Nadelson, Louis 
S. et al. 

Journal of STEM Education: 
Innovations and Research, 
v11 n1-2 p27-44 Jan-Jun 

2010. 18 pp. 

http://www.jstem.org/i
ndex.php?journal=JSTE
M&page=article&op=vie

w&path[]=1479&path[]
=1291 

3 1 2 1 1 1 EN 

http://onlinelibrary.wiley.com/doi/10.1002/j.2161-0045.2014.00083.x/abstract
http://onlinelibrary.wiley.com/doi/10.1002/j.2161-0045.2014.00083.x/abstract
http://www.tandfonline.com/doi/abs/10.1080/1360144X.2012.724421?journalCode=rija20#.VPBNkuGHigc
http://www.tandfonline.com/doi/abs/10.1080/1360144X.2012.724421?journalCode=rija20#.VPBNkuGHigc
http://www.tandfonline.com/doi/abs/10.1080/1360144X.2012.724421?journalCode=rija20#.VPBNkuGHigc
http://www.tandfonline.com/doi/abs/10.1080/1360144X.2012.724421?journalCode=rija20#.VPBNkuGHigc
http://www.tandfonline.com/doi/abs/10.1080/1360144X.2012.724421?journalCode=rija20#.VPBNkuGHigc
http://www.tandfonline.com/doi/abs/10.1080/0309877X.2011.643777#.VPBOGeGHigc
http://www.tandfonline.com/doi/abs/10.1080/0309877X.2011.643777#.VPBOGeGHigc
http://www.tandfonline.com/doi/abs/10.1080/0309877X.2011.643777#.VPBOGeGHigc
http://www.tandfonline.com/doi/abs/10.1080/0309877X.2011.643777#.VPBOGeGHigc
http://ftp.iza.org/dp6407.pdf
http://ftp.iza.org/dp6407.pdf
http://www.tandfonline.com/doi/abs/10.1080/13803611.2013.853620#.VPBPqeGHigc
http://www.tandfonline.com/doi/abs/10.1080/13803611.2013.853620#.VPBPqeGHigc
http://www.tandfonline.com/doi/abs/10.1080/13803611.2013.853620#.VPBPqeGHigc
http://www.tandfonline.com/doi/abs/10.1080/13803611.2013.853620#.VPBPqeGHigc
http://www.jstem.org/index.php?journal=JSTEM&page=article&op=view&path%5b%5d=1479&path%5b%5d=1291
http://www.jstem.org/index.php?journal=JSTEM&page=article&op=view&path%5b%5d=1479&path%5b%5d=1291
http://www.jstem.org/index.php?journal=JSTEM&page=article&op=view&path%5b%5d=1479&path%5b%5d=1291
http://www.jstem.org/index.php?journal=JSTEM&page=article&op=view&path%5b%5d=1479&path%5b%5d=1291
http://www.jstem.org/index.php?journal=JSTEM&page=article&op=view&path%5b%5d=1479&path%5b%5d=1291
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47 Rheumatology fellows' 
perception on training and 

careers in academia: the 
American College of 
Rheumatology Fellow Research 
and Academic Training Survey. 

Young 
Investigator 

Subcommittee of 
the American 
College of 
Rheumatology 
Committee on 
Research 

Arthritis Rheum. 2009 Feb 
15;61(2):266-73. doi: 

10.1002/art.24212. 

http://onlinelibrary.wile
y.com/doi/10.1002/art.

24212/pdf 

3 1 4 1 2 1 EN 

48 Becoming an academic doctor: 
perceptions of scholarly careers.  

O'Sullivan, 
Patricia S. et al. 

Medical Education. Apr2009, 
Vol. 43 Issue 4, p335-341. 
7p.  

- 
3 1 3 1 2 1 EN 

49 Barriers to and facilitators of 
female Deans' career 

advancement in higher 
education: an exploratory study 
in Vietnam.  

Nguyen, Thi Higher Education. Jul2013, 
Vol. 66 Issue 1, p123-138. 

16p. 

http://link.springer.com
/article/10.1007%2Fs1

0734-012-9594-
4#page-1 

3 1 5 1 3 2 EN 

50 Faculty perceptions of how 
community-engaged research is 
valued in tenure, promotion, and 

retention decisions. 

Nokes KM et al. Clinical And Translational 
Science [Clin Transl Sci] 
2013 Aug; Vol. 6 (4), pp. 

259-66. 

http://onlinelibrary.wile
y.com/doi/10.1111/cts.
12077/abstract 

3 1 9 1 2 1 EN 

51 Strengthening the Career 

Development of Clinical 
Translational Scientist Trainees: 
A Consensus Statement of the 

Clinical Translational Science 
Award (CTSA) Research 
Education and Career 
Development Committees.  

Meyers, Frederick 

J. et al. 

CTS: Clinical & Translational 

Science. Apr2012, Vol. 5 
Issue 2, p132-137 

- 

3 1 3 1 3 1 EN 

52 Structural Change in Research 
Institutions: Enhancing 

excellence, gender equality and 
efficiency in research and 

European 
Commission 

Report of the 
Expert Group on 

Directorate-General for 
Research and Innovation 

Directorate B – European 
Research Area 

https://ec.europa.eu/re
search/science-

society/document_libra
ry/pdf_06/structural-

6 1,2 
8,

9 
1,2 3 1 EN 

http://onlinelibrary.wiley.com/doi/10.1002/art.24212/pdf
http://onlinelibrary.wiley.com/doi/10.1002/art.24212/pdf
http://onlinelibrary.wiley.com/doi/10.1002/art.24212/pdf
http://link.springer.com/article/10.1007%2Fs10734-012-9594-4#page-1
http://link.springer.com/article/10.1007%2Fs10734-012-9594-4#page-1
http://link.springer.com/article/10.1007%2Fs10734-012-9594-4#page-1
http://link.springer.com/article/10.1007%2Fs10734-012-9594-4#page-1
http://onlinelibrary.wiley.com/doi/10.1111/cts.12077/abstract
http://onlinelibrary.wiley.com/doi/10.1111/cts.12077/abstract
http://onlinelibrary.wiley.com/doi/10.1111/cts.12077/abstract
https://ec.europa.eu/research/science-society/document_library/pdf_06/structural-changes-final-report_en.pdf
https://ec.europa.eu/research/science-society/document_library/pdf_06/structural-changes-final-report_en.pdf
https://ec.europa.eu/research/science-society/document_library/pdf_06/structural-changes-final-report_en.pdf
https://ec.europa.eu/research/science-society/document_library/pdf_06/structural-changes-final-report_en.pdf
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innovation Structural 
Change 

Chairperson: Inès 
Sánchez de 
Madariaga 
Rapporteur: Tiia 
Raudma 

Unit B.6 – Ethics and 
Gender: Sector B6.2 - 

Gender 
European Commission 
(2012) 

changes-final-
report_en.pdf 

53 Dual-Science-Career Couples: 

Survey Results 

McNeil, Laurie 

and Marc Sher  

University of North Carolina 

& College of William and 
Mary, 1998 

http://www.physics.wm

.edu/~sher/survey.pdf  5 2 8 1,2 1 2 EN 

54 She Figures 2012 – Gender in 

Research and Innovation 

European 

Commission 

Directorate-General for 

Research and Innovation 
Directorate B — European 

Research Area Unit B.6 — 
Ethics and Gender, 2012 

http://ec.europa.eu/res

earch/science-
society/document_libra

ry/pdf_06/she-figures-
2012_en.pdf 

4 2 
8,
9 

1,2 3 1 EN 

55 International Mobility and Dual 
Career Survey of International.  

van der Wilk-
Carlton, Kathleen 
and Françoise 
van Roosmalen 

PERMITS Foundation, 
Hague, 2012 

http://www.permitsfou
ndation.com/wp-
content/uploads/2013/
06/Permits+Global+Sur

vey+2012nw.pdf  

1 2 9 1,2 2 4 EN 

56 Dual-earner and dual-career 

couples in contemporary Italy 

Lucchini, Mario  Zeitschrift für 

Familienforschung, 19. 
Jahrh., Heft 3/2007, S. 290-
310 

http://www.zeitschrift-

fuer-
familienforschung.de/p
df/2007-3-lucchini.pdf 

1 2 8 1,2 2 3 EN 

57 Research Careers in Europe 
Landscape and Horizons 

ESF – European 
Science 
Foundation 

ESF – European Science 
Foundation, 2009 

http://www.esf.org/file
admin/links/CEO/Resea
rchCareers_60p%20A4
_13Jan.pdf 

1 2 8 1,2 3 1 EN 

58 Higher Education Recruitment 

Consortium 

    http://www.hercjobs.or

g/dual_career_couples/  

7 2 8 1 3 2 EN 

https://ec.europa.eu/research/science-society/document_library/pdf_06/structural-changes-final-report_en.pdf
https://ec.europa.eu/research/science-society/document_library/pdf_06/structural-changes-final-report_en.pdf
http://www.physics.wm.edu/~sher/survey.pdf
http://www.physics.wm.edu/~sher/survey.pdf
http://ec.europa.eu/research/science-society/document_library/pdf_06/she-figures-2012_en.pdf
http://ec.europa.eu/research/science-society/document_library/pdf_06/she-figures-2012_en.pdf
http://ec.europa.eu/research/science-society/document_library/pdf_06/she-figures-2012_en.pdf
http://ec.europa.eu/research/science-society/document_library/pdf_06/she-figures-2012_en.pdf
http://ec.europa.eu/research/science-society/document_library/pdf_06/she-figures-2012_en.pdf
http://www.permitsfoundation.com/wp-content/uploads/2013/06/Permits+Global+Survey+2012nw.pdf
http://www.permitsfoundation.com/wp-content/uploads/2013/06/Permits+Global+Survey+2012nw.pdf
http://www.permitsfoundation.com/wp-content/uploads/2013/06/Permits+Global+Survey+2012nw.pdf
http://www.permitsfoundation.com/wp-content/uploads/2013/06/Permits+Global+Survey+2012nw.pdf
http://www.permitsfoundation.com/wp-content/uploads/2013/06/Permits+Global+Survey+2012nw.pdf
http://www.zeitschrift-fuer-familienforschung.de/pdf/2007-3-lucchini.pdf
http://www.zeitschrift-fuer-familienforschung.de/pdf/2007-3-lucchini.pdf
http://www.zeitschrift-fuer-familienforschung.de/pdf/2007-3-lucchini.pdf
http://www.zeitschrift-fuer-familienforschung.de/pdf/2007-3-lucchini.pdf
http://www.esf.org/fileadmin/links/CEO/ResearchCareers_60p%20A4_13Jan.pdf
http://www.esf.org/fileadmin/links/CEO/ResearchCareers_60p%20A4_13Jan.pdf
http://www.esf.org/fileadmin/links/CEO/ResearchCareers_60p%20A4_13Jan.pdf
http://www.esf.org/fileadmin/links/CEO/ResearchCareers_60p%20A4_13Jan.pdf
http://www.hercjobs.org/dual_career_couples/
http://www.hercjobs.org/dual_career_couples/
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59 Survey report: Flexible working 
provision and uptake 

Chartered 
Institute of 

Personnel and 
Development 
(CIPD) 

Chartered Institute of 
Personnel and Development 

(CIPD), UK, May 2012 

http://www.cipd.co.uk/
hr-resources/survey-

reports/flexible-
working-provision-
uptake.aspx 

5 3 9 4 - 3 EN 

60 It’s not the break that’s the 
problem: Women SET 
professionals and career breaks 

in European companies. 

Herman, Clem DG for Research: European 
Communities, Brussels, 
January 2009 

http://dx.doi.org/doi:1
0.2777/57428 

3 3 9 4 1 1 EN 

61 'Ethics Education in Science - 
Statement by the ALLEA 

Permanent Working Group on 
Science and Ethics'' 

ALLEA Permanent 
Working Group 

on Science and 
Ethics 

Berlin Brandenburg 
Academy of Sciences and 

Humanities, Berlin, Final 
Version September 2013. 

http://www.allea.org/C
ontent/ALLEA/Statemen

t_Ethics_Edu_web_final
_2013_10_10.pdf 

6 1 8 4 3 3 EN 

62 Academic careers: a cross-
country perspective 

 Janger, Jürgen 
et al.  

WWW For Europe, Working 
Paper no 37, August 2013 

http://www.foreurope.e
u/fileadmin/documents/
pdf/Workingpapers/WW
WforEurope_WPS_no03
7_MS64.pdf 

1 1 3 1 3 3 EN 

63 Academic Aspirations: An 
Analysis of the Influence of 
Doctoral Advisors and 

Maryland’s Alliance for Graduate 
Education and the Professoriate 
(AGEP) on Graduate Students’ 

Attitudes Regarding Careers in 
Academia 

Dykes, Laura Univ. of Maryland, 
Baltimore, MD, USA, 2009. 

http://ieeexplore.ieee.o
rg/stamp/stamp.jsp?tp
=&arnumber=5350556 

3 1 3 1 3 2 EN 

64 Promoting Science 
Communication 

Japan Science 
and Technology 
Agency 

Japan Science and 
Technology Agency 

http://rikai.jst.go.jp/en
g/ 6 1 9 4 3 2 EN 

65 Projects Promoting Public 
Education and Understanding of 
Science and Technology (Japan) 

Japan Science 
and Technology 
Agency 

Japan Science and 
Technology Agency 

http://rikai.jst.go.jp/co
mmon/right_menu/data
/pamphlet_eng.pdf 

6 1 9 4 3 2 EN 

http://www.cipd.co.uk/hr-resources/survey-reports/flexible-working-provision-uptake.aspx
http://www.cipd.co.uk/hr-resources/survey-reports/flexible-working-provision-uptake.aspx
http://www.cipd.co.uk/hr-resources/survey-reports/flexible-working-provision-uptake.aspx
http://www.cipd.co.uk/hr-resources/survey-reports/flexible-working-provision-uptake.aspx
http://www.cipd.co.uk/hr-resources/survey-reports/flexible-working-provision-uptake.aspx
http://www.allea.org/Content/ALLEA/Statement_Ethics_Edu_web_final_2013_10_10.pdf
http://www.allea.org/Content/ALLEA/Statement_Ethics_Edu_web_final_2013_10_10.pdf
http://www.allea.org/Content/ALLEA/Statement_Ethics_Edu_web_final_2013_10_10.pdf
http://www.allea.org/Content/ALLEA/Statement_Ethics_Edu_web_final_2013_10_10.pdf
http://www.foreurope.eu/fileadmin/documents/pdf/Workingpapers/WWWforEurope_WPS_no037_MS64.pdf
http://www.foreurope.eu/fileadmin/documents/pdf/Workingpapers/WWWforEurope_WPS_no037_MS64.pdf
http://www.foreurope.eu/fileadmin/documents/pdf/Workingpapers/WWWforEurope_WPS_no037_MS64.pdf
http://www.foreurope.eu/fileadmin/documents/pdf/Workingpapers/WWWforEurope_WPS_no037_MS64.pdf
http://www.foreurope.eu/fileadmin/documents/pdf/Workingpapers/WWWforEurope_WPS_no037_MS64.pdf
http://ieeexplore.ieee.org/stamp/stamp.jsp?tp=&arnumber=5350556
http://ieeexplore.ieee.org/stamp/stamp.jsp?tp=&arnumber=5350556
http://ieeexplore.ieee.org/stamp/stamp.jsp?tp=&arnumber=5350556
http://rikai.jst.go.jp/eng/
http://rikai.jst.go.jp/eng/
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66 Academic careers for graduate 
students: a strong attractor in a 

changed environment 

Gemme, Brigitte 
and 

Yves Gingras  

Higher Education 
Volume 63, Issue 6 , pp 

667-683 , 2012 

http://link.springer.com
/article/10.1007/s1073

4-011-9466-3 

3 1 3 4 3 2 EN 

67 International Academic Careers: 
Personal Reflections 

Jepsen, Denise 
Mary, et. al.  

International Journal of 
Human Resource 
Management, 2014 
Vol. 25, No. 10, 1309–1326,  

http://dx.doi.org/10.10
80/09585192.2013.870
307 

3 2 6 1 3 3 EN 

68 Continuity and change in the 
academic profession in European 
countries 

Pedro, Francesc London, England: 
Routledge, Taylor & Francis, 
2009 

http://www.researchgat
e.net/publication/24896
1210_Continuity_and_C
hange_in_the_Academi

c_Profession_in_Europe
an_Countries 

3 1 8 1 3 1 EN 

69 Advance: increasing the 
Participation and Advancement 
of Women in Academic Science 
and Engineering Careers 

National Science 
Foundation 

National Science Foundation http://www.nsf.gov/pu
bs/2009/nsf0941/nsf09
41.pdf 

6 1 5 1 1 2 EN 

70 Review on research mobility 

patterns and their determining 
factors in TANDEM project 
countries (D 2.1) 

ETH, TANDEM Euraxess, 2013. http://www.euraxess-

tandem.eu/fileadmin/co
ntent/protected_downlo
ads/official_documents/

D_2.1_Review-on-
mobility-patterns.pdf 

6 2 8 3 3 1 EN 

71 Analysing the chances 
and risks of mobile researchers 
and their partners/families 
within Europe (Estonia) 

ETH, TANDEM Euraxess, 2013. http://www.euraxess-
tandem.eu/fileadmin/co
ntent/protected_downlo
ads/reports/report_Tan
dem_23.8.2013_europe
_EE.pdf  

1 2 8 3 3 1 EN 

72 Analysing the chances 
and risks of mobile researchers 
and their partners/families 

ETH, TANDEM Euraxess, 2013. http://www.euraxess-
tandem.eu/fileadmin/co
ntent/protected_downlo

1 2 8 3 3 1 EN 

http://link.springer.com/article/10.1007/s10734-011-9466-3
http://link.springer.com/article/10.1007/s10734-011-9466-3
http://link.springer.com/article/10.1007/s10734-011-9466-3
http://dx.doi.org/10.1080/09585192.2013.870307
http://dx.doi.org/10.1080/09585192.2013.870307
http://dx.doi.org/10.1080/09585192.2013.870307
http://www.researchgate.net/publication/248961210_Continuity_and_Change_in_the_Academic_Profession_in_European_Countries
http://www.researchgate.net/publication/248961210_Continuity_and_Change_in_the_Academic_Profession_in_European_Countries
http://www.researchgate.net/publication/248961210_Continuity_and_Change_in_the_Academic_Profession_in_European_Countries
http://www.researchgate.net/publication/248961210_Continuity_and_Change_in_the_Academic_Profession_in_European_Countries
http://www.researchgate.net/publication/248961210_Continuity_and_Change_in_the_Academic_Profession_in_European_Countries
http://www.researchgate.net/publication/248961210_Continuity_and_Change_in_the_Academic_Profession_in_European_Countries
http://www.nsf.gov/pubs/2009/nsf0941/nsf0941.pdf
http://www.nsf.gov/pubs/2009/nsf0941/nsf0941.pdf
http://www.nsf.gov/pubs/2009/nsf0941/nsf0941.pdf
http://www.euraxess-tandem.eu/fileadmin/content/protected_downloads/official_documents/D_2.1_Review-on-mobility-patterns.pdf
http://www.euraxess-tandem.eu/fileadmin/content/protected_downloads/official_documents/D_2.1_Review-on-mobility-patterns.pdf
http://www.euraxess-tandem.eu/fileadmin/content/protected_downloads/official_documents/D_2.1_Review-on-mobility-patterns.pdf
http://www.euraxess-tandem.eu/fileadmin/content/protected_downloads/official_documents/D_2.1_Review-on-mobility-patterns.pdf
http://www.euraxess-tandem.eu/fileadmin/content/protected_downloads/official_documents/D_2.1_Review-on-mobility-patterns.pdf
http://www.euraxess-tandem.eu/fileadmin/content/protected_downloads/official_documents/D_2.1_Review-on-mobility-patterns.pdf
http://www.euraxess-tandem.eu/fileadmin/content/protected_downloads/reports/report_Tandem_23.8.2013_europe_EE.pdf
http://www.euraxess-tandem.eu/fileadmin/content/protected_downloads/reports/report_Tandem_23.8.2013_europe_EE.pdf
http://www.euraxess-tandem.eu/fileadmin/content/protected_downloads/reports/report_Tandem_23.8.2013_europe_EE.pdf
http://www.euraxess-tandem.eu/fileadmin/content/protected_downloads/reports/report_Tandem_23.8.2013_europe_EE.pdf
http://www.euraxess-tandem.eu/fileadmin/content/protected_downloads/reports/report_Tandem_23.8.2013_europe_EE.pdf
http://www.euraxess-tandem.eu/fileadmin/content/protected_downloads/reports/report_Tandem_23.8.2013_europe_EE.pdf
http://www.euraxess-tandem.eu/fileadmin/content/protected_downloads/reports/report_Tandem_23.8.2013_europe_DK.pdf
http://www.euraxess-tandem.eu/fileadmin/content/protected_downloads/reports/report_Tandem_23.8.2013_europe_DK.pdf
http://www.euraxess-tandem.eu/fileadmin/content/protected_downloads/reports/report_Tandem_23.8.2013_europe_DK.pdf
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within Europe (Denmark) ads/reports/report_Tan
dem_23.8.2013_europe

_DK.pdf 

73 Analysing the chances 
and risks of mobile researchers 
and their partners/families 
within Europe (Greece) 

ETH, TANDEM Euraxess, 2013. http://www.euraxess-
tandem.eu/fileadmin/co
ntent/protected_downlo
ads/reports/report_Tan
dem_23.8.2013_europe

_GR.pdf 

1 2 8 3 3 1 EN 

74 Analysing the chances 
and risks of mobile researchers 

and their partners/families 
within Europe (Slovakia) 

ETH, TANDEM Euraxess, 2013. http://www.euraxess-
tandem.eu/fileadmin/co

ntent/protected_downlo
ads/reports/report_Tan

dem_23.8.2013_europe
_SK.pdf 

1 2 8 3 3 1 EN 

75 Analysing the chances 
and risks of mobile researchers 
and their partners/families 
within Europe (Austria) 

ETH, TANDEM Euraxess, 2013. http://www.euraxess-
tandem.eu/fileadmin/co
ntent/protected_downlo
ads/reports/report_Tan

dem_final_Austria.pdf 

1 2 8 3 3 1 EN 

76 Analysing the chances 

and risks of mobile researchers 
and their partners/families 
within Europe (Finland) 

ETH, TANDEM Euraxess, 2013. http://www.euraxess-

tandem.eu/fileadmin/co
ntent/protected_downlo
ads/reports/report_Tan

dem_final_Finland.pdf  

1 2 8 3 3 1 EN 

77 Analysing the chances 
and risks of mobile researchers 
and their partners/families 
within Europe (Germany) 

ETH, TANDEM Euraxess, 2013. http://www.euraxess-
tandem.eu/fileadmin/co
ntent/protected_downlo
ads/reports/report_Tan
dem_final_Germany.pdf 

1 2 8 3 3 1 EN 

78 Analysing the chances 
and risks of mobile researchers 

ETH, TANDEM Euraxess, 2013. http://www.euraxess-
tandem.eu/fileadmin/co 1 2 8 3 3 1 EN 

http://www.euraxess-tandem.eu/fileadmin/content/protected_downloads/reports/report_Tandem_23.8.2013_europe_DK.pdf
http://www.euraxess-tandem.eu/fileadmin/content/protected_downloads/reports/report_Tandem_23.8.2013_europe_DK.pdf
http://www.euraxess-tandem.eu/fileadmin/content/protected_downloads/reports/report_Tandem_23.8.2013_europe_DK.pdf
http://www.euraxess-tandem.eu/fileadmin/content/protected_downloads/reports/report_Tandem_23.8.2013_europe_GR.pdf
http://www.euraxess-tandem.eu/fileadmin/content/protected_downloads/reports/report_Tandem_23.8.2013_europe_GR.pdf
http://www.euraxess-tandem.eu/fileadmin/content/protected_downloads/reports/report_Tandem_23.8.2013_europe_GR.pdf
http://www.euraxess-tandem.eu/fileadmin/content/protected_downloads/reports/report_Tandem_23.8.2013_europe_GR.pdf
http://www.euraxess-tandem.eu/fileadmin/content/protected_downloads/reports/report_Tandem_23.8.2013_europe_GR.pdf
http://www.euraxess-tandem.eu/fileadmin/content/protected_downloads/reports/report_Tandem_23.8.2013_europe_GR.pdf
http://www.euraxess-tandem.eu/fileadmin/content/protected_downloads/reports/report_Tandem_23.8.2013_europe_SK.pdf
http://www.euraxess-tandem.eu/fileadmin/content/protected_downloads/reports/report_Tandem_23.8.2013_europe_SK.pdf
http://www.euraxess-tandem.eu/fileadmin/content/protected_downloads/reports/report_Tandem_23.8.2013_europe_SK.pdf
http://www.euraxess-tandem.eu/fileadmin/content/protected_downloads/reports/report_Tandem_23.8.2013_europe_SK.pdf
http://www.euraxess-tandem.eu/fileadmin/content/protected_downloads/reports/report_Tandem_23.8.2013_europe_SK.pdf
http://www.euraxess-tandem.eu/fileadmin/content/protected_downloads/reports/report_Tandem_23.8.2013_europe_SK.pdf
http://www.euraxess-tandem.eu/fileadmin/content/protected_downloads/reports/report_Tandem_final_Austria.pdf
http://www.euraxess-tandem.eu/fileadmin/content/protected_downloads/reports/report_Tandem_final_Austria.pdf
http://www.euraxess-tandem.eu/fileadmin/content/protected_downloads/reports/report_Tandem_final_Austria.pdf
http://www.euraxess-tandem.eu/fileadmin/content/protected_downloads/reports/report_Tandem_final_Austria.pdf
http://www.euraxess-tandem.eu/fileadmin/content/protected_downloads/reports/report_Tandem_final_Austria.pdf
http://www.euraxess-tandem.eu/fileadmin/content/protected_downloads/reports/report_Tandem_final_Finland.pdf
http://www.euraxess-tandem.eu/fileadmin/content/protected_downloads/reports/report_Tandem_final_Finland.pdf
http://www.euraxess-tandem.eu/fileadmin/content/protected_downloads/reports/report_Tandem_final_Finland.pdf
http://www.euraxess-tandem.eu/fileadmin/content/protected_downloads/reports/report_Tandem_final_Finland.pdf
http://www.euraxess-tandem.eu/fileadmin/content/protected_downloads/reports/report_Tandem_final_Finland.pdf
http://www.euraxess-tandem.eu/fileadmin/content/protected_downloads/reports/report_Tandem_final_Germany.pdf
http://www.euraxess-tandem.eu/fileadmin/content/protected_downloads/reports/report_Tandem_final_Germany.pdf
http://www.euraxess-tandem.eu/fileadmin/content/protected_downloads/reports/report_Tandem_final_Germany.pdf
http://www.euraxess-tandem.eu/fileadmin/content/protected_downloads/reports/report_Tandem_final_Germany.pdf
http://www.euraxess-tandem.eu/fileadmin/content/protected_downloads/reports/report_Tandem_final_Germany.pdf
http://www.euraxess-tandem.eu/fileadmin/content/protected_downloads/reports/report_Tandem_final_Norway.pdf
http://www.euraxess-tandem.eu/fileadmin/content/protected_downloads/reports/report_Tandem_final_Norway.pdf
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and their partners/families 
within Europe (Norway) 

ntent/protected_downlo
ads/reports/report_Tan

dem_final_Norway.pdf  

79 Analysing the chances 
and risks of mobile researchers 
and their partners/families 
within Europe (Sweden) 

ETH, TANDEM Euraxess, 2013. http://www.euraxess-
tandem.eu/fileadmin/co
ntent/protected_downlo
ads/reports/report_Tan
dem_final_Sweden.pdf 

1 2 8 3 3 1 EN 

80 Transferable Skills Training for 
Researchers: Supporting Career 
Development and Research  

OECD OECD Publishing, Paris, 
2012. 

http://www.oecd-
ilibrary.org/science-
and-

technology/transferable
-skills-training-for-

researchers_97892641
79721-en 

1 1 8 3 3 3 EN 

81 Developing the European 
Research Area: 
Improving Knowledge Flows via 
Researcher Mobility 

Fernández-
Zubieta, Ana  and 
Ken Guy 

Erawatch, 2010. http://erawatch.jrc.ec.e
uropa.eu/erawatch/exp
ort/sites/default/galleri
es/generic_files/JRC589

17.pdf 

1 2 8 3 3 1 EN 

82 Generation STEM: What girls say 

about Science, Technology, 
Engineering and Math? 

Kamla Modi et. al Girl Scout Research 

Institute, 2012. 

http://www.girlscouts.o

rg/research/pdf/genera
tion_stem_full_report.p
df 

1 1 1 3 1 2 EN 

83 Mothers in Science: 64 ways to 
have it all 

The Royal Society The Royal Society, 2012. https://royalsociety.org
/~/media/Royal_Societ
y_Content/about-
us/equality/2011-06-
15-Mothers-in-
Science.pdf 

7 3 5 1 3 1 EN 

84 Marie Curie researchers and 
their long-term career 

Economisti 
Associati 

Publications Office of the 
European Union, Brussels, 

http://ec.europa.eu/res
earch/fp7/pdf/mca/mari 1 3 8 3 3 1 EN 

http://www.euraxess-tandem.eu/fileadmin/content/protected_downloads/reports/report_Tandem_final_Norway.pdf
http://www.euraxess-tandem.eu/fileadmin/content/protected_downloads/reports/report_Tandem_final_Norway.pdf
http://www.euraxess-tandem.eu/fileadmin/content/protected_downloads/reports/report_Tandem_final_Norway.pdf
http://www.euraxess-tandem.eu/fileadmin/content/protected_downloads/reports/report_Tandem_final_Sweden.pdf
http://www.euraxess-tandem.eu/fileadmin/content/protected_downloads/reports/report_Tandem_final_Sweden.pdf
http://www.euraxess-tandem.eu/fileadmin/content/protected_downloads/reports/report_Tandem_final_Sweden.pdf
http://www.euraxess-tandem.eu/fileadmin/content/protected_downloads/reports/report_Tandem_final_Sweden.pdf
http://www.euraxess-tandem.eu/fileadmin/content/protected_downloads/reports/report_Tandem_final_Sweden.pdf
http://www.oecd-ilibrary.org/science-and-technology/transferable-skills-training-for-researchers_9789264179721-en
http://www.oecd-ilibrary.org/science-and-technology/transferable-skills-training-for-researchers_9789264179721-en
http://www.oecd-ilibrary.org/science-and-technology/transferable-skills-training-for-researchers_9789264179721-en
http://www.oecd-ilibrary.org/science-and-technology/transferable-skills-training-for-researchers_9789264179721-en
http://www.oecd-ilibrary.org/science-and-technology/transferable-skills-training-for-researchers_9789264179721-en
http://www.oecd-ilibrary.org/science-and-technology/transferable-skills-training-for-researchers_9789264179721-en
http://www.oecd-ilibrary.org/science-and-technology/transferable-skills-training-for-researchers_9789264179721-en
http://erawatch.jrc.ec.europa.eu/erawatch/export/sites/default/galleries/generic_files/JRC58917.pdf
http://erawatch.jrc.ec.europa.eu/erawatch/export/sites/default/galleries/generic_files/JRC58917.pdf
http://erawatch.jrc.ec.europa.eu/erawatch/export/sites/default/galleries/generic_files/JRC58917.pdf
http://erawatch.jrc.ec.europa.eu/erawatch/export/sites/default/galleries/generic_files/JRC58917.pdf
http://erawatch.jrc.ec.europa.eu/erawatch/export/sites/default/galleries/generic_files/JRC58917.pdf
http://www.girlscouts.org/research/pdf/generation_stem_full_report.pdf
http://www.girlscouts.org/research/pdf/generation_stem_full_report.pdf
http://www.girlscouts.org/research/pdf/generation_stem_full_report.pdf
http://www.girlscouts.org/research/pdf/generation_stem_full_report.pdf
https://royalsociety.org/~/media/Royal_Society_Content/about-us/equality/2011-06-15-Mothers-in-Science.pdf
https://royalsociety.org/~/media/Royal_Society_Content/about-us/equality/2011-06-15-Mothers-in-Science.pdf
https://royalsociety.org/~/media/Royal_Society_Content/about-us/equality/2011-06-15-Mothers-in-Science.pdf
https://royalsociety.org/~/media/Royal_Society_Content/about-us/equality/2011-06-15-Mothers-in-Science.pdf
https://royalsociety.org/~/media/Royal_Society_Content/about-us/equality/2011-06-15-Mothers-in-Science.pdf
https://royalsociety.org/~/media/Royal_Society_Content/about-us/equality/2011-06-15-Mothers-in-Science.pdf
http://ec.europa.eu/research/fp7/pdf/mca/marie_curie_researchers_and_their_long-term_career_development.pdf
http://ec.europa.eu/research/fp7/pdf/mca/marie_curie_researchers_and_their_long-term_career_development.pdf
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development: A comparative 
study 

2014 e_curie_researchers_an
d_their_long-

term_career_developm
ent.pdf 

85 Real Returners, Real Issues The Daphne 
Jackson 
Trust and The 
Royal Academy of 

Engineering 

A report by Daphne Jackson 
Trust (DJT) in collaboration 
with UK Resource Centre for 
Women in SET (UKRC); 

September 2006 

http://www.daphnejack
son.org/news/reports/R
eal%20Returners%20%
20-%20barriers.pdf 

7 3 5 4 3 3 en 

86 Expectations of brilliance 
underlie 

gender distributions across 
academic disciplines 

Leslie, Sarah-
Jane  et al. 

Science 16 January 2015: 
Vol. 347 no. 6219 pp. 262-

265 
DOI: 

10.1126/science.1261375 

http://www.sciencemag
.org/content/347/6219/

262 3 1 5 1 1 2 EN 

87 The Influence of On-Campus, 
Academic Year Undergraduate 
Research on STEM Ph.D. 
Outcomes: Evidence From the 
Meyerhoff Scholarship Program 

D. Carter, 
Frances  et al. 

Educational Evaluation and 
Policy Analysis December 
2009, Vol. 31, No. 4, pp. 
441-462 DOI: 
10.3102/016237370934858

4 

http://www.jstor.org/st
able/25621594?seq=1
#page_scan_tab_conte
nts 

3 1 2 1 1 2 EN 

88 Confirming the legitimacy of 

female 
participation in science, 
technology, 

engineering and mathematics 
(STEM): 
evaluation of a UK STEM 
initiative for 
girls 

Watermeyer, 

Richard  

British Journal of Sociology 

of Education 
Vol. 33, No. 5, September 
2012, 679–700 

http://dx.doi.org/10.10

80/01425692.2012.678
751 

3 1 5 4 1 1 EN 

89 Patching the Pipeline: Reducing 

Educational Disparities in the 
Sciences Through Minority 

Schultz, P. 

Wesley et al. 

Educational Evaluation and 

Policy Analysis March 2011, 
Vol. 33, No. 1, pp. 95-114 

http://www.jstor.org/st

able/41238540 3 1 2 1 1 2 EN 

http://ec.europa.eu/research/fp7/pdf/mca/marie_curie_researchers_and_their_long-term_career_development.pdf
http://ec.europa.eu/research/fp7/pdf/mca/marie_curie_researchers_and_their_long-term_career_development.pdf
http://ec.europa.eu/research/fp7/pdf/mca/marie_curie_researchers_and_their_long-term_career_development.pdf
http://ec.europa.eu/research/fp7/pdf/mca/marie_curie_researchers_and_their_long-term_career_development.pdf
http://www.daphnejackson.org/news/reports/Real%20Returners%20%20-%20barriers.pdf
http://www.daphnejackson.org/news/reports/Real%20Returners%20%20-%20barriers.pdf
http://www.daphnejackson.org/news/reports/Real%20Returners%20%20-%20barriers.pdf
http://www.daphnejackson.org/news/reports/Real%20Returners%20%20-%20barriers.pdf
http://www.sciencemag.org/content/347/6219/262
http://www.sciencemag.org/content/347/6219/262
http://www.sciencemag.org/content/347/6219/262
http://www.jstor.org/stable/25621594?seq=1#page_scan_tab_contents
http://www.jstor.org/stable/25621594?seq=1#page_scan_tab_contents
http://www.jstor.org/stable/25621594?seq=1#page_scan_tab_contents
http://www.jstor.org/stable/25621594?seq=1#page_scan_tab_contents
http://dx.doi.org/10.1080/01425692.2012.678751
http://dx.doi.org/10.1080/01425692.2012.678751
http://dx.doi.org/10.1080/01425692.2012.678751
http://www.jstor.org/stable/41238540
http://www.jstor.org/stable/41238540
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Training Programs 

90 The Career Paths of Women 
(and Men) in French Research 

de Cheveigné, 
Suzanne 

Social Studies of Science, 
Vol. 39, No. 1 (Feb., 2009), 
pp. 113-136 

http://www.jstor.org/st
able/25474627 3 1, 3 5 1 3 1 EN 

91 Promoting Student Interest in 
Science: 

The Perspectives of Exemplary 
African 
American Teachers 

Xu, Jianzhong et 
al. 

American Educational 
Research Journal 

February 2012, Vol. 49, No. 
1, pp. 124–154 
DOI: 

10.3102/000283121142620
0 

http://aer.sagepub.com
/content/49/1/124.full.

pdf+html  

3 1 1 4 1 2 EN 

92 Qualitative Investigation of 
Factors Promoting the 
Retention and Persistence of 
Students of Color in 
STEM 

Palmer, Robert T. 
et al. 

 The Journal of Negro 
Education Vol. 80, No. 4 
(Fall 2011), pp. 491-504  

http://www.jstor.org/st
able/41341155 

3 1 2 1 1 2 EN 

93 Diversifying Science: 

Underrepresented Student 
Experiences in Structured 
Research Programs 

Hurtado, Sylvia 

et al. 

Research in Higher 

Education 
March 2009, Volume 50, 
Issue 2, pp 189-214 

http://link.springer.com

/article/10.1007%2Fs1
1162-008-9114-7 

3 1 2 1 1 2 EN 

94 The Contribution of HBCUS to 
the Preparation of African 

American Women for Stem 
Careers: A Case Study 

Perna, Laura et 
al. 

Research in Higher 
Education 

February 2009, Volume 50, 
Issue 1, pp 1-23  

http://link.springer.com
/article/10.1007%2Fs1

1162-008-9110-y 

3 1 2 4 1 2 EN 

95 Is Science Me? Exploring Middle 
School Students’ STE-M Career 
Aspirations 

Aschbacher, 
Pamela R. et al. 

Journal of Science Education 
and Technology December 
2014, Volume 23, Issue 6, 
pp 735-743  

http://link.springer.com
/article/10.1007%2Fs1
0956-014-9504-x 

3 1 1 4 1 2 EN 

96 Parenting and research 
productivity: New evidence and 

methods 

Hunter, Laura A. 
and Erin Leahey 

Social Studies of Science, 
Vol. 40, No. 3 (June 2010), 

pp. 433-451 

http://www.jstor.org/st
able/25677415 3 3 5 1 3 2 EN 

http://www.jstor.org/stable/25474627
http://www.jstor.org/stable/25474627
http://aer.sagepub.com/content/49/1/124.full.pdf+html
http://aer.sagepub.com/content/49/1/124.full.pdf+html
http://aer.sagepub.com/content/49/1/124.full.pdf+html
http://www.jstor.org/stable/41341155
http://www.jstor.org/stable/41341155
http://link.springer.com/article/10.1007%2Fs11162-008-9114-7
http://link.springer.com/article/10.1007%2Fs11162-008-9114-7
http://link.springer.com/article/10.1007%2Fs11162-008-9114-7
http://link.springer.com/article/10.1007%2Fs11162-008-9110-y
http://link.springer.com/article/10.1007%2Fs11162-008-9110-y
http://link.springer.com/article/10.1007%2Fs11162-008-9110-y
http://link.springer.com/article/10.1007%2Fs10956-014-9504-x
http://link.springer.com/article/10.1007%2Fs10956-014-9504-x
http://link.springer.com/article/10.1007%2Fs10956-014-9504-x
http://www.jstor.org/stable/25677415
http://www.jstor.org/stable/25677415
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97 Bringing Up Girls in Science 
(BUGS): The Effectiveness 

of an Afterschool Environmental 
Science Program for Increasing 
Female Students’ Interest in 
Science Careers 

Tyler-Wood, 
Tandra et al. 

Journal of Science Education 
and Technology 

February 2012, Volume 21, 
Issue 1, pp 46-55  

http://link.springer.com
/article/10.1007%2Fs1

0956-011-9279-2 

3 1 5 4 1 2 EN 

98 Group-Advantaged Training of 
Research (GATOR): A 

Metamorphosis 
of Mentorship 

Edwards, Thea M.  
et al. 

 BioScience, Vol. 61, No. 4 
(April 2011), pp. 301-311  

http://bioscience.oxford
journals.org/content/61

/4/301.full.pdf+html 

3 1 2 1 3 2 EN 

99 Engaging Undergraduates in 

Science Research: Not Just 
About Faculty Willingness 

Eagan Jr., M. 

Kevin et al. 

Research in Higher 

Education 
Vol. 52, No. 2, AIR Forum 

Issue (MARCH 2011), pp. 
151-177 

http://www.jstor.org/st

able/41483777 

3 1 2 1 1 2 EN 

100 Student and Faculty Member 
Engagement in Undergraduate 
Research 

Webber, Karen et 
al. 

Research in Higher 
Education 
March 2013, Volume 54, 
Issue 2, pp 227-249  

http://link.springer.com
/article/10.1007%2Fs1
1162-012-9280-5 

3 1 2 1 3 2 EN 

101 Encouraging Girls into Science 
and Technology with Feminine 

Role Model: Does This Work? 

Bamberger, Yael 
M.  

Journal of Science Education 
and Technology 

August 2014, Volume 23, 
Issue 4, pp 549-561  

http://link.springer.com
/article/10.1007%2Fs1

0956-014-9487-7 

3 1 1 4 1 2 EN 

102 The Career Paths of Doctoral 
Graduates in Austria 

Schwabe, Markus  European Journal of 
Education,Vol. 46, No. 1, 
2011, Part II 

http://onlinelibrary.wile
y.com/doi/10.1111/j.14
65-
3435.2010.01465.x/ep
df 

3 1 3 4 3 1 EN 

103 What Experiences Help Students 

Become Scientists? A 
Comparative Study of Research 
and Other Sources of Personal 

Thiry, Heather et 

al. 

The Journal of Higher 

Education, Vol. 82, No. 4 
(JULY / AUGUST 2011), pp. 
357-388Published by: Ohio 

http://www.jstor.org/st

able/29789531 

3 1 2 4 1 2 EN 

http://link.springer.com/article/10.1007%2Fs10956-011-9279-2
http://link.springer.com/article/10.1007%2Fs10956-011-9279-2
http://link.springer.com/article/10.1007%2Fs10956-011-9279-2
http://bioscience.oxfordjournals.org/content/61/4/301.full.pdf+html
http://bioscience.oxfordjournals.org/content/61/4/301.full.pdf+html
http://bioscience.oxfordjournals.org/content/61/4/301.full.pdf+html
http://www.jstor.org/stable/41483777
http://www.jstor.org/stable/41483777
http://link.springer.com/article/10.1007%2Fs11162-012-9280-5
http://link.springer.com/article/10.1007%2Fs11162-012-9280-5
http://link.springer.com/article/10.1007%2Fs11162-012-9280-5
http://link.springer.com/article/10.1007%2Fs10956-014-9487-7
http://link.springer.com/article/10.1007%2Fs10956-014-9487-7
http://link.springer.com/article/10.1007%2Fs10956-014-9487-7
http://onlinelibrary.wiley.com/doi/10.1111/j.1465-3435.2010.01465.x/epdf
http://onlinelibrary.wiley.com/doi/10.1111/j.1465-3435.2010.01465.x/epdf
http://onlinelibrary.wiley.com/doi/10.1111/j.1465-3435.2010.01465.x/epdf
http://onlinelibrary.wiley.com/doi/10.1111/j.1465-3435.2010.01465.x/epdf
http://onlinelibrary.wiley.com/doi/10.1111/j.1465-3435.2010.01465.x/epdf
http://www.jstor.org/stable/29789531
http://www.jstor.org/stable/29789531
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and Professional Gains for STEM 
Undergraduates 

State University Press 

104 Professional Doctorates and 
Careers: the Spanish 
case 

Domínguez, Juan 
Francisco Canal 
and Manuel 
Antonio Muñiz 
Pérez 

European Journal of 
Education,Vol. 47, No. 1, 
2012 

http://onlinelibrary.wile
y.com/doi/10.1111/j.14
65-
3435.2011.01514.x/ep
df 

3 1 8 4 3 1 EN 

105 The motivations, values and 
future plans of Australian 
academics 

Bexley, Emmaline 
et al. 

Higher Education 
March 2013, Volume 65, 
Issue 3, pp 385-400  

http://link.springer.com
/article/10.1007%2Fs1
0734-012-9550-3 

3 1 8 1 3 2 EN 

106 Honours: A Taken-for-Granted 
Pathway to Research? 

Margaret Zeegers 
and Deirdre 

Barron 

Higher Education, Vol. 57, 
No. 5 (May, 2009), pp. 567-

575 

http://www.jstor.org/st
able/40269144 3 1 2 1 3 2 EN 

107 Graduate Education in U.S. 
Geography: Students’ 
Career Aspirations and Faculty 
Perspectives 

Monk, Janice J. et 
al. 

Annals of the Association of 
American Geographers, 
102(6) 2012, pp. 1432–
1449 

http://dx.doi.org/10.10
80/00045608.2011.601
199 

3 1 3 1 3 2 EN 

108 Human capital depreciation 
during 
hometime 

Goorlich, Dennis 
and Andries de 
Gripy 

Oxford Economic Papers, 
New Series, Vol. 61, 
Supplement: Women and 
Wages (Apr., 2009), pp. 

i98-i121 

http://oep.oxfordjourna
ls.org/content/61/suppl
_1/i98.full.pdf+html  3 3 9 4 3 1 EN 

109 Leaving Science: Gender 
Differences in Career Continuity 
Following a Job Loss 

Moore, Thomas 
S. et al. 

Sociological Forum, Vol. 28, 
No. 1, March 2013 
DOI: 10.1111/socf.12005 

http://onlinelibrary.wile
y.com/doi/10.1111/socf
.12005/epdf 

3 3 7 2 1 2 EN 

110 Gender Segregation in Elite 
Academic Science 

Ecklund, Elaine 
Howard et al. 

GENDER & SOCIETY, Vol. 26 
No. 5, October 2012 693-
717 

DOI: 
10.1177/089124321245190
4 

http://gas.sagepub.co
m/content/26/5/693.ful
l.pdf+html  

3 1 5 4 1 2 EN 

http://onlinelibrary.wiley.com/doi/10.1111/j.1465-3435.2011.01514.x/epdf
http://onlinelibrary.wiley.com/doi/10.1111/j.1465-3435.2011.01514.x/epdf
http://onlinelibrary.wiley.com/doi/10.1111/j.1465-3435.2011.01514.x/epdf
http://onlinelibrary.wiley.com/doi/10.1111/j.1465-3435.2011.01514.x/epdf
http://onlinelibrary.wiley.com/doi/10.1111/j.1465-3435.2011.01514.x/epdf
http://link.springer.com/article/10.1007%2Fs10734-012-9550-3
http://link.springer.com/article/10.1007%2Fs10734-012-9550-3
http://link.springer.com/article/10.1007%2Fs10734-012-9550-3
http://www.jstor.org/stable/40269144
http://www.jstor.org/stable/40269144
http://dx.doi.org/10.1080/00045608.2011.601199
http://dx.doi.org/10.1080/00045608.2011.601199
http://dx.doi.org/10.1080/00045608.2011.601199
http://oep.oxfordjournals.org/content/61/suppl_1/i98.full.pdf+html
http://oep.oxfordjournals.org/content/61/suppl_1/i98.full.pdf+html
http://oep.oxfordjournals.org/content/61/suppl_1/i98.full.pdf+html
http://onlinelibrary.wiley.com/doi/10.1111/socf.12005/epdf
http://onlinelibrary.wiley.com/doi/10.1111/socf.12005/epdf
http://onlinelibrary.wiley.com/doi/10.1111/socf.12005/epdf
http://gas.sagepub.com/content/26/5/693.full.pdf+html
http://gas.sagepub.com/content/26/5/693.full.pdf+html
http://gas.sagepub.com/content/26/5/693.full.pdf+html
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111 Stay in the Game: Gender, 
Family Formation and 

Alternative Trajectories in the 
Academic Life Course 

Wolfinger, 
Nicholas H. et al. 

Social Forces, Vol. 87, No. 3 
(Mar., 2009), pp. 1591-

1621 

http://www.jstor.org/st
able/40345173 

3 3 5 4 3 2 EN 

112 The Employability of Higher 
Education Graduates: 
The Employers’ Perspective 

Humburg, Martin 
et al. 

Publications Office of the 
European Union, 2013. 

http://www.dges.mctes
.pt/NR/rdonlyres/658FB
04A-909D-4D52-A83D-
21A2AC4F2D38/8096/e

mployabilitystudy_final.
pdf 

1 1 9 4 3 1 EN 

113 Analysis of Researchers’ Mobility 

in the Context of the European 
Research Area 

Dr. Inzelt, 

Annamária 

European Commission http://ec.europa.eu/res

earch/evaluations/pdf/a
rchive/fp7-evidence-

base/experts_analysis/
a.%20inzelt_-
_researchers%27_mobi
lity.pdf#view=fit&page
mode=none 

1 1, 2 8 4 3 1 EN 

114 Interim Evaluation of 

the Seventh Framework 
Programme 

Annerberg, Rolf European Commission, Final 

Report 12 November 2010 

http://ec.europa.eu/res

earch/evaluations/pdf/a
rchive/other_reports_st

udies_and_documents/f
p7_interim_evaluation_
expert_group_report.pd
f#view=fit&pagemode=

none 

2 1 8 4 3 1 EN 

115 ‘Raising Researchers’ Voices – 
Opinions on Jobs, Careers and 
Rights’ 

Suzanne Miller-
Delaney, PhD 

Report on the Inaugural 
EURAXESS/Voice of 
Researchers Conference, 
2013. 

- 

7 
1, 2, 

3 
8 4 3 1 EN 

116 Careers in Research Online 
Survey (CROS) 2013 

University of 
Strathclyde 

The University of 
Strathclyde, Scotland, 2013 

https://www.strath.ac.
uk/media/ps/humanres 5 1, 2 8 4 3 UK EN 

http://www.jstor.org/stable/40345173
http://www.jstor.org/stable/40345173
http://www.dges.mctes.pt/NR/rdonlyres/658FB04A-909D-4D52-A83D-21A2AC4F2D38/8096/employabilitystudy_final.pdf
http://www.dges.mctes.pt/NR/rdonlyres/658FB04A-909D-4D52-A83D-21A2AC4F2D38/8096/employabilitystudy_final.pdf
http://www.dges.mctes.pt/NR/rdonlyres/658FB04A-909D-4D52-A83D-21A2AC4F2D38/8096/employabilitystudy_final.pdf
http://www.dges.mctes.pt/NR/rdonlyres/658FB04A-909D-4D52-A83D-21A2AC4F2D38/8096/employabilitystudy_final.pdf
http://www.dges.mctes.pt/NR/rdonlyres/658FB04A-909D-4D52-A83D-21A2AC4F2D38/8096/employabilitystudy_final.pdf
http://www.dges.mctes.pt/NR/rdonlyres/658FB04A-909D-4D52-A83D-21A2AC4F2D38/8096/employabilitystudy_final.pdf
http://ec.europa.eu/research/evaluations/pdf/archive/fp7-evidence-base/experts_analysis/a.%20inzelt_-_researchers%27_mobility.pdf#view=fit&pagemode=none
http://ec.europa.eu/research/evaluations/pdf/archive/fp7-evidence-base/experts_analysis/a.%20inzelt_-_researchers%27_mobility.pdf#view=fit&pagemode=none
http://ec.europa.eu/research/evaluations/pdf/archive/fp7-evidence-base/experts_analysis/a.%20inzelt_-_researchers%27_mobility.pdf#view=fit&pagemode=none
http://ec.europa.eu/research/evaluations/pdf/archive/fp7-evidence-base/experts_analysis/a.%20inzelt_-_researchers%27_mobility.pdf#view=fit&pagemode=none
http://ec.europa.eu/research/evaluations/pdf/archive/fp7-evidence-base/experts_analysis/a.%20inzelt_-_researchers%27_mobility.pdf#view=fit&pagemode=none
http://ec.europa.eu/research/evaluations/pdf/archive/fp7-evidence-base/experts_analysis/a.%20inzelt_-_researchers%27_mobility.pdf#view=fit&pagemode=none
http://ec.europa.eu/research/evaluations/pdf/archive/fp7-evidence-base/experts_analysis/a.%20inzelt_-_researchers%27_mobility.pdf#view=fit&pagemode=none
http://ec.europa.eu/research/evaluations/pdf/archive/fp7-evidence-base/experts_analysis/a.%20inzelt_-_researchers%27_mobility.pdf#view=fit&pagemode=none
http://ec.europa.eu/research/evaluations/pdf/archive/other_reports_studies_and_documents/fp7_interim_evaluation_expert_group_report.pdf#view=fit&pagemode=none
http://ec.europa.eu/research/evaluations/pdf/archive/other_reports_studies_and_documents/fp7_interim_evaluation_expert_group_report.pdf#view=fit&pagemode=none
http://ec.europa.eu/research/evaluations/pdf/archive/other_reports_studies_and_documents/fp7_interim_evaluation_expert_group_report.pdf#view=fit&pagemode=none
http://ec.europa.eu/research/evaluations/pdf/archive/other_reports_studies_and_documents/fp7_interim_evaluation_expert_group_report.pdf#view=fit&pagemode=none
http://ec.europa.eu/research/evaluations/pdf/archive/other_reports_studies_and_documents/fp7_interim_evaluation_expert_group_report.pdf#view=fit&pagemode=none
http://ec.europa.eu/research/evaluations/pdf/archive/other_reports_studies_and_documents/fp7_interim_evaluation_expert_group_report.pdf#view=fit&pagemode=none
http://ec.europa.eu/research/evaluations/pdf/archive/other_reports_studies_and_documents/fp7_interim_evaluation_expert_group_report.pdf#view=fit&pagemode=none
http://ec.europa.eu/research/evaluations/pdf/archive/other_reports_studies_and_documents/fp7_interim_evaluation_expert_group_report.pdf#view=fit&pagemode=none
https://www.strath.ac.uk/media/ps/humanresources/ecr/CROS_2013_FINAL.pdf
https://www.strath.ac.uk/media/ps/humanresources/ecr/CROS_2013_FINAL.pdf
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ources/ecr/CROS_2013
_FINAL.pdf  

117 A Review of STEM Promotional 
Initiatives and Activities in 
Ireland 

Marie Walsh International Conference 
"New perspectives in science 
education", Ireland 

http://conference.pixel-
online.net/NPSE/files/n
pse/ed0004/FP/0282-
SEPI924-FP-NPSE4.pdf  

6 1 
1, 
2 

4 1 
Irel
an

d 

EN 

118 Panel paper: the emergence of 

modern science communication 
in Estonia 

Arko Olesk 13th International Public 

Communication of Science 
and Technology Conference, 
5-8 May 2014, Salvador, 

Brazil  

http://www.pcst-

2014.org/pcst_proceedi
ngs/artigos/arko_olesk
_panel.pdf 

1 1 9 4 3 
Est
oni
a 

EN 

119 Can We Make an App for that? 

Integration of School 
Students within a Research-
education Cooperation 

Thomas 

SCHAUPPENLEHN
ER et al. 

GI_Forum 2012: 

Geovizualisation, Society 
and Learning, 
Berlin/Offenbach, 2012 

http://gispoint.de/filead

min/user_upload/paper
_gis_open/537521044.
pdf 

1 1 
1, 
2 

4 3 
Au
stri
a 

EN 

120 opularization of science as a 
marketing tool exemplified by 
„Paths of Copernicus” - a 

programme funded by the 
Ministry of Science and Higher 
Education 

Piasecki Adam Marketing Instytucji 
Naukowych i Badawczych, 
2014 

http://yadda.icm.edu.pl
/yadda/element/bwmet
a1.element.desklight-

05c7b84f-ffe6-407d-
a108-2243d8c299ae 

1 1 1 4 3 
Pol
an
d 

EN 

121 Models in Science 
Communication: Formatting 

Public Engagement and 
Expertise 

Per Hetland Nordic Journal of Science 
and Technology Studies. 

2014, 2 (2), 5-17 

https://www.duo.uio.no
/handle/10852/42035 

3 1 
??

? 
4 3 

Nor
wa
y 

EN 

122 Securing Australia’s Future. 
STEM: Country Comparisons 
(Australia) 

Freeman, Birgid Australian Council of 
Learned Academies 

http://www.acola.org.a
u/PDF/SAF02Consultant
s/Consultant%20Report
-

%20Australia%20Repor
t.pdf 

6 1 8 4 1 2 EN 

https://www.strath.ac.uk/media/ps/humanresources/ecr/CROS_2013_FINAL.pdf
https://www.strath.ac.uk/media/ps/humanresources/ecr/CROS_2013_FINAL.pdf
http://conference.pixel-online.net/NPSE/files/npse/ed0004/FP/0282-SEPI924-FP-NPSE4.pdf
http://conference.pixel-online.net/NPSE/files/npse/ed0004/FP/0282-SEPI924-FP-NPSE4.pdf
http://conference.pixel-online.net/NPSE/files/npse/ed0004/FP/0282-SEPI924-FP-NPSE4.pdf
http://conference.pixel-online.net/NPSE/files/npse/ed0004/FP/0282-SEPI924-FP-NPSE4.pdf
http://www.pcst-2014.org/pcst_proceedings/artigos/arko_olesk_panel.pdf
http://www.pcst-2014.org/pcst_proceedings/artigos/arko_olesk_panel.pdf
http://www.pcst-2014.org/pcst_proceedings/artigos/arko_olesk_panel.pdf
http://www.pcst-2014.org/pcst_proceedings/artigos/arko_olesk_panel.pdf
http://gispoint.de/fileadmin/user_upload/paper_gis_open/537521044.pdf
http://gispoint.de/fileadmin/user_upload/paper_gis_open/537521044.pdf
http://gispoint.de/fileadmin/user_upload/paper_gis_open/537521044.pdf
http://gispoint.de/fileadmin/user_upload/paper_gis_open/537521044.pdf
http://yadda.icm.edu.pl/yadda/element/bwmeta1.element.desklight-05c7b84f-ffe6-407d-a108-2243d8c299ae
http://yadda.icm.edu.pl/yadda/element/bwmeta1.element.desklight-05c7b84f-ffe6-407d-a108-2243d8c299ae
http://yadda.icm.edu.pl/yadda/element/bwmeta1.element.desklight-05c7b84f-ffe6-407d-a108-2243d8c299ae
http://yadda.icm.edu.pl/yadda/element/bwmeta1.element.desklight-05c7b84f-ffe6-407d-a108-2243d8c299ae
http://yadda.icm.edu.pl/yadda/element/bwmeta1.element.desklight-05c7b84f-ffe6-407d-a108-2243d8c299ae
https://www.duo.uio.no/handle/10852/42035
https://www.duo.uio.no/handle/10852/42035
http://www.acola.org.au/PDF/SAF02Consultants/Consultant%20Report-%20Australia%20Report.pdf
http://www.acola.org.au/PDF/SAF02Consultants/Consultant%20Report-%20Australia%20Report.pdf
http://www.acola.org.au/PDF/SAF02Consultants/Consultant%20Report-%20Australia%20Report.pdf
http://www.acola.org.au/PDF/SAF02Consultants/Consultant%20Report-%20Australia%20Report.pdf
http://www.acola.org.au/PDF/SAF02Consultants/Consultant%20Report-%20Australia%20Report.pdf
http://www.acola.org.au/PDF/SAF02Consultants/Consultant%20Report-%20Australia%20Report.pdf
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123 Health of Australian Science Office of the 
Chief Scientist 

Australian Government, 
Australia, 2012 

http://www.chiefscienti
st.gov.au/2012/05/heal

th-of-australian-
science-report-2/ 

6 1 9 4 3 2 EN 

124 Playing and (not?) 
understanding the game: ECRs 
and university support 

Orlando, Joanne; 
Gard, Michael 

International Journal for 
Researcher Development, 
Vol. 5 No.1, 2014 

http://www.emeraldinsi
ght.com/doi/abs/10.11
08/IJRD-10-2013-
0016?journalCode=ijrd 

3 1 3 1,2 3 2 EN 

125 Recasting the academic 
workforce: why the 
attractiveness of the academic 

profession needs to be increased 
and eight possible strategies for 

how to go about this from an 
Australian perspective 

Coates, Hamish; 
Goedegebuure, 
Leo 

Higher Education, Vol. 64 
No.6, 2012 

http://link.springer.com
/article/10.1007%2Fs1
0734-012-9534-3 

3 1 8 1,2 3 2 EN 

126 Flexible Work Arrangements. 
Accessibility in a University 
Environment 

Sharafizad, Fleur; 
Paull, Megan; 
Omari, Maryam 

Australian Universities' 
Review, Vol.53 No.2, 2011 

http://search.informit.c
om.au/documentSumm
ary;dn=388082820789
676;res=IELHSS  

3 1,3 8 1,2 3 2 EN 

127 Doing things differently: Case 
Studies of Work-Life Innovation 

in Six Australian Workplaces 

McMahon, 
Catherine; 

Pocock, Barbara 

Centre for Work + Life, 
University of South 

Australia, 2011 

http://w3.unisa.edu.au/
hawkeinstitute/cwl/doc

uments/case-
studies.pdf 

7 3 9 4 3 2 EN 

128 Science, Technology, 
Engineering and Mathematics: 
Australia's Future 

Office of the 
Chief Scientist 

Australian Government, 
2014 

http://www.chiefscienti
st.gov.au/2014/09/prof
essor-chubb-releases-
science-technology-
engineering-and-
mathematics-
australias-future/ 

6 1 8 1,2 1 2 EN 

129 Meeting Australia’s research 
workforce needs. A consultation 

Department of 
Innovation, 

Department of Innovation, 
Industry, Science and 

http://www.griffith.edu.
au/__data/assets/pdf_fi 6 1 8 4 3 2 EN 

http://www.chiefscientist.gov.au/2012/05/health-of-australian-science-report-2/
http://www.chiefscientist.gov.au/2012/05/health-of-australian-science-report-2/
http://www.chiefscientist.gov.au/2012/05/health-of-australian-science-report-2/
http://www.chiefscientist.gov.au/2012/05/health-of-australian-science-report-2/
http://www.emeraldinsight.com/doi/abs/10.1108/IJRD-10-2013-0016?journalCode=ijrd
http://www.emeraldinsight.com/doi/abs/10.1108/IJRD-10-2013-0016?journalCode=ijrd
http://www.emeraldinsight.com/doi/abs/10.1108/IJRD-10-2013-0016?journalCode=ijrd
http://www.emeraldinsight.com/doi/abs/10.1108/IJRD-10-2013-0016?journalCode=ijrd
http://link.springer.com/article/10.1007%2Fs10734-012-9534-3
http://link.springer.com/article/10.1007%2Fs10734-012-9534-3
http://link.springer.com/article/10.1007%2Fs10734-012-9534-3
http://search.informit.com.au/documentSummary;dn=388082820789676;res=IELHSS
http://search.informit.com.au/documentSummary;dn=388082820789676;res=IELHSS
http://search.informit.com.au/documentSummary;dn=388082820789676;res=IELHSS
http://search.informit.com.au/documentSummary;dn=388082820789676;res=IELHSS
http://w3.unisa.edu.au/hawkeinstitute/cwl/documents/case-studies.pdf
http://w3.unisa.edu.au/hawkeinstitute/cwl/documents/case-studies.pdf
http://w3.unisa.edu.au/hawkeinstitute/cwl/documents/case-studies.pdf
http://w3.unisa.edu.au/hawkeinstitute/cwl/documents/case-studies.pdf
http://www.chiefscientist.gov.au/2014/09/professor-chubb-releases-science-technology-engineering-and-mathematics-australias-future/
http://www.chiefscientist.gov.au/2014/09/professor-chubb-releases-science-technology-engineering-and-mathematics-australias-future/
http://www.chiefscientist.gov.au/2014/09/professor-chubb-releases-science-technology-engineering-and-mathematics-australias-future/
http://www.chiefscientist.gov.au/2014/09/professor-chubb-releases-science-technology-engineering-and-mathematics-australias-future/
http://www.chiefscientist.gov.au/2014/09/professor-chubb-releases-science-technology-engineering-and-mathematics-australias-future/
http://www.chiefscientist.gov.au/2014/09/professor-chubb-releases-science-technology-engineering-and-mathematics-australias-future/
http://www.chiefscientist.gov.au/2014/09/professor-chubb-releases-science-technology-engineering-and-mathematics-australias-future/
http://www.griffith.edu.au/__data/assets/pdf_file/0009/267390/Research-Workforce-Strategy.pdf
http://www.griffith.edu.au/__data/assets/pdf_file/0009/267390/Research-Workforce-Strategy.pdf
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paper to inform the development 
of the Australian Government's 

research workforce strategy 

Industry, Science 
and Research 

Research, 2010 le/0009/267390/Resear
ch-Workforce-

Strategy.pdf 

130 Group of Eight response to 
DIISR consultation paper: 
Meeting Australia’s research 
workforce needs 

Group of Eight Group of Eight, 2010 https://go8.edu.au/site
s/default/files/docs/go8
_response_to_diisr_con
sultation_paper-
workforce.pdf 

6 1,3 8 4 3 2 EN 

131 Research skills for an innovative 
future. A research workforce 
strategy to cover the decade to 

2020 and beyond 

Department of 
Innovation, 
Industry, Science 

and Research 

Australian Government, 
2011 

http://www.industry.go
v.au/research/Research
WorkforceIssues/Pages/

Library%20Card/resear
chskillsforaninnovativef

uture.aspx  

6 1,3 8 4 3 2 EN 

132 The attractiveness of the 
Australian academic profession: 
A comparative analysis 

Coates, Hamish; 
Dobson, Ian; 
Edwards,Daniel; 
Friedman, Tim; 
Goedegebuure, 

Leo; Meek, Lynn 

Australian Council for 
Educational Research, 2009 

http://research.acer.ed
u.au/higher_education/
11/ 

6 1 8 4 3 2 EN 

133 Women in Science in Australia: 

Maximising Productivity, 
Diversity and Innovation 

Bell, Sharon Federation of Australian 

Scientific and Technological 
Societies, 2009 

http://scienceandtechn

ologyaustralia.org.au/w
p-
content/uploads/2011/

06/2009report_wise.pdf 

6 1,3 5 4 1 2 EN 

134 Australian Academy of Science 
Annual Report 2013-14 

The Australian 
Academy of 
Science 

The Australian Academy of 
Science, 2014 

https://7-
science.cdn.aspedia.net
/sites/default/files/user
-
content/resources/file/2

014_annual_report_fa_
for_web.pdf 

7 1 8 4 3 2 EN 

http://www.griffith.edu.au/__data/assets/pdf_file/0009/267390/Research-Workforce-Strategy.pdf
http://www.griffith.edu.au/__data/assets/pdf_file/0009/267390/Research-Workforce-Strategy.pdf
http://www.griffith.edu.au/__data/assets/pdf_file/0009/267390/Research-Workforce-Strategy.pdf
https://go8.edu.au/sites/default/files/docs/go8_response_to_diisr_consultation_paper-workforce.pdf
https://go8.edu.au/sites/default/files/docs/go8_response_to_diisr_consultation_paper-workforce.pdf
https://go8.edu.au/sites/default/files/docs/go8_response_to_diisr_consultation_paper-workforce.pdf
https://go8.edu.au/sites/default/files/docs/go8_response_to_diisr_consultation_paper-workforce.pdf
https://go8.edu.au/sites/default/files/docs/go8_response_to_diisr_consultation_paper-workforce.pdf
http://www.industry.gov.au/research/ResearchWorkforceIssues/Pages/Library%20Card/researchskillsforaninnovativefuture.aspx
http://www.industry.gov.au/research/ResearchWorkforceIssues/Pages/Library%20Card/researchskillsforaninnovativefuture.aspx
http://www.industry.gov.au/research/ResearchWorkforceIssues/Pages/Library%20Card/researchskillsforaninnovativefuture.aspx
http://www.industry.gov.au/research/ResearchWorkforceIssues/Pages/Library%20Card/researchskillsforaninnovativefuture.aspx
http://www.industry.gov.au/research/ResearchWorkforceIssues/Pages/Library%20Card/researchskillsforaninnovativefuture.aspx
http://www.industry.gov.au/research/ResearchWorkforceIssues/Pages/Library%20Card/researchskillsforaninnovativefuture.aspx
http://research.acer.edu.au/higher_education/11/
http://research.acer.edu.au/higher_education/11/
http://research.acer.edu.au/higher_education/11/
http://scienceandtechnologyaustralia.org.au/wp-content/uploads/2011/06/2009report_wise.pdf
http://scienceandtechnologyaustralia.org.au/wp-content/uploads/2011/06/2009report_wise.pdf
http://scienceandtechnologyaustralia.org.au/wp-content/uploads/2011/06/2009report_wise.pdf
http://scienceandtechnologyaustralia.org.au/wp-content/uploads/2011/06/2009report_wise.pdf
http://scienceandtechnologyaustralia.org.au/wp-content/uploads/2011/06/2009report_wise.pdf
https://7-science.cdn.aspedia.net/sites/default/files/user-content/resources/file/2014_annual_report_fa_for_web.pdf
https://7-science.cdn.aspedia.net/sites/default/files/user-content/resources/file/2014_annual_report_fa_for_web.pdf
https://7-science.cdn.aspedia.net/sites/default/files/user-content/resources/file/2014_annual_report_fa_for_web.pdf
https://7-science.cdn.aspedia.net/sites/default/files/user-content/resources/file/2014_annual_report_fa_for_web.pdf
https://7-science.cdn.aspedia.net/sites/default/files/user-content/resources/file/2014_annual_report_fa_for_web.pdf
https://7-science.cdn.aspedia.net/sites/default/files/user-content/resources/file/2014_annual_report_fa_for_web.pdf
https://7-science.cdn.aspedia.net/sites/default/files/user-content/resources/file/2014_annual_report_fa_for_web.pdf


Study “Research Careers in Europe”  
 

 

 

 

June 2016  302 

 

N
r
. 

o
f 

p
u

b
li

c
a
ti

o
n

 

Title of the publication 
Authors of the 

publication 

Publication details (the 
name of the publisher, 
the place of publication 

and the year of 
publication) 

Reference to the 
internet 

T
y
p

e
 o

f 

p
u

b
li

c
a
ti

o
n

 

T
o

p
ic

 o
f 

c
a
r
e
e
r
 

m
a
n

a
g

e
m

e
n

t 

T
a
r
g

e
t 

g
r
o

u
p

 

E
m

p
lo

y
m

e
n

t 

s
e
c
to

r 

S
c
ie

n
ti

fi
c
 

d
is

c
ip

li
n

e
 

G
r
o

u
p

 o
f 

c
o

u
n

tr
ie

s
 

L
a
n

g
u

a
g

e
 

135 Inspiring industry to inspire 
Australia: Business and Science 

Outreach 

Martin, Julia The Council for Humanities, 
Arts and Social Sciences, 

2013 

http://www.chass.org.a
u/wp-

content/uploads/2015/
02/PAP20130601.pdf  

7 1 9 4 3 2 EN 

136 Dual Career Hire Application and 
Appointments 

Australian 
National 
Univesities 

Australian National 
Universities, 2012 

https://policies.anu.edu
.au/ppl/document/ANU
P_000686 

7 2 8 1 2 2 EN 

137 Consultant Report 
Securing Australia’s Future 
STEM: Country Comparisons 
(Canada) 

Weinrib, Julian; 
Jones, Glen A. 

Australian Council of 
Learned Academies,  

http://www.acola.org.a
u/PDF/SAF02Consultant
s/Consultant%20Report
%20-%20Canada.pdf 

6 1 8 4 1 2 EN 

138 STEM Education and 

Sustainability in Canada and the 
United States 

Krug, Don 

Herbert 

Paper presented at the 2nd 

international STEM in 
education conference, 
Beijing, China 

http://stem2012.bnu.e

du.cn/data/long%20pa
per/stem2012_87.pdf  

3 1 8 4 1 2 EN 

139 Science Culture: Where Canada 
Stands. Expert Panel on the 
State of Canada’s Science 

Culture 

Council of 
Canadian 
Academies 

Council of Canadian 
Academies, 2014 

http://www.scienceadvi
ce.ca/en/assessments/c
ompleted/science-

culture.aspx 

6 1 9 4 2 2 EN 

140 Some Assembly Required: STEM 
Skills and Canada's Economic 

Productivity 

Council of 
Canadian 

Academies 

Council of Canadian 
Academies, 2015 

http://www.scienceadvi
ce.ca/en/assessments/c

ompleted/stem-
skills.aspx 

6 1,3 9 4 1 2 EN 

141 Strengthening Canada’s 
Research Capacity: the Gender 
Dimension 

The Expert Panel 
on Women in 
University 
Research. 

The Expert Panel on Women 
in University Research, 2012 

http://www.scienceadvi
ce.ca/en/assessments/c
ompleted/women-
researchers.aspx 

6 1,2,3 5 4 2 2 EN 

142 3rd Science and Technology 

Basic Plan 

Government of 

Japan 

Government of Japan, 2006 http://www8.cao.go.jp/

cstp/english/basic/3rd-
Basic-Plan-rev.pdf  

6 1,3 8 4 1 2 EN 

http://www.chass.org.au/wp-content/uploads/2015/02/PAP20130601.pdf
http://www.chass.org.au/wp-content/uploads/2015/02/PAP20130601.pdf
http://www.chass.org.au/wp-content/uploads/2015/02/PAP20130601.pdf
http://www.chass.org.au/wp-content/uploads/2015/02/PAP20130601.pdf
https://policies.anu.edu.au/ppl/document/ANUP_000686
https://policies.anu.edu.au/ppl/document/ANUP_000686
https://policies.anu.edu.au/ppl/document/ANUP_000686
http://www.acola.org.au/PDF/SAF02Consultants/Consultant%20Report%20-%20Canada.pdf
http://www.acola.org.au/PDF/SAF02Consultants/Consultant%20Report%20-%20Canada.pdf
http://www.acola.org.au/PDF/SAF02Consultants/Consultant%20Report%20-%20Canada.pdf
http://www.acola.org.au/PDF/SAF02Consultants/Consultant%20Report%20-%20Canada.pdf
http://stem2012.bnu.edu.cn/data/long%20paper/stem2012_87.pdf
http://stem2012.bnu.edu.cn/data/long%20paper/stem2012_87.pdf
http://stem2012.bnu.edu.cn/data/long%20paper/stem2012_87.pdf
http://www.scienceadvice.ca/en/assessments/completed/science-culture.aspx
http://www.scienceadvice.ca/en/assessments/completed/science-culture.aspx
http://www.scienceadvice.ca/en/assessments/completed/science-culture.aspx
http://www.scienceadvice.ca/en/assessments/completed/science-culture.aspx
http://www.scienceadvice.ca/en/assessments/completed/stem-skills.aspx
http://www.scienceadvice.ca/en/assessments/completed/stem-skills.aspx
http://www.scienceadvice.ca/en/assessments/completed/stem-skills.aspx
http://www.scienceadvice.ca/en/assessments/completed/stem-skills.aspx
http://www.scienceadvice.ca/en/assessments/completed/women-researchers.aspx
http://www.scienceadvice.ca/en/assessments/completed/women-researchers.aspx
http://www.scienceadvice.ca/en/assessments/completed/women-researchers.aspx
http://www.scienceadvice.ca/en/assessments/completed/women-researchers.aspx
http://www8.cao.go.jp/cstp/english/basic/3rd-Basic-Plan-rev.pdf
http://www8.cao.go.jp/cstp/english/basic/3rd-Basic-Plan-rev.pdf
http://www8.cao.go.jp/cstp/english/basic/3rd-Basic-Plan-rev.pdf
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143 Super Science High School 
Project in Japan 

Ogura, Yasushi Asia-Pacific Economic 
Cooperation 

http://hrd.apec.org/ima
ges/0/06/69.3.pdf 

6 1 1 4 1 2 EN 

144 Consultant Report. Securing 
Australia’s Future. STEM: 
Country Comparisons (Japan) 

Ishikawa, 
Mayumi; Fuji, 
Shota; Moehle, 
Ashlyn 

Australian Council of 
Learned Academies,  

http://www.acola.org.a
u/PDF/SAF02Consultant
s/Consultant%20Report
%20-%20Japan.pdf 

6 1 8 4 1 2 EN 

145 Japan country note Nakazato, Hideki; 

Nishimura, Junko 

in: P. Moss (ed.): 

International Review of 
Leave Policies and Research 
2014. 

http://www.leavenetwo

rk.org/fileadmin/Leaven
etwork/Country_notes/
2014/Japan.pdf 

6 3 9 4 3 2 EN 

146 Japan Student Services 
Organization Outline 2014-15 

Japan Student 
Services 

Organization 

Japan Student Services 
Organization, 2014 

http://www.jasso.go.jp
/about_jasso/document

s/e2014_01_28.pdf 

7 1 2 4 3 2 EN 

147 Situation and problems of 
decrease of Japanese students in 
Science and Technology fields 

Ogura, Yasushi presentation to OECD/Japan 
Seminar,  Tokyo, June 23-
24 2005 

http://www.aspacnet.or
g/apec/research/_pdfs/
OECDJapanSeminarOgu
ra050624.pdf 

7 1 2 4 1 2 EN 

148 Consultant Report. Securing 
Australia’s Future. STEM: 
Country Comparisons 
(Singapore) 

Noraini Idris; 
Mohd Fadzil 
Daud; Chew 
Cheng Meng; 

Leong Kwan Eu; 
Ahmad Dzohir 

Ariffin 

Australian Council of 
Learned Academies,  

http://www.acola.org.a
u/PDF/SAF02Consultant
s/Consultant%20Report
%20-%20Singapore.pdf 6 1 8 4 1 2 EN 

149 Efforts to Increase Students’ 
Interest in Pursuing Science, 
Technology, Engineering and 
Mathematics Studies and 
Careers 

Kearney, Caroline European Schoolnet, 
Brussels, 2011 

http://www.fisme.scien
ce.uu.nl/publicaties/lite
ratuur/2011_european_
schoolnet.pdf 

5 1 1 4 1 1 EN 

150 Recommendations on Partner 
Accommodation and Dual-Career 

Appointments 

The American 
Association of 

University 

AAUP Bulletin, 2011 http://www.aaup.org/N
R/rdonlyres/E8B6FE51-

3765-4528-AC4F-

6 2 8 4 3 2 EN 

http://hrd.apec.org/images/0/06/69.3.pdf
http://hrd.apec.org/images/0/06/69.3.pdf
http://www.acola.org.au/PDF/SAF02Consultants/Consultant%20Report%20-%20Japan.pdf
http://www.acola.org.au/PDF/SAF02Consultants/Consultant%20Report%20-%20Japan.pdf
http://www.acola.org.au/PDF/SAF02Consultants/Consultant%20Report%20-%20Japan.pdf
http://www.acola.org.au/PDF/SAF02Consultants/Consultant%20Report%20-%20Japan.pdf
http://www.leavenetwork.org/fileadmin/Leavenetwork/Country_notes/2014/Japan.pdf
http://www.leavenetwork.org/fileadmin/Leavenetwork/Country_notes/2014/Japan.pdf
http://www.leavenetwork.org/fileadmin/Leavenetwork/Country_notes/2014/Japan.pdf
http://www.leavenetwork.org/fileadmin/Leavenetwork/Country_notes/2014/Japan.pdf
http://www.jasso.go.jp/about_jasso/documents/e2014_01_28.pdf
http://www.jasso.go.jp/about_jasso/documents/e2014_01_28.pdf
http://www.jasso.go.jp/about_jasso/documents/e2014_01_28.pdf
http://www.aspacnet.org/apec/research/_pdfs/OECDJapanSeminarOgura050624.pdf
http://www.aspacnet.org/apec/research/_pdfs/OECDJapanSeminarOgura050624.pdf
http://www.aspacnet.org/apec/research/_pdfs/OECDJapanSeminarOgura050624.pdf
http://www.aspacnet.org/apec/research/_pdfs/OECDJapanSeminarOgura050624.pdf
http://www.acola.org.au/PDF/SAF02Consultants/Consultant%20Report%20-%20Singapore.pdf
http://www.acola.org.au/PDF/SAF02Consultants/Consultant%20Report%20-%20Singapore.pdf
http://www.acola.org.au/PDF/SAF02Consultants/Consultant%20Report%20-%20Singapore.pdf
http://www.acola.org.au/PDF/SAF02Consultants/Consultant%20Report%20-%20Singapore.pdf
http://www.fisme.science.uu.nl/publicaties/literatuur/2011_european_schoolnet.pdf
http://www.fisme.science.uu.nl/publicaties/literatuur/2011_european_schoolnet.pdf
http://www.fisme.science.uu.nl/publicaties/literatuur/2011_european_schoolnet.pdf
http://www.fisme.science.uu.nl/publicaties/literatuur/2011_european_schoolnet.pdf
http://www.aaup.org/NR/rdonlyres/E8B6FE51-3765-4528-AC4F-874C8ECDB7D9/0/PartnerandDualCareerAppointments.pdf
http://www.aaup.org/NR/rdonlyres/E8B6FE51-3765-4528-AC4F-874C8ECDB7D9/0/PartnerandDualCareerAppointments.pdf
http://www.aaup.org/NR/rdonlyres/E8B6FE51-3765-4528-AC4F-874C8ECDB7D9/0/PartnerandDualCareerAppointments.pdf
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Professors' 
Committee on 

Women in the 
Academic 
Profession 

874C8ECDB7D9/0/Part
nerandDualCareerAppoi

ntments.pdf 

151 Maintaining Initial Interests: 
Developing Science, Technology, 
Engineering, and Mathematics 

(STEM) Career Aspirations 
Among Underrepresented Racial 
Minority Students 

Herrera, Felisha 
A.; Hurtado, 
Sylvia 

Paper presented at the 
Association for Educational 
Research annual meeting, 

New Orleans, LA, April 2011 

http://www.heri.ucla.ed
u/nih/downloads/AERA
%202011%20-

%20Herrera%20and%2
0Hurtado%20-
%20Maintaining%20Ini

tial%20Interests.pdf 

3 1 1 4 1 3 EN 

152 Is There a Career Penalty for 

Mothers’ Time Out? A 
Comparison of Germany, 
Sweden and the United States 

Aisenbrey, Silke; 

Evertsson, Marie; 
Grunow, Daniela  

Social Forces, Vol.88 No.2, 

2009 

http://muse.jhu.edu/jo

urnals/sof/summary/v0
88/88.2.aisenbrey.html 

3 3 9 4 3 1,2 EN 

153 Doing Science at the Elbows of 
Experts: Issues Related to the 
Science Apprenticeship Camp 

Barab, Sarah A.; 
Hay, Kenneth E. 

Journal of Research in 
Science Teaching, Vol.38 
No.1, 2001 

http://onlinelibrary.wile
y.com/doi/10.1002/109
8-

2736%28200101%293
8:1%3C70::AID-

TEA5%3E3.0.CO;2-
L/abstract 

3 1 1 4 3 2 EN 

154 “Educate to Innovate”: How the 

Obama Plan for STEM Education 
Falls Short 

Burke, Lindsey; 

McNeill, Jena 
Baker 

The Heritage Foundation 

Backgrounder, January 5, 
2011 

http://www.heritage.or

g/research/reports/201
1/01/educate-to-
innovate-how-the-
obama-plan-for-stem-
education-falls-short 

7 1 9 4 1 2 EN 

155 Meta-analysis of gender and 

science research 

European 

Commission 

European Union, 

Luxembourg, 2012 

https://ec.europa.eu/re

search/swafs/pdf/pub_
gender_equality/meta-

1 1,2,3 5 4 3 1 EN 

http://www.aaup.org/NR/rdonlyres/E8B6FE51-3765-4528-AC4F-874C8ECDB7D9/0/PartnerandDualCareerAppointments.pdf
http://www.aaup.org/NR/rdonlyres/E8B6FE51-3765-4528-AC4F-874C8ECDB7D9/0/PartnerandDualCareerAppointments.pdf
http://www.aaup.org/NR/rdonlyres/E8B6FE51-3765-4528-AC4F-874C8ECDB7D9/0/PartnerandDualCareerAppointments.pdf
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analysis-of-gender-and-
science-research-

synthesis-report.pdf 

156 Evidence & Impact: Museum-
Managed STEM Programs in Out-
of-School Settings 

Chi, Bernadette; 
Dorph, Rena; 
Reisman, Leah 

The Lawrence Hall of 
Science, University of 
California, Berkeley, 

http://sites.nationalaca
demies.org/cs/groups/d
bassesite/documents/w
ebpage/dbasse_089887
.pdf 

5 1 1 4 1 2 EN 

157 Consultant Report 
Securing Australia’s Future 
STEM: Country Comparisons 

(United States) 

Maltese, Adam 
V.; Lung, Florin 
D.; Potvin, Geoff; 

Hochbein, Craig 
D. 

Australian Council of 
Learned Academies 

http://www.acola.org.a
u/PDF/SAF02Consultant
s/Consultant%20Report

%20-%20US.pdf 

6 1 1 4 1 2 EN 

158 America's Children: Providing 
Early Exposure to STEM 
(Science, Technology, 
Engineering and Math) 
Initiatives 

DeJarnette, 
Nancy K. 

Education, vol.133 no.1 http://eric.ed.gov/?id=
EJ996974 

3 1 1 4 1 2 EN 

159 High Aspirations but low 
Progression: The Science 
Aspirations-Career Paradox 

amongst Minority Ethnic 
Students 

Dewitt, Jennifer; 
Archer, Louise; 
Osboren, 

Jonathan; Dillon, 
Justin; Willis, 
Beatrice; Wong, 

Billy 

International Journal of 
Science and Mathematics 
Education, Vol.9, 2011 

http://link.springer.com
/article/10.1007%2Fs1
0763-010-9245-

0#page-1 3 1 1 4 3 1,2 EN 

160 Science, Technology, 
Engineering, and 
Mathematics (STEM) Education: 
A Primer 

Gonzalez, 
Heather B.; 
Kuenzi, Jeffrey J. 

CRS Report for Congress, 
2012 

http://www.law.umaryl
and.edu/marshall/crsre
ports/crsdocuments/R4
2642_08012012.pdf 

6 1 1 4 1 2 EN 

161 Increasing Student Interest and 
Attitudes in STEM: Professional 
Development and Activities to 

Hayden, 
Katherine; 
Ouyang, Youwen; 

Contemporary Issues in 
Technology and Teacher 
Education, Vol. 11 No.1, 

http://eric.ed.gov/?id=
EJ930143 3 1 1 4 1 2 EN 

http://www.law.umaryland.edu/marshall/crsreports/crsdocuments/R42642_08012012.pdf
http://www.law.umaryland.edu/marshall/crsreports/crsdocuments/R42642_08012012.pdf
http://www.law.umaryland.edu/marshall/crsreports/crsdocuments/R42642_08012012.pdf
http://www.law.umaryland.edu/marshall/crsreports/crsdocuments/R42642_08012012.pdf
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Engage and Inspire Learners Scinski, Lidia; 
Olszewski, 

Brandon; 
Bielefeldt, Talbot 

2011 

162 Auswertung der Befragung 
deutscher Hochschulen zur 
„Verflechtung von beruflichen 
Karrieren in 

Akademikerpartnerschaften“ 

Rusconi, 
Alessandra; 
Solga, Heike 

Junge Akademie, Februar 
2002 

http://www.diejungeak
ademie.de/fileadmin/us
er_upload/Literatur/pdf
/JA_Befragung.pdf 

5 2 8 1 3 1 DE 

163 A Multi-University Study of 
Partner Accommodation 

Kmec, Julie A.; 
Byington, Tori; 

Lan, Yajing 

2015 http://dualhire.org/blog
/2015/1/30/final-

report-for-our-multi-
university-study-of-

partner-accommodation 

5 2 8 1 1 2 EN 

164 Effective Practices in 
Undergraduate STEM Education 
Part 1: Examining the Evidence 

Labov, Jay B.; 
Singer, Susan R.; 
George, Melvin 
D. ; 
Schweingruber,  

Heidi A.; Hilton,  
Margaret L. 

CBE—Life Sciences 
Education 
Vol. 8, 2002 

http://www.lifescied.or
g/content/8/3/157.full  

3 1 2 4 1 2 EN 

165 The Two-Body Problem: An 
Evaluation of University Partner 
Accommodation Policies with 

Implications for Recruitment, 
Retention, and Promotion of 
STEM Women 

McCluskey, J.; 
Byington, T.; 
Cowan, B.; 

Kmec, J. 

2015 http://static1.squaresp
ace.com/static/509422
42e4b047ba54e5fcd2/t

/551b2b69e4b0cd11d2
52249b/142784394553
4/Policy+report+March
2015.pdf 

5 2 8 1 1 2 EN 

166 Seven Actionable Strategies for 
Advancing Women in Science, 

Engineering, and Medicine 

Smith, Kristin A.; 
Arlotta, Paola; 

Watt, Fiona A.; 
The Initative of 

Cell Stem Cell 16, March 5, 
2015 

http://www.cell.com/ce
ll-stem-

cell/abstract/S1934-
5909%2815%2900068-

6 1 5 4 1 4 EN 

http://dualhire.org/blog/2015/1/30/final-report-for-our-multi-university-study-of-partner-accommodation
http://dualhire.org/blog/2015/1/30/final-report-for-our-multi-university-study-of-partner-accommodation
http://dualhire.org/blog/2015/1/30/final-report-for-our-multi-university-study-of-partner-accommodation
http://dualhire.org/blog/2015/1/30/final-report-for-our-multi-university-study-of-partner-accommodation
http://dualhire.org/blog/2015/1/30/final-report-for-our-multi-university-study-of-partner-accommodation
http://www.lifescied.org/content/8/3/157.full
http://www.lifescied.org/content/8/3/157.full
http://www.cell.com/cell-stem-cell/abstract/S1934-5909%2815%2900068-5
http://www.cell.com/cell-stem-cell/abstract/S1934-5909%2815%2900068-5
http://www.cell.com/cell-stem-cell/abstract/S1934-5909%2815%2900068-5
http://www.cell.com/cell-stem-cell/abstract/S1934-5909%2815%2900068-5
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Women in 
Science and 

Engineering 
Working Group; 
Solomon, Susan 
L. 

5 

167 Instruments for Assessing 
Interest in STEM Content and 

Careers 

Tyler-Wood, 
Tandra; Knezek, 

Gerald; 
Christensen, 
Rhonda 

Journal of Technology and 
Teacher Education, Vol.18 

No.2, 2010 

http://stelar.edc.org/sit
es/stelar.edc.org/files/S

TEMInstruments.pdf 3 1 1 4 1 2 EN 

168 The Two-Body Problem. Dual-
Career Couple Hiring Policies in 

Higher Education 

Wolf-Wendel, 
Lisa; Twombly, 

Susan; Rice, 
Suzanne 

The Johns Hopkins 
University Press, Baltimore 

& London, 2003 

http://dualcareer-
nordbayern.de/wp-

content/uploads/2013/
01/The-Two-Body-
Problem-Dual-Career-
Couple-Hiring.pdf 

3 2 8 4 3 2 EN 

169 Creating Pathways to Success.  
An education and career/life 

planning program for Ontario 
Schools 

Ministry of 
Education, 

Canada 

Website of the Ministry of 
Education, 

www.ontario.ca/education, 
2013 

http://www.edu.gov.on
.ca/eng/document/polic

y/cps/CreatingPathways
Success.pdf 

6 1 9 1 3 2 EN 
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