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I. Ethical and professional aspects 
 

 

1. Research freedom 
Researchers should focus their research for the good of mankind and for expanding the frontiers of scientific knowledge, while enjoying the freedom of thought and expression, and the freedom to 
identify methods by which problems are solved, according to recognised ethical principles and practices. Researchers should, however, recognise the limitations to this freedom that could arise as a 
result of particular research circumstances (including supervision/guidance/management) or operational constraints, e.g. for budgetary or infrastructural reasons or, especially in the industrial 
sector, for reasons of intellectual property protection. Such limitations should not, however, contravene recognised ethical principles and practices, to which researchers have to adhere. 
 

Existing Rules and/ or Practices at GMIT Policies and Procedures  Actions required  Responsibility and 
Timeline  

The Galway-Mayo Institute of Technology undertakes innovative, 
applied research to develop the education of our postgraduate 
researchers and to enhance the economic, social and cultural life 
of our region. Research at GMIT is growing and evolving. We 
encourage new research activities driven by talented academic 
staff and motivated researchers, in areas of critical importance 
to industry and the region. Research and Innovation at GMIT are 
currently focused in the key areas of: 

 Marine and Freshwater Research 

 Medical Device Technologies 
 
 
 
 
 
 
 

Research is undertaken throughout GMIT by  
individuals as well as within the Institutes Research Centres     
and concentrates on the following fundamental 
strategic pillars: 

 Specialisation and Strength 
 Research Scholarship and Training 
 Promoting Research and Maximising Talent 
 Building RDI Alliances 
 RDI Links with Enterprise 

 

Quality Assurance at GMIT is driven by its Academic Council 
Research Sub-Committee. 
 

All relevant documents are available through both the GMIT 
website and the GMIT staff intranet. 

GMIT COP5: Research 

 

 

 

 

 

 

 
 

 
 
 
 
GMIT Strategic Plan Revision 2013-2016 
(available on staff intranet) 

 
 
 

 

 

 
 

 

GMIT COP1: Functions & Procedures 

 

1.1 Develop a Researchers Induction Manual that 
should include: 

 Code of Practice for Researchers 

 Epigeum online training outline 

 Standard Operating Procedures for 

Research 

 Research Finance Procedures 

 Health & Safety Policies and Procedures 

 Authorship Policies 

 Ancillary teaching duties policy 

 Personal and Performance Management 
and Development. 

 Complaints / Appeals procedure 
 

1.2 New Strategic Plan (2016-2022) to be 
implemented. 
 

 
 
 
 
 
 
 

No Action Required 

Responsibility: 
VP for R&I 
Research Office 
Timeline: 

March 2017 

 

 

 
 

 

 

 
 

 

Responsibility: 
R&I Thematic 
Working Group  
Timeline: 
December 2016 
 

 

 
 

http://www.gmit.ie/sites/default/files/public/directorate/docs/code-practice-no5_1.pdf
http://www.gmit.ie/sites/default/files/public/directorate/docs/code-practice-14-09-2015.pdf
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2. Ethical principles 
Researchers should adhere to the recognised ethical practices and fundamental ethical principles appropriate to their discipline(s) as well as to ethical standards as documented in the different 
national, sectoral or institutional Codes of Ethics. 
 

Existing Rules and/ or Practices at GMIT 
 

Policies and Procedures Actions required Responsibility and 
Timeline 

The Galway-Mayo Institute of Technology is committed to 
promoting and supporting ethical practice across all of its 
educational activities, including research. The Institute’s 
research ethics policy covers everyone carrying out research for 
the Institute, whether their place of research is within or 
outside the Institute premises. The Institute’s research ethics 
policy seeks to develop best practice in research in accordance 
with appropriate ethical practice from a variety of professional 
bodies and statutory instruments as well as best practice in the 
Irish third level educational sector at large. 
 

The policy forms the basis for dealing with all research ethical 
issues as referred in the Institutes Research Code (Academic 
Code of Practice – No.5). This includes issues arising from staff 
research, undergraduate and postgraduate research degree 
programmes. In all cases, researchers must comply with this 
policy.  
 

A number of well documented guiding principles govern the 
ethical review of research proposals, particularly the 
Declaration of Helsinki. These principles aim to protect the 
well-being and rights of research participants/ volunteers and 
animals used in research. 
 

Should research activities involve children or vulnerable adults: 

GARDA VETTING 

GMIT offers a number of educational and training programmes 
that require students to undertake placements, with external 
agencies, which will bring them into contact with children and 
vulnerable adults and in which they will assume positions of 
trust. To ensure the protection of the public, and justify public 
trust and confidence, GMIT is committed to ensuring that only 
suitable candidates are allowed to undertake these 
programmes. GMIT uses the Garda Central Vetting Unit (GCVU) 
vetting service to assess the suitability of such applicants, and  

GMIT Research Ethics Policy 

 

 

SOP for Research Ethics No 1-13 
(available on staff intranet) 

 
 
 
 
 

GMIT COP5: Research 

 

 

 
 

 

Declaration of Helsinki 

 
 
 
 

 
 

GMIT COP3: Garda Vetting 

 

2.1 Formally constitute a Research Ethics Committee. 

 

 

 

 

 

 

 
 

2.2 Review and Update GMIT Research Ethics Policy 
and SOPs for Research Ethics. 

 
 
 

 
2.3 Obtain establishment authorisation from Irish 
regulatory authority to conduct animal research 
 
 
 
 
 

No Actions Required 

Responsibility: 
Research Sub-
Committee of 
Academic Council 
(RSC-AC) 
Timeline: 
August 2017 

 
 
 
Responsibility: 
RSC-AC 
Timeline: 
August 2017 
 

 
 

Responsibility: 
RSC-AC 
Timeline: 
April 2017 

http://www.gmit.ie/sites/default/files/public/directorate/docs/academic-policy-no1.pdf
http://www.gmit.ie/sites/default/files/public/directorate/docs/code-practice-no5_1.pdf
http://www.wma.net/en/30publications/10policies/b3/17c.pdf
http://www.gmit.ie/sites/default/files/public/directorate/docs/academic-policy-no3.pdf
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may also require applicants to provide an enhanced disclosure 
by the completion of an affidavit at the time of registration. 
 

CHILD PROTECTION POLICY 

The safety and well-being of Children and Young People is of 
paramount importance to GMIT. This policy aims to reflect 
national guidelines and best practice for the protection of 
Children and Young People. The guiding principle of this policy 
is that the safety and well-being of the child or young person 
must take priority over any other consideration. This policy is 
based on “Children First – National Guidelines for the 
Protection and Welfare of Children” (2011), “Our Duty to Care 
– The Principles of Good Practice for the Protection of Children 
and Young People” (2002) and “Child Protection Procedures for 
Primary and Post Primary Schools, Department of Education 
and Skills” (2010). 
 

While the majority of persons studying, working and using the 
facilities of GMIT are adults there are a number of persons in 
GMIT, or associated with GMIT activities who are under 18 
years of age. This policy aims to protect these children and 
young adults during their education and development through 
GMIT’s facilities. 
 

This policy is for the use of GMIT staff and its contractors. It is 
also available for students to use if they wish to report any 
concerns in respect of the protection of a child or a young 
person. 

 
 
 
 

GMIT COP8: Child Protection Reporting Policy. 
 

 
Children First – National Guidelines for the 
Protection and Welfare of Children (2011) 
 

Our Duty to Care – The Principles of Good Practice 
for the Protection of Children and Young People 
(2002) 
 

Child Protection Procedures for Primary and Post 
Primary Schools, Department of Education and 
Skills (2010). 
 

 

 

 

No Actions Required 

 

 

 

3. Professional responsibility  
Researchers should make every effort to ensure that their research is relevant to society and does not duplicate research previously carried out elsewhere. They must avoid plagiarism of any kind and 
abide by the principle of intellectual property and joint data ownership in the case of research carried out in collaboration with a supervisor(s) and/or other researchers. The need to validate new 
observations by showing that experiments are reproducible should not be interpreted as plagiarism, provided that the data to be confirmed are explicitly quoted. Researchers should ensure, if any 
aspect of their work is delegated, that the person to whom it is delegated has the competence to carry it out. 
 

Existing Rules and/ or Practices at GMIT Policies and Procedures Actions required Responsibility and 
Timeline 

Research projects in the Institute are carried out with high 
standards of rigour and conform to the principles of good 
research practice including excellence, honesty, integrity, 
cooperation, and training. 
 

GMIT COP5: Research 

 

3.1 Promote training for all researchers and 
supervisors in our online ‘Epigeum’ training 
modules entitled: 

 Research Integrity 

 Supervising Postdoctoral Studies 

Responsibility: 
CED 
Research Office 
RSC-AC 
Timeline: 

http://www.gmit.ie/sites/default/files/public/directorate/docs/academic-policy-no8.pdf
http://www.dcya.gov.ie/documents/Publications/ChildrenFirst.pdf
http://www.dcya.gov.ie/documents/Publications/ChildrenFirst.pdf
http://www.dcya.gov.ie/documents/publications/ODTC_Full_Eng.pdf
http://www.dcya.gov.ie/documents/publications/ODTC_Full_Eng.pdf
http://www.dcya.gov.ie/documents/publications/ODTC_Full_Eng.pdf
https://www.education.ie/en/Schools-Colleges/Information/Child-Protection/cp_procedures_primary_post_primary_2011.pdf
https://www.education.ie/en/Schools-Colleges/Information/Child-Protection/cp_procedures_primary_post_primary_2011.pdf
https://www.education.ie/en/Schools-Colleges/Information/Child-Protection/cp_procedures_primary_post_primary_2011.pdf
http://www.gmit.ie/sites/default/files/public/directorate/docs/code-practice-no5_1.pdf
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The Institute commits to a pro-active approach to the prevention 
of plagiarism through the development of good academic 
practice. The advancement of knowledge and the development 
of concepts, ideas, artefacts and products are core aspects of 
what we do at GMIT. This also includes research in all its facets: 
thesis writing, laboratory work, report writing, the development 
of software, and the creation and design of artistic objects. It is 
the Institutes aim to inspire and encourage students on their 
path to becoming professionals by providing a positive learning 
environment and by cultivating academic trust between staff and 
students. 
 

All staff and students, including researchers, have an obligation 
to act in an ethical manner, consistent with the requirements of 
academic integrity. 
 

 
GMIT defines IP as the tangible or intangible results of research, 
development, teaching, or other intellectual activity. 
 

All researchers are required to engage with the Technology 
Transfer Officer to ensure that all aspects of IP are considered. 

 
GMIT Policy on Plagiarism 

 

 

 

 

 

 

 
 
 

GMIT COP5: Research 

 

 
 

GMIT Intellectual Property Policy and Procedures 
(available on staff intranet) 
 

Technology Transfer Office 

 
 

3.2 Updated version of GMITs policy on Plagiarism 
to be implemented. 
 
 
 
 

 
 
 
 
 
 
 

3.3 Implement a GMIT Research Integrity Policy. 
 
 
 
 

No Actions Required 

Ongoing 
 

Responsibility: 
Plagiarism Working 
Group 
Timeline: 
October 2016 
 
 
 
 
 
 
 

Responsibility: 
RSC-AC 
Timeline: 
October 2016 

 

 

4. Professional attitude 
Researchers should be familiar with the strategic goals governing their research environment and funding mechanisms, and should seek all necessary approvals before starting their research or 
accessing the resources provided. They should inform their employers, funders or supervisor when their research project is delayed, redefined or completed, or give notice if it is to be terminated 
earlier or suspended for whatever reason. 
 

Existing Rules and/ or Practices at GMIT Policies and Procedures Actions required Responsibility and 
Timeline 

Funding guidelines are made available to all researchers as 
requested and before they apply for funding. A pre-funding 
authorisation form is available to researchers on the GMIT 
intranet. 
 

It is the responsibility of the Supervisor/ Principle Investigator to 
instruct and inform the researcher of the funded project goals. 
Researchers are expected to function within their own level of 
competence, within the legally recognised scope of practice and 
all relevant legislation. 

GMIT COP5: Research 

 
 
 
 

 

GMIT Strategic Plan Revision 2013-2016 
(available on staff intranet) 

 
 

 

4.1 Use of the pre-funding authorisation form to be 
stipulated within the Research Finance Procedures. 

 
 
 

 

See Action Item 1.2 

Responsibility: 
Research Office 
Timeline: 
October 2016 

http://www.gmit.ie/sites/default/files/public/directorate/docs/academic-policy-no2.pdf
http://www.gmit.ie/sites/default/files/public/directorate/docs/code-practice-no5_1.pdf
http://www.gmit.ie/knowledge-and-technology-transfer/knowledge-and-technology-transfer
http://www.gmit.ie/sites/default/files/public/directorate/docs/code-practice-no5_1.pdf
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The delivery of milestones and outcomes for contracted 
researchers are scheduled at project commencement in 
according with funding agency requirements. 

   

 

 

5. Contractual and legal obligations 
Researchers at all levels must be familiar with the national, sectoral or institutional regulations governing training and/or working conditions. This includes Intellectual Property Rights regulations, 
and the requirements and conditions of any sponsor or funders, independently of the nature of their contract. Researchers should adhere to such regulations by delivering the required results (e.g. 
thesis, publications, patents, reports, new products development, etc.) as set out in the terms and conditions of the contract or equivalent document.  
 

Existing Rules and/ or Practices at GMIT Policies and Procedures Actions required Responsibility and 
Timeline 

All employees of GMIT are issued with contracts of employment 
before taking up their role. This outlines all required conditions 
under national legislation as well as covering Institute policies 
and procedures. Staff are kept up to date with all new policies 
and procedures introduced to GMIT. 
 

The Institute provides direction to all staff, students and external 
parties on what they must comply with in order to maintain 
GMITs legal and statutory compliance and to maintain the good 
reputation and standing of GMIT. 
 

Intellectual Property at GMIT adheres to the Department of 
Jobs, Enterprise and Innovation Policies and Resources to help 
industry make good use of public research in Ireland. This 
Protocol is about helping industry to access the research and 
development carried out in Ireland’s universities, institutes of 
technology and other public research institutions. It sets out the 
Government’s policies to encourage industry to benefit from this 
research and development and describes the practical 
arrangements for this to happen. Evolution and updating of this 
protocol is the responsibility of Knowledge Transfer Ireland, the 
government’s central technology transfer office. 

GMIT Intellectual Property Policy and Procedures. 
(available on staff intranet) 

 

 

 

GMIT Compliance Policy 
(available on staff intranet) 

 
 
 

Department of Jobs, Enterprise and Innovation – 
the National IP Protocol 2016 

No Actions Required 

 
 
 
 
 

No Actions Required 
 
 
 
 

No Actions Required 

 

 

 

6. Accountability 
Researchers need to be aware that they are accountable towards their employers, funders or other related public or private bodies as well as, on more ethical grounds, towards society as a whole. 
In particular, researchers funded by public funds are also accountable for the efficient use of taxpayers' money. Consequently, they should adhere to the principles of sound, transparent and 
efficient financial management and cooperate with any authorised audits of their research, whether undertaken by their employers/funders or by ethics committees. Methods of collection and 
analysis, the outputs and, where applicable, details of the data should be open to internal and external scrutiny, whenever necessary and as requested by the appropriate authorities. 

Existing Rules and/ or Practices at GMIT Policies and Procedures Actions required Responsibility and 
Timeline 

http://www.knowledgetransferireland.com/ManagingIP/KTI-Protocol-2016.pdf
http://www.knowledgetransferireland.com/ManagingIP/KTI-Protocol-2016.pdf
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GMIT provides induction for all staff, students and researchers at 
the Institute. 
 

Postgraduate Research Supervisors must take part in online 
training programmes before undertaking a project. These 
programmes mainly focus on research integrity and supervision. 
 

Proposals are developed in consultation with the Research Office 
to ensure that GMITs commitment to delivery of a project are 
accurate. 
 

Procedures for good financial management are supported by the 
Finance Department at GMIT. 
 

GMITs Record Retention Schedule is in full compliance with all 
audit requirements. 

GMIT COP5: Research 

 

Epigeum Online Training for Researchers 
(available on staff moodle) 

 

SOPs for Research 

 

 

Research Finance Procedures 
(available on staff intranet) 

 
Standard Retention Schedule 
(appendix 1A) 
 

Email Retention Policy 
(available on staff intranet) 

                

 

 

 

 

 

            See Action Item 1.1 
 

 

 

 

7. Good practice in research 
Researchers should at all times adopt safe working practices, in line with national legislation, including taking the necessary precautions for health and safety and for recovery from information 
technology disasters, e.g. by preparing proper back-up strategies. They should also be familiar with the current national legal requirements regarding data protection and confidentiality protection 
requirements, and undertake the necessary steps to fulfil them at all times.  
 

Existing Rules and/ or Practices at GMIT Policies and Procedures Actions required Responsibility and 
Timeline 

GMIT considers the safeguarding of the Health, Safety and 
Welfare of its staff members, students, contractors, service 
providers, visitors and members of the public as its top priority. In 
accordance with the Responsible Research: Health & Safety 
Management Policy, it is the policy of the Galway Mayo Institute 
of Technology that all reasonable and practicable steps are taken 
to provide a safe and healthy environment with safe systems of 
work.  
 

All staff, students and external parties of GMIT have a 
responsibility to protect Institute data from unauthorized 
generation, access, modification, disclosure, transmission or 
destruction and are expected to be familiar with and comply with 
the Data Governance Policy. 
 

Responsible Research: Health & Safety 
management policy 
(appendix 1B) 
 

Lone Working/ Out of Hours Procedure 
(appendix 1C) 

 

 
GMIT Data Governance Policy 
(available on staff intranet) 

7.1 Publish Health & Safety documents online so 
that they are easily accessible. 

 
 

See Action Item 1.1 

 

 
No Action Required 

 

Responsibility: 
Health & Safety Officer 
Timeline: 
October 2016 

 

http://www.gmit.ie/sites/default/files/public/directorate/docs/code-practice-no5_1.pdf
http://staff.gmit.ie/system/files/registrars-office/academic-codes-practice/sop-research-quality-25th-march-2011.pdf
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GMITs information systems underpin all of the Institutes 
activities, and are essential to its teaching, learning and research 
functions. The Information Security Policy sets out an overall 
approach to information security management within GMIT and 
provides a security model aimed at implementing best practices 
to protect information assets from unauthorized use, disclosure, 
modification, damage or loss as well as protecting the work and 
study environment of staff and students and the good name and 
reputation of GMIT. 

Protection and Privacy Statement 
 

GMIT Information Security Policy 
(available on staff intranet) 
 

GMIT Clear Screen Policy 
(available on staff intranet) 
 

GMIT Password standard Policy 
(available on staff intranet) 
 

GMIT Acceptable Usage Policy 
(available on staff intranet) 

No Action Required  

 

 

8. Dissemination, exploitation of results 
All researchers should ensure, in compliance with their contractual arrangements, that the results of their research are disseminated and exploited, e.g. communicated, transferred into other 
research settings or, if appropriate, commercialised. Senior researchers, in particular, are expected to take a lead in ensuring that research is fruitful and that results are either exploited 
commercially or made accessible to the public (or both) whenever the opportunity arises.  
 

Existing Rules and/ or Practices at GMIT Policies and Procedures Actions required Responsibility and 
Timeline 

GMITs library aims to promote a learning culture within GMIT by 
acquiring, organising, disseminating and providing access to 
learning resources and services in a congenial environment. The 
library supports teaching, learning, research and regional 
development by providing a customer based service to our 
students, staff and stakeholders. 
 

CUAL is GMITs institutional repository, or digital archive. It is 
intended to capture, store and preserve our research output and 
to make it available to the research community through Open 
Access protocols. Work submitted by both students and faculty 
relevant to their research output such as pre and post  print 
journal articles, technical reports, conference papers, datasets, 
and multi-media files, are all available here. 
 

The GMIT Technology Transfer Officer (TTO) works with 
students, staff and industry on a wide range of knowledge 
transfer and commercial activities. These activities include 
management of the Intellectual Property (IP) portfolio including 
the capture, protection and exploitation of IP with industry 
through licences, options and assignments, the optimisation of 
contract and collaborative research and development grant 
submissions with industry partners and commercial income 
generation activities including contract and applied R&D  

 

 
 
 
 
 

 

No Action Required 

 
 
 
 
 
No Action Required 

 
 
 
 
 
 
No Action Required 

 

 
 
 
 
 
 
 

http://www.gmit.ie/general/privacy
http://library.gmit.ie/
http://libguides.gmit.ie/cual
http://www.gmit.ie/knowledge-and-technology-transfer/knowledge-and-technology-transfer
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consultancy. 
 

The Innovation Hubs (iHubs) at GMIT are a strategic resource for 
new start-up companies. The iHubs support the development of 
new enterprises in the region by providing incubation space and 
business development supports for the nurturing of new ideas 
and the commercialisation of applied research. 
 

The Enterprise Ireland Gateway Programme was established in 
2013 and consists of 15 industry focussed Gateways located in 
11 Institutes of Technology. 

In November 2015, GMIT was awarded the M.E.T (Medical and 
Engineering Technologies) Technology Gateway. This has a 
technology offer for the medical device and engineering 
companies based in the West of Ireland and nationally, 
consisting of Medical Imaging Technologies, Biomedical 
Engineering Technologies/ Solutions, Data Analytics and 
Visualisation and Design Engineering/ Verification. 

M.E.T will work with the EI to promote its Technology offer to 
Irish based industry. The M.E.T Gateway will act as a portal to 
the wider Technology Gateway Network and will collaborate 
with other Gateways to deliver technology solutions to industrial 
partners. 

 

 
 
 
 
 
 
 
 
 
 
 
 

 

 

 
 

No Action Required 
 
 
 
 
 
 

8.1 Include link to M.E.T on GMIT’s website 

 

 

 
 
 
 
 

 

Responsibility: 
Technology Gateway 
Manager 
Timeline: 
September 2016 

 

 

9. 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. Direct engagement with the public will help researchers to better understand public interest in priorities for science and technology and also the public's concerns.  
 

Existing Rules and/ or Practices at GMIT Policies and Procedures Actions required Responsibility and 
Timeline 

GMITs Press Centre consists of the Marketing and 
Communication Offices, who work closely with researchers 
across the institute to promote our research activities to the 
public in interesting and engaging ways. Press releases and 
photos of our research stories are issued regularly to national, 
regional and local newspapers and agencies. GMIT also utilises 
its website and social media such as Facebook and Twitter to 
engage with the wider community. 
 

SmartSimple is a cloud based Research Tracking System used by 
GMIT. It is web based for access with a secure, central database 

Communications Policies – draft document 
(appendix 1D) 

 

9.1 Publish policies online once fully implemented 
 
 
 
 
 
 
 

9.2 Mirror researcher profiles onto GMIT website 
for easy accessibility. 

Responsibility: 
Press Centre 
Timeline: 

October 2016 
 
 
 
 
Responsibility: 
Research Office 

http://www.gmit.ie/gmit-innovation-hubs
https://www.enterprise-ireland.com/en/Research-Innovation/Companies/Collaborate-with-companies-research-institutes/Technology-Gateway-Programme.html
http://www.gmit.ie/press-centre
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that tracks research and all associated activities and is designed 
to securely link GMIT with their distributed business 
communities, partners and stakeholders. Key aspects of the 
process includes Grant Application, Assessment, Research 
Processes, Collaboration, Attribution, Outcome measurement 
and Patents process. GMITs research office is currently in the 
process of uploading staff profiles and publications to the site. 

 
 
 
 
 

 

 

 

Timeline: 
Ongoing 

 

 

10. Non discrimination 
Employers and/or funders of researchers will not discriminate against researchers in any way on the basis of gender, age, ethnic, national or social origin, religion or belief, sexual orientation, 
language, disability, political opinion, social or economic condition. 

Existing Rules and/ or Practices at GMIT Policies and Procedures Actions required Responsibility and 
Timeline 

GMIT’s Strategic Plan (2013-2016), defines the institute as an 
equal opportunities employer and as such, the Institutes Codes 
of Practices ensure equality of opportunity for existing and 

potential employees, and to promoting a work environment 
free from discrimination on grounds of gender, marital status, 
family status, race, religious beliefs, sexual orientation, disability, 
age or membership of the traveller community, in accordance 
with the relevant legislation. The Equality Act 1998-2011 
supports the implementation of this principle. 
 

The Institute is constantly reviewing policies and procedures to 
ensure that they do not, directly or indirectly, discriminate 
against current or potential staff on any ground protected by 
Equality legislation and in accordance with the Institutes Mission 
and Statement. 
 

The Access and Disability Office facilitates equality of access and 
participation for all staff and students of GMIT. GMIT’s policy is 
to widen access to higher education and to address the learning 
needs of an increasingly diverse student body. Hence, provision 
is made, within available resources, to support all students. 
 

All employees have the right to be treated with dignity and 
respect at work. GMIT is committed to providing staff with an 
environment that is free from all forms of bullying and 
harassment, and where each individual is respected. Any staff 
member who experiences any form of bullying or harassment 
will be supported by the Institute in bringing such behaviour to a 
close in a speedy fashion.  

Strategic Plan Revision 2013-16 
 

COP1: Functions & Procedures 
 
 
 
 
 
 
 

Equality Act 1998-2011 

 

GMIT Access Strategy 2010-13 
 

Protection and Privacy Statement 

 
 
GMIT Access & Disability Office 

 
 
 
 
 
GMIT Policy on Dignity at Work 
(appendix 1E) 

 

See Action item 1.2 

 
 
 
 
 
 
 
 

No Action Required 

 
 
 
 
 

No Action Required 

 
 
 
 
 
10.1 Ensure document is available online. 
 

 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
Responsibility: 
HR Manager 
Timeline: 
May 2017 

 

http://www.gmit.ie/sites/default/files/public/directorate-communications/docs/strategic-plan-revision-2013-16.pdf
http://www.lawreform.ie/_fileupload/RevisedActs/WithAnnotations/EN_ACT_1998_0021.PDF
http://www.gmit.ie/sites/default/files/public/directorate/docs/access-strategy-2010-2013.pdf
http://www.gmit.ie/general/privacy
http://www.gmit.ie/access-office/access-and-disability-office
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11. Evaluation/ appraisal systems 
Employers and/or funders should introduce for all researchers, including senior researchers, evaluation/appraisal systems for assessing their professional performance on a regular basis and in a 
transparent manner by an independent (and, in the case of senior researchers, preferably international) committee. 
 

Existing Rules and/ or Practices at GMIT Policies and Procedures Actions required Responsibility and 
Timeline 

Contract researchers/ research projects, are scheduled with 
regular performance review milestones. 
 

The Research Code of Practice stipulates that every postgraduate 
researcher has a principle supervisor who works with them to 
outline their objectives and review progress on a regular basis. It 
also provides postgraduate researchers, supervisors, examiners 
and other Institute staff with the necessary information to ensure 
best practice in the management of the research degree process.    
 

The Research Office reviews the postgraduate researcher’s 
performance annually. Both self-assessments and supervisor 
evaluations are used to review.  
 

At present, there is no formal appraisal of staff performance. 
 

 

GMIT COP5: Research 

 
 
 
 
 
 
 

Progress Report Outline 
(appendix 1F) 

 

No Action Required 

 
 
 
 
 
 

 

 
No Action Required 
 
 
 

11.1 Performance Management & Development 
System to be implemented for all staff. 
 

 

 
 
 
 
 
 
 
 
 
 
 

Responsibility: 
HR Manager 
Timeline: 
March 2018 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

http://www.gmit.ie/sites/default/files/public/directorate/docs/code-practice-no5_1.pdf


 

  

GMIT HRS4R GAP ANALYSIS 12 

 

II. Recruitment 
 

 

12. Recruitment  
Employers and/or funders should ensure that the entry and admission standards for researchers, particularly at the beginning at their careers, are clearly specified and should also facilitate access 
for disadvantaged groups or for researchers returning to a research career, including teachers (of any level) returning to a research career. Employers and/or funders of researchers should adhere to 
the principles set out in the Code of Conduct for the Recruitment of Researchers when appointing or recruiting researchers. 
 

Existing Rules and/ or Practices at GMIT Policies and Procedures Actions required Responsibility and 
Timeline 

Research opportunities are proofed and authorised by HR before 
being advertised to both internal and external applicants. This 
ensures compliance with best practice and legislation. 
 

GMIT is governed by the Employment Control Framework for the 
Higher Education Sector 2011 -2014. Any revisions of 
recruitment policy goes through the Employment Control 
Framework Committee. 
 

GMIT is an equal opportunities employer. As such, it is 
committed to providing equal opportunities regardless of 
gender, marital status, family status, sexual orientation, age, 
disability, race, religion or membership of the traveller 
community. 
 

Employment of researchers is based on merit, qualifications, 
relevant work experience, research capability and knowledge 
and attitude required to perform the job effectively and 
efficiently. 

 

 
 
Employment Control Framework for the Higher 
Education Sector 2011 -2014 

 
 
 

GMIT Recruitment Policy 
(appendix 2A) 
 

 
 
 
Recruitment Screening Form 
(appendix 2B) 
 

Interview Assessment Form 
(appendix 2C) 

No Action Required 

 
 

 

No Action Required 

 

 
 

No Action Required 

 
 
 

 
12.1 To be modified to specifically suit researcher 
advertising 

 
 
 
 
 
 
 
 
 
 
 
 

 
Responsibility: 
VP for R&I 
Timeline: 
December 2016 

 

 

13. Recruitment (Code) 
Employers and/or funders should establish recruitment procedures which are open, efficient, transparent, supportive and internationally comparable, as well as tailored to the type of positions 
advertised. Advertisements should give a broad description of knowledge and competencies required, and should not be so specialised as to discourage suitable applicants. Employers should include 
a description of the working conditions and entitlements, including career development prospects. Moreover, the time allowed between the advertisement of the vacancy or the call for applications 
and the deadline for reply should be realistic. 
 

Existing Rules and/ or Practices at GMIT Policies and Procedures Actions required Responsibility and 
Timeline 

GMITs research recruitment practice is tailored to suit the needs 
of the person recruiting and allows them to advertise in a 
professional and efficient manner. The person recruiting (for 
research this is usually the Principal Investigator (PI) on the  

GMIT Recruitment Policy 
(appendix 2A) 

No Action Required  

http://www.hea.ie/sites/default/files/revised_ecf_2011-2014_june_2011.pdf
http://www.hea.ie/sites/default/files/revised_ecf_2011-2014_june_2011.pdf
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project) and the HR Office, work together to initiate the 
recruitment process. 
 

Full and comprehensive job descriptions are published with the 
advertisement outlining competencies required and full details 
on role and responsibilities. 
 

All recruitment campaigns are subject to both internal and 
external audit by regulatory agencies and funding bodies. 

 

  

 
See Action Item 12.1 

 

 

 

14. Selection (Code) 
Selection committees should bring together diverse expertise and competences and should have an adequate gender balance and, where appropriate and feasible, include members from different 
sectors (public and private) and disciplines, including from other countries and with relevant experience to assess the candidate. Whenever possible, a wide range of selection practices should be 
used, such as external expert assessment and face-to-face interviews. Members of selection panels should be adequately trained should be realistic. 
 

Existing Rules and/ or Practices at GMIT Policies and Procedures Actions required Responsibility and 
Timeline 

GMITs selection procedures are set out in the Regional Technical 
Colleges Act 1992 and are determined by the Minister for 
Education and Science. This details short-listing/ gender balance/ 
selection board composition and other matters as appropriate. 
 

In relation to research, the selection board will usually consist of 
at least three interviewers and be gender balanced. 
 

Representatives from funding agencies or industry partners can 
participate as board members if desired. The board should be 
adequately trained and familiar with the interview process. 
 

Face to face interviews are always preferred. However Skype/ 
video conference or telephone interviews can be facilitated for 
candidates. 

Regional Technical Colleges Act 1992 No Action Required  

 

 

15. Transparency (Code) 
Candidates should be informed, prior to the selection, about the recruitment process and the selection criteria, the number of available positions and the career development prospects. They should 
also be informed after the selection process about the strengths and weaknesses of their applications. 
 

Existing Rules and/ or Practices at GMIT Policies and Procedures Actions required Responsibility and 
Timeline 

Selection criteria and number of posts available are always 
published in the recruitment advertisement and the selection 

GMIT Recruitment Policy 
(appendix 2A) 

No Action Required  

http://www.irishstatutebook.ie/eli/1992/act/16/enacted/en/print#sec15
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board must document how candidates are selected by 
completing a shortlisting form. Candidates who are not short-
listed can request reasons for not having met the criteria. 
 

Shortlisted candidates are invited to interview by the HR office 
and given any further information required. Candidates can 
make contact with any queries or special requirements they 
might have before the interview takes place. Post-interview 
candidates are notified of the result and can request feedback of 
their performance at interview. 
 

The Institute is governed by the Freedom of Information (FOI) 
Act 1997. This act gives candidates a legal right of access to their 
own personnel information held by the Institute and to their 
own employment records. It also confers on individuals a legal 
right to have made known to them in writing, the reasons for 
decisions made by the Institute that have materially affected 
them. 
 

The entire selection process is well documented throughout in 
relation to each applicant. All records of recruitment campaigns 
are retained in compliance with the FOI Act. 

 

 
 
 
 
 
 
 
 
 

Freedom of Information Act 1997 

 

 
 
 
 
 
 
 
 
 

No Action Required 

 

 

 

16. Judging merit (Code) 
The selection process should take into consideration the whole range of experience of the candidates. While focusing on their overall potential as researchers, their creativity and level of independence 
should also be considered. This means that merit should be judged qualitatively as well as quantitatively, focusing on outstanding results within a diversified career path and not only on the number 
of publications. Consequently, the importance of bibliometric indices should be properly balanced within a wider range of evaluation criteria, such as teaching, supervision, teamwork, knowledge 
transfer, management of research and innovation and public awareness activities. For candidates from an industrial background, particular attention should be paid to any contributions to patents, 
development or inventions. 
 

Existing Rules and/ or Practices at GMIT Policies and Procedures Actions required Responsibility and 
Timeline 

The selection process for researchers at GMIT includes criteria 
that covers a range of competencies. In addition to the criteria 
taken into account at the shortlisting stage, such as 
qualifications and work experience, at the interview process the 
board will try to engage more with the candidate to assess their 
commitment to research.  
 

At the interview stage for researchers the following is taken into 
consideration: 

 Relevant Research/ Publications 

GMIT Recruitment Policy 
(appendix 2A) 

16.1 Develop a Research Careers and Development 
Framework that includes: 

 a structured performance review; 
 definition of qualifications and experience 

consistent with different research grades; 

 research mobility prioritisation; 
 policy on ancillary teaching duties. 

Responsibility: 
VP for R&I 
HR Manager 
Timeline: 
December 2017 

http://www.irishstatutebook.ie/eli/1997/act/13/enacted/en/print.html
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 Professional expertise and knowledge 

 Innovation/ Ideas 

 Attitude to change and personal development 

 Motivation for/ Interest in the job 
 

For a more senior research position the board will take into 
account additional skills and experience such as: 

 Contribution to research grant applications 

 Successful management/ supervision of research 
projects 

 Contribution to teaching/ tutoring/ mentoring 

 Regular publishing in high quality peer reviewed 
journals 

 Evidence of financial and budget management 

   

 

 

17. Variations in the chronological order of CVs (Code) 
Career breaks or variations in the chronological order of CVs should not be penalised, 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. Candidates should therefore be allowed to submit evidence-based CVs, reflecting a representative array of 
achievements and qualifications appropriate to the post for which application is being made. 
 

Existing Rules and/ or Practices at GMIT Policies and Procedures Actions required Responsibility and 
Timeline 

Vacancies advertised for GMIT usually request the candidate to 
provide a CV and a statement (covering letter), describing their 
alignment with selection criteria and motivation for the post. 
The candidate can disclose as little or as much information as 
they want so long as the criteria outlined in the advertisement is 
met. 
 

Contact details are also provided on the vacancy of a suitable 
person to discuss the post with if so desired. 
 

Interviews at GMIT are competency and skills based and 
candidates are selected on merit. 

GMIT Recruitment Policy 
(appendix 2A) 

See Action Item 16.1 
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18. Recognition of mobility experience (Code) 
Any mobility experience, e.g. a stay in another country/region or in another research setting (public or private) or a change from one discipline or sector to another, whether as part of the initial 
research training or at a later stage of the research career, or virtual mobility experience, should be considered as a valuable contribution to the professional development of a researcher. 
 

Existing Rules and/ or Practices at GMIT Policies and Procedures Actions required Responsibility and 
Timeline 

There is evidence to support that mobility experience is valued 
at GMIT. In 2015, a total of 174 international students were 
registered at the Institute.  
 

Mobility at Post Graduate level is considered as an added-value 
when there is a clear scientific justification. If mobility 
experience can be justified as criteria for the post then it is 
considered by the interview board in the same manner as any 
other criteria. It is scored accordingly, in line with the 
recruitment procedure. 

GMIT Recruitment Policy 
(appendix 2A) 

See Action Item 16.1 

 

 

 

 

 

19. Recognition of qualifications (Code) 
Employers and/or funders should provide for appropriate assessment and evaluation of the academic and professional qualifications, including non-formal qualifications, of all researchers, in 
particular within the context of international and professional mobility. They should inform themselves and gain a full understanding of rules, procedures and standards governing the recognition 
of such qualifications and, consequently, explore existing national law, conventions and specific rules on the recognition of these qualifications through all available channels. 
 

Existing Rules and/ or Practices at GMIT Policies and Procedures Actions required Responsibility and 
Timeline 

The HR Office at GMIT requests original, certified, stamped 
transcripts of all qualifications from applicants at offer stage, 
regardless of the awarding institute. 
 

All research postgraduate applications are processed through 
the Research Office in GMIT which present all information re the 
postgrad application to our Academic Council Research Sub-
Committee. All transcripts are requested before an application 
will be reviewed (this is not necessary for GMIT graduates as 
they are available locally in Schools).  
 

To be eligible to enter onto a programme of study and research 
of PhD, a candidate must have reached a high honours standard 
at examination for their primary degree. 

GMIT Recruitment Policy 
(appendix 2A) 

No Action Required  
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20. Seniority (Code) 
The levels of qualifications required should be in line with the needs of the position and not be set as a barrier to entry. Recognition and evaluation of qualifications should focus on judging the 
achievements of the person rather than his/her circumstances or the reputation of the institution where the qualifications were gained. As professional qualifications may be gained at an early stage 
of a long career, the pattern of lifelong professional development should also be recognised. 
 

Existing Rules and/ or Practices at GMIT Policies and Procedures Actions required Responsibility and 
Timeline 

A PhD qualification is required for all postdoctoral positions at 
GMIT. The HR Office request all qualification transcripts at the 
offer stage, regardless of the Institute. Once the essential 
qualification requirements have been met, the criteria outlines a 
requirement for recognition of relevant experience depending 
on the level of the post.  
 

The Criteria are evidence based and the candidates are scored 
using the same criteria to ensure transparency throughout the 
recruitment and selection process.  
 

GMIT also supports staff who wish to avail of training for 
professional qualifications, i.e.: PhD. 

GMIT Recruitment Policy 
(appendix 2A) 

 

Interview Assessment Form 
(appendix 2C) 

 
 
 

 
GMIT Policy on Continuous Professional 
Development 
(available on staff intranet) 

 

See Action Item 16.1 

 
 
 
 
 
 
 
 
 

No Action Required 

 

 

 

21. Postdoctoral appointments (Code) 
Clear rules and explicit guidelines for the recruitment and appointment of postdoctoral researchers, including the maximum duration and the objectives of such appointments, should be established 
by the institutions appointing postdoctoral researchers. Such guidelines should take into account time spent in prior postdoctoral appointments at other institutions and take into consideration that 
the postdoctoral status should be transitional, with the primary purpose of providing additional professional development opportunities for a research career in the context of long-term career 
prospects. 
 

Existing Rules and/ or Practices at GMIT Policies and Procedures Actions required Responsibility and 
Timeline 

Duration of contract and details of salary are specified in 
advertisements for all research posts. Contracts of employment 
are issued to all staff and lay out the specific purpose of the 
post. 
 

GMIT uses Irish University Association (IUA) guidelines for 
guidance on salary scales. 
 

Consideration is given to funding availability and experience. 
 

GMIT Recruitment Policy 
(appendix 2A) 

 

 
 

IUA Researcher Salary Scales 
 

See Action Item 16.1 

 

 
 

No Action Required 

 

 

http://www.iua.ie/wp-content/uploads/2013/09/RevisedResearcherSalaryScales-01-July-2013.xls
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III. Working conditions and social security 
 

 

22. Recognition of the profession 
All researchers engaged in a research career should be recognized as professionals and be treated accordingly. This should commence at the beginning of their careers, namely at postgraduate level, 
and should include all levels, regardless of their classification at national level (e.g. employee, postgraduate student, doctoral candidate, postdoctoral fellow, civil servants). 
 

Existing Rules and/ or Practices at GMIT Policies and Procedures Actions required Responsibility and 
Timeline 

GMIT recognises the valuable contribution made by researchers 
to the Institution and treats researchers as professionals. 
 
The values ascribed to researchers at GMIT are stated within the 
pillars of the strategic plan. 

 

GMIT Strategic Plan Revision 2013-2016 
(available on staff intranet) 

 
 
 
 
 

22.1 Establish an office of Postgraduate Studies, 
overseen by a newly appointed Head of Graduate 
Studies. 

 

Responsibility: 
VP for R&I 
VP for Academic 
Affairs 
Registrar’s Office 
Timeline: 
September 2017 

 

 

23. Research environment 
Employers and/or funders of researchers should ensure that the most stimulating research or research training environment is created which offers appropriate equipment, facilities and 
opportunities, including for remote collaboration over research networks, and that the national or sectoral regulations concerning health and safety in research are observed. Funders should ensure 
that adequate resources are provided in support of the agreed work programme. 
 

Existing Rules and/ or Practices at GMIT Policies and Procedures Actions required Responsibility and 
Timeline 

Researchers at GMIT have access to state of the art facilities and 
lab space. We currently have two research centres, located at 
GMIT's Galway campus: 
 

 Marine and Freshwater Research Centre (MFRC) 
GMIT has been conducting aquatic science since the 1980’s. In 
2009, the Higher Education Authority of Ireland (HEA) invested 
€1.5 million in our custom-built research space and laboratories. 
This means their capacities now include: 

 Proteomics 
 Wet Laboratory 
 Dry Laboratory 
 Histology & Image Analysis Suite 
 Bio-acoustic monitoring equipment  
 Environmental Toxicology 
 Controlled temperature re-circulation systems 
 Containerised re-circulating aquaculture system 

 
 
 

  

http://www.gmit.ie/freshwater-and-marine-biology/marine-and-freshwater-research-centre-mfrc
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 Refrigerated transport 
 Boats, engines & sampling equipment 
 Office Accommodation 

Our strategic location within Galway’s marine research hub gives 
MFRC researchers excellent access to facilities and 
collaborations in Ireland’s Marine Institute, Bord Iascaigh Mhara 
and the National University of Ireland. 
 

 Galway Medical Device Technology Centre 
(GMedTech) 

GMITs Galway Medical Technology Centre is a multidisciplinary 
team of researchers working together to provide clinically 
inspired solutions to clinicians and the MedTech sector. The 
Centre has access to expert medical knowledge, medical Imaging 
processing capabilities, engineering competence with advanced 
materials and manufacturing technologies, bench testing 
capacity for relevant physiological bio-fluids systems and state of 
the art fluoroscopic and ultrasound equipment. It’s other 
facilities include: 

 Pulsatile flow  C-arm Lab 

 SEM  Rapid Prototyping 

 Ultrasound  Brookfield viscometer 

 CNC  Proteomics 

 Histology Suite  Office Accommodation 
 
These research centres submit annual applications which may 
include requests for equipment, facility upgrades or other capital 
works. This is the responsibility of the Executive Campus 
Development Committee and the work that they do is ongoing. 
 

GMIT considers the safeguarding of Health, Safety and Welfare 
of its staff members, students, contractors, service providers, 
visitors and members of the public as its top priority. In 
accordance with the Safety Health & Welfare at Work Act 2005, 
and the Safety Health & Welfare at Work General Applications 
2007, it is the policy of GMIT that all reasonable and practicable 
steps are taken to provide a safe and healthy environment with 
safe systems of work. 
 
 
 

The Institute constantly strives as a collective Campus to 
eliminate all hazards in the workplace, by means of Hazard 

 

 
 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Capital Works Policy  
(appendix 3A) 
 
 
 
 

Safety Health & Welfare at Work Act 2005 
 

Safety Health & Welfare at Work General 
Applications 2007 
 

Responsible Research: Health & Safety 
Management Policy 
(appendix 1B) 

Lone Working/ Out of Hours Procedure 
(appendix 1C) 

 

GMIT Risk Management Policy 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 

See Action Item 7.1 
 
 
 
 
 
 
 
 
 
 
 

No Action Required 

 

 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 

 

http://www.gmit.ie/gmedtech
http://www.gmit.ie/gmedtech
http://www.hsa.ie/eng/Legislation/Acts/Safety_Health_and_Welfare_at_Work/SI_No_10_of_2005.pdf
http://www.hsa.ie/eng/Legislation/Acts/Safety_Health_and_Welfare_at_Work/General_Application_Regulations_2007/General_Application_Regulations_2007_SI_2007_Unofficial_Copy.pdf
http://www.hsa.ie/eng/Legislation/Acts/Safety_Health_and_Welfare_at_Work/General_Application_Regulations_2007/General_Application_Regulations_2007_SI_2007_Unofficial_Copy.pdf
http://www.gmit.ie/sites/default/files/public/directorate/docs/risk-management-policy-nov-2010.pdf
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Identification and Risk Assessment, all in accordance with 
section 19 of the 2005 Act. GMIT provides information, 
instruction, training and supervision as necessary to ensure that 
all our health and safety objectives and duties are met. The 
Institute ensures, so far as is reasonably practicable, that 
particular measures are taken to protect the health, safety and 
welfare of individuals with disabilities. 
 

GMIT has four libraries in different campus locations providing 
essential services for students, staff and researchers. 
 

The Student Services team aims to make it quick and easy for 
students to find the information they may need and have access 
to services such as career development, counselling, health, 
access, financial advice and chaplaincy. 

 

 
 
 
 
 

 
 

GMIT Library 

 

GMIT Student Services 

 

 
 
 
 
 
 
 
 

No Action Required 

 

No Action Required 

 

 

 

24. Working conditions 
Employers and/or funders should ensure that the working conditions for researchers, including for disabled researchers, provide where appropriate the flexibility deemed essential for successful 
research performance in accordance with existing national legislation and with national or sectoral collective-bargaining agreements. They should aim to provide working conditions which allow both 
women and men researchers to combine family and work, children and career. Particular attention should be paid, inter alia, to flexible working hours, part-time working, tele-working and sabbatical 
leave, as well as to the necessary financial and administrative provisions governing such arrangements. 
 

Existing Rules and/ or Practices at GMIT  Policies and Procedures Actions required Responsibility and 
Timeline 

All employees of GMIT, including researchers, are issued with 
contracts of employment before taking up their role. This 
outlines all required conditions under national legislation as well 
as covering employment conditions and Institute policies and 
procedures.  
 

Researchers have access to leave schemes in the same way as 
any other category of employee. Leave must be approved by the 
line manager as appropriate.  
 

Employment contracts for researchers at GMIT takes into 
account: 

 Flexible working arrangements 

 Pension arrangements 

GMIT COP5: Research 
 

GMIT Annual Leave Policy 
(appendix 3B) 
 

Parental Leave Act 1998 & (Amendment) Act 
2006 & 2013 
(appendix 3C) 
 

GMIT Maternity Leave Policy 
(appendix 3D) 
 

Sick Leave Scheme for all staff in Institutes of 
Technology 

No Action Required  

The Access and Disability Office facilitates equality of access and 
participation for all staff and students of GMIT. 

GMIT Access & Disability Office   

 
 
 

http://library.gmit.ie/
http://www.gmit.ie/student-services/student-services
http://www.gmit.ie/sites/default/files/public/directorate/docs/code-practice-no5_1.pdf
https://www.education.ie/en/Circulars-and-Forms/Active-Circulars/cl0062_2015.pdf
https://www.education.ie/en/Circulars-and-Forms/Active-Circulars/cl0062_2015.pdf
http://www.gmit.ie/access-office/access-and-disability-office
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25. Stability and permanence of employment 
Employers and/or funders should ensure that the performance of researchers is not undermined by instability of employment contracts, and should therefore commit themselves as far as possible 
to improving the stability of employment conditions for researchers, thus implementing and abiding by the principles and terms laid down in the EU Directive on Fixed-Term Work. 
 

Existing Rules and/ or Practices at GMIT Policies and Procedures Actions required Responsibility and 
Timeline 

GMIT is fully compliant with the Fixed Term Workers Act 2003. 
 

All employees receive employment contracts and contracts of 
indefinite duration are issued to staff as appropriate. 

Fixed Term Workers Act 2003 

 

No Action Required 
 

 

 

 

26. Funding and salaries 
Employers and/or funders of researchers should ensure that researchers enjoy fair and attractive conditions of funding and/or salaries with adequate and equitable social security provisions (including 
sickness and parental benefits, pension rights and unemployment benefits) in accordance with existing national legislation and with national or sectoral collective bargaining agreements. This must 
include researchers at all career stages including early-stage researchers, commensurate with their legal status, performance and level of qualifications and/or responsibilities. 
 

Existing Rules and/ or Practices at GMIT Policies and Procedures Actions required Responsibility and 
Timeline 

Research employees are paid on IUA guideline salary scales. 
Research staff are also paid on fixed salaries as per funding 
guidelines. 

IUA Researcher Salary Scales 
 

 

 

No Action Required 

 

 

 

 

27. Gender balance 
Employers and/or funders should aim for a representative gender balance at all levels of staff, including at supervisory and managerial level. This should be achieved on the basis of an equal 
opportunity policy at recruitment and at the subsequent career stages without, however, taking precedence over quality and competence criteria. To ensure equal treatment, selection and evaluation 
committees should have an adequate gender balance. 
 

Existing Rules and/ or Practices at GMIT Policies and Procedures Actions required Responsibility and 
Timeline 

GMIT is an equal opportunities employer and job applicants are 
selected solely on the basis of merit. 
 

Ideally, we aim for all interview panels, boards and committees to 
be gender balanced and every attempt is made to make sure this 
is the case. 

GMIT Access Strategy 2010-2013 
 

 

GMIT Academic COP2: Validation Monitoring and 
Review 

No Action Required  

 
 
 

https://www.workplacerelations.ie/en/Publications_Forms/Guide_-_Protection_of_Employees_Fixed-term_Work_Act.pdf
http://www.iua.ie/wp-content/uploads/2013/09/RevisedResearcherSalaryScales-01-July-2013.xls
http://www.gmit.ie/sites/default/files/public/directorate/docs/access-strategy-2010-2013.pdf
http://www.gmit.ie/sites/default/files/public/directorate/docs/code-practice-no2_1.pdf
http://www.gmit.ie/sites/default/files/public/directorate/docs/code-practice-no2_1.pdf
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28. Career development 
Employers and/or funders of researchers should draw up, preferably within the framework of their human resources management, a specific career development strategy for researchers at all stages 
of their career, regardless of their contractual situation, including for researchers on fixed-term contracts. It should include the availability of mentors involved in providing support and guidance for 
the personal and professional development of researchers, thus motivating them and contributing to reducing any insecurity in their professional future. All researchers should be made familiar with 
such provisions and arrangements. 
 

Existing Rules and/ or Practices at GMIT Policies and Procedures Actions required Responsibility and 
Timeline 

GMIT recognises the valuable contribution made by researchers 
and treats them as professionals. However, it is accepted that 
there is no formal career development plan for researchers in 
place. 
 

GMITs Centre for Educational Development (CED) recognises the 
importance of continuing professional development and its role 
in enhancing the quality of teaching and learning within the 
institute. The CED is committed to supporting staff in making 
their contribution to learning and teaching and to the Institute 
generally. 
 

Applications for Support for Pursuit of Formal Qualifications are 
reviewed by the Staff Development Evaluation Committee 
against the following criteria: 

 Alignment to Institutes Strategic Plan (30%) 
 Benefit to School/ Department/ Function (30%) 
 Benefit to individual (30%) 
 Cost (10%) 

GMIT COP4: Learning, Teaching and Assessment 
 

GMIT COP5: Research 

 
GMIT Policy on Continuous Professional 
Development 
(available on staff intranet) 

See Action Item 16.1 

 
 
 
No Action Required 

 

 

 

29. Value of mobility 
Employers and/or funders must recognize the value of geographical, intersectoral, inter- and trans-disciplinary and virtual mobility as well as mobility between the public and private sector as an 
important means of enhancing scientific knowledge and professional development at any stage of a researcher’s career. Consequently, they should build such options into the specific career 
development strategy and fully value and acknowledge any mobility experience within their career progression/appraisal system. This also requires that the necessary administrative instruments be 
put in place to allow the portability of both grants and social security provisions, in accordance with national legislation. 
 

Existing Rules and/ or Practices at GMIT Policies and Procedures Actions required Responsibility and 
Timeline 

GMIT is continuously developing as a regional organisation with 
an international focus committed to the personal and 
professional enrichment of its students, the needs of its region, 
national priorities and global opportunities. In 2015, a total of 

GMIT International Office 

 

See Action Item 16.1 

 

 

https://learnonline.gmit.ie/
http://www.gmit.ie/sites/default/files/public/directorate/docs/academic-code-practice-no-4.doc
http://www.gmit.ie/sites/default/files/public/directorate/docs/code-practice-no5_1.pdf
http://www.gmit.ie/international/studying-gmit
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174 international students were registered at the Institute.  
 

There is evidence to support that mobility experience is valued at 
GMIT. The institute has exchange partnerships with institutions in 
the following: 

 Asia 

 Middle East 

 USA 

 Australia 
 

A MoU is a formal document that outlines the broad parameters 
of a proposed collaboration between GMIT and an external 
body. Nationally, for example, GMIT is involved in MoUs with a 
number of other Higher Education Institutes as well as other 
Public bodies including: 

 National University of Ireland, Galway (2011) 
 Connacht-Ulster Alliance (comprising GMIT, 

Letterkenny IT and IT Sligo) (2012) 
 SCCUL Enterprises Ltd (2015) 
 Coillte (2015) 

 

In the case of proposed transnational collaboration, GMIT seeks 
the involvement, support and advice of the International Office. 
At present, GMITs national MoUs include, amongst others: 

 Nanchang University, China (2010) 
 Johnson & Wales University, USA (2010) 
 Zaragoza University, Spain 
 Noble Enterprises, Vietnam (2014) 

 

These are statements of intent and there is an expectation that 
partaking in such will lead to the collaborative activity outlined in 
the agreement.  
 

Science Without Borders is a large scale nationwide scholarship 
programme, primarily funded by the Brazilian federal 
government, of which GMIT is part of. The programme seeks to 
strengthen and expand the initiatives of science and technology, 
innovation and competitiveness through international mobility 
of undergraduate and graduate students and researchers.  
 

GMIT is a core partner in a European ERASMUS programme 
MARES that has secured over €5 million in EU funding for 
collaborative postgraduate research on marine ecosystem health 
and conservation. Fellowships are funded for 3 years and always 
involve at least 2 partners (from 14 different countries) with an 
obligatory mobility component. 

 

 
 
 
 
 
 
 

Quality Assurance Policy: Collaborative Provision 
including Transnational Collaborative Provision 
and Joint Awards 
 
 

NUIG MoU 
Connacht-Ulster Alliance MoU 

  

http://www.sccul.com/
http://www.coillte.ie/
https://www1.jwu.edu/
http://www.eurireland.ie/related-international-co-operation/brazil-science-without-borders-programme.1946.html
http://www.mares-eu.org/
http://www.mares-eu.org/
http://www.gmit.ie/sites/default/files/public/directorate/docs/collaborativepolicy-web.pdf
http://www.hea.ie/sites/default/files/gmit_4_appendix_1a_-_gmit_nuig_mou.pdf
http://www.hea.ie/sites/default/files/gmit_6_appendix_1c_-_cua_mou.pdf
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Hosting Agreements with third country nationals (non-EEA) can 
be formed by GMIT as it is an accredited research organisation. 
These hosting agreements are for the purpose of conducting 
research and are valid for the duration of the employment 
contract, thus removing the need for annual renewals. 
 

The professional standards expected of a researcher requires a 
continuing attention to the updating of knowledge, which may 
involve attendance at courses. The institute, as far as possible, 
tries to facilitate in this regard. 
 

Whilst not on a state pension, researchers at GMIT can become 
members of a Personal Retirement Savings Account (PRSA), a 
private account that they can deposit into and bring with them. 

Hosting Agreement Application Form 

 
 
 
 
GMIT Policy on Continuous Professional 
Development 
(available on staff intranet) 

 
 
 
 

No Action Required 
 
 
 

 
No Action Required 
 
 
 
 
 
 

 
 
 
 
 
 
 
 
 
 
 
 

 

 
30. Access to career advice 
Employers and/or funders should ensure that career advice and job placement assistance, either in the institutions concerned, or through collaboration with other structures, is offered to researchers 
at all stages of their careers, regardless of their contractual situation. 
 

Existing Rules and/ or Practices at GMIT Policies and Procedures Actions required Responsibility and 
Timeline 

All postgraduate researchers are supported by the GMIT careers 
office. Staff can also discuss career plans with the HR office. 
 

Researchers also have access to a wide variety of training 
courses through the Research Office, Lifelong Learning and the 
Centre for Educational Development (CED).Researchers and 
Principle Investigators can also request specific training courses 
as appropriate. 
 

Many research programmes are in collaboration with industry, 
therefore, postgraduate researchers are often placed within 
industry.    

GMIT Career Services 

 

GMIT Lifelong Learning 

Centre for Educational Development (CED) 

30.1 Extend services of careers office and CED to 
contract researchers as well as postgraduate 
researchers. 

 

Responsibility: 
Careers Office 

CED 
Timeline: 
Ongoing 

 

 

31. Intellectual Property Rights 
Employers and/or funders should ensure that researchers at all career stages reap the benefits of the exploitation (if any) of their R&D results through legal protection and, in particular, through 
appropriate protection of Intellectual Property Rights, including copyrights. Policies and practices should specify what rights belong to researchers and/or, where applicable, to their employers or 
other parties, including external commercial or industrial organisations, as possibly provided for under specific collaboration agreements or other types of agreement. 
 

Existing Rules and/ or Practices at GMIT Policies and Procedures Actions required Responsibility and 
Timeline 

http://www.euraxess.ie/phd/Page.aspx?SD=163
https://galwaymayoinstitute.sharepoint.com/sites/GMIT/ced/Staff%20Development/Final%20Policy%20on%20Continuous%20Professional%20Development.pdf
https://galwaymayoinstitute.sharepoint.com/sites/GMIT/ced/Staff%20Development/Final%20Policy%20on%20Continuous%20Professional%20Development.pdf
http://www.gmit.ie/sites/default/files/public/student-services/docs/galway-and-letterfrack-campus-student-services-leaflet.pdf
http://www.gmit.ie/lifelong-learning/lifelong-learning-galway
https://learnonline.gmit.ie/
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GMIT defines IP as the tangible or intangible results of research, 
development, teaching, or other intellectual activity. Its policies 
and procedures aim to: 

 encourage the recognition and identification of IP 
within GMIT and promote an entrepreneurial culture 
among personnel that fosters the development of 
potentially commercial IP arising from research at GMIT 

 maximise the earnings potential from 
commercialisation and utilise financial and other 
returns to advance and encourage research at GMIT 

 foster the general awareness of personnel of this policy 
through dissemination and information campaigns, and 
to provide specific training to research personnel. 

 

All researchers are required to engage with the Technology 
Transfer Officer (TTO) when aspects of IP are considered. 
Researchers are informed about this at induction. 
 

GMIT works in a knowledge transfer consortia under Knowledge 
Transfer Ireland, in order to share and scale expertise. KTI works 
with business, investors, universities, Institutes of Technology, 
State research organisations, research funders and government 
agencies to maximise State funded technology, ideas and 
expertise getting into the hands of business to drive innovation. 
Known as Ignite West, this consortia is led by the National 
University of Ireland, Galway (NUIG) and also services Institute of 
Technology Sligo (ITS) and Letterkenny Institute of Technology. 
Funding for this comes in the form of the Enterprise Ireland 
Technology Transfer Strengthening Initiative (TTSI) programme 
and provision is shared across the cluster. 

GMIT Intellectual Property Policy and Procedures. 
(available on staff intranet) 

 
 
 
 
 
 
 
 
 
 

 
Technology Transfer Office 
 

 
Knowledge Transfer Ireland 
 

31.1 Provide regular training on Intellectual 
Property Rights and issues. 

 
 
 
 
 
 
 
 
 
 

 
No Action Required 

 

 
No Action Required 
 

Responsibility: 
TTO 
VP for R&I 
Timeline: 

Ongoing 

 

 

32. Co-authorship 
Co-authorship should be viewed positively by institutions when evaluating staff, as evidence of a constructive approach to the conduct of research. Employers and/or funders should therefore develop 
strategies, practices and procedures to provide researchers, including those at the beginning of their research careers, with the necessary framework conditions so that they can enjoy the right to be 
recognised and listed and/or quoted, in the context of their actual contributions, as co-authors of papers, patents, etc., or to publish their own research results independently from their supervisor(s). 
 

Existing Rules and/ or Practices at GMIT Policies and Procedures Actions required Responsibility and 
Timeline 

The issue of authorship is important in the context of good 
research practice and must be in accordance with GMITs existing 
policies and regulations. 

GMIT COP5: Research 

 
See Action Item 1.1 

 

 

http://www.gmit.ie/knowledge-and-technology-transfer/knowledge-and-technology-transfer
http://www.knowledgetransferireland.com/
http://www.gmit.ie/sites/default/files/public/directorate/docs/code-practice-no5_1.pdf
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Questions often arise regarding authorship in research. Use of 
established authorship conventions help to ensure that research 
outputs are published in a manner that fosters effective 
collaboration and maintains collegiality. 
 

GMIT libraries provide a free online training platform that helps 
with the writing of journal articles, submission of book 
proposals, learning how to conduct peer review for a high 
impact journal, understanding research and publishing ethics 
and writing a successful grant application. 
 

Research Supervisor training also ensures that Supervisors can 
mentor Postgraduate researchers in aspects of publication. 

Authorship Conventions Document 
(appendix 3E) 

 

 

GMIT Library 

 
 
 
 
 

Epigeum Online Training 
(available to staff on Moodle) 

  

 

 

33. Teaching 
Teaching is an essential means for the structuring and dissemination of knowledge and should therefore be considered a valuable option within the researchers’ career paths. However, teaching 
responsibilities should not be excessive and should not prevent researchers, particularly at the beginning of their careers, from carrying out their research activities. Employers and/or funders should 
ensure that teaching duties are adequately remunerated and taken into account in the evaluation/appraisal systems, and that time devoted by senior members of staff to the training of early stage 
researchers should be counted as part of their teaching commitment. Suitable training should be provided for teaching and coaching activities as part of the professional development of researchers. 
 

Existing Rules and/ or Practices at GMIT Policies and Procedures Actions required Responsibility and 
Timeline 

Whilst researcher’s contracts of employment do not necessarily 
include teaching hours, these can be facilitated. 
 

Teaching and Learning provided by the Centre for Educational 
Development (CED) is available to all researchers. 

Centre for Educational Development (CED) 
 
 

GMIT COP5: Research 

 

See Action Item 16.1  

 

 

34. Complaints/ appeals 
Employers and/or funders of researchers should establish, in compliance with national rules and regulations, appropriate procedures, possibly in the form of an impartial (ombudsman-type) person 
to deal with complaints/appeals of researchers, including those concerning conflicts between supervisor(s) and early-stage researchers. Such procedures should provide all research staff with 
confidential and informal assistance in resolving work-related conflicts, disputes and grievances, with the aim of promoting fair and equitable treatment within the institution and improving the 
overall quality of the working environment. 
 

Existing Rules and/ or Practices at GMIT Policies and Procedures Actions required Responsibility and 
Timeline 

GMIT is committed to the development and maintenance of a 
positive working environment for all employees. It is the policy of 
the Institute to encourage employees and Heads of Department/ 
HR Department to resolve problems and handle complaints 
informally and quickly, without recourse to formal disputes or 

Institutes of Technology Disciplinary Procedure 
(appendix 3F) 
 

Staff Code of Conduct 
(available on staff intranet) 

 

See Action Item 1.1 

 

 

http://library.gmit.ie/
https://learnonline.gmit.ie/
http://www.gmit.ie/sites/default/files/public/directorate/docs/code-practice-no5_1.pdf
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Grievance procedures. The Institute endeavours to foster a 
working environment and working relationships in which the 
informal resolution of differences is the norm. Independence 
must be sought in the escalation of complaints. Where it is not 
possible to resolve these issues informally, employees have the 
right to pursue the Grievance Procedure. 
 

All employees have the right to be treated with dignity and 
respect at work. GMIT is committed to providing staff with an 
environment that is free from all forms of bullying and 
harassment, and where each individual is respected. Any staff 
member who experiences any form of bullying or harassment 
will be supported by the Institute in bringing such behaviour to a 
close in a speedy fashion. 
 

The Research Office carries out one-to-one Progress Meetings 
annually with the postgraduate researchers and their Head of 
Academic Unit. They then collate the findings and assist in the 
resolution of unresolved problems as quickly as possible. 

 
 
 
 
 
 
GMIT Policy on Dignity at Work 
(appendix 1E) 

 
 
 
 

 
Progress Meetings Outline 
(appendix 1F) 

 

 

 
 
 
 
 

No Action Required 
 
 
 
 
 
 
 

No Action Required 

 

 

 

35. Participation in decision-making bodies 
Employers and/or funders of researchers should recognize it as wholly legitimate, and indeed desirable, that researchers be represented in the 
relevant information, consultation and decision-making bodies of the institutions for which they work, so as to protect and promote their individual and collective interests as professionals and to 
actively contribute to the workings of the institution. 
 

Existing Rules and/ or Practices at GMIT Policies and Procedures Actions required Responsibility and 
Timeline 

GMIT is made up of an organisational structure that includes: 

 Governing Body 

 Academic Council 

 Executive Board 

 Management Group 
 

Researchers are represented at executive level by the Vice 
President for Research and Innovation. 
 

Researchers are also represented on the Research Sub-
Committee for Academic Council which is chaired by the VP for 
R&I. Its main role is to advise Academic Council on all aspects of 
quality assurance relating to postgraduate research. Members of 
each academic school are represented on this committee as well 
as research student representatives and research active staff. 

GMIT COP1: Functions & Procedures 
  

No Action Required  

http://www.gmit.ie/about/governing-body-membership
http://www.gmit.ie/about/academic-council-membership
http://www.gmit.ie/about/executive-board-membership
http://www.gmit.ie/about/management-group
http://www.gmit.ie/sites/default/files/public/directorate/docs/code-practice-14-09-2015.pdf
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IV. Training 
 

 

36. Relation with supervisors 
Researchers in their training phase should establish a structured and regular relationship with their supervisor(s) and faculty/departmental representative(s) so as to take full advantage of their 
relationship with them. This includes keeping records of all work progress and research findings, obtaining feedback by means of reports and seminars, applying such feedback and working in 
accordance with agreed schedules, milestones, deliverables, and/or research outputs. 
 

Existing Rules and/ or Practices at GMIT Policies and Procedures Actions required Responsibility and 
Timeline 

Every postgraduate researcher has a principle supervisor, whose 
roles and responsibilities are outlined in the Code of Practice No. 
5 for Research. Scheduled milestones are set out between the 
postgraduate researcher and his/ her supervisor, to ensure 
structured and regular reviews. 
 

Postdoctoral researchers are usually employed for a fixed period 
of time. During this time the researcher and PI must have 
constant meetings to manage performance and set clear 
objectives. 
 

The Research Office carries out one-to-one Progress Meetings 
annually with the postgraduate researchers and their Head of 
Academic Unit. They then collate the findings and assist in the 
resolution of unresolved problems as quickly as possible. 

GMIT COP5: Research 

 
 

 
 

GMIT COP4: Learning, Teaching & Assessment 

 

 

 
 

Progress Meetings Outline 
(appendix 1F) 

See Action Item 11.1 

 
 
 

 
No Action Required 
 

 
 
No Action Required 

 

 

 

37. Supervision and managerial duties 
Senior researchers should devote particular attention to their multi-faceted role as supervisors, mentors, career advisors, leaders, project coordinators, managers or science communicators. They 
should perform these tasks to the highest professional standards. With regard to their role as supervisors or mentors of researchers, senior researchers should build up a constructive and positive 
relationship with the early-stage researchers, in order to set the conditions for efficient transfer of knowledge and for the further successful development of the researchers' careers.  
 

Existing Rules and/ or Practices at GMIT Policies and Procedures Actions required Responsibility and 
Timeline 

As outlined in the Code of Practice No. 5 for Research, co-
supervision is the preferable model of postgraduate research 
supervision at GMIT. This facilitates the management of 
interdisciplinary projects and collaborative projects with other 
organisations, while bringing diverse expertise to the project in 
support of the postgraduate researcher. 
 

The Centre for Educational Development (CED), provides a 
“Supervising Postdoctoral Studies” module which is available to 

GMIT COP5: Research 

 

 

 

 
Centre for Educational Development (CED) 
Epigeum Online Training for Researchers 

See Action Item 16.1   

http://www.gmit.ie/sites/default/files/public/directorate/docs/code-practice-no5_1.pdf
http://www.gmit.ie/sites/default/files/public/directorate/docs/academic-code-practice-no-4.doc
http://www.gmit.ie/sites/default/files/public/directorate/docs/code-practice-no5_1.pdf
https://learnonline.gmit.ie/
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 all academic/ research staff. (available on staff Moodle)   

 

 

38. Continuing Professional Development 
Researchers at all career stages should seek to continually improve themselves by regularly updating and expanding their skills and competencies. This may be achieved by a variety of means 
including, but not restricted to, formal training, workshops, conferences and e-learning.  
 

Existing Rules and/ or Practices at GMIT Policies and Procedures Actions required Responsibility and 
Timeline 

Training for researchers and supervisors is provided by the 
Research Office and the Centre for Educational Development 
(CED). GMITs Centre for Educational Development enhances the 
quality of learning and teaching in GMIT by running learning and 
teaching networks, promoting and sharing good practices and 
facilitating the transfer of knowledge. Staff can access a range of 
innovative learning, teaching and assessment resources, apply 
for Staff Development initiatives, read the annual GMIT Research 
e-journal and engage with colleagues on the CED social network. 
CED also provides online training modules for Researchers 
including Research Integrity and Supervising Doctoral Studies. 
 

The Careers Development Centre helps students make informed 
decisions and identify occupations that would suit their 
interests, personalities and skills. It is available to all students 
and recent graduates of GMIT and aims to support them in 
developing and implementing successful career plans, and to 
facilitate the recruitment process for students and employers. 
 

All teaching at GMIT is governed by the Learning, Teaching and 
Assessment Code of Practice No.4. 

GMIT Policy on Continuous Professional 
Development 
(available on staff intranet) 

 

 

 

 

 

 

 

 

 

 

 
 

GMIT COP4: Learning, Teaching & Assessment 

 

See Action Item 1.1 

 
 
 
 
 
 
 
 
 

 
See Action Item 30.1 
 
 
 
 

 
 

No Action Required 

 

 

 

39. Access to research training and continuous development 
Employers and/or funders should ensure that all researchers at any stage of their career, regardless of their contractual situation, are given the opportunity for professional development and for 
improving their employability through access to measures for the continuing development of skills and competencies. Such measures should be regularly assessed for their accessibility, take up and 
effectiveness in improving competencies, skills and employability. 
 

Existing Rules and/ or Practices at GMIT Policies and Procedures Actions required Responsibility and 
Timeline 

Training for researchers and supervisors is provided by the 
Research Office and the Centre for Educational Development 
(CED). GMITs Centre for Educational Development enhances the 

 39.1 Provide induction training for all new 
Researchers. 

 

Responsibility: 
Research Office 
PI’s 

https://learnonline.gmit.ie/
http://www.gmit.ie/student-services/student-services
https://galwaymayoinstitute.sharepoint.com/sites/GMIT/ced/Staff%20Development/Final%20Policy%20on%20Continuous%20Professional%20Development.pdf
https://galwaymayoinstitute.sharepoint.com/sites/GMIT/ced/Staff%20Development/Final%20Policy%20on%20Continuous%20Professional%20Development.pdf
http://www.gmit.ie/sites/default/files/public/directorate/docs/academic-code-practice-no-4.doc
https://learnonline.gmit.ie/
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quality of learning and teaching in GMIT by running learning and 
teaching networks, promoting and sharing good practices and 
facilitating the transfer of knowledge. Staff can access a range of 
innovative learning, teaching and assessment resources, apply for 
Staff Development initiatives, read the annual GMIT Research e-
journal and engage with colleagues on the CED social network. 
 

CED also provides online training modules for Researchers 
including Research Integrity and Supervising Doctoral Studies. 
 

The Careers Development Centre helps students make informed 
decisions and identify occupations that would suit their 
interests, personalities and skills. It is available to all students 
and recent graduates of GMIT and aims to support them in 
developing and implementing successful career plans, and to 
facilitate the recruitment process for students and employers. 
 

All teaching at GMIT is governed by the Learning, Teaching and 
Assessment Code of Practice No.4. 

 

 
 
 
 
 
 
 

 
 
 
 
 
 

GMIT COP4: Learning, Teaching & Assessment 

 

 
 
 
 

39.2 Review effectiveness through surveying staff 
for training needs. 
 
 

 
See Action Item 30.1 
 
 
 
 
 
 

No Action Required 

Timeline: 
Ongoing 

 

Responsibility: 
Research Office 
Timeline: 
Ongoing 
 

 

 

40. Supervision 
Employers and/or funders should ensure that a person is clearly identified to whom early-stage researchers can refer for the performance of their professional duties, and should inform the 
researchers accordingly. Such arrangements should clearly define that the proposed supervisors are sufficiently expert in supervising research, have the time, knowledge, experience, expertise and 
commitment to be able to offer the research trainee appropriate support and provide for the necessary progress and review procedures, as well as the necessary feedback mechanisms. 
 

Existing Rules and/ or Practices at GMIT Policies and Procedures Actions required Responsibility and 
Timeline 

All postgraduate researchers have a supervisory panel consisting 
of a principle supervisor, a co-supervisor and a mentor 
supervisor, whose roles and responsibilities are outlined in the 
Code of Practice No. 5 for Research. 
 

The supervisor/ line manager, is specified in all staff employment 
contracts. 
 

All contract researchers are appointed a PI, to whom they must 
report, as stated in their contract.  
 

GMIT COP5: Research No Action Required  

 
 
 
 

http://www.gmit.ie/student-services/student-services
http://www.gmit.ie/sites/default/files/public/directorate/docs/academic-code-practice-no-4.doc
http://www.gmit.ie/sites/default/files/public/directorate/docs/code-practice-no5_1.pdf
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DRAFT  prepared by DL Jan15-Jan 30 – 2016  
DRAFT  amended Feb 2016 following presentation and comments of  EB 2-2-16  
 
Assessment template  :to be completed by  any Department/Functional area( FA) ( 
either academic or non academic)  of GMIT  which  wishes to propose a project to the 
Executive campus development committee for assessment and implementation with 
regard to: refurbishment, upgrade, new build, new office accommodation, new lecture 
Hall accommodation, new laboratories, new stores new technical offices, meeting 
rooms, fixed equipment, IT etc. Completed template to be approved/ signed off  by 
Relevant Head of School/ Function /Department/CSM  
 

Guidance.  
Any  Department/FA  proposing a project should fully respond to the queries set out hereunder. These 
responses will be assessed by the campus development committee and thereafter an interview/ 
clarification  session may take place between the development committee and the Department 
involved to clarify any aspects of the submission. 
On the basis of the submission and on the information clarification/ interview  session a 
recommendation will be made as to whether the project will be approved to proceed or otherwise. 
 
General items. 
 
Item 1. Background information on the Department/ functional area to include 
details of: 
 
1.1-Current student numbers enrolled in the academic Department ( full-time equivalents, and  part-
time full-time equivalents to be detailed)and detail of the agreed academic plan for that department  
 
1.2- The historic trends on student numbers starting with the last academic year and going back for 
four previous academic years to show the trends as to whether full-time students are increasing or 
decreasing ( inc part-time day full-time equivalents ). 
 
1.3- A brief statement providing reasons why student numbers have been changing and any 
measures to arrest student numbers in decline if any. 
 
1.4 Forecasted student growth for the next three academic years with the basis for that growth 
projection included. 
 
1.5 Retention percentages for the last 3 yrs  
 
1.6 If an admin  functional area detail the constituency  served , giving numbers served , sections  
1.3-1.5 would not be required  
 
Item 2. Overview of Department/functional area  view of existing 
accommodation within the Department/  functional area. 
 
2.1-An outline of the existing accommodation of that Department /FA  to include the following 
 
2.2 The total area provided for the Dept/FA involved. 
 
Broken down into dedicated laboratories, dedicated offices, meeting rooms, stores, technician 
spaces, etc but excluding  classrooms shared across the Institute . 
 
2.3 The ratio of accommodation to students/ constituents  within that Department/FA 
 
2.4  Description of the age and condition of each part of the Department/FA  particularly that in 
involved in the request for upgrade . 
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3. Specific project proposal.  
 
3.1 provide a clear statement on the objectives of the proposed project. 
 
3.2 to show how the proposed project will satisfy the objectives identified in 3.1. 
 
3.3 show how the proposed project will improve retention figures within academic  Departments 
referring to existing retention percentages and how those percentages will improve if the proposed 
project is approved by the executive campus development committee. 
 
Item 3.4 detail all  realistic options considered before requesting funding for the project: 
this includes the option of no new project but examining other options  for example extending the 
timetable to maximise the use of existing resources. 
 
For example if laboratory is being used for 36 hours a week by extending the use of that laboratory by 
an additional  6  hours. This has the effect of a 15% increase in capacity without any new 
construction, ie more efficient use of physical  resources . 
If request for additional office space show that all potential shared office space within the department 
is fully utilised  
 
Therefore all measures of this nature to be described as to why they were not feasible solutions  
 
3.5 Detail why the preferred option was proposed and whether its benefits with regard to increasing 
student numbers, increasing retention performance, increasing academic delivery, adding positively to 
the overall student experience are sufficient to warrant investment requested, including supporting 
data such as photos, quotes, plans, mins of meetings  etc   
 
3.6 Equipment – Detail reasons why new or replacement equipment is being requested ,eg  if 
obsolescence  is the reason , support documentation to be supplied to verify this, etc   
 
3.7 Safety and Health – detail any safety reasons as to why a project is being proposed , supported 
by a robust argument for same , ditto for health , include  photos, references( if relevant) to sections of 
legislation, previous near misses, or accidents ,  mins of safety committee and other meetings if 
relevant to project being proposed  
 
4.0-Programme. Provide   an indicative programme preferred by the Department/FA for the 
design and construction of the works requested, and how that department/FA will facilitate that 
programme  
 

5.0- Costs. Provide a preliminary estimate of the total costs involved including an estimate on 
construction cost and design team fees, if possible,( if not possible the buildings and estates 
department  will complete this element ),loose furniture and equipment, required supported  by 
quotations, outline estimates  where practicable, infrastructure and other costs. 
 
5.1 Outline any additional recurrent costs that might be associated with the project : eg: any 
additional technical support required, will  the project involve additional overtime, any  maintenance 
contracts entered into for any the equipment purchased which will have an ongoing recurrent cost 
implication. 
 
 

6.0 Identify the risks associated with the proposed project: the potential impact on 
the proposed project of those risks and outline a strategy from within the Department/FA for dealing 
with those risks. 
 

7.0 Any other information  of relevance  

Please include any other information  which  the Department/FA considers  is relevant to this proposal 
which  the executive campus development committee should consider during its deliberations. 
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