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Executive summary 

Universities that emerge from the COVID-19 crisis with targeted and high quality research continuity 

will be the universities that thrive in the 21st Century. Western Sydney University will require an 

academic workforce that has the agility and research skills that can leverage their thematic 

expertise. This will allow Western to stand out in the future, both locally and globally. By building on 

Western Sydney University researcher’s capabilities and strengths, we can enhance our position in 

global rankings, lift our partnering for success, and continue our local and global impact. Through 

these achievements and esteem Western will retain our share of international and domestic student 

load. 

Western Sydney University has always encouraged professional development of its academic staff. 

However, much of this in the past has focussed heavily on teaching improvement, as these have 

measurable outcomes. Research development, has been very much left to the individual to navigate, 

with unstructured support available and no real tools to measure the developmental shortfalls or 

successes.  This strategy identifies common problems and challenges experienced by researchers both 

at Western Sydney University and across the sector and provides recommendations to support the 

needs of researcher development at all levels.  

In developing a strategy for a researcher development framework, several data collection techniques 

and sources were drawn on. The sources included: a bespoke Working Party of the Research 

Committee; action points emerging in response to the 2018 MyVoice Survey via the OPSS Support for 

Research Group (S4R); a literature review; a benchmarking exercise against other Australian 

universities (including other Innovative Research Universities); and a survey conducted with early and 

mid-career academics across Western Sydney University. All these methods of data collection 

demonstrated the importance of well-structured and planned support for all levels of academics in 

the development of their research prowess.  

The strategy outlines the merits of a long-term holistic approach to the lifecycle of a career researcher. 

The four main areas of focus and approach for a researcher development framework ought be: 

1. Building a Village of support – enhancing research culture within our Schools and Institutes 

by building Research Networks. These need to be visible to researchers, trackable and 

accountable. They should have a broad array of membership, be cross-discipline as needed, 

and have gender equity where possible, ultimately rewarding diversity and success. 
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2. Mentoring - Schools and Institutes should build individualised mentoring programs for all 

researchers, with training support being conducted by the Talent and Leadership 

Development (TLD). Junior researchers in particular, should be mentored by a Level D or E 

colleague within their own research discipline, not necessarily within their own school. In 

general, ‘a flock of mentors’ is preferred for each developing researcher. 

3. RDF Personalised Targets – Identifying gaps and setting targets for success best allows 

researchers to track their developmental progression and achieve their short and mid-term 

goals. The proposed Researcher Development Framework (RDF) template will use three-year 

cycles across which researchers will plan development actions across five key areas of 

development. The key areas are as follows: 

a. Mentoring and Research leadership 

b. Research Training 

c. Publication Planning 

d. HDR Supervision 

e. Industry Engagement and Research Impact   

4. Researcher Development Framework Website – Western will develop and promulgate an 

easy to use web interface, that has clear links to the tools and programs available for 

researchers. It will make navigating researcher development easier for researchers, as well as 

mentors and their supervisors. 

These areas of action will set the foundation for a framework to build upon for Western Sydney 

University’s already skilled academic workforce. To hold onto this workforce, and to nurture it, 

Western needs to co-ordinate the investment in its researchers. A first priority should be the 

development of training, resources and support networks for Early Career Researchers (ECRs). 
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1. Purpose 

To deliver a comprehensive Research Development Framework (RDF) to support researchers 

throughout their career lifecycle. An immediate priority should be the development of training, 

resources and support networks for Early Career Researchers (ECRs). 

2. Background 

Universities that emerge from the COVID-19 crisis with targeted and high quality research continuity 

will be the universities that thrive in the 21st Century. Western Sydney University will require an 

academic workforce that has the agility and research skills that can leverage their thematic expertise. 

This will allow Western to stand out in the future, both locally and globally. By building on Western 

Sydney University researcher’s capabilities and strengths we can enhance our position in global 

rankings, lift our partnering for success, and continue our local and global impact. Through these 

achievements and esteem Western will retain our share of international and domestic student load. 

In 2018, Western Sydney University conducted an employee opinion survey (MyVoice) to gauge the 

overall feelings of its staff, both academic and professional. In the last two MyVoice surveys, the 

satisfaction of Level of B and C academic staff were especially fraught, highlighting issues of well-being 

and workload. Several key themes were identified and working groups were formed to evaluate and 

offer recommendations for improvement, including support for researchers. Early results from the 

MyVoice 2020 Pulse indicate similar trends for academic staff at levels B to D. 

The OPSS Support for Research (S4R) Working Group was established to respond to issues revealed in 

MyVoice. The S4R Working Group comprised 20 members, including 14 academics and six professional 

staff (OPSS S4R Report, 2019). Furthermore, in 2019, the Office of the DVC REI conducted an 

investigation into the issues raised in MyVoice findings. Further work has included literature reviews, 

benchmarking, and Research Committee review. The sites and moments of consultation conducted 

are listed in Table 1. 

Table 1: Methods of Consultation and Investigation 

Date/s Consultation Method 

July-December 2019 Face-to-face meeting with EMCR campus based networks 

September-October 2019  Survey conducted by ODVC REI with E/MCR Network 

July - September 2019 Literature Review - Domestic and International 

September - November 2019 Benchmarking exercise with other IRU and other universities 

February - November 2019  OPSS Support for Research Group - 5 meetings and report devised 

April 2020 - December 2020 
Researcher Development Framework Sub-Committee of Senate 
Research Committee 

April/May 2020  Consultation with EMCR networks  
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2.1  Existing support at Western 

Western does offer significant support for its developing researchers, although it is somewhat 

disjointed. Research Services provide both one-on-one and group support for the development of 

grant applications and advises on the management of research funds. The Office of the DVC REI 

provides internal funding opportunities, hosts training workshops and eResearch workshops, conducts 

networking events, provides one-on-one support for writing impact statements, and hosts mentoring 

sessions. The Office of Human Resources, via the Talent and Leadership Development unit, has 

provided mentoring programs, academic promotions training, and leadership development training. 

The University Library provides a wide array of support including access to ResearchDirect, Data 

Management advice, Literature Search support and provides other forms of publication and citations 

advice. These tools and initiatives are available to staff at all academic levels, with some initiatives 

focussing on gender equity. See Appendix 1 for a full list of initiatives. Finally, many of the Schools and 

Institutes have more localised initiatives focussed on the development of their researchers (such as 

DECRA workshops, localised mentoring, etc.). These resources need to be connected, and made visible 

as a sequenced framework. 

3. Literature Review 

Manatos and Sarrico (2016) identified the main employment expectations and development 

obligations for academics as teaching and learning, research, and engagement. They discuss the 

importance of ensuring holistic quality management frameworks are in place, emphasising the need 

for continuous improvement. Debowski (2015, p. 81) stated, ‘most Australian universities are not 

providing suitable development opportunities’ to guide researchers. The literature suggests a 

disconnect between expectations of universities, and their staff, and support for that. This points to 

the need for improved methods and structures of researcher development. Well-balanced 

frameworks for building well-rounded academics are rare. Kairuz (2006) asserts that much of 

structured training is currently focused on teaching and learning, and researcher development is left 

to the individual.  

3.1 It takes a village 

The Higher Education sector in Australia has faced significant challenges, including competitive 

pressures, funding pressures and regulatory changes (Browning et al. 2014, 2016). Most recently, 

there have been the challenges of COVID-19. The pandemic has placed extraordinary time pressures 

on academics involved in teaching, impeding capacity for research. There are early indications that 
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the burden of that disruption has fallen more heavily on female researchers, younger academics and 

those with precarious contract situations (Russell et al. 2020). Professional development of 

researchers in this context is all the more difficult to resource, yet it remains critical to productivity 

and creativity. 

When building research networks, Bland and Ruffin (1992) discussed the importance of building 

research specific groups, flat in organisational structure, that would result in more robust research 

cultures. Gould (2008), although from a teaching and learning perspective, recommended the 

continual improvement of staff to increase employability, hence creating a ‘culture of professional 

development’. This hints more overtly at the responsibility of both the individual academic as well as 

the University in which they are employed.  

Researcher development in the university sector is less developed than it ought be. Meanwhile, 

teaching and learning is more heavily scrutinized, its performance measured, and training better 

developed. Research and engagement have not been as well addressed (Kairuz 2016). Hence, research 

and engagement tend to be more traditionally self-managed initiatives and support for this type of 

professional development has lagged in comparison to teaching (Browning et al. 2016). The ERA 

framework has stimulated additional accountability for research, but universities not prioritised the 

cascading of this to the developmental needs of their researchers. 

Browning et al (2014) recommended that researcher development programmes in universities should 

have regular face-to-face workshops, provide a supportive research environment and use researcher 

career plans. Further, universities need to have a more structured and formal institutional oversight 

of the performance and development of researchers. We propose a re-think on researcher 

development, tacking further away from individualised responsibility and towards an institutional 

responsibility, driven though our academic communities (villages). 

3.2 Emphasis on mentoring 
Mentoring has been proven an effective method of skills development. Dreher and Ash (1990) 

identified that ‘Individuals with mentors report more promotions, higher incomes, and higher job 

satisfaction than non-mentored individuals.’ McKimm et al. (2003) advised that mentors should not 

normally be the mentee’s supervisor or their head of department. Mentors should be in a similar 

discipline but have no supervisory responsibility. This removes any sense of performance review, 

allowing a more collegial relationship. It is also recommended that mentors and protégés should also 

change regularly (every three to four years), and should vary in ability. Changing mentors regularly will 

ensure the protégé has more than one perspective for continual growth. A ‘flock of mentors’, of the 

differing types described above, will serve a developing researcher well. 
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Ragins and Verbos (2007) point to the broader role of mentoring in building protégé’s careers. This 

occurs through sponsorship, exposure, increased visibility and coaching. Reciprocally, the mentor too 

gains from the relationship in terms of personal fulfilment and satisfaction. They further recommend 

that mentoring relationships be finite, and that they progress through four distinct stages, including 

initiation, cultivation, separation and redefinition. Cycling through mentors will enhance the benefits 

to be gained, and expand the ‘flock’. 

One-on-one mentoring, coupled with a ‘village’ responsibility, will enhance knowledge sharing, and 

encourage cultures of collegiality among researchers.   

4. Findings 

4.1 Benchmarking results – other Australian universities 

A benchmarking exercise of Researcher Development Frameworks was conducted against other 

Australian universities. See Appendix 2 for full details. The investigation of other university Researcher 

Development Frameworks (RDFs) revealed an array of support systems in place. However, few 

Universities identified a RDF as such. There were two stand out universities in the study that did, and 

these are discussed briefly below. 

4.1.1 UNSW 

The University of South Wales (UNSW) has an exemplar program of researcher development tools and 

activities called the Extend Career Framework. Although focussed on Early Career Researchers, it 

provides an excellent template for career development. They have an interactive web platform, which 

provides answers and resources across six key areas for researcher development. The six areas 

include: 

 Innovation and Engagement  

 Learning and Teaching  

 Supervising Research  

 Publishing and Profile Building  

 Funding and Projects  

 Leading and working with others. 

They have created an Early Career Researcher Support Guideline document, highlighting the 

importance of ongoing support and work by researchers. UNSW commit to the new starters 

immediately, by matching all researchers with a mentor from commencement of employment. 

http://extend.unsw.edu.au/#Extend
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Furthermore, their research development activity is monitored within that framework, and is 

discussed annually at performance reviews.  

4.1.2 University of Canberra 

The University of Canberra (UC) has created the Researcher Development Skills Framework. It 

incorporates four key development needs of all researchers, including: 

 Personal and Professional Development 

 Research Management 

 Communication 

 Engagement and Impact  

Both UNSW and UC define the requirements of a well-rounded researcher and both provide clear goal 

setting targets, coupled with key accountabilities, making adhering to the frameworks more 

manageable.  

Appendix 2 demonstrates the variances in researcher development initiatives, across 10 Australian 

universities, including four IRU and six non-IRU. 

4.2 WSU Survey of EMCRs 

The Office of the DVC REI conducted an analysis into this sector wide issue of researcher development. 

Based on common themes identified from the literature review, benchmarking exercise and MyVoice 

results, a survey was conducted with early and mid-career researchers (EMCR) across the University 

in the second half of 2019. We also undertook face-to-face consultations with staff in those categories. 

Survey 

Table 2 provides some of the results from the survey conducted in September 2019. The survey 

consisted of three questions to identify the career development expectations of researchers at 

Western. Question 1 required that the participant rank seven key drivers identified for development. 

Their responses were ranked from one to seven and Table 2 demonstrates that researchers ranked 

Seed Funding Opportunities as the highest priority. This was followed by team (or community) based 

approaches to research development, including support from more established peers as the next 

identified priority. Notably, the more individualised requirements tended to be ranked lower (except 

Seed Funding), than the team style activities, reinforcing the importance of researcher development 

peer support. 
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Table 2: Survey Question One - Ranking of development opportunities – September 2019 

*ranked in preference of participant. The lower the number the higher the priority – using ranking 1-7. Foster 

(2019) 

 

4.3 OPSS Support for Research (S4R) Working Group 

The OPSS S4R Report (2019) identified a number of challenges that research academics experience 

when ‘establishing and maintaining research pathways at WSU in the interests of maintaining 

disciplinary status, institutional research profile and personal career progress’. The working group 

identified four interrelated key themes and provided recommendations. 

4.3.1 Academic Research Workload Allocations   

The Working Group discussed the inconsistency between schools and institutes in terms of research 

workload allocations and the need for more consultation with early career researchers (ECRs) when 

developing research workloads with their Director of Academic Programs, Research Directors, 

Associate Dean Research and Discipline Leads. The more junior researchers generally had the highest 

teaching workloads, resulting in a struggle to find the time to produce high quality research output; 

therefore, potentially generating a vicious circle of lower research workload allocations. 

4.3.2 Researcher career monitoring 

Academics also face an institutional context in which their success is measured periodically by 

students’ evaluations of teaching (SFUs and SFTs). These results, and teaching allocations, take priority 

in discussions with supervisors, to the relative neglect of their research development. 

4.3.3 Information and assistance for researchers 

Researchers find that navigating the current mechanisms and tools available for researcher 

development is not straightforward. Relying on supervisors for advice, or not knowing whom to ask, 

can present hurdles for researchers. With multiple service departments (Research Services, Library, 

GRS, OEC, ITDS and the schools and research institutes) coupled with the many policies and 

procedures, this lack of ‘connected up’ guidance, does not support researchers with an easy to use 

system for their developmental needs.  

 

Method of development Mean* 
Individuals or Team/Community 
responsibility 

Seed funding opportunities 3.04 Individual 

Support from research supervisors 3.15 Team/Community 

Building research networks 3.23 Team/Community 

Linking with a mentor 3.69 Team/Community  

Grant writing training 4.46 Individual 

Building external/international collaborations 4.54 Individual and Team/Community 

Leadership training 5.88 Individual 
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4.3.4 Achieving an industry and community research focus 

The MyVoice surveys indicate that researchers wish to incorporate a higher level of entrepreneurship, 

and feel that training on this at Western is relatively underdeveloped. The analysis of qualitative 

comments made in the 2018 survey suggests that staff feel least empowered for engagement in 

industry, as opposed to with industry. Engagement in community research is also a motivator and 

ambition for Western staff. These require facilitation by the University in order to realise this shared 

research and engagement ambition. It has the potential to be a powerful force in achieving important 

(and foundational) University goals (OPSS Report p. 1). 

4.4 Research Committee – Working Party  

From April 2020, a bespoke RDF Working Party of the Research Committee of Academic Senate was 

formed. It has met four times to provide support in the development of the RDF. The Working Party 

provided responses and guidance to the recommendations from the OPSS (S4R) Report as approved 

by Executive Committee. They also addressed gaps and issues currently experienced in researcher 

development, and helped with the production of this strategy document. 

The following are matters that were raised by the RDF Working Party: 

1. Support should be targeted towards researchers who are knocking on the door success. 

This would include, for example, unsuccessful applicants for external grants who were 

within the top 15 - 20% of those who were unsuccessful. 

2. Discipline leads should be formally involved in the meetings between researchers and 

their supervisors (often Director Academic Programs) for the purposes of the Academic 

Career Development, Planning, and Review process and workload discussions. 

3. The University (e.g. Library and Research Services) should strive to prepare and supply 

enterprise-wide and transparent research data that can be used in workload 

considerations by Schools and Institutes. This data will assist Schools and Institutes to 

better distil a sense of opportunity and performance. 

4. The University (e.g. Research Services) should strive to prepare and supply transparent 

research data on in-kind industry contributions (including non-cash, and cash held 

externally), that can be used in career development discussions. 

5. Social media training has been identified as key to building research dissemination, 

readership, citations and profile. 

6. Consideration could be given to an enterprise wide minimum research workload (15% - 

20) for early career researchers who have approved Researcher Development Plan, for a 

defined period (e.g. 3 years).  
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7. Support for mid-career researchers is also an essential component of a Researcher 

Development Framework, with priority on those that have not had access to 

development assistance as an ECR status. This might have been due to family 

commitments, breaks in academic employment or higher teaching loads. 

5. Ways Forward 

Several common themes have been identified from the benchmarking, literature and consultations at 

Western. A self-managed, but structured process with institutional oversight and village support, 

should be created to provide support throughout the researcher development lifecycle. Five key 

themes will be the pillars of Western’s Researcher Development Framework (Mentoring and Research 

leadership; Research Training; Publication Planning; HDR Supervision; Industry Engagement and 

Research Impact). By articulating individual goals, and matching them with the right tools (from a 

visible Framework), this sequenced and targeted approach will support the growth and development 

of researchers for the short, medium and long term. The training and foci of the framework should be 

aligned with COVID-19 restrictions currently in place.  

5.1 Moving from individual responsibility to ‘Village oversight’ 

The survey of ECRs and MCRs at Western revealed that researchers highly regard the support from 

their more established peers and that support from research supervisors is vital to achieving career 

success. Creating the right balance between support and oversight is critical. Support will be 

diversified, and should include many more than only the line supervisor. Discipline Leads and the 

Professoriate should be fulsomely involved. The focus of discussions should centre around the 

Researcher Development Plan. These researcher-developed plans should be reviewed and endorsed 

formatively by School and Institute Research Committees. 

5.2 Mentors 

The literature, survey and the OPSS S4R group have all identified a need for better mentoring of 

researchers. It is recommended that all researchers be coupled with mentors for at least the first five 

years that they are post-PhD. As at 10 January 2020, the University had approximately 119 ECRs, 

including 60 females and 59 males, within the schools and institutes (data provided by HR Academic 

Staffing list). Assuring the initial allocation of suitable mentors to these researchers should be a 

priority. This should a manageable task, converting to approximately seven researchers per 

organisational unit across the 17 schools and institutes (this would of course differ in each unit). 
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5.3 Tracking progression and setting hurdles 

Providing a tool for researchers to measure and monitor their research training progression is 

paramount. The development of a template will simplify tracking and assist with measuring success, 

although not all plans will be the same for all researchers. Some researchers are more teaching 

focussed and others are more research focussed, hence their needs for development will differ. 

What is known is that the themes across such plans are common and can be personalised for each 

individual in a development template. The themes include: Publication Plans; Research Training; HDR 

Supervision; Mentoring and Leadership; and Industry Engagement and Research Impact.  

A Researcher Development Plan template will provide a resource whereby researchers can create a 

plan for their research development for cycles of up to three years across these key themes. These 

templated plans will feed into a researcher’s Academic Career Development, Planning, and Review. 

This can then be considered at their performance reviews with supervisors, and worked through with 

mentors. This checklist of development activities, will allow the researcher to check if they have 

addressed their training and capacity gaps and met their progress against their research aspirations. 

Appendix 3 and Appendix 4 are examples of development plans for researchers. These would be 

designed and modified according to each researchers’ developmental needs. 

The new framework will also make clear where training modules are embedded as formal hurdle tasks. 

These will ensure, for example, that researchers have received training on how to apply for research 

grants or have gained the requisite knowledge to lodge an ethics application. This will make some 

forms of training semi-mandatory, but will provide researchers with easily reachable thresholds that 

will encourage research success for the academic and for the University.  

Taking a varied approach to the many different researcher types should be considered. Development 

of each researcher will be different, although there will be common themes. A fractional appointment 

compared to a Research Fellow would require certain concessions in their development plan. A casual 

conversion compared to a standard teaching and research appointment would also require variations.  

5.4 Visibility  

The benchmarking exercise and the survey information identified that Western researchers currently 

find it difficult to locate researcher development information.  

The development of a ‘one-stop-shop’ with all research information in a single location, including the 

Office of the DVC REI, Research Services, Library and GRS, will provide users with a single point of 

contact when searching for research development information. This consolidated space should be 
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kept up-to-date and provide a seamless experience for the user. This will provide a useable service for 

researchers, their supervisors and mentors. 

6. Recommendations 

6.1 Building the Village – To develop support for researcher development it is recommended that 

the Schools and Institutes ensure that researchers are embedded within relevant research 

networks. These networks should have a range of Level A-E academics and a gender balance for 

equity purposes (where possible). These networks will be self-supporting, but should have a 

reporting responsibility to School and Institute Research Committees. They should be cross-

disciplinary where appropriate. They should hold regular training sessions, seminars and other 

networking opportunities. 

6.2 Mentoring - is proven as a successful tool to develop staff confidence and encourage career 

progression. It is recommended that Schools and Institutes build individualised mentoring 

programs for all researchers. Junior researchers should be mentored by a Level D or E colleague 

within their own research discipline, not necessarily within their school. In general, ‘a flock of 

mentors’ is preferred for each developing researcher. 

6.3 Researcher Development Framework: Personalised Targets – The analysis from the 

literature review, the S4R Working Group, and the benchmarking exercise identified several key 

themes to support the development of researchers, including: 

 Mentoring and Research leadership 

 Research Training 

 Publication Planning 

 HDR Supervision 

 Industry Engagement and Impact   

From these themes, it is recommended that by providing a Researcher Development monitoring 

tool like that shown in Appendix 3 and 4, incorporating the five developmental key themes, will 

allow researchers to monitor their progression and use their supervisor and mentor to assist in 

the design of their research trajectory. This tool can be incorporated into the researchers 

Academic Career Development, Planning, and Review to solidify the researcher’s responsibility 

over their own development. No two plans should be the same, and each should be developed 

in tandem with supervisors and the researcher’s mentors. The Researcher Development Plans 

should track milestones, especially their progression through hurdles. The plans should be 

dynamic, being altered depending on the stage of the academic’s career, and document 

disruptions and delays (e.g. maternity leave, illness or other delays).  
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6.4 Researcher Development Framework Website – This website should be clear and simple, 

with links to other research webpages, including: Our Research, GRS and HDR, Partnerships and 

Collaborations, Library Research. It should link to the research calendar of events; and have a 

research news space, which should link the users to other researcher development resources 

(internal and external). Finally, this website should be well maintained and audited regularly for 

accuracy and new capabilities. 

7. Conclusion 

Developmental support for researchers has always been a challenge for Australian universities. 

Designing a one-size fits all framework has never really been the solution, as each individual has their 

own needs and career requirements. With influences such as COVID-19 now in play, designing a simple 

and easy to monitor plan for individuals, with a basic framework using existing and additional tools 

will create a manageable solution to this industry wide problem.  By building a village support system; 

creating mentoring programs for staff; developing a tailored and monitored plan for all individuals; 

and placing all relevant information in one easily accessible website will make success achievable. We 

propose a strategy that is a combination of individual accountability of the researcher, institutional 

responsibility, and peer (village) assistance. The role of the mentor, research teams and supervisors, 

will alleviate the pressure on researchers in managing their careers. Assigning support, paired with 

researcher accountability, is critical to the success of the Western Researcher Development 

Framework. 
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Appendix 1 - List of existing training options for Researchers  

Training and Upskilling initiatives 

 Researcher Induction Sessions – Research Services 

 Orientation for new staff – Human Resources & Research Services 

 EMCR Networks – ODVC REI 

 Executive Speed Mentoring – ODVC REI 

 Impact Statement Training – One on one – Research Services 

 Nature Masterclasses training – ODVC REI/Nature 

 Research Hour - ITDS, Research Services and the Library 

 ARMS Membership Training  

 eResearch events – Research Services/Intersect 

o Excel for Researchers 

o Research Data Management Techniques 

o Unix Shell and Command Line Basics 

o Programming with R 

o Data Manipulation and Visualisation in R 

o Surveying with Qualtrics 

o Data Capture and Surveys with REDCap 

 MyCareer Online Training – ODVC REI/TLD 

o Consortia Research – Prof Amanda Third and A/Prof Philippa Collin 

o Developing a research plan and profile – Prof Kate Stevens and Prof Bijan Samali 

o Engaged Research – Impact – Prof Louise Crabtree 

o Still Waiting in the Wings – Prof Sharon Bell 

o An Introduction to Research Impact 

o The Research Impact Process 

o Tools and Techniques for Research Impact 

o Writing about Impact: guidance and templates 

o Research Integrity Online 

 TLD Programs 

o LinkedIn Learning – including Project Management, Communication, Leadership and 

Innovation and Change 

o Business Writing – 14 Modules 

o Mentoring training 

 Library resources 

o Catalogue of Researcher Development sessions available to all Schools and 

Institutes. Topics can be combined and tailored for each School, and include the 

following examples: 

 Researcher Profiles: online identity management and tips for effective 

research dissemination 

 Open Scholarship: benefits of open access, FAIR data principles, funder 

mandates 

 Metrics & Altmetrics 

 Research Data Management 

 Research Impact 

 Strategic Publishing and developing a track record 

 Evaluating journals: identifying quality and ‘best fit’ publication outlets 

 Citation management (EndNote support and training) 

https://www.westernsydney.edu.au/research/researchers/researcher_development/researcher_development_awards2
https://www.westernsydney.edu.au/research/researchers/researcher_development/nature_masterclasses_online
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 Research Integrity and Ethics – tailored sessions both group and one-on-one - Research 

Services  

 One-on-one grant writing advice – provided by Grant Services  

 Business Development Advice – provided by Business Services 

 

Funding Initiatives 

 Researcher Development Awards – ODVC REI 

 Summer Scholarship Program – ODVC REI 

 Research Partnership Grants – Research Services – Currently on hold 

 Science at the Shine Dome – 2 EMCR’s Attending – ODVC REI  

 Access to Research Professional – Research Services 

  

https://www.westernsydney.edu.au/research/contacts#research
https://www.westernsydney.edu.au/research/contacts#research
https://www.westernsydney.edu.au/research/researchers/researcher_development
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Appendix 2 - Benchmarking Exercise with Australian Universities 
 

University IRU Initiatives Researcher initiatives 

Australian National University  no Workshops 

Info page on fellowships and external funding 

opportunities 

supervision development 

Vitae  

Main focus on HDR research development 

Canberra University  no 
Online workshops - very good array 

eResearch 

Virtual drop in with GRS - HDR support 

Research Methods - appointments 

Researcher Development Skills 

Framework  

Charles Darwin Yes Researcher masterclass - no PhD  nothing 

Griffith University  yes 
Statistics training 

writing workshops 

software training 

Indigenous and knowledge seminar series 

CRC briefing sessions 

Grants information sessions 

No researcher program noted on website 

James Cook University  yes Professional development - no research in program 

Researcher Development is focused on HDR training 

In development  

La Trobe University yes Workshop and seminar program 

Academic Integrity for researchers and iThenticate 

Shut up and write 

Internal consultancy 

Supervisory training 

Researcher intensives for EMCR's –  

The ECR and MCR intensives usually 

consist of full-day modules twice a year in 

June/July and November/December. 

University of Queensland  no Online courses  

online resources mentoring, leadership,  

Buddying program 

Library support staff 

HRs training portal 

18 hour Program – 

 6 half days -by application 

Session 1: Program launch and the big 

picture 

Session 2: Performance appraisals 

Session 3: Career planning and knowing 

your context 

Session 4: Leadership, influence, 

negotiation and collaboration 

Session 5: Bringing it all together 

University of South Australia  no Women's Development Program - series of events 

- turbo charge your pubs 

Applying for promotion - junior and senior 

Career Strategies 

Leadership 

Researcher Development Program - 9 

sessions throughout the year - admission 

by nomination  

https://services.anu.edu.au/training/anu-researcher-development
https://www.canberra.edu.au/research/researcher-development/education-program
https://www.canberra.edu.au/research/researcher-development/researcher-development-skills-framework/docs/RDSFSkillAreas.pdf
https://www.canberra.edu.au/research/researcher-development/researcher-development-skills-framework/docs/RDSFSkillAreas.pdf
https://www.cdu.edu.au/research-and-innovation
https://www.griffith.edu.au/research/research-services/researcher-education-development
https://www.jcu.edu.au/__data/assets/pdf_file/0010/123859/Professional-Learning-Series-2020_draft_V1.2.pdf
https://www.latrobe.edu.au/research/red
http://search.latrobe.edu.au/s/redirect?collection=Latrobe-search&url=https%3A%2F%2Fwww.latrobe.edu.au%2Fresearchers%2Fgrs%2Fred%2Finitiatives%2Fresearcher-intensives&auth=GLDWERQM1fvJZBF8bxSERg&profile=_default&rank=11&query=ecr+initiatives
https://research.uq.edu.au/research-support/researcher-development
https://staffdevelopment.hr.uq.edu.au/course/CAEECA
https://i.unisa.edu.au/staff/ptc/performance-and-development/academic-staff/ecr-program/
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Appendix 2 – Benchmarking Exercise with Australian Universities 

 

University  IRU Initiatives Researcher Initiatives 

University of Southern 

Queensland  

no Librarian support 

Publishing strategies information 

Researcher Visibility 

HDR supervision 

Data management 

Research Bites Webinars 

mentoring 

Leadership training 

Mentoring program - 

https://www.usq.edu.au/hr/learning-

development/coaching-mentoring 

Self managed development - 

https://www.usq.edu.au/hr/learning-

development 

University of NSW  No Excellent array of training, monitoring and 

measurement tools. All captured in the Extend Your 

Career tool. 

Buy-in is demonstrated by the PVCR by the creation 

of the Early Career Academic Support Guideline 

document, creating real expectations for researcher's 

and those that support them. 

See Initiatives 

  

  

https://www.usq.edu.au/library/research-support
https://www.usq.edu.au/library/research-support
http://extend.unsw.edu.au/


Office of Deputy Vice Chancellor Research Enterprise and International  

21 | P a g e  
Researcher Development Framework 

Appendix 3 - Sample Researcher Development Plan – Teaching/Research Researcher 
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Appendix 4 - Sample Researcher Development Plan – Research Focussed Researcher 
 

 


