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NOTICES

Calendar

18 May, Saturday. Congregation of the Regent House at 10 a.m. (see p. 584).
21 May, Tuesday. Easter Term divides. Discussion in the Senate-House at 2 p.m. (see below).
28 May, Tuesday. Discussion in the Senate-House at 2 p.m. (see below).
30 May, Thursday. Ascension day. Scarlet day.
8 June, Saturday. End of third quarter of Easter Term.

Discussions (Tuesdays at 2 p.m.) Congregations

21 May 18 May, Saturday at 10 a.m.

28 May 19 June, Wednesday at 2.45 p.m. (Honorary Degrees)

11 June 26 June, Wednesday at 10 a.m. (General Admission)
9 July 27 June, Thursday at 10 a.m. (General Admission)

28 June, Friday at 10 a.m. (General Admission)
29 June, Saturday at 10 a.m. (General Admission)
19 July, Friday at 10 a.m.

20 July, Saturday at 10 a.m.

Discussion on Tuesday, 21 May 2019

The Vice-Chancellor invites those qualified under the regulations for Discussions (Statutes and Ordinances, p. 105) to
attend a Discussion in the Senate-House on Tuesday, 21 May 2019 at 2 p.m., for the discussion of:

1. Joint Report of the Council and the General Board, dated 8 May 2019, on a revised student disciplinary framework
(Reporter, 6546, 2018-19, p. 531, see also p. 562).

Further information on Discussions, including details on format and attendance, is provided at https://www.governance.
cam.ac.uk/governance/decision-making/discussions/.

Discussion on Tuesday, 28 May 2019

The Vice-Chancellor invites those qualified under the regulations for Discussions (Statutes and Ordinances, p. 105) to
attend a Discussion in the Senate-House on Tuesday, 28 May 2019 at 2 p.m., for the discussion of:

1. Report of the General Board, dated 1 May 2019, on arrangements for the implementation of the Academic Career
Pathways scheme (p. 562).

Further information on Discussions, including details on format and attendance, is provided at https://www.governance.
cam.ac.uk/governance/decision-making/discussions/.

Sir Robert Rede’s Lecture, 2019

The Vice-Chancellor gives notice that Dr Jane Goodall, DBE, of Newnham College, Founder of the Jane Goodall Institute
and UN Messenger of Peace, will speak on Reasons for Hope, at 5.30 p.m. on Tuesday, 18 June 2019 in the Lady Mitchell
Hall, Sidgwick site. Subject to the approval of Grace 1 of 15 May 2019 of the Regent House (see p. 583), this lecture will
be a Sir Robert Rede’s Lecture. It will be open to members of the University community (staff, students and alumni) and
others who are interested, but those wishing to attend are asked to register at http://tiny.cc/redelecture

Dr Goodall is due to be admitted to an Honorary Doctorate at a Congregation on Wednesday, 19 June 2019 (Reporter,
6544,2018-19, p. 484).

Honorary Degree Congregation, 19 June 2019

The Vice-Chancellor wishes to inform members of the University that due to an unavoidable commitment overseas,
Sir David Adjaye has had to withdraw his attendance at the Congregation on 19 June 2019 (Reporter, 6544, 2018-19,
p- 484) and so cannot be admitted to an Honorary Doctorate on this occasion.

Consultation on student disciplinary procedure proposals: Response to comments

In Lent Term 2019, comments were invited on proposals concerning student discipline, which informed the development
of the Joint Report of the Council and the General Board on a revised student disciplinary framework (Reporter, 2018-19;
6536, p. 386; 6546, p. 531). A response to the comments received will be published at 3 p.m. on Friday, 17 May 2019 at:
https://www.studentcomplaints.admin.cam.ac.uk/consultation.
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VACANCIES, APPOINTMENTS, ETC.

Election and appointments

The following election and appointments have been made:

ELECTION

Professor Tamsin Ford, M.Sc., London School of Hygiene and Tropical Medicine, Ph.D., King’s College London,
Professor of Child and Adolescent Psychiatry, University of Exeter, elected to the Professorship of Child and Adolescent
Psychiatry with effect from 1 October 2019.

APPOINTMENTS

Reader
Judge Business School. Dr Jakub Wojciech Jurek, B.B., Ph.D., Harvard, appointed from 1 July 2019 until the retiring age.

University Lecturers

Divinity. Dr Joseph Webster, M.A., M.Sc.R., Ph.D., Edinburgh, P.G.C.H.E., Belfast, appointed from 1 September 2019
until the retiring age and subject to a probationary period of three years.

Education. Dr Elizabeth Jane Tregoning Maber, M.A., M.Sc., Edinburgh, Ph.D., Amsterdam, and Dr Daniel Moulin-
Stozek, B.A., Nottingham, M.Ed., Exeter, M.Sc., D.Phil., Oxford, P.G.C.E., Bristol, appointed from 1 September 2019
until the retiring age and subject to a probationary period of five years.

Judge Business School. Ms Patricia Vecchi, Laurea, Modena, Italy, Ph.D., Venice, appointed from 1 July 2019 until the
retiring age and subject to a probationary period of five years.

Physiology, Development and Neuroscience. Dr Amanda Sferruzzi-Perri, JN, B.Sc., Ph.D., Adelaide, appointed from
1 September 2019 until the retiring age and subject to a probationary period of five years.

Politics and International Studies. Dr Holly Elizabeth Porter, B.A., M.A., Denver, Ph.D., London, appointed from
1 September 2019 until the retiring age and subject to a probationary period of five years.

Zoology. Dr James Edward Herbert-Read, B.Sc., Ph.D., Sydney, appointed from 1 October 2019 until the retiring age and
subject to a probationary period of five years.

Assistant Registrary

University Offices (Estate Management). Dr Juliette Catherine Bourgeois, B.Sc., East Anglia, M.Sc., Southampton,
Ph.D., Cranfield, appointed from 1 April 2019 until the retiring age.

Director

Careers Service. Ms Jennifer Ceri Blakesley, B.Sc., Bath, appointed from 3 June 2019 until the retiring age and subject
to a probationary period of nine months.

Administrative Officer

University Offices (Academic Division). Ms Bridget Susan Kennedy, B.Sc., M.Sc., Open, appointed from 13 May 2019
until the retiring age and subject to a probationary period of nine months.

Vacancies in the University

A full list of current vacancies can be found at http://www.jobs.cam.ac.uk.

Clinical Lecturer in Trauma and Orthopaedics in the Department of Surgery (two posts); tenure: four years, fixed
term; salary: £32,569—£56,394; closing date: 16 June 2019; further details: http://www.jobs.cam.ac.uk/job/18125/; quote
reference: RE16129

The University values diversity and is committed to equality of opportunity.

The University has a responsibility to ensure that all employees are eligible to live and work in the UK.
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REGULATIONS FOR EXAMINATIONS

Computer Science Tripos, Part Ia

(Statutes and Ordinances, p. 300)

With effect from 1 October 2020

The General Board, on the recommendation of the Faculty Board of Computer Science and Technology, has approved an
amendment to the regulations for the Computer Science Tripos to reintroduce the requirement for all students to take the
subject Mathematics from Part 1A of the Natural Sciences Tripos.

Regulation 10.
By amending the regulation to read as follows:

10. A candidate for Part Ia shall submit a portfolio of assessed laboratory work as prescribed in
Regulation 11, and shall offer:
(i) Papers 1, 2 and 3 of the Computer Science Tripos; and
(i1) the examination requirements for the subject Mathematics, as set out in the regulations for Part Ia
of the Natural Sciences Tripos.

Anthropocene Studies for the M.Phil. Degree

With effect from 1 October 2020

The General Board, on the recommendation of the Faculty Board of Earth Sciences and Geography, has approved a new
examination in Anthropocene Studies for the degree of Master of Philosophy. The Special Regulations for the examination
will be as follows:

The scheme of examination for the one-year course of study in Anthropocene Studies for the degree of
Master of Philosophy shall be as follows:
1. Each candidate shall offer:
(a) one essay, not exceeding 4,000 words, on a subject chosen by the candidate from a list of subjects
announced by the Examiners;
(b) one written paper of two hours’ duration;
(c) athesis of not more than 15,000 words, on a topic approved by the Degree Committee, and based
on work carried out by the candidate in one or more institutions approved by the Degree Committee.
A proportion of the marks for this element of the examination are by assessment of a dissertation
proposal of not more than three pages in length and compulsory oral presentation of the candidate’s
thesis proposal.
2. In order to proceed to the examination, candidates must satisfactorily attend and complete the
following, as prescribed by the Degree Committee:
(a) the induction week;
(b) core modules run by the Social Sciences’ Research Methods Centre (SSRMC);
(c¢) the dissertation residential school.
3. The examination may include, at the discretion of the Examiners, an oral examination on any or all
of the assessed components.
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Biotechnology for the M.Phil. Degree

(Statutes and Ordinances, p. 518)

With effect from 1 October 2019

The General Board, on the recommendation of the Degree Committee for the Faculty of Engineering, has approved a
change to the Special Regulations for the examination in Biotechnology for the degree of Master of Philosophy so as to
clarify that assessment may be by either examination or coursework, or a combination of both, and to introduce the ability
for the Degree Committee to publish additional module options by the end of the Michaelmas Term.

Regulation 1.
By amending sub-paragraph 1(b) to read as follows:
(b) six optional modules selected from a list published by the end of the Easter Term preceding the course.

A candidate may not offer a module that he or she has taken in any other University examination. In
publishing the list of modules the Degree Committee shall announce the form of examination for each
module, which shall be by written paper or by one or more pieces of coursework or other exercises, or by
a combination of these. The Degree Committee shall have the power to give Notice of additional optional
modules not later than the end of the Michaelmas Term of the academical year of the examination;

Holocene Climates for the M.Phil. Degree

With effect from October 2020

The General Board, on the recommendation of the Faculty Board of Earth Sciences and Geography, has approved a new
examination in Holocene Climates for the degree of Master of Philosophy. The Special Regulations for the examination
will be as follows:

The scheme of examination for the one-year course of study in Holocene Climates for the degree of Master
of Philosophy shall be as follows:
1. Each candidate shall offer:
(a) one essay, not exceeding 4,000 words, on a subject chosen by the candidate from a list of subjects
announced by the Examiners;
(b) one written paper of two hours’ duration;
(c) a thesis of not more than 15,000 words, on a topic approved by the Degree Committee, and based
on work carried out by the candidate in one or more institutions approved by the Degree Committee.
A proportion of the marks for this element of the examination are by assessment of a dissertation
proposal of not more than three pages in length and compulsory oral presentation of the candidate’s
thesis proposal.
2. In order to proceed to the examination, candidates must satisfactorily attend and complete the
following, as prescribed by the Degree Committee:
(a) The induction week;
(b) Courses in Natural Science Research Methods and Laboratory Groups (offered by the Department
of Geography);
(¢) The Dissertation Residential School.
3. The examination may include, at the discretion of the Examiners, an oral examination on any or all
of the assessed components.

Gas Turbine Aerodynamics for the M.Res. Degree

(Statutes and Ordinances, p. 549)

With effect from 1 October 2019

The General Board, on the recommendation of the Degree Committee for the Faculty of Engineering, has approved a
change to the title of the above examination for the degree of Master of Research to make it more meaningful and
attractive to potential applicants. An amendment to Regulation 1(¢) has also been approved to require candidates to take
three industry courses, rather than two.

By amending the title of the examination in Gas Turbine Aerodynamics to Future Propulsion and Power and updating
the reference to it in Regulation 1.

And by amending Regulation 1(c) to read as follows:

(c) the completion of three industry courses held outside Cambridge and assessed by attendance and
participation in exercises during site visits;
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Integrated Photonic and Electronic Systems for the M.Res. Degree

(Statutes and Ordinances, p. 550)

With effect from 1 October 2019

The General Board, on the recommendation of the Degree Committee for the Faculty of Engineering, has approved a
change to the title of the above examination for the degree of Master of Research to make it more meaningful and
attractive to potential applicants.

By amending the title of the examination in Integrated Photonic and Electonic Systems to Connected Electronic and
Photonic Systems and updating the reference to it in Regulation 1.

Architecture for the M.St. Degree (Degree Apprenticeship)

With immediate effect

The General Board, on the recommendation of the Faculty Board of Architecture and History of Art and the Strategic
Committee of the Institute of Continuing Education, has approved Architecture as a subject for examination for the
degree of Master of Studies (Degree Apprenticeship) with immediate effect. Special Regulations for the examination
have been agreed as follows:

ARCHITECTURE (DEGREE APPRENTICESHIP)

1. The scheme of examination for the course of study in Architecture for the degree of Master of Studies
(Degree Apprenticeship) shall assess the candidate’s work and professional competencies and shall consist
of:

(a) one essay, of not more than 3,000 words in length, which shall be chosen by the candidate from a
list of topics determined by the Department of Architecture and approved by the Degree Committee
for the Faculty of Architecture and History of Art;

(b) five group design exercises, each assessed by presentations and submitted portfolios;

(c) two written papers on Management Practice and Law;

(d) apresentation and the submission of an electronic portfolio of work for an individual design project,
on a subject chosen by the candidate and approved by the Degree Committee for the Faculty of
Architecture and History of Art.

2. At the discretion of the Examiners the examination may include an oral examination on any aspect

of 1(a)—(d) above.

3. The Examiners may recommend to the Degree Committee that it recommends to the Institute of
Continuing Education the award of the Postgraduate Certificate to a candidate who has satisfactorily
completed two or more parts of Regulation 1(a), (b), (¢) or (d) but fails to complete all the parts.

4. On successful completion of the examination requirements, a candidate for a Degree Apprenticeship
shall be admitted to the M.St. Degree and shall be permitted to progress to the examination of professional
competencies against the Institute for Apprenticeships standard (End-Point Assessment) for the Architect
Degree Apprenticeship. The nominated End-Point Assessment Organisation shall be selected by the
candidate’s employer from the Register of End-Point Assessment Organisations certified by the Institute
for Apprenticeships.

Postgraduate Diploma in Entrepreneurship

With effect from 1 October 2020

The General Board, on the recommendation of the Faculty Board of Business and Management, has approved the recision
of the Postgraduate Diploma in Entrepreneurship with effect from 1 October 2020 and has therefore approved the
following amendments to the regulations:

(Statutes and Ordinances, p. 593)

By removing the Postgraduate Diploma in Entrepreneurship from the Schedule of Diplomas and Certificates open to non-
members of the University.

(Statutes and Ordinances, p. 595)
By removing the Regulation for the Postgraduate Diploma in Entrepreneurship.
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CULP Awards in French, German, Italian, Advanced Russian and Spanish

(Statutes and Ordinances, p. 598)

With effect from 1 October 2019

The General Board, on the recommendation of the Council of the School of Arts and Humanities, has approved the
addition of a new CULP Award in Portuguese and has amended the regulations accordingly:

By adding Portuguese to the title of the Regulations, and to the list of administered Awards in Regulation 1.

Language Centre: Certificates of Proficiency

(Statutes and Ordinances, p. 664)

With effect from 1 October 2019

The General Board, on the recommendation of the Council of the School of Arts and Humanities, has approved the
introduction of new language courses in Portuguese, British Sign Language, Japanese and Korean.

The Schedule of subjects approved for certificates of proficiency awarded by the Language Centre will be amended so as
to replace ‘Portuguese Basic’ with the following two subjects:

Portuguese Basic 1
Portuguese Basic 2

and will be further amended to include the following subjects:

British Sign Language (BSL) Basic 1
Japanese Intermediate 1
Korean Basic 2

REPORTS

Joint Report of the Council and the General Board on a revised student disciplinary
framework: Correction

13 May 2019

A correction has been made to paragraph 2 of the Joint Report of the Council and the General Board, dated 8 May 2019,
on a revised student disciplinary framework (Reporter, 6546, 2018-19, p. 531). It incorrectly stated the nature of the
contribution of the parties listed in the second sentence to the discussion of the Report’s proposals. This sentence has now

been updated.

Report of the General Board on arrangements for the implementation of the

Academic Career Pathways scheme

The GENERAL BOARD begs leave to report to the University as follows:

1. This Report sets out final details of an Academic
Career Pathways (ACP) scheme, to replace the current
Senior Academic Promotions (SAP) scheme, which ran for
the last time in 2018-19. The new ACP scheme is driven
by the need to provide structured routes to career
progression for both academic and professional staff, in
line with the University’s People Strategy and the
ourcambridge programme. It also advances the University’s
priorities to value colleagues and be inclusive.

2. The Academic Career Pathways (ACP) scheme has
its origins in a review, undertaken in 2016, of the
University’s arrangements for managing the probation and
for the promotion of its academic staff. A Report in 2018,
which signalled the introduction of the ACP scheme,
included a detailed account of the findings from the 2016
review (Reporter, 2017-18; 6505, p. 556; 6511, p. 711). In
summary, significant shortcomings in the current SAP
system were said to be:

(a) Lack of transparency on assessment criteria.

(b) Inconsistencies of approach in terms of local
promotions management.

(¢) Burdensome administrative
timeframe.

(d) Exercise run as a competition so that candidates
above the threshold but not promoted felt very
dissatisfied.

(e) Concern that some individuals who were eligible and
ready for promotion were not putting themselves
forward. Particular concern about whether women
were applying at the expected rate.

(f) Confusion about the nature of the USL role.

(g) Need for more weight to be given to teaching.

(h) Lack of clear progression paths for teaching focused
roles.

(/) Need for academic titles to be reviewed.

load and lengthy
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3. The changes to the 2018-19 SAP scheme addressed
the weight attached to teaching and some aspects of the
administrative load and timeframes to streamline the
process. The opportunity was also taken to refresh equality
and diversity aspects of the scheme. These changes will be
carried forward in the ACP Scheme.

4. Since the 2018 Report, work has progressed to finalise
the proposals for the ACP scheme. This work focused on the
following key areas:

(a) Transparency: clearly setting out the broad evaluative
criteria defining academic excellence for promotion
to each senior office and examples of indicators of
excellence.

(b) Positive, inclusive culture: embedding expected
standards of conduct in the promotion criteria.

(c) Recognition: reshaping progression up to and within
the University Senior Lectureship level and the
associated reward scheme to provide for recognition
at more senior career stages.

(d) Consistency: aligning probationary criteria and
arrangements for academic staff with those for
promotion to senior offices.

5. The final proposals set out in this Report have been
developed following extensive consultation with key
stakeholders within the Schools and the wider academic
community. There have been three rounds of consultations
since 2017, which have resulted in work to refine the
proposal at each stage, culminating in a University-wide
consultation and engagement with the University and
College Union (UCU) on the final draft proposals in
February 2019. In addition, there have also been a number
of open meetings and discussions to further engage staff on
the matter and obtain feedback as the work progressed; these
meetings provided an opportunity to listen to the views and
perspectives of staff representing the different disciplines
and inform the direction and priorities for the work.

6. Full details on the proposals for the Academic Career
Pathways scheme, to be implemented in 2019-20, can be
found in the Annexes: Annex 1 Academic Promotions
Criteria and Scoring Methodology: Professors and
Readers, Annex 2 Academic Probation and Career
Progression up to University Senior Lecturer, Annex 3
Contribution Reward Scheme for University Senior
Lecturers, and Annex 4 Probationary Arrangements for
Academic Offices. The following is a summary of the key
proposals:

(a) Applicants for promotion to Reader and Professor
will be assessed against the following evaluative
criteria and scoring methodology: Research and
research leadership  (50/100); Teaching and
Researcher development (30/100); and Service to the
University and the academic community (20/100).
The limited flexibility to transfer points introduced
in the SAP scheme is retained (see Annex 1).

(b) Applicants for progression to Senior Lecturer (G10)
will be assessed against the following evaluative
criteria and scoring methodology: Teaching and
Researcher development (50/100); Service to the
University and the academic community (30/100);
and Research (20/100). A case may be made to
transfer 10 points from Service to Teaching and/or
Researcher development or Research (see Annex 2).

(¢) All Departments/Faculties will be expected to adopt
and publish promotion guidance setting out the
expectations required for promotion and provide
example indicators applicable to their disciplines, to
supplement those included in the main ACP

()
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documentation. To ensure parity of standards and
expectations, the Department/Faculty guidance must
be approved by School Councils prior to adoption.
Departments/Faculties will be expected to review
their ACP guidance regularly and update it, as
necessary, to ensure it is still relevant and remains fit
for purpose.

In that guidance, each Department/Faculty will state
the institutional expectations with regard to the
balance between teaching and/or researcher
development required for progression.

The promotion criteria reflect the University’s
decision to sign up to the San Francisco Declaration
on Research Assessment (DORA) by acknowledging
that intellectual content is much more important than
publication metrics or the identity of a journal.
There is an emphasis on the importance of judgement
and awareness of the limitations of metrics that may
be affected by bias or low participation levels in the
ACP general guidance (see Annexes 1 and 2).
Flexibility for new appointees and probationers to
apply for progression will be retained. Applicants
will normally be expected to have been in post at the
current level for at least 12 months before applying
for promotion. Exceptionally, this period may be
waived where the officer is considered ready for
promotion to the relevant office by the Head of
Department/Faculty. Any exceptions will require
approval from the Faculty Committee, and must be
supported by the School Committee.

There is no expectation of step-by-step progression
through every level of the Pathway. For example, a
University Senior Lecturer (G9) can apply directly to
the Readership level and a University Lecturer (G9)
can apply directly to the University Senior Lecturer
(G10) level.

There is a progression scheme for University Senior
Lecturers (G9) to progress to Grade 10. This
progression scheme is intended to recognize and
reward academic staff who are fulfilling all the ACP
criteria but who have a special focus on teaching (see
Annex 2).

Contribution increments can be awarded to
University Senior Lecturers above the top of
Grade 10 for significant and sustained contributions
other than through research. The assessment of
contribution by the University Senior Lecturer (G10)
will need to be clearly related to the institution’s
strategic plans and recognise the University Senior
Lecturer’s achievement in teaching and general
service to the community which is likely to contribute
to the future academic success of the University (see
Annex 3).

Performance criteria for passing probation are
aligned with the ACP evaluative criteria. Details of
the Probationary Arrangements for Academic Offices
can be found in Annex 4. College teaching may be
taken into account without further qualification (the
words ‘provided there is no adverse effect on the
contribution to the Faculty” have been removed).

A University Lecturer who has met the probationary
requirements will have their tenure confirmed and
the title of University Senior Lecturer will be
awarded in recognition of this achievement. There
will be no change in grade or salary associated with
this new title. Annual incremental progression
through the service points of the Grade 9 salary scale
will continue.
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(m) The title of University Senior Lecturer will be
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(0)

®)

(@)

)

()

®

(u)

)

awarded to all existing University Lecturers who
have passed probation when the ACP scheme is
implemented.

A continued rising research trajectory will be
expected for progression and promotion at all levels.
Each application will be considered and assessed on
its own merit against the relevant criteria for the
level, taking into equal account evidence of both
inputs and outputs. The criteria for assessing
contribution must be applied fairly and consistently
and any judgments made should be based on
objective evidence.

All applicants are expected to share and model the
University’s values in promoting collegiality and
mutual respect, to create a positive working
environment.

Research integrity is considered paramount in
maintaining the University’s international standing
and reputation; staff are therefore expected to
maintain and uphold these principles.

It is recognised that the lines between research
leadership (or education or clinical leadership) and
service are not always clear-cut and that there may be
differences between disciplines. Assessments should
therefore be made within the context of relevant
disciplinary norms, taking care to avoid double-
counting and ensuring that decisions are objective
and clearly documented.

Applicants will be encouraged to provide examples
and evidence in their application of any contribution
they feel would support their case for promotion
against the promotion criteria.

Potential applicants for promotion are expected to
seek advice from the Head of Department/Faculty
before deciding whether to apply.

Heads of Departments/Faculty, with the assistance of
appropriate senior colleagues if necessary, are
responsible for ensuring that they review the
contributions of all their eligible staff, so that all
cases that meet the promotion criteria are brought
forward for consideration. The decision on whether
to apply for promotion will ultimately sit with the
individual, however, Heads of Departments/Faculty
should encourage applications from individuals that
meet the criteria and discuss any perceived barriers
that may be preventing an individual from applying.
This will ensure any contextual factors that may have
been overlooked are considered and promote equal
opportunities for all staff members, particularly those
in under-represented groups.

The University recognises the benefits of mentoring
in supporting an individual’s personal and
professional development. Mentoring is an essential
part of development and should be considered
beyond probation, at each key stage in an individual’s
career. Heads of Departments/Faculty should ensure
that appropriate mentoring opportunities are
available and help facilitate this process in order to
support career development and progression.

(w) The University aims to be a leader in driving a

culture of mutual respect and in promoting a positive
working environment for all in its community. High
standards of conduct are therefore expected from all
staff. Formal sanctions may therefore be taken into
account when assessing the applicant’s suitability for
progression or promotion; those with live disciplinary
warnings on file may be excluded from applying.

7.
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The General Board will have the discretion to make

changes to the ACP scheme processes set out above as it
deemed necessary, provided that those changes are in line
with the Key Principles, and made in the light of experience,
for the effective running of future ACP scheme rounds. The
Key Principles underpinning the ACP scheme are as follows:

(@)

(b)

(©)

(d)

(e)

(2

(h)

(@

0

8.

The University should provide a flexible career
pathway for established academic officers that gives
due recognition to excellence in research, teaching,
contributions to the running of the University and
service to the academic community including public
engagement.

The University of Cambridge is committed, in its
pursuit of academic excellence, to equality of
opportunity and to a proactive approach that supports
and encourages all under-represented groups,
promotes an inclusive culture, and values diversity.
All persons involved in administering academic
promotions processes should exercise impartiality
and fairness and be seen to do so. Declarations of
interest should be made at appropriate stages.
Appropriate training should be completed.

Members of committees should ensure that their
consideration is collective, fair, impartial and
evidence-based.

The University should provide a supportive career
development process and academic officers should
participate.

All processes should be organised in a timely and
transparent way.

Constructive, helpful, developmental feedback
should be provided at all appropriate stages including
written feedback.

All applications and documentation should be treated
as confidential and in accordance with data protection
principles.

Appropriate budgetary provision should be made so
that deserving candidates receive appropriate
recognition and reward.

All processes should be supported by modern and
user-friendly ~ business  systems to  ensure
administrative efficiency, fairness, and equality.
These proposals are intended to be the start of an

iterative process in the development of the ACP scheme. It
is envisaged that the scheme will evolve over the coming
years to ensure it meets the needs of the University and
staff, with the continued input and support of the academic
community.

9.

The consultation process provided a steer on the

priorities and areas of focus in the next steps of the reform.
The responses indicated that there is a need for further
exploration in the following areas:

(@)

The new title of University Principal Lecturer that had
been proposed to provide recognition to University
Senior Lecturers who progress from Grade 9 to
Grade 10 will not be taken forward but work on the
University Senior Lectureship will continue. Further
consideration will be given to the suggestion of having
a dual pathway to Grade 10, to enable an alternative
model to be included, based on equal recognition of
teaching and research at the senior lectureship level. If
this suggestion is to be taken forward, any such
proposed changes would be subject to further
consultation and implemented at a future time. The
further career progression of teaching-focused
University Senior Lecturers is also within the scope of
the work described in paragraph 12 below.
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(b) There was a further suggestion that individuals could
be given the option to determine their own weighting
for each of the promotion criteria within a pre-set
range. This proposal was previously considered too
complex to implement but could be explored further
to determine its merits. The operation of scoring
flexibility would, if implemented, be kept under
review and, if it worked well, could be expanded in
the evolution of the ACP scheme.

The matter of academic titles will be the subject of a
further consultation at a later time once the ACP
scheme is implemented. There will be a separate
consultation, which will invite views on a move to
the Assistant/Associate/full Professor model. This
model was not supported in previous consultation
exercises but some of the responses to this ACP
consultation suggest that the mood may be shifting.

(©)

10. To support the introduction of the new ACP scheme,
a number of other work activities are currently being
undertaken. These include:

(a) The development of more detailed guidance for

Applicants, Heads of Institutions and Promotions
Committees to support the ACP scheme, in time for
the proposed launch in 2019-20.
The development of the online application portal to
support ACP as part of the integrated Reward
System. The goal is to develop a system that will
modernise the way in which promotions are managed
at the University, with the principal aim of reducing
the administrative burden for all those involved in
the process. This will, as a consequence, also provide
enhanced reporting capabilities which should enable
better decision-making across the University. The
intention is to implement a system that will deliver
the basic requirements for online applications
(including reference collecting and reporting) in time
for the ACP launch in 2019-20, with a view to
making further enhancements incrementally in line
with changes to ACP over the coming years.

()

16. The General Board recommends:

15 May 2019

(¢) The development of Career Development workshops
to support ACP, to ensure there is appropriate support
for academic career progression at the University.
This is an enhancement to the current Senior Academic
Promotions CV Mentoring Scheme. Subject to
approval from the HR Committee, it is proposed that
these workshops are launched in Lent Term 2020.

11. Work is under way to review the Senior Researcher
Promotions (SRP) scheme and determine the promotion
criteria and indicators for research staff. A Working Group
has been convened to consider the current SRP scheme and
make recommendations on how to bring the scheme in line
with ACP. During 2018-19 targeted consultation will take
place so that a revised SRP scheme that supports career
progression for research staff can be prepared. If the
recommendations of this Report are approved, an updated
SRP scheme will also be launched.

12. The proposals set out in this Report reflect a focus
initially limited to a standard ACP scheme for academic
staff. In addition to the activities related to SRP set out in
paragraph 11, work is progressing on the development of a
distinct teaching strand and scoring model, to provide
recognition of outstanding teaching and educational
leadership alongside an effective service contribution.

13. The possible development of a clinical excellence
strand is also being considered. This would be the subject
of a separate consultation.

14. It should be noted that the amendments made to the
Probationary Arrangements for Academic Offices (see
Annex 4) are an interim step to reflect the provisions of the
new ACP scheme and to ensure it can be implemented
without delay. The HR Division is currently undertaking a
comprehensive review of the probationary procedures for
all staff, in consultation with the unions and key internal
stakeholders. A draft combined policy for all staff
categories will be submitted to the HR Committee meeting
in the Easter term 2019.

15. The introduction of the proposals set out in
paragraphs 11, 12, 13 and 14 would be preceded by the
publication of a Report.

I. That, with effect from 2019-20, the proposals to implement the Academic Career Pathway scheme as
set out in paragraph 6 of this Report, are adopted.

1 May 2019 STEPHEN TOOPE, Vice-Chancellor
PHILIP ALLMENDINGER

ABIGAIL BRUNDIN

JoHN DENNIS

ABIGAIL FOWDEN

A. L. GREER
NiIcHOLAS HOLMES

HELEN THOMPSON
GRAHAM VIRGO

MarTHEW KITE MARK WORMALD
PATRICK MAXWELL CHRIS YOUNG

Soria ROPEK-HEWSON
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ANNEX 1: Academic promotions criteria and scoring methodology: Professors and Readers

Research and Teaching Academic Career Pathway
There are five levels for academic progression within the Research and Teaching Career Pathway as set out below.

University Lecturer (G9)

University Senior Lecturer (G9)

University Senior Lecturer (G10)

It is important to emphasise that there is no expectation of step-by-step progression through every level of the Pathway.
For example, a University Senior Lecturer (G9) can apply directly to the Readership level and a University Lecturer (G9)
can apply directly to the University Senior Lecturer (G10) level.

Promotion criteria and scoring methodology for promotion to Reader and Professor

1. Promotion statement

The mission of the University of Cambridge is to contribute to society through the pursuit of education, learning and
research at the highest international levels of excellence.

We are committed to providing a supportive environment to enable individuals to take ownership of their development
and build a successful career at Cambridge. The University strives for the highest international levels of excellence and
has achieved its success through the diversity of its staff and student community. We aim to be a leader in fostering
equality and inclusion, and in promoting collegiality by nurturing a culture of mutual respect and a sense of belonging for
all within our community.

The University’s firm conviction is that achieving the highest international levels of excellence requires not only world-
class research but also undergraduate and postgraduate education which benefits from and engages with Cambridge’s
research-rich environment, and a deep commitment to the development of research students and early career research
staff. This conviction is reflected in our academic promotion scheme, which requires applicants to show that they have
made an effective contribution to teaching and/or researcher development as well as outstanding research.

Excellence is expected of all staff and the purpose of the promotion scheme is to recognise outstanding contributions and
celebrate academic achievements. Assessment is based on contributions in: research and research leadership; teaching
and/or researcher development; and service to the University and to the academic community.

All applicants for promotion must show service to the University and to the wider academic community and are expected
to share and role model the University’s values in promoting collegiality and mutual respect. Research integrity is also
considered paramount in maintaining the University’s international standing and reputation; staff are therefore expected
to maintain and uphold these principles at all times.

The University recognises that the lines between research leadership (or education or clinical leadership) and service are
not always clear-cut and that there may be differences between disciplines. Assessments should be made within the
context of relevant disciplinary norms, taking care to avoid double-counting and ensuring that decisions are objective and
clearly documented.

A continued rising research trajectory would be expected for progression and promotion at all levels.

2. Promotion criteria: Academic Career Pathway (ACP) scheme

Each application will be considered and assessed on its own merit against the relevant criteria for the level, taking into
equal account evidence of both inputs and outputs. Assessment against the progression/promotion criteria requires the
exercise of good judgement and balance by the relevant committees, but the decisions can be robustly informed by
objective evidence. Committees should be mindful of the existence of unconscious biases — both in themselves and others
— and consider how these biases might impact how assessments are made and how they affect objective decision-making.
A way to mitigate this is for committee members to constructively challenge any potential implicit or explicit biases they
observe in the assessment process whether in themselves or others to ensure fairness and promote inclusion.

Whilst it is important to ensure a fair and consistent approach is taken to evaluating excellence, we recognise that certain
metrics, such as student feedback and bibliometrics, have their limitations. Progression/promotion committees should
therefore be mindful of the shortfalls associated with applying these metrics (such as low participation levels and/ or
gender bias) and apply judgement when making their assessment.

This section sets out the promotion criteria for the ACP scheme, which applies to all academic staff.

Note that these examples are suggestive in nature and non-exhaustive, not all the indicators will be relevant to all
applicants.

To ensure transparency, all Departments/Faculties are expected to adopt and publish guidance setting out the expectations
required for promotion and including examples of indicators of excellence for their discipline. Departments/Faculties
may find it helpful to use the minutes of previous ACP committee meetings as a source of examples of indicators of
excellence used to determine excellence for promotion within the relevant discipline.



567 CAMBRIDGE UNIVERSITY REPORTER 15 May 2019

The University recognises that there is diversity in disciplinary norms. It is therefore important that each Department/
Faculty is responsible for determining the appropriate indicators within their respective area. To ensure parity of standards
and expectations, the ACP guidance must be approved by School Councils prior to adoption. The ACP guidance must be

regularly reviewed and updated, as necessary, to ensure that it is still relevant and remains fit for purpose.

The assessment of individual applications by ACP committees will also take the published ACP guidance into account.

2.1 Criteria for the assessment of research: Professor

Promotion to Professor requires outstanding achievement in research and research leadership assessed by reference to
international levels of excellence. This includes both individual and collaborative contributions to research, as well as

contributions to leading an excellent institutional research culture.
There are two criteria and outstanding achievement is normally required in both:

CRITERION 1: Consistently conducts rigorous research addressing significant questions, contributing new

ideas and advancing the boundaries of the field whilst ensuring the highest standards of research integrity
are promoted and maintained.

Examples of indicators of excellence and impact

* A substantial portfolio of high quality research outputs * Frequently invited to present work at major
that are internationally recognised as world-class in terms national and international conferences and
of their originality, significance and rigour. The institutions

University acknowledges that the intellectual content of a
paper is much more important than publication metrics or
the identity of the journal in which it was published

» Makes a significant contribution to the advancement of
knowledge in their research discipline

* A significant track record of winning competitive
research funding

* In receipt of prizes and honours for research

* Produces and disseminates research outputs that have an
impact, for example in the REF or informs national or
international policy development

CRITERION 2: Consistently provides high-quality research leadership, strategically planning for the future
and supporting an inclusive and productive research culture

Examples of indicators of excellence and impact

» Leads and contributes to collaborative research projects * Participation in high-quality public, industrial and/

* Elected/appointed to research-related leadership roles or policy engagement activities linked to research
* Creates and manages large research groups + Edits major academic journals
» Convenes and leads major research conferences and * Promotes collaboration and develops

seminar programmes cross-disciplinary research activities

 Provides intellectual thought leadership which informs
and contributes to setting the international research
agenda in an individual’s area

2.2 Criteria for the assessment of research: Reader

Promotion to Reader requires outstanding achievement in research and research leadership assessed by reference to
national levels of excellence and international recognition. This includes both individual and collaborative contributions

to research, as well as contributions to institutional research culture.
There are two criteria and outstanding achievement is normally required in both:

CRITERION 1: Consistently conducts rigorous research addressing significant questions, contributing new
ideas and advancing the boundaries of the field whilst ensuring the highest standards of research integrity
are promoted and maintained.

Examples of indicators of excellence and impact

A substantial portfolio of high quality research outputs * Invited to present work at major national and
that are internationally recognised in terms of their international conferences and institutions
originality, significance and rigour. The University

acknowledges that the intellectual content of a paper is

much more important than publication metrics or the

identity of the journal in which it was published

Contributes to the advancement of knowledge in their

research discipline

* Produces research outputs that have an impact, for
example in the REF

* A track record of winning competitive research funding
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CRITERION 2: Contributes to high-quality research leadership and supports an inclusive and productive
research culture.

Examples of indicators of excellence and impact

» Makes a significant contribution to collaborative * Participation in high-quality public, industrial and/
research projects or policy engagement activities linked to research
» Contributes to organisation of major research  Edits major academic journals

conferences and seminar programmes * Promotes collaboration and develops cross-

disciplinary research activities

2.3 Criteria for the assessment of teaching and researcher development: all applicants

All applicants are required to show that they have made an effective contribution towards the University’s goal of
providing high-quality research-led teaching to undergraduate and postgraduate students and/or fostering the professional
development of research students and early career research staff. It is recognised that applicants may contribute in
different ways at different points in their career and that effective contributions may differ between disciplines.
Contributions will be assessed in the context of the relevant Department/Faculty’s expectations, including the local
workload model where applicable. In its guidance, each Department/Faculty should indicate the balance of expectation
as between teaching (undergraduate/postgraduate) and researcher (PhD/Postdoc) development.

An effective contribution must be shown by reference to all or some of the following criteria:

CRITERION 1: Consistently delivers excellent teaching that benefits from and engages with Cambridge’s
research-rich environment and is intellectually challenging

Examples of indicators of excellence and impact

» Designs and develops new programmes Successfully introduces innovative teaching/

» Leads/makes a significant contribution to internal assessment methods or significant contribution to
teaching reviews their enhancement

* Demonstrates breadth of knowledge and teaches * Publishes major textbooks/e-learning materials
effectively beyond immediate research area adopted in courses internal or external to the

University

Receives prizes for teaching

National or global press coverage of the

* Undertakes examination/acts as a course examiner A : . R
candidate’s educational ideas or activities

Provides educational leadership and organisation

including curriculum development and learning design » Holding an educational leadership position within

a professional body

» Receives excellent student feedback

» Demonstrates sophisticated, reflexive approach to
teaching and supporting learning which enables
students to develop subject knowledge and
capabilities

CRITERION 2: Consistently delivers high-quality research supervision that is intellectually challenging and
supportive

Examples of indicators of excellence and impact

» Consistently high research student completion rates * Provides inclusive leadership and delivers

» Award of prizes and honours for researcher development excellence through the performance of others

« Consistently receives positive feedback from research * Creates a positive workmg environment apd acts
students as a role model in promoting the University’s

values relating to mutual respect

» Contributes significantly towards recruiting and
winning support for research students

» Recognises and nurtures talent and demonstrates
consistent engagement with researcher training
and development processes
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CRITERION 3: Consistently ensures that early-career researchers receive excellent opportunities to develop
their potential and prepare them for future success

Examples of indicators of excellence and impact

« Consistently receives positive feedback from * Provides inclusive leadership and delivers
postdoctoral researchers excellence through the performance of others

» Enables and encourages early-career researchers to * Creates a positive working environment and acts
develop independent research lines and/or pursue as a role model in promoting the University’s
independent publications or funding applications values relating to mutual respect

» Mentors or coaches early-career researchers in other » Recognises and nurtures talent and demonstrates
groups or departments consistent engagement with researcher training

and development processes

* Helps early-career researchers to be creative about
their futures and takes active steps to support
career pathways both in and beyond academia

2.4 Criteria for the assessment of service to the University and to the academic community

All applicants are required to show an effective service contribution. University members are expected to demonstrate
and promote collegiality by nurturing a culture of mutual respect. The University recognises that individuals may
contribute in different ways at different times and that as individuals become more senior they may be asked to take on
more commitments that are external to the University. Nevertheless the University normally expects applicants to
demonstrate a significant degree of service contribution that is internal to the University.

CRITERION: Consistently makes an effective contribution of service to the University and to the academic
community beyond the University. Promotes collegiality and engenders a culture of mutual respect.

Examples of indicators of excellence and impact

* Departmental/Faculty/University academic leadership roles ¢ Contributes to leadership, administration and

« Sits on Departmental/Faculty University committees student support within Colleges

and bodies « Significant and sustained contribution to widening
» Provides active mentoring and support for colleagues participation activity
» Promotes and demonstrates effective use of the Staff * Engages significantly in peer review activity

Review and Development Scheme

Significant and sustained contributions to equality,
diversity and inclusion activities

Advises government and parliamentary bodies
Sits on public review bodies
Significant and sustained contributions to fostering

* Creates a positive working environment and acts as a strategic partnerships (e.g. industry, trusts and
role model in promoting the University’s values relating foundations, philanthropic donors)
to mutual respect » Supports the work of other HEISs (e.g. significant
* Promotes cross-disciplinary collaboration and external examining; participation in research/
knowledge sharing teaching and learning reviews)

The promotion procedure

1. Eligibility

An applicant would normally be expected to have been in post at the current level for at least 12 months before s/he
applies for promotion. Exceptionally, this period may be waived where the officer is considered ready for promotion to

the relevant office by the Head of Institute. Any exceptions will require approval from the Faculty Committee, and
supported by the School Committee.

2. Submission of applications

Applicants are responsible for preparing and submitting their application to the Secretary of the Faculty Committee for
the institution to which their office or post is assigned by the deadline specified in the timetable for the Academic Career
Pathways exercise.

3. Roles and responsibilities
Applicant
Potential applicants are expected to seek advice from the Head of Department/Faculty before deciding whether to apply.

Applicants should complete the relevant document providing evidence that they meet the promotion excellence criteria
relating to the Office for which they are applying, and should be encouraged to provide examples and evidence in their
application of any contribution they feel would support their case for promotion against the excellence criteria.

This document should be submitted to the Secretary of the relevant Faculty Committee by the stated deadline for the
Academic Career Pathways exercise.



15 May 2019 CAMBRIDGE UNIVERSITY REPORTER 570

Head of Department/Faculty

Heads of Departments/Faculty, with the assistance of appropriate senior colleagues if necessary, should ensure that
they review the contributions of all their eligible staff, so that all cases that meet the promotion criteria are brought
forward for consideration. The decision on whether to apply for promotion will ultimately sit with the individual,
however Heads of Department/Faculty should encourage applications from individuals that meet the criteria and
discuss any perceived barriers that may be preventing an individual from applying. This will ensure any contextual
factors that may have been overlooked are considered and promote equal opportunities for all staff members including
those in underrepresented groups.

The Staff Review and Development Scheme, whilst remaining a separate and independent mechanism for reviewing
personal contribution and facilitating development, could be used to discuss career aspirations, assess an individual’s
readiness for progression, and inform this process.

The University recognises the benefits of mentoring in supporting an individual’s personal and professional
development. Mentoring is an essential part of development and should be considered beyond probation, at each key
stage in an individual’s career. Individuals are encouraged to engage in mentoring throughout their career at Cambridge.
Heads of Department/Faculty should ensure that appropriate mentoring opportunities are available and help facilitate
this process to support career development and progression. Further information on Mentoring can be found at: https://
www.ppd.admin.cam.ac.uk/professional-development/mentoring-university-cambridge

The Head of Department/Faculty should complete the relevant document explaining whether they support the
application and the reasons for their decision, returning the completed form to the Faculty Committee Secretary in time
for the meeting.

Faculty Committee

After the deadline for applications, the Secretary of the Faculty Committee will circulate a summary list of applicants
and the full application documentation to all committee members.

The Chair, supported by the Secretary, and seeking the advice from the members of Committee by circulation as
appropriate, will decide in each case who should provide the Head of Department statement and the internal and
external referees.

The Faculty Committee at its meeting will consider all the documentation for each application and agree collectively
the evaluation and scores against each of the assessment criteria documenting in each case whether the application for
promotion is supported and the reasons for its decision.

The Committee should then rank the applicants in a list according to the strength of their applications.

School Committee

The School Committee will check that applicants have been consistently assessed across the Faculty Committees,
clearly indicating in its minutes for each application any changes from the Faculty Committee evaluations and the
reasons, as well as whether the application for promotion is supported.

4. Outcomes

Applicants are advised of the outcome of their application by their Head of Department/Faculty once the ACP exercise is
concluded. Template documentation and guidance will be provided.

5. Timetable

Applicants will be notified in writing of the outcome of their application by their Head of Department/Faculty after the
General Board meeting that considers ACP recommendations.

Unsuccessful applicants who wish to receive feedback should request this from their Head of Department by the deadline
set out in the timetable. Heads of Department/Faculty are responsible for communicating feedback in person to
unsuccessful applicants, if requested.

6. Exclusions

The University aims to be a leader in driving a culture of mutual respect and in promoting a positive working environment
for all in its community. High standards of conduct are therefore expected from all staff; particularly those in leadership
positions who are expected to role model these values. Formal sanctions may be taken into account when assessing the
applicant’s suitability for promotion; those with a live disciplinary warning on file may be excluded from applying for
promotion.
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ANNEX 2: Academic Probation and Career Progression up to University Senior Lecturer

Research and Teaching Academic Career Pathway
There are five levels for academic progression within the Research and Teaching Career Pathway as set out below.

University Lecturer (G9)

University Senior Lecturer (G9)

University Senior Lecturer (G10)

It is important to emphasise that there is no expectation of step-by-step progression through every level of the Pathway.
For example, a University Senior Lecturer (G9) can apply directly to the Readership level and a University Lecturer (G9)
can apply directly to the University Senior Lecturer (G10) level.

Academic Probation and Career Progression up to University Senior Lecturer

This paper sets out the proposals for the Probationary Arrangements for Academic Offices and Career Progression up to
University Senior Lecturer (Grade 10).

Through these proposals, the University seeks to address a number of concerns which were highlighted following a
review of the University’s current Senior Academic Promotions (SAP) arrangements in 2016. Principally, many
considered the promotions system to be opaque and unduly complex. This was largely due to a perceived lack of
transparency in the evaluative criteria for promotion; it was unclear what the requirements were for progression and how
performance should be evaluated. More specifically in relation to senior lectureships, it was apparent that there was no
common understanding of the role of the University Senior Lecturer (USL), which led to distinct differences in how
progression at that level was interpreted, particularly between those in the sciences and the arts. The University also had
to be responsive to the introduction of the Teaching Excellence Framework (TEF) which placed greater emphasis on
teaching. This meant a review of the weighting of the criteria was required to ensure appropriate recognition was given
to teaching.

1. Probation statement

The mission of the University of Cambridge is to contribute to society through the pursuit of education, learning and
research at the highest international levels of excellence.

We are committed to providing a supportive environment to enable individuals to take ownership of their development
and build a successful career at Cambridge. The University strives for the highest international levels of excellence and
has achieved its success through the diversity of its staff and student community. We aim to be a leader in fostering
equality and inclusion, and in promoting collegiality by nurturing a culture of mutual respect and a sense of belonging for
all within our community.

Confirmation of appointment at the end of academic probation is regarded as an important career milestone. The
University considers this step a fundamental test of capability to perform the duties of the office and an indicator of
potential for future success. We are committed to providing personal and professional development opportunities and
advice to support and enable staff to achieve the expected standards of excellence, and build a successful career at
Cambridge.

2. Probation criteria — University Lecturer (Grade 9)

Cambridge academics are required to meet the highest international standards of excellence for confirmation of
appointment at the end of probation. There must be strong evidence of consistent and sustained, satisfactory performance
of duties, and a clear indication of an upward trajectory during the probationary period. All staff are expected to share the
University’s values in promoting collegiality, mutual respect and demonstrate contribution to the community. Research
integrity is also considered paramount in maintaining the University’s international standing and reputation; staff are
therefore expected to maintain and uphold these principles at all times.

The new assessment criteria are aligned with those set out for promotion to Reader and Professor in the Academic Career
Pathway (ACP) scheme as follows:

Performance is assessed by reference to research, teaching and/or researcher development, service to the University
and to the academic community. There must be no doubt that the probationer has been performing to all the relevant
criteria and meets the expected standards of excellence in their performance and contribution within the Cambridge
context. Where relevant College teaching should also be taken into account.
To ensure transparency, all Departments/Faculties are expected to adopt and publish a protocol setting out what is
expected of probationers under each of the performance criteria. The University recognises that there may be differences
in the way probation criteria are set across the various Departments/Faculties. It is therefore important that each
Department/Faculty is responsible for determining the appropriate practice within their respective area, taking into
account the context and the relevant disciplinary norms.
To ensure parity of standards and expectations, these protocols must be approved by School Councils prior to adoption.
Probation protocols must be regularly reviewed and updated, as necessary, to ensure they are still relevant and remain fit
for purpose.



15 May 2019 CAMBRIDGE UNIVERSITY REPORTER 572

3. Academic progression (from University Lecturer up to University Senior Lecturer)

University Senior
Lecturer

(G9 Tenured)

University Senior
Lecturer

(G10)

University Lecturer
(G3 Probationer)

University Lecturers are appointed at Grade 9.

The probationary period is five years unless the Head of Institution makes a case to the relevant School Committee for
the requirement to be reduced (to a period of not less than three years) or to be waived, for example where the officer has
held a senior academic position at another university and has already acquired relevant skills and experience.
Exceptionally, the probationary period may be extended where a new officer has not had sufficient time to demonstrate
her/his suitability due to factors beyond her/his control, for example because of long leave of absence taken on account
of illness or family commitments (including maternity leave). Heads of Institutions must consult their HR Business
Manager at an early stage to discuss any proposed extensions.

A University Lecturer who has met the probationary requirements shall have their tenure confirmed and the title of University
Senior Lecturer will be awarded in recognition of this achievement. There will be no change in grade or salary associated
with this new title. Annual incremental progression through the service points of the Grade 9 salary scale will continue.

The title of University Senior Lecturer will be awarded to all existing University Lecturers who have passed probation
when the ACP Scheme, including this process, is implemented.

It was suggested to introduce the title of University Principal Lecturer to be awarded to existing University Senior
Lecturers in recognition of their previous achievement and status. The intention was also to use this title going forward
to provide recognition to University Senior Lecturers who progress from Grade 9 to Grade 10.

The Principal level is well established within the Research career track at Cambridge. It was therefore considered an
appropriate step to align Academic titles with current Research titles within the University as part of the broader ACP
reform. However, consultation indicates concern in some Departments/Faculties regarding the new University Principal
Lecturer title, and there is not a consensus for this to be introduced at this time. The proposal to establish the title of
University Principal Lecturer is therefore not to be taken forward at this time.

A University Lecturer would normally be expected to have been in post at their current level for at least 12 months before
applying to move up to a different level. Exceptionally, this settlement period may be waived where the officer is
considered ready for promotion to senior offices by the Head of Institution. Any exceptions will require approval from
the Faculty Committee, and be supported by the School Committee.

4. End of Probation/Confirmation of appointment process (progression from University Lecturer (Grade 9) to
University Senior Lecturer (Grade 9))

The relevant School Committee' (specified in the local protocol) will receive, evaluate and decide on probationary cases
presented by the relevant Head of Department/Faculty. All cases should be accompanied by a CV, the Head of Department/
Faculty case (using the template CV, the Head of Department’s supporting statement set out elsewhere under the ACP
Scheme) and both internal and external references as specified in the local protocol. The Head of Department/Faculty is
expected to provide supporting evidence in their statement of how the probationer has successfully met the standards
against the relevant performance excellence criteria.

The University Senior Lectureship is not only considered an important career step at the University, it also comes with
the award of tenure which offers job security until retirement; a significant benefit to the individual on confirmation of
appointment. Departments/Faculties should therefore ensure they have a robust protocol in place to manage the probation
process, undertake a rigorous assessment to evaluate an individual’s capability and potential long term contribution to the
community, and ensure the University’s high standards of excellence are maintained.

Confirmation of appointment leading to the award of the title of University Senior Lecturer is not assessed by reference
to a scoring scheme.

Full details regarding the Probationary Arrangements for Academic Offices are set out in Annex 4, including the process
to be followed where in exceptional circumstances the academic member of staff does not yet meet the standards at the
end of their probationary period.

5. University Senior Lecturer (Grade 9) progression to University Senior Lecturer (Grade 10)

This section sets out the core elements of the Progression Scheme for University Senior Lecturers (Grade 9) to progress
to University Senior Lecturers (Grade 10) within the ACP Scheme.

Progression to University Senior Lecturer (Grade 10) is intended to recognise and reward academic staff who are fulfilling
all the ACP criteria (research; teaching and/or researcher development; service to the University and to the academic
community) but who have a special focus on teaching. The University aims to achieve the highest international levels of
excellence and all applications will be assessed against this standard.

Progression to University Senior Lecturer (Grade 10) is determined by reference to a scoring scheme that is modelled on
the ACP scoring scheme for promotion to Reader/Professor but adapted to reflect the teaching focus of the USL (Grade 10).

! This may be the Selection Committee or an alternative School level committee as set out in the local protocol.
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A University Senior Lecturer (Grade 10) remains on the Academic Career Pathway and thus eligible to apply for further
progression. It is recognised that the balance between research, teaching and/or researcher development and service can
shift in different directions over the course of an individual’s career and the Pathway has the flexibility to accommodate
this. The weighting for teaching and/or researcher development at Reader and Professor levels reflects the University’s
expectation that all UTOs will make a significant contribution.

The maximum scores are as follows:

Teaching and/or Researcher Development ~ 50/100
Service 30/100
Research 20/100

A case may be made to transfer 10 points from Service to Teaching and/or Researcher Development or Research.

Each application will be considered and assessed on its own merit against the relevant criteria for the level, taking into
equal account evidence of both inputs and outputs. Assessment against the progression/promotion criteria requires the
exercise of good judgement and balance by the relevant committees, but the decisions can be robustly informed by
objective evidence. Committees should be mindful of the existence of unconscious biases — both in themselves and others
—and consider how these biases might impact how assessments are made and how they affect objective decision-making.
A way to mitigate this is for committee members to constructively challenge any potential implicit or explicit biases they
observe in the assessment process whether in themselves or others to ensure fairness and promote inclusion.

Whilst it is important to ensure a fair and consistent approach is taken to evaluating excellence, we recognise that certain
metrics, such as student feedback and bibliometrics, have their limitations. Progression/promotion committees should
therefore be mindful of the shortfalls associated with applying these metrics (such as low participation levels and/ or
gender bias) and apply judgement when making their assessment.

Examples of evidence to support the criteria are provided here. Note that these examples are suggestive in nature and
non-exhaustive; not all the indicators will be relevant to all applicants.

Each Department/Faculty, with approval from the School, should tailor the indicators of excellence to ensure they are
relevant within the local context. This includes stating the institutional expectations with regard to the balance between
teaching and/or researcher development required for progression.

Criteria for the assessment of teaching and researcher development

An applicant seeking progression to University Senior Lecturer (Grade 10) is required to show consistent and sustained
excellence in providing high-quality undergraduate and postgraduate education that benefits from and engages with
Cambridge s research-rich environment and/or nurturing the professional and personal development of research students
and early-career research staff. It is recognised that effective contributions may differ between disciplines and that an
applicant’s contribution is therefore to be assessed in the context of their Department/Faculty’s expectations, including
the local workload model where applicable. Sustained excellence must be shown by reference to all or some of the
following criteria:

CRITERION 1: Consistently delivers excellent teaching that benefits from and engages with Cambridge’s
research-rich environment and is intellectually challenging

Examples of indicators of excellence and impact

» Designs and develops new programmes  Successfully introduces innovative teaching/
« Contributes to internal teaching reviews assessment methods or significant contribution to

* Undertakes examination/acts as a course examiner their enhancement

* Publishes materials adopted in courses internal or

» Provides educational leadership and organisation, . .
external to the University

including curriculum development and learning design -
» National or global press coverage of the

* Demonstrates sophisticated, reflexive approach to . ! . s
P PP candidate’s educational ideas or activities

teaching and supporting learning which enables i
students to develop subject knowledge and capabilities * Receives excellent student feedback

CRITERION 2: Consistently delivers excellent research supervision that is engaging, intellectually
challenging and supportive

Examples of indicators of excellence and impact

 Supervises research students effectively * Provides inclusive leadership and delivers
 Consistently receives positive feedback from research excellence through the performance of others
students * Creates a positive working environment and acts

as a role model in promoting the University’s
values relating to mutual respect

* Contributes significantly towards recruiting and
winning support for research students

» Recognises and nurtures talent and engages with
researcher training and development processes
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CRITERION 3: Consistently ensures that early-career researchers receive excellent opportunities to develop
their potential and prepare them for future success

Examples of indicators of excellence and impact

« Consistently receives positive feedback from * Provides inclusive leadership and delivers
postdoctoral researchers excellence through the performance of others
* Creates a positive working environment and acts
as a role model in promoting the University’s
values relating to mutual respect
» Recognises and nurtures talent and engages with
researcher training and development processes

Criteria for the assessment of service to the University and to the academic community

An applicant is required to show an effective service contribution. University members are expected to demonstrate and
promote collegiality by nurturing a culture of mutual respect. The University recognises that people may contribute in
different ways at different times and that as individuals become more senior they may be asked to take on more
commitments that are external to the University. Nevertheless the University normally expects applicants to demonstrate
some degree of service contribution that is internal to the University.

CRITERION: Consistently makes an effective contribution of service to the University and to the academic
community beyond the University. Promotes collegiality and engenders a culture of mutual respect.

Examples of indicators of excellence and impact

» Departmental/Faculty/University academic leadership roles  * Contributes to leadership, administration and

» Sits on Departmental/Faculty University committees student support within Colleges

and bodies « Significant and sustained contribution to widening
* Provides active mentoring and support for colleagues participation activity
« Promotes and demonstrates effective use of the Staff * Engages significantly in peer review activity

Review and Development Scheme Advises government and parliamentary bodies

Significant and sustained contributions to equality, « Sits on public review bodies
diversity and inclusion activities

Significant and sustained contributions to fostering

» Creates a positive working environment and acts as a strategic partnerships (e.g. industry, trusts and
role model in promoting the University’s values relating foundations, philanthropic donors)
to mutual respect * Supports the work of other HEIs (e.g. significant
* Promotes cross-disciplinary collaboration and external examining; participation in research/
knowledge sharing teaching and learning reviews)

Criteria for the assessment of research

An applicant is required to demonstrate achievement in research assessed by reference to national levels of excellence.
This may include individual and/or collaborative contributions to research.

CRITERION 1: Consistently conducts rigorous research addressing significant questions, contributing new
ideas and advancing the boundaries of the field whilst ensuring the highest standards of research integrity
are promoted and maintained.

Examples of indicators of excellence and impact

« A portfolio of high quality research outputs that are « Invitations to join research consortia
nationally recognised as excellent. The University
acknowledges that the intellectual content of a paper is
much more important than publication metrics or the
identity of the journal in which it was published

« Invitations to present work externally

Process: please see Contribution Reward Scheme for University Senior Lecturers (Annex 3).

6. Appointment as University Senior Lecturers (Grade 10)

The option to make an appointment at University Senior Lecturer (G10) level will be retained. This must be decided at
the permission to fill stage, in line with the relevant School office process and RMC processes.?

The probation process for University Lecturers applies also to persons appointed as University Senior Lecturer (G10).

2 https://www.prao.admin.cam.ac.uk/resource-allocation
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7. Additional contribution increments for University Senior Lecturers (G10)

The option for a University Senior Lecturer (G10) to apply for contribution increments above the service points is
retained. The assessment of contribution should be clearly related to the institution’s strategic plans and should recognise
achievement in teaching and general service which is likely to contribute to the future academic success of the University.

Please see Contribution Reward Scheme for University Senior Lecturers (Annex 3) for detail.

8. Exclusions

The University aims to be a leader in driving a culture of mutual respect and in promoting a positive working environment
for all in its community. High standards of conduct are therefore expected from all staff; particularly those in leadership
positions who are expected to role model these values. Formal sanctions may be taken into account when assessing the
applicant’s suitability for promotion; those with a live disciplinary warning on file may be excluded from applying for
promotion.

9. Further career progression of teaching-focused staff

The University is committed to making further progress on staff recognition and award for teaching (Priorities Framework).
The Contribution Reward Scheme for progression to University Senior Lecturer (G10) and for additional contribution
increments above the Grade 10 service points that is set out in this set of papers provides some progression for teaching-
focused staff but it is recognised that more needs to be done, including consideration of expanded opportunities for
promotion to senior offices within the ACP framework. A separate group has been formed to take forward this work.

10. Further career progression of research-focused and clinical staff
The University is equally committed to making further progress on its review of the Research Career Pathway. A group
has been formed to determine the promotion excellence criteria for research staff and take this work forward.

The University also intends to establish a Clinical Excellence strand, which will be subject to a separate consultation.
Further details will be provided once the work is this area is underway.

ANNEX 3: Contribution Reward Scheme for University Senior Lecturer

Introduction

The University is committed to motivating and rewarding staff to perform at their best every day. We aim to provide far and
transparent career and reward progression schemes that balance the needs of the University whilst enabling individuals to
meet their full potential, and achieve the expected standards of excellence through high levels of contribution and service.

Career Progression

The University provides five levels of progression for academics within the Research and Teaching Academic Career
Pathway:

University Lecturer (G9)

University Senior Lecturer (G9)

University Senior Lecturer (G10)

It is important to emphasise that there is no expectation of step-by-step progression through every level of the Pathway.
For example, a University Senior Lecturer (G9) can apply directly to the Readership level and a University Lecturer (G9)
can apply directly to the University Senior Lecturer (G10) level.

Key principles
Cambridge academics are expected to drive and take accountability for their own development and career progression.
Heads of Department/Faculty also play an essential role in supporting personal and professional development, and are
responsible for providing advice and guidance to enable individuals to be successful at Cambridge and realise their career
aspirations.
To promote and ensure fairness and transparency, it is essential that the following principles are applied throughout the
process:

»  Fairness and declaration of interest

*  Equal opportunity

»  Consideration and allowance for contextual factors

*  Confidentiality and data protection legislation

*  Procedural adjustments and interpretation of guidance

Each application will be considered and assessed on its own merit against the relevant criteria for the level, taking into
equal account evidence of both inputs and outputs. Assessment against the progression/promotion criteria requires the
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exercise of good judgement and balance by the relevant committees, but the decisions can be robustly informed by
objective evidence. Committees should be mindful of the existence of unconscious biases — both in themselves and others
— and consider how these biases might impact how assessments are made and how they affect objective decision-making.
A way to mitigate this is for committee members to constructively challenge any potential implicit or explicit biases they
observe in the assessment process whether in themselves or others to ensure fairness and promote inclusion.

Whilst it is important to ensure a fair and consistent approach is taken to evaluating excellence, we recognise that certain
metrics, such as student feedback and bibliometrics, have their limitations. Progression/promotion committees should
therefore be mindful of the shortfalls associated with applying these metrics (such as low participation levels and/ or
gender bias) and apply judgement when making their assessment.

Progression and Contribution Reward Schemes

The academic reward structure remains unchanged. The table below sets out the current salary progression for academics
within the Research and Teaching Career Pathway:
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Contribution Reward Schemes up to University Senior Lecturer

The following Contribution Reward Schemes are provided to recognise and reward outstanding academic contribution
and service up to University Senior Lecturer:

Contribution Reward Schemes

(UL, USL (Grade 9) and USL (Grade 10))

SCHEME A
Enables career progression up to University Senior Lecturer

SCHEME B

Contribution increments scheme for University Senior Lecturers at
the top of Grade 10

Please note that Contribution Reward Schemes A and B will not apply to clinical academics who will remain on their
current clinical award scheme which will be subject to NHS consultant salary progression pay rules.

[ SCHEME A ]

Principles
This scheme provides for University Senior Lecturers on Grade 9 (i.e. University Lecturers awarded this title on passing
probation) to progress to University Senior Lecturer on Grade 10.

The assessment of contribution made by the University Senior Lecturer (Grade 9) will be based on the evidence provided
that supports achievement of the excellence criteria for a University Senior Lecturer on Grade 10.

Please see Academic Probation and Career Progression up to University Senior Lecturer (Annex 2) for detail.
Eligibility

A University Lecturer/University Senior Lecturer at Grade 9 would normally be expected to have been in post for at least
12 months before s/he is eligible to apply for progression to Grade 10. Exceptionally, this period may be waived where
the officer is considered ready for promotion by the Head of Institute. Any exceptions will require approval from the
Faculty Committee, and support from the School Committee.

Criteria

Progression to Grade 10 will be approved for those applicants who can demonstrate achievement of the excellence
criteria for a University Senior Lecturer on Grade 10.

Contribution Reward

Successful applicants under the progression scheme from Grade 9 to Grade 10 will be placed on the first scale point of
Grade 10 (point 59).

[ SCHEME B ]

Principles
This scheme provides for contribution increments to be awarded to University Senior Lecturers at the top of Grade 10 for
significant and sustained contributions other than through research.

The assessment of contribution by the University Senior Lecturer should be clearly related to the institution’s strategic
plans and should recognise the University Senior Lecturer’s achievement in teaching and general service to the community
which is likely to contribute to the future academic success of the University.

Eligibility
Only University Senior Lecturers who are paid at the top of the service points (Grade 10, point 61) are eligible for
consideration. For holders of unestablished posts whose contract of employment specify the title ‘Senior Lecturer’ at

Grade 10, the same eligibility criteria apply providing the Head of Institution confirms that non-UEF funding can be
identified to meet the gross cost of the increment at least to the end of the University Senior lecturer’s current contract.

Criteria

Contribution increments may be awarded to applicants who meet the following criteria:

*  Outstanding and sustained excellence in teaching, and
e Outstanding and sustained service and contributions to the University and the academic community beyond the
University.
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Applicants are also expected to demonstrate the University’s values of collegiality and mutual respect, and role model
these positive standards. Evidence that they meet the above criteria should be provided, with reference to the Teaching
and General Service criteria for University Senior Lecturers.

The Head of Department/Faculty is expected to comment and provide evidence in their statement of how the applicant
has achieved these criteria. Most successful proposals will result in the award of one contribution increment. Exceptional
cases would need to be made for the award of two increments (up to point 63).

Contribution Reward

If a candidate is successful, this level of contribution then becomes the normal expectation for that University Senior
Lecturer. Therefore, the same evidence will not attract additional contribution rewards in future.

It would not normally be expected that an application for increments from the same University Senior Lecturer Grade 10
candidate is made in two successive Contribution Reward Scheme exercises. However, if one increment has been
awarded in a previous exercise, an application can be made for an additional increment in a subsequent CRS exercise.

[ GENERAL ]

Submission of applications

Applicants are responsible for preparing and submitting their application to the Secretary of the Faculty Committee for
the institution to which their office or post is assigned by the deadline specified in the timetable for the Academic Career
Pathways exercise.

Procedure

1. Roles and responsibilities
Applicant
Potential applicants are expected to seek advice from the Head of Department/Faculty before deciding whether to
apply.
Applicants should complete the relevant document either providing evidence that they meet the Grade 10 excellence
criteria (Scheme A) or of their sustained excellence in teaching, and sustained general and/or administrative
contributions and service in support of their institution’s academic priorities (Scheme B). Applicants should be
encouraged to provide examples and evidence in their application of any contribution they feel would support their
case for promotion against the excellence criteria.
This document should be submitted to the Secretary of the relevant Faculty Committee by the stated deadline for the
Academic Career Pathways exercise.

Head of Department/Faculty

Heads of Department/Faculty, with the assistance of appropriate senior colleagues if necessary, should ensure that they
review the contributions of all their eligible University Senior Lecturers, so that all cases that meet the criteria are
brought forward for consideration. The decision on whether to submit an application will ultimately sit with the
individual, however Heads of Departments/Faculty should encourage applications from individuals that meet the
criteria and discuss any perceived barriers that may be preventing an individual from applying. This will ensure any
contextual factors that may have been overlooked are considered and promote equal opportunities for all staff members
including those in underrepresented groups.

The Staff Review and Development Scheme, whilst remaining a separate and independent mechanism for reviewing
personal contribution and to facilitate development, could be used to discuss career aspirations, assess an individual’s
readiness for progression, and inform this process. It is essential that these types of discussions are taking place on a
regular and ongoing basis throughout the course of an individual’s career. Heads of Departments are strongly
encouraged to undertake performance appraisals with staff periodically as part of the Staff Review and Development
Scheme, and it is recommended that the appraisal undertaken in the last 12 months are used to support the promotions
process.

The University recognises the benefits of mentoring in supporting an individual’s personal and professional
development. Mentoring is an essential part of development and should be considered beyond probation, at key stages
of an individual’s career. Individuals are encouraged to engage in mentoring throughout their career at Cambridge.
Heads of Departments/Faculty should ensure that appropriate mentoring opportunities are available and help facilitate
this process to support career development and progression. Further information on Mentoring can be found at: https://
www.ppd.admin.cam.ac.uk/professional-development/mentoring-university-cambridge

The Head of Department/Faculty should complete the relevant document explaining whether they support the
application and the reasons for their decision, returning the completed form to the Faculty Committee Secretary in time
for the meeting.

Where there is more than one applicant from the Institution, supported applications should be ranked in priority order
and an explanation provided to ensure a fair and consistent approach has been undertaken in determining the priority
order.
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Faculty Committee

After the deadline for applications, the Secretary of the Faculty Committee will circulate a summary list of applicants
and the full application documentation to all committee members.

The Chair, supported by the Secretary, and seeking the advice from the members of Committee by circulation as
appropriate, will decide in each case who should provide the Head of Department statement (by completing the relevant
document) and the name of an internal referee. The Faculty Committee procedure for Scheme A and Scheme B is as
follows:

The Faculty Committee at its meeting will consider all the documentation for each application and agree collectively
for Scheme A applicants the evaluation and scores against each of the assessment criteria documenting in each case
whether progression to Grade 10 is supported and the reasons for this decision. The Faculty Committee will also
consider all the documentation for Scheme B applicants, evaluate performance and determine scores against the
assessment criteria, documenting in each case whether the award of contribution increment(s) is supported and the
reasons for the decision.

The Committee should then rank the applicants in a list according to the strength of their applications.

School Committee

The School Committee will check that applicants have been consistently assessed across the Faculty Committees and
approve awards, clearly indicating in its minutes for each application any changes from the Faculty Committee
evaluations and the reasons, as well as whether the proposed award is supported.

2. Outcomes

Applicants are advised of the outcome of their application by their Head of Department/Faculty once the ACP exercise is
concluded. Template documentation and guidance will be provided.

3. Timetable

The timetable for this Scheme is the same as for the ACP exercise. Therefore, applicants will be notified in writing of the
outcome of their application by their Head of Department/Faculty after the General Board meeting that considers ACP
recommendations.

Unsuccessful applicants who wish to receive feedback should request this from their Head of Department by the deadline
set out in the timetable. Heads of Department/Faculty are responsible for communicating feedback in person to
unsuccessful applicants, if requested.

4. Exclusions

The University aims to be a leader in driving a culture of mutual respect and in promoting a positive working environment
for all in its community. High standards of conduct are therefore expected from all staff; particularly those in leadership
positions who are expected to role model these values. Formal sanctions may be taken into account when assessing
applications for increased reward; those with a live disciplinary warning on file may be excluded from applying for
contribution increments.

ANNEX 4: Probationary arrangements for academic officers

The probationary scheme set out in this guidance applies with immediate effect to all non-clinical academic offices and
analogous unestablished posts below the level of Reader. The guidance is adapted from the Report of the General Board
on the probationary arrangements for academic officers and comparable unestablished posts (Reporter, 5941, 2003-04,
p- 206), where additional background information may be found.

Documentation on the probation scheme for academic staff

1. To whom does this scheme apply?

1.1 This scheme applies to all non-clinical academic appointments and comparable unestablished posts on permanent
or fixed-term contracts below Readership level. The probation scheme is not applicable to Professorships and Readerships
as appointment to these offices should only be made in cases where candidates have already achieved international
recognition in respect of their academic achievement and contribution. It does not apply to contract research staff for
whom there is a separate scheme.!

1.2 For the purpose of the scheme an academic post is one that is listed in Special Ordinances under Statute C,
Schedule C (i) 1 (Statutes and Ordinances, p. 72). An unestablished post is defined as academic by analogy with a
comparable University office.

1.3 In relation to existing staff, depending on individual circumstances, it may be possible to offer the possibility of
opting in to the scheme. Where members of staff are not willing to opt in to the probation scheme, the arrangement
obtaining prior to its introduction will continue to apply.

1.4 Where doubt arises as to whether the scheme applies in a particular case and cannot be resolved by the Director or
Assistant Director of Human Resources, the matter will be decided by the Chair of the Human Resources Committee on
behalf of the General Board or, if circumstances require it, by the General Board on the advice of the Human Resources
Committee.

! https://www.hr.admin.cam.ac.uk/policies-procedures/probationary-arrangements/probationary-arrangements-contract-research-staff’
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2. What is probation?

2.1 Probation is the period of the appointment of a new member of staff during which the probationer will demonstrate
their suitability for the role in which s/he has been appointed. It also provides an opportunity for the Heads of Institute or
person nominated by her/him to assess an individual’s capability to undertake the duties of the role and provide appropriate
guidance and support to enable the individual to become an effective member of the academic community, and succeed
at the University.

2.2 The University is committed to providing a supportive environment that will enable individuals to reach their full
potential through personal and professional development. The duties of an academic officer involve research and teaching
and/or researcher development. It is also expected that all academic officers will demonstrate service to the University
and to the academic community, and promote the University’s values of collegiality and mutual respect.

2.3 Confirmation of appointment at the end of academic probation is regarded as an important career milestone. The
University considers this step a fundamental test of capability to perform the duties of the office and an indicator of
potential for future success. Clear evidence of consistent, satisfactory performance of duties and adherence to the
University’s expected standards of conduct during the probationary period is therefore expected if an appointment is to
be confirmed upon completion (see 4.6.1-4.7.2 below).

2.4 The probationer should receive an induction to help them settle into the working environment. They should also
be given guidance regarding the objectives of their institution and its academic activities so that they understand the
expected standards of excellence required to build a successful career at Cambridge. This will involve enabling the
probationer to develop skills in teaching, examining, and research so that they are able to contribute to the general work
of the institution.

2.5 Instances of misconduct, rather than lack of capability, will be dealt with separately in accordance with the relevant
disciplinary procedures and not under the probation scheme, although any disciplinary warnings may be taken into
account when assessing the probationer’s overall suitability for a role under the probation procedure.

2.6 It is essential that the requirements of the probation scheme be observed throughout the process. The Head of
Institution should be aware that the termination of an appointment at the end of probation is a dismissal in law and that in all
cases the University must be able to demonstrate that the probationary procedure has been conducted properly and fairly.

3. How long is the probationary period?
Length of probationary periods

3.1 The probationary period for the holder of a University academic office or post will be five years unless the Head
of Institution makes a case to the Selection Committee or relevant School level Committee? for the requirement to be
reduced (to a period of not less than three years) or the Head of Institution, on recommendation of the Selection Committee
decides that it should be waived where the officer has held a senior academic position at another university and has
already acquired relevant skills and experience. For extensions of the probationary period beyond five years in exceptional
circumstances, see below.

3.2 Confirmation (or non-confirmation) of tenure by the Selection Committee must occur, if possible, not less than
nine months before the end of the five-year period. In cases where the Head of Institution is clear that there is sufficient
evidence, s/he may recommend to the relevant School Committee confirmation of an appointment before the end of the
five-year period but not less than three years into the probationary period.

3.3 Exceptionally, the probationary period may be extended where a new officer has not had sufficient time to
demonstrate her/his suitability due to factors beyond her/his control, for example because of long leave of absence taken
on account of illness or family commitments (see below). Normally such extension will be for no longer than one year.
With regard to extension (and also dismissal), Heads of Institutions must consult their HR Business Manager at an early
stage (see below).

3.4 Note that the Selection Committee as constituted under Special Ordinance C (x): Selection Committees (Special
Ordinance under Statute C XIII 2) (Statutes and Ordinances, p. 89) is the body specified in Statutes and Ordinances as
having authority for making an appointment or reappointment of established academic officers (other than Professors).
Special Ordinance C (x) sets out the general provisions on Selection Committees. Specific appointing arrangements for
particular offices are set out in separate chapters under Statute C (Statutes and Ordinances, p. 16). Please see in particular
the provisions for appointment of University Senior Lecturers and Lecturers set out in Special Ordinance C (ix):
University Senior Lecturers and Lecturers (Special Ordinance under Statute C XIII 2) (Statutes and Ordinances, p. 88)
and in Special Regulations for University Officers, Ordinances, Chapter XI (Statutes and Ordinances, p. 695). The
Selection Committee has the power to confirm tenure, extend it in exceptional circumstances, or dismiss, without having
to seek a direction from the General Board.

Academic staff on fixed term contracts

3.5.1 The probation scheme also applies to holders of University offices which have been established for a fixed term
e.g. some Assistant Directors of Research. The General Board’s policy dictates that such offices may be established for
periods of not less than five years. If an office is established for five years or longer and there is a prospect of the office
being established for a further period, the confirmation, or non-confirmation of appointment, will be in relation to the
period for which the office is re-established. A decision on the outcome of probation may be made, if appropriate, after a
period of not less than three years.

2 This may be the Selection Committee or an alternative School level committee as set out in the local protocol.
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3.5.2 If there is no prospect of further funding to establish the office for a further period, advice in relation to the
termination of the appointment at the end of the period of establishment is available in the management guidance
Procedure for the Ending of Fixed Term Contracts.?

4. How will the Probation Scheme work in practice?

4.1 Ttis important that the duties relating to the job are made clear and are understood by the new officer at the outset.
Work of staff undergoing probation must be monitored to ensure that any problems that occur are discussed directly with
the probationer as and when they arise. The relevant leadership of the Department or Faculty must form an overall view
of the individual’s progress, commitment and general contribution to the work of the institution.

4.2 To ensure transparency, all Departments/Faculties are expected to adopt and publish a protocol setting out what is
expected of probationers under each of the performance criteria. To ensure parity of standards and expectations, these
protocols must be approved by School Councils prior to adoption. Probation protocols must be regularly reviewed and,
as necessary, updated on an annual basis or as appropriate to ensure they are still relevant and fit for purpose.

Advice and assistance

4.2.1 Probationary staff will each be assigned a mentor. A mentor will be an experienced senior colleague nominated
by the Head of Institution who is able to give advice and provide valuable links to the officer under probation. The mentor
will also provide support over the whole range of duties the probationer is expected to undertake, and be an individual
with whom the probationer can share problems and concerns in confidence. If requested by the probationer, an alternative
mentor may be agreed in discussion with the Head of Institution.

Academic staff development

4.3 The University places great emphasis on the development of its staff, wishes to encourage participation in
appropriate training and development activities, and offers a range of opportunities as part of the Development
Programme,* including an Introductory Seminar. The University has developed Pathways in Higher Education Practice
(PHEP)® for new teaching staff. Attendance is mandatory for new members of staff whose duties include teaching.

Meetings and preliminary assessment

4.4.1 Before the beginning of the probationer’s first teaching term the Head of Institution or person nominated by her/
him will hold a preliminary one-to-one meeting with the probationer to discuss the duties of the office, mutual expectations,
and the individual’s development needs. In addition to those core activities in which the University believes it is essential
that all new members of staff should participate, the Head of Institution or person nominated by her/him will identify in
consultation with the probationer any further essential requirements and note these on the record of progress form.

4.4.2 In the course of the probationary period, information as to progress will be gathered at appropriate intervals and
will normally include the views of senior colleagues on both teaching, research, and general contribution. Student
feedback and peer observation may also be taken into account.

4.4.3 The Head of Institution, or the person delegated to oversee the probationer, will meet with the probationer at
least once a year. A written record of progress will be completed and kept by both parties. Where concern arises about
aspects of an officer’s performance, more regular meetings (e.g. twice a year) should be held and a record kept (see also
4.6.6). The purpose of each meeting is to review the probationer’s progress under the general headings of teaching,
research, and, where appropriate, general contribution to the work of the institution and to provide an opportunity for the
individual to comment on the assessment. Form PD/PROB/R1 will be required for each year of probation and form PD/
PROB/AL for the final assessment.

Performance criteria

4.5.1 Cambridge academics are required to meet the highest international standards of excellence for confirmation of
appointment at the end of probation. There must be strong evidence of consistent and sustained, satisfactory performance
of duties, and a clear indication of an upward trajectory during the probationary period.

4.5.2 Performance will be assessed by reference to research; teaching and/or researcher development; service to the
University and to the academic community. This will include acting as a positive role model and promoting the
University’s values of mutual respect and a sense of belonging for all within the University community. There must be
no doubt that the probationer has been performing to all the relevant criteria and meets the expected standards of
excellence in their performance and contribution within the Cambridge context. Where relevant, College teaching should
also be taken into account.

4.5.3 Specific guidance on the evaluative criteria for University Lecturers can be found in the document Research and

Teaching Academic Career Pathway: Academic Probation and Career Progression up to University Senior Lecturer
(Annex 2).

Evidence of formal/final assessments

4.6.1 The responsibility for making the final overall assessment of the performance of the individual probationer and
the recommendation to the Selection Committee (see above) rests with the Head of Institution.

4.6.2 Consideration should be given to any special circumstances that may have resulted in a lack of opportunity for
a new officer to perform to her/his full potential on account of disability.

4.6.3 The Human Resources Division will remind Faculties, Departments, and other institutions each year of the
current position with regard to academic staff on probation and of the need to complete formal and final assessments.

3 https://www.hr.admin.cam.ac.uk/policies-procedures/ending-fixed-term-contracts
4 https://www.ppd.admin.cam.ac.uk/professional-development
> https://www.cctl.cam.ac.uk/phep
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4.6.4 The evidence on which formal and final assessments should be based is the record of assessment on the
probationary form PD/PROB/R1¢ and both internal and external references.

4.6.5 In the course of the third year of probation, there should be a formal assessment. An overall minimum of three
references should be sought of which at least one should be external, unless there is no duty to undertake research. The
probationer will nominate two referees. The Head of Institution may seek additional references if these are required.
Names of referees are not disclosable to the probationer for the purposes of this procedure. The Head of Institution may
decide at this stage, on the basis of the referees’ reports and the record of probation, to recommend to the Selection
Committee that the appointment be confirmed (see 4.7.1).

4.6.6 If a concern arises about the probationer’s research performance, the Head of Institution may wish to seek an
external reference sooner rather than later in order to be able to assess progress during the period leading up to the third
year formal assessment (see 4.4.3).

4.6.7 The final assessment may take place in the course of the third, fourth, or fifth year depending on the probationer’s
progress. The evidence should be the record of probation (PD/PROB/R1) and references. If it is decided that confirmation
of tenure in the third year of probation is premature, references should be updated and/or additional references sought for
the final assessment. The requirements set out in 4.6.5 relating to number of references will apply for the final assessment.

Decision and subsequent action

4.7.1 Where performance during probation has been satisfactory and suitability for the role is demonstrated, the Head
of Institution will make a positive recommendation for the confirmation of appointment to the Selection Committee.
Performance records, formal and final probation assessment records and references should be made available to the
Selection Committee, together with a CV and supporting statement by the Head of Institution .The Head of Department/
Faculty is expected to provide supporting evidence in their statement of how the probationer has met the required
standards against the relevant performance criteria.

4.7.2 On confirmation of appointment by the Selection Committee, a University Officer shall hold office, subject to
the provisions of the Schedule to Statute C (Statutes and Ordinances, p. 22) until the retiring age or until the end of her/
his tenure in the case of officers on fixed-term appointments, so long as s/he satisfactorily performs the duties of the office
and demonstrates their suitability for the role through adherence to the University’s expected standards of conduct and
demonstration of its values of collegiality and mutual respect. It will be for the Head of Institution to inform the member
of staff concerned that probation has been satisfactorily completed.

4.7.3 Where there have been concerns about the performance of the probationer, the Head of Institution should detail
these concerns on the form and ensure that the individual receives a copy.

4.7.4 In the event that performance is judged not to be satisfactory, the Head of Institution will inform the probationer
that the recommendation to the Selection Committee will be the termination of appointment. The probationer must be
given an opportunity to make written representations to the Selection Committee and may attend the meeting of the
Selection Committee if s/he wishes to do so in order to present her/his case. If a decision to dismiss is made by the
Selection Committee, the probationer will be given written reasons for non-confirmation and will be given notice (see 4.8
below).

4.7.5 If the appointment is terminated, the officer will have the right to appeal under the provisions of Special
Ordinance C (xiii) (Appeals) (Statutes and Ordinances, p. 93) and Regulation 3 of the regulations for the Septemviri
(Statutes and Ordinances, p. 207).

4.7.6 In cases where there has been an extension (see 3.3), at the end of that period, subject to satisfactory progress
being made, the action will be as in 4.7.1, 4.7.3 or 4.7.4 as appropriate.

Period of notice required during the probationary period

4.8 The period of notice to be given by the member of staff, or by the Head of Institution following a decision to
terminate the appointment during the probationary period, will normally be three months on either side (one month’s
notice for a period of less than one year). The Head of Institution will convey the decision of the Selection Committee to
the probationer after consulting the Human Resources Division.

5. What happens after the probationary period?

5.1 The Staff Review and Development process (Appraisal) provides a formal means of carrying out a continuing
review.

¢ https://www.hr.admin.cam.ac.uk/policies-procedures/probationary-arrangements/pro-formae-pdprobr1-and-pdprobal
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GRACES

Graces submitted to the Senate on 15 May 2019

The Council submits the following Graces to the Senate. These Graces, unless they are withdrawn or a ballot is requested
in accordance with the regulations for Graces of the Senate (Statutes and Ordinances, p. 109) will be deemed to have
been approved at 4 p.m. on Friday, 24 May 2019.

1. That Professor DAME FRANCES ASHCROFT, DBE, G, be appointed a member of the Nomination Board to
serve with immediate effect until 31 December 2021.!

2. That Lorp (KARAN) BILIMORIA, SID, be appointed a member of the Nomination Board to serve with
immediate effect until 31 December 2021.!

3. That Professor S1R DaviD CANNADINE, CL, CHR, be appointed a member of the Nomination Board to
serve with immediate effect until 31 December 2021.!

4. That the Right Revd STEPHEN CONWAY, SE, be appointed a member of the Nomination Board to serve
with immediate effect until 31 December 2022.!

5. That Professor DAME ANN DoOwLING, DBE, SID, be appointed a member of the Nomination Board to
serve with immediate effect until 31 December 2021.!

6. That Professor DAME JANE FraNCIS, DCMG., DAR, be appointed a member of the Nomination Board to
serve with immediate effect until 31 December 2022.!

7. That the Rt. Hon. LORD JUSTICE (RABINDER) SINGH, 7, be appointed a member of the Nomination Board
to serve with immediate effect until 31 December 2022.!

! Statutes and Ordinances, p. 103. The Nomination Board considers nominations for the offices of Chancellor and High Steward when
these offices fall vacant.

Grace submitted to the Regent House on 15 May 2019

The Council submits the following Grace to the Regent House. This Grace, unless it is withdrawn or a ballot is requested
in accordance with the regulations for Graces of the Regent House (Statutes and Ordinances, p. 105) will be deemed to
have been approved at 4 p.m. on Friday, 24 May 2019.

1. That Regulation 2 for Sir Robert Rede’s Lectureship notwithstanding, a lecture to be delivered on Tuesday,
18 June 2019 by Dr Jane Goodall, DBE, of Newnham College, Founder of the Jane Goodall Institute and
United Nations Messenger of Peace, be designated a Sir Robert Rede’s Lecture.!

! See the Notice on p. 557 and Statutes and Ordinances, p. 945. Regulation 2 for this Lectureship requires that the Lecturer deliver
the lecture in Full Term, which will end on Friday, 14 June 2019. Dr Goodall expects to be in Cambridge to be admitted to an Honorary
Degree on Wednesday, 19 June.
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Graces to be submitted to the Regent House at a Congregation on 18 May 2019

The Council has sanctioned the submission of the following Graces at a Congregation to be held on 18 May 2019:

1.

That the following person be admitted to the degree of Master of Arts by incorporation:

EmMMA MACHTELD CLARA RAMPTON, Fellow of Sidney Sussex College, Registrary of the University,

Master of Arts of the University of Oxford (2009).

8.

9.

That the following persons be admitted to the degree of Master of Arts under the provisions of Statute B II 2:

. Or1 Z1v SHMUEL BECK, Junior Research Fellow of Christ’s College.

. GEORGINA MARY CRONIN, Assistant Under-Librarian in the University Library.

. VicTORrIA ANN EspLEY, Fellow of Hughes Hall.

. WasiM SARDAR KHAN, University Lecturer in the Department of Surgery.

. DANIELA MANCA, Administrative Officer in the Academic Division of the University Offices.

. HELEN PrFEIFER, Fellow of Christ’s College and University Lecturer in the Faculty of History.

JAMES ALEXANDER RICHARDS, Clinical Lecturer in the Department of Surgery.

LiaM MARTIN Sims, Assistant Library Officer (Rare Books Specialist) in the University Library.

10. PiroskA GIZELA ANGELA SZABO YAMASHITA, Assistant Director in the Local Examinations Syndicate.

11. LAurAa MARY WALDOCH, Assistant Under-Librarian in the University Library

E. M. C. RAMPTON, Registrary

END OF THE OFFICIAL PART OF THE ‘REPORTER’
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COLLEGE NOTICES

Elections

Clare Hall

Elected to an Honorary Fellowship with effect from 9 May
2019:

Ms Marilynne Robinson

Vacancies

Corpus Christi College: Non-Stipendiary Early-Career
Research Fellowship in any subject; tenure: up to three
years from 1 October 2019; closing date: 11 June 2019 at
12 noon; further details: https://www.corpus.cam.ac.uk/
about-corpus/people/academic-vacancies

Hong Kong Link Early-Career Research Fellow /
College Lecturer in Politics; tenure: four years from
1 October 2019; stipend; £28,000—£34,000; closing date:
11 June 2019 at 12 noon; further details: https:/www.
corpus.cam.ac.uk/about-corpus/people/academic-
vacancies

Darwin College: Postdoctoral Research Associates;
tenure: one year from 1 October 2019, with the possibility
of annual renewal to a maximum of three years; no
stipend but certain collegiate benefits apply; closing date:
19 June 2019; further details: http://www.darwin.cam.
ac.uk/research/associates

Fitzwilliam College: Bye-Fellowships in a range of
subjects (up to eight available); tenure: one year from

1 October 2019, with the possibility of renewal; enhanced
supervision payment plus additional collegiate benefits
apply; closing date: 27 May 2019 at 12 noon; further
details: https://www.fitz.cam.ac.uk/vacancies/academic

Isaac Newton Trust Teaching Associate and Bye-Fellow
in Mathematics; tenure: one year from 1 October 2019;
stipend: £20,836; closing date: 10 June 2019; further
details: http://www.fitz.cam.ac.uk/vacancies/academic

Hughes Hall: Non-Stipendiary Research Associates in
any subject; tenure: three to five years from 1 October
2019; closing date: 14 June 2019 at 9 a.m.; further details:
http://www.hughes.cam.ac.uk/about-us/positions-
available; open evening and Q&A: 6 June 2019 at

6.30 p.m., all welcome, https://
researchcompetitionopenevening.eventbrite.co.uk

15 May 2019

Jesus College: College Postdoctoral Associates (up to six
available); tenure: three years from on or before

1 October 2019; no stipend but certain collegiate benefits
apply; closing date: 17 June 2019 at 1 p.m.; further
details: https://www.jesus.cam.ac.uk/college/people/
vacancies

Newnham College: Postdoctoral Affiliates in any subject
(up to 25 available); open to women in any field who
already hold an established and salaried postdoctoral
research position or personal fellowship; benefits: SCR
membership, dining rights, and possibility of
undergraduate teaching and/or graduate mentoring;
tenure: one year from 1 October 2019 with the possibility
of annual renewal to a maximum of three years; closing
date: 31 May 2019; further details: http://www.newn.cam.
ac.uk/vacancy/postdoctoral-affiliates

St Catharine'’s College: Teaching and Research Fellow in
Economics; tenure: four years from no later than

1 September 2019; stipend: £31,302; closing date:

10 June 2019 at 12 noon; further details: http://www.
caths.cam.ac.uk/vacancies

Events

Corpus Christi College: The Ahmed Lecture 2019, on
Taste, fashion and oportunity in the formation of the
Royal Collection, will be given by Sir Hugh Roberts,
GCVO, FSA, at 8.30 p.m. on Tuesday, 21 May 2019, in
the Leckhampton House Dining Hall, off Grange Road
(reception from 8 p.m.); further details: https://www.
corpus.cam.ac.uk/events/ahmed-lecture

EXTERNAL NOTICES

Oxford Notices

Department of Education: Professorship of Education and
Children’s Social Care; tenure: from 1 October 2019 or as
soon as possible thereafter; closing date: 20 May 2019 at
12 noon; further details: http://www.education.ox.ac.uk/
about-us/vacancies/
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