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Executive summary
Since 2008, the Rugby Team Impact Framework and the activity
associated with its implementation have played a significant role in
successfully supporting the building of an evidence base for the
impact of researcher development. 

The original 2008 Impact Framework document1 concluded with
the remark:

“Finally, it is very clear to those involved in researcher
training and development, that their efforts do have a
significant impact on researchers. In many ways the
Impact Framework is about being able to illustrate these,
predominantly empirical, outcomes in a clear, accessible
and rigorous manner to all interested stakeholders:
researchers, academics, HEIs, funders and government.”

Emergent case studies gathered from across the sector in 20102

provided strong evidence that researcher development activity
was capable of impacting in many key areas including, maximising
the investment in research, impacting on research practice, culture
and the researcher experience, significant impact on employability
of researchers, and life-changing personal impact for individual
researchers.

The Impact Framework (IF) presented here is that presented
previously as the Rugby Team Impact Framework. However, this
report embodies much of the learning gained through the use of
the Impact Framework since 2008. As such this report provides
additional support to the sector in continuing to evaluate the
impact of researcher training and development activity in the post-
Roberts era.

The original document provided commentary on the potential
application of the Impact Framework, suggested outcomes for the
impact of researcher development and described the 2008 drivers
for impact measurement. The document also made reference to
the RCUK Joint Statement of Skills (JSS)3 now superseded by the
Vitae Researcher Development Framework (RDF)4. 

It is timely, therefore, to revise the presentation of and the
guidance to the Impact Framework in light of:

� new drivers for researcher development in the post-Roberts
ring-fenced funding environment including the launch of the
Concordat to Support the Career Development of Researchers5,
the European Commission’s HR Excellence in Research Award6

and Research Council UK’s (RCUK) ‘Pathways to Impact’7

� the RCUK Delivery Plan 2011/12-2014/158 which sets three
main aims in “Developing researchers for the future: 

� to ensure that the best potential researchers are attracted
into research careers

� to enhance the quality of research training and the
employability of early career stage researchers

� to enhance the impact of UK researchers by promoting
improved career development and management of
research staff”

� considerable development of the evidence base for the impact
of researcher development such that real examples can be used
to illustrate the Impact Framework

� the associated growth in theoretical understanding and
experience in using the Impact Framework

� the development of the Vitae Researcher Development
Framework 

� the need to gather further evidence at Impact Level 4
(outcomes), predominantly impacts of a longer timescale

� the need for continued support of the growing scholarly
community in the evaluation of researcher development
interventions, including the ‘International Journal for Researcher
Development’9 and the research strand of the Vitae Researcher
Development International Conference10.

This document:
� re-presents the Impact Framework illustrated with actual

examples of impact evidence, particularly at Impact Level 4 

� reconsiders the drivers for measuring impact in the post-
Roberts era and presents key aims for impact measurement in
the future

� provides additional insights into the underpinning theory and
methodology for the practical application of the Impact
Framework drawn from experience of its use

� illustrates how the Impact Framework methodology is more
broadly applicable beyond researcher development

� explores how identifying outcomes at Impact Level 4 can
contribute to our understanding of, and gathering evidence
towards, the RCUK ‘Pathways to Impact’.

Alongside this document, the impact section of the Vitae website
has been redeveloped and provides a valuable resource for
stakeholders in all aspects of impact measurement of researchers’
skills and careers, evidence, theory and methodology.

As identified in the IEG annual report to the Vitae conference,
September 201111 and the Next steps section, there is a continued
need to ensure that the importance of evaluating the impact of
researcher development maintains a high profile in the post-
Roberts era.

1      ‘The Rugby Team Impact Framework’, 2008 www.vitae.ac.uk/ieg 
2      ‘The impact of researcher training and development: two years on’, 2010, Impact and Evaluation Group,  www.vitae.ac.uk/ieg 
3      RCUK Joint Statement of Skills, 2001 www.vitae.ac.uk/jss 
4      Vitae Researcher Development Framework  www.vitae.ac.uk/rdf 
5      Concordat to Support the Career Development of Researchers www.vitae.ac.uk/concordat
6      HR Excellence in Research Award www.vitae.ac.uk/hrexcellenceaward  
7      RCUK ‘Pathways to Impact’ www.rcuk.ac.uk/kei/impacts/Pages/home.aspx and slide 9, ‘Pathways to Impact’ presentation

www.rcuk.ac.uk/documents/impacts/RCUKPathwayspresentation.pdf
8      Section 2.4, RCUK Delivery Plan 2011/12-2014/15 www.rcuk.ac.uk/documents/documents/RCUK_delivery_plan_2011_15.pdf 
9      See www.emeraldinsight.com/ijrd.html 
10    Vitae Researcher Development International Conference, 2011 www.vitae.ac.uk/conference2011
11    Annual report, IEG, 2011 www.vitae.ac.uk/CMS/files/upload/IEG_Annual%20Report2011_Web.pdf

http://www.vitae.ac.uk/ieg
http://www.vitae.ac.uk/ieg
http://www.vitae.ac.uk/jss
http://www.vitae.ac.uk/rdf
http://www.vitae.ac.uk/concordat
http://www.vitae.ac.uk/hrexcellenceaward
http://www.rcuk.ac.uk/kei/impacts/Pages/home.aspx
http://www.rcuk.ac.uk/documents/impacts/RCUKPathwayspresentation.pdf
http://www.rcuk.ac.uk/documents/documents/RCUK_delivery_plan_2011_15.pdf
http://www.emeraldinsight.com/ijrd.html
http://www.vitae.ac.uk/conference2011
http://www.vitae.ac.uk/CMS/files/upload/IEG_Annual%20Report2011_Web.pdf
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1 Introduction
The development of the Rugby Team Impact Framework in 200812

and associated implementation strategy to encourage the
development of evaluation of researcher development activity has
proved to be a key component in building the evidence base for
the impact of researcher development13. 

A draft Impact Framework was first presented at the Vitae Policy
Forum in January 2008. The final version was launched at the Vitae
Researcher Development Conference in September 2008
following revision based upon sector wide stakeholder feedback.
Update reports were presented at subsequent Vitae Policy Fora
leading to the publication of ‘The impact of researcher training and
development: two years on’14 at the Vitae Conference in
September 2010, which contained 120 examples of impact case
studies from stakeholders across the sector. 

Despite it being early days for the measurement of impact, these
120 impact case studies represented an important and impressive
contribution from the sector. The sector was still developing
understanding of the evaluation methodology and longer term
impact outcomes inevitably take time to emerge. Nonetheless the
2010 report gave strong emergent evidence that researcher
development activity was capable of impacting in many key areas:

� “substantial growth in the training and development
opportunities for both postgraduate researchers and
research staff

� clear demonstration that researcher development is capable
of maximising the investment in research and providing an
outstanding return on investment for researcher development

� significant impact on employability, demonstrating direct
links between training and development activity and
employment of researchers

� significant impact on research practice and outcomes, e.g.
direct links with improved doctoral submission rates

� increases in grant income, the writing of academic
publications

� management of research projects and enhancement of
research practice

� improvement in the researcher experience

� evidence of cultural change in HE through supervisors’
awareness of the need for and value of skills training and
development activity

� improvement in employer awareness of the skills offered by
researchers, researchers’ awareness of skills required by
business

� life changing impact in terms of the personal and
professional development of individual researchers.”

The impact of researcher training and development: two years on15

A key aim of this report is to support the sector in continued
development of impact and evaluation work by:

� re-presenting the Impact Framework incorporating examples of
real impact evidence, particularly at Impact Level 4 

� illuminating use of the Impact Framework based on the
experience and knowledge gained since 2008

� reconsidering the drivers for impact measurement in the post-
Roberts era 

� highlighting the newly updated and revised impact section of
the Vitae website (www.vitae.ac.uk/impact). 

2 Drivers for measuring the
impact of researcher
development
Much has changed since the introduction of the Impact
Framework in 2008, not least the move from Roberts16 ring-fenced
funding through RCUK to the recovery by HEIs of funding for
researcher development through postgraduate fees and research
projects. There has also been the launch of the ‘Concordat to
Support the Career Development of Researchers’, the European
Commission’s HR Excellence in Research Award, the Vitae
Researcher Development Framework, RCUK ‘Pathways to Impact’
and delivery plans for 2011/12-2014/15. Researcher development
plays a significant and important role in realising the ambitions of
all these initiatives and the associated goals of delivering research
excellence, international competitiveness for the UK, economic
and social benefit.

The 2010 independent review for RCUK of progress in
implementing Sir Gareth Roberts’ recommendations identified that:   

“Sir Gareth's [Roberts] views on the need for such
[transferable] skills and career development remain vitally
important for the UK, perhaps even more so in 2010.”

RCUK independent panel review report 17

Within the context of the current environment for researcher
development, the following section identifies a number of key
drivers and foci for the measurement of impact of researcher
development. 

12    Further Impact Framework information and reports www.vitae.ac.uk/ieg and www.vitae.ac.uk/impact 
13    Over 50 institutions mentioned the RTIF in their 2010 Roberts Reporting to RCUK, ‘Career Development and Transferable Skills Training Payments:

Summary of 2010 Reporting’, 2010, RCUK www.rcuk.ac.uk/documents/researchcareers/Summaryof2010reportingtransferableskills.pdf 
14    ‘Impact of researcher training and development: two years on’, 2010, Impact and Evaluation Group, www.vitae.ac.uk/ieg
15    ‘The impact of researcher training and development: two years on’, 2010, Impact and Evaluation Group www.vitae.ac.uk/ieg
16    Depending upon the level of income received from the Roberts funding stream, HEIs have been affected to different degrees by the change in funding
17    ‘Review of progress in implementing the recommendations of Sir Gareth Roberts, regarding employability and career development of PhD students and

research staff’, A report for Research Councils UK, 2010, Hodge. www.rcuk.ac.uk/documents/researchcareers/RobertReport2011.pdf

http://www.vitae.ac.uk/impact
http://www.vitae.ac.uk/ieg
http://www.vitae.ac.uk/impact
http://www.rcuk.ac.uk/documents/researchcareers/Summaryof2010reportingtransferableskills.pdf
http://www.vitae.ac.uk/ieg
http://www.vitae.ac.uk/ieg
http://www.rcuk.ac.uk/documents/researchcareers/RobertReport2011.pdf
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International competitiveness
The independent review of the implementation of the Roberts
recommendations confirmed that the UK has an international lead
in researcher development and that this is important to maintain:

“The panel believes that the UK approach has been at the
forefront internationally in the development of transferable
skills training and researcher career development, largely
as a consequence of Roberts money. As a result the
reputation of the UK as an attractive research and research
training destination has been enhanced.” 

The review highlighted the value of maintaining this lead and the
importance of having clearly defined goals and monitoring:

“Future funding arrangements should aim to move the
transferable skills and career development agenda towards
clearly defined goals and progress towards these goals
should be monitored against quantified starting points.”

Maintaining the UK’s international lead in researcher development
through setting clear goals for researcher development, monitoring
their achievement and measuring their impact is a key driver for
continued impact measurement. This will maintain and further
enhance the “reputation of the UK as an attractive research and
research training destination” and will make a major contribution
to the RCUK aim “to ensure that the best potential researchers
are attracted into research careers”18.

Concordat to Support the Career
Development of Researchers
A second key driver for evaluation is establishing the impact of the
Concordat to Support the Career Development of Researchers19

which “aims to increase the attractiveness and sustainability of
research careers in the UK and to improve the quantity, quality and
impact of research for the benefit of UK society and the economy.”

The implementation of the principles of the Concordat to Support
the Career Development of Researchers continues to drive
researcher development. Three of the principles specifically focus
on researcher development:

3. Researchers are equipped and supported to be adaptable and
flexible in an increasingly diverse, mobile, global research
environment 

4. The importance of researchers' personal and career
development, and lifelong learning, is clearly recognised and
promoted at all stages of their career

5. Individual researchers share the responsibility for and need
to pro-actively engage in their own personal and career
development, and lifelong learning 

Principle 7 embeds the importance of evaluation and review: 
“the sector and all stakeholders will undertake regular and
collective review of their progress in strengthening the
attractiveness and sustainability of research careers in the UK”.

This has been reinforced by the introduction of the European
Commission’s HR Excellence in Research Award20, which stresses
the importance of on-going monitoring and evaluation to aid
implementation and enhancement of support for research staff. 
A UK-wide process enables UK HEIs that have published Concordat
implementation or action plans to gain the award, which
acknowledges their alignment with the principles of the European
Charter for Researchers and Code of Conduct for their Recruitment.
The UK process incorporates both the QAA Code of practice for
research degree programmes (now the UK Quality Code) and the
Concordat to Support the Career Development of Researchers. The
UK approach includes ongoing national evaluation and
benchmarking.

RCUK Delivery Plan: delivering excellence
with impact 
An important driver is measuring the impact of researcher skills in
the wider economy, including their contribution to the research base
and in general, consideration of the employability of researchers. 

The RCUK Delivery Plan21 and individual Research Council delivery
plans explicitly support the implementation of the Concordat to
Support the Career Development of Researchers. The RCUK
Delivery Plan states that it will “promote the development of the
skills of early career researchers for the wider economy and
ensure the continuing pipeline of excellent researchers through:

� World-class research training. Our aim is to enhance the
quality of research training and the employability of early
stage researchers.’

� Developing excellent researchers. Our aim is to enhance the
impact of UK researchers by promoting improved career
development and management of research staff.”

RCUK also commit to maintaining “the longitudinal study of the
careers of postdoctoral researchers to understand patterns and
provide evidence for the impact of researchers across the
economy, including publication of the ‘What do researchers
do?’ series”22. 

Measuring the impact of researcher skills in the wider economy
and the employability of researchers will need consideration of
employers’ views of the impact of training and development
programmes on the skills and attributes of the researchers they
employ.

The RCUK independent review panel23 noted their concerns in
respect of the level of engagement with employers in the
development of researcher development programmes:

“The greatest concern noted by the panel was that there
was little evidence of routine interaction between research
organisations and employers or other stakeholders when
setting strategies and building skills development
programmes.”

18    RCUK Delivery Plan 2011/12-2014/15, section 2.4 www.rcuk.ac.uk/documents/documents/RCUK_delivery_plan_2011_15.pdf
19    Concordat to Support the Career Development of Researchers www.vitae.ac.uk/concordat 
20    www.vitae.ac.uk/hrexcellenceaward
21    RCUK Delivery Plan 2011/12-2014/15, section 2.4 www.rcuk.ac.uk/documents/documents/RCUK_delivery_plan_2011_15.pdf
22    ‘What do researchers do?’, Vitae  www.vitae.ac.uk/wdrd
23    ‘Review of progress in implementing the recommendations of Sir Gareth Roberts, regarding employability and career development of PhD students and

research staff’, A report for Research Councils UK, 2010, Hodge. www.rcuk.ac.uk/documents/researchcareers/RobertReport2011.pdf

http://www.rcuk.ac.uk/documents/documents/RCUK_delivery_plan_2011_15.pdf
http://www.vitae.ac.uk/concordat
http://www.vitae.ac.uk/hrexcellenceaward
http://www.rcuk.ac.uk/documents/documents/RCUK_delivery_plan_2011_15.pdf
http://www.vitae.ac.uk/wdrd
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Institutional commitment to researcher
development
A key driver is to secure the long term commitment of institutions
to researcher development by continuing to build the evidence for
the impact of researcher development. 

RCUK have published their commitment to monitor24 researcher
development activity post-Roberts ring-fenced funding to ensure
the successful transition to a new funding regime. The RCUK
Delivery Plan states that “RCUK will:

� Work with the HEIs and HEFCE to improve their reporting of
indicators of training quality and outcomes, and of the value
of such data to the Research Councils 

� Ensure that institutions take responsibility for delivering and
resourcing transferable skills and career development post
‘Roberts’: to be informed by the ‘Independent Review Panel’
report, statements of expectations from RCUK, and the
development of Doctoral Training Centres 

� Work with HEIs to maintain the international attractiveness
of UK research training and career development”

The importance of researcher development is also highlighted by
inclusion in the Research Environment aspect of the Research
Excellence Framework (REF)25. Each REF assessment panel sets
out guidance to institutions for the submission of evidence in
respect of researcher development. For example, REF Panel A
guidance states that evidence submitted may include26:

� “implementation of the Concordat to Support the Career
Development of Researchers

� a description of how the unit has been developing the research
of early career researchers and support for integrating them into
a wider, supportive research culture

� effective and sustainable doctoral research training”.

Chapter B11 (Research degrees) of the Quality Assurance Agency
Quality Code for Higher Education27, which supersedes the Code
of practice for research degree programmes, continues the QAA
commitment to researcher development for postgraduate
researchers. Indicator 14 states:

“Research students have appropriate opportunities for
developing research, personal and professional skills.
Each student's development needs are identified and
agreed jointly by the student and appropriate academic
staff, initially at the start of the degree; they are regularly
reviewed and amended as appropriate.”

A 2011 RCUK commissioned report28 analysing institutional
provision of training and development opportunities noted that: 

“Continued attention to evaluation of impact is important
to help secure RO [research organisation] management
commitment to researcher development over the longer
term”

Summary of key drivers
� Maintaining the UK’s international lead in researcher

development through setting clear goals and monitoring their
achievement. This will maintain and potentially further enhance
the, “reputation of the UK as an attractive research and
research training destination...”

� Establishing the contribution of researcher development in
meeting the central aim of the Concordat to “increase the
attractiveness and sustainability of research careers in the
UK and to improve the quantity, quality and impact of
research for the benefit of UK society and the economy.”
The implementation of the Concordat is specifically highlighted
in the Research Environment section of the Research
Excellence Framework29

� Measuring the impact of researcher skills in the wider
economy, contribution to the research base and, in general,
consideration of the employability of researchers 

� Demonstrating the strategic importance to institutions of
long term commitment to researcher development.
Researcher development needs to realise the ambition of
making a significant contribution to the attractiveness of the UK
as a place to develop as a researcher 

3 The Impact Framework
The Impact Framework describes a logical progression for training
and development activities from initial inputs through a learning
process to eventual outcomes30. As such, the Framework provides
a reference point for understanding the potential impact points
(levels) at various stages in a ‘pathway’ towards realising a
researcher development outcome. 

The Impact Framework has multiple applications. It can be used as
the basis for an evaluation. It can also be used as a framework to
map evaluations, regardless of how the evaluation was carried out.
Finally it provides a common language for the evaluation of
researcher development across the sector.  

24    RCUK Statement of Expectations, 2011 www.rcuk.ac.uk/researchcareers/researcherdevelopment/Pages/StatementofExpectations.aspx
25    Research Excellence Framework 2014, www.hefce.ac.uk/research/ref/
26    REF Main Panel A Criteria www.hefce.ac.uk/research/ref/pubs/2012/01_12/01_12_2A.pdf
27    UK Quality Code for Higher Education, Quality Assurance Agency www.qaa.ac.uk/assuringstandardsandquality/quality-code/Pages/default.aspx
28    ‘Analysis of university responses on career development and transferable skills training and changes in 2010/11’, Haynes, 2011

www.vitae.ac.uk/CMS/files/upload/2011analysisHaynes%20Roberts.pdf
29    See ‘Panel criteria and working methods’ for the Research Excellence Framework www.hefce.ac.uk/research/ref/pubs/2012/01_12/
30    The term ‘training and development activities’ encompasses the wide range of activities aimed at developing researchers’ skills, for example, training

courses, workshops, outreach, placement programmes, self-directed learning and reflection, supervisor/research manager support and mentoring.

http://www.rcuk.ac.uk/researchcareers/researcherdevelopment/Pages/StatementofExpectations.aspx
http://www.hefce.ac.uk/research/ref/
http://www.hefce.ac.uk/research/ref/pubs/2012/01_12/01_12_2A.pdf
http://www.qaa.ac.uk/assuringstandardsandquality/quality-code/Pages/default.aspx
http://www.vitae.ac.uk/CMS/files/upload/2011analysisHaynes%20Roberts.pdf
http://www.hefce.ac.uk/research/ref/pubs/2012/01_12/
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31    Acknowledgment: the basis of the ideas in this section is the work of Kirkpatrick. The critiques of Kirkpatrick, for example Kearns, are also reflected. In
addition the use of the Impact Framework draws upon further theoretical ideas taking the Impact Framework conceptually and in practice beyond a purely
Kirkpatrick type approach. Key references include:

    Kirkpatrick, D. L., and Kirkpatrick, J. D., ‘Evaluating Training Programmes’, Third Edition, Berrett-Koehler Publishers Inc (2006) ISBN-10: 1-57675-384-4; 
ISBN-13: 978-1-57675-384-4

    Kearns, P. and Miller, T., ‘Measuring the Impact of Training and Development on the Bottom Line’ Pitman Publishing (1997) ISBN 0 273 63187 X
    Pawson, R., and Tilley, N., ‘Realistic Evaluation’, SAGE Publications (1997) ISBN 978-0-7619-5009-7
32    Kirkpatrick, D. L., and Kirkpatrick, J. D., ‘Evaluating Training Programmes’, Third Edition Berrett-Koehler Publishers Inc 2006 p 22
33    ibid

Impact Levels summary definitions
Figure 1 provides a schematic representation of the logical
progression of cause and effect of investment in researcher
training and development. It categorises points of impact along
the logic progression, identified as Impact Levels 0-431.

Impact Level 0: Foundations

This level relates to the investment in the infrastructure for training
and development activity, such as the employment of staff, a
programme of training and development interventions, or training
facilities. Examples of Level 0 impact measures include metrics
such as the number of training opportunities offered, the number
of participating researchers, i.e. these primarily measure inputs
and throughputs. Appendix 1 provides a schematic describing the
components that might be considered in a baseline analysis of a
training programme. The baseline analysis, in effect, goes a long
way towards understanding the environment in which training
activity takes place. 

Additionally, from the perspective of a researcher participating
in a training and development activity, Level 0 would be a baseline
assessment of initial attitudes, behaviours, expertise and/or
training needs. An appropriate analysis at this level should be
carried out prior to initiating any new training and development
activity in order to establish a baseline understanding as a
reference comparator in terms of determining the impact of
an intervention. 

Impact Level 1: Reaction

This level indicates the reaction of participants to training and
development activities. For example, at the end of a workshop
participants may be asked their views of the experience or the
training programme as a whole.

Impact Level 2: Learning

This level reflects “the extent to which participants change their
attitudes, improve knowledge, and/or increase skill as a result of
attending the programme”32. For example, does a researcher have
a better understanding of how to work effectively within a team as
a result of attending a training workshop?

Impact Level 3: Behaviour

This level reflects “the extent to which change in behaviour has
occurred because the participant attended the training
programme”33. For example, is the researcher now managing their
project and time better as a result of the development activity?
How has the researcher applied what they have learnt?

Impact Level 4: Outcomes

This level measures the final results of the training and
development activity. Have changes in behaviour resulted in
different outcomes? Has the quality of research improved?
Is there a more highly skilled research workforce?

Appendix 2 provides an illustration of how the Vitae Researcher
Development Framework can be used to identify potential target
learning (Impact Level 2) for a training and development activity. 

Inputs - 
1. People: time/effort 
2. Funding
3. Policy/strategy

Development
of infrastructure

Level 0 
Foundations 

Further
developed
programmes, 
increased
capacity

Results

Level 4
Outcomes

‘External’
impact, e.g.
better research,
improved
qualification
rates

Researchers participate in training and
development activity

Level 1
Reaction

Level 2
Learning

Level 3
Behaviour  

Participant
positive
reaction to
activity

Attitude
change, e.g.
improved
knowledge,
increased
skill level

Behaviour
change, e.g.
reflective,
self-aware,
confident

Cause Effect

Figure 1: Schematic representation of illustrative benefits at different impact levels (Levels 0-4)
See text for explanation of levels.
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Distance travelled
Dependent on the aims of any impact analysis it may be
appropriate to take baseline measurement across a range of
impact levels. For example, assessment of the level of
understanding (Level 2) or behaviours (Level 3) of researchers
prior to their participation in training and development activities.
Following the implementation of a training and development
activity comparisons can then be drawn and the distance
travelled identified for each impact level. 

Identifying attribution at Impact Level 4 
Demonstrating cause and effect of the investment in training and
development becomes increasingly difficult moving through the
Impact Levels 0-4. Particularly, Impact Level 4, covering the
ultimate outcomes of investment in researcher development, needs
more complex consideration than Levels 0-3. Final outcomes may
take many years to become apparent and there will be an
increasing number of other contributory factors influencing the
final outcome. This presents a significant challenge in assigning
attribution of an outcome to a training and development activity. 

Within the Impact Framework the complexity of understanding
attribution at Level 4 is addressed by dividing this level into four
categories. Final outcomes are considered as a function of two
components (Figure 2):

� how complex the outcome is, i.e. how many potential
contributory factors

� how long after the training and development activity the
outcome is achieved.

The four categories for Impact Level 4 are categorised as follows:

� 4A – Lower complexity/shorter time-span

� 4B – Higher complexity/shorter time-span

� 4C – Lower complexity/longer time-span

� 4D – Higher complexity/longer time-span

This type of consideration of impact is useful in illustrating the
nature of a given impact and a time frame for realisation.

Identification of outcomes is further complicated by the different
interests of different stakeholders potentially requiring specific
evidence to be collected or presented. Figure 3 overlays the key
outcome areas against the likely interests of particular
stakeholder groups. 

Figures 2 and 3 illustrate the level of difficulty in assigning
attribution of an outcome to any training and development activity
and the added complexity of meeting different stakeholder
interests. Exploring these considerations in advance of delivering
a training and development activity can guide the design of the
training and development activity, the method for collecting
evidence and the range of evidence gathered for its evaluation.

Advanced consideration also encourages the identification and
appropriate qualification of the conclusions drawn from an impact
evaluation. It is highly unlikely that a simple cause and effect can
be identified for any Impact Level 4. It may only be possible to
provide a number of examples of evidence that in combination
suggest a probable causal link to a given outcome. Proof of
causality for Impact Level 4, is unlikely to ever be condensed to a
single number, or a simple series of metrics.

4B 4D

4A

Time after training and development activity event

A: Lower complexity/
shorter time-span

B: Higher complexity/
shorter time-span

C: Lower complexity/
longer time-span

D: Higher complexity/
longer time-span

Figure 2: Potential outcomes as a function of complexity and the length of time after the training and development activity

Complexity:
number of
contributory
factors to
impact
realisation

4C

Increased
researcher
engagement 
in training

Personal 
transformation

Better quality
research

Cognitive growth

Increased qualification 
rates More highly skilled

academic and research
workforce

Greater social and
cultural capital

More creative & 
entrepreneurial 
workforce

National or
regional
economic
growth

Growth in spin-outs and start-ups 
by trained researchers
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Complexity:
number of
contributory
factors to
outcome

Time after training and development activity event

Figure 3: A schematic representation of the key outcome areas of interest for stakeholders.

A

D

Government

HEI’s

Supervisors
and Pls

Research
Funders

Employers

C

B

Researchers may have an
interest in all outcomes

The original Impact Framework 2008 publication identified a set of
potential impacts/outcomes of researcher training and
development for each of the four quartiles 4A-4D. Since then
institutions’ use of the Impact Framework to evaluate training and
development activities is such that it is now possible to map actual
case studies34 against the four quartiles as presented in Tables
A1-A4 in Appendix 3. These tables demonstrate that collectively
the sector has identified evidence for many of the potential Impact
Level 4 outcomes, particularly in quartiles 4A and 4B. 

Not surprisingly, given the short timescale, substantial evidence
for the realisation of the longer-term potential outcomes in
quartiles 4C and 4D has yet to emerge. 

Finally, an additional useful methodological tool in judging
attribution factors is a map of the other potential influences
beyond the specific researcher training and development activity.
The ‘Influences Map’ (Figure 4) provides a used model to guide
the design for evaluation of a training and development activity.

Significant

Partial

Minimal

34    These case studies are drawn from the 120 case studies described in ‘The impact of researcher training and development: two years on’, IEG, 2010

Figure 4: Influences Map: Consideration of potential contributory
factors in an impact evaluation

The Influences Map helps address the issue of attributing impact
to a particular training and development intervention. Before
implementing a new training and development activity give
consideration to potentially what other factors could influence the
outcome. This can highlight features to include in evaluation and
evidence gathering. For example, for a workshop, such as ‘Project
managing your research’ consider the most important factors in
researchers developing their project management skills toward,
for example, an early submission of their thesis. As well
participation in the workshop, how significant would be the impact
of other factors, such as the supervisor, the research process or
departmental administrative procedures? Would these, and any
other factors, have significant, partial or minimal impact on an
outcome of early submission of a thesis?
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Using the Impact Framework: 
evaluation methodology
The Impact Framework provides a starting point for an actual
evaluation. However, there are a number of other important facets
of an evaluation that need to be put in place in order to have an
effective evaluation methodology in practice. The understanding
gained in using the Impact Framework to design and carry out
evaluations sector wide since 2008 has led to the development of
three key supportive tools for practitioners.

Guiding principles for evaluation
design
As increasing numbers of evaluations have been carried out using
the Impact Framework, key points of methodology have emerged
and now form a set of guiding principles for designing an Impact
Framework-based evaluation in practice:

1. Know what the aim of any activity is at the outset, i.e. what is
the identified need that led to the activity taking place? What
impact is the activity designed to have? 

2. Know how the activity contributes to meeting the needs of
different stakeholders, i.e. the needs of researchers,
practitioners, the institution, the funders of the activity, etc. 

3. Build in evaluation from the start. Work through the logical
thought process before designing any researcher training and
development activity, such that evaluation is built in from the
start and a logic diagram is constructed. 

4. Baseline assessment: know where you are starting from
before you implement the training and development activity to
provide a means of comparison by which impact can be
measured, i.e. do a baseline assessment, preferably at multiple
impact levels

5. Respect the issue of attribution. Although direct causality is
unlikely to be ultimately proven, consider what evidence can be
collected to draw conclusions ‘beyond reasonable doubt'

6. Don’t make a judgement based upon only one source of
evidence35. Acknowledge the potential for metrics to mislead
when quoted as standalone figures. Collate both quantitative
and qualitative information. Reinforce quantitative data with a
narrative about the methodology that generated the data and
supporting evidence of a qualitative nature 

7. Appreciate the subjective nature of participants’ views. Always
have additional supporting evidence when drawing conclusions
from participants’ views

8. Don't ignore the unexpected. Design and evaluate activity
based upon the aims of the activity, but do not ignore
unintended outcomes that become apparent during an
evaluation. They may be valuable and help focus future or 
new activity 

Example evaluations
There are many examples of evaluation methods that can be used
to gather evidence in an evaluation. The impact section of the Vitae
website, www.vitae.ac.uk/impact, provides useful evaluation
resources, such as the background theory on evaluation, a summary
of evaluation methods and further information on the 120 impact
evaluation case studies described in the 2010 report, ‘The impact of
researcher training and development: two years on’36 . 

The Evaluation Map 
The use of the Impact Framework in building an evaluation
methodology embodies a number of theoretical concepts37,
the use of various evidence-gathering methods and for example,
incorporates the guiding principles above. 

The Evaluation Map was developed to simplify the design of an
evaluation methodology based on the Impact Framework.
The Evaluation Map is a table that incorporates the key points of
evaluation design and should act as a useful simple guiding tool
for practitioners in carrying out an evaluation. 

As an illustration, Table 1 shows an Evaluation Map completed for
evaluating the Concordat to Support the Career Development of
Researchers.

Wider applicability and reach of the
Impact Framework evaluation
methodology
Since publication in 2008 it has become apparent in using the
Impact Framework, and gaining additional theoretical
understanding, that the Impact Framework and the principles
upon which it is based are also more widely applicable for the
measurement of impact beyond specific researcher training and
development activities.

For example, the Evaluation Map in Table 1 describes an
evaluation for the implementation of the principles of the
Concordat to Support the Career Development of Researchers38,
illustrating the application of the Impact Framework beyond simply
training and development activities. The 2012 three year review of
the implementation of the Concordat was based on the Impact
Framework39. 

35    ‘The Balanced Scorecard - Measures that Drive Performance’, Kaplan and Norton, Harvard Business Review January-February, 1992, p.71–79 
36    ‘The impact of researcher training and development: two years on’, IEG, 2010 www.vitae.ac.uk/ieg
37    See Appendix 4 for a further discussion in respect of the background theory and principles used in an Impact Framework methodology
38    Concordat to Support the Career Development of Researchers www.vitae.ac.uk/concordat
39    ‘Three-year review of the implementation of the principles of the Concordat to Support the Career Development of Researchers’, Vitae, 2012

www.vitae.ac.uk/CMS/files/upload/Vitae-Concordat-three-year-review-report-April-2012.pdf

http://www.vitae.ac.uk/impact
http://www.vitae.ac.uk/ieg
http://www.vitae.ac.uk/concordat
http://www.vitae.ac.uk/CMS/files/upload/Vitae-Concordat-three-year-review-report-April-2012.pdf
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Evaluation Map – The Concordat to Support the Career Development of Researchers

Lo
gi

c 
D

ia
gr

am

Im
pl

em
en

ta
ti

on
 P

la
n

Issue Drivers for change Key stakeholders Input(s) Key
implementation
steps

Expected
outcomes

The need to: 
1. Increase the
attractiveness and
sustainability of
research careers in
the UK
2. Improve the
quantity, quality
and impact of
research for the
benefit of UK
society and the
economy

Carrots
Why is change
needed?
To increase
sustainability,
attractiveness of
careers and impact
of research

Sticks
What happens 
if I/we don’t
change?
Loss of
attractiveness and
sustainability of
researcher careers
in the UK

Research staff
Principal
investigators/
supervisors
Research funders
UK Government
Institutions 
Non-HE employers

Concordat signed
by key
stakeholders
Establish baseline

Launch event June
2008
Concordat
Strategy Group 
set up
Implementation
Coordinator
recruited
Vitae lead for
implementation

1. Increased
attractiveness and
sustainability of
research careers in
the UK 
2. Improvement to
the quantity,
quality and impact
of research for the
benefit of UK
society and the
economy

Logic steps to achieve outcomes

Foundation 0:
Stakeholders will
be aware of the
Concordat

Reaction 1:
Stakeholders’
reactions to the
Concordat (e.g.
positive/negative
views)

Learning 2:
Stakeholders
consider
implications and
plan change

Behaviour 3:
Stakeholders
implement change

Outcomes 4: 
There will be:
1. Increased
attractiveness and
sustainability of
research careers in
the UK 
2. Improvement to
the quantity,
quality and impact
of research for the
benefit of UK
society and the
economy

Ev
al

ua
ti

on

Evaluation questions/Logic step

Is each
stakeholder group
aware of the
Concordat?

What are the
reactions of each
stakeholder group
to the Concordat?

Have stakeholders
developed any
plans for change?

Have stakeholders
implemented any
plans for change?

Are there any
indicators that a
research career is
more attractive?
Are there any
indicators that a
research career is
more sustainable?
Has the quality,
quantity and
impact of research
improved?

Evidence 0 1 2 3 4

Potential sources of
evidence (�) to
answer evaluation
questions/
key stakeholder at
each level

CROS/researchers � � � � �

PIRLS /principal
investigators � � � � �

HR Excellence/
institutions � � �

(Action plans)
�

(Monitoring report)

Other, etc… � � � � �

�  Yellow shaded areas link together in terms of content. 

Table 1 An Evaluation Map for evaluating the impact of the Concordat (example illustration). The Evaluation Map embodies key
methodological points in using the Impact Framework approach. The text in bold is common for all impact evaluations. The logic diagram
should be appropriate for the context in which the impact evaluation is being made (for further information see the section ‘Additional
theoretical understanding of the Impact Framework’) 
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4B

4A

Time after start of research project

A: Lower complexity/
shorter time-span

B: Higher complexity/
shorter time-span

C: Lower complexity/
longer time-span

D: Higher complexity/
longer time-span

Figure 5: RCUK ‘Pathways to Impact’ academic, economic and social impacts mapped against Impact Level 4 (outcomes) 

Complexity:
number of
contributory
factors to
impact
realisation

Wealth creation,
economic prosperity and
regeneration

Environmental sustainability, protection
and impact

Evidence based policy making
and influencing public policies

Changing organisational
culture and practices

Improving health
and well being

Attracting R&D
investment

Commercialisation
and exploitation

Economic and social
impacts

Increasing public
engagement with research
and related societal issues

Academic impacts
Training highly skilled
researchers

Improving teaching 
and learning

Contributing to the health of
academic disciplines

4C

Innovative
methodologies,
equipment, techniques
and cross-disciplinary
approaches

Enhancing the research
capacity, knowledge and skills
of public, private and third
sector organisations

Enhancing cultural 
enrichment and quality of life

Improving social welfare,
social cohesion and/or
national security

Enhancing the effectiveness and
sustainability of organisations
including public services and
businesses 

Enhancing the 
knowledge economy

4D

Worldwide academic
advancement

In a further example, Figure 5 uses the four quartiles of Level 4 of
the Impact Framework to map the various outcomes described in
RCUK’s Pathways to Impact. Mapping the Pathways to Impact in
this way illustrates the fundamental contribution of researchers to
the Pathways to Impact outcomes. It also highlights the potential
to use the Impact Framework to evidence and demonstrate the
contribution of researcher training and development activities to all
aspects of the Pathways to Impact. 

As was identified earlier, demonstrating impact at Level 4 is
complex, has multiple contributory factors and takes time to
become apparent. However, Figure 5 illustrates that academic
impacts tend to be less complex in terms of the number of
potential contributory factors and can be realised over a shorter
time span, in comparison to economic and social impacts. 

The reach and impact of the Impact Framework is also evidenced
through its reference in a range of documents published by UK
organisations (Appendix 5). For example:

� Department of Business Innovation and Skills (BIS), 2009, ‘UK
National Action Plan on researcher mobility and skills within the
European Research Area’ 

� The Higher Education Funding Council for England (HEFCE),
2010, ‘The evaluation of learning and development in the
workplace: scanning the external environment’

� Quality Assurance Agency (QAA), 2011, ‘Doctoral degree
characteristics’

� The Higher Education Academy (HEA), 2011, ‘Assessing the
impact of learning and teaching strategies in Wales: a guide for
institutions’

� Leadership Foundation for Higher Education (LFHE), 2011,
‘Engaging researchers in identifying their leadership
development needs and enhancing their capabilities through
a reflective and reflexive process’.
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Researcher development scholarship
Through the activities of the Impact and Evaluation Group and
Vitae, the Impact Framework has been influential in creating a new
area of research and scholarship in researcher development. This
has corresponded with the establishment of the ‘International
Journal for Researcher Development’40. A number of academic
papers have now been published which use or make reference to
the Impact Framework (Appendix 5). The 2011 Vitae Researcher
Development International Conference successfully introduced a
research strand41 to the conference programme, profiling the
research in this area through posters and presentations. 

The Impact and Evaluation Group supports the continued growth
of researcher development scholarship and research to maintain
and increase the academic rigour of evaluation of researcher
development activities. This is to enable increased understanding
of evaluation methodology and impact, which in turn will
contribute to enhancing researcher development training and
development activity. 

4 Next steps
The original 2008 Impact Framework document42 concluded with
the remark:

“Finally, it is very clear to those involved in researcher
training and development, that their efforts do have a
significant impact on researchers. In many ways the
Impact Framework is about being able to illustrate these,
predominantly empirical, outcomes in a clear, accessible
and rigorous manner to all interested stakeholders:
researchers, academics, HEIs, funders and Government.”

Since 2008, the Impact Framework has been successful in
supporting the sector in engaging in impact evaluation and
significant evidence has been gathered to illustrate the outcomes
of researcher training and development activity. This report
re-presents the Impact Framework in light of the experience
gained so far, the increased understanding of its applicability and
the evidence collected on the impact of researcher development
activity.

The on-going activities for the IEG identified in the IEG annual
report to the Vitae Researcher Development International
Conference, September 201143 remain relevant: 

� “Continue to ensure progress in achieving the
recommendations of the IEG report44, ‘The impact of
researcher training and development: two years on’

� Ensure the importance of evaluating the impact of
researcher development maintains a high profile in the
post-Roberts era

� Continue to provide mechanisms for collating and sharing
case study information of impact from across the sector

� Provide targeted information to demonstrate the impact of
researcher development to a range of stakeholders

� Continue to support the sector in the development of impact
measurement methodologies

� Provide professional development support in the
methodology of impact measurement for practitioners

� Support the development of scholarship in researcher
development, including maintaining a bibliography of
relevant academic publications

� Continue to provide advice on the development of strategic
impact measures, such as the measures of progress for the
Concordat to Support the Career Development of
Researchers”

40    ‘The International Journal for Researcher Development’ was founded by Dr Denise Deer then of the University of Cambridge and is now published by
Emerald www.emeraldinsight.com/ijrd.html 

41    Vitae Researcher Development International Conference, 2011 www.vitae.ac.uk/conference2011
42    The Rugby Team Impact Framework, 2008, www.vitae.ac.uk/ieg
43    ‘Annual report’, IEG, 2011 www.vitae.ac.uk/CMS/files/upload/IEG_Annual%20Report2011_Web.pdf
44    See Appendix 6 Recommendations from ‘The impact of researcher training and development: two years on’, 2010

http://www.emeraldinsight.com/ijrd.html
http://www.vitae.ac.uk/conference2011
http://www.vitae.ac.uk/ieg
http://www.vitae.ac.uk/CMS/files/upload/IEG_Annual%20Report2011_Web.pdf
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� Workshop programmes, central services/faculties –
co-ordinated appropriate, interdisciplinary

� Non-workshop training and development opportunities –
events, PDP, e-learning

� Baseline assessment of participants e.g. needs analysis

Vision
Values
Desired outcomes

� Training and
development practice
informed by research
and evaluation

� Contribution to the
evidence base

� Personal and professional
development of staff 
e.g. training/teaching
qualifications: PGCLTHE
CIPD, SEDA, etc.

� Focus groups of stakeholders
� Feedback from supervisors and

students
� Programme improvements in

response to feedback

� Training rooms
� Study space
� Meeting space
� Equipment
� Technology

Strategy Training &
development
programmes

Structures

Systems

Facilities

Stakeholder
engagement

Staff and skills

Research-based
practice

Profile and 
awareness

Impact Level 0: 
Foundations

External
� Attend/present at

conferences
� Vitae activity
� Sector group membership
� Articles/publications
� University literature

� QA system for training and
development (T&D) activity
(internal/external monitoring)

� T&D policy 
� Code of Practice for research

degrees
� Recording system for training

and development activity
� Communications – between

faculties and central service
providers

� Communications with
researchers

� T&D reporting structures
� T&D structure 
� Faculty training? 
� Central Services? 
� Graduate Schools?

Internal
� Induction programmes

staff/students
� Training booklet
� Website
� Staff awareness

Appendix 1 
Foundation elements diagram
Used, for example, in considering the components of a training and development programme in an evaluation
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Appendix 2 
Impact Level learning outcomes for the Vitae Effective Researcher
programme mapped against the Researcher Development Framework
‘How to be an Effective Researcher’ is a two day, non-residential programme aimed at postgraduate researchers who are three to twelve
months into their doctoral studies.

Learning outcomes
These are the learning outcome areas as mapped on to the Researcher Development Framework (RDF), www.vitae.ac.uk/rdf For conditions of
use for the RDF please refer to www.vitae.ac.uk/rdfconditionsofuse

The RDF is a professional development framework for planning, promoting and supporting the personal, professional and career development
of researchers in higher education. It articulates the knowledge, behaviours and attributes of successful researchers and encourages them to
realise their potential.

A primary outcome is defined as an outcome that is likely to be achieved by all participants irrespective of how the resource is presented.
A secondary outcome is that which might be achieved but to a lesser extent than a primary outcome and will vary from participant to
participant depending on how the training activity is delivered and what focus is presented.

Domain A: Knowledge and intellectual abilities P S

A1  Knowledge base
1. Subject knowledge
2. Research methods: theoretical knowledge
3. Research methods: practical application
4. Information seeking
5. Information literacy and management
6. Languages
7. Academic literacy and numeracy

A2 Cognitive abilities
1. Analysing
2. Synthesising
3. Critical thinking
4. Evaluating
5. Problem solving

A3 Creativity
1. Inquiring mind
2. Intellectual insight
3. Innovation
4. Argument construction
5. Intellectual risk

Domain C: Research governance and organisation P S

C1 Professional conduct
1. Health and safety
2. Ethics, principles and sustainability
3. Legal requirements
4. IPR and copyright
5. Respect and confidentiality
6. Attribution and co-authorship
7. Appropriate practice

C2 Research management
1. Research strategy
2. Project planning and delivery �
3. Risk management �
C3 Finance, funding and resources
1. Income and funding generation �
2. Financial management
3. Infrastructure and resources

Domain B: Personal effectiveness P S

B1 Personal qualities
1. Enthusiasm
2. Perseverance
3. Integrity
4. Self-confidence
5. Self-reflection �
6. Responsibility

B2 Self-management
1. Preparation and prioritisation �
2. Commitment to research
3. Time management �
4. Responsiveness to change
5. Work-life balance

B3 Professional and career development
1. Career management
2. Continuing professional development
3. Responsiveness to opportunities
4. Networking
5. Reputation and esteem

Domain D: Engagement, influence and impact P S

D1 Working with others
1. Collegiality
2. Team working �
3. People management �
4. Supervision
5. Mentoring
6. Influence and leadership
7. Collaboration
8. Equality and diversity �
D2 Communication and dissemination
1. Communication methods
2. Communication media
3. Publication

D3 Engagement and impact
1. Teaching
2. Public engagement
3. Enterprise
4. Policy
5. Society and culture
6. Global citizenship

Primary (P) and Secondary (S) Outcomes highlighted (�)

http://www.vitae.ac.uk/rdf
http://www.vitae.ac.uk/rdfconditionsofuse
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4A – Lower complexity/shorter time-span

Suggested potential outcomes (2008) Actual examples of impact (2010)
Numbers in brackets relate to the case studies in the 2010 report

R
es

ea
rc

he
rs

� Better (more and broader) skilled researchers
� Greater researcher wellbeing; more contented/satisfied researchers,

who have enjoyed a positive experience
� Better focused researchers, more self-aware and reflective, likely to be

more productive (and sustainably so)
� Researchers more aware of the skills they have, and how transferable

these are 
� Researchers have better evidence of their skills (and in some cases a

qualification) 
� Better (more rounded, more relevant) CVs for researchers 
� Researchers are more aware of different career options (beyond HE) 
� More career opportunities available, because better skilled researchers

are more attractive to a wider range of employees 
� Researchers better able to sell themselves at interview (confident,

self-aware, evidence of competencies, better presentation skills)
� Positive impact on current employment

Durham University (8): Increasing participation in needs analysis and
increasing satisfaction in terms of research training needs being met and
the training programme as a whole.
Loughborough University (25): “One of the real benefits has been that
[training and development] helped me understand the importance of the
research as a process as well as the result.”
Newcastle University Transitions Programme (31): Many participants
now employed in a range of jobs. “I found the Transitions Programme an
extremely comprehensive course in how to search for a new job. I didn’t
really know what lay outside academia apart from R&D for a post-doc. The
advice on non-academic CVs and interviews was very eye opening.”
University of Reading GRADschool eight month follow-up (87): “Have
started looking for jobs and preparing a paper, am attempting to make
contacts where possible…..I have signed up for an outreach programme,
as many employers like to see this.”

S
up

er
vi

so
rs

 
an

d 
PI

s

� Greater awareness amongst supervisors of the need for appropriate
skills development for all researchers 

� Increased engagement of new and established supervisors with and
completion of training and development programmes 

� Smoother and more productive relationships between researchers and
supervisors 

� Less complaints and problems

Cardiff University supervisor survey (6): A large majority of supervisor
respondents say they have encouraged their students to attend research
skills training (77%) and transferable skills training (67%). 
University of Exeter Supervisor Survey (54): 91% of respondents
thought a generic skills agenda to be important and 92% stated that they
discussed the generic training with their postgraduate researchers as a
matter of course.
Vitae Effective Researcher Programme (111): “Where the respondent’s
supervisor has shown an interest in the learning obtained from the
programme the impact is greater”.

Fu
nd

in
g 

bo
di

es

� Better skilled and more confident researchers University of Glasgow – ‘Effective Researcher’ (55): “Really
enlightening to consider how I work with my supervisors and I have a
better relationship with them as a result of this. More proactive in own
work and now more confident in the way I work.”
84 University of Nottingham Placements Programme, ‘‘Increased
confidence to make life decisions, gained sense of direction, applied for job
with more confidence/better skills, gained employment”

H
E 

em
pl

oy
er

s

� Academics and researchers aware of the needs/opportunities for their
own CPD and future training and development

� Academics and researchers aware of the need/potential for knowledge
transfer in/out of HE 

� Potential for inter-disciplinary collaboration

1994 Group report (1): Multiple impacts reported including: motivated
engagement of researchers with skills development; enhanced support for
supervisors and principal investigators; facilitated better inter- and
intra-university collaborations; stimulated researcher-led innovations;
broadened employer engagement and researcher-specific careers advice.
Queens University Belfast Management and Leadership (32): ‘‘I learnt
the importance of communication to be an effective manager. Being in
academia we do get heavily involved in the subject matter. This course
drew my attention on people skills and management.”
University College London ‘Advances Enterprise Skills (35): “The
provision of business training at UCL has been excellent – this was one of
the main reasons for choosing UCL for my postgraduate study.”
University of York & Leeds Enterprising collaboration (104): “With the
skills I learnt and developed at the Enterprising Researcher course I have
since started two successful companies, both very commercially
successful and...showing very promising growth.”

N
on

-H
E 

em
pl

oy
er

s

� Pool of prospective employees with good research and transferable
skills, confidence, self-awareness and self-reflection

� Greater choice of trained researchers by employers
� Researchers more aware of non-HE career options and possibilities,

more willing to look beyond HE

Heriot-Watt Effective Researcher (11): Increases in participants’
perceived levels of skill in assertiveness, leadership, problem solving,
project planning and communication. In an online survey 70% of
respondents reported the course helped them to perform better in
research.
Newcastle University Transitions programme (31) (see ‘Researchers’
above)

45    ‘The impact of researcher training and development: two years on’, 2010, IEG www.vitae.ac.uk/ieg 

Table A1: 4A outcomes – lower complexity/shorter time-span

Appendix 3
Level 4 mapping of actual impact evidence against potential impacts 
The original Impact Framework 2008 publication provided potential impacts of researcher training and development in each of the four
quartiles 4A-4D. Tables A1-A4 provide a mapping for each quartile of illustrative actual impact evidence drawn from the 120 case studies in
the 2010 IEG report ‘The impact of researcher training and development: two years on’45. 

http://www.vitae.ac.uk/ieg
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4B – Higher complexity/shorter time-span

Suggested potential outcomes (2008) Actual examples of impact (2010)
Numbers relate to the case studies in the report

S
up

er
vi

so
rs

 
an

d 
PI

s

� Improved research output 
� More and better quality publications
� Improved submission and completion/qualification rates

Newcastle University (27): 39 of the 88 postgraduate researcher 2006
cohort have already been able to publish work. 72% of those who have
been published have benefited from training in research methods,
academic writing or both.
Newcastle University (30): 63% of researchers who have engaged with
the training programme have submitted, whilst only 38% of those who
have not engaged have submitted. 
University of Leeds Grant Writing (64): The outcome of 24 applications
is currently known, eight of these have been successful totaling £2.23m,
equating to a current success rate of 33%.
University of Sheffield Research Staff (93): a coaching programme
writing research for publication activity has supported researchers in
improving their research publication record.
Vitae Effective Researcher Programme (111): “79% [reported] that their
research had improved as a result of attending the programme.”

In
st

it
ut

io
ns � At institutional level, reduced cost (e.g. counselling, dispute resolution) 

� At institutional level, reduced likelihood of complaints and litigation
Evidence was not reported in this area in the report ‘The impact of
researcher training and development: two years on’

Fu
nd

in
g 

bo
di

es

� Better links between research programmes and employer
needs/interests 

� Pool of prospective academics and researchers with good research and
transferable skills, confidence, self-awareness and self-reflection 

University of Cambridge (45): “Some employers reported that they were
seeing a greater appreciation of the business environment from new
employees.”
University of Oxford Career Opportunities in Regulatory Affairs and
Medical Writing (85): The course organisers are aware of at least 20
researchers who have taken up roles in the medical writing industry as a
result of the programme.
HE Academy (106): Rising levels of satisfaction for skills training and
development

H
E 

em
pl

oy
er

s

� Academics and researchers with ability to develop effective research
careers

White Rose University Consortium ‘Making Your Impact in Academia’
(105): Three month follow up post workshop revealed increased
confidence/determination/enthusiasm for achieving an academic career.
Several respondents had already achieved goals set on workshop after
three months.
Vitae YNE Hub ‘Careers in Academia’ (117): “Really practical and valid
advice – it has made me consider approaches much more thoroughly and
constructively. The CV and interview workshops [were] useful regardless
of future career.”

N
on

-H
E 

em
pl

oy
er

s

� Improved links (2-way) between HE and non-HE sectors Loughborough University and University of Nottingham Engineering
Young Entrepreneurs Scheme (YES) (19): ‘We are just on the verge of
rolling out a spin-off company [Engineering YES] has had a major impact on
the work I’m doing right now.'
Vitae Recruiting Researchers Survey of Employer Practice (112):
“There is a growing understanding of researchers amongst non -higher
education employers in comparison with similar previous reports.”
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n 

an
d 

na
ti

on

� Better institutional engagement with local community and region University of Nottingham external evaluation (83): Initiatives have had
positive impact on researchers’ transferable skills and led to attitude and
behavior changes.
Positive contribution to capacity building within the institution and to
strengthening engagement of the University with the local community and
regional organisations.

Table A2: 4B outcomes – higher complexity/shorter time-span
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4C – Lower complexity/longer time-span

Suggested potential outcomes (2008) Actual examples of impact (2010)
Numbers relate to the case studies in the report
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� Greater supervisor awareness of the need for appropriate skills
development for all researchers, and the need for this to be fully
embedded in workloads and expectations

� Better supervisor awareness of non-academic career opportunities for
their researchers, and more appropriate mentoring

� Better supervisor awareness of national and international developments
in PGR training

� Academics and researchers more aware of the need and the potential to
engage with employers (local/regional and national)

� More satisfying and productive supervisory experience
� Researchers are easier to supervise (more independent, confident,

self-aware, better skilled)
� Recognition and reward (prizes, rises and promotions) for effective

supervisors
� Scope for more collaborative and interdisciplinary research

1994 Group report (1): Multiple impacts reported including: motivated
engagement of researchers with skills development, enhanced support for
supervisors and principal investigators, facilitated better inter- and
intra-university collaborations, stimulated researcher-led innovations,
broadened employer engagement and researcher-specific careers advice.
Cardiff University Supervisor Survey (6): A large majority of supervisor
respondents say they have encouraged their students to attend research
skills training (77%) and transferable skills training (67%). 
University of Exeter Supervisor Survey (54): 91% of respondents
thought a generic skills agenda to be important and 92% stated that they
discussed the generic training with their postgraduate researchers as a
matter of course.
King’s College London (16): “Training courses complement supervision
by providing aspects that supervisors don't have the time to provide.”

In
st

it
ut

io
ns

� Potential sharing of good ideas and best practice initiatives within and
between HEIs in respect of researcher training programmes (e.g. UK
GRAD Database of Practice)

� Development of evidence-based practice
� Raise profile and reputation of institution by having an effective

researcher training and development programme
� Increased knowledge transfer internally and externally
� More contented and confident researchers producing more and better

research

Heriot-Watt Enterprising Researcher (12): 30% of respondents indicated
that they were involved in enterprise or commercialisation projects since
attending the summer school.
Vitae Stakeholder Views report (118): An independent review of Vitae
and its activities through 55 semi-structured interviews with international
and UK stakeholders. A key outcome is the view that the UK is benefiting
from a reputation for being world-leading in researcher development, both
in attracting researchers to the UK and benefiting from better trained, more
innovative researchers.
Loughborough University Effective Researcher (21): “This has
improved my confidence both as an individual and member of a team.”
Loughborough University Real Creativity (25): “The course has
considerably altered my behaviour both professionally and personally. The
tools and lessons learnt have impacted the way I go about my research.”

Fu
nd
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� Greater numbers of active researchers
� More researchers employed in research-related posts

Evidence was not reported in this area in the report ‘The impact of
researcher training and development: two years on’

N
on

-H
E 

em
pl
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s � Faster transition from HE to beyond for trained researchers
� Growth of spin-outs and start-ups by trained researchers
� Less ‘internal’ company training needed 
� More mobile workforce, moving in/out of HE

University College London programme (35) references support to ten
new businesses

R
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� Sustained supply of researchers with good research and transferable
skills, confidence, self-awareness and self-reflection

� More researchers contributing to innovation and knowledge transfer
� Increased collaborative and interdisciplinary research
� Researchers more aware of regional and national support and

opportunities

Durham University researcher experience (9): “when I began my PhD
at Durham I had to complete a Training Needs Analysis. I found that this
was a really useful experience because it helped me to become more
aware of my strengths and weaknesses. It also helped me to adopt a
more reflective and introspective approach to my personal and
professional development. I came to realise that there was a wide range of
opportunities available to help me improve my skills.”

Table A3: 4C outcomes – lower complexity/longer time-span
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4D – Higher complexity/longer time-span

Suggested potential outcomes (2008) Actual examples of impact (2010) 
Numbers relate to the case studies in the report

R
es

ea
rc

he
rs

� Researchers more likely to continue CPD through their career
� Researchers more likely to pursue/continue research career (better able

to attract research funding, manage people and projects) 
� Improved status and recognition of researchers, within and beyond HE 
� UK-trained researchers more attractive globally (more career

opportunities)
� More recognition of the value and purpose of a researcher/research

qualification

World Universities Network Research Mobility Programme (72):
A number of impacts of the programme are given in this report, including
the development of long-term research partnerships and networks,
step-wise career development and international student recruitment 

S
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so
rs

 
an

d 
PI

s

� Enhanced supervisor status
� More effective as supervisors/research managers

Evidence was not reported in this area in the report ‘The impact of
researcher training and development: two years on’

In
st

it
ut

io
ns

� Reputation of training and development programme helps attract
research funding

� Reputation of training and development programme helps to attract and
retain high quality researchers

� Greater credibility of an HEI with employers, more employer
engagement

� Sustainable funding of and investment in skills agenda

Evidence was not reported in this area in the report ‘The impact of
researcher training and development: two years on’

Fu
nd
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� Better equipped and more highly skilled academic and research
workforce

� Ability to demonstrate value for money and justify government
investment in research training and skills development

Evidence was not reported in this area in the report ‘The impact of
researcher training and development: two years on’

H
E 

em
pl

oy
er

s � Academics who are better equipped to be effective supervisors and
research managers

� HE employers who are aware of the need to talent manage new
research leaders

� Increased research income

Evidence was not reported in this area in the report ‘The impact of
researcher training and development: two years on’

N
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E 
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� Brain-drain from HE (better trained researchers are more attractive to
non-HE employers, and attract salary premiums)

� Rapid career progression into management and senior posts of
responsibility

� More creativity, enterprising workforce
� Growth in new product development
� Impact of research-informed thinking on business practices
� Workforce more aware of the need for CPD
� Greater collaboration between HE and other employers, including high

level consultancy, placements and interaction
� Ultimately, greater productivity and profitability

Evidence was not reported in this area in the report ‘The impact of
researcher training and development: two years on’

R
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� Increase in number and types of trained researchers employed outside HE
� Increased public understanding of science/research
� More innovation and enterprising activities, help to drive regional

development and regeneration
� Better research and development
� Economic growth
� Greater social and cultural capital
� Greater intellectual capital
� More entrepreneurs from a research background
� Greater mobility of researchers, more flexible workforce

Evidence was not reported in this area in the report ‘The impact of
researcher training and development: two years on’

Table A4: 4D outcomes – higher complexity/longer time-span

Many of the potential impacts in the 4D quartile are long term and complex. Evidence has yet to emerge or require concerted evaluation
activity at a UK level 
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Appendix 4 
The Impact Framework: theoretical background

The Impact Framework is in many ways a manifestation of
Realistic Evaluation ideas46. Realistic Evaluation considers a
mechanism (logic diagram) to be operating in an environment47

to produce an outcome. In the Impact Framework, Level 0 is a
consideration of the environment in which our logic diagram is
operating. Progression through Impact Levels 1-3 provides the
mechanism or logic diagram of how an outcome at Impact Level 4
will be realised. Figure A4a provides a diagrammatic representation
of Realistic Evaluation in theory and Figure A4b a representation of
the Impact Framework in Realistic Evaluation terms.

The Kirkpatrick levels used to develop the Impact Framework are
the mechanism, or logic diagram, for how learning leads to

behavioural change and outcomes, or realises impact for
researcher training and development. The theoretical and
methodological principles contained within the Impact Framework
will still hold for evaluation of activity, other than researcher
training and development, by the simple replacement of the
‘Kirkpatrick logic diagram’ with an appropriate logic diagram for the
activity to be evaluated.  

Figures A4a and A4b illustrate the important conceptual point that
the environment, mechanism and outcome are all interrelated.
For example, increased learning due to a training and development
intervention means that any subsequent intervention is operating
in an environment of greater understanding. 

Figure A4 The Impact Framework and
Kirkpatrick levels in terms of Realistic
Evaluation theory

A4a is a standard representation of
Realistic Evaluation theory, where a
mechanism operates in an environment (or
context) to produce an outcome. Figure
A4b shows how the Kirkpatrick levels map
on to Realistic Evaluation theory.

Environment Mechanism

Outcome

Environment
Level 0

Mechanism

4  Outcome

1
2
3

a) b)

46    See Appendix 5: Bibliography entries; Pawson and Tilley for realistic evaluation theory and Bromley, T. for application of the principles to the training and
development area

47    In their presentation of ‘Realistic Evaluation’ Pawson and Tilley (See Appendix 5 for reference) use the word ‘Context’. See Bromley, T. 2009 for further
information on this change
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Appendix 5: 
Recommendations from ‘The impact of researcher training and
development: two years on’, 2010

Recommendation 1: To guarantee the continued economic
prosperity of the UK; Government, funders and HEIs should
ensure that researcher development remains a priority and there is
continued and appropriate investment.

Recommendation 2: The growth of research into researcher
development activities should continue to underpin the
enhancement of pedagogy and practice to take the sector forward
in realising the full potential of researcher development and
researchers.

Recommendation 3: The case studies in this report should be
further analysed to enhance these findings and to consider how
best to promote and communicate the impact of researcher
development more widely.

Recommendation 4: National and regional mechanisms for
sharing of practice, resources and expertise relating to the
evaluation and impact of researcher development should continue
to be supported and used.

Recommendation 5: Higher education institutions should
consider the wide range of impact examples provided in this
report with a view to enhancing practice and integrating evaluation
into their provision where appropriate.

Recommendation 6: Additional research should be undertaken to
evidence the value of researchers’ skills to non-HE employers and
to further promote awareness.
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Vitae
Vitae is supported by Research Councils UK (RCUK), managed by CRAC: The Career Development Organisation and delivered in
partnership with regional Hub host universities.

Vitae works with UK higher education institutions (HEIs) to embed professional and career development in the research environment.
Vitae plays a major role in innovating, sharing practice and enhancing the capability of the higher education sector to provide
professional development and training for researchers.

Our vision is for the UK to be world-class in supporting the personal, professional and career development of researchers.

Our aims:

�   build human capital by influencing the development and implementation of effective policy relating to researcher development

�   enhance higher education provision to train and develop researchers

�   empower researchers to make an impact in their careers

�   evidenc the impact of professional and career development support for researchers.

For further information about the range of Vitae activities go to www.vitae.ac.uk or contact website@vitae.ac.uk

Vitae c/o CRAC, 2nd Floor, Sheraton House, Castle Park, Cambridge, CB3 0AX

A sector working group supported by Vitae
     

The Impact and Evaluation Group (IEG) is a sector working group supported by Vitae. Its mission is to 'propose a meaningful and
workable way of evaluating the effectiveness of skills development in early career researchers'. The current terms of reference
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� inform national and agency policies and practices relating to the evaluation of skills development of researchers 

� provide sector input into shaping a programme to build an evidence base on the effectiveness of developing researchers' skills 

� act as a sector ‘sounding board' to Vitae with respect to their engagement in helping to build the evidence base. 

The IEG developed the Impact Framework, an evaluation model specifically tailored for the context of training and development of
researchers in higher education. It is intended to foster, support and guide existing and new ways of effectively evaluating
researcher training and development, with the aim of further encouraging higher education institutions to engage in the evaluation
and building a more comprehensive evidence base of the value of researcher development. 

For more information on the evidence of the impact of researcher development activities go to www.vitae.ac.uk/impact 

Each year the IEG agrees a range of projects based on the recommendations of the Vitae Policy Forum.
www.vitae.ac.uk/iegactivities  

More information on the IEG and its publications can be found at www.vitae.ac.uk/ieg  
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