Performance and Development Review Case Studies for Academic Reviewers
Consider the following scenarios. Where and how would you focus the discussion and what are the actions you would take as reviewing manager?
Case 1 – Alan Sandhurst

Alan was promoted to Senior Lecturer (Teaching and Research) in 2014 and in the period up until promotion his research grant income was one of the highest in the School. Since his promotion Alan’s research output has fallen and from your discussion you discover that he has not applied for any research funding since his promotion. Alan goes onto explain that someone that he used to collaborate with on a lot of grants has retired and he feels isolated in that no one else in the school shares any similar research interests. His contribution to teaching is satisfactory but he is certainly not doing too much teaching that would eat into his research time. In terms of PhD supervision at one point Alan had 4 students, all but one have now completed and the fourth is very close.    

Suggestions/questions to raise

· What motivates Alan and has he lost confidence?

· Is this due to dislike/inability of grant writing how did he work with former colleague? If it is about research confidence then is he still networking and attending conferences, is he contributing/looking for new partners. 
· What is his role in research cluster? 
· Teaching - would he like to do more, does he think he could improve?

Case 2 - Jackson Biggins
Jackson is half way through a 2 year contract and works as part of a team of three researchers. While the other two members of the research team have worked successfully on the project, Jackson’s work contains errors that have led to complications for his colleagues. None of these are major but there is a series of niggles around his performance and lack of attention to detail. He has stated in the past that he wants to pursue a career in academia but he has not published since he joined the project team and his future research plans are vague. You have discussed research grant support with him in the past but he has not submitted any research grant applications. Near the start of the P&DR conversation he again reiterates his desire for an academic career.

Suggestions/questions to raise

· Have interim meetings being taking place?

· On the project work does he know what good looks like, does he see the work done by other members of the team?

· Is there any part of his work he is struggling with (encourage reviewee to think about themselves and self-identify problems).

· (?? How are his working relationships with other members of the team?) – [Not sure about this one]

· What are his research plans, get him to vocalise them.

· Is he just thinking of a career at Manchester and has he also considered other universities?

· Does he know what is required to get an academic job? 

· Is he clear on publications/research that are needed for academic career?
· Encourage him before or during the meeting to find a recent job description and identify /discuss with you which criteria he fulfils and what he needs to work on.

· Has any training been undertaken? 

Case 3 - Sadia Zubair
Sadia was appointed on a prestigious three year, externally funded fellowship. She had a year’s maternity leave after the first year but has maintained progress with her research since her return and has continued to publish in the most prestigious journals. She builds excellent relationships with others and is an enthusiastic networker and conference organiser. This year she has taken on teaching responsibilities for a year 2 course unit and some dissertation supervision. She has excelled in the delivery of her teaching, indeed student survey results consistently give her more praise than her permanent colleagues she co-delivers with. Now within her final six months of the fellowship, Sadia has just acquired a permanent lectureship at another university.
Suggestions/questions to raise

· Give praise/recognition of success in teaching and research

· Discuss if she wants to remain at Manchester as an option and if there are any means of doing this. Do not promise job security. [ this needs some explaining. There is often an assumption in F2F sessions that the correct approach to this situation is to find out if Sadia can be kept at Manchester/ask about extended funding to try and get her to stay. It rarely is appreciated that in the last 3 years Sadia has not got a job at Manchester and this may be one reason why she has decided to leave! I’m not sure how to phrase this and it would need running past an HR partner.]

· Discuss her future career development in the next 6 months and beyond. Something about professional responsibility to do this. i.e. what are her future research plans once she leaves.

· Is there anything she can do at Manchester to help prepare for her new role e.g. personal development/ management experience/ mentoring 
· Can she help mentor other researchers in the short term?
Case 4 – Professor Emily Swinton
Professor Swinton has been in the School for about 15 years (all as Chair) and at the time she joined she was considered to be a ‘star appointment’. For the first few years she progressed very well, her grant income was high and her publication record stood out as one of the best in the School. Five years ago she was awarded a large grant which supported the salaries of 10-15 staff, that grant is now coming to an end and the research outputs will be finalised when the grant ends next March. Of the staff employed on the grant the majority have moved on (either to other roles or to be more independent researchers in their own right) and you are not aware that she has been successfully awarded any more grant income. The plans when the large grant comes to an end next March are unclear. Professor Swinton has always contributed to the Undergraduate teaching programme and has also held the role of Admissions Tutor for the past 3 years. You have also heard on the grapevine that she may be thinking of retirement and you know she is of an age where she could access her pension benefits.   
Suggestions/questions to raise

· Praise project and admin role and recognise contribution to school and development of others.
· Does she want another big research project and in what capacity? Get her to vocalise/explore her options in terms of research. What can she commit to?

· Can she mentor others/ provide guidance in school/department on getting and managing large grants? 
· Does she want to continue as Admissions tutor and how is she doing? 
· How do colleagues feel she performs in this role [possibly controversial as involves asking for feedback from others]. 
· [On the pension befits aspect, most delegates are reluctant to raise this and assume  she will know she can access pension befits. This is tricky, essentially it is about exploring her options which may include part-time options. Perhaps phrase a questions about workload/ or work life balance?]
Case 5 - Anita Karlson
Anita has been a Reader (Teaching and Research) for the last 7 years and performs consistently in all areas. Feedback on her teaching is complimentary, indeed colleagues have mentioned that some of her delivery is innovative; her research outputs meet REF standards in quantity and quality; and she has consistently brought in small/medium scale research funding over the last 5 years. During the P&DR meeting she informs you that she doesn’t “buy into the P&DR process” and she considers it to be a total waste of time and effort”.
Suggestions/questions to raise

· Find out why she doesn’t like P&DR; because plans weren’t implemented in the past, believes it is not needed, or relationship with previous manager. 
· Remind her of changing and challenging academic environment and benefits of talking through plans with someone else. 
· What are her research plans, is she interested in applying for a large research grant.

· If so, what support/actions does she need to undertake? How can she use research groups/clusters, what networks can she use both internal and external.

· Has she shared her teaching practice in the school and across the university?

· Given her innovation in teaching and commitment to it, is she interested in a leadership role around teaching and learning? If so, what assistance will she need in terms of exercising leadership, e.g. influencing others in an academic environment.
Case 6 - Mo Begum
Mo has been working as a co-investigator on a research project in the Humanities for 18 months and has just over a year left on his contract. He has undertaken all the work asked of him in an organised and professional manner and his understanding of research methodologies and the material is excellent. Mo wants to pursue a career in academia, ultimately acquiring a permanent position as a lecturer. He has managed to publish some papers based on his own research in acceptable journals. He has also submitted two grants to differing research council competitions but these were unsuccessful. You note he has very little teaching experience and what he has was from several years ago. Mo feels frustrated that despite his efforts he has not been able to acquire a permanent role in academia. He feels the months are ticking down till the end of his funding.

Suggestions/questions to raise

· Praise Mo’s contribution to the team, give specifics.

· Praise fact he’s been published.

· Discuss research funding applications. What feedback has he had, has he asked for any, did he make use of peers to review.

· Explore development options from reach support office/grant writing workshops.

· Discuss future careers – where is he looking for work and how?

· What kind of jobs does he want?

· Has he applying for academic jobs and what stage is he getting to: application/interview/second choice candidate?

· Encourage him before or during the meeting to find a recent job description from Manchester or elsewhere and identify /discuss with you which criteria he fulfils and what he needs to work on.

· Can other responsibilities or opportunities be given to him to continue his development?

· Is there a plan B at other universities or outside academia. Recognise highly competitive job market.

