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1. INTRODUCTION 
With the aim of developing close industry exchanges and integrating expertise from practice 
within IKC3 programmes and other activities, this report provides a review of policies of the 
three IKC3 university partners in relation to adjunct staff. This will help inform options for 
acknowledging adjunct staff input into IKC3 programmes and project activities. 

Two-way exchanges between HEIs and industry are vital to project activity and the three HEI 
partners have long-standing connections with practice. We are keen to work even closer 
with industry to ensure our activities satisfy industry needs, include input from industry and 
also engage industry as professional learners. This report summarises a selected number of 
reports focusing on best practice HEI-Industry knowledge exchange to help inform current 
and future activity. 

 

PART A: POLICIES AND FRAMEWORKS FOR ADJUNCT STAFF 

2.  POLICIES AND FRAMEWORKS FOR ADJUNCT STAFF MOBILITY INDUSTRY EXCHANGE  

2.1 Trinity College Dublin 
Trinity College Dublin (TCD) have a policy for Academic Titles issued in 2017 and within this, 
summarised below, are procedures and titles for Adjunct academic staff.     

Adjunct Titles 
Adjunct academic staff are not appointed on the basis of a competition and, as adjunct 
academic staff, TCD is not their primary employer. If they are paid it is for a specific purpose 
in teaching and/or research and on a fee-per-item basis, which may be annualised to a fixed 
annual salary. Adjunct Professors, Associate Professors and Assistant Professors with 
sufficient academic experience may act as co-supervisors of research students, subject to 
the approval of the Dean of Graduate Studies.  
Adjunct Teaching Fellows at are those who provide a teaching role only and may act as chief 
examiner for modules. Criteria for appointment.  

 Holders of academic posts in other institutions will assume an adjunct title 
equivalent to that which they hold in their home institution (i.e. their primary 
employer).  

 Those not employed in an academic institution (fields of commerce, business, 
industry, law, public administration, politics, etc.) may be appointed to the rank of: 
 Adjunct Professor, in which case they will have obtained clearly recognised and 

verifiable eminence and leadership in their chosen field of expertise.  
 Adjunct Associate Professor: This title will normally be granted on the basis of 

applicable criteria at a level similar to those for Associate Professor. 
 Adjunct Assistant Professor in which case they will have postgraduate 

qualifications and/or experience to qualify them for the academic role to be 
assigned to them by the Head of School.    

 Adjunct Teaching Fellow in which case they will have post-graduate 
qualifications and/or a high-level of professional expertise.  
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Nomination, Appointment, and Promotion Procedures 
 Adjunct Assistant Professor and Adjunct Teaching Fellow who are to be salaried (other than 
casually paid) for their services will be appointed by way of nomination, via the Faculty 
Executive Committee, to the University Council by the Faculty Dean; a competitive 
appointment process and interview are not required. Unsalaried Adjunct Assistant 
Professors may be nominated by the Head of School directly to the University Council; a 
competitive appointment process and interview are not required.  
 
A recommendation to the University Council for recognition of a more senior title i.e. 
Adjunct Professor or Adjunct Associate Professor may be made by the Senior Promotions 
Committee on foot of an application from the Head of School via the Faculty Dean, in 
keeping with the terms of criteria 
 
The role and Responsibilities 
Adjunct academic staff are employed for a specific purpose in teaching, research, or 
academic administration (which may include co-supervision of research students). They do 
not carry teaching / research / administration roles pro rata with full-time staff. The 
responsibilities of adjunct academic staff will be specified by the Head of School at the time 
of appointment. Adjunct academic staff may not be permanent; they are part-time and 
there is no specific time commitment. They may be remunerated for their adjunct role but 
the College is not their primary employer. 
 
The term of appointment is either: for a defined period or co-terminous with the position 
they hold when first appointed. Adjunct academic appointments may be renewed. 
 

2.2 University College Dublin 
University College Dublin (UCD) hold a Visiting Academic and Adjunct Staff Appointment 
Policy (2016), with titles and procedures for appointing adjunct staff, summarised below,   

The UCD policy states that an adjunct appointee title is recognised as an honour bestowed 
upon an individual by the University. Adjunct appointees are individuals whose appointment 
to the University will enhance the teaching or research profile of a School, Research 
Institute or College and contribute to the intellectual life of the University, benefiting both 
the appointee and the University. Adjunct appointees include: 

 Individuals distinguished by high achievement in the world of industry, business, 
science, the professions, the arts or public service who have been recognised by 
peers as outstanding in their field 

 Staff of the University (excluding Faculty) 
 Retired UCD Faculty 
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Adjunct Titles 
Adjunct appointees will be given titles that are most appropriate in terms of academic rank, 
recognising that academic experience may differ relative to faculty who are employed at the 
University. They will possess professional and/or academic qualifications and expertise 
comparable with those expected of faculty at a similar grade within the University. There 
are four levels of appointment: 

 Adjunct Full Professor 
 Adjunct Professor 
 Adjunct Associate Professor or Adjunct Senior Research Fellow 
 Adjunct Lecturer/Assistant Professor or Adjunct Research Fellow 

 
Nomination, Appointment, Roles and Responsibilities  
Appointees will be appointed for a maximum of five years. Normally there will be no 
remuneration attached to the appointment. Exceptions will require the approval of the 
University Management Team (UMT). 

Role of the Visiting Academic/ Adjunct Staff Appointee Appointees are individuals whose 
appointment to the University will enhance the teaching or research profile of a School, 
Research Institute or College and contribute to the intellectual life of the University. 
Appointees may be invited by the School/Institute/College to carry out the following 
functions: 

 Contribute to specific programmes and/or teach specialised classes;  
 Collaborate and assist in the professional training of students through fieldwork or 

projects;  
 Collaborate in research and teaching, invited and/or sponsored by existing faculty 

with whom they have close working relationships;  
 Teach or contribute to the scholarly understanding of a subject area in a field 

otherwise not available within the University;  
 Participate in relevant meetings of the School/Institute and College and/or any other 

meetings at the invite of the Head of School/ Institute and/or College Principal/Vice-
President for Research, Innovation and Impact; 

 Attend the University at such times as are necessary to meet any commitments 
associated with the appointment; 

 Operate within the framework of the University’s policies and procedures in their 
role as a Visiting Academic or Adjunct Staff appointee;  

 Perform any other appropriate duties as determined by the relevant Head of 
School/Director of Institute.  
 

 Appointees will be appointed for a maximum period of five years;  
 Normally there will be no remuneration attached to the appointment;  
 Appointments may be ended by mutual consent or by either party;  
 Appointments in Schools/Colleges may be renewed following review by the College 

Executive and approval by the College Principal; 
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 Appointments in Research Institutes may be renewed and approved by the Vice 
President for Research, Innovation and Impact; 

 In exceptional circumstances the University reserves the right to withdraw the 
appointment; 

 Appointees will be expected to maintain the highest ethical standards when 
representing the University. 
 

Paying a Visiting Academic/Adjunct Appointee during the duration of their appointment. 
 Normally, no remuneration is attached to Visiting Academic appointments. In 

exceptional cases where remuneration is recommended, payment other than out-of-
pocket expenses will require UMT approval. An individual who has an association 
with the University in the capacity as an occasional lecturer etc. should not be 
nominated for appointment as a visiting academic or adjunct staff. 

2.3 Munster Technological University 
Munster Technological University Cork, formerly Cork Institute of Technology, hold an 
Honorary Academic Appointment Policy (2010), summarised below.  

Purpose and Context 
 An adjunct or visiting academic appointment (together referred to as "Honorary 

Academic Appointments") is offered to a person with a distinguished career 
whose academic and/or professional qualifications, experience and expertise 
complement the teaching and learning, research, research-related 
commercialisation and entrepreneurship, and other scholarly related activities of 
the Institute through contributions, mutually beneficial association and 
collaboration. 

 Honorary Academic Appointments provide a cost-effective means by which to 
increase the capabilities, profile and impact of the Institute in the pursuit of its 
vision and mission. 

 Such appointments are made for a limited period, up to a maximum of three 
years, and appointees can be current or former (e.g. retired) academics, or 
members of a profession, business, industry, community, or the public sector, 
either in Ireland or overseas. 

 Areas of contribution by appointees include, inter alia: new course and 
curriculum development and planning; delivery of staff and student seminars in 
the appointee's area of expertise; supervision of postgraduate research 
students; research, individually or as team members; support for staff 
development activities; support for lnstitute planning and development; and 
support for community engagement. Appointees are entitled to: 

o use of the awarded honorary title for the agreed period of the 
appointment; 

o access to the lnstitute's learning resources; 
o access to an Institute email address and other electronic resources; 
o membership of the Institute's sports facilities; 
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o invitations to Institute seminars and events; and 
o access to the lnstitute's websites and updates through the lnstitute's 

internal communications. 
 

 Honorary Academic Appointments supplement the academic activity and 
expertise of the Institute. They are not, however, an alternative to formal 
appointments to academic/research positions within the Institute. These 
positions are not "posts" but exist in personum (being qua being), nor do 
Honorary Academic Appointments occupy approved posts. They are not filled on 
the basis of a competition. However, where remunerated, the Institute will 
make a determination on a case by case basis as to whether it is necessary to 
include a particular appointment as part of the headcount. 

 Honorary Academic Appointments will not normally be included as headcount 
for the purposes of the Employment Control Framework. Policy Statement: As 
mentioned above the Institute supports two types of Honorary Academic 
Appointments, namely, adjunct appointments and visiting appointments. 

Adjunct appointments 
 Adjunct appointments are made to recognise people external to the Institute 

who are in a position to enhance the lnstitute's ability to accomplish its vision 
and/or achieve its mission. 

 Adjunct appointees are invited by the Institute to undertake a specific 
unremunerated activity with an academic (or other) unit. 

 The contribution of the adjunct appointee must be of sufficient significance to 
the Institute to merit the conferring of the privileges of an adjunct title on the 
appointee. 

 Adjunct appointments are made for a period of between one and three years, 
appointments may be renewed via the approval process set out below. 

 Visiting appointments provide recognition for people external to the Institute 
who wish to be associated with the Institute to undertake independent scholarly 
work, for example, during study leave. 

 In the main, a visiting appointment is made to recognise individuals who already 
hold an academic position with another higher education institution and who 
continue to be paid by that institution. In general, it is expected that visiting 
appointees are seeking an association with the Institute for a defined period, 
with the intention of returning to their substantive positions elsewhere when this 
period reaches a conclusion. 

 Visiting appointments are for relatively short periods of time. The maximum 
term of appointment is one year but in exceptional circumstances appointments 
may be renewed for a maximum of one further year via the approval process 
outlined below. 

 This category of appointment is also used to cover very short stay academic staff 
from other universities and may be applied to external students (e.g. doctoral 
students) in appropriate circumstances. 
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 Whereas it is expected that the appointee's home institution would continue to 
remunerate the appointee, a visiting appointment may include an element of 
remuneration depending on the circumstances. 

 
Categories of Visiting and Adjunct Appointments  
There are three levels and six titles of adjunct appointments: 

 Adjunct (Research) Fellow 
 Adjunct Senior Lecturer/Senior Researcher 
 Adjunct Lecturer/Researcher 

There are three levels and six titles of visiting appointments: 
 Visiting (Research) Fellow 
 Visiting Senior Lecturer/Senior Researcher 
 Visiting Lecturer/Researcher 

Conditions Related to Adjunct and Visiting Appointments 
 Adjunct and visiting appointees: 

 are accorded the normal privileges of Institute staff (either academic or general), 
 are able to nominate the Institute as the host institution for the purpose of 

research applications, with the Institute administering any associated grants and 
staff appointments; any publications resulting from the resultant research 
activities must acknowledge the Institute association; 

 may be eligible to co-supervise higher degree candidates in accordance with the 
policies and procedures approved by the Institute's Academic Council from time-
to-time and subject to the Institute's supervisory regulations; 

 may represent the Institute’s professional forums, conferences and seminars; 
 are governed by the policies, rules and regulations of the Institute, and are 

responsible to the head of the hosting Institute unit, where applicable; 
 may be eligible to have their appointment renewed at the end of an initial or 

subsequent appointment; renewal is based on demonstrable, positive 
contributions during the preceding period of appointment. Note the differing 
renewal limits for adjunct and visiting posts. 

 may terminate in writing their association with the Institute at any reasonable 
time, having due regard to the nature of their involvement in Institute activities 
and terms of appointment; 

 may have their appointment terminated in writing at any time by the President of 
the Institute. 
 

Allowances, Renumeration and Employment 
 In general, appointees do not receive remuneration but may be eligible to 

receive allowances such as a living allowance or payment of approved work-
related expenses, as appropriate. Appointees will also have access to the 
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resources of the host unit as approved by the relevant manager with 
delegated authority, 

 Appointees may undertake some incidental and limited paid employment 
but this must be supplemental to the purpose of their Honorary Academic 
Appointment at the Institute. It cannot be the basis of the appointment. The 
making of an Honorary Academic Appointment shall not be used as an 
alternative to the normal competitive recruitment and appointment 
processes undertaken by the Institute for the employment of academic staff. 

 Nothing precludes an appointee from applying for an externally advertised 
position with the Institute if they meet the eligibility criteria. All such 
applications will be considered under the normal competitive recruitment and 
appointment processes undertaken by the Institute. 

 The process for application and approval is outlined within the policy.  All proposals 
are submitted to the office of the Vice President for Academic Affairs for 
subsequent presentation to the Honorary Appointments Board. 

  
2.4.  ADJUNCT STAFF POLICY SUMMARY 
Each of the three IKC3 university partners hold policies for adjunct staff, and in the main, are 
consistent. Each have nomination, approval and appointment procedures and each 
encourage adjunct staff in enhancing the teaching or research profile and intellectual life of 
the organisation. Some differences occur in adjunct staff titles – Professor, Fellow, Lecturer 
– depending on the level of professional experience. Section C suggest areas to consider to 
encourage and reward adjunct staff engagement.  
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PART B: UNIVERSITY BUSINESS COLLABORATION 

1. INTRODUCTION 
As highlighted in Part A, Irish universities have a long-standing tradition of working closely 
with business in two-way exchanges to enhance teaching and learning, research and 
enterprise. With the urgent need for the economy and society to respond to the transition 
to low carbon, closer collaboration between universities will be required, to identifying and 
develop the solutions, knowledge exchanges and upskilling required needed to achieve 
national and European targets. In planning current and future activity. 

The IKC3 project seeks to collaborate even closer with business to achieve project 
outcomes. This review highlights barriers, drivers and recommendations for consideration 
for our ongoing university business collaborations (UBC). 

For the purposes of this brief report we have considered recommendations from a small 
sample of reports, drawing particularly on major studies produced by University Industry 
Innovation Network (UIIN). In part, we are already planning to implement new activity in 
this area as highlighted in the Future Actions section of the IKC3 report, Sustainability Skills: 
New IKC3 Programmes, and in the forthcoming period we continue to research other 
examples of UBC best practice to achieve project aims. 

 

2. REPORTS REVIEWED 
2.1 State of University Cooperation Ireland: University Perspective: University Industry 
Innovation Network (UIIN) and partners. (2017). Study on the cooperation of higher 
education institutions and public and private organisations. A study focusing on the 
cooperation between higher education institutions (HEIs) and public and private 
organisations in the 28 European Union Member States and 5 associated countries. 

The report is based on a series of expert interviews with 23 recognised UBC experts, 52 
good practice case studies, a UBC policy and indicators review as well as a major 
quantitative survey of stakeholders within both HEIs and business. The survey was 
translated into 25 languages and sent to all registered European HEIs (numbering over 
3,000) in the 33 countries. Through this, a final sample of 17,410 representatives from 
within HEIs and business was achieved. At the time of publication, the report states that the 
study as the largest international study into cooperation between HEIs and business yet 
completed. 

A summary of key elements of the report is provided below, highlighting barriers and 
structural and operational mechanisms for engagement, referred to as University Business 
Collaboration (UBC) in the report, from an Irish academic perspective. UBC activities are 
recognised and categorised into the areas of education, research, valorisation and 
management; 

Education 1. curriculum co-design 2. curriculum co-delivery (e.g. guest lectures) 3. mobility 
of students (i.e. student internships/placements) 4. dual education programmes (i.e. part 
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theory, part practical) 5. lifelong learning for people from business (e.g. executive 
education, industry training and professional courses).  

Research 6. joint R&D (incl. joint funded research) 7. consulting to business (incl. contract 
research) 8. mobility of professionals (i.e. temporary mobility of academics to business and 
vice versa).  

Valorisation 9. commercialisation of R&D results (e.g. licencing/patenting) 10. academic 
entrepreneurship (e.g. spin offs) 11. student entrepreneurship (e.g. start-ups).  

Management 12. governance (e.g. participation of academics on business boards and 
businesspeople participation in university board) 13. shared resources (e.g. infrastructure, 
personnel, equipment) 14. industry support (e.g. endowments, sponsorship and 
scholarships). 

Barriers and Perceptions 
The report asked respondents who within the HEI initiates UCB? The table below highlights 
that over half of Irish academics (65%) consider that themselves or their colleagues always 
or usually initiate UBC. This, however, does not align with the business managers’ view, who 
also see themselves as the main initiators.  

Government (38%) and internal intermediaries (33%) are also considered initiators most 
times. Intermediary organisations such as Enterprise Ireland provide structured funding 
opportunities to support interactions through innovation voucher and innovation 
partnership schemes as well as employment-based research. Contrary, academics perceive 
that current students are those stakeholders that less often initiate UBC, followed by alumni 
and university management 
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The table above asked what is inhibiting your cooperation with business? While time is an 
issue for all academics in terms of the time that academics have to engage, the report sees 
that there is a big difference in the contracts of academic staff in the Institute of Technology 
(IT) sector and the University sector – this means that staff in ITs tend to have significant 
contact hour workloads compared to their University colleagues.  

 

 

Shown above, respondents were asked what is facilitating your cooperation with business? 
The main factors that facilitate UBC for both Irish academics and HEI representatives are 
similar. The main facilitators focus on the relationship aspect of UBC, highlighting the 
importance of mutual commitment, shared goal and trust for successful UBC. The existence 
of funding is another important factor driving UBC recognised by both groups. Yet, while for 
academics the business’ interest in accessing knowledge is another relevant facilitator, for 
HEI representatives it is important to have existing relations with the business partner. 
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How might university collaboration be improved? Supporting Mechanisms 
The survey asked HEI representatives to what extent do the following mechanisms support 
UBC in their HEI. 

 

Assessing the results, the report highlights that while Irish HEI representatives perceive 
policy mechanisms to be at a medium level, by contrast these are higher than European 
counterparts. Regional innovation policies and those positively supporting research 
collaboration between university and business are also relatively well advanced. Note: The 
least developed mechanism is the policy support to labour mobility between universities 
and business. This, the report suggests, may be due to the relative inflexibility of the 
academic contracts (particularly in Institutes of Technology). 
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When asked to what extent do listed mechanisms support UBC, top-level commitment, 
strategic vision and UBC support are the most important mechanisms in Europe and Ireland, 
however lower in the latter. Note: Documented strategies are substantially more developed 
than implementation strategies, showing the official commitment of Irish HEIs to UBC above 
the actual dedication of resources. The least developed mechanisms are related to the 
incentives for academic engagement, the recognition of their UBC activities, as well as 
assessment and reduction of teaching. 

 

 

When asked to what extent do structural mechanisms support UBC in institution, the 
development of that structural mechanisms is higher in Irish HEIs than in Europe. The top 
four structural mechanisms indicated by the Irish HEI representatives include incubators, 
UBC agencies, liaison offices and career offices. Note: Contrary, board member and rector 
positions together with alumni networks are better developed in Europe than in an Irish HEI 
context. Science or technology park precincts as well as alumni networks are the least 
developed mechanisms in Irish HEIs. Note also that co-working spaces for business and 
adjunct positions available within Irish HEIs is lower than the European average.  
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When asked about operational mechanisms, the report notes that the perspectives of Irish 
and European HEI representatives are broadly similar. Student-centred activities are the 
most developed operational mechanisms, with UBC supporting mechanisms facilitating 
entrepreneurship courses offered to students and student interaction with businesses 
ranked the highest. Among the activities focused on academics, both networking and 
information sessions are also well developed. Note: Others, however, are perceived as less 
developed, such as academic networks dedicated to UBC and academic entrepreneurship. 
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2.2 State of University Cooperation Ireland: University Perspective: University Industry 
Innovation Network (UIIN) and partners. Luxembourg: Publications Office of the European 
Union, (2018) 

This report presents the findings of the project ‘The State of University-Business 
Cooperation in Europe’. The project has been conducted during 2016 and 2017 by a 
consortium led by the Science-to-Business Marketing Research Centre, Germany for the DG 
Education and Culture, European Commission. Included here is a headline review of the 
comprehensive 179-page report for comparison which summarises the extent to which HEIs 
across EU member state engage in University Collaboration (UBC), from which the review of 
Irish UCB (2.1 above) was produced, together with recommendations for improvement.  

The Executive Summary of the report states that the results showed that, given the right 
circumstances, UBC can be a highly positive activity for all parties involved. Particularly, 
businesses are starting to realise the benefits of partnering or working with HEIs as a source 
of future-oriented innovation as well as talent development that can build a competitive 
advantage. The report states that since the last study in 2010-11, there is evidence that HEIs 
are being increasingly seen as a source of talent, entrepreneurship and a lead player in 
regional development.  

The majority of academics and businesses still do not engage in UBC, although the vast 
majority of HEIs do, to a certain extent. This limited engagement is reducing the labour 
market relevance of the study programmes, the employability of graduates and the impact 
of research. Despite significant efforts by European national governments and the European 
Commission to broaden the engagement in UBC, there is a lack of awareness of how HEIs 
and business can cooperate and how these activities (inter)relate.  

Cooperation in research (particularly The State of UBC cooperation in Europe in R&D) is the 
most developed activity followed by education (particularly student mobility); whilst 
valorisation and management activities are far less common. 

UBC activities are correlated, meaning that once either an academic (as an individual) or 
business (as an organisation) cooperates in one activity, they are more likely to cooperate in 
others. As an example, an academic who cooperates with a business in research, is more 
likely to invite one of their business colleagues to give a guest lecture or supervise a thesis. 
Additionally, even a lack of cooperation with business does not mean that academics do not 
cooperate externally at all, because nearly 75% of the academics not cooperating with 
business, do cooperate with government or other societal actors. 

As such, the study suggests that rather than perceiving UBC as a set of transactions and 
managing them in siloes, UBC should be viewed as mutually beneficial relationships with a 
broad set of potential cooperation activities, that may also include government and other 
societal actors. Shown below, the report highlights how governments (EU and national / 
regional), HEIs and businesses can broaden the understanding of UBC and widen its 
development.  
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In the table above, HEI managers were asked to report how developed were their 
institutional strategies to support UBC on a scale of, 1 = not at all developed, 10 = highly 
developed. 

The most common mechanisms utilised by HEIs to support UBC are in the form of paper 
strategies, which officially signal a measure of commitment to business engagement (6.8). 
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However, the strategies designed to implement those paper strategies, implementation 
strategies, are significantly less developed (4.9).  

This highlights that the way in which European HEIs signal a tacit commitment to the 
development of UBC, however fail to reinforce this with mechanisms that will aid the 
implementation of UBC. Until the level of commitment to implementation strategies for 
UBC at HEIs more equally matches the paper strategies for UBC, UBC development will 
remain unfulfilling of its potential. This is particularly true for incentives for academics, as 
the least developed strategies include incentivising academics to collaborate (5.0), including 
UBC in academic assessment (4.8), recognising academic UBC (4.6) or reducing academic 
teaching time for undertaking collaboration (4.0). 

 

 

Shown above, and using the same scoring, HEI managers were asked how developed are the 
structures that are accessible (internal or external) to their university? The results show 
average and below average scores. Notable here are the low scorings for adjunct positions 
and lifelong learning programmes involving business. 
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Shown above, and using the same scoring, HEI managers were asked how developed were 
the operational mechanisms used within their university? The report notes that 
mechanisms to operationalise UBC are only moderately developed in European HEIs. 
Networking activities (5.4), followed by entrepreneurship activities (5.3) are the most 
developed UBC activities, which are all moderately developed. The activities tend to be 
focused on students, which is evident in the survey results showing that entrepreneurship 
courses offered to students (6.5) and UBC activities facilitating student interaction with 
business (6.3) being the most developed mechanisms. The report suggests that this 
seemingly comes to the detriment of academics as entrepreneurship courses offered to 
academics (4.4) and academic networks dedicated to UBC (4.8) are the lowest developed 
activities. 

According to expert interviews undertaken as part of the research, external intermediaries 
(i.e. regional development offices) were considered very powerful matchmakers and 
translators and their objectivity was valued by interviewees representing both parties. A 
series of other structures are mentioned as being important, such as networks, science 
parks, incubators or joint research centres, but most interviewees highlight the importance 
of people over infrastructures. 
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Business engaging with HEIs 
Respondents from business were asked which mechanisms exist with their business to 
support UBC.  

 

Having a strategy for collaborating with HEIs is the most common mechanism in European 
businesses, present in 37% of cooperating businesses, closely followed by a top-level 
management committed to UBC (36%). Unlike at HEIs, where the tacit commitment to UBC 
through paper strategies is not backed up by an equivalent commitment of resources, for 
European businesses cooperating with HEIs, the dedication of resources is equally present 
(36%) as UBC strategies and top-level commitment. In the practise of recruiting PhD 
students (31%) and even the allocation of worktime for UBC (25%) as well as a 
structured/systematic R&D programme, there is a good alignment of strategy and 
mechanisms for implementing the strategy.  

Regarding their interactions with students, the most common are presentations, lectures or 
mentoring within HEIs (34%), the practise of recruiting PhD students (31%), students 
projects (25%) and employment fairs (15%). Concerning research, 27% of businesses have a 
structured R&D programme. However, only 14% participate in cooperative research 
institutes, 12% in science/technology parks and 11% in joint laboratories with HEIs, which 
shows that businesses have a much lower investment in physical facilities and co-location.  
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Positions in HEIs are still not that common with 23% having an executive within the business 
responsible for UBC (not necessarily full-time role), followed by filling a professor in practice 
role in the HEI (9%) or funding an adjunct position or Chair (6%). Student (9%) or academic 
idea competitions (5%) are the least common mechanisms, aligned with their low 
participation in entrepreneurship.  

Experts during the interviews identified a need for senior management responsible for UBC 
also on the business side. R&D or Innovation Directors often take this role, however 
occasionally there is a specific contact responsible for managing university relations for 
research-related UBC. For education-related UBC, a person responsible for education and 
training is mostly only found in large businesses and in most cases the role is assumed by 
the HR department 

Conclusions and recommendations 
In conclusion, the report notes that the first two missions of the university, education and 
research, are the primary areas in which university and business cooperate. Cooperation in 
research (i.e. joint R&D, consulting to business, mobility of staff) is the most prevalent (UBC) 
area across Europe, closely followed by education (curriculum co-design, curriculum co-
delivery, mobility of students, dual education programmes, lifelong learning). However, HEIs 
and businesses in Europe also cooperate in the areas of valorisation (commercialisation of 
R&D results, academic entrepreneurship, student entrepreneurship) and management 
(governance, shared resources, university support), although to a far lesser degree.  

Despite significant efforts by national governments and the European Commission to 
broaden the impact of the HEI sector through greater cooperation with business, the study 
showed that there remains a lack of awareness of all the forms in which HEIs and businesses 
cooperate and how they interrelate. This is particularly true for ‘lesser practised’ education 
cooperation activities (curriculum co-design and co-delivery, lifelong learning and dual study 
programmes) as well as, and especially, valorisation (all types) and management 
cooperation (all types).  

Also, whilst most academics still do not cooperate with business, no business cooperation 
does not mean no cooperation at all as nearly 75% of the academics not cooperating with 
business cooperate with government or societal actors. 

Pages 120-140 of the report provide a comprehensive list of recommendations. For the 
purposes of this report these are summarised as follows:  

Universities and businesses cooperate in multiple and varied activities. However only a 
minority of academics and businesses collaborate. 

 Ensure there are mechanisms in place that support UBC development 
 Promote the short- and long-term benefits of university-business relationships and 

of university engagement generally. 

Cooperation with business is being recognised as more than just licenses and spinouts. 
 Policy needs to embrace a broader understanding of what is UBC as well as 

engagement more generally. 
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Getting first access to talent is an increasingly important reason for business to undertake 
UBC 

 Create more opportunities for cooperation with employers in education including 
more practical programmes, both within and cross-faculty. 

 Provide support for the creation of new curricula, to redesign existing curricula or 
undertake ongoing modernisation of curricula at HEIs. 

Strengthening employment and recruitment pathways to the benefit of students and 
employers. 

 Develop improved employment and recruitment pathways from higher education to 
employers. 

 Provide improved support to employers in educating and upskilling their employees 
during their working lives. 

Entrepreneurship is being fostered by European universities. 
 Embrace the HEIs role in providing entrepreneurship education.  
 Embrace HEIs as a potential source of not just entrepreneurial teaching, but as a 

potential source of entrepreneurial ventures and as a facilitator or hub of a regional 
entrepreneurship ecosystem. 
  

There are mixed messages in the development of UBC in Europe. 
 Create more detailed insights into the State of UBC. 
 Create greater opportunities for academics and business people to develop trust and 

UBC experience. 

UBC is a people’s game and relationships matter. 
 Develop opportunities for greater professional mobility. Professional mobility 

includes the exchange of professional staff from business and post-graduate, PhD, 
post-doctoral, research staff and academics from HEI.  

 Develop new mechanisms to develop contacts and relationships.  
 Develop mechanisms and processes for more effective conversion of cooperative 

projects into research outcomes. 

Research outcomes drive UBC for both academics and business whilst for HEIs it relates to 
funding. 

 Facilitate funding opportunities which combine funding or in-kind support, from 
government, business and the HEI. 

 Seek ways to ensure that both academics and business get greater benefits from 
their cooperation that contribute to both their short-term and long-term objectives. 

UBC can be further stimulated through incentives. 
 Seek opportunities to remove barriers for UBC.  
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Lack of resources and differing cultures are inhibiting UBC in Europe. 
 Seek ways to develop improved cross-cultural understanding between the academic 

and business environment. 

A long-term strategic commitment, underpinned by a stable supply of resources, provides 
a foundation on which UBC relationships can develop. 

 Put appropriate mechanisms in place to support the development of UBC 
 Create ‘corporate relations’ offices / adjust the role of existing technology transfer 

offices. 

To develop UBC, more funding is not necessarily the answer… start small! 
 Seek meaningful ways in which academics and business people can be brought 

together. 

Simple (and flexible) UBC structures support UBC. 
 Develop simple (and flexible) UBC structures support UBC. 

Measuring the (right) outcomes of UBC is important to managing it. 
 Develop indicators and measurements of UBC which capture both explicit and tacit 

outcomes as well as longer term impact across the full spectrum of UBC activities. 

UBC needs people with the right skills and mind-set to engage successfully. 
 Increase the UBC experience of both academics and business. 

Non-cooperating academics and businesses observe their own lack of UBC capabilities. 
 Codify and professionalise the skills and competencies for UBC and develop UBC 

capabilities in both academia and business. 

Situational factors of both HEIs and business affect their ability to cooperate. 
 Promote a more differentiated HEI sector with different models of external 

engagement. 

Regional businesses are the main collaboration partner for HEIs. 
 Seek to find ways specifically for SMEs to engage more with HEIs. 

Building a supportive UBC ecosystem helps to sustain UBC in the long term. 
 Develop a UBC culture 
 Raise the profile of UBC in academia and business environments and develop ways 

for academic and business professionals to gain and share UBC experiences. 

 

2.3 Technological Universities Connectedness & Collaboration through Connectivity: 
Report of the Technological Universities Research Network to the Department of 
Education and Skills (2019).  
A report that set out to identify key actions and the next steps for the technological 
university sector to optimise its contribution to national economic and social development 
including.  
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Concerned primarily with recommendations for inter-Technological University collaboration 
and connectivity, a number of areas related to external engagement, staff mobility and 
adjunct staff are incorporated as areas that institutions should seek to achieve, stating: 

 The achievement of new, apposite career structures is necessary to facilitate the 
retention and recruitment of high calibre staff.  These career structures will 
correspond with the distinctiveness of TUs, balancing enhanced teaching and 
learning and research progression, attractiveness to international high calibre staff, 
new support roles required to deal with increased digitalisation, the retention of 
professional expertise and more porous adjunct staff facilitation. 

 It is important to ensure that the new roles and responsibilities for academic, 
research, senior executive and professional, management, support and adjunct staff 
are mapped and continuously updated to the highest quality standards of 
recruitment, competence and performance. 

 TUs must not simply seek to meet current identified skills shortfalls but will need to 
be able to act as far-sighted and strategic partners and collaborators with industry 
and other employers in determining and meeting the skill needs of the future, while 
developing learners and citizens who can operate actively and independently in the 
society and economy of the future. 

 Each TU will serve as an anchor institution in the development and the national and 
international advancement of its region. This regional rootedness is also a bedrock 
for the wider national and international ambitions of each TU. International 
experience demonstrates that successful regional economic clusters are multi-
faceted, and while each is unique and atypical in its own terms, there are several 
common or essential characteristics including:  
 

 Leading-edge anchor HEIs closely connected to clusters of innovative, technology 
intensive enterprises prioritising research activities.  

 Multiple actors – educators, companies, entrepreneurs, development agencies, 
skilled workers, researchers and innovators – drawn from disparate business sectors 
and institutions, each possessing different knowledge and expertise that can be 
combined in innovative ways through co-creation and co-production. 

 Capacity through proximity, density and agglomeration within the cluster to 
generate knowledge spill-overs. 

 Accessible innovation requiring extensive and intensive collaboration and 
networking between participants to underpin the seamless transfer of knowledge 
and the acceleration of innovation. 

 Functional and organisational structures that are porous and agile. International 
experience demonstrates that drawing frontier technological developments to 
regions through such mechanisms as intensive collaboration with industry and close 
engagement with international researchers, can be fundamental to the creation of 
regional ‘knowledge hubs. These ‘knowledge hubs’ can in turn act as major catalysts 
for further regional, national and international investment, research, innovation and 
employment growth. 

A Review of University Policies & Frameworks for Adjunct Staff
A review of reccomendations for developing closer university business collaborations

Ireland’s Knowledge Centre for Carbon, Climate and Community Action.                                                               www.ikc3.ie



 

A review of university policies and frameworks for adjunct staff: Review of recommendations for developing closer university business collaborations. 
 27 

2.4 Modes and Motivations for Business-University Interaction. Discussion Report. 
The National Centre for Universities and Business (NCUB). (2022). 

This UK report considers the implications of the findings of the Interaction Survey for 
policymakers, universities and companies. It draws on selected findings from the survey as 
well as insights from an event series led by NCUB.  

Results from the survey are included here from a business perspective and for comparison 
with the UK, and in the main, many of the inhibitors and opportunities to develop 
engagement a similar to the Irish and European reports reviewed above, 

The survey shows the breadth of motivations that drive companies to interact with 
universities, from developing new technologies to introducing new products and services, to 
growing talent and improving business strategy. 

The survey is based on 3,823 company responses across sectors, regions and countries of 
the UK and the full range of employment sizes from micro-firms employing less than 10 
people to the largest public listed corporations.  

The survey suggests that certain modes of interactions have grown since 2009, with small 
and micro companies more likely to report people and problem-solving interactions with 
universities now than they were in 2009. Further strengthening ties between companies and 
universities will likely require targeted efforts by universities as well as policymakers. These 
efforts will need to reflect the pathways and approaches favoured in each sector and by 
each type of organisation.  

The report notes that universities have been working to strengthen their knowledge 
exchange activities through mechanisms such as the Knowledge Exchange Concordat and 
suggests the survey offers an opportunity to review where certain modes of interaction 
appear underused and where deliberate university and/ or policy efforts could be focused. 
The report draws a number of conclusions under key themes summarised below:  

 Interaction: Of all the categories of interaction investigated in the survey, people-
based interactions were the most frequently reported. Almost half (45%) of 
respondents had engaged in at least one type of people-based interaction. Within 
this category, 24% of all respondents had attended university conferences, 21% 
participated in networks with universities, and 17% had been involved in student 
placements.  

 Conversely, as shown in the table below, only 4% of companies responding had 
 contributed to curriculum design. 
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Whilst companies of all types interact with universities across different modes, 
interaction activity does tend to increase with company size. For example, 63% of 
companies with over 250 employees engaged in people-based interactions and 38% 
in commercialisation interactions. By comparison, just 35% and 18% of micro firms of 
fewer than 9 employees engaged in people-based and commercialisation 
interactions respectively. This trend generally held across categories and different 
modes. 
 

 Policy: Ambitions to strengthen ties between companies and universities require 
focus to achieve policy goals. Companies and universities interact in many ways 
depending on the goal. The range and type of interaction vary between sectors and 
company sizes. To focus the efforts of universities and policymakers, it is necessary 
to identify the distinct functions of the different modes of company-university 
interactions within different sectors and the relevance of each to particular policy 
goals to enable more targeted guidance and delivery that is responsive to UK 
priorities. 
 

 Mobility: Aims to increase mobility between academia and industry are unmet and 
additional action is necessary to make progress and build the highly-skilled 
workforce necessary to support an advanced knowledge economy. Policymakers and 
universities should investigate why these types of people-based interactions are low 
and place more focus on developing schemes and structures that encourage and 
enable mobility. Companies can realise greater benefits through extending existing 
university partnerships to different forms of interactions and should be encouraged 
to consider opportunities and communicate any barriers to collaborating more 
proactively with universities on future talent development and mobility. 
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 Capturing interactions: Gaps remain in capturing the breadth of business-university 
interactions. Advances such as the Knowledge Exchange Framework in England have 
put a spotlight on the challenges of capturing and valuing non-commercialisation 
interactions with business. The Interactions Survey reinforces the importance of a 
breadth of interactions. A more systematic approach needs to be taken to capture 
the full breadth of interactions and for the system to recognise and reward these 
with equal weighting to commercial interactions. 
 

 Geography: There is no single part of the UK that stands out for having significantly 
more interacting companies. Companies based across the UK report interactions 
with universities, with no single UK country or region standing out as having a 
particularly high propensity to interact. There are small variations when looking at 
specific interaction categories. 
 
For all interaction categories, companies tend to work with universities in a range of 
geographical proximities Companies do not simply interact with their local 
university, but many report interactions with regional, national and overseas 
universities. The table below shows the propensity of companies to engage with 
universities by location and category of interaction mode. 
 
Location is a factor but only one factor and its importance varies depending on the 
type of interaction. For teaching activities location is an important determinant and 
activity tends to be local. For research and development proximity is less important. 
For interactions that focused on the exchange of expertise, participants were 
typically more concerned with their relationships with individuals. When a trusted 
relationship with an academic or staff member in a university had been established, 
in many instances this relationship could continue if that individual moved to 
another university or research organisation 
 
Regional growth initiatives should recognise that proximity is not always a 
determining factor for collaboration. Policymakers should be aware that companies 
and universities have multiple relationships across different geographies. Place-
based interventions should focus on interaction modes where proximity is a more 
important factor and acknowledge that benefits may be dispersed for those where it 
is not. This should be understood and embedded into all relevant evaluation 
mechanisms. 
 

 University partners: The survey finds that companies interact with universities 
across a diverse range of academic disciplines, from the natural sciences and 
engineering through to the social sciences, arts and humanities and business and 
management. This is true for companies from across all sectors. This finding is 
supported by prior research, which finds that companies often seek assistance in 
domains that are outside of their specialism. 
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Relationships with individual academics are important to interactions. The survey 
explored how interactions come about, finding that both companies and universities 
play active roles in initiating and facilitating interaction. The researchers note that it 
is individual academics and individual professional staff that help start and sustain 
these relationships, indicating that personal contacts are important mechanisms for 
university-company interactions. 

For many business representatives, interaction with universities was considered in 
terms of relationships with individual academics rather than the university as an 
organisation, with the perception that universities are federations of individual 
academics. Consequently, it was seen as unsurprising that interaction modes, such 
as providing informal advice, that relate to individual relationships tended to have a 
higher level of response than those, such as secondment of staff to universities, 
which relate to a relationship with the university as an organisation. 

Personal connections continue to matter and should receive appropriate corporate 
support. Companies and universities should work together to understand the 
opportunities and challenges of interactions initiated through individual 
relationships. Organisations should acknowledge the different methods for initiating 
interaction, select according to purpose where possible while acknowledging that 
personal connections are and will likely continue to be key. This could include best 
practice guidance on how the risks and limitations can be managed by both the 
individuals concerned as well as their organisations. Support guidance should 
acknowledge that individuals in businesses and universities require latitude and 
support to develop relationships that can yield value and that these relationships 
may not always be held outside the centre and require innovative models of 
oversight. 

 The motivations for, and success of, interactions: Motivations for interactions are 
not simply tied to innovation-related goals. Companies are motivated to interact 
with universities across a wide range of business functions including 

o Inbound and outbound logistics;  
o Procurement 
o Operations 
o Marketing and sales  
o Service support activities;  
o Introduction of new products/ services  
o Technology and process development  
o Human resource management  
o Financial planning/ strategy 
o Business organisation or strategy  

 
Technology and process development was the most commonly cited areas that 
motivated interaction (34%), followed by the introduction of products and services 
(25%). However, university interactions are important to other functions, including 
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those not related to technology-based innovation, too. For example, business-
related goals are a significant motivator, with human resource management, 
organisation or strategy and operations reported as important for many too. 

Constraints on interactions and determinants of non-interaction: The survey 
considered barriers to business-university interaction, as well as their relative 
importance. The factors included are: 

o Lack of resources by the company;  
o Difficulty in identifying a partner 
o Insufficient benefits 
o Bureaucracy and inflexibility of university 
o Incompatible time scales 
o Lack of regional programmes 
o Lack of central government programmes 
o Lack of experience by the company 
o Lack of interest by the university 
o Cultural differences  
o Intellectual property (IP) agreement 
o Lack of geographically close universities. 

 
This section of the report concludes that: 
 
Further action is needed to ensure that business-university interactions are guided 
by clear, shared objectives. Universities should consider whether the mechanisms in 
place to monitor and act upon feedback from external partners are adequate. 
Specifically, it is important to ensure that interactions with companies are 
undertaken with shared expectations and opportunities exist to capture feedback to 
support improved levels of satisfaction and increased interaction. Further dialogue 
with the university sector may be beneficial to understand whether current 
measures are fit for purpose. 

Businesses’ perception that they do not have sufficient resources to interact with 
universities requires further examination. Policymakers and universities both have a 
role to play in investigating why so many businesses report insufficient resources to 
interact with a university. These interactions can generate significant direct and 
spillover benefits. Understanding where resource constraints within businesses are 
most acute could help policymakers to design more effective interventions and 
universities to communicate their offer more efficiently, and 

despite considerable attention, the university sector remains difficult to navigate for 
business. Universities should review their visibility and navigability to companies to 
ensure that they are communicating the full breadth of expertise and support that 
they can offer in an accessible manner. This should highlight their specific knowledge 
exchange strengths. Internationally, a specific Foreign Direct Investment in R&D 
strategy to help signpost and promote UK universities’ strengths to international 
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companies. This could be led by the Office for Investment in collaboration with the 
Office for Science and Technology with input from businesses and universities. 

 Sources of knowledge for innovation related and university-related R&D: R&D-
related interactions do not appear to crowd out private sector R&D. For R&D 
performing companies, more than five times as many respondents indicated that 
working with universities increased their internal R&D efforts rather than decreased 
them. This suggests that university R&D-related interactions do not crowd out 
private sector R&D but help to support, sustain, and extend private sector R&D 
efforts. 

Business success and knowledge rely on a complex set of systems, that can range 
between the education, skills and training system, to research and innovation 
systems, to targeted business support systems, to market intelligence. The finding 
that universities are just one part of this complex web of systems is unsurprising but 
does invite further questions as to the multi-faceted, often interconnected and 
regularly indirect roles that universities play in driving business success. 

This section of the report concludes that there is scope for more businesses to 
engage with universities as a source of knowledge for innovation. Universities are 
positioned as essential to the UK’s success as a knowledge economy. However, there 
appears scope for greater interaction with universities. In the context of increased 
resource pressures on both businesses and universities, universities may wish to 
consider what more they can do to engage with businesses. This will likely require 
proactive engagement, and as mentioned elsewhere, presenting themselves in a way 
that is accessible to those in the private sector while recognizing that not all activity 
will and should be undertaken with a commercial goal in mind. 
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PART C: CONCLUSIONS AND CONSIDERATIONS FOR FUTURE DEVELOPMENT 

Reports and policies reviewed for this brief overview offer a number of insights to the 
inhibitors as well as the opportunities, together with recommendations, to engage adjunct 
staff and approaches to scaling up closer engagement with business to achieve mutual 
objectives.  

Reports highlighted are results from across a range of Irish and European HEIs, and although 
there will be commonalities, these are not solely attributable to just the three IKC3 HEI 
partners. Many recommendations are concerned with HEI strategic and structural 
approaches and may not be resolved in the short term. For example, key inhibitors repeated 
frequently is the availability of academic time to fully engage with business. This is 
important as reports highlight the interpersonal relationships with HEIs as vital.  

Also highlighted are limited resources of SMEs; the need to find mutually beneficial 
collaborations and the financial support needed from institutions to encourage HEI 
engagement to ensure strategic aims are mirrored in implementation plans. In the short 
term, operational approaches could offer quick wins to develop closer collaborations. In 
developing this aim, a number of areas arise for HEI partners to consider, including:  

 Explore internally opportunities for, and encouragement of, adjunct staff to 
contribute to IKC3 programmes and enhance the intellectual life of HEI institutions 
generally. The HEI adjunct policies reviewed offer honorary titles but not necessarily 
renumeration. This could be because business input, over an annual period for 
example, may only require minimal input. If the input is to be more frequent to 
achieve desired outcomes then this may need to be revisited.  
 

 IKC3 HEI partners have adjunct staff policies and procedures in place to nominate, 
appoint and approve titles of adjunct staff. Each institution leading on a programme 
or activity requiring adjunct staff may be required to adhere to respective 
institutional polices, or if possible, explore and seek to agree on a title/s for adjunct 
staff contributing to IKC3 sustainability-related activity.  

As highlighted in Section 2 above, business positions in HEIs are still not common. 
This could be encouraged by re-visiting the recognition policies within HEIs for UBC 
activity, awards, funding to engage, Professor of Practice positions and funding of 
adjunct staff or chairs within HEIs.  Other factors may influence adjunct engagement, 
and a consideration for both academic and professional staff would be to liaise on 
the type and the level of adjunct staff expertise sought to enhance IKC3 innovation 
networks and opportunities that could be offered to increase involvement in 
sustainability upskilling programmes and solutions-driven knowledge exchanges. 

 Co-creation. Industry is currently informing IKC3 sustainability-related programme 
development, directly through consultation and also through industry groupings. 
Generic sustainability skills are being identified however, specific sector or 
professional skills relating to upskilling in sustainability may require further research 
to identify scale of demand. Partners should consider and agree how they might 
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liaise internally with other colleagues within their respective institutions to raise 
awareness of IKC3 aims, and where departments may be seeking to develop 
sustainability-related activity and upskilling with industry contacts, to act as conduits 
in connecting departments with IKC3 for collaborative activity. 

Introducing mechanisms to develop contacts and relationships is highlighted as an 
area to explore. HEI partners already have in place externally-facing departments 
such Technology Transfer, Business Engagement and Research-Industry centre units. 
Where not already in place, explore how intelligence can be shared, cross-referrals 
and joint activities between units can developed and monitored.  

 Consider entrepreneurial training for academic and Professional staff to develop 
closer engagement with business.  
 

 IKC3 has recently appointed Industry Liaison and Community Engagement roles to 
develop existing, and create new external connections. Building upon these roles, 
and in consideration of recommendations to explore new engagement mechanisms, 
IKC3 plans to pilot and develop a knowledge sharing /solutions-driven network to 
support Sustainability Professionals and inform programme development. It is 
envisaged that the network will enhance the IKC3 ‘knowledge centre’ and partner 
with other stakeholders seeking to support sustainability including state agencies 
and membership bodies including Chambers Ireland. HEI partners should consider 
how they will collaboratively liaise with their respective externally-facing units to 
input into the development of the network, in turn developing new business 
collaborations. 
 

 HEI support for business highlighted on institutional websites is area recommended. 
Most HEIs display business support on their sites, however partners might look to 
consider how IKC3 might be more prominently highlighted and promoted on 
respective websites, and similarly, explore with other IKC3 partners and other 
stakeholders how web linkages can be introduced.     

 Highlighted in the reports for both Irish and European HEIs are opportunities to 
scale-up engagement with business through their respective alumni networks. Some 
HEIs are proactive in this area, others may be less so. Discussions with alumni 
functions to explore this is an area for partners to consider.  
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