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This implementation guide is meant for 
you, who are interested in researchers’ 
career development. This guide will 
show and explain a model – the General 
Training Model Scheme (GTMS) – which 
can be used to assist researchers’ career 
development. 

For example by helping researchers 
getting a clearer picture of what issues 
can be important in their career develop-
ment planning and where to find more 
information. The implementation of this 
model, the exact target group, and how 
and where it can be implemented, is all 
described here.

This Guide was developed within the 
REFLEX project supported by the 
European Union’s Seventh Framework 
Programme for research, technological 
development and demonstration under 
the grant agreement No 643510.
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The General Training Model 
Scheme (GTMS)
The GTMS is a model which research-
ers, research institutions, PI’s and career 
advisors can use to assist researchers 
in planning their career development. 
Five main topics (Mobility, Networking, 
Career Advice, Academic Skills & De-
velopment, Company & Organisational 
Interaction) combined with several sub-
categories are the bases for the GTMS. 

The GTMS illustrates a multitude and 
mix of services available regarding 
career development, focusing on tools, 
activities, and workshops. Moreover  
it shows organisational structures  
and roles which may help to structure  
a dialogue about career development 
and career paths. Institutions may add 
or remove services, to develop a context 
specific Training Model Scheme that 
illustrates the actual services available  
in the institution. 

Face to face
The GTMS is available in a set of cards, 
which can be used in face to face 
career advice settings, where the cards 
function as the bases for a dialogue. The 
scheme can be used as a guideline help-
ing researchers, their supervisors and 
career advisors, to identify the key areas 
they need to focus on when discussing 
and planning the career development 
of researchers. It can also be used as 
a framework research institutions can 
apply when developing career support 
services for researchers. 

Online
Additionally, the GTMS is accessible 
online, where the same information  
is available. 

REFLEX online tool
To make the scheme easily accessible 
for everyone, the REFLEX online tool 
was developed. The primary users of the 

REFLEX 
project
The GTMS is the outcome of of the REFLEX project with input from 5 partner 
institutions in Denmark, Hungary, Norway, Slovakia, and Switzerland.  
Researchers, HR professionals, career advisors, and recruitment specialists 
gave input on scenario workshops held in these 5 countries. During these 
workshops, blockers and boosters for researchers’ career development were 
identified. This data combined with information acquired through a survey  
in the participating countries, is the foundation for the GTMS.
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tool are research institutions that would 
like to take a more systematic and stra-
tegic approach to career development 
of their PhD students and employees. 
Researchers will also benefit from 
gaining a single access point to career 
development support at their institution. 
The REFLEX online tool enables: 

•  Collaborative mapping 
An editable version of the scheme 
can be shared with other collabora-
tors. Different units can be involved 
in the identification of existing career 
development activities and services 
provided at the institution.

  
•  Tailoring the institutional  

strategy 
Institutions can rearrange the scheme 
according to their needs. Users can 
reorganise or remove existing catego-
ries, add new ones and update them 
later. Institution specific descriptions 
can be added to each category. 

•  Increasing visibility of  
services among researchers 
The preview of institutional scheme 
can be shared with researchers. 
Instead of checking the websites of 
different departments they can easily 
learn about the variety of available op-
tions through the single interface. The 
tool is adapted for the use at different 
types of devices (mobile responsive 
design).

The application is free of charge and  
accessible through: 
www.euraxess-reflex.eu/app

Implementation guide
This implementation guide starts by 
showing the five main topics of the 
GTMS. Hereafter, the subcategories 
will be presented and explained briefly. 
Finally, a short description follows with 
how, who, and where the GTMS can be 
implemented. The responsibility of the 
implementation of this tool lies in your 
own hands. The tool should always be 
adapted to the local situation, depending 
for example on the country, institution or 
the university. 
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Structure

#1
Mobility

#2
Networking

#3
Career Advice

#4
Academic Skills & Development

#5
Company & Organisational 
Interaction

The GTMS introduces five main topics, which are important 
issues in researchers’ career development. Each main topic 
has several subcategories, including a mix of services available 
regarding career development, focusing on tools, activities, and 
workshops.
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Dual career

Legal and administrative issues

Cultural courses

Language courses

Mobility coaching

Social events

 A situation in which both the researcher and his/her partner pursue a career. 

 Information and access about working and residence permits for the whole  
family including housing information which is a critical factor for the mobility  
of researchers.

 Information on unwritten working and cultural rules including how to act  
in various cultural settings will be important for successful mobility.

 Learning the local language can be key in moving to or staying in a particular 
country.

 Seeking information about new opportunities in specific countries. What should 
one do to be able to move, are there limitations, are there any available contacts, 
available grants etc.?

 Welcome meetings and events can be key to adapting in a new country  
and establishing a new network.

Workshop or course:

The ability to move freely

#1 Mobility
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Interdisciplinary 
collaboration

Mentor

Alumni association

Network with former 
colleagues

Conferences

Building an international 
network

Creating an association that can stimulate interdisciplinary collaboration. 
This network could help open new career options in other disciplines 
(e.g. PhD/Postdoc association).

Mentoring of researchers to create the possibilities of sharing knowledge 
between peers, seniors, inside and outside academia, across borders 
(countries or disciplines). 

Association of former students of a university. These usually are well 
structured organisations which create events and establish valuable  
contacts. Often there is a database available with useful contacts.

These informal networks are sometimes formalised giving researchers’ 
valuable information within their area of interest. 

Networking with others at conferences provide the option of interacting 
with different networks on many levels. 

An international network widens career possibilities 
immensely.

Workshop or course:

Interaction with others to exhange  
information, provide support and develop 
professional or social contacts

#2 Networking



Helping and encouraging researchers  
to create opportunities for progress in 
their current and future work, incl. tools 
for career clarification.

#3 Career  
Advice
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#3 Career  
Advice
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External Career Support

Career coordinator

Performance and development 
review (PDR)

Career centre

Career planning tool

Career coach

Job search

Introduction to early career 
dialogue 

Overview to career development

Facts and statistics

Gender / Equality Advisor

Funding & grants

Organisations such as labour unions and job centres assist researchers  
in their career development.

A person whose job is to organise events or activities and to negotiate with  
others in order to assist researchers’ career support.

An annual or bi-annual review session with a senior research manager/supervisor 
where researchers will review the past year identifying successes and challeng-
es. In addition to planning for the future, also taking into consideration objectives 
of the department and possibilities, whilst identifying learning and development 
opportunities including dialogues around career development/paths. 

A career centre is a place consisting of counsellors specialised in various career 
development and self-assessment tools. They help individuals make informed 
career choices. 

Tests, programmes, models and assessment tools which help researchers  
to reflect on their career and create new perspectives. 

A trained person who guides and coaches researchers in planning and managing 
their careers.

A workshop where researchers are informed on how to look for a job: where  
to look, how to write an application and construct their CV, how to network,  
how to use transferable skills etc.

A workshop where researchers with temporary contracts will be able to get 
information about career options, limitations, and possibilities on where and how 
to get career support, listen to experiences of peers and former colleagues etc.

A clear overview of what and where researchers can expect help to support their 
career development. Depending on the institution and country there are several 
possibilities in different institutions, presented in a visual and comprehensive way. 

Information on the job market, researchers’ career paths, options where to work, 
salary in different sectors etc.

An advisor who is able to focus on gender and equality issues in relation  
to job search.

A workshop on how to write a successful application and how to apply  
for research grants.

Workshop or course:
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Writing, teaching, applying 
for grants, planning, 
managing, publishing etc. 
are all academic skills which 
researchers need to master 
and to develop in order 
to continue a successful 
researcher career.

#4 Academic 
Skills & 
Development
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Supervisor Development

Project planning 
& management

Information on  
academic publishing

Academic writing

Leadership course

Teaching course

Teaching competency  
profile

External teaching  
(open university)

Branding of academic  
skills

Overview on researcher  
career paths or options

Courses on supervision skills and how to assist others in their development 
progress.

A course to support researchers’ project management skills and ability to  
implement and evaluate projects with concrete tools to assist researchers  
in their future project work.

A workshop for researchers on how to publish their articles, how to lobby,  
who to contact and eventually how to submit a successful publication.

How to write a good and solid research paper, what techniques to be used,  
who is the target group, what is your key message, how to use references etc.

Course on leadership skills and how to lead project partners, how to manage  
a research group, and how to manage people focusing also on the researchers 
own development as a manager, e.g. strengths and development points.

Course on how to transfer scientific knowledge to a class room, how to teach 
different generations and differentiate your teaching methods, how to teach in  
an intercultural setting, in addition to developing pedagogical knowledge etc.

A pedagogical competency profile is a description of a number of areas that  
are important for mapping teachers’ overall teaching competences. Focus is  
on the teacher’s mapping of his/her own basic knowledge of the subject as  
well as academic and teaching qualifications. 

Researchers to experience teaching for example in an open university.

Academic skills are useful in many different settings. These transferable  
skills need to be communicated to different organisations and companies.  
Researchers’ strengths need to be branded outside the walls of universities  
and research institutions.

A document where it clearly states what the career options are within an  
institution and what the requirements are to reach these positions, not just  
in legal terms but also in more concrete terms.

Workshop or course:
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Many researchers will have a career in a company, 
in industry, or create their own business. Informa-
tion about these options, contacts to this network, 
practical information about specific companies  
is needed by many researchers to support their 
career development.

#5 Company &  
Organisational  
Interaction
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Company visit

Technology transfer

Employment panel

Company/Job fair  
& matchmaking

Internship (industry + academia)

How to be attractive for the 
labour market

How to become  
an entrepreneur

Business 
understanding

Leaving academia – career paths 
beyond the university

Internship (industry + academia)

An event where researchers visit a company to get insightful information that  
can help them decide on their future career paths. 

The transfer of new technology from companies to researchers and vice versa  
in an attempt to create future collaborations.

Collaboration between universities and companies and industry where the latter 
will explain what their needs are in connection to knowledge and research.

An event for employers to meet with job seekers, also called career fair. Attend-
ing a job fair is an easy way to connect to numerous employers quickly. Research-
ers and companies can “speed meet” to get acquainted and find out if they can 
collaborate together in the future. 

The position of a trainee who works in an organisation, sometimes without pay, 
in order to gain work experience or satisfy requirements for a qualification.

A workshop where researchers get concrete information on how to apply for jobs 
while being a researcher. What transferable skills are needed, how to commu-
nicate specific detailed research knowledge in a comprehensive way to people 
who do not know the specifics and what extra courses to take to qualify for a 
specific career.

A course on a how to start a company or sell your knowledge as a consultant. 
Practical information on how to create a business plan, create funding, register 
your business, how to deal with taxes, how to get customers and how to sell  
a product or service.

A workshop on what it means to work in a company or industry and what issues 
might be important to know of and be able to contribute to (e.g. cost benefit 
understanding, market value, image and branding, sales and profit. etc.).

A workshop about concrete options on where to work outside academia.  
Company representatives will explain their needs and show how researchers  
can be valuable in academic jobs in organisations outside academia, where and 
how to apply etc.

The position of a trainee who works in an organization, sometimes without pay, 
in order to gain work experience or satisfy requirements for a qualification.

Workshop or course:

#5 Company &  
Organisational  
Interaction
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How

Online

Print

Presentation

The GTMS is very suitable to introduce on a website. Researchers can at any time 
use the tool by clicking on the main topics and search in the subcategories to find 
out what information they need to support them in their career development. Career 
advisors (or HR professionals) can get inspiration on which topics they can focus on 
and what services they can develop in the future. Important is that the information 
in the subcategories gets updated regularly.  

Posters with the overview of the GTMS and cards which can be used either by the 
researcher or by the PI or the supervisor, are developed and can be re-printed. To 
implement the GTMS, these can be used in combination with a brochure or leaflet 
which explains the use and value of the GTMS at the  
local research institution.

Experienced users of the GTMS, can organise a “GTMS kick off” to introduce it to 
researchers, PI’s and supervisors. This topic can also be added to existing introduc-
tion meetings (e.g. for new leaders) where the tool will be of help in supervision of 
young researchers.

Implementation of  
the General Training 
Model Scheme (GTMS)
The GTMS needs to be adapted to the local situation. Countries 
are different, and users of the GTMS work in a different way and 
have different needs. How the GTMS can be implemented, who 
can be responsible for it, and where it can be implemented will 
be presented in this section.
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Where

Universities

Companies

Municipalities

In ideal case the implementation and overall responsibility of the GTMS is anchored 
in one place such as career center or any other HR related office responsible for 
supervision or leadership development. Updating the subcategories can be time 
consuming and the information needs to be regularly updated.But the scheme also 
enables collaborative development of career support services with different depart-
ments involved in the process.

Companies with many researchers can greatly benefit from using the GTMS.  
By using the GTMS, companies show there is interest in the development of  
the individual researchers and managers can use the model in personal review 
development talks.

In some countries, municipalities or state organisations offer services for interna-
tional researchers. Implementing and using the GTMS can be a way to both  
assist this target group and also to showcase their activities in the subcategories  
of the GTMS.

Who

HR

Supervisor

Department

The GTMS preferably will be implemented by professionals having some knowledge 
and experience with researchers’ career development. The GTMS needs to be locally 
updated with the courses, trainings and events available and therefore a specific 
person or team needs to be responsible for this task.

Supervisors, PI’s, personnel managers and others involved in employee develop-
ment, can benefit from using this tool because it is a clear and concrete help in 
guiding researchers in discussing their career development. The GTMS can be a 
time saving support for researchers to help themselves.

The GTMS can be implemented by institutes and departments with focus on  
researchers’ career development to make sure all use the same methods. Local  
career development initiatives and events can be added to the subcategories, 
departments show a clear direction and both personnel managers and researchers 
have the same framework for discussion.
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This Guide was developed within the REFLEX project  
supported by the the European Union’s Seventh Frame-
work Programme for research, technological development 
and demonstration under the grant agreement No 643510.

We wish you all the best with organising and planning  
of your local career development initiatives. 

Please, if you need any more information, we suggest  
you visit our website:  
www.euraxess-reflex.eu.

THE REFLEX TEAM FROM  
– Bay Zoltán Nonprofit Ltd (BZN), Hungary
–  Norwegian University of Science and Technology 

(NTNU), Norway
–  SAIA, n. o. (Slovak Academic and Information Agency), 

Slovakia
–  The Swiss Federal Institute of Technology Zurich  

(ETH Zurich), Switzerland
–  University of Copenhagen (UCPH), Denmark.


