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Research Culture Survey Report 2022 

Background  

¢Ƙƛǎ ǊŜǇƻǊǘ ƘƛƎƘƭƛƎƘǘǎ ŦƛƴŘƛƴƎǎ ŦǊƻƳ ǘƘŜ ¦ƴƛǾŜǊǎƛǘȅΩǎ ŦƛǊǎǘ ƛƴǎǘƛǘǳǘƛƻƴŀƭ wŜǎŜŀǊŎƘ /ǳƭǘǳǊŜ {ǳǊǾŜȅ ό!ǇǊƛƭ 
2022). It includes an overview of the approach and methods used (including their strengths and 
weaknesses), along with quantitative and qualitative analysis of the data at institutional level. The 
accompanying discussion document provides our interpretation of the data. Well over 800 
responses were received to an open call to fill in the survey. Whilst this provides key insights into our 
research culture, it is important to note that the responses received will not have captured 
ŜǾŜǊȅƻƴŜΩǎ ǾƛŜǿǎΣ especially given that ǇŜƻǇƭŜΩǎ ŜȄǇŜǊƛŜƴŎŜǎ ǾŀǊȅ ŀŎǊƻǎǎ ǘƘŜ ƻǊƎŀƴƛǎŀǘƛƻƴΦ  

The aim of the survey was to understand how research culture is viewed at Newcastle University. 
The findings capture perceptions and experiences of research culture at the University across a 
diverse cross-section of our community who are involved in enabling and delivering research and 
research-led education. Respondents were from different disciplines, career stages, backgrounds 
and roles, including Postgraduate Research students, Academic and Professional Services colleagues. 
The insights provided by respondents have illuminated some of the challenges we face as a 
community and importantly, where we can improve. 

It is clear from many other surveys and reports from across the sector that there is a range of 
outstanding and pressing issues facing UK research culture (Wellcome Trust: What researchers think 
about the culture they work in (2020), ARMA Research Culture Survey (2020), Postgraduate Research 
Student Survey (PRES 2020), The Royal Society: The research and technical workforce in the UK 
(2021), Research culture: A Technician Lens (2022)). The survey aimed to find out if and how these 
issues play out in our own institutional context, to tackle them as effectively as possible. Since we 
asked people to comment and suggest ideas for change, iǘΩs not surprising that we received a lot of 
negative comments and heard about various areas where people would like to see improvements. 
These chime loudly with results from across the sector, as well as other feedback we have received 
through iterative consultation. We have heard these messages and want to improve. We also want 
to build on the positive reflections we received, and work with our community to develop their ideas 
for change.  

The findings in this report, along with the many inǾŀƭǳŀōƭŜ ΨǇǊŀŎǘƛŎŀƭ ǎǘŜǇǎΩ provided by the 
respondents, have been used in the creation of our Research Culture Action Plan; the initial 
ŦǊŀƳŜǿƻǊƪ ǘƻǿŀǊŘ ƛƳǇǊƻǾƛƴƎ bŜǿŎŀǎǘƭŜ ¦ƴƛǾŜǊǎƛǘȅΩǎ research culture for students and colleagues. 
The insights and challenges recorded in this survey will continue to inform actions, and we will 
continue the dialogue and remain open to the essential feedback from our research community.  
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Summary of Initial Findings 

Introduction  

The survey statements were structured around four key attributes identified by members of the 

¦ƴƛǾŜǊǎƛǘȅΩǎ ǊŜǎŜŀǊŎƘ ŎƻƳƳǳƴƛǘȅ ŀǎ ŎǊǳŎƛŀƭ ǘƻ ŘǊƛǾŜ ŀ ǇƻǎƛǘƛǾŜ research culture and which are aligned 

to and build on our University Values and Guiding Principles: collaboration and collegiality, freedom 

to grow and explore, fairness and inclusion, and openness and integrity. More information about 

ǘƘŜǎŜ ƪŜȅ ŀǘǘǊƛōǳǘŜǎΣ ŀƭƻƴƎ ǿƛǘƘ ǘƘŜ ¦ƴƛǾŜǊǎƛǘȅΩǎ Ǿƛǎƛƻƴ ŀƴŘ ŎƻƳƳƛǘƳŜƴǘ ǘƻ ōǳƛƭŘ wŜǎŜŀǊŎƘ /ǳƭǘǳre, 

Ŏŀƴ ōŜ ŦƻǳƴŘ ƛƴ ΨResearch Culture at Newcastle University: The Road AheadΩ ǇǳōƭƛǎƘŜŘ ƛƴ hŎǘƻōŜǊ 

2021. An additional survey question asked about the impacts of the Covid-19 pandemic on research 

culture, and the responses to this question are analysed separately. Respondents were also asked 

for three words that they thought captured the existing research culture, and three words to 

describe what they would want that research culture to be.  

Methodology  

The survey was live between 30th March 2022 and 29th April 2022, and was hosted by the third-party 

online survey platform Qualtrics. A link to participate in the survey was circulated widely across the 

organisation, including via university-wide mailing lists for colleagues and postgraduate students, 

posting on internal websites, and sharing through events. The survey consisted of close-ended 

statements with fixed answer options (on a 5-point Likert scale, with the option not to answer if the 

statement ŘƛŘƴΩǘ ŦŜŜƭ ŀǇǇƭƛŎŀōƭŜύΣ ŀƴŘ ƻǇŜƴ-text questions which allowed participants to comment 

further and expand on their answers, or suggest practical steps that the University could take to 

have a positive impact on research culture. It took approximately 10-20 minutes to complete. 

Respondents 

In total, 841 respondents completed the survey (only complete responses from the research 

community were included in the analysis). These included: 132 postgraduate research (PGR) 

students; 453 academic colleagues (140 on Research-only (R-only) contracts and are typically 

Research Associates and Fellows, 285 on Teaching and Research (T&R) Academic contracts, and 28 

on Teaching and Scholarship or (T&S) Academic contracts); and 157 Professional Services colleagues 

(63 were in an Administrative role, 17 held Operational roles, and 77 were Technical specialists and 

Technicians). In addition, 10 respondents self-ŘŜǎŎǊƛōŜŘ ŀǎ ǘƘŜȅ ŦŜƭǘ ǘƘŜƛǊ ǊƻƭŜ ǿŀǎƴΩǘ ŎŀǇǘǳǊŜŘΣ нф 

preferred not to identify their role, and 60 did not respond.  

Respondents came from a range of units across the institution. There was a fairly even split of 

respondents across the three Faculties (243 from FMS, 216 from HaSS, and 205 from SAgE), with a 

further 29 from Central SerǾƛŎŜǎ όоо ǇǊŜŦŜǊǊŜŘ ƴƻǘ ǘƻ ǎŀȅΣ ŀƴŘ ммр ŘƛŘƴΩǘ ƳŜƴǘƛƻƴ ǿƘƛŎƘ ŀǊŜŀ ƻŦ the 

University they were from). 

A summary breakdown of respondents by demographic data (including protected characteristics) 

can be found in Appendix 1. 

Analysis and Presentation 

The responses from the close-ended Likert scale statements were counted and quantified and were 

analysed by job family using frequency and percentage analyses on Excel spreadsheets. The open-

ended (open text) responses were thematically analysed by job family with consideration of how 

responses could vary by protected and other marginalised characteristics such as gender, race, 

sexuality, age, disability, class and caring responsibilities (as brought up by the participants). The 

https://www.ncl.ac.uk/media/wwwnclacuk/nuacademictracknuactfellowshipprogramme/Research_Culture_Roadmap.pdf
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open text responses were analysed through a process of manual indexing (coding, labelling and 

sorting) to form an overarching framework of themes and sub-themes.  

The report is organised according to each block of statements included for the four attributes of a 

positive research culture. We provide summary quantitative data and highlight noteworthy 

differences across statements and between roles. Qualitative findings have been used to 

supplement these data and identify key areas for discussion. Representative quotes, received from 

members of our research community, have been used throughout the text to provide additional 

context to the quantitative findings. Where given, the quotes state the role, gender, ethnicity and 

contract type of the respondent, missing information indicates the respondent chose not to provide 

this information. Open text responses on the impact of Covid-19 on research culture were analysed 

and presented separately. Word clouds were made from the three words provided by respondents 

to describe current and future research culture. 

Graphs capture the Likert scale responses (on the five-point scale from strongly agree to strongly 

disagree); responses that were not applicable or were left blank were omitted from the analysis. 

Across all graphs, percentages less than 5% are not reported (due to limitations on space), and 

responses from groups where there were fewer than 10 respondents have been omitted.  

Differences in responses and experiences between different constituent groups in our research 

community were evident, and we explored those between people with different roles (Postgraduate 

students, Academic and Professional Services colleagues) as part of our overall analysis to ensure 

that these different voices are heard at this early stage. 

Strengths and limitations 

This was the first University-wide survey focussed on research culture open to all colleagues and 

postgraduate students. Whilst other internal surveys conducted over the last few years have had a 

degree of overlap and have included some similar questions (e.g. NU Voice ς Pulse Survey 2019, 

Race Equality Survey 2022, Postgraduate Research Experience Survey 2021, Careers in Research 

Online Survey нлмфύΣ ǘƘŜȅ ŘƻƴΩǘ ǇǊƻǾƛŘŜ ŀ ǎƛƴƎƭŜ ƻǊ ŎƻƭƭŜŎǘƛǾŜ ǎƴŀǇǎƘƻǘ ƻŦ ŀƭƭ ŀǎǇŜŎǘǎ ƻŦ ŀ ǇƻǎƛǘƛǾŜ 

research culture for the whole community. Therefore, this survey had value in capturing a diverse 

range of perspectives on research culture that can be compared across different groups, and can 

also be used as a benchmark to measure future improvements. 

The survey was completed by 841 postgraduate students and colleagues, out of a total of ~2800 

postgraduate research students and ~6500 colleagues. We acknowledge that out of these total 

numbers not everyone would self-identify as a ƳŜƳōŜǊ ƻŦ ǘƘŜ ΨǊŜǎŜŀǊŎƘ ŎƻƳƳǳƴƛǘȅΩ. This survey 

does noǘ ŎŀǇǘǳǊŜ ŜǾŜǊȅƻƴŜΩǎ ǾƛŜǿǎ, and not everyone who completed the survey opted to complete 

the open text boxes (range of respondents choosing to complete open text responses: 123-493).  

Also, the open call for the survey meant that the sample was self-selecting ς people could decide 

themselves whether or not to complete it. Therefore, the sample is not an unbiased random sample 

of the University community, which is important to bear in mind when interpreting the data. 

Although the sample size is relatively small and not fully representative, issues raised strongly 

resonated with the initial consultation on the Research Culture Roadmap in 2021 (N>450 colleagues 

and postgraduate students), and the degree of positive responses to some of the questions in this 

survey map on to that received to similar questions asked in the NU Voice Pulse Survey 2019 

(N=2384 colleagues).  

The survey specifically aimed to identify current challenges and gather suggestions for where we 

could improve, as well as uncover best practice that could be shared more widely. Therefore, the 
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way in which questions were framed within this survey may have led people to focus more on the 

negative than the positive aspects of research culture in their free text responses. Including written 

responses in free text boxes has been hugely valuable in adding richness and contextualising some of 

the emerging themes and issues that would otherwise have remained hidden in the headline 

quantitative data. They will continue to frame and underpin future actions and conversations with 

the community.  

The aim of this report at this point in time was to provide open and timely feedback to respondents 

and the wider community about the headline findings and how they are informing the institutional 

action plan that has been launched. Whilst there was an EDI lens applied to the thematic analysis of 

ǘƘŜ ƻǇŜƴ ǘŜȄǘ ǊŜǎǇƻƴǎŜǎ ƛƴ ǘƘƛǎ ǊŜǇƻǊǘΣ ǘƘŜǊŜ ƛǎ ŀ ƴŜŜŘ ŦƻǊ ŀ Ŧǳƭƭ ǊŜǇƻǊǘ ŀŎŎƻǊŘƛƴƎ ǘƻ ǇŜƻǇƭŜΩǎ 

protected characteristics. This will be the next step in the analysis of survey data, with the aim of 

providing a full report by early 2023. 

 

Key Findings  

1. Collaboration and Collegiality   

A majority of respondents (76%) reported that members of the research community share their 

expertise when they are asked, suggesting a strong degree of collaboration and collegiality being 

experienced by many (Figure 1).  

άΦΦΦŀŎŀŘŜƳƛŎǎ ŦǊƻƳ ƻǘƘŜǊ ŘƛǎŎƛǇƭƛƴŜǎ ƘŀǾŜ ǿŜƭŎƻƳŜŘ ƳŜ ŀƴŘ ōŜŜƴ Ƴƻǎǘ ƎŜƴŜǊƻǳǎ ǿƛǘƘ ǘƘŜƛǊ ǘƛƳŜ ŀƴŘ ǎƘŀǊƛƴƎ 

ǘƘŜƛǊ ŜȄǇŜǊǘƛǎŜΦέ [PGR, Woman, White-all UK based or international identities, Part-time] 

ά²ƛǘƘ ǊŜƎŀǊŘǎ ǘƻ ŀŎŀŘŜƳƛŎ ŎƻƭƭŜŀƎǳŜǎΣ ǘƘŜƴ ǘƘŜǊŜ ƛǎ ǎǳōǎǘŀƴǘƛŀƭ ǎǳǇǇƻǊǘ ŀƴŘ ŎƻƭƭŜƎƛŀƭƛǘȅΦέ ώ¢ϧwΣ Man, Any 

ethnic group not considered (including Arab/ middle-Eastern ethnicities/ Latino/ any other), Full-time] 

άL ƘŀǾŜ ƘŀŘ ƴƻ ƴŜƎŀǘƛǾŜ ƛƴǘŜǊŀŎǘƛƻƴǎ ƻǊ ƭƛƳƛǘŀǘƛƻƴǎ ǘƻ Ƴȅ ŀōƛƭƛǘȅ ǘƻ ŎƻƭƭŀōƻǊŀǘŜ ŜŦŦŜŎǘƛǾŜƭȅΦέ ώ{ǇŜŎƛŀƭƛǎǘκ 

Technical, Man, White-all UK based or international identities, Full time] 

Over half of respondents (54%) thought that the University promotes a collaborative culture, 

although open text responses revealed that some participants were uncertain what was meant by 

the terms άǳƴƛǾŜǊǎƛǘȅέ ŀƴŘ άǊŜǎŜŀǊŎƘ ŎƻƳƳǳƴƛǘȅέΣ ƴƻǘƛƴƎ ǘƘŀǘ ǘƘŜǎŜ ǿƻǊŘǎ ƛƴ ǘƘŜ ǎǳǊǾŜȅ statements 

on collaboration and collegiality are too broad and ambiguous. Other participants noted that while 

they were satisfied with the collaborative culture at a local level, such as with their research groups, 

colleagues and line managers, they had not experienced the same at an institutional level. 

ά¢ƘŜǊŜ ƛǎ ƎƻƻŘ ŎƻƭƭŀōƻǊŀǘƛƻƴ ŀǘ ƎǊƻǳǇ ƭŜǾŜƭ όƛΦŜΦ ǿƛǘƘƛƴ ǘƘŜ ƎǊƻǳǇύΣ ōǳǘ ƭƛǘǘƭŜ ŜƭǎŜǿƘŜǊŜΦέ ώ¢ϧwΣ Man, White-all 

UK based or international identities, Full-time] 

άL ƘŀǾŜ ōŜŜƴ ŜƴŎƻǳǊŀƎŜŘ ƛƴ Ƴȅ ŎǊŜŀǘƛǾƛǘȅ ōȅ Ƴȅ ƭƛƴŜ ƳŀƴŀƎŜǊ ƴƻǘ ǘƘŜ ǳƴƛǾŜǊǎƛǘȅΦΦΦΦέ ώw-only, Woman, South and 

South East Asian/ South and South East Asian British, Full-time] 

This can help explain the difference in overall positive scores between these two statements and 

suggests that more can be done, especially at an institutional level, to promote wider collaboration 

and collegiality. 

 

 

 



5 
 

 

Figure 1. Responses to the block of close-ended statements in the section on Collaboration and 

Collegiality 

 

Perceptions varied across job roles. Academic colleagues on Teaching and Research (T&R) and 

Teaching and Scholarship (T&S) contracts disagreed the most that the University promotes a 

collaborative research culture (Figure 2). Qualitative findings provide some context, with both 

groups citing a heavy workload coupled with a significant administrative burden limiting the time 

available to engage in collaborations and collegial activities. Time is a recurring theme in the survey 

and further examined below. 

Figure 2. Responses to the statementΣ Ψ¢ƘŜ ¦ƴƛǾŜǊǎƛǘȅ ǇǊƻƳƻǘŜǎ ŀ ŎƻƭƭŀōƻǊŀǘƛǾŜ ǊŜǎŜŀǊŎƘ ŎǳƭǘǳǊŜΩΣ ōȅ 

role 
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CŜŜƭƛƴƎ ǎǳǇǇƻǊǘŜŘ ƛƴ ŎŀǊŜŜǊ ŘŜǾŜƭƻǇƳŜƴǘ ŀƴŘ ƘŀǾƛƴƎ ƻƴŜΩǎ ŎƻƴǘǊƛōǳǘƛƻƴǎ ǘƻ ǊŜǎŜŀǊŎƘ ǾŀƭǳŜŘ ōȅ ǘƘŜ 

University are two areas that need improvement (38% and 36% total disagreement respectively; 

Figure 1). T&S academic colleagues are particularly concerned about how their contributions to 

research are valued (Figure 3).  

ά¢Ƙƛǎ ŀǊŜŀ ƛǎ ŀ ǇǊƻōƭŜƳ ŦƻǊ ¢ ŀƴŘ { ŎƻƭƭŜŀƎǳŜǎ - we are not valued, but my department would not 

ŦǳƴŎǘƛƻƴ ǿƛǘƘƻǳǘ ǳǎΦέ ώ¢ϧ{Σ Cǳƭƭ-time] 

Figure 3. Responses to the statementΣ Ψaȅ ŎƻƴǘǊƛōǳǘƛƻƴǎ ǘƻ ǊŜǎŜŀǊŎƘ ŀǊŜ ǾŀƭǳŜŘ ōȅ ǘƘŜ ¦ƴƛǾŜǊǎƛǘȅΩΣ ōȅ 

role 

 

Qualitative analysis of the open text responses provides more context to the quantitative responses 

around collaboration and collegiality, particularly in relation to the challenges felt and experienced 

by some members of the research community. Many of these responses highlighted that the lack of 

time, insufficient value and recognition of work, and limited space and opportunities for sharing of 

expertise are negatively impacting on collaboration and collegiality. 

Time for collaboration and collegiality 

A key challenge mentioned by T&R and T&S academic colleagues were their heavy workloads which 

gave them little to no time and/or Ψhead spaceΩ to engage in collaborative and collegial activities. A 

recurring theme for T&R and T&S colleagues is how teaching-related and administrative duties, 

coupled with rigid bureaucratic processes, took time away from research and opportunities to 

interact and network with colleagues and prospective collaborators. With limited time in their fixed-

term contracts, many early career researchers expressed frustration and disappointment over the 

lack or absence of protected time to develop collaborations to support future career progression.  

άhƴŜ ƻŦ ǘƘŜ ŀōǎƻƭǳǘŜƭȅ ŎŜƴǘǊŀƭ ǘƘƛƴƎǎ ǘƘŀǘ ƳƛǘƛƎŀǘŜǎ ŀƎŀƛƴǎǘ ŎƻƭƭŀōƻǊŀǘƛƻƴ ƛǎ ǘƘŜ ŜȄŎŜǎǎƛǾŜ ǉǳŀƴǘƛǘȅ ƻŦ ƴƻƴ-

essential administrative work and the proliferation of meetings, etc. No one has the spare time for developing 

cross-ŘƛǎŎƛǇƭƛƴŀǊȅ ǊŜǎŜŀǊŎƘΣ ǿƘƛŎƘ ƛǎ ǾŜǊȅ ƻŦǘŜƴ ŀ ǎƭƻǿ ŀƴŘ ƛǘŜǊŀǘƛǾŜ ǇǊƻŎŜǎǎΣ ƴƻǘ ŀ ƴŜŀǘƭȅ ŘŜƭƛƳƛǘŜŘ ΨǿƻǊƪ 

ǇŀŎƪŀƎŜΩΦέώ¢ϧwΣ aŀƴΣ White- all UK based or international identities, Full-time] 
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άhǇǇƻǊǘǳƴƛǘƛŜǎ ǘƻ ŎƻƭƭŀōƻǊŀǘŜκǎƘŀǊŜ ƛŘŜŀǎ ŀǊŜ ƻŦǘŜƴ ǘƘŜǊŜ ƛƴ ǘƘŜƻǊȅ ōǳǘ ǘƘŜ ǎƘŜŜǊ ǿŜƛƎƘǘ ƻŦ ǘŜŀŎƘƛƴƎ ŀƴŘ ŀŘƳƛƴ 

duties invariably mean that one ends up having to adopt a rather more insular approach in an attempt to make 

ŘŜŀŘƭƛƴŜǎκƪŜŜǇ ŀŦƭƻŀǘΦέ ώ¢ϧwΣ aŀƴΣ White- all UK based or international identities, Full-time] 

ά{ǘŀŦŦ ƻƴ ǊŜǎŜŀǊŎƘ ƻƴƭȅ ŎƻƴǘǊŀŎǘǎ ŀǊŜ ŎƻƳƳƛǘǘŜŘ млл҈ ǘƻ ǊŜǎŜŀǊŎƘ ǇǊƻƧŜŎǘǎ ŜǾŜƴ ǿƘŜƴ ǘƘŜȅ ŀǊŜ tLǎΦ ¢ƛƳŜ ƛƴ 

their workload for collaboration and collegiality would enable them to develop and strengthen the kinds of 

relationships needed to sustain this kind of working, enable them to engage with, e.g. NUCORES, and other 

ƴŜǘǿƻǊƪǎ ŀƴŘ ǊŜǎŜŀǊŎƘ ƎǊƻǳǇƛƴƎǎΦέ ώw ƻƴƭȅΣ ²ƻƳŀƴΣ White- all UK based or international identities, Full-time] 

In contrast, a more significant barrier for PS colleagues to collaboration and collegiality is the lack of 

recognition of their roles and contributions to research, discussed in more detail in the following 

section below. 

Overall, PGRs were satisfied with their day-to-day experiences of research culture, and the support 

provided by their supervisors and other academics. However, there was dissatisfaction with the lack 

of active encouragement to collaborate with others and PGRs also spoke about the difficulty in 

finding assistance and support for their research which they found time-consuming due to 

bureaucratic processes and a lack of knowledge of who to approach.  

άL ŘƻƴΩǘ ǎŜŜ ƳǳŎƘ ǇǊƻŦŜǎǎƛƻƴŀƭ ǎǳǇǇƻǊǘ ǿƛǘƘƛƴ ǘƘŜ ŎƻƳƳǳƴƛǘȅΦ CƻǊ ŜȄŀƳǇƭŜΣ L ƘŀǾŜ ǘƻ Ǝƻ ŦƛƴŘ ŎƻƭƭŀōƻǊŀǘƻǊǎ ƻǊ 

ǇǊƻŦŜǎǎƛƻƴŀƭ ŎƻƳƳŜƴǘǎ ƳȅǎŜƭŦΦέ ώtDwΣ ²ƻƳŀƴΣ 9ŀǎǘ !ǎƛŀƴ όƛƴŎƭǳŘƛƴƎ /Ƙƛƴŀύκ 9ŀǎǘ !ǎƛŀƴ .ǊƛǘƛǎƘκ ŀƴȅ ƻǘƘŜǊ 

Asian, Full-time] 

άL Řƻƴϥǘ ŦŜŜƭ ŜƴŎƻǳǊŀƎŜ to do collaborative work as a PhD student. We are more supported to work on our 

ƻǿƴΦέ ώtDwΣ ²ƻƳŀƴΣ White- all UK based or international identities, Full-time] 

ά/ƻƭƭŀōƻǊŀǘƛƻƴ Ƙŀǎƴϥǘ ōŜŜƴ ŀ ƴŜŜŘ ƛƴ Ƴȅ ǊŜǎŜŀǊŎƘ ŦƻǊ Ƴŀƴȅ ǊŜŀǎƻƴǎΣ ōǳǘ L ŦŜŜƭ ǘƘŜ ¦ƴƛ ƻŦǘŜƴ ǇǊƻƳƻǘŜǎ ƛǘ ŀƴŘ L 

ǿƛǎƘ L ǿƛƭƭ ŦƛƴŘ ǘƛƳŜ ǳǘƛƭƛǎŜ ƛǘ ƳƻǊŜΦέ ώtDwΣ aŀƴΣ White- all UK based or international identities, Full-time] 

Inadequate recognition and valuing of roles and contributions  

Some respondents from all groups expressed concern that their contributions were not sufficiently 

recognised or valued. This concern was clear amongst Professional Service colleagues in open text 

responses, where participants felt less valued than, and by, academics. There was a sense that 

Professional Services colleagues were seen as ΨinferiorΩΣ ǿƛǘƘ Ψless importantΩ ŎƻƴǘǊƛōǳǘƛƻƴǎ, and 

whose ideas and roles in research were downplayed, dismissed or overlooked.  

ά! ƎǊŜŀǘŜǊ ŀǿŀǊŜƴŜǎǎΣ ŀŘǾŜǊǘƛǎŜƳŜƴǘ ŀƴŘ ǊŜŎƻƎƴƛǘƛƻƴ ƻŦ ǘƘŜ ƛƴŘƛǾƛŘǳŀƭǎ ƛƴ ǘŜŎƘƴƛŎŀƭ ǊƻƭŜǎ ǿƘƻ ŎƻƴǘǊƛōǳǘŜ Řŀƛƭȅ 

to the smooth running of many research practices yet are unheard of by many research groups both staff and 

ǎǘǳŘŜƴǘΦέ [Specialist/ Technical, Man, white- all UK based or international identities, Full-time] 

άΦΦΦŀŎŀŘŜƳƛŎ ŎƻƴǘǊƛōǳǘƛƻƴǎ ŀǊŜ ƳƻǊŜ ƘƛƎƘƭȅ ǇǊƛȊŜŘ ǘƘŀƴ t{ ŎƻƴǘǊƛōǳǘƛƻƴǎΦέ ώ!ŘƳƛƴƛǎǘǊŀǘƛǾŜΣ ²ƻƳŀƴΣ White- all 

UK based or international identities, Full-time] 

άΦΦΦǘƘŜ ŀŎŀŘŜƳƛŎǎ L ǿƻǊƪ ŦƻǊ κ ǿƛǘƘ ǎŜŜ ǘƘƻǎŜ ŀŘŘƛǘƛƻƴŀƭ ǇǊƻŦŜǎǎƛƻƴŀƭ ǎǳǇǇƻǊǘ ŀƴŘ ǘŜŎƘƴƛŎŀƭ ǊƻƭŜǎ as inferior, 

troublesome and to be challenged and disregarded at all points. The university may value these skills, but the 

ōǳƭƪ ƻŦ ǘƘŜ ŀŎŀŘŜƳƛŎ ŎƻƳƳǳƴƛǘȅ L ǿƻǊƪ ǿƛǘƘ Řƻ ƴƻǘΦέ ώ{ǇŜŎƛŀƭƛǎǘκ ¢ŜŎƘƴƛŎŀƭΣ Full-time] 

For T&R and R-only participants, contributions perceived to be not valued or recognised by the 

University included: hidden work; indirect contributions to outputs; efforts to reduce EDI barriers; 

mentoring; and research beyond team projects. In addition, some raised the pensions dispute as a 

contributing factor to feeling undervalued. Some also mentioned the ΨnarrownessΩ of what is valued 

in research, such as only research that attracts large grants, or contributions made by Principal 

Investigators in team projects, which leaves people feeling that they are not making valuable 
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contributions. T&S colleagues talked about being seen as teachers rather than researchers, whose 

works such as in pedagogy and practice-based learning carried little research value.  

ά¢ƘŜǊŜ ŀǊŜ ƎǊŜȅ ȊƻƴŜǎ ǿƘŜƴ ȅƻǳ ŎƻƴǘǊƛōǳǘŜ ǘƻ ŀ ŎƻƭƭŜŎǘƛǾŜ ǇǊƻƧŜŎǘ ŀƴŘ ǿƘƻŜǾŜǊ Ǌǳƴǎ ƛǘ όƻŦǘŜƴ ƛƴ ŀŘƳƛƴƛǎǘǊŀǘƛǾŜ 

capacity, based on seniority) seems to claim the entire project's credit in the name of the organiser. This could 

lead to 'falsification' or 'misinformation' where those academic experts who actually did offer real expertise or 

did the work are NOT properly credited - the 'event' organiser seems to increase his/her own profile on this 

topic/research area and put the works under indƛǾƛŘǳŀƭ ǊŜǎŜŀǊŎƘ ǇƻǊǘŦƻƭƛƻǎΦέ [R-only, Woman, Any ethnic group 

not considered (including Arab/ middle-Eastern ethnicities/ Latino/ any other), Full-time] 

άL ǘƘƛƴƪ ǘƘŜ ŦƻŎǳǎ ƻƴ ƛƴǘŜǊκƳǳƭǘƛ-disciplinary research is great but there needs to be greater recognition of the 

fact that this is not as easy in every discipline and disciplinary excellence (an essential for good interdisciplinary 

work) also needs to be celebrated. It's also not easy for ECRs to publish interdisciplinary work (at a stage when 

they might ŎŀǊŜ ƳƻǊŜ ŀōƻǳǘ ōŜƛƴƎ ǊŜŎƻƎƴƛǎŜŘ ƛƴ ǘƘŜƛǊ ƻǿƴ ŦƛŜƭŘǎύ ōǳǘ L Řƻƴϥǘ ƘŜŀǊ ǘƘƛǎ ōŜƛƴƎ ŘƛǎŎǳǎǎŜŘ ƳǳŎƘΦέ 

[T&R, Woman, Full-time] 

άΦΦΦƳƻǾŜ ŀǿŀȅ ŦǊƻƳ ƳŜǘǊƛŎǎ ǎǳŎƘ ŀǎ w9C ŀƴŘ ǊŜǿŀǊŘ ŘŜǾŜƭƻǇƳŜƴǘ ǿƻǊƪΣ ŎƻƭƭŀōƻǊŀǘƛƻƴ ŀƴŘ ƳŜƴǘƻǊƛƴƎΦέ ώ¢ϧwΣ 

Woman, White- all UK based or international identities, Full-time] 

ά¢ƘŜǊŜ ƛǎ ŀƭƳƻǎǘ ƴƻ ǊŜŎƻƎƴƛǘƛƻƴ ǘƘŀǘ ǇŜƻǇƭŜ ǎǇŜƴŘ Ƴƻǎǘ ƻŦ ǘƘŜƛǊ ǘƛƳŜ ƪŜŜǇƛƴƎ ǘƘŜ ǇƭŀŎŜ ǊǳƴƴƛƴƎ ŀƴŘ ǎǳŎƘ 

contributions are hidden or silent in work planning. The only real thing that appears important at the moment 

is grant income. If you have lots you are given plenty of support. If you have none the support is absent. It is not 

a particularly collegiate environment.έ [T&R, Man, White- all UK based or international identities, Full-time] 

Some PGRs noted not feeling as valued as colleagues, and that their contributions to research were 

underappreciated. Consistent with the T&R, T&S and R-only groups, there is a belief that 

contributions which do not fit with the Research Excellence Framework (REF) priorities and the 

ƛƴǎǘƛǘǳǘƛƻƴΩǎ push for inter-disciplinary work within certain core research themes, carried little value. 

Where respondents felt contributions were valued, research groups and line managers were 

specifically highlighted.  

ά¢ƘŜǊŜ ƛǎ ǎǘƛƭƭ ŀ ŦŀƛǊƭȅ ǎƘŀǊǇ ŘƛǾƛŘŜ ōŜǘǿŜŜƴ ǎǘŀŦŦ ŀƴŘ tDwǎ ƛƴ ǘŜǊƳǎ ƻŦ ǇŜǊŎŜƛǾŜŘ ǊŜǎŜŀǊŎƘ ǾŀƭǳŜΦέ ώtDwΣ ²ƻƳŀƴΣ  

Full-time] 

άΦΦΦǘƘŜǊŜ Ƙŀǎ ōŜŜƴ ƭƛǘǘƭŜ ŜǾƛŘŜƴŎŜ ǘƘŀǘ ƻǳǊ ŎƻƴǘǊƛōǳǘƛƻƴ ǘƻ ǘƘŜ ǳƴƛǾŜǊǎƛǘȅϥǎ ǊŜǎŜŀǊŎƘ ŎǳƭǘǳǊŜ ƛǎ ŀǇǇǊŜŎƛŀǘŜŘ ƻǊ 

ǾŀƭǳŜŘ ƛƴ ŀƴȅ ǿŀȅΦέ [PGR, Woman, White- all UK based or international identities, Full-time] 

άΦΦΦƛǘ ŦŜŜƭǎ ƭƛƪŜ ǎƻƳŜ ŎƻƴǘǊƛōǳǘƛƻƴǎ ŀǊŜ ǾŀƭǳŜŘ ƳƻǊŜ ǘƘŀƴ ƻǘƘŜǊǎ όƛΦŜΦΣ ŎƻƴǘǊƛōǳǘƛƻƴǎ ǘƘŀǘ Ŧƛǘ ǘƘŜ w9CύΦ bƻƴ-REF 

compatible contributions might be just as worthwhile, but have a different (i.e., primarily societal) impact that 

ƛǎ ƴƻǘ ŀƭǿŀȅǎ ǊŜŎƻƎƴƛǎŜŘέ ώtDwΣ Woman, White-all UK based or international identities, Full-time] 

άL ŦŜŜƭ ǘƘŜǊŜ ƛǎ ƴƻ ǊŜŎƻƎƴƛǘƛƻƴ ŦƻǊ ǘƘŜ ǿƻǊƪ ǳƴŘŜǊǘŀƪŜƴ ŀǎ ŀƴ w! ŜȄŎŜǇǘ ōȅ Ƴȅ ƭƛƴŜ ƳŀƴŀƎŜǊΦέ ώw-only, Woman, 

White- all UK based or international identities, Full-time] 

Sharing of expertise and information gathering 

The quantitative data indicates 76% of respondents experienced sharing of expertise among 

members of the research community, with positive experiences shared in the open text comments.  

άL ƘŀǾŜ ƘŀŘ ŀƳŀȊƛƴƎ ŎƻƴǾŜǊǎŀǘƛƻƴǎ ǿƛǘƘ ǊŜǎŜŀǊŎƘŜǊǎ ŀŎǊƻǎǎ ŘƛŦŦŜǊŜƴǘ ŦŀŎǳƭǘƛŜǎ ǘƻ ŘƛǎŎǳǎǎ ǊŜǎŜŀǊŎƘΦ ¢ƘŜǎŜ 

conversations have been sincerely open-minded and generous in terms of advice, discussions, feedbacks and 

ŎƻƭƭŀōƻǊŀǘƛƻƴΦέ ώw-only, Woman, Any ethnic group not considered (including Arab/ middle-Eastern ethnicities/ 

Latino/ any other), Full-time] 

άwŜǎŜŀǊŎƘŜǊǎ L ƛƴǘŜǊŀŎǘ ǿƛǘƘ ŀǊŜ open to my expertise and willingly provide their expertise to enhance their 

ǊŜǎŜŀǊŎƘ ŀƴŘ ǘƘŜ ǊŜǎŜŀǊŎƘ ƻŦ ǘƘƻǎŜ ŀǊƻǳƴŘ ǘƘŜƳΦέ ώ{ǇŜŎƛŀƭƛǎǘκ ¢ŜŎƘƴƛŎŀƭΣ aŀƴΣ ²ƘƛǘŜ- all UK based or 

international identities, Full-time]  
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However, the qualitative data also highlights some barriers and challenges to sharing expertise. Time 

and an already heavy workload limited collaborative and collegial sharing. Barriers were particularly 

significant for those on short-term contracts within the R-only group. These colleagues faced 

intensive pressure to complete research (where they played supportive roles) to tight deadlines, 

leaving little room to share or seek expertise beyond their immediate research project. 

Discouragement from sharing expertise with close colleŀƎǳŜǎ όƛƴ ƻǊŘŜǊ ǘƻ ōǳƛƭŘ ƻƴŜΩs own niche 

area), research cliques, siloed research groups and colleagues being protective of their ideas were 

reported as further complicating sharing expertise among the R-only community. 

ά!ƭǘƘƻǳƎƘ L Řƻ ƻǾŜǊŀƭƭ ƎŜǘ ǎǳǇǇƻǊǘ Ŧrom academic colleagues, there is still a culture of not sharing knowledge as 

it may disadvantage career progression. This remains an issue across academia. ώΧϐ With an ever increasing 

ǿƻǊƪƭƻŀŘΣ ƛǘ ōŜŎƻƳŜǎ ƳƻǊŜ ŘƛŦŦƛŎǳƭǘ ǘƻ ŦƛƴŘ ǘƘŜ ǘƛƳŜ ǘƻ ƘŜƭǇ ŎƻƭƭŜŀƎǳŜǎΦέ [T&R, Woman, White-all UK based or 

international identities, Full-time] 

ά¢ƘŜǊŜ ŀǊŜ ŀ ƭƻǘ ƻŦ ƎǊŜŀǘ ŀƴŘ ŎƻƭƭŀōƻǊŀǘƛǾŜ ǇŜƻǇƭŜ ƛƴ ǘƘŜ ǳƴƛǾŜǊǎƛǘȅΣ ōǳǘ ǘƘŜǊŜ ŀǊŜ ŀƭǎƻ ƭƻǘǎ ƻŦ ǎƛƭƻǎ ŀƴŘ ƛƴ my 

experience a lot of people who are not only unwilling to share expertise, but actively obstructive to the idea of 

ƻǘƘŜǊǎ ǳǎƛƴƎ ƳŜǘƘƻŘǎ ǘƘŜȅ ŀƭǎƻ ǳǎŜΦέ [R-only, Man, White-all UK based or international identities, Full-time] 

ά!ǎ ŀ tǊƻŦŜǎǎƛƻƴŀƭ {ŜǊǾƛŎŜǎ ǎǘŀŦŦ ƳŜƳōŜǊΣ L ŦƛƴŘ ǘƘŀǘ ǘƘŜ ǊŜǎǇƻƴǎŜ ŦǊƻƳ ŀŎŀŘŜƳƛŎ ŎƻƭƭŜŀƎǳŜǎ ǾŀǊƛŜǎ ǿƘŜƴ L ŀǎƪ 

them to share their expertise - ǘƘŜȅ ŀǊŜ ŦǊŜǉǳŜƴǘƭȅ ϥǘƻƻ ōǳǎȅϥ ǘƻ ŜƴƎŀƎŜΦέ [Administrative, Woman, White-all UK 

based or international identities, Full-time] 

Across all groups (particularly prevalent in comments from PGRs, R-only, T&R and Professional 

Services colleagues), it was felt that there was a lack of communication in the University about 

opportunities for collaboration. This included a lack of information about relevant networking events 

and ways to find out the interests and skills of people across the research community, especially 

across groups, sites, and disciplines. A lack of opportunities was highlighted across job families in the 

terms of not having or knowing about seminars, workshops, in-person and informal meetings, where 

two-way sharing of expertise could occur. These factors placed additional time burden on finding 

relevant expertise and routes for collaboration and were deterrents to collaboration and collegiality. 

ά¢ƻ ƛƴŎǊŜŀǎŜ ǘƘŜ Ǿƛǎƛōƛƭƛǘȅ ƻŦ ŎƻƭƭŀōƻǊŀǘƛǾŜ ƴŜǘǿƻǊƪǎ ǿƛǘƘƛƴ ǘƘŜ ¦ƴƛǾŜǊǎƛǘȅ ŀƴŘ ŜǎǇŜŎƛŀƭƭȅ ŦƻǊ ŜŀǊƭȅ ŀƴŘ ƳƛŘ-career 

ǊŜǎŜŀǊŎƘŜǊǎΦέ ώw-only, Woman, White- all UK based or international identities, Full-time] 

άΧƳƻǊŜ ƻŦ ŀƴ ŀǿŀǊŜƴŜǎǎ ƻŦ ǿƘŀǘ ƻǘƘŜǊ ǇŜƻǇƭŜ Řƻ ŀƴŘ ƻǇǇƻǊǘǳƴƛǘȅ ǘƻ ƭƛƴƪ ǳǇ ǿƛǘƘ ƻǘƘŜǊǎΦ L ŘƻƴΩǘ ŀƭǿŀȅǎ ƪƴƻǿ 

ǿƘŜǊŜ ǘƘŜ ŜȄǇŜǊǘƛǎŜ ƭƛŜǎΦέ ώ¢ϧ{Σ ²ƻƳŀƴΣ White- all UK based or international identities, Full-time] 

άaƻǊŜ ƻǇŜƴ ŎƻƳƳǳƴƛŎŀǘƛƻƴǎ ǘƻ ōǳƛƭŘ ƭƛƴƪǎ ōŜǘǿŜŜƴ ǊŜǎŜŀǊŎƘŜǊǎΦ LϥƳ ƘŀǾƛƴƎ ǘƻ Řƻ ǘƘƛǎ ƳȅǎŜƭŦΣ ƘŀǾƛƴƎ ǎǘŀǊǘŜŘ 

ǊŜŎŜƴǘƭȅ ƛǘϥǎ ǉǳƛǘŜ ŘƛŦŦƛŎǳƭǘ ǘƻ ŀǇǇǊƻŀŎƘ ǇŜƻǇƭŜ ǘƻ ŦƛƴŘ ƻǳǘ ǿƘŀǘ ǘƘŜȅϥǊŜ ŘƻƛƴƎ ŀƴŘ ƛŦ ǿŜ Ŏŀƴ ǿƻǊƪ ǘƻƎŜǘƘŜǊΦέ 

[T&R, Woman, White- all UK based or international identities, Full-time] 

In addition, whilst not universal, a lack of recognition led to individuals especially from T&S, 

Operational and Specialist and Technical groups to comment that they were not given sufficient 

opportunities to share their expertise.  

ά!ǎ ŀ ǘŜŎƘƴƛŎƛŀƴΣ ǿƘŜƴŜǾŜǊ L ƘŀǾŜ ŀƴ ƻǇǇƻǊǘǳƴƛǘȅ ǘƻ Řƻ ƳƻǊŜ ǘƘŀƴ ǎǳǇǇƻǊǘ ǊŜǎŜŀǊŎƘΣ ŜΦƎΦ ŎƻƴǘǊƛōǳǘŜ ǘƻ ŀ 

ǊŜǎŜŀǊŎƘ ǇǊƻƧŜŎǘ ƳȅǎŜƭŦΣ ŜȄŀƳƛƴŜ ŀ tƘ5 ǘƘŜǎƛǎ ΧΦΦ L ŀƳ ǘƻƭŘ ϥǘƘƛǎ ƛǎ ƴƻǘ ǿƛǘƘƛƴ ȅƻǳǊ ǊŜƳƛǘ ŀǎ ŀ ǘŜŎƘƴƛŎƛŀƴΦ L ŦŜŜƭ 

my contǊƛōǳǘƛƻƴǎ ŀǊŜ ƴƻǘ ǊŜŎƻƎƴƛǎŜŘΣ ōƻǘƘ ƛƴ ǘŜǊƳǎ ƻŦ ŜǎǘŜŜƳ ŀƴŘ ŦƛƴŀƴŎƛŀƭƭȅΦΦΦέ ώ{ǇŜŎƛŀƭƛǎǘκ¢ŜŎƘƴƛŎŀƭΣ ²ƻƳŀƴΣ 

White- all UK based or international identities, Part-time] 

άLϥƳ tD¢ ŀƴŘ L ƴŜǾŜǊ ǎŜŜƳ ǘƻ ōŜ ǘŀƪŜƴ ǎŜǊƛƻǳǎƭȅ ǿƘŜƴ L ŎƻƳŜ ŦƻǊǿŀǊŘ ǿƛǘƘ ǊŜǎŜŀǊŎƘ ƛŘŜŀǎ ƻǊ ƻǇǇƻǊǘǳƴƛǘƛŜǎΦ  hǳǊ 

students are producing some excellent dissertations, we are supporting them to get their work published and 

we are doing some really innovative online teaching.  However, I've been told that our research activities will 

ƴƻǘ ƘŀǾŜ ǎǳŦŦƛŎƛŜƴǘ ƛƳǇŀŎǘ ŀƴŘ LϥƳ ŀŎǘƛǾŜƭȅ ŘƛǎŎƻǳǊŀƎŜŘέ ώ¢ϧ{Σ ²ƻƳŀƴΣ White- all UK based or international 

identities, Part-time] 
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2. Freedom to Grow and Explore 

Around two-thirds of respondents reported that creativity was welcomed in the research 

environment (66%), however, time to do so is clearly a barrier, with only around one-third (34%) 

agreeing that they had quality time to be creative and develop their ideas (Figure 4). 

Figure 4. Responses to the block of close-ended statements in the section on Freedom to Grow and 

Explore 

 

When explored by role, academic colleagues on T&R and particularly on T&S contracts disagreed 

more strongly than other groups that they had quality time to be creative (Figure 5). The only group 

which showed substantially greater positive than negative responses was PGRs, with 66% agreeing 

to some degree that they have quality time to think creatively and develop their ideas.  

Figure 5. Responses to the statementΣ ΨL ƘŀǾŜ ǉǳŀƭƛǘȅ ǘƛƳŜ ǘƻ ǘƘƛƴƪ ŎǊŜŀǘƛǾŜƭȅ ŀƴŘ ŘŜǾŜƭƻǇ Ƴȅ ƛŘŜŀǎΩΣ 

by role 
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Whilst the majority of participants received encouragement to develop their skills and expertise 

(59%), only 38% agreed that the development opportunities offered by the University will enhance 

their career progression (Figure 4). It should also be noted that 29% of all respondents neither 

agreed nor disagreed that such opportunities will help them to progress their careers. This suggests 

a sense of uncertainty over how marketable skills and expertise could be developed, and a need to 

focus on training and career development opportunities associated with research. 

 

Across roles, it is notable that T&S and T&R academics had fewer positive and more negative 

responses than other groups about the development opportunities on offer (Figure 6). This pattern, 

of fewer positive responses, was repeated across many survey statements from these two groups 

(particularly T&S colleagues, see Appendix 2 for a full breakdown), and suggests that additional 

attention should be paid to their workload, support, and career development needs. For colleagues 

in the Operational group, the percentages of combined positive and combined negative responses 

was almost equal, suggesting highly divided opinions on the benefits of development opportunities 

offered by the University. 

 

Figure 6. Responses to the statementΣ Ψ5ŜǾŜƭƻǇƳŜƴǘ ƻǇǇƻǊǘǳƴƛǘƛŜǎ ƻŦŦŜǊŜŘ ōȅ ǘƘŜ ¦ƴƛǾŜǊǎƛǘȅ ǿƛƭƭ 

ŜƴƘŀƴŎŜ Ƴȅ ŎŀǊŜŜǊ ǇǊƻƎǊŜǎǎƛƻƴΩ ōȅ ǊƻƭŜ 

 
 

In almost every statement from ǘƘŜ ΨCǊŜŜŘƻƳ ǘƻ Grow and EȄǇƭƻǊŜΩ section, the highest level of 

agreement came from PGRs compared to colleagues. For example, 81% of PGRs strongly agreed or 

agreed that they were encouraged to develop their skills and expertise, compared to 46% of T&R 

and 25% of T&S colleagues. Similarly, 75% of PGRs strongly agreed or agreed that they were 

supported when things go wrong and learn from their mistakes (see Appendix 2) in contrast to 33% 

of T&R and 41% T&S academic colleagues. Groups in Professional Services and R-only colleagues 

reported intermediate levels of agreement for these statements. 
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Again, several themes emerged from the qualitative analysis of the open text comments that help 

better understand the quantitative results and differences among groups. Open text comments 

provide context for these findings, revealing time and support for creativity as well as opportunities 

for career development and progression as crucial aspects for growth. 

 

Time and support for creativity 

Time emerged again as a key theme, particularly ƛƴ ǇŀǊǘƛŎƛǇŀƴǘǎΩ ŎƻƳƳŜƴǘǎ ŀōƻǳǘ ŎǊŜŀǘƛǾƛǘȅΦ Whilst 

some people recognised that creativity was valued and felt they had freedom to grow, many across 

groups (particularly PGR, R-only, T&R and T&S colleagues) emphasised the lack of time to think 

creatively and to develop their ideas, due to the time-intensive demands of their immediate work 

tasks.  

L ǘƘƛƴƪ ǊŜǎŜŀǊŎƘ ŎǊŜŀǘƛǾƛǘȅ ƛǎ ǾŀƭǳŜŘέ ώ¢ϧwΣ aŀƴΣ ²ƘƛǘŜ- all UK based or international identities, Full-time] 

ά¢ƘŜǊŜ ƛǎ ƴƻ ǘƛƳŜ ŀǘ ŀƭƭ ǘƻ ǇǳǊǎǳŜ ŎǊŜŀǘƛǾŜ ƛŘŜŀǎΦ  ¢Ƙis all needs to be done in your own time which is not always 

ǇƻǎǎƛōƭŜ όŘǳŜ ǘƻ ǊŜǎŜŀǊŎƘ ŀƴŘ ŀŎŀŘŜƳƛŎ ǇǊŜǎǎǳǊŜǎύέ ώR-only, Woman, White- all UK based or international 

identities, Part-time] 

ά¸ƻǳ ŀǊŜ ŦǳƴŘŜŘ ŦƻǊ ŀ о ȅŜŀǊ PhD despite knowing that most people go over this time, mainly because life gets 

ƛƴ ǘƘŜ ǿŀȅΦΦΦ ¸ƻǳ ŀǊŜ ƴƻǘ ƎƛǾŜƴ ŀƴȅ ǘƛƳŜ ǘƻ ǘƘƛƴƪ ŀōƻǳǘ ŀƴȅǘƘƛƴƎΦ ¸Ŝǘ ǘƘŜ ŜȄǇŜŎǘŀǘƛƻƴ ƛǎ ǘƘŀǘ ȅƻǳ ŘƻΦέ ώtDwΣ 

Woman, White- all UK based or international identities, Full time] 

There was a general consensus that time for creativity should be protected and included within 

working hours but that not all line managers were supportive of time taken during work or studies to 

explore creative opportunities, especially if the ideas being developed were deemed too bold and 

risky. The belief among some participants is that creativity is only encouraged in their spare time and 

that engagement with it required taking personal initiative. This makes it especially difficult for early 

career researchers on short-term contracts who lacked access to funding to develop their own 

interests beyond institutional priority areas and the time to do so within contracted hours.  

άAny time to think creatively is time that is out-with my research contract. It's unpaid work, and only possible 

because I am not a full-ǘƛƳŜ ŜƳǇƭƻȅŜŜΦέ [R-only, Woman, East Asian (including China)/ East Asian British/ any 

other Asian, Part-time] 

ά²Ŝ ƭŀŎƪ ǘƘŜ Ƴƻǎǘ ƛƳǇƻǊǘŀƴǘ ǊŜǎƻǳǊŎŜΥ ǉǳŀƭƛǘȅ ǘƛƳŜΣ ǘƻ ǘƘƛƴƪ ŎǊŜŀǘƛǾŜƭȅ ŀƴŘ ŜȄǇƭƻǊŜ ƛŘŜŀǎΦ CƻǊ ŎƻƭƭŜŀƎǳŜǎ ǿƘƻ 

take on roles like directors of X in the school, the time spend on these roles are not properly accounted with 

teaching and research and most often the research is done when there are spare times after work and during 

ǘƘŜ ǿŜŜƪŜƴŘΦέ [T&R, Full-time]  

ά{ƘƻǊǘ ǘŜǊƳ ŦǳƴŘƛƴƎ ŀƴŘ ŎƻƴǘǊŀŎǘǎ ƳŀƪŜ ƛǘ ŘƛŦŦƛŎǳƭǘ ŦƻǊ 9/w ǘƻ ŘŜǾŜƭƻǇ ǘƘŜƛǊ ƻǿƴ ǊŜǎŜŀǊŎƘΦέ ώw ƻƴƭȅΣ ²ƻƳŀƴΣ 

white- all UK based or international identities, Full-time]  

άThere needs to be a new approach to thinking about the academic calendar and how to make real space in the 

year for academics to have time to properly engage with their research. In [my Faculty] the teaching and 

administrative loads are now so high proportionately that there is very little time in the academic calendar 

which is not taken up with that.έ [T&R, Woman, White- all UK based or international identities, Full-time] 

Career development opportunities and progression  

Across all groups, people felt that their freedom to grow and explore was hampered by the lack of 

useful development opportunities that would help with their career progression. Whilst there was 

notable exception, the opinion expressed by many was that the development training provided by 

the University was too generic and not sufficiently relevant to their specific career needs.  
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άL ǘƘƛƴƪ ǘƘŜ ŘŜǾŜƭƻǇƳŜƴǘ ƻǇǇƻǊǘǳƴƛǘƛŜǎ ƻŦŦŜǊŜŘ ōȅ ǘƘŜ ǳƴƛǾŜǊǎƛǘȅ ŀǊŜ ƎƻƻŘ όƛƴ ǇŀǊǘƛŎǳƭŀǊΣ ǘƘŜ ǇƎǊ ǿƻǊƪǎƘƻǇǎ 

programme and ŦǳƴŘƛƴƎ ŦƻǊ ǘǊŀƛƴƛƴƎ ŎƻǳǊǎŜǎύέ ώtDwΣ ²ƻƳŀƴΣ ²ƘƛǘŜ- all UK based or international identities, 

Full-time] 

άL ǘƘƛƴƪ ǘƘŜ ŘŜǾŜƭƻǇƳŜƴǘ ƻǇǇƻǊǘǳƴƛǘƛŜǎ ƻŦŦŜǊŜŘ ōȅ ǘƘŜ ǳƴƛǾŜǊǎƛǘȅ ŀǊŜ ǇǊƻōŀōƭȅ ǘƻƻ ƎŜƴŜǊƛŎ ǘƻ ǊŜŀƭƭȅ ŜƴƘŀƴŎŜ Ƴȅ 

ŎŀǊŜŜǊ ǇǊƻƎǊŜǎǎƛƻƴΦέ ώ¢ϧwΣ aŀƴΣ ²ƘƛǘŜ- all UK based or international identities, Full-time] 

άaȅ ƭƛƴŜ ƳŀƴŀƎŜǊ ŀƴŘ ŎƻƭƭŜŀƎǳŜǎ ŀǊŜ ǾŜǊȅ ǎǳǇǇƻǊǘƛǾŜ ƻŦ ŎŀǊŜŜǊ ŘŜǾŜƭƻǇƳŜƴǘΣ ƘƻǿŜǾŜǊ L Řƻ ƴƻǘ ŦŜŜƭ ǘƘŜ 

ǳƴƛǾŜǊǎƛǘȅ ƻǊ ǘƘŜ ƛƴǎǘƛǘǳǘŜ ƻŦŦŜǊǎ ŜƴƻǳƎƘ ǘŀƛƭƻǊŜŘ ǎǳǇǇƻǊǘΦέ ώw-only, Woman, White-all UK based or international 

identities, Part-time] 

For some it was felt that mandatory attendance in generic training took precious time away from 

work and this especially affected time-pressed staff with teaching responsibilities (T&S colleagues). 

T&S colleagues also felt that their development was not a priority for the University which Ψseems to 

pay more attention to other academic colleagues with more research-focussed rolesΩ. The feeling of 

being side-lined was also prevalent among Administrative, Operational and Technical staff who 

commented that available development training within the University often felt redundant for their 

job roles. For those that recognised development opportunities were available, they highlighted that 

the opportunities were not well communicated and difficult to find.   

άL ŀƳ ŎǊŜŀǘƛƴƎ Ƴȅ ƻǿƴ ŘŜǾŜƭƻǇƳŜƴǘ ƻǇǇƻǊǘǳƴƛǘƛŜǎ ŀǘ ŀ ǇŀƛƴŦǳƭ Ŏƻǎǘ ǘƻ Ƴȅ ƻǿƴ ǿƻǊƪ-life balance. These are not 

possible within the day job of a lecturer (in my post ŀǘ ƭŜŀǎǘύ ƻƴ ŀ ¢ϧ{ ŎƻƴǘǊŀŎǘΦέ ώ¢ϧ{Σ ²ƻƳŀƴΣ ²ƘƛǘŜ- all UK 

based or international identities, Full time] 

ά5ŜǾŜƭƻǇƳŜƴǘ ƻǇǇƻǊǘǳƴƛǘƛŜǎ ŀǊŜ ƻŦǘŜƴ ǊŜŘǳƴŘŀƴǘ ŦƻǊ t{ ŎƻƭƭŜŀƎǳŜǎΦέ ώ!ŘƳƛƴƛǎǘǊŀǘƛǾŜΣ ²ƻƳŀƴΣ ²ƘƛǘŜ-all UK 

based or international identities, Full-time]  

άL Řƻ ƴƻǘ ǊŜŎŜƛǾŜ ŀƴȅ ǳǎŜŦǳƭ ƛƴŦƻǊƳŀǘƛƻƴ ŀōƻǳǘ ǘƘŜ ƻǇǇƻǊǘǳƴƛǘƛŜǎ ŀǘ ǘƘŜ ǳƴƛǾŜǊǎƛǘȅ ŀƴŘ ǘƘŜ ŦŀŎǳƭǘȅ ŦƻǊ ƳŜΦ L ƘŀǾŜ 

to search and find out everything on my own.....έ [PGR, Woman, White- all UK based or international identities, 

Full time]  

In addition, a number of respondents mentioned the ability to participate in training and events was 

dependent on how supportive line managers and supervisors were, and the funding available to 

access fee-paying opportunities beyond the University.  

ά¢ƘŜ ŦǊŜŜdom to grow and explore is very much dependent upon the line manager lottery. If you have a good 

line manager, then they should encourage these types of behaviour. However, I have seen many times where 

line managers (both PS and non-PS) have stifled their staff, not been innovative in their thinking and not 

ŜƴŎƻǳǊŀƎŜŘ ǇǊƻŦŜǎǎƛƻƴŀƭ ŘŜǾŜƭƻǇƳŜƴǘΦέ ώAdministrative, Woman, White- all UK based or international 

identities, Full-time] 

άhŦǘŜƴ ȅƻǳ ŀǊŜ ŀǎǎƛƎƴŜŘ ŀ ƳŀƴŀƎŜǊ ǿƘƻ Ƙŀǎ ƴƻκƭƛǘǘƭŜ ƛƴǘŜǊŜǎǘ ƛƴ ȅƻǳǊ ŘŜǾŜƭƻǇƳŜƴǘΦέ [T&R]  

ά²Ƙƛƭǎǘ ǘƘŜǊŜ ŀǊŜ ƻǇǇƻǊǘǳƴƛǘƛŜǎ ǘƻ ŘŜǾŜƭƻǇΣ ǘƘŜȅ ŀǊŜ ŀǘ ǘƘŜ ōŜƘŜǎǘ ƻŦ ƭƛƴŜ ƳŀƴŀƎŜƳŜƴǘ ŀǇǇǊƻǾŀƭΦέ 

[Administrative, Woman, White- all UK based or international identities, Full-time] 

!ƭǘƘƻǳƎƘ ǇŜƻǇƭŜǎΩ ŜȄǇŜǊƛŜƴŎŜǎ ǾŀǊƛŜŘΣ ŀƴŘ ǎƻƳŜ ǎƘŀǊŜŘ ǘƘŜƛǊ ǇƻǎƛǘƛǾŜ ŜȄǇŜǊƛŜƴŎŜǎΣ the open text 

responses reflected a perceived lack of institutional interest in colleaguesΩ career progression.  

ά¢ƘŜ ǇǊƻŦŜǎǎƛƻƴŀƭ ŘŜǾŜƭƻǇƳŜƴǘ ŀƴŘ ǎǳǇǇƻǊǘ L ƘŀǾŜ ǊŜŎŜƛǾŜŘ ǎƻ ŦŀǊ Ƙŀǎ ōŜŜƴ ŜȄŎŜƭƭŜƴǘΦέ ώw-only, Woman, White- 

all UK based or international identities, Full-time] 

ά9ƴŎƻǳǊŀƎŜƳŜƴǘΣ ǎǳǇǇƻǊǘ ŀƴŘ ŘŜǾŜƭƻǇƳŜƴǘ ǎǘƻǇ ƻǳǘǎƛŘŜ ƻŦ Ƴȅ ŘŜǇŀǊǘƳŜƴǘΦΦΦ ǘƘŜ ǳƴƛǾŜǊǎƛǘȅ ƻǊ 

[Faculty/Academic Unit] are not particularly proactive in supporǘ ƻǊ ǊŜŀƭƭȅ ŀ ŘƛǊŜŎǘ ŦƻǊ t{ ǎǘŀŦŦ ŘŜǾŜƭƻǇƳŜƴǘΦέ 

[Specialist/Technical, Woman, White- all UK based or international identities, Full-time] 
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άLƴ Ƴȅ ǊƻƭŜ ǘƘŜǊŜ ƛǎ ƴƻ ǊƻƻƳ ƻǊ ǘƛƳŜ ŦƻǊ ŘŜǾŜƭƻǇƳŜƴǘΦ LϥƳ ƭŀǊƎŜƭȅ ǳƴǎǳǇǇƻǊǘŜŘ ōȅ ƭƛƴŜ ƳŀƴŀƎŜǊǎ ŀƴŘ ƭŜŦǘ ǘƻ ǎŜŜƪ 

ƻǳǘ ƘŜƭǇ ŦǊƻƳ ƻǘƘŜǊ ŎƻƭƭŜŀƎǳŜǎ ǿƘƻ ŀƭǎƻ ǎŜŜƳ ǘƻ ǎǘǊǳƎƎƭŜ ǿƛǘƘ ǘƘŜ ƭŀŎƪ ƻŦ ǇǊƻŎŜǎǎŜǎ ŀƴŘ ǎǘǊǳŎǘǳǊŜΦέ 

[Administrative] 

Many R-only and T&R colleagǳŜǎΩ ǊŜǎǇƻƴǎŜǎ highlighted the difficulties of holding short-term and 

casualised contracts such as having to change research projects and subject areas or leave the 

University when contracts end. The precarity of their jobs undermined any sense of continuity and 

certainty in career progression, and confidence that the University is invested in helping them grow.  

άwŜƳƻǾƛƴƎ ǇǊŜŎŀǊƛƻǳǎ ŎƻƴǘǊŀŎǘǎ ŦƻǊ ǊŜǎŜŀǊŎƘŜǊǎΦ hŦǘŜƴ ǘƘŜȅϥǊŜ ƧǳƎƎƭƛƴƎ ƴǳƳŜǊƻǳǎ ǇǊƻƧŜŎǘǎ ŀǘ ǎƳŀƭƭ ҈ ŦǘŜ ŀƴŘ 

have no time for personal career develƻǇƳŜƴǘΣ ǘƘŜȅ ōǳǊƴ ƻǳǘ ŀƴŘ ƭŜŀǾŜ ŀŎŀŘŜƳƛŀΦέ [R-only, White- all UK 

based or international identities, Full-time] 

ά²Ŝ ŦŜƭǘ ǘƘŀǘ ƻǳǊ ƭŜŀŘŜǊǎ ǿƛƭƭ ƴƻǘ ōŜ ǎǳǇǇƻǊǘƛƴƎ ŀ ǎǘŀŦŦϥǎ ŘŜǾŜƭƻǇƳŜƴǘ ǳƴƭŜǎǎ ǘƘŜȅ ǿƛƭƭ ȅƛŜƭŘ ǎƻƳŜǘƘƛƴƎ ŦǊƻƳ ƛǘΦέ 

[T&S, Full-time] 

ά/ǳǊǊŜƴǘƭȅ ǘƘŜ ƻƴƭȅ ƻǇǇƻǊǘǳƴƛǘƛŜǎ ŦƻǊ ŎŀǊŜŜǊ ŘŜǾŜƭƻǇƳŜƴǘ ǎŜŜƳ ǘƻ ōŜ ƭŜŀǾƛƴƎ ǘƘŜ ǳƴƛǾŜǊǎƛǘȅΦ !ǎ LϥƳ ǘƛŜŘ ǘƻ ǘƘŜ 

North-East with caring commitments, this means I could well end up leaving academia to have options to 

ǇǊƻƎǊŜǎǎΦέ ώw-only, Woman, White- all UK based or international identities, Full time] 

Professional Services colleagues believe that there are limited opportunities for promotion unless a 

staff member leaves, with development and progression opportunities perceived of being scarce for 

those who have reached the highest salary point scale.  

ά....Unless jobs come up/people leave then there is no opportunity for promotion. This distinct difference 

between PS and Academic colleagues is somewhat degrading in that it fails to recognise our contributions to 

the University and its research environment. It would help to encourage staff to stay at the institution for the 

ŘǳǊŀǘƛƻƴ ƻŦ ǘƘŜƛǊ ŎŀǊŜŜǊΦέ ώtǊƻŦŜǎǎƛƻƴŀƭ {ŜǊǾƛŎŜΣ ²ƻƳŀƴΣ White- all UK based or international identities, Full-

time] 

Fairness and Inclusion  

An overwhelming majority of respondents (94%) strongly agree or agree that diversity is important 

to research and innovation (Figure 7). This extremely positive sentiment was evident across all 

groups (see Appendix 2). However, only half (50%) of participants fully agreed to feeling included as 

a member of the research community at Newcastle University (Figure 7). This shows a gap between 

the value ascribed to diversity and inclusion in research at the individual level, and the ability of 

institutional policies, practices and culture to deliver an inclusive experience for colleagues and 

students. 

The lowest scoring statement in this section came from only 46% of participants agreeing to some 

extent that they were confident that any discriminatory or inappropriate behaviour in their research 

environment would be dealt with effectively.  There was some variation across the job groups, with 

academic T&R and T&S colleagues giving the least positive and most negative answers (Figure 8). 

Open text responses provided a lot of context to these findings, revealing dissatisfaction and distrust 

over the handling of complaints within a perceived slow, inefficient and biased system (see detailed 

discussion below).  
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Figure 7. Responses to the block of close-ended statements in the section on Fairness and Inclusion 

 

 

Figure 8. Responses to the statementΣ ΨL ŀƳ ŎƻƴŦƛŘŜƴǘ ǘƘŀǘ ŀƴȅ ŘƛǎŎǊƛƳƛƴŀǘƻǊȅ ƻǊ ƛƴŀǇǇǊƻǇǊƛŀǘŜ 

behaviour in my research environment would be dealt with ŜŦŦŜŎǘƛǾŜƭȅΩΣ ōȅ ǊƻƭŜ 

 

Statements around psychological safety revealed that nearly two-thirds of respondents (64%) 

thought that their views are valued by people they work with, but just under half (47%) felt safe 

challenging the ways things are done to improve research. Reduced psychological safety negatively 

impacts how people work together and perform, and links to some of the themes from the open text 

comments around tackling inappropriate behaviour and having safe reporting mechanisms. 


