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EXECUTIVE SUMMARY
BACKGROUND, OBJECTBS AND METHODOLOGY

Wellcome is launching an ambitious programmeutaderstandresearch culture and commissioned Shift
Learning to conduct irdepth qualitative and quantitative research to explore current perceptions, impacts,
drivers, and ideas for improvement. This report presents findings from the qualitative phase, which ednsist
of 94 indepth interviews wih a diverse range of researchaverking in the UKas well as 4 eoreation
workshops(in London, Manchester and Glasggwgch with Yepresentative members of the research
community.

PERCEPTIONS ORESEARCH CULTURE

7 Re®DT 1T AAT 006 DPAOAADPOEI T O T £ OAGAAOAE AOI OO0OA A
so manydifferent factors and interpretations at play. Experiences and perceptions of research
culture are highly varied even among individuals within the ise institution and department
with a complex set of interconnected conditions and behaviours at play.

1 Respondent®ften saw culture through their own leizzreflecting their background, previous
experience and biagor some, certain cultural aspects, sus competitive and challenging
environments, represent an important rite of passage to give researchers the skills, intellect and
resilience to be successfgfor others, they reflect a system that is exploitative and
discriminating.

 Most expected cedinless desirablaspects of the academic cultute be presentincluding:
long hours, highpressured working environments, multiple commitments, isolation, poor work
life balance and frank exchangddsistorically these had been offsetby other cultural
characteristicssuch as job security (once in permanent positions), autonomy, collaboration,
creativity, societal contributiorand flexibility.Participants felt that thesgrevious career
advantages are being negated by systems that apen to gaming, pressured by financial needs
and focused on metrics at the cost of individudlee decrease in these benefitsaalsoseen to
Ei DPAAO 11 OAOAAOAEAOOGGE xAlT11TAOO AT A OAT OA T &

1 While there were several frustrations with tiearrent culture, with many respondents often
feeling undervalued or exploited, many did report high levels of satisfaction with their current
working teams and Pls. Many eaitareer researchers (ECRs) felt that their supervisors and Pls
weretrying their best, but often in difficult financial circumstances

1 Research culture is perceivédi A A A ofdede]wh infefvéntioAsipotentially seen as
tokenistic. Most reported initiatives or brochures publicised by their institutions, suggested
suchinitiatives were often for show, rather than a serious attempt to solve isSidle
institutions were thought to have increased their focus on culture, for many the drivers of the
current culture were in conflistith each other and continuing tanakeit worse.

1 Researchers believe they wegenerally keeping the quality and quantity of outputs high, fait
that cracks are beginning to shovand there is worry about how sustainable the current system
is in the long term and the cost on researchers tisetaes.

IMPACT ON RESEARCHBER

1 Those who reported working in positive research cultures described the support and collaboration
they felt from peers and managers and how this aided both their research and personal wellbeing.

E3() &4 , % 2.) .
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1 Research is seen by manylie a vocationwith our respondents highly passionate about the
work they were doing. Respondents held themselves to high ethical standards, striving for quality
in all they did, but recognised these were challenging times for researchers.

1 However, thisvery personal passiomeantthat lack of success could feel likpersonal failure
Institutions were consideredy some to be good at exploiting ta passion of researchers

1 Whilevariouspolicies and procedure® support more positive culturevere reguarly cited as
being in place, there was often a concern about enacting them. This stems ffear af being
OAAT AO OOI Aufdisb que 16 thekfacikhatb@rbehaviour (impacting researchers or
the research) was often very difficult to identifA number of respondents shared instances
where they had enacted policies only to find that very little was done at an institutional level. Very
well-established Pls were generally reported to be ‘untouchable nearly all accounts
(anecdotal or experiered) of extreme bad behaviour were attributedttose that were
extremely wellestablished in their career.

1 Long working hours, a pressure fiod positive results, a lack of job security and intense levels of
competition create the conditions ripe fatress, anxiety, poor mental health, bullying and
aggressive behaviour Many talked about the impact of this not only on their own wellness but
Al 61T 11 OEAEO EZAT EIEAO8 ' AAAAT EA xAO 1T E£OAT AE

DIFFERENCES IN EXPERCES

i Experiences of culture were seen to be highly varig@ven among individuals within the same
institution or department) and often experienced differently by individuals depending on their
own personalities, supervisor, institot, stage of life, state of home life, etc.

1 However,some researchers did appear to be more exposed and vulneralbdtethe negative
aspects of culture, including ECRs, women and those with caring responsibilities, interdisciplinary
researchers, those froness affluent backgrounds, BAME researchers, disabled researchers and
non-UK-nationalresearchers.

1 While few reported incidents of directly sexist, racist or homophobic behaviour, there were often
suggestions thatinconscious bias played a significant relin the ability for those from diverse
backgrounds to succeed within the current academic culture. Unconscious bias was thought to be
at play during the decisions made by grant panels, funding committees, journal publishers,
institutional leadership, depdment heads and supervisogzall of whom were predominantly
perceived to come from white and affluent backgrounds.

i Disabled researchersften referred to the current culture as being an ableist ongin which
limited funds and time often seemed to preveadaptations to working life that would making
the culture more inclusive. Disabled researchers often highlighted ways in which the system
actively discriminated against them, making grants, jobs and promotions difficult to win.

IMPACT ON RESEARCH
1 Reseachers generallyelt that they put the needs of the research aheadf their own wellbeing
1 While many shared anecdotes of questionable research methods and fraudulent data practices,
few suggested that they had witnessed this type of behaviour firsthand.
1 However, many did feel thaturrent reward systems were driving quantity over research
quality. A regularly cited example was the actions taken by researchers to try and gain
publication in highimpact journals, which often preferred shorter repeatyle entries with
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positive findings. This was unquestionably felt to make replicability hardh less focus given
to method, and lead to some inflation of results or massaging of the deitawvever, issues here
wereconsidered difficult to spot with any ceinty without significant investigation, making bad
practicedifficult to distinguish on first inspection.

1 Few doubted thathisincreasedevel of output would impact the quality of research in the long
term, with manyraisingconcerns that thecurrent culture did not afford time or spaceto
properly consider research, which would ultimately lead to less creative and innovative work
being produced.

1 Indeed, many felt that theurrent culture of research was too ristaverseand focused on
preserving thestatus quo, and that these attitudes would make it significantly harder to produce
research offering real breakthroughs.

9 Loss of talentfrom the sector was another concerwith talented researchers already being lost
due to increased pressures and instiyp. So too was the fact that many researchers may be
developing the wrong valuesas a result of the current culturgvith new researchers only
knowing thecurrentcompetitive environment

KEY DRIVERS

1 Research cannot be seen in isolation and¢benbination of challenges facing universities
undoubtedly plays a role in shaping research culture.

i Financial uncertainty is undenialdgen by respondents dsving an impact on the daip-day
culture felt by researchers, asstitutions try to strategically secure an incomde.g. student
recruitment vs research income). Often these initiatives were considered-jeréeopaque and
businessrather than peoplecentred.

1 Many held theREF andwider culture of metricisation accountablefor the increased presemcof
poorresearchculture, or rather how these frameworks had been implemented within institutions.
For many, they increased bureaucracy while providipgortunities to ‘game the system' and
view research staff as commodities. Thagl to cynicism that ew measures focused on culture
Al Ol A AA BATAIGE A jGApANGREGE.A O O

1 A small number of researchers suggested that pasearchculture mightlimit the quality of
research outputg including the aforementionegbursuit of publication irhigh-impact journals

WELLCOME PERCEPTIONSND RECOMMENDATIONS

i1 Many felt Wellcome was positive forcein improving research culture through their
commitment to open access and lobbying influence.

T (T xAOAOh A £Ax EA1T O 7AITTATTA8O £O1T AET C Al 1T AA
betweentheOE AOA 08 AT .Khe@libdatbriprokessiv@sdcurrently seen to rewrardling
to those with existing strong publishing records, limitingcass to those yet to publish. It was felt
therefore that a small, successful minority of researchers were albfediopolise funding.

7 O$EOARAOOEOUSNh OATI 1 AAT OAOGEITT86h OPOAI EA AT CACAI
particularly powerful within7 AT 1T AT 1T A6 O DPOIT BT OAA CciT Al 08 (1 xAOA
OAT i PAOGEOGET 18h AO OEEO xAO OAAIOth&had AOEOAO |
reservations about the ambiguity of certain goals and thenumber of goals suggested; feeling
that Wellcone would have greater impact by focusing on feywarore specifigoals.
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position and respondents recommended thpyovide training programmeson:

o Management skills.

o Delivering and receiving feedback.

o Initiatives that drive a healthy work/life balance.

Longer-term funding for projects was a popular suggestion, as it would bring greater job security
and thinking space for researchers, while many recommended that Wellgoaie changes to
their funding criteria, such as:

0 Rewarding funding to research teams that demonstrate strong ethics.

o0 Putting less focus on impact factors.

0 Reducing significance of publication records.

0 Amending the grant application process to encourageesity.

Investing in ECRs and providingpre smaller-sized grantsto help them kickstart their research
careers was a common suggestion.

Some recommended that Wellcondirectly supervise projectsthey fund to inspect the working
conditions, rigour and wibeing of staff.

Respondentdelt Wellcome could improve research culturesusing their influence widely,
encouraging other funding bodies to replicate their commitment to open access, redefining the
importance of research in public spheres and champigrdiversity.

VISION FOR AN IMPROED CULTURE

1

1O OEA EAAOO T &£ I ATU OAODPIT AAT 066 OEOEIT & O
and collaborative community, which values quality, creativity, diversity, flexibility and freedom,
whieOAODPAAOET ¢ OAOAAOAEAOOS xAl 1T ARET ¢ AT A AAOAA
Ideas generated by respondents (in both interviews andiation groups) were often framed
around the following areas and anaking small improvements to current systems

0 Mentoring and leadership
Acting on bad behaviour

Funding
Support for ECRs
Wellness and space to think.

© O O O
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BACKGROUND, OBJECTBS AND METHODOLOGY
BACKGROUND
7AITTATT A EO TTA T &£ OEA x1 01 A0 1 AOCAOGO AO01 AAOO 1

improve the healh and lives of millions of people. There is increasing evidence emerging about the culture
surrounding these research achievements and the impact this has both on researchers and the research itself.

Wellcome islaunching an ambitious programme to improveresearch culture A critical element of this
programme is to expand the evidence base around the research culture and its inggseterating arigorous
foundation of data from which to better understand the problem and target interventions. This work siti
alongside, and be supported by, an inclusive and wiglgching communications campaign.

Wellcome therefore commissioned Shift Learning, a specialist education market research agency, to conduct
in-depth qualitative and quantitative research intéKresearch culture. This report presents tresults of the
gualitative phase.

RESEARCH OBJECTIVES

Overarching project research objectives were as follows:

7 47 A@gbli 1 OA OAOAAOAEAOOS I PETEITO AT A PAOAADPOEIT I
To identify keydrivers of this culture.

To understand what a vision for a great research culture looks like.

To determine what needs to change to achieve this vision.

To identify differences in perceptions, attitudes and vision by demographic factors (including career
stage, location, institution type, gender).

=A =4 =4 =2

METHODOLOGY

For the qualitative phase, two main investigative technigues were usedepth interviews and cecreation
workshops.

IN-DEPTH INTERVIEWS

94 x 12-1 telephone interviews were conducted with a diseirange of researchers, lasting approximately 45
minutes. A mixture of random and targeted sampling was used to recruit the respondents. All interviews were
carried out by experienced interviewers following a mutually agreed script, which included provhpte
necessary and projective techniques. Interviewees were incentivised with a £60 cheque for taking part.

These interview$ocused principally on perceptions of the current culture of research and what the main
drivers of this culture were The intervews were recorded and then transcribed verbatim so that no
important nuances were lost in the analysis.

CO-CREATION WORKSHC®

4 x 2 hour and 15 minute -@weation workshops were conducted, with each group containing 9 representative
members of the resealfccommunity. Respondents were recruited from the interview stage, as well as
targeted and random sampling. These workshops werienarily focused on solutions and visions for an
improved research culture Attendees were incentivised with a £150 chequeding part.

E3() &4 , % 2.) .
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2 groups were held in London, 1 in Manchester and 1 in Glasgow. Detailed notes of the discussion were taken,
plus verbatim transcriptions of the group exercises.

ANALYSIS

Thelatest version of thedvanced qualitative data analysis softwareAtlas.tiwas usedo interrogate
interviewtranscripts Verbatim interviewtranscripsx A OA  Quéirig Afdnaticanalysisto draw outkey
themesin experiences of research culture.

The softwareenabledthe relationships between respondent thoughts and the research objectivée
mapped providing a solid basis for reporting.

Each transcript was also tagged wibky demographic informationto help identify further patterns in
experiences based on chataristics such as institution type, career stage, gender, disability and race.

RESPONDENTS

The researchers interviewed and those who attended the@mation groups came fromdiverse range of
backgroundsin terms of subject specialism, career stage, institution type, geographical location, ethnicity,
gender, and disability.

Respondentsvereasked to selreport answers to the below demographic questionioigan expression of
interest form.Whilst disablel respondents are represented in our sample, the true number of respondents
who weredisabled or those with longerm physical or mental health conditions likely higher than explicitly
stated. It is worth noting that the manner in which we collectedsimformation changed part way through
recruitment to include longphysical or mental health conditions which may not have been identified in early
interviews. We should also reflect that some people may not have felt comfortable reporting personal
information in the expression of interest form which naturally could lead lower reported numbers across
certain demographics.

BAME respondents are also likely to be underrepresented in our sample due to an elemeniseleibn

bias, opting not to take parin the research. These individuals are likely to experience an element of survey
fatigue with minority groups beingréquently targeted by similaresearch projects to achieve diverse and
representative sampleghis was explicitly given as a reason foclileing to take part in some instance#)is
also likely that both Shift Learning and Wellcome Trust networks may be likely to underrepresent these
groups also.

PROFILE OF INTERVIERESPONDENTS (94 INOTAL)
94 UK researchers were interviewed individyabout their perceptions of research culture:

E X EIT EECEAO Aunilefsily@Bdarth institute<]8inifdusiy 1 11
X i-careed, @lAmidtareer, 15 earkgareer, 10 postdoc, 18 PhD students/erleyel
YX ET AET icdl &ciénkds|20 ih @herSsdiehded, 15 social sciences, 8 in humanities
an xEEOAh XY ' OEAT h & Ail AAEh Y T OEAO AOET EAE
Yo 1 Al Anh oiparyEAT AT Ah Q T11

Uh i xEOE OI i A AEOGAAEI EOI

M M WM g ™

nQ xEOE 11 AEOAAEI EOL
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PROFILE OF CCREATON RESPONDENTS (36@RC5S 4 GROUPS)

Four cecreation workshops in London, Manchester and Glasgow, each involving nine researchers, focused on
solutions and visions for an improved research culture (total of 36 participants):

E QI ET -gndedrsityeséaich imsiitdtes

E Q EAAAO |1 Aaréeh OiAnidardeE b ealicateek, @ Postdoc, 5 PhD students/entry

level
E X¢ ET AET T AAEAAT 10 AEiiT 1T CEAAl OAEAT AAOh & EI
E Wi xEEOAR Q ! OEhiésh w Al AAEh w 1T OEAO AOET EA
Z X [ Al Ah iearyEAT AT Ah X 111
E QW xEOE 11 AEOAAEI EOUR X xEOE Oii A AEOAAEI EOU

SECTION 1PERCEPTIONS OF BEARCH CULTURE

Researchers are keeping the quality and quantity of outputs highfdrltthatissues are becoming
more apparentand there is concern about how sustainable the current system is in the long term
and the cost on researchers themselves.

UPSETTING THE BALANE

All respondentsstated a passion for their field ofstudy, placing great value on the quality of research they
produce. However, mst respondents, even those in wdlinctioning and supportive teams, felt that the state
of researclculture is not as good as it once wasnaking it inceasingly difficult to operate aihe high
standards to which they strive

For regarchers working in academia, long hours, high levels of competition and demanding working
conditions were generally considered to be part of life within the research communitythbaé conditions

were historically offset by positives,such as autonomyintellectual freedom and challengas well as aense

of societal contribution. Many felt that these positive benefits were becoming increasingly scarce, as
institutions became more commercial in outlook and the sector as a whole begareasingly focuseal on

outputs and metrics.

G EAOAGO Al xAUO 11T OA AT A 11T OA ET OAT OEOUR OT ARAOOAEI
from the students as well. Overall things are going to get far more intense and far more stressful for

peopleo

Late CareerResearcher, MillionPlus Groupnstitution

Frustrations with the system (largely perceived to be driven by government, funders and institutions) were
common. Many felt theigoodwill and personalpassion werebeing exploited by their universityz resulting

in longer working hours and lack of financial compensation or personal recognition foiTtiése feelings

were less common in industry, where terms of employment were considered to be simpler, fairer and
generally upheld.

E3() &4 , % 2.) .




SHIFT
LEARNING

O.1Th 110 Adintis bbdut td doapsk. Hilge things need to change, otherwise they're going to

find everybody's going to have left academia. Some incredible geniuses will make it, but some extremely

good researchers, who had fantastic knowledge and ideas that cohlalve reallyrevolutionisedscience,

EAOA 1T AEZO AT A CciTA O ETAOOOOU AAAAOOA EO" O EOOO
Post-doc, Russell Groupnstitution

LEADERSHIP IS KEY

Positive experiences and culture were nearly always#selt of good supervision and leadeship. Pls and
managers do appear to have a significant role in setting the tone for the culture within their working groups,
but were said to frequently not bgiven the training, support and time to effectively do this. This can mean
OEAO EI1 Agoshie b PosilivOdulturki@xperiences can feel more@de OA E | Atha®dbhsicA O A x
working right.Many also raised concerns that the difficulties of the current culture were leading a lot of
talented researchers teimply leave the sector

Qu

031 [ iAgddot very upset recently when | mentionedtomyb&sOEAO OEA AAT 80 ABDPAAC
behaves in the way she expects them to behave, to be successful. Her answer was (and she has discussed
OEEO xEOE ATTOEAO 0)qgs8 )i OEA Al AR OEA OAEA EOBO 1
the pressure, to cope with my way of managing would be the ones that stay and succeed. The others would
have to leave. That comment, | found it quite sad. | was biting my tongue not to reply to that, the strongest
xEl'l OOOOEOA8 ) O8O0 OEAEAOIT O086

Middle CareerResearcher Research Institute

While there were a small number of extreme cases of bad behaviour from individuals, these were largely in
the minority. Most respondentsaw their Pl as trying to do their bestbut in a system that rewarded outputs
and mone over the researchers themselves. While individuals can make th¢oddgy working environment
more pleasant, there ikttle they can do to change the key factorghat make research culture and working
life difficult for the researchers themselves.

VIEWS OF RESEARCH CULRE
Research culture in general was often described as:

1 Chaotic

i  Stressful

1 Siloed

1 Comfort highly dependent on institution

It was common for respondents to describe research cultudei@srchical anane thatbordered on feudal
Early-career researchers (ECRs) were required to work long hours, create huge levels of output and sacrifice
their own personal lives and wellbeing to win the patronage of influential individuals and institutions in order
to succeed and survive in the sect

Many felt it would be easy to look at the current outputs of UK research and see culture as healthy. The
majority of respondents felt that while elements of culture were highly problematic, the outputs and quality
of UK research generally remained smmably high. Bt many agreed that there were tensiofgenerally

E3() &4 , % 2.)
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aroundthe pressures of high productivity and increased competition), and ngzagwen those that felt
supported in their current culturg had concerns about theustainability of this culture for the future.

HOW CAN WE JUDGEESEARCH CULTURE?

2A0DPT T AAT OO6 PAOAADOET T O Idificudts thily axseds(drtly be@use MasA A OA E
recognise that (particularly academic) research culturevierg specific environmentandone in which

certainworking practicesvere more likely to be considered acceptablthese often related explicitly to

working hours, worlife balance, isolation and frank exchang&fany respondents had only ever worked in
academiaso were uable to m&e direct comparisonw/ith working culturein other industriesbut academia
wasexpected to be a very different working environmentthr@ EA OAOAOACAS | £AAEAA ET A

QUESTIONS AND TENSIRS
This poses somkey questionsaround how current research cultucan be assessed:

i Can researchers themselves actually appreciate the state of culture, or is there some kind of collective
Stockholm Syndrome at play?

i1 Are the needs and parameters too specific for ordinary norms to apply? And if this is the case, how are
the lines between overworking, exploitation and difficult working environments to be drawn?

There are clearly tensions here:

i1 For some, a number of curremtorking practicegepresent an importantite of passageto give
researchers the skills, intellect amesilience to be successful.

1 While for others they are reflective ofsgstem that exploits ET AEOEAOAT 06 CI 1T AxEI |
passions for institutional organisational gain.

INDIVIDUAL PERSPECVES

2 A0ODT 1 tAeklirigLaévbnd culture can also appeartchangedepending on their career stage, working
environment and current levels of personal and professional satisfaction. Experiences of research culture were
strongly dependent on the characterof supervisors Pls and department heads.

A think I'm qute lucky where | am now, | have a lot of research friends, and | think some are also very
lucky, but I've definitely heard some examples where it really sounds quite horrendous and it was often to
do with the supervisor... because they ultimately have thpwerd

Early Career Researcher, Industry

Perceptions of current culturearied significantly from team to teamrather than following subject or

institutional trends. It was common to see some institutions cited as being good on research culture by some
respondents, only to be heavily criticised by others. Persén@lD AOEAT AAO AOA 1 EEAI U OI
perceptions and previous poor experiences can lead to individuals feeling greater satisfaction with their

current culture than others in the same team.

Personal attitudes and values also play a significantroeT OEADET ¢ OAODPI 1T AAT 0086 b/
satisfadion with the current culture. There were regular instances of respondents who had personally

E3() &4 , % 2.) .
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benefitted from the culture recognising that it was damaging, particularly to specific groups of researchers,
and that the often hostile and aggressive environmenould prevent real talent doing well.

Ot)is highly competitive and good people can have a very, very rough time if they're not lucky, or again,
they're not mentored, or they're not really quite gifted enough or sharp enough, whatever the right word is,
to navigate around what the funding agencies are aftér

Middle Career Researcher, MillionPlus Groupstitution

Interestingly, while culture was experienced and perceived very differently, the suggdsietts and ideas
for a future vision were highlyconsistent across all researcher audiencddiscussed in more detdil
Sections 2 and 3 of the report).

LENS AND INCLUSIVITY

Experiences of research culture are highly individualised and it is importaniiemderthat respondents
themselves often sawulture through their own leng reflecting their own background, previous experience

and biasFor example, aregiving was often naturallyiewedin traditonal CAT AAO PAOOAOT Oh EB8
careers impacted by childcare responsibilities. Only in exceaticircumstancess(ich asooking after

relatives or children with specific care needs) did men appear to be affected by its impact or consider it in
relation to their careers.

)y O EO Al Ol x1 OOE 11 OET ¢ OEAO Ol i Avhed Aisolsing foké ddtie O OA A
more exploitative aspects of working research cultaiiee. the long hours, increasing responsibilities and lack

of autonomy. This term was usually used without apparent awareness of the historical context of the term or
the potential negativeimpactthe use osuch language might haven others It is interesting that this arose

in the context of a discussion about improving research culture, and highlights some of the challenges in
creating a more inclusive research culture.

KEY COMPONENTS OF BEARCH CULTURE

While huge variation in perceptions and experiences exist, there was generally agreement around the
characteristics that are needed (or not) for positive research culture to exist:

Characteristics seen as definitely pardf a good research culture:

=

Support

Creativity

Collaboration

Security

Strong interpersonal relationships
Diversity

Feeling of being valued

Zero tolerance to poor behaviour
Transparency / openness.

=A =4 =4 =4 -4 A -4 4

Characteristics that were seen as more ambiguous or conflicted:

i Competition
i Focus on impact
1 Ambition
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i Singlemindedness
I Short-term contracts
1 Challenge.

Characteristics definitely NOT seen as part of a good research culture:

i Bullying

Metrics / outcomedocus

Lack of transparency
Corporatisation of universities
Bureaucracy

Riskaversion.

=A =4 =4 =4 =9

Characteristics considered definitely not part of good research culture were often those ingitgmented
at institutional or systems level, meaning they were theres that many researchers simply had to put up
with or overcome in order to do the work they cared about.

PERCEPTIONS OF CURRE WORKING CULTURE

While interview respondents hatbncerns for the health and sustainability of research cultura general
(and many also shared personal experiences of negative culvej,half were positive about the state of
their current working culture, generally considering it to be supportive and collaborative.
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1 Demanding and rigorous intellectually (generally recognised to be a good thing)
1 Aggressive and prompting competitiveness.

It was also used to describe the difficulties of working in the current system anwdte requirement for high
guality and quick results naturally led to a challenging work environment.

Where referred to in working environment© AT | vddO XD CAT AOAT 1 U O.GigA AO A
levels of internal competition were seen as:
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1 Driving negative behaviourésuch as bullying, harassment, exploitation, long hours)
1 Encouraging researchers to accept them as part of the status quo.

It often led to a lack of peer support, making researchers (particularly young ones) feel more isolated.

FEM 52 %3 |/ & ORESBARGH GUJPIBRES

Positive research culture wemnes in which respondents felt valued, secure, supportednd had a sense of
autonomy. When these key foundations were in places, researchers seemed more able to withstand and
flourish through the more challenging aspects of working culture.

Cited features of positive working culture were:

i Diversity encouraged and celebrated
Collaboration encouraged and celebrated
Individual contributions feel valuable and valued
Individuals feel supported

Individuals feel safe and secure

Leadership is transparent and open

Time to think is valued.

=2 =4 =4 =4 =4 4

Where working environments were cited as particularly positive, this often stemmed directly from the actions
of management and leaetship tocreate a family feel within working teams Leaders throughout the

system appeared to play an important role in setting the tone of the culture to junior staff, and there were
several instances where respondents strongly saw their management giewn to protect them from

negative outputs of the current culture.

GDur head of department is extremely supportive, in terms of helping us to achieve our research goals,

where possible, and not putting huge amounts of pressure on us as PIs, to get thegrant, the next

PbAPAO8 7A All EAOA OET OA POAOOOOAOh xEEAE xA bl AAR
pressure from above

Middle Career Researcher, Russell Grouipstitution

Another feature of more positively perceived working culture was the clear @as=don other members of
the research community notably administrators and technicians Many raised the importance of these
individuals in:

1 Helping with grant applications
Easing administrative burden

Setting up and managing experiments
Conducting risk assessments
Providing technical support.

= 4 4 =2

Working environmentsecognising the value of these individualgthrough good longterm employment
contracts and similar benefitsgekages) were generally seen as healthier than institutions that sought to
centralise (remove from departments or teams) or place these individuals on-grontcontracts with little
stability or additional employment benefits. Often respondents felt tlatministrators and technicians were

E3() &4 , % 2.)
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own wellbeing.

POSITIVE ACTIONS FROINDIVIDUAL LEADERS
Initiatives from individual leaders and manageeen as contributing to positive culture included:

=

Setting positive examples around working hours and culture.

Giving junior researchers more autonomy around their tasks and scheduling.
Inviting team members to dinner / owdf-hours socialising.

Taking the time to know them as an individual.

Offering flexibility around working hours.

Demonstrating good workife balance.

Giving support / help when needed.

Being constructive in feedback.

Offering / sharing credit.

Being approachable.

Settingup opportunities for networking / learning about others / lunchtime talks (these were
nearly always bottoraup initiatives).

=A =4 =4 =4 =4 4 4 -4 4

POSITIVE INSTITUTIONLEVEL ACTIONS
A number of positive institutional initiatives to improve research culture werted by respndents, such as:

i Initiatives aimed at helping nemothersback into the workplace.

Enacting policies around parental leave, sickness and caring responsibilities.

Providing eidence that policies are being acted on.

The decision not to pass KPIs dowrindividuals.

Strong administrative support for grant applications.

Formalised PhD / posioc programmes (including training on key future career components,

such as project management, budgeting and leadership).

Collaborative townhalls around universjtinitiatives.

i Having physical infrastructure or spaces designed to support informal socialising and
collaboration.

=A =4 =4 -4 4

=

INITIATIVES OFTEN PESENT BUT INEFFECTRV

A number of respondents weldghly sensitive to initiatives that they considered to betokenistic or
superficial. Many suggested that, while they were aware of the availability of policies and procedures to
support their wellness and wotlife balance (and that university brochures often strongly sold the quality of
research culture withinte institution), these were often considered to pay lip service to the problem rather
than enacting any positive change.

For some, this was in part becauseitwas O T AAAOOAOEIT U Al Ttodethkale®@Ause aODOEA A
particular policy benefitSome also suggested that previous attempts to activate a particular policy were
ineffective, there was a lack of capacity to actually use the benefit or leadership simply did not respond. This
generally led to a sense that while these policies were theg@inciple, they were less apparent in practice.
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A mean if anyone from outside came in, they would see all sorts of policies to do with staff wellbeing,

Ppi 1l EAEAO AT A CcOiI OPO AT A T AAOET CO AT A OOOOAkiumackAT A A
as it were to show they do take this seriously. | think about probably 5 or 6 years ago the local GPs actually

put in a formal complaint to the Health and Safety Executive that too many of our staff were going to them

for stress. They actuallyco®| AET AA AAT 60 EO8 4EAO06O0 A OAOET 60O EOC
EETA T £ OEET ¢ AOO OEAO AT AOI 60 AEATCA AT U 1T &£ OEA E
OEAUBOA OAUET C EO 11 x UT O AAWwilntkelyd fed BeitsB® EO AT A OE

Late Career Researcher, MillionPlus Groupstitution

There werevarying attitudes to lighter -touch initiatives, such as fruit, massages or the odd lunch:

1 A few saw these as small ways in which employers cshudav they valueresearchersand care
about their wellbeingz where these were positively received it was nearly always the case that
researchers had established a good relationship with their management or Pls.

T &1 O OET OA xEAOA OEEO OAIl AdEfloitser&dways dwievbdinh A A AT
high levels of cynicism, seen&@&D OOOET ¢ A AAT A AEA 11 A AOI EA1

O0) AI180 AAOA OAAITT U xEAOEAO OEAU DPAET O OEA OAAOII
changes that they want to bring in to make ovkT OEOT 1T 1 AT O AAOOAO8 4EAO0CH6O0 110
them to genuinely support all of my colleagues in a way that does not threaten their very academic
AGEOOAT AA8S

Late Career Researcher, Russell Groipstitution

WHAT ARE THE URGENIMHREATS TARESEARCH CULTURE?

Urgent threats (and key drivers) for poor research culture were largely identified to be:

_ : Increased
Risk : competition for
aversion fewer

Increased
metricisation
resources

Lack of job
security

Risk aversion
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1 Keystakeholders in the sector(government, publishers, funders and institutions) were all considered
to be increasingly rislaverse. This was generally seen as a barrier to creativity and diverse thinking.

1 Todo wellin a rislaverse systemit was believed thatesearchers needed to be already established
and part of the status quo, have significant output (measured by publicatamd impact factor),
follow conventional thinking (not upsetting the status quo) and design research that is applicable and
with instantly obvious practical application. This was widely considered tarigng for the broader
development of knowledge, as well as a means &éeping current hierarchies in place

Increased competition for resources

i This wasdlt byresearchers at all levelsfrom PhDs looking for their first postoc position, to Pls
seeking grant money to keep their teams employed.

i Generallythere were seen to be increasing levelssompetition for grants, funds and jobswith
more peoplefighting for fewer resources This was seen as creating conditions ripe for aggressive,
unkindly behaviour and generating high levels of press@as researchers try to succeed and survive in
an increasingly competitive environment.

Increased metricisation

i As discussed, this was seen tage huge pressure on individuals, |&agito more effort being placed
ongaming the systemrather than focsing on researchuality.

i It was seen by many taeate a system that values outputs (often in terms of quantity rather than
guality) above individuals.

Corporitisation of universities

i Puts additional pressures on institutions to act as businessesdanitishes previous benefitsof
careers in academidy putting strain on individual workload with increased roles outside of research

Lack of job security

i Raises the stakes for everyone in the syst&rhich was said to leat more extreme behaviour.
i Lack of transparencyfrom institutions causes significant stress to individyalse to the lack of
career certainty and feeling they are continually having to-prept upcoming institutional policies

Areas that felt urgent to address were regularliedi as:

i Fixing the culture of shottermism (lengthening funding awards / research contracts).

Proving more support for ECRs.

Reducing metricisation.

Placing importance on the wellbeing of individuals.

2AAO0AET ¢ OEA OAxAOAO 1T &£ OP1 AUET ¢ OEA CAIi Ads8
Providingalternative career pathways.

Enforcing penalties for poor behaviour.

=4 =4 =4 4 8 -2
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There was a general frustration th@OOA 008 1T £ OEA OAOAAOAE , abdttatpodd x A OA
behaviour from these individuals was only acted on once incidents were in the public domain. There are many
similarities here with other professions and sectors that have experienced scrutiny over working gulture

notably arts and mediaOne respondent directly made comparisons with the #MeToo movement and how

this related to scienceg whether science can be separated from the scientist and whether sciettist&

should still be cited if they had beertcused of misconduct.

WORKPLACH-OCUSED IMMACT OF CURRENT RESECH CULTURE

There are various ways in which research culture appears to manifest itself within workplaces (all discussed in
more detail later in the report):

T 4EA T AAA O1 ObPI AU OEA CAi Aés8
Makes working environmentighly competitive.

Long working hours, high workload and high levels of pressure.
Bullying and harassment.

Individualist / isolated working.

Cutting corners and inflating the positive.

Volatile career pathways.

=A =2 =4 =4 =4 =4

These factors can lead to negativapacts on researchers as well as the quality of research outputs.

PLAYING THE GAME

Many researchers in academia referred to success in research as being able to properly play the game, this
largely referred towinning grants and publishing in highimpact journals. For many, an increasing problem

in current culture was that this game was becoming increasingly convoluted and complex, and less open to
those notalready succeeding in the current system.

TheREFwas criticisedfor promoting this culture, with institutions seeking to maximise their rankings often
doing so at the expense of good culture.

O0) OEETE OEAO OIi A T &£ OEA ET AAT GEOAO AOA OAO OB OE

objectives, you end up with some perverse incentiveSioh make people play to the rules. That is an

insoluble problem and as with the REF where the rules keep changing every time, you have to keep

changing the rules in order to get round the problems created by the last time you changed the rules. That

is anobvious set of issues there for most subjects, as well as the question of the economic utility of the

research that they're doing. Either, you have to claim that your research has economic utility where you're

not that convinced that it does or you haveottwist your research in order to create some kind of economic

OOCEI EOU £O01Ti EO AT A OEAO EO bi OAT OEAI T U DBOIT Al Al AOQE
Middle Career Researcher, Russell Grouipstitution

The culture of gamification of the system was considered to be present in all systeere rewards and

incentives arébuilt around measured performance To do well or even survive in the current culture (for
institutions as well as individuals) you needed to:
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1 Show good levels of publication output (preferably in highpact journals)
i Attract funding.

In order to do both, you needed to pursue or promote the specific areas that the REF, publishers and funders
cared about. With all three generally perceivedrizk-averse and impactdriven, it was typically agreed that

this current systen creates high levels of unhelpful competition, which in turn lead researchers into
AAEAOETI OO0 OEAO T Au 116 AA ET OEAEO 1T O OEA OAOGAAO-A
While some indicated that they held out on entering into this gaplaying (some for several year#f)js

would ultimately lead to a career standstill With decreasing job security and increasing competition for

limited resources, for many not playing was simpbt seen asn option if they wanted to survive. These
issues were not generally reported dyase working in industry.

0&1T O X® 1T O XY UAAOO iU AAOAAO POAOOU | OAE OOACT AOGA
publishing these very highmpact sexy titles then all of a sudden | was being promoted and more easily got
OAOAAOAE GIADOBDOA) @O AM EO EO A CAi Agé

Late Career Researcher, Russell Grolpstitution

INSTITUTIONAL EXAMPES OFGAMING THE SYSTEM
9 Allocating credit according to the institutional needs of the REF.
i Advising against research activities (for example, certain international collaborations or book
writing) that are not REfable.
1 Moving lowranking researchers into neresearch roles to avoid REF.

INDIVIDUAL EXAMPLE®FGAMING THE SYSTEM

Respondentsspp A 1T £ A 1 OIPA AW Eil £ 80 @didBcuidd Whlle roEakvays a personal
action, these were often practices they were aware of happening in the wider research community as a result
of increased pressures.

9 Inflation of results and data maaging to attract highimpact journals.

9 Focusing publication strategy specifically on higghpact journals.

T O2AO0AAO0AEZAHEWD OED ICAIORRRA AOAE O O
work accordingly.

1 Shaping funding applicéns to suit perceived funder biaspwsmithing funding applications to
stress what funders want to hear.

T #1 AEIT ET ¢ OAOAAOAE EAO AAITTIiEA OOEI EOU j xEAI
utility.

i1 Ensuring demonstrable performance acrassange of personal KPI targets set by the institution.

Pursuing RERble activities only.

17 03 A1l Al Epublishihd\tkel sghie research with minor modifications in different places.

~
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=
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Late Career Researcher, MillionPlus Groupstitution

RESEARCHERS SEEN BENEFITTING IN THEWURRENT SYSTEM:

i Established researchegsthose with significant outpt and recognisable names.

1 Those without caring commitments (able to build up a bank of outputs).

1 Those working in singldiscipline research areas.

i Those able to perform well across a number of skill areas (communication, presentation, design,
executian).
Those with established relationships within the sector or with strong levels of patronage from
powerful names.

=

I Those in a position to hold out for high@npact journals.

1 4ETOA AAITA jATA xEITETCQ O A& A@asOEAEO OAOAAC
1 ThosefromwelA OOAAT EOE-AEAAOOAABABRBEOEOOOET T 08

17 4ET OA 1T OECET AOET ¢ &OI i OEA 5+ j AARAOOAO AT 1T OAAC

Behaviours regularly cited as being rewarded included:

9 High rates of publication in highmpad journals.

i High-impact results.

1 Research that is immediately applicable.
i Downplaying risks.

i Demonstrating economic utility.

The effect of these external forces, such as superficial results and repeated studies, are exploeed in th
O0) I PAAAOAADAES OAAOQEIT
For many the need to play the game in order to survive and succeed within researftusteeting , as it

made researchers and individuals focus time and energy away from the research and into activitigsrénhat
not seen tobenefit the quality of the outcomes.

ISOLATION AND LACK © COLLABORATION

These were often cited as key attributes of a more negative working culture. Isolatiosegasaparticularly
AAT ACET ¢ O1T OAOAA dwherda®©dddk of oblladratt wagokeh ipebcEived to be a key
indicator that research has become less congenial and supportive andimdivédualistic and cut-throat .

ISOLATION

Many researchers interviewed referred at times to feeling a sense of isolation and loneliness. 3his wa
generallyfelt most keenly by those at an early stage in their careeMVhile most accepted that much of
research (particularly scientiflab work was often inherently solitary, this was considered to be different
from isolation, which was seen as morelamaging, both to the quality of outputs but also the mental health
and wellbeing of researchers.
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1. Solitary working: Work streams are designed for individual taskrg@etion, which suits some
personalities more than others.
2. Social isolation:Increased internal competition and reward structures (including REF) prevent a
sense of community or camaraderie.

3. Personal isolatiort Lack of agency and support to raise issuéemthings gone wrong, or when
wellbeing is being compromised.

Social and personal isolation were both considered to be highly damaging, leading researchers to feel a
severe sense of loneliness and an involuntary perceived sersapafation from the canmunity as a whole.

The result of this was often that, when researchers hit difficult patches, either personally or professionally, it
could be very difficult to share their troubles and receive suppareating the conditions for stress, anxiety

and merial health difficulties.

This seems to be particularly apparent during PhD study. Even those with supportive supervisors often felt
isolated during their PhD, unable to raise concerns with peers or supervisors and spending a lot of time
working on their avn with long working hours, which prevent extcarricularactivities.

O) OEETE A 110 1T &£ pAipI A AAT CAO OAAIT T U AT CCAA AT x
shutdown in their rooms and trying to generate results, and publish butght not be overly social

sometimes. | think that can be quite dispiriting. | mean | have actually never suffered from any sort of

i AT OA1 EAAI OE DOI Al Ai bh AOO ) EAOA EAT O OEA 1100 E

PhD Student, Non-aligned institution

For many, the nature of PhD led to some specific drivers to these feelings of isolation:

i Supervisor lacks the technical expertise for the PhD area (working out problems alone).
Supervisor lacks interest in PhD area or a lack of time to properly engage.

Internal competition amongst peers is high.

No time for other personal relationships (friends, partners and family).

= =4 =

COLLABORATION

Collaboration was generally seen to be a ddabing. Environments that encouraged and supported

AT 11 AAT OAOGETT xAOA CAT AOAT 1T U PAOAAEOAA O EAOGA A A
quality collaboration, be it within individual teams, departments, cross institutional, or intésnal, was an

important antidote to siloed thinking and the negative aspects of competition.

O0) OEETE OEAO OEA AOI OOOA EAOA EAO AAAT OAAOAAA EI
disciplinarity and it comes back to how people aneinkering down in bunkers. | think that that has tended

to make people individually pull up the barriers that go between different things. The same is also then true
about going across and building across into other departments and things like that. hkhihat that has got

x| OOA85d

Late Career Researcher, Russell Grolipstitution
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Some suggested that collaboration and openness were oftenthst indicators of healthy working
cultures, while in more toxic environments, collaboration was often the firsreleteristic to be lost.

BARRIERS TO COLLAB@HION
There were a number of cited barriers to collaboration:

Co-authorship often not recognised by REF (and institutions).

KPls and targets set at the individual level.

Lack of funds and security.

Increase mono-disciplinary focus.

Lack of time and money for researchers to travel and network.

Poor or norexistent communal areas / ri@vater coolerA O1 OO OA 6

=A =4 =4 =4 =4 =4

O4EA ETAEOEAOAT EOI h OEA TAAA &£ O A OAOAAOAdeasdOl OOC

a regular basis and trying to collaborate and cooperate in thinking of new research projects and research

publications. Because that has not really been there for me over the last 10 years, I've become cut off from

the best work in my field. Thats partly for personal reasons that I've been less able to travel than | had

been. The other way is humanity in common research culture, so attendance to conferences and

workshops. If you don't have a lot of people who are working with you in your depa&mitin similar things

then you need an external community. If for family or other reasons, travel is difficult, then it can be quite

AAOu O1F AA AOO 1T £& A£OI i OEAO OAOAAOAE Aiii Ol EOUS8BS
Middle Career Researcher, Russell Grouipstitution

Collaboration was considered to be easier to achieve in working environments where the research was in
demand and funding was less of an issue. Many, particularly-tatezer researchers, saw collaboration as a
critical component of good workz widening perspectives, allowing for increased technical expertise,
offering advice and challenging thinking in a constructive way.

O) £ UT O xAT O O EAOGA A COAAO EIi PAAO ET UI OO0 OAOGAAC
working alone, I didn'tthinkk EAA OEA OAI A Ei PAAOS8SOG

Early Career Researcher, Research Institute

CURRENT SUCCESSFUDIO_ABORATION

Some subjects were cited as being more open and collaborative than others. Bifgsicswas cited (by both
those working in this area and others) as a subject area in which collaboration was highly valued and strong
inter-institutional links existed. Similarly, a few cited institutions they saw as particularhaptive in this

area UCL, Sheffield, Edinburgh and Dundesg.

Successful initiatives that aided and supported collaboration included:

i Offering coauthorship credits within promotional criteria.

9 Consortium bids for funding.

i Writing retreats / away days.

i Designing communal spaces &low more informal discussions and networking.
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9 Lunchtime talks / regular meet and greets.

DIFFERENCES IRESEARCHERIEWS

Some middle and lateareer researchers made strong connections between collaboratiorcahegiality.

There were some concesrexpressed thathese values were beginning to be loswvithin the current culture,
and that often it was difficult to get younger researchers to work in a more collaborative way, particularly
whentheET AAT OEOAO AT 180 APPAAO Ol x1 OE ET OEEO xAU

0O 4 E AEGRS)Anuch more independent of mind, much less interested in engaging in collaborative

OAOAAOAE DPOI COAiIi i AOG8 4EAU EOOO xAT O OI CcCAO 11 ATA

partly driven by this failed introduction of KPIs, so new peopeming in realise they need to produce

AAOOAET OUPAO T &£ ETATT A ATA AAOOAET AiT 01 00 1T £ 10¢C
Middle Career Researcher, Russell Grouipstitution

Middle and latecareer researchers were also more likely to refer to a need to have a phgsiasiructure

to support congeniality and collaboration. Often the design of buildings and estates exacerbated the issues
around collaboration by further isolatg researchers and requiring extra efftotmeet and form

relationships.

O3 h ) Ai18606 OAAITT U ETi x xEAO AT UITA Al OA ET OEA /
OEAT AT A xA AT180 EAOGA A 110 1 £ Impdhuoiidd seneendchadi E
Al OOEAT O AOGO CATAOCAITT U ) Ai18068 0611 A0GO ) OPAAEEEAAL
Ul 080A A TAx OAOAAOAEAO8 %OAOQUITA 1T AAOGAO Ul 6 O CA
abiti T OA 1T £# A1 AAOEOA AT i1 O61 EOU T £ OAOAAOAE EAOAS8SHG

Early Career Researcher, Russell Groupstitution

Increases in the numbers of PhD studentwere generally thought to increase the level of competition for
post-doc positions.

DESIRES FOR COLLAB®@RION IN THE FUTURE

Researchers werkeen for collaboration to be better supported throughout the system Greater levels of
collaboration between teams, departments, institutions, international researchers and government and
industry were all considered to be deeply beneficial for research. Suggestions for improved collaboration were
often the core of ideasuggested for a more positive research culture in the future. Some of these

suggestions can be fourid Section 3 of this repart

CREDIT AND AUTHORSHI

First publication and notable publications were regularly cited by researchers as being key montbeis in
academic careers. Publication, particularly in highpact journals, brings important career benefits, which
naturally creates some&ensions around recognition and credit.

Several respondents referred to instances whmeare senior colleagues took aedit and authorshipfor their
work. Nearly all of these seemed to occur early on in careers, highlighting again the difficulties around the
power structuresin place within working relationships for ECRs.
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O-U BT AOxAOT 80 1| OAE AOfbralecided that &/Ar@hihg that Wwas myl idddEwhd
actually his idea but there you go. It happens in life. He just decided to get in ambitious and own my ideas.
4EA080 xEAT EO OAT A0 Oi EAPPAT AAOOAIT 1 Usswh® OAOAIT U
AAAEAAO xEAO UI 660A &£ETAEI C 100 EO OAOU EiT OAOAOGOEI]
happens to lots of people. There are very good academics who let theirjoosts flourish and are very
happy to see them flourish and seeif@E Ai &1 T OOEOE EO OEAEO 1 6ODPOO AT A
ambitious and he was very ambitious and part of his ambition required him to take ownership of stuff he
xAOT 60 OAAT T U OEA T xTAO 1 &80

Late Career Researcher, Russell Grp Institution

Not sharingcredit and accurately representing authorshga to researchers feeling unvalueénd

discouraged. Anecdotally, there were a number of cases where this type of behaviour was considered to be
extreme, and usually associated with thosery successful and pwerful professors and Pls

O4EAOA AOA OI T A EECEA&I UET C DPOT ZAOOT 00 xEI EOOO OAE
research teams that's very dispiriting if they're working so hard and not getting the credit. | think there's a

lotof ItAEET ¢ ET OEAA OET OA OAAI 086

PhD Student, Non-aligned institution

O(A8O A OAATT U CiTA AgAIBPI A T £ OI1TAAT AU xET OA 1Al A
(A0 11 PAPAOOh EASGO 11 COAT OO0 Al Ahhes/mvovddtall T T E AC
OEAOGAR AT A TTAT AU AT AO AT UOEET C86

Middle Career Researcher, Russell Grouipstitution

In these instancedunders and publishers were criticised for not doing enougto recognise and act on this
behaviour. Some suggested that funders, publishers and institutions often propagated this behaviour by
continually giving funds and first credits to the same individuals repeatedlyusually those already doing
extremely well ad perceived as part dhe establishmend

One issue within the current system was that funders often left it to the discretion of the institution to assign
Pls on grants. A couple of respondents reported instances where grants applied for and woa by on

researcher goteassigned to a more senior membewithin the department or institution to PI, thereby given
OEAI OEA AOAAEO I O AT T OEAO AT 11 AACOA8O EAAAOGC AT A
examples where theicredit becamedowngraded on the paperdue to senior colleagues needing the citation

for their REF, this was often cited as being for the greater good of the department and recognised as such, but
still demotivating for the individual.

PEER REVIEW

There were some frustrations thithe peerreview process. This was particularly felt by rcareer
researchers, who felt that the process wasen to exploitation and nepotistic behaviours Often the
specificity of the subject meant that only a small set of researchers would be aeditakeview, which led to
the system beingigged in the favour of the current establishmentand status quo.

O0) OEETE 1 AUAA A PAOO 1T &£ OEA PAAO OAOGEAxh AT AAOIC
scientific proposal and protocols. Then, mayhmtentially, a second round where the individual track
record is taken into account, as well. | sort of feel, in research funding, it's a bit of who you know. When |
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peerOAOEAXx COAT OO )6i COEI OU T &£ EO AdQoukvwhbitihwhatO8 O EEI
OEAUGOA AT TAh xEAOA OEAEO 1 A0OO ZAAx DPAPAOO EAOA AAR
that just really cuts off the newer scientists, who are trying to fight through, get through, into that bigger
canopy,sort OEET C86

Middle Career Researcher, Russell Grouipstitution

Some reviewers were thought t@ject papers that might conflict with their views / beliefsor bring

personal tensions into the review process. The practice of journal publishers submittingstadgeviewers

for the peerreview process was thought to have contributed to the process being gamed. Research that was
more innovative and creative was considered to do less well in this process.

BULLYING, EXPLOITATIN AND SEXUAL HARASSENT

For many, aulture of bullying and aggressive behaviour watturally systemic, but it was often hard to
identify and there was considered to lgeey areabetween a management style that was necessarily
challenging to meet outputs and deliver quality results, amg dhat was bullying.

O4EA POT ATl Al xEOE Ail 1 &£ OET OA OEET CO EnandddadO 11 A
AT T OOOOAOEOA |1 AT AcCAIl AT 080
Middle Career Researcher, Russell Grouipstitution

Exploitation wasoften seen agn outcome of harénd bullying culture, with individualsunable tostand up

to dominant figures There were reported instances of sexual harassment, but these were considered more
singular and less part of wider culture, although some suggested they would still be fefréydorting if the
perpetrator was in a position of power.

BULLYING

Around a third of respondents discussed experiences of bullying within the workplace either directly affecting
them or close friends and colleagues within the sector. Where this iebawas discussedonduct that

was humiliating, intimidating and often threatening was described Nearly all instances of bullying

referred to those in positions of power acting inappropriately to subordinates, but a small number also
reported peerto-peer bullying within their working groups.

EXAMPLES
Below are examples of bullying experienced or witnessed by respondents:

i Careers being purposefully sabotaged, througiireasonable efusal to grant a letter of
recommendation or purposefully writing a poone.

I 0O00i ET ¢ AORAAEO AT A AOOEI OOEED &I O AT T OEA0GO
Aggressive demands for long hours or specific outputs.

Undermining ideas and abilitgublicly.

Being ignored and unsupported.

Having teaching responsibilities increased (with research margied)i

Shouting and undermining language in the working environment.

Comments that isolated researchers from the rest of the team.

=A =4 =4 =4 -8 4 A
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Most bullying behaviour was considered to @enducted relatively privately, within teams or departments
or labs. But a smbnumber also referred to examples where colleagues or others within the same discipline
publiclysought to undermine or discredit the work of others.

DEFINITION DIFFICULUES

For many, the issue of bullying wdsficult to define, particularly in acadmic research where the stakes and
competition are high. It was also felt that some researchers had a greater level of resilience to this behaviour
than others, which made the scale of the issue difficult to comprehend.

O) £ ) xAO 0OOOA nddoiAgdn, hénfitsdlutely, o | tin® bullyldeis very, very tricky to
define. Yeah. | know there is bullying going on, but sometimes the people who say they're being bullied are

also bullies themselves in different ways. | think it's a very sticky,0dJ OOEAEU Al 1T AADPOS

Middle Career Researcher, Russell Grouipstitution

A number of respondents reported reflecting on behaviour they had witnessed in their early career which they
couldclearly identify as bullying in hindsight, but which they had attributed either to individuals not being

good enough, or the necessary management steps to get things done. It may be that, as much of this type of
extreme behaviour is culturally acceptable, it is difficult to accurately assessutiient level of bullying

within academic working culture.

0) OEETE OEAO OEAOA AOA A 1170 1T &£ ¢cOI O0b 1 AAAROO EI
of that and that culture is atrocious. | think that to a certain extent it's becausesry clever people who've

been very successful find themselves in a leadership role and some of the research isn't going as well as it
might and at that point you need a completely different skill set so I've seen people bullied horrendously in
academiaalA ) OEEIT E OEAO OEAO EO Ol &£ 0001 AOGAI U NOEOA b

Late Career Researcher, Industry

CONTRIBUTING FACTORSND IMPACT

Generally those in industry and institutes not aligned within an academic structure were less likely to report
bullying and harassmemithin their working culturez although it is worth noing that industry and institutes
made up a smaller portion of thetal interview sample Inacademic working environments the following

were seen as likely to contribute to increased levels of mglyi

1 Often highly personalised nature of relationships between management, Pls and researchers.
91 Lack of job security and high levels of competition.
i Strong hierarchical structures that give the few a lot of power.

Again,ECRs appeared to be more vulnerabte these types of aggressive behaviours, but there are also
some indications thatvomen and those from minority groupsmay be more exposed and impacted by this
behaviour, and feel less able to confront it when it occlitere is some anecdotal evideneeported by a
few respondentsthat those working in teams led by women were more supportive with lower rates of
systematic bullying and aggression. However there were still incidents of bullying and harassnfentdg
Pls as well as male ones
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Bullyingand harassmentwerd 1 AAOI U AAT ACET ¢ O1 OdoddoAlpréaisdda@s 1 AT O
impact it had on them in hindsight, others related stories in which this behaviour led them and colleagues to
take time off, transfer or simply leave the profession

O/TA T EH£1TU AT11AACOAOh xEI EO A OAATT U 11T 0AT U PAOC
fellowship, has experienced some bullying from a very, very senior member of staff in his faculty. And that
was really sad to hear because, naivelyAIEAT 6 O OEET E OEAO O1 00 1 £ OEET C
OEI A T £& x1 OEh EA xAO OAOU OOOAOOAA8 31 h OEAO xAO
OOCEI 1T AT OEAO O1 00 I &# OEETI ¢80

Middle Career Researcher, Russell Grouipstitution

INEFFECTIVE POLICIES ANBEAR OF REPORTING
While many respondents indicated they were aware of institutional procedures and protocols, the likelihood
of reporting was often difficult for researchers to guarantee, for the following reasons:

9 Bullying can be dif€ult to diagnose (both for the victim and those around them).
Challenging and aggressive behaviour seemamacceptedart of the culture.

Fear of career reprisals.

Perceived lack of mental strength and ability to enter ifgagthy universityreporting proceses.
Fear of being marked as a troubteaker / not wanting to rock the boat.

Lack of faith in superiors to take action.

=A =4 =4 =4 =4

For some, there were reabncerns about being able to effectively identifywhere behaviour goes beyond
instilling rigour / high standards and into bullying and harassment.

Others suggested that, while they did have faith that their institution would take action if reported, they
would still bereticent about starting a formal complaint, worrying that they would be naturally identified by
seniors (within their department and institution) as a trousteaker. This would not only make their d#gy-

day work more challenging, but could also lead to career repercussions in the fupgeafist communities
were generally considered small, and reputations were thought to travel fast.

O4EAOA AOA POI AAAOOAO ET b1 AAA O61 AAAl xEOE OEEOS
something for which you can ever give ageneid Ox A0O8 4EAUBOA T1T 0 Al xAUO xI1 ¢
AT i pl EAAOGAA PI xAO PI AUO ET DI AU8S

Middle Career Researcher, Russell Grouipstitution

AEEO EAATET C T &£ 110 xATl ORhdpoithsito aGyteniccultré dhneodllying 38 x A ¢
in many casedolerated as long as research funding and outputs remain highiPutting your head above the

parapet was generally considered highly risky and the implications on capegestially significant.One

respondent recounted an instance of reportingaalemic misconduct and being publicly maligned as well as

having their future career threatened.

A student of mine, a PhD student, has taken data from another PhD student of mine ten years ago, and
published it in her own thesis. | made her aware and salte cannot do that. She rejected that. She went to
the committee of my university at that time and said | would bully her, and she got other academics to
work against me and tell me that if | ever make this public it will have serious consequences instefrmy
own publications and everything elseé.

E3() &4 , % 2.) .
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Middle Career Researcher, Nofaligned University

While some senior and lateareer researchers were keen to stress that, for the most part, managers would
respond to concerns or criticism in a decent amdlerstanding way, the risks for younger researchers were
too highz further contributing to thistenseatmosphere With most researchers reporting high levels of
personal sacrifice for their research careers, this further raised the stakes and contributeshy

researchers simplgutting up with this behaviour rather than running the riskof reporting it, often at great
cost to their wellbeing.

There were suggestions that while having formal policies and procedures in place was useful, it did mean that
an incident of bullying and harassment would have needed to reach an extreme point in orddidite the

time and emotional costs of reporting For these respondents, less formal channels to raise and deal with

this behaviour were considered to be duable way to help solve this issue, although others felt thatwbgy
personal nature of making any sort of allegatioraround bullying and harassment would mean that this

remains a difficult area in which to flag poor behaviour.

O) OEET E Oe&ldb, vithtBe@dpArvisorAnd @he people underneath, everyone underneath, means
if you're complaining about the supervisor or someone above you it's always going to be tricky. Having seen
other people go through the more formal routes, it's always talkddAT 6O AOh 091 & AAT AAC
CileElTc 0T AA A AEO 1 AOOUd8 4EAOA" O CciETC O AA 11 i
where someone mighttakeitoAT AOA AT A EAOA A NOEAO x1 OAd806

PhD Student, Russell Groupnstitution

EXPLOITATION

For many, the current systems of reward and recognition continued to drive these behaviours that lead to
researchers feeling exploited. This was not just felt by ECRs, though these groups were generally considered
to be at the sharp point when it caarto long hours and less palatable tasks without any of the related
recognition or glory. In some respects, more established researchers were more likely to report a feeling of
being exploited, bynstitutions that preyed on their passionand personal amliions to exhort them for

other purposes (including teaching and wider teaching business).

O# OAAOCET ¢ A AOI OOOA OEAO EETA 1T &£ OETI xO OEAO xA OEI

we're doing. We should be able to be passionate and dmething we love, but also not have to struggle,

EEI T T OOOAI OAO POAOOU i OAEh T OAO xi OEh AT A Al O1 EC
Early Career Researcher, 1994 Groupstitution

Where ECRs reported exploitation, this was usually carried out by Pls and supervisors, although it must be
noted thatmany also remarked that their Pls often led by exampl@nd they were keenly aware that they
also worked significantly long hours.

Exploitative behaviours reported by PhD students and ECRs included:

1 Required to work long hours.

1 Required to do difficult or dull tasks.

9 Having ideas or work be credited to a more senior researcher within the team.
1 Required to do nomresearchrelated tasks fosupervisors.
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Many of these overlap with issues around credit and authorship for younger researchers and a sense of feeling
valued and appreciated.

O) OEETE OEAO PAI PI A AAT AA OAQAOCAZAI I GOADEGOAAT E €
Dol A1 AT AT A EOC6O OAOU AEMAADBAOIAD T BIOA ADDI OI A OGABT AROA
Oil'T 1 OAE x1 OE AT A ) AiT1860 xAT O OI Ai OEEO 8 4EAU E
Ol 86

Early Career Researcher, Russel Giplnstitution

Feelings of exploitation were often more pronounced ifoore established career researcherd his may be
partly reflective of what was seen as thbanging nature of academiaand universities (with more time
allocated to teaching, administtaon and other business of the university), in which research was
comparatively consideretkss financially valuable and theretoconsidered less valuable oadir

Common examples here included:

9 Not including grant applications as part of workload or tiade®wance.

i Increasing teaching commitments by stealth.

i1 No inclusion for activities that might benefit the research community as a whole within working
allowance (i.e. peer review, editorial, working groups).

Those inlarge universities(with high overheads and high demands in terms of student numbers) and those
that have not beeristorically researchintensive were considered to be most problematic in regards to
exploitation.

SEXUAL HARASSMENT

Identifying sexual harassment was generally consideredemore straightforward, and many felt more

able and likely to report bad behaviour in this regard. The widde#oo movement was thought to be

generally helpful iropening discussions about what constitutes appropriate behavioyras well as giving
thoseimpacted more confidence to come forward. But there were still issues around power dynamics making
these instances difficult for some to report, particularly ECRs.

0) £ OEAOA xAO AT ET OOAT AA 1T £ OA@OAT EAé&kdoirddrtd EI
it without fear of reprisals? It depends who was the perpetrator. It is very specific. It depends how
important they are in terms of producing research outputs, or maybe they're bringing in research money. If

they're important in the depa®i AT O OEAT 888 11 ) x1 01 AT 0 AA AAIT A O

Female,Early Career Researcher, Nealigned institution

While in general sexual harassment was considered to be easier to identify, there weageegtdireasfor
respondents, particularly those in a later stage of their careers. Some of these respondents suggested that
they felt younger researchers were able to call out this behaviour, but this was not necessarily reflected in the
responses from younger resedrers in this study.

O0) OEETE OEAO OEET CO AOA AAATTEIT ¢ AAOGEAOh AOO EOGGC
because of my generation. For someone younger than me, sexual harassment is very clear to them, but for

i A A0 | WOARGA OisIOEA EAAO OEAO 11 AAO AT‘k&@@é&@ OAU
AT1T80 ETTx xEAO O OAU AAI 6O OAgOAl EAOAOQOI Al &1
PDATPIA TOO 11 OEAO ET A8 AANI )GEAO I OE GHI &0 E/Ei@A@ﬂEO)E
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perceive the power structure to influence the dynamic, but there are more mechanisms to deal with that
OEAT AT U 1T &£ OEA 1T OEAO AAOGAO Ui O i AT OET T AA8S
Female,Middle Career Researcher, Russell Grolpstitut ion

This area, like many other areas of destructive behaviour present, appear to be supported by the huge
perceived disparities in power between professors and senior management.

WORKLOAD AND PRESSUR

High workloads and long working hours appear to be perceivguhatsand parcel of research lifebut with
increasing demands from the institution and a feeling of lower job security, these were both issues that were
seen to bencreasingly impactingonr AAOAEA OGS x Al 1 AAET C

WORKLOAD
Workload was felt to be generally on the increase, attributed to a number of different factors including:

i Metrics that value a high level of output.
9 Introduction of new frameworks such as TEfeaching Excellence Framewddnd KEF
(Knowledge Excellence Framework)
i1 Changing role of universities:
o Increasing teaching commitments
0 Increasing student expectations
0 Increasing business commitments
1 Increasing requirements from funders and government to demonstrate impact aheva
(including measures such as public engagement).
i Increasing competition for grant income.

A small number of respondents reported that workload and working hours were not excessive, but these were
the minority and often in very specific situations thatpported this.

There were a number of tensions reported here. The changing role and focus of institutions, alongside
increasing demands from students, funders and government to demonstrate their value were increasing and
changing the workloads of reseathers within academic institutions For the most part, industry

workplaces and those institutes not closely aligned with academic employment structures appeared to offer a
more balanced culture around workload and long working hours.

O4EAOAB O dsdu@ Briataddmids tdt€xch and there's pressure on academics to publish and there's

pressure on academics to get research income. Yes. And as a consequence of those three things and plus we

all have administrative jobs to do. So as a consequence of thé#segs there's very little time to actually

think, and if you are sitting down thinking you're feeling guilty about it because you should be doing one of

those other things that you're supposed to be doing ... and so | think there's ... in this clima&zdls less

OEiI A &£ O AAAAAI EAO Oi OEETE AT A ) OEETE AAOOAIT U C
Middle Career Researcher, Russell Grouipstitution

For those in academic environments, a numberaafent policy changesxacerbatingan establisheatulture
of long hours and heavy workloadgarticularly higher student fees causing extra demands on time due to

E3() &4 , % 2.)




SHIFT
LEARNING

heightened student expectationg his combined with a lack of job security (shtgtm contracts perceived to
be on the rise and those in peament positions worried about potential redundancies) were creating the
conditions for high levels of pressure and stress.

Lots of PhD students and ECRs suggested that they felt under significant pressures to work long hours from
their superiors, and mangecounted instances where they had been told to work harder or longer hours
order to stand a chance of winning a lectureship

O7A1 1 h OEA EAAO OEAO T U OOPAOOEOI O Al xAUO OAI ET AO
thinking aboutital OEA OEI[ A8 6
PhD Student, Russell Groupnstitution

For many, the chance of having a permanent position in the future was worth long hours and heavy workload
in the present. Indeed, many older researchers often referred to the moment when they received a
permanent contract as a high point of their careesome referredtoita® OEA (11 U ' OAEIl 88

0) Al AAT O-Gouma AR 1A Ta@OAT Ol uh AT A ) i OAOU i OAE O

more. You need to be working above your pay grade to really get evidence that you can do that job, so then

youAAT D1 OAT OEAT 1T U GCAO OiiT A EETA 1T &£ 1 AAOOOAOEEDG8O
Early Career Researcher, 1994 Groupstitution

This environment of long hours and presenteesim was considered to make life tricky for those with care
commitments, particularly women returning from maternitgave.This was acknowledged as a concern
across genders, but having greatest impact on females where the majority of caregiving was still felt to lie.
Naturally,thiswas also linked with poor mental health and wellbeing.

O%OAOU UAAO xnley&hd &dry ydar l@aydEgcodplin in large numbers about problems

with work-life balance and we do nothing about it. We say that we can't do anything about it, and partly

we say that we do encourage people to take parental leave but it doesn't addriee fundamental

attitudes that if you're not using every waking hour to research and publish then what are you doing?

7TEEAE ) OEETE EO PAOOAOEOA EI O1I EOAOOEOU 1 EZA8 ) O’
who work in otherinstitOET T 68 ) "I OOOA OEAOA AOA 1T OEAO OEET CO
wellbeing around gender and sexuality and race and ethnicity but the bit that | know most about has to do
xEOE DAOAT OEI ¢ AT A AAOET ¢ OAODPI 1T OEAEI EOEAOS8OG

Middle Career ResearcheRussell Grougnstitution

FINDING BALANCE: TEBHING VERSUS RESEARC

Research work is clearly not done in isolation. Many reported tensions in managing and progressing their
research alongsidancreasing levels of teaching, admin and university busines®Vih student expectations,
bureaucracy and the need to prove impact and value to funders and government all on the rise, many
suggested that to be an active researcher you needed to work long hours.

O4EOI OCEI 6Oh OAAT 1 Uh OEA ngityamd Bancidgdifé@entadpéols ofAhd jdd. 1 T C
Because, doing research at the same time as teaching and quite a lot of admin, are very different things,

AT A EOC8O0 OAOU AEAZAZEAOI O O CAO OEA OECEO dAdverAl AA A
EAAOU ATiT i1 EOIi AT 68 31 h ) OEETE OEAO AAI AT AA EO OEA

Middle Career Researcher, Russell Grouipstitution
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Many talked about the balance between research and teaching. There appear to be a few different ways in
which institutions were assigning these, including requiring those that brought in lower amounts of research
funding to undertake higher amounts of telinig z making it particularly difficult for those individuals to
kick-start their research careers While some funders did appear to stipulate a fmuy from teaching within

the grant, these were often not enforced, as researchers felt that this wouldatdbladly on them or make

them lose approval from management. Some were also reluctant to place more teaching responsibilities on
colleagues as a result.

Some respondents noted their institutiomastrying to help throughworkload modelling but, while ths was
sometimes useful as a way of being able to legitimately refuse to take on additional duties and working
groups, the issue remained that for the most part academic staff are working significantlycaypercity and
the current financials do not allovof enough staff or support to change this.

O4EAOA AOA E£AO O11T TATU OEEIT CO AAAAATEAO AOA 11 x C
AAT AT AO T &£/ AAT ET 8 ET AOAAOGAA AAT ATAO T &£ Ai1 OAAO EI
ahighstAAT O 1T AA AAT 60 AA AT EI C ET OAOI OEI A AO i OAE
they are spending weekends and all their summers just catching up with the research that should have
been part of their weekly workload, and therefore | can searhout on the horizon for so many. There is no
work-l EEA AAT AT AA £ O TATU T £ 1T U Al11AACOAO8G

Late Career Researcher, Russell Grolpstitution

While many suggested strongly researfitcused establishments were more immune to the threats to
research time, ame respondents from these institutions did not suggest that this was true. Indeed;
institutions appeared to be struggling with increased student expectationsand difficult recruitment
conditions (some hoped that this might improve once institutionsresthrough the demographic dip).

D %%$) . 4 +" %& 1O%! #2! $%30

Something suggested by many respondents, and clearly contributing to workload and pressure, was how the
current research culture was seen as requiring academic researchers to deatersiccess acrossnde

range of skills For many, their career progression and promotion was dependent on being able to measure
success across a variety of often highly differentiated skills.

These included:
i Writing grant applications (and understamdj the necessary wordsmithing required).
Presenting and communicating work.
Networking.
Research knowledge and skills.
High levels of specialist subject knowledge.
Teaching.
Pastoral cardoften felt most strongly by womenwho were alsanore oftencited as taking on
this role)
Writer and agent.
Marketing (student recruitment onto new courses).
New course development.
Management and leadership.
Budgeting and finance.
PR / public engagement.

=A =4 =4 =8 =8 =9

=A =4 = =4 A =9
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1 Project management.
i Careful negotiation of organisainal politics (i.e. institution, funders, government and field).

OnOAOUTT A ET O EdsE Qut tiid isha biEdf€renOThis is it @dSurd, where you go from
lecturer, you need to be a teacher, you need to be a scientist, you neaghtaccountant, you need to be a
politician, you need to be a very skilled writer, an excellent communicator and all of those different things
take up a bit of time, so that's possibly in second place why | will eventually leave the job. It's pulling you in
too many directions. Coming back to research, that makes doing research tricky, because to really do the
very best research, you need clear blocks of time. Having 40 minutes free, or an hour, just doesn't cut the
mustard. There's been research to show thgou have to have these blocks of time to really get into flow
and start to be creative, and come up with good ideas that will really generate novel research. Disrupting
OEAO xEOE |1 AAOET ¢c8 ) EAOAT 60 AOAT 1 AT QbhavetBBeal AT ACA
i ATACAO T £ AT PI A ATA POT EAAOOS8O

Middle Career Researcher, Russell Grouipstitution

For some, a tension here was that, while academic researchers were required to bakillgt there was
often very little training and support offered to help them develop these skillsManagement and
leadership was an area regularly cited as one that would benefit from greater support and training.

As mentioned previously, thavailability of good lab technicians and administratorsvas seen as an
important factor in being able to effectively deliver across high levels of competing requirements. In these
instances, respondents often talked about the neegtoperly value these key supporting rolesalso

treating them better within the current system.

PRESSURE

High levels of competition and a lack of job secuwvigre said tocreate the perfect conditions for a

pressurised working culture. While the pressures felt by Pls were different from those experienced by PhD
students and postlocs, the root cause is potentially the sansearcity of positions and resourcesFor

many, thepersonal passion for their research and high levels of ambition made the stakes feel particularly
high and the pressure intense at a range of career stages.

A small number of more established researchers suggested that in some cases these extreme hauking

and high levels of pressure provided a useful measure to weed out those academi€sBEhatB OB T 6 6 OB
itdO3 ET E Iwa fobrmaByke®n to bethe prevailing culture, but many disagreed that it was an

effective way of nurturing talent, creang environments of fear rather than of creativity and a desire to

produce goodesearch

O0) OEETE OEAO Ui Ol CAO 1 AAAAOO AT O1 A AA CEOAT 11 OA
sink or swim. They can be given more support. It'syweut-throat, science. You need to get your

publications to be REFeturnable and that puts people under a huge amount of pressure and

unfortunately, that does lead to lab environments that | don't think are particularly... people who are

working under a &ar of not delivering, rather than a desire to produce good results. | think that that is a

AAOOT 6h 11 6 A OOEAES8G

Late Career Researcher, Industry
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Particularly negative cultures were often seen as tlukey performance metrics being passed down
directly to individuals. This was considered to create a particularly toxic environment between researchers at
all levels in the institution, while creating high levels of pressure that were closely linked to stress and anxiety.

Shorter research grants and awardsvere also thought to contribute to a sense of presszeith the need
to produce fast results and outcomes in order to satisfy the needs of employers and funders.

PIS

Pls regularly suggested that they experiendadh levels of stress around securingrant funding. For

many, this was as much about keeping their research teams employed and looked after as it was about
personal gain.

D) 61 OAOU OOAAAOOAEOI AO xETTETC £O01AET ch AOO EO OC
'vewonaC OAT Oh ) I OEETEET Ch O77EAT AT AO OEEO Al Aed Al

4

Middle Career Researcher, Russell Grouipstitution

POSTDOCS

For postdocs and ECRs, pressure was often reported to come from the need to secure enough output and
funding toachieve a permanent contract Some also suggested thfihancial constraints pushed projects

to be completed in faster turnaround times.

O) ink&lot of the time there can be huge pressure on early research scientists, to balance trying to
progress a research career with a life outside of research. Especially in some of the academic labs that have
a very demanding PI, they might feel very isIOA A 8 6

Early Career Researcher, Industry

PHD STUDENTS

PhD students often reported pressure in termsaairking through their research area without enough

support or technical knowledge from supervisorsHaving to grapple with problems and issues alone,
alongside other commitments, was regularly cited as a cause of stress and pressure for these respondents.

Many indicated that they were already thinking abduture pressures and werstruggling with the
pressure to publishfrom an early pointin their caeers. Many senior researchers indicated that pressure for
PhD students to publish was a significant change over time.

(sometimes you just see the thread #t@veeted on Twitter and sense that profound sense of insecurity, and
pressure with the academicthat you either publish or perish. Otherwise if you don't have publications
during PhD time you won't be ableto getapedti Ah UT O x11 0 AA AAIT A O1 CAO

PhD Student, Russell Group

Continual pressure of this kind was consideret¢dA Ai ACET ¢ O1 OAOAA Gidididedg 1 Al
Z often leading to researchers leaving the sector and, in a small number of extreme circumstances, taking
their own life.
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@11 A T/&£ OGEA CcilTiTiu OEETCO )3d0A OAHRKinddénilar &@mpledAT ACAT
elsewhere. IMa Russell Group universitydome guy threw himself off the roof. There was a guy committed

evidence of thesehings happening. The guyiwwi OEOA x EE | O Ak was proiEaBly thépkrsod 1 | £

xET EAA OOAI EOOCAA 11 O0A COAT O APPI EAAOEIT O OEAT AT L
bringing in sufficient money for the managers. This is what had hagyed. This individual was trying but
TTO OOAAAOOAEOI T US )1 OOAAA T &£/ OAEET ¢ EEI O1T T1TTA OEZ

COAT 008 - AUAA xA TAAA O AOAAU UI O Ob xEOE OII1ATTA2
they just kept ranping the pressure up about you need to bring in more money, which meant the guy was
trying harder and harder, so the result was in the end he snapped and took his owrdlife.

Middle Career Researcher, Russell Grolipstitution

ISSUES OF REPRESENTKWON ANDDIVERSITY

Issues around diversity and ilnsion related to 3 key issues:

Representation Inclusion Equality

REPRESENTATION

Representation was still considered to bsignificant issue While the sector was considered by some to be
more diverse than it has ever been, it was still thoughbe significantly behind and possessinteadership
that was generally white, male and heterosexual

O0) OEETE T U AgbAOEAT AA EO OEA 5+ 0000cCCI A0 xEOE OE
I AET OEOU 1T A28 A 11 0 1 Atedenfand@hbrk &d very fAwipaobld of BEolb®. THer@ Are x E
OAoOU Z£Ax DPAIT PI A OEAO AOA OOAT O T O TPATTU CAU 10 KN
AAI T COAPEEAS8O

PhD Student, Russell Groupnstitution

While representation of women wasdkight to be improving, some suggested that generally it wapacific
profile of women that could be seen in leadership positiong namely white, from affluent backgrounds and
without children:

O4EAOA AOA T AT U xEEOA AAI Al cAmeBrant vapi difiérénOoadkgrolir@io OEA U’
what I've come from. Most of the ones | know don't have families either, so it's difficult to compare-fike
| EEA86

Middle Career Researcher, Russell Grouipstitution

Athena SWAN was generally considered to have been a beneficial initiativi® help some issues of
representation and inclusion within academic departmegntlthough in some cases the implementation of
the charter still feltokenistic to researchers, with many institions still failing to adequately remove the
obstacles that may impact women specifically within the key points of academic career developivigimt.

Ihttps://www.ecu.ac.uk/equalitycharters/athenaswan/
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childcare still seen to fall primarily twomen, it brought practical issues such as arranging childcaoeiad
working commitments, with meetings often still arranged within draff times. This was coupled with issues
of performance increasingly being measured by output, meaning those choosing to wortiparshow

lower output in metrics tha | T & O cOuAtHRheiAckcumstances

Interestingly, while Athena SWAN was mentioned multiple times by respondents, few referred to the Race
Equality Charter (REE)Thiscould suggest the REC is less established or prioritisealthough it is possible
that some see this as interchangeable with the Athena SWAN charter.

Similarly, one respondent drew attention to the fact that disabled researchers, especially those with more
severe disabilitiesaregreatly underrepresented in &ademia, which to some extent reflects the many
barriers to employmenthey facein general. This respondent also believed that some disabled researchers
felt pressure to overcompensate for being perceived as less efficient and effective workers anckéusdn

to have even better credentiathan non-disabledresearchers to stand a chanceawimpeting with them.

INCLUSION
The majority of respondents interviewed weserong proponents of diversity within the sector, believing
that it helped enrich resealc

O! AAAAT EA AAT 171U OEOEOA 11 AEOAOOEOU AT A EAOQOETC
ARZDAOEAT AROh AEAAAOAI
I OOOCAI GAO EA xABGOA 11

O PAOAAPOEIT 1T Oh AEEEAOAT O PI EI
ATAOAAFHTQCETAT xAOARITAAA ABA BGE A C

Middle Career Researcher, Russell Grouipstitution

There were few reported incidents of directly sexist, racist or homophobic behaviour, but there were
suggestions thatinconscious bias played a significant rola the ability for those from diverse backgrounds
to succeed within the current academic culture. Unconscious bias was thought to be at play within the
decisions made by grant panels, funding committees, journal publishers, institutional leadershipiepar
heads and supervisors, all of whom were predominantly perceived to come from white and affluent
backgrounds and more likely to provide rewards and patronage to those from similar backgrounds and
circumstances.

O0) 060 OEA xEEOA ké&ndiue syEsyet m@éakentfon dnd akefpusied forward more

OEAT 1T OEAOO8 ) OEETE PAIPIA £OII 1T OEAO AAAECOI OT Ac
AAAECOT 01 AO AAT AA T AEOG AAEET Ah Al DEAOAID] DEGAEXAXY E
but sometimes it feels like people from other backgrounds have to fight to make it through. | know a lot of

white guys with blonde hair and blue eyes who are very nice people, but it seems to be them who get the
attentionanddrivAh 1T O AOA AOEOAT O1 bHPOOE Al OxAOAOh AT A 1 OE

Middle Career Researcher, Russell Grouipstitution

In addition to unconscious bias, some felt tltatrrent employment and reward systemsmade it difficult for
those that:

i1 Could not afford the lovlevels of pay and instability during early careers.
1 Needed to have career breaks for caring responsibilities.
i Cannot move around easily (caring responsibilitiesamnot move institutions easily

2 https://www.ecu.ac.uk/equalitycharters/raceequality-charter/
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1 Required additional support and adjustments to applyjfidrs and work effectivelyefficiently.

This is discussed in more detail in the later sectioDdierences in experiend® &

EQUALITY
Less representation from minority groups and systems of reward driven by patronage and small numbers of
individualsin powerful positions generally led fmerceptions of inequality.

RACE

Some, though not alBAMErespondents felt their experience of research culture (and ability to succeed
within it) wasintrinsically harder than their white counterparts. Many feltas though unconscious bias often
prevented winning grants and funding, and some suggested thadaraanymous application processvould

be greatly beneficial to help BAME researchers succeed more against such panels.

O4EA ZEZAAO OEAO ) AP OEABAAUAROS AOAAT A OBR Al AAE AT A
i AEAO EO ACAET mAA1 OEAO 1 AUAA OEAOBEO xEU OEA 007
Ol h AOO OEAT OEAOA EO 11 AITTAOAOA AAOEAKITEIOCODPDI 00
especially also when we make applications, | wish that some of these applications could be reviewed double
Al ET Ah xEEAE [ AAT O OEAO OEA ADPDPI EAAT O AT AOT 60 EITT x
the name of the applicant, sotA O AAAAOOA OEAOA EO OEA Ei POAOOEITT O
they know that this name is not from here they might be more judgemental in does he or she have the
ability to do this at all. So the equality, diversity, inclusion practices, in thessessment or publication is a
Ai 1T AAOT &1 O i1 As8bd

Late Career Researcher, University Allianciastitution

Worryingly, these respondents often also appeared to fesk able to report bad behaviouthan their white
colleagues. One respondent linked this feeling directly to a concern that they would be less likely to be
believed due to their race.

031 AOPAAEAI T U ACAET CIEIC¢c AAAE O1 i1 U EAAT OEOU AO
anything we say is not really considered on the same level of merit as if someone who is from here says the
OAi A OEEIT C84d

Late Career Researcher, University Allianciastitution

Discrimination was often felt to be covertz taking the form of being overlookedofr promotions, not being
properly credited for work or mentored by senior academics, rather than obvious racist behaviour. This in turn
made it more difficult for researchers to call out and report.

Q080 110 1 6GAOOG8 ) 66 0O O Hd tineQetiing igoort frentsdrior gedple. AVhdnA O O

people want to get even support to do their research, to get the backing of senior colleagues or even get

credit for driving a research project of their own, and showing initiative and independence, sames

OEAOB8O 11 0 AOCOAAEOAA POI PAOI U8 4ET OA AOA OEA 1 AET £
Middle Career Researcher, Russell Grouipstitution

Even BAME respondents who had not directly experienced discrimination recognised their workplaces as
environments lacking in diversity, with a majority of staff and management who were white:
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OGU Ei POAOGOETT 1T &£ U AT OGEOITTAT O AOG ) OAIl Ul O AAE
AGPAOEAT AAA AT U EOOOA xEOE OAAAARAO® Al RBET OROWI I & 3
OEAOA AOA PATPI A EOII TETT OEOEAO8 )& Ui O ci ACAEI

Al 01 OEA OAIi A OEEI c8 7EEOA PATPI A8 91 0 BITx EOBO0 C
Early Career Resaaher, Research Institute

Ethnically undiverse staff bodies often presided over more diverse student bodies.cEbisionally led to

staff commentsthat AT T T AAOAA A OOOAAT 680 AOET EAEOU xEOE OEAE

(rhere's been some comments fromembers of staff in terms of performance of students who have been
unreasonably based on their race or nationality and management doesn't seem to answer to those
comments or put things clean

Early Career Researcher, University Alliandastitution

Studerts, recognising shared experiencewere more comfortable discussing issues of race with BAME or
international academic staff members. Having a more diverse staff body was therefore felt to improve
academic culture at the student level as well.

A hear a ld from our students, while my colleagues don't hear those complaints. The reason for that is

OEAU £EAA1T 11T O0A ATiTEITC O A b Ame@heiddnd takdd thatpérson,T EAUR )
because they believe she has experienced what they @xperiencing now! think there is a place to

improve the whole environment in that sense.

Middle Career Researcher, Russell Grouipstitution

GENDER

Women were thought to be disadvantaged by career tracks that required long working hours and significan
output (often at a time when women might consider starting families). It was consideifédult for women

to balance family and work commitments although sometimes small changes (e.g. only scheduling
meetings from 10am) made a significant differerfoe working mothergparenting issues were rarely
discussed for fathersYhis was primarily highlighted by female researchers who had directly experienced
these difficulties, but was also acknowledged more widely among other respondents.

While attitudesgenerally around the effectiveness of Athena SWAN were mixed, many female respondents
indicated that this haded to an increased number of small changese the working environment that could
made a significant difference to them.

While things were thoulgt to beslowly changing for the betterfor female researchers, established ways of
thinking were still often prevalent and articulated, particularly by senior management.

O0) I OEETEEIC T £ I TA EI AEOEAOAT ET thAiOBAIGI AO A T
would've done so much more if she hadn't stopped to have two babies, and to my perennial shame, | didn't

call her out for that, but that kind of attitude is around in some of the higher areas. | would, because at the

end oftheday,'mi OEAO OOACA T &£ iU AAOAAO xEAOA ) Ai1T O O,

Late Career Researcher, Russell Grolipstitution
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LGBTQ+
Some LGBTQ+ researchers we spoke to indicated that hé&yAT 6 O AAAT AT | abodtdek Al A A
sexuality with colleagues. There were also some examples cited in which LGBTQ+ researchers potentially felt
placed in difficult circumstances as a direct result, such as being placed on secondments to countries less
tolerant of LGBTQ+.

O d® A' "4 PAOOITh xEAT UI OGB0A 110 1066 O1 All Ul OO ¢

always have to take a long time to assess what the culture is. Are these people going to be inclusive? Are

they going to be accepting and that whole proceEsO8 E O8O0 AGEAOOOET C 8 ) OEETE

knew that everyone was going to be supportive means that | can be more open with people, | can have

AAOOAO OAI ACET 1 OEEDPO xEOE PDPAI PI Ah AT A Al AAOOAO OA
PhD Student, Russell Groupnstitution

DISABILITIES

For those with disabilities, there westrong suggestions that research culture was one of ableisnit was

thought to be significantly harder for disabled researchers to progress their careers and do well. This was seen
in ageneral lack ofadaptations to working conditions, the requirements in early careers to win multiple

short contracts (often in multiple locations), a perception that disabilities would make researchers more
difficult to manage and less productive, and barriers in theenirfunding processes.

Behaviour that was often unintentionally exclusive was reported:

v ATT1TTT TTA EO AOOEI ¢ OAIT EO AT A OEA OPAAEAO xEII
AAT EAAO 1T Ah AAT " O Ul Oe & you dofisQouBdomatitally exelidd thé pdple T A1 h
that have got auditory processing issues, either because they're deaf, hard of hearing or because they've

got cognitive dysfunctions. Whatever it is, but the point is how comfortable would you personally bpub

ur 60 EATA Ob ET A OiIiTil T &£ Xod OO0OAT CAOO O OAuUh 0!

PhD Student, Russell Groupnstitution

Small adjustments were regularly reported to make significant differences to those with both physical and
mental disabilities, but often this could keasily forgotten by colleagues and managers

Many suggested thatight constraints on funding made it very difficult for those with disabilities to be as
successful in applications as others, as their bids would usually require additional allowances for necessary
adjustments, such as hotel rooms, assistants, transcribers:

O4EA OEET ¢C OEAOOAOAOBATI AUABOOAUEUCUEO EOOO Ail O 1
ITTE AOh O7EAO EO EO OEAO OEAU xEIl ££EOT Ae 7EAO EO
that doesn't take into account people like a research assistant, a trander, an extra night in a hotel for
accommodation purposes or whatever, then they just don't bother applying because they know they can't
AT EO80

PhD Student, Russell Groupnstitution

With funders seen as increasingly casinsitive, many felt thatlisebledresearchers werdirectly
discriminated against in the current system

One disabled researcher reflected that even though the move towgrdater diversity and equality was
Dl OEOEOA AT A TAAAAAR EO OEIT O1 AT 860 1 AAT OEAO AEAEEAC
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"Yes, and disability's different because with disability you have two things, which are quite ... fairly specific
to disahility. With disability, you have to have reasonable adjustment and also, to a lesser extent, public
organisations have to have a duty of equality but certainly a reasonable adjustment is very different. You
don't have to have reasonable adjustment to pea ethnic background, and this is really central. If a
person's not into disability they probably don't understand it, so they treat you more as if you're an
equalities ... it's an equalities issue. It isn't. With disability, you also are entitled to reamble adjustment
and it's quite different.”

Early career researcher, MionPlus Groupinstitution

Disabilitydiffered from other dimensions of diversity, as it required more support and enough reasonable
adjustments for disabled researchers to be able to work and function. Therefore, institutions without a
specific focus on disability in their diversity initiatives were likely to further reproduce iniéguabr example,
a university employeéocusing on improving the experiences of women in academia was less liketyable
to provide the sameequiredlevel of supporfor disabled researcheias a dedicated disability officer.

MENTALHEALTH ISSUES
It wasdifficult to find and recruit researchers that selfidentified as having a mentalhealth disorder,
although significant numbers did report feelings of anxiety, depression and stress (currently or historically).

In some cases, respondents reportedtlhit was only in hindsight that they were able to recognise that they

had been suffering from these feelings. A small number also suggested that they would havedrexmned

to reveal these issuesEl O ZAAAO 1T £ AAET ¢ DA OA Aredidhly conpetitvelnatlite T O O
of the profession was thought to make it less tolerant of these types of mdwtalth issuegdiscussedinder

O, AAE T £ AEOAOOEOUG xEOEET 3AAOQOEIT w 1 &£ OEEO OADIC

NEURODIVERSITY

One respondent had a sensepyocessing disorder and another an autism spectrum disorder. In both these
instancesjnstitutions were quick to provide support and equipment(e.g. noisecancelling headphones)

and make necessary adjustments. But as with ahtal healthproblems disclosure rates were considered by
a number of respondents to be lower than actual rates.

DISABILITY
Those with reported physicanpairmentsoften articulated a range of ways in which they were adversely
impacted within the currehworking culture:

i Mobility issues can make travel to conferences (particularly international) difficult.
International impact can be less easy to prove if travel abroad is more challenging.
Conferences and campuses are not adapted for those with phyisigalirments.

Disability policies and procedures can be found lacking (orestent).

Concerns that jobs feel harder for disabled researchers to win.

Funding application processes are difficult for those who require information to be received,
sharedand presented in different form®(g. due to visual impairment)

= =4 =4 =4 =9
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09AO08 I/ Eh EO" O EOOO AEOCOOOEI ¢ AT A EO O AOAOUxXxEAOR

event fairly recently. There were 11 funded projects across the UK looking atadiguand inclusion in

academia, and ten of them were on gender and one was on disability. The people approached ... professors

xET xAOA AO OEEO ANOAI EOU AOGAT O AppPOi AAEAA OEA DPAC

a disabled postA | .ATiBe majority of the casework taken on by our union is disabled people, people

experiencing longterm ill health, particularly people with mental health issues that are triggered,

exacerbated or impacted on by the working conditions where they are. Yasahleism is shocking

AOGAOUxEAOA AOGO ) Al OEETE OEAO EO O PDAOOEAOI AOI U A
Post-doc, Universities Scotlandinstitution

It was suggestegbrimarily bydisabled researchersut also thosewithout disabilities, that physicallydisabled
researchers often found it more difficult to get jobsdue to:

9 Logistical reasons: interviews can be harder to get to or no adaptations are made.
i1 A perception from employers that a disabled researcher is likely to be more cdatiytd
adaptations) and less productive as a direct result of their disability.

Some suggestions for improvement includeshsonably simple changesespecially those that took
advantage of technology, to make work more accessifilds could includeemote meetings and more
diverse ways of sharing informatignespecially accessible formats of documents when submitting journal
articles and applications for funding.

In a system where competition is high and resources are scarce, many suggestedstaetted a natural
culture of ableism, potentialjeading those with disabilities to think twice before disclosing their
conditions or speaking out for adaptations or against poor behaviouiThis was again cited directly by
respondents with disabilitigsas well as expected to be the case by some other researchers.

IMPACTS ON RESEARCH

For the most part, respondents indicated that current research culture was considered to cuinepégt
more on individuals than on the quality of research output itsél However, the requirements to meet a
range of specific and individual KPIs in order to survive and succeed in the sector were thought to be
increasing behaviours that were not in the interest of science and research

There was a strong sense that thestgm increasingly places value on attributes that matter less, but that are
easily measurable Key impacts of the current culture on research were often cited to be:
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Replicability / Research by steal

Outputs more reproducibility (retrofitting to

Quiality impacted Corners cut

superficial issues F dzy RS N&

Null results
unpublished,
leading to
repeated studies

Activity focused o
the applicable No time for blue
rather than sky thinking
theorectical

Interdisciplinary
work is not
supported

Loss of talent

Research is
Emerging talent conservative and Cherrypicking
given wrong value il supports the status results
quo

Data massaging

PERCEIVED IMPACT OQUALITY

While a small number suggested that the results of this culture could be observed in the increasing number of
retractions, others felt thagenerally the quality of outputs did not suffer, largely because researchers
themselves were sacrificing their owrellbeing and personal time to ensure that the science remained solid.

Still, few doubted that working continually at this level of speed and outpauld not impact quality in some

way. Researchers that are tired, stressed and under significant amodietsngpeting pressures anmeot able

to complete their best work. One respondent colourfulA A OAOEAAA OEEO OEOOAOQEITT A
xEAAT O AOA A AwithdanéelingHatithk re$edzBE&dmmunity is holding things together, but

for how long?

The current system was thought not to afford any time to properly consider and contemplate research
projects.Space and time to think and reflectvas now perceived to be a largely unobtainable luxury rather
than a key foundation for quality resezh, which was for many a significant concern.

CUTTING CORNERS
While most respondents did not think that the current culture was leading to fsp@iity outputs, the
increasing speed required to turn around results and the pursuit of publication intigipact journals was

AAT 600 CciT A ATT OCEGS OA GamktneitisAvas th@@iht hotjusttdis@d GainfalpEed
but from indivdual pressures to deliver.

There was a definite feeling from many respondents that research is often being completed at too fast a pace,
with thesefast turnaround times often driven by:

9 Pressures to publish first.
1 Funders fast deadline requirements.
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9 Institutional REF needs.
i Institutional funding needs.

O) 1 AAT OEA AAIl AtghalitEreéseakch sugeuidklyAit 6f cabreQviien there are

AAAAT ET A0 AT A O0O0O0&LZZF OEAU OAEA DPOET OEOUB8 )hadidde OEET

ATTA EEOOO AT A AOGAT 1T1TA AgAi I A xEAOA O1T T ATTA EAO

EAA OEA A£EZ£EI OO ET EO OEAO EO T AAAORh AOO OEA DOEI OE

because people wanttob®@ OAT EOOET ¢ AA&I OA 1T OEAO PAI PI A OOAI EOS

poOO Ui O 11 OEA T AP CAOO OAEAT AU OTTATTA Al 6Ah Uil C
Post-doc, Russell Groupnstitution

Few reported evidence of serious manipulation of data, and na@se keen to stress that while they often

felt timescales were too rushed, the quality of the science within papers was generally sound. However, the
short timescales and focus on efficiencgften led to additional controls or steps to make the experiment
absolutely foolproof not being completed.

O7EAT ) OEETE T &£ AOOOETI ¢ Al O1 Aobh ) OEETE T &£ NOEO/
I AA8 ) 080 11 OA Iweuddibrovke gadrdypottiesid fultieei aihdyiveditEm®r® concrete

evidence. Maybe you could have done three steps to prove your experiment was foolproof, but you did it

just once or twice, but not in the sense of you changed the data around to make it fit twwu want to see.
AEAO8O0 110 POAOGAT O ET 100 1 AA86

PhD Student, Russell Groupnstitution

However, some did suggest thatorking at this rate was simply not sustainable and while corners might
not currently be significantly cut, this could change in thaure as researcher goodwill and resilience
continues to be tested.

MORE SUPERFICIAL OPUTS

Thecurrent system was considered to reward quantitywhich leads to increasdevels of publication. A

small number suggested that with so much being published the quality screen might often be lower than it
could be, andhat this often led to thesame studies being republishedh different places with small amends

i OOA1 ACI6EQ 801! B AREA ArhcficAs appBare® t6 BeGnbre prevalent for humanity and social science
researchers.

OniTo 1T&£ 10U Ai11AACOAO AOA OAOU Oi AOOGh O OEAUBOA

publish the same article with minor modcations in different places, and it looks like they have a lot of

POAT EAAOETI T Oh AOO OEAUBOA OAOU OEBI ET OAOI O T &£ OE
Middle Career Researcher, Russell Grouipstitution

Some suggested that with increased levels of pubiicat it felt as though thescreening processesor
publication were likely to be compromised. With the rewards of publishing in ainiglact journal so high,
both at institutional and individual levels, many felt that research outputs were being designed
manipulated to best appeal to these publications.

E3() &4 , % 2.) .




SHIFT
LEARNING

With this perceived focus ompact, as well as financial constraingpducingresearch outputgjuickly was
commongz resulting in short, reporstyle papers, sometimes seen to skimp on methodologd=thil or data.

REPLICABILITY / RERPDUCIBILITY ISSUES

Results from short repotlike papers were considered to be more difficult to replicate. While publishers were
cited as being increasingly ptactive about requesting data sets to accompany publimat these also often
were seen amissing valuable information from which to replicate studies There were reports often of

these data sets being considered and collated too late (often after the findings have been submitted) which
led to errors symptomadt ofsloppy record-keeping.

O/1TA 1T £ OEA POAOGEI 660 PAIPIA ET 10U TAA ET T U 0E$ 14

left soon after | started. But when she was writing a paper, for example, my supervisor would ask her for

the controlsAT A OEA x1 601 A OAU OI Eh ) AEAT 80 AT OEAI & AT A

showing the controls. | think there are a lot of examples of that type of thing, where | would imagine the

data was either pushed from somewhere else or was complgtfaeked. That was very much about speed.

But that wasn't necessarily pushed on from the supervisor, it was definitely a personal thing that this

OAOAAOAEAO xAO AT EIT Ch O CcAO A AAOOAO 1 OOATT Ah ) C
Post-Doc, Industry

A lot of time was considered to be lost attempting to replicate findings, and for some PhDs this often formed
a significant part of their workload.

While many had experienced issues in replicating previous studies, a number of these were resolved with
enough time and patience. This area waat often raised unprompted by respondents many of whom did
seem to believe that researchers were acting in good faith and not knowingly hiding questionable research
practices.

Where authors were willing to engage Wwibther researchers on issues of replicability, solutions were usually
quickly identified, but responses to these types of enquiry could often be given short shrift or simply ignored.

0) 0 xAO ET AOAAEAT U ZAOOOOOAOET @metiddology,is®my@edehrdh ad& A D A
is mostly in numeric and modelling so | write the code, all looks fairly simple, | think how could it possibly

AFAEI AT A EO MEAEI 08 31 Ui O AAT 60 Ai1 OAAO OEA &OOET C
EEO Ai AA AT A OEAU xAOA OI xEITEIC O CEOA OEA Ai AAeg

OAEA O7A11 EO8O OAOU OAT OEOEOA O1 AEAEEAOAT O 1 AOAOE

Late Career Researcher, Russell Grolipstitution

RESEARCHBY STEALTH
-ATU OAOAAOAEAOO OAI EAA AAIT OOzré&rAfidikgithir odn reséaich AOAO OC
interests to thetopics and areas that funders appeared willing to fund

GGetting fundingg UT & A£AAT Ul 08 OA ET OAOAOOAA ET EO AOO UT 06 «
PAT PI A xAT O O PAU A O EOh xEEAE Oi i ACEI|I Ae@atiEAAT O A
EOC8 O AAIl I0A KOO O) A& BIE 1058 Au Gal) gethit@alddr @ob dan Edke itinfbo@omigthing

which your funders care aboub.
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PhD student, Russell Grougnstitution

4EAOA xAO AOOOOOAOEIT mOI i TATU OEAO AOOOAT O COATC
theoretical research. Thiwas considered to narrow the focus of research outputs predent real
innovation and creativity.

In order to really contemplate improvements, researchers felt that they needed more time and space to think.
In the constraints of the current culture thisuld not generally be supported.

Orhere's clearly some underfunding for blugky research, which is a big issue. There's a drain too for us, so
some pressure to have applications and to have some impact within a short amount of time, which is not
reasonable when you do fundamental stuff because it takes years sometimes to get to some applications.

Middle Career Researcher] 994 Group Institution

INTERDISCIPLINARY WRK NOT SUPPORTED

Respondents suggest that while interdisciplinarity was often widely talked about as being important for
institutions, thecurrent structures and reward processes make it difficufior quality work to be achieved in
this area. For a small number of tradssciplinary researchers, identifying as such was felt to have a
significant impact on their careers.

O) Ai1806 EAOGA A AAOAAOR ) 1T AAA OEA AAAEOEIT 1106 OI
means that you really do have to stick to discipfnOh AO | OAE AO OEAU OAU OEAO
Middle Career Researcher, Russell Groupstitution

Collaborating with different disciplines was generally considered to be a valuable andoperdng exercise,
but often one that had challenges to overcoras

1 Ittakes time.

i It takes an openness to potentially change approaches.

i Often disciplines can be locked in a traditional way of doing things.
i Issues around credit and funding allocations are not easy to resolve.

REPEATED STUDIES

While systems were focuseaxh high productivity and outputs, many felt that a culture of journals favouring
positive results meant that null results were rarely published or read. For many, this was an example of poor
efficiency as many of the same studies were repeated to the szonelusiondue to previous studies not

being published Thisdevaluing of null results was considered to be problematic for researchot allowing
researchers to build on previouslated work

LOSS OF TALENT

There were concerns that a lot of academic researchers were leaving for industry or even the profession all
together. While many thought it was natural and appropriate to lose a percentage of young researchers in the
early stage of their careers, there vesroncerns that real research talent was often being lost, in part due

to issues around poor culture.
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Growing numbers of PhD students were thought to have naturally made competition forgmspositions
worse, often exacerbating poor cultural behavi@mongst peers. For some, higher levels of attrition were a
natural reflection of increasing numbers of PhD students, but some felt that proportionately more researchers

were leaving and that th®O UOOAT 1T £OAT AEAT &eferdind@éntedoky. AT A O0ODPDPI 00

EMERGING TALENT GNNEWRONG VALUES

The metricisation and corporatisation of universities was thought to be ultimately a damaging thing for
researchers. A number suggested concerns that early researchers brought up in this environment would
ultimately begin tonaturally adopt some of its core values

An important outcome for many of culture was the ability to develop a new generation of quality researchers.
Many felt that the values and constraints of the current culture were in dangaewdloping researchers

that had tunnel-vision, were outcome-driven andfocused on individual achievement This could further

impact the future creativity of research, but also lead to increased levels or questionable research practice.

SUPPORTING THE STATRJQUO

Funders, governments and publishers were all thought to prefer and reward research that is largely positive,
conservative and in support of the status quo. For many thisdirastly leading to less creativity, risk

taking and innovation and ultimately outputghat were narrower in vision and potentially less able to make
world-changing breakthroughs and discoveries.

Increasing silogn discipline areas were also thought to contribute to more narmmmded research.

FOCUSING ON THE POBNE

Behaviours suchs cherrypicking results and massaging data were considered to be fairly systemic, but the
level to which they are applied and the impact of them on the research itself was considered to be highly
varied depending on the individual circumstances. It whisn perceived to be difficult for researchers
themselves to be able to identify when they may be engaged in these behaviourdor example, at what
point does cleaning a data set become massaging the data for a specific output or just reinforcingithe pos
story of the research?

While it was clear that a number of drivers in the system naturally encouraged and reinforced these activities,
it was often felt that themajority were not consciously attempting to be dishonest(although some clearly
were),but instead were falling prey to an array of predetermined bias.

&res. Hugely. As soon as people get a whiff of maybe an interesting and positive story, you need an

I OAOxEAITETC AiTO01 O 1T &£ AGEAAT AA &£ O OEAdpubbshinAEAT CA
the same journal, the same higlimpact journal being like we found this thing, initially it was interesting. If
OEAO PAPAO AZET EOEAO Ob AAET ¢ AAOOAIT T U xA xAOA xOI1
EOGO0 £l AxEAOBRRAA OORUOh EO EOOO AT AOG1I 60 cAO OEAI OE
ECiTOA Ail OEA ET &£ Oi AOGET 1T OEAO OAUO OEAUBOA xOITC

Post-doc, Russell Groupnstitution
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FEAR OF REPORTING

Issues relating to these activities were often considedéticult to raise, discuss and resolveSimilar to

issues of bullying and harassment, many researchers indicated that they would be hesitant about reporting
issues relating to potential scientific misconduct, including questionable research practiagss issound
replicability and the validity of results. While all hoped that they would raise what they saw as significant
misconduct (knowledge of fabrication of data), many suggested that in the current culture they would be
likely to let smaller misdemearours slide

This was often attributed to the following reasons:

i Lack of support from institutions for whistleblowers.

9 Pressure to adhere to the team line (threat of complicity).

1 Misconduct, particularly in very technical areas of specific specialisms can be very hard to identify
and judge.

For younger researchers it was clear that this often stemmed from working cultures that made it clear that
the party line on the results need to be adhered to and obeyed. In these types of environmexitsply
guestioning practices and validity could lose important favouand impact careers

Researchers at all career stages also provigleimples when institutional leadership responded poos to
those reporting scientific misconductand, in some cases, stressed the potential personal implications of
coming forward (in terms of their own careers) in no uncertain terms.

O0) OEETE EZ UI O  OA A xEEOOI AAI1 T ephaple b larGe ofgénisakionT AA O
and institutions that want to bury that type ... because that shines a light on them if they're senior
management, that this is happening under their watch. They want a clean ... they want under their watch
to be clean, haske-free. They don't want to have people complaining about ... because that makes them
look bad and so, | mean, | understand where they're coming from, | just don't think they deal with it
APDDPOTI POEAOAI U8B

Late Career Researcher, Irish Universities Associati Institution

Established researchers often raised the fact that scientific misconduct, particularly in interdisciplinary or
cutting-edge areas wadifficult to identify with any certainty . Understanding the implications that such an

Al 1 ACAGETT AT OI A EAOA 11 A OAOAAOAEAOGO absdldA AOh AEA
certain that misconduct had taken place This hesitancy potentially creates a cat2R, where misconduc

cannot come to light without investigation, but a culture of fear and uncertainty is so established that many

feel unable to raise issues and so it may be difficult to fully assess the extent of this within the community.

IMPACTS ON INDIVIDUAS

Whilea range of different impacts to research were raised and discussed, current culture appeareido
most heavily on individual researcherg impacting their wellbeing and workfe balance.
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Increasing levels of stres Longer working hours & Increasing mental health
and anxiety presentism issues

Impact on personal

Leaving research : :
9 relationships

Wellbeing impacted

Some respondents were also quick to suggest that issuesmareellbeing and long working hours were not
only driven by their employers or other system stakeholders, but by their own personaditidsition and
love for their discipline.

0)8A OAU 1 AUAA OiI T AGEI AO EOG6 O EA tidgs o0 keEdtado ©try OOOEE
and have a successful research career and the expectations and the roles and responsibilities that you need

Oi mEO1I £AE1 E &£ UT O xAT O OI POI COAOGO8 31T )Y)B8A OAU EO £
and life and there is a danger of spending almost too much time working to try and fulfil those

AT i i EOI AT OO AAAAOOA Ui O60A PAOGOET T AOA AT A AAAEAAOQR

Early Career Researcher, Russell Groupstitution

INCREASING LEVELS (BFTRESS AND ANXIETY
Many reported high levels of stress and anxiety. This was usually attributeshiwerns about job security,
finding positions or getting grant funding.

Foryounger researchersstress and anxiety often stemmed from:

9 Ensuring theioutput was high and good enough to secure them a role in the future
1 Not being able to ask for support and advice if something might not be going well.

ForPls, worrying about money and job security (not only for themselves but their teams) was regeitady
as an issue thdtept them awake at night.

Short-term contracts were considered to exacerbate this. Several more established researchers indicated that
the regular threat of redundancieslooming within their institutions, and the lack of transpargnisy senior
management, also contributed.

0) A EOOO 111TE AO OEA PAIPI A OOAOOCET C 1T £& OEAEO AA
employment situation. Sometimes | feel stressed out and have a wobble because of the pressures that I'm
under. Some of those pressures are pressures that | put on myself. There is no doubt that the changing

nature of the research world is going to be more competitive, more internationalised, more aggressive and
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Middle Career Researcher, Russell Grouipstitution

LONGER WORKING HOURS PRESENTEEISM
As mentioned previouslyncreased competition and a lack of perceived security are perfect conditions for
presenteeism ana culture that encourges long working hours

INCREASING MENTAL HELTH ISSUES

Mental health issues were generally thought to be on the zifwough there does appear to be some stigma
attached, and few admitted to mental health issues personally. Tiesswas attributed tancreasing levels of
competition and uncertainty within the culture, but also perceived to reflect a wider societal issue, with
many also remarking on significant increases within the student population.

While many did cite policiesnd initiatives for support available within their institutions, for the most part
these werenot readily accessedfor reasons including:

i Stress and anxiety was seen as a part of thezjabite of passage for younger researchers.

i Issues can be hard tdentify when working significantly long hours.

9 Fear of being seen as weak (by supervisor / institution) and the impact this might have on their
careers.

i Counselling services are stretched (dealing also with increases in student mental health issues).

91 Alack of belief that initiatives would make a difference when the root causes remain.

Key, however, was that the current culture does not give roorfully accept the idea that someone may be
struggling.

Ol'TA OEATh ET AT 1T OEA O Qlyi6thdahAinéxEdidimy Pho ihFvidn wewe@ wiltidgO O A

Ob 100 OEAOGAOh OEA T OEAO OOOAAT O OEAO ) xAO x1 OEEI
EO AAET ¢ OAAIT T U AEEAAOAAR )61 11O AANboEDICherGhAdtOU x Al
OEA xAO EOOO xAAEh AAOEAAIT T Uh AT A OAEA OOEEO EOIl ' (
OEA OOEAA O1 OOEAE Ob &I O EAOOAI £ AT A OAEA OxEU A
during thesis writeupe 8 OEA xAO T EEA Ol T h EO8O EOOO OEA xAAE 1
ori1Ti A 0 xAAET AOGOh EO A AEC EOOOGA8 .10 All1xETC A&

Post-doc, Industry

LEAVING RESEARCH

As mentionedpreviously, amall number of researchers were actively contemplating leaving academic
research for either aesearch role in industry or something completely different These decisions were not
lightly made, and often appear to come at great personal cost

IMPACT ON PERSONALER.ATIONSHIPS

Many researchers indicated that often the research was prioritised over partners and family, and this was
generally seen to be the cultural expectation. For ECRs there were sifjeificant conflicts between their
work and personal relationships This was made more difficult by shagrm contractsand pressures for
researchers to live and travel across the UK and abroad.
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091 6 EAOGA O61 AA OAAAU O1T OAITTAAOGAR OI Cleavddehind AT | E
AOEAT AO T O UIT OO PAOOT Aoh Ui O TAAA O1 AEAT CA ET OO0AC
PhD Student, Russell Groupnstitution

Difficult relationship decisions often had to be made, particularly among ECRs for Wigpdecisions within
relationships and careers fien uncomfortably coincided. Perhaps unsurprisingly these issues were often
most keenly experienced by women. But it was not just these groups: many researchers spoke of the
sacrifices they were required to make in terms of family liféo advance their caeers, while some shared
examples when having care commitments (children, elderly relatives, family with disabilities) effectively
stalled their academic careers.

09AOh EO POOO A 110 1T £ OOOAGO 11T Ul OthtwakidsandRsdd 1 U E
OAOU 1 EOOI A 1T &£ OEAi 8 4EAUGOA 11 OOI T AO EI1TEAAUO OE
cancel that because of other things going on at work right now, and it just puts a lot of pressure on your

personal life. Thatwok-l E£ZA AAT AT AAh A 110 1T £ PATBPI A EAOGA 1T AT A
OOEI T AAAIT EIC 1 EEA Ul O60A OOEIT Cci O O oomwdCCI A Al

AAT AT AA AT AOT 860 xIi OE85H

Middle Career Researcher, Russell Grouipstitution

Some respondents did feel they had the balance between work and family right, but often thisikex
years to achieve and only truly come from supportive leadershiwithin the department and a certain level
of agency to be able to say no to requests and demands.

WELLBEING IMPACTED

Long working hours, pressure, competition and a sense of isolation were undoubtedly thought to impact
TACACEOAT U 11 iylekpkrieddsivéigydlyindividublised, Aot only from person to

person, but for individuals across different stages of their own career. Where there were initiatives around
positive culture, this appeared to make a significant difference to resea@tfer OAT OA 1T £ x Al 1 AAF
important that these did not feel tokenistic or trite to be truly effective.

EXPECTATIONS AND THENIQUENESS OF THE®LE

Respondents often stressed the uniqueness of working$earch which was considered to be demanding
both in terms of theaange of skills required, but also the high levels of passion and resilience needed to
achieve within this culture. Institutional HR departments were often thought not to properly understand this
and institutional senior management wersometimes thought to exploit it.

Researchers expected certain aspects of challenging culture as a given:

i Long hours

High-pressured working environments
High levels of competition

Multiple commitments

Impacts to worklife balance

Isolation

=A =4 =4 4 =9
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i1 Frank exchanges.

But historically this had been offset by other cultural characteristics such as:

9 Job security (once in permanent position)
Autonomy

Collaboration with peers

Intellectual challenge

Creativity

Flexibility

Joy

=A =4 =4 =4 =4 =4

These were often seeas critical needs. The removal or diminishing levels of these elements often lesisto
tolerance and resilience for the more challenging aspectsf academic culture, and a greater sense of
sacrifices not being worth it in the end.

MORE THAN JUST A JOB

Many researchers saw academia not just as a job, but as a life choice:

O0) OEETE OEAO OEA OOOAOO EOOOA EO Al ET OOET OEA pPOI
Human Resources, | don't think they really understand that. | had to explémsomebody quite recently

that researchers often see their job as rather more important than a job. It's a vocation, it's a way of life

EETA T £ OEET C8 4EAO" O Oi i AOGEET ¢ OEAO &I O Al 1 OOO0E-Z

Middle Career ResearchemillionPlus Grouplnstitution

It was common for respondents to talk about roles in terms of a vocation. This sense of personal passion,
pride and ambition undoubtedly fuels many of the cultural behaviours visible, but can also medailinas
feel deeply personal tog, exacerbating the negative impacts felt by researchers.

DIFFERENCES IN EXPHERNCES

Experiences of culture were seen to be highly varied, and influenced by personalities, supervisors, institution,
stage of life, state of home life, etExperiences differed across the following areas:

1 Researcher group
i Institutions type

i Organisation type
I Subject area.

RESEARCHER GROUPS

There are some observable trends, with some groups appearing to be more exposed and vulnerable to the
negative aspec of culture:
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ECRs

Women and those with caring responsibilities
Interdisciplinary researchers

Those from less affluent backgrounds
International researchers

Minority groups.

=A =4 =4 =4 =4 =4

EARLY-CAREER RESEARIERS
Many (including established researchers) felttttfze current culture was particularly challenging for ECRs,
with all having experienced thdifficulties of being an early-career researcher

i Long hours

i Short contracts
i1 Lack of agency
i High levels of competition

=

Vulnerability to patronage and power.

O0) OEETE OEA AOOOAT O OAOGAAOAE AOI OOOA EO AgOOAIl Al C
by far in the majority in terms of sheer numbers of people doing research. They are frenetic and stressed
and under a lot of pressure. It's oplreally people who are at a fairly mature stage, who can have a more
Zentlike approach to research culture. The majority of people would be highly competitive and working very
EAOA80O

Late Career Researcher, Russell Grolipstitution

Many felt that conditons were getting worse:

1 Increase in shorteterm contracts

Higher pressure to publish

KPIs being applied on a personal level
Competition for permanent contracts higher.

= =4 =4

MINORITISED GROUPS

Issues around representation and diversity are expldbdd AADAD | £ AEOAOOEOUS ET 3A
However, i was generallffelt that those from less affluent backgrounds were more negatively impacted by a
short contracts, long working hours and lack of job security as thdesssof a financial safetynet z making

it harder to persevere through the challenging stages of an early research career.

Similarly, a system where achieving high levels of output early in your career was necessarily to achieve
success was generally considered todisadvantageous to those needing to take a career break or scale
down their activities. This clearly affects women wanting to start families, but also any individual that might
have caring responsibilities or experience ill health (either personally or within the jamily

O4EAOA EAOA AAAT AgAi I A0 xEAOA PATBPIA 8 xEAOA )8
have, where for instance people have difficult times returning to work after all sorts of things, not just

having children, but people who have been retung to work after being ill, or having caring
OAODPI 1 OEAEI EOEAOh xEI EAOA EAA OAOU 1 EOOI A Al1T1T xAIl

E3() &4 , % 2.)




SHIFT
LEARNING

allowance made but | think making reasonable adjustments, to make sure that people can perform at their
best and perform comfortably | think is really important. And | have definitely seen examples where that

Middle Career Researcher, Russell Grouipstitution

RESEARCHERBROM OVERSEAS
Non-UK-native researchers often referred to havinglifferent experience to others, including:
i Greater feelings of isolation.
i1 Greater feelings of job insecurity.
i Less understand of the rules of the game.
i1 Language and other cultural barriers.

International researchers also often referrediddonging a set of cultural norms with them, some a reflection
I £/ OEAEO Al 01 OOUBO AOI OOOAR AOO 1 OEAOO ODPAAEAEAEAAII
have worked.

INSTITUTION TYPE

Institutions that were more comfortable (in terms of finaatsecurity, student recruitment and TEF or REF
rankings)weregenerallyreportedto offer ahealthier culture than those strugglingin the current
environment. For less traditionally researfiicused institutions, the majority of income was often brougt
from student fees and teaching income, witesearch generally deprioritisedn favour of teaching
requiring researchers to work on research in their spare time.

Of you are at Oxford, Cambridge, Imperial, UCL you're maybe perhaps actually known esseaarch

excellence institute, so you actually have ... you're more likely to get the big money so then there is a little
bit more focus on maybe harnessing research. Taking more time to do the big research, focussing more on
the quality a little bit more, having bigger research teams. | think [my institution] is one of those places

that because they actually get a lot of their ... there's a lot of focus on our students and the recruitment of
students, and the teaching and so there's this weird kind of dbct between people having to teach, but
would rather be doing researcl.

Early Career Researcher, 1994 Groupstitution

"OO0O xEOE ET AOAAOGEIT C 1 0i AROO 1T &£ ET1 OOEOOOEIT O #EAAI EI
traditionally teachinginstitutions, with some researchers from established research institutions also referring
to attitudes around research changing depending on whether it was a TEF or REF year

The size of institution also appeared to play a role, with big universitigerfims of student numbers and
financials) often havingnultiple strategic objectives in play, which made the culture more corporate and
less academic in tone and was generally perceived as detrimental to research culture.

Those in very weltegarded instiutions for research output often appeared to berrore competitive and
challenging cultures where cases of long working hours, bullying, lack of support and feelings of isolation
appear to be particularly pronounced.

CBome bigger universities that | ke about were really kind of dor-rAEA ET OEAO EA UI O Al
research criteria thresholds of spublications and xpounds in grants then you're out the door. So I'd say
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because we're a little bit smaller we're maybe slightly more protected frohat, but then equally it also
feels like because we're a bit smaller it's sometimes a bit harder to show that we're as good as bigger
institutions when you're looking for grant funding and stuft

Middle Career Researcher, Universities Scotlandstitution

There were a small number of respondents from smaller institutions or departments that were beginning to
really invest strategically in research outputs. These respondents talked about culture more positively and
often referred tohighly supportive working environments.

ORGANISATION TYPE

A smaller number of respondents in industry were interviewed and their experiences conmpsoate of our
academic sample included researchers that had chosen to leave industry or were strongly considering a move
to industry. Stark differencescould be observed between researchers in industry and those working in
academia.

Whileindustry research culturex AOT 6 O AT 1T OEAAOAA PAOEZAAO AU AT U 1 AA
varied between workplaces anddividuak, there were somkey benefits:

1 Working hours shorter, enabling better wotle balance.

i Concerns about risk can make science more rigorous (implications and tariffs more severe if
corners are cut and results are wrong).

1 HR acts on bad behaviour.

i Stronger sense of team workirgall pulling in the same direction.

However, these benefits did come at a cost:

i Less creativity.

Less autonomy.

Can offer less challenges for intellectual stimulation.
Less individual glory.

= =4 =4

O, EEA ) OA E Ahbig thing Afdundiiniacademia is there is kind of a martyrdom about it, in terms

I £ AGAOUTTA xAO Al i PAOET ¢ ET OOT O OO1 OEAOh AT A xAO

OAEA OEEO O 1 A68 7TEAOAAO E Ad kdre nBrd 10 ledvdahdEnorm®l OO 1 EE

time. If you are here past 6pm people think you're working late. Whereas in an academic environment, if

uir & 1 AAGA AO a8Qobi h OEAT Ui O OA 1T AAOET ¢ AAOI U8 1I'1
Post-doc, Industry

COUNTRY

Anecdotallyculture was reported as being both better and worse in the UK by respondents with experiences
of working overseas.
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Many saw thdJK as more collaborative than some EU territoriethey had worked ir{France, Italy and
Spain) and many felt it the quality of outputs was far higher in cultures where corner cutting was
considered to be more rife (LATAM, China, Africa).

Some respondents who had workédthe USbelieved bullying, harassment and exploitation to be
significantly worse there than the UK, with some referring to it adbxicd Others felt that freedom from
metricisation, solid financial health and a lack of the REF generally allowed the culture to feel more
autonomous and creative.

SECTION 2: DRIVERSOTRESEARCH CULTURE

SUMMARY OFTHE DRIVERS

The current state of research culture was seen as driven by a complex mix of fattoastingon

an individual, institutional and widesystemiclevel Respondents often found it difficult to place
responsibility on any one factor individilly. However, h general, the state of research culture was
seen as guided by how individuals and institutions responded to wideiigablirivers.

Commercialisation Financial climate Globalisation
of HE
/ o
SYSTEMIC Publishing Funding
competition arrangements
\I\I\I ---
Lack of :
s . . Multiple
INSTITUTIONAL Accountability managgment Lack of diversity el
training
Individual

Roles with impact

expectations

INDIVIDUAL

WIDER DRIVERS

THE POLITICAL AND RIANCIAL CLIMATE

Many respondents highlighted thimcreasingly pressured HE climate having impact at both an institutional
and individual level. Respondents were often understanding ofdiffecult position institutional leadership
teams were in whemneacting to a challenging political environment

The commercialisation of higher education, witudents seen very much as consumeysvas felt to be
shifting priorties. Teaching and the NSS were already seen as a major focoser research, for universities
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due to the impact this had on student numbexsd ultimately funding. This shifting model of finances coming
from teaching gave the impression that improvements in student satisfaction and teaching were ultimately
prioritised above staff satisfaction and research needs

G\s with many universities.. the environment is changing because the financial drivers are now geatigr
coming from teaching undagraduates. The crude financial model that is used in all universities effectively
says that research makes a loss. It clearly doesn't, but the finanaiabdel that is used comes out with this
number. On the other hand, you get £9,500 for a student sitting on a seat and that sort of money that
comes in... it doesn't cost you that much to teach a student, particularly if you do it in ceffiective
manners.Therefore, the entire driver within nearly all academic institutions when push comes to shove is
the cashflow and that relates to doing undergraduate teaching and therefore, things have to be
subservient to thato

Late Career Researcher, Russell Grolpstitution

Respondents recognised the real impact that flaéure student fee reviewcould have on institutions, with
fearsthis may result in:

9 Further reduction in time and funding available for research activities

9 Loss of talent, due to lack of carestiability and/or career satisfaction for researchers
i Possible redundancies

9 Universities ultimately facing bankruptcy

O 7e all knew that if reviews are just cutting dowthe [student] fees, which everybody said it will, then

there would be redundancies.@nehow this deeply affected the mood. People were, kind of, we all realised
that our positions are insecure. And we may all be made redundant all of a sudden. This was very
unpleasant, kind of, everybody said it's probably this is hot going to happen, authe same time the
realisation that this may happen was shocking.

Late Career Researcher, Russell Grouipstitution

GLOBALISATION

Respondents were seeirigcreased focus on globalisationWhile considered a positiaroundinternational
collaboration,it had negative impacts on research culture. As well as feeling competition to succeed in a UK
context, researchers wergeeingincreasing need to compete on a global stagdeeding into the

competitive environment.

At a university level, institutions wegriving forglobal reputation in international league tables, both for
research and teaching.

O @ople are expected to produce stunning, global research. In the UK community it's all about being one of
the best 100 universities in the world and it's abautcertainly in my university, which is a RusHesroup
university, one of the 20 or so, it's about being up there with the best education and research
AOOAAI EOEI AT OO 11 OEA bPiI AT AO8o

Late Career Researcher, Russell Grolipstitution

On an individualevel, career progression was also increasing linkedtimability to showinternational
impact and be an internationally published researchein order toprogress
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don't publish on a regular basis, people forget you. You know what Imean® Ul O P OAI EOE 11 A
Nature paper and you don't publish for the next three years, people forget you. They may cite that paper,

but they believe that you'redoing nothing. The constant pressure is not just from the university, or from the
research council, or the funding bodies or so on, it's from the whole international community of
OAOAAOAEAOOGS8OG

Middle Career Researcher, Russell Grouipstitution

BREXIT
Many respondents voiced concerns over thaential impact of a no-deal Brexit, with some already seeing
the impact caused by uncertainty over this.

There was fear over the impact Brexit would havefumding availability. Concerns were raised over whether
there would still be access to EU fundiagd, if not, whether UK funding bodies would value pure research or
whetherthey would be highly focused on impadriven research, asurrently seen

O he of the worries that Ppick up about Brexit, is that British funding bodies may not... even if they do take
Obp O1I AAE EOT T %0OOI bAAT OAOGAAOAE AT O1T AEI Oh OEAU xIi1
Middle Career Researcher, Russell Grouipstitution

There was also fear ovegtaining UK and EU staff Amidst uncertainty in the UK, EU jobs looked more
favourable. In the same veiattracting EU staff was a concern. Some had already seen loss of staffJWith
careers seen as too unstabland uncertain in comparison to EU or interraatal positions.

(Orhings are very unstable, and the government has no interest in the fact that the instability in the

Ol EOAOOEOU OAAOQI 08 Y61 110 AOGAT 1T AT OGEITEIC "OAQEOH
OAAOI 08 4 EA @so3 wé Have sd miich @uEhdver @ Any department. People leave because they

AAT 860 OOAT A OEA ZEAAO UI O AT160 ETTx xEAO UI O80A cCI
xEl 1T AA AOT 01T Ah AT A EAOAGO ' AOi Al Bl EEEEAANGE QA OEAORC
Ol OOAAT A EAOA8 -U 53 AT 11 AACOAO AT160 O1 AAROOOAT A E
problem and the government has no idea howmuatE AUS OA AAOOOT UET ¢ OT EOAOOEC

Middle Career Researcher, Russe&Hroup Institution

INDIVIDUAL AND INTERERSONAL FACTORS

ROLES WITH IMPACT ORESEARCH CULTURE

Across interviews, respondents highlighted that while there were external pressures on reseiiitoie,
individuals had a huge impact in how they responded tsuch pressureg either leading by example or
creating a toxic environment.

Across roles, responsibility for negative culture was feltpetuated by those up the ladder PhDsplacing
responsibilityon Pls who placed it omlepartment leads and/or univetgimanagement.

Positive experiences and culture were nearly always the result of good supervision and leadership. Pls were
seen to have a significant role setting the tone for the culture within their working groups, yemot given
the training, supportand time to effectively do this.
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While there were awful examples of PI behaviour, these were the minority. Most respondents saRltagir
decent and trying their best, but constrained by a system that rewarded outputs and money over the
individuals.

INHERITED CULTURE

Many respondentsccepted that a research career necessitated a heavy workloathd were expecting this

from the off, rather than necessarily seeiitgs a negative outcome. Respondents often mentioned that the
culture of pressure and longorking hours was aangrained view, perpetuated by those in more senior

roles, with supervisorsonveyingD OEAO8 O EOOO OEA xAU EO EO0O88 4EA OEA

years were difficult for everyoneadx A A1 1 EAA O1 ¢ci OEOI OCE EO&8

006 O -AOIOAEIH ET ¢ AUAI A8 91 60O AT OO xEIl EAOA x1 OEAA
OEAUGOA AOOOAT OIU ETh AT A OEAU xEIl xAT O Ui O O AI
O0)80OA ATT A OEAOh O xEU AAT 680 Uil Oedo

Early Gareer Researcher, Industry

However, it was noted that some supervisors wotridto work against this engrained notion, setting clear
guidelines on working hours, encouraging junior team members to keep a good-hfedkalance.

O0* 000 Ox1 xBARAED TAETAADODOI AT O OAT O AOT OT A Al Al AEI

levels of my department, the staff in my department, and | would like you not to work at weekends, if you

AT O1 A8 ) &£ UIT O EAOA O1T x1 OE A Gend Anfaiis Atitha Wdekerdfhdc@ded EE 1

ulr 6 AOA OEAT EOOO A1l AOOET ¢ T OEAOO O xi OE8 01 AAOA

how many heads of departments would encourage us not to work atweek@érdl 317 h EO08 O OET OA

thatmakeO OO ZAAI OEAO OEAOA EO T EZA AAUITA OEA & OO
Middle Career Researcher, Russell Grouipstitution

However, a few respondents noted this w@sA 1 1, with ikAottb8ing possibldue tothe wider workload
pressures imposedn them.

PERSONAL CHARACTERIECS AND PREFERENCES

Many researchers acknowledged academia asagssion with very high workloads amidessure. However,
it was not purely systemic or external factors driving this; a large humber of interviewees felt thisab be,
least partially, self-inflicted:

) EAOA XY Ei 00 AAUO AOAOU AAUR Al A )divédidencOEEO AAA/
AOxAAT OEA OAI 61 AOAGET 1 )&i CAOOGEIC & O OEAOG Al A

-_

5
A

Middle Career Researcher, Russell Grouipstitution

Academia naturally attracts those who gpassionate about their field and their researchSome felt
research #racted and retained people who were particularly seibtivated, hardworking and resilient, and
to a large extent these wereharacteristics integral to successvithin research:

0) 660 EOOO A EAAO 1T £ 1 EAAR OAODSOARE T AIOA &1

6 @1 ODOAI
ol i AAT Au Al OA ET Uil 60 O1 EOAOOEOUN Ui O060A ET AT
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want to be the first to get something done then you have to either be incredibly clever or like me just have
toputthel OO0 ET h AT A ET AT U AAOA OAOAAOAE EO Oii AOEEI
Late Career Researcher, Russell Grodipstitution

Many spoke of the impossibility of fulfilling all their working obligations during a normal working week so
would often spendfree time, holidays and weekends doing research

0) I O0O0pbPi OAA O xI OE QY 1T O Q¢ EI OOOh AOO OEAOA O
that you've got on that time scale. If you didn't deliver half of them then people would start taesgtion it.

A large majority of people, including myself, do their research effectively in their spare time. We enjoy

AT ET¢C OEAO AT A ) OEETE OEAO OEAO EO A OOOA OOAOAI A

Late Career Researcher, Russell Grodipstitution

PATRONAGE AND POWER

There was @&ense of patronage driven by senior managemenéaedding poor culture. Some

respondents felt that individuals deemed valuable, in terms of funding they attract, were able to get away

with behaviour that may be encouraging a negative working cultureil&#hnot occurring often, junior

researchers commonly felt they would be unable to report such behaviour or that little would be done to

reprimand the perpetrator in such cases.

) OEETE EOBO AEAEEADI O xEAT DA dge AumbeEdf thefgfarks havé C E

AOO Cii A POAAOEAA8 4EA xAU OEAO POAAOEAA EO AAAI
Late Career Researcher, Russell Grolipstitution

&
I

Yy )

Respondents also spoke of tip@wer senior colleagues had over the futureareerof junior researchers,

such aseing needed for references. This was again highly dependent on the individual in a position of power
but it was sometimes felt among PlHand ECRs that there was pressurektmvtow to supervisorsin order

to be able b get anywhere in their career.

Similarly, there was a sense thatcial capitalwas important in establishing a successful career. A few
respondents reported instances where they felt university funding was directed towards established
researchersand hose associated with these researchers bengiiy by proxy. This again was felt to give way
to sycophantic behaviour.

O7TET CAOO &AO1T AAAh xEU AEA OEAU CAO &£01 AAAe- ) O EO (

OA1 AT OAA T O E Quorked in lhdldboiPfessd K, ArlisGt Gekause they are working on a

research projegcOEAO Al ECTI O xEOE OEA OEAxO 1T &£ 001 ZAOGOI O 9¢0
Middle Career ResearchetJniversity Alliance Institution

Researchers were acknowledged as being under incregsegsure to prove themselves and sueden a
competitive environment With theconstantpressure to secure grant funding armalling employment
contracts respondents often citegpower-play driving toxic working environments.

O4EAOABO A C GdreGHR grbup Bader Mdy as@ll have a whip and frequently denies them
ETTEAAU T O I AEAO OEAI AAA1T OEAU OEI O1 AT8O0 AA OAEEIT
AT TOETTAT T ATEDOI AOETT AAT OO EaluBofitisthe group @&ié&r is uitee 06 O
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Post-Doc, Russell Groupnstitution

SUPERVISIONARRANGEMENTS

The variance iguality of supervisionreceived by PhBand ECRs was a significant driver for their experience
of research culture. This was highly dependent on what they safuasof the dravdas to what this working
relationship would be like and tieO O O b e &i. I TidSedth experiencef supportive supervisors
who made time for their supervisees reported a much happier and positive research culture, feeling the
impact this hadooth onpersonal wellbeing and the quality of research

Where negative experiences were cited, this was felt in multiple ways:

i Micromanaging z attributed to the supervisor needing to demonstrate impact and success,
lacking trust in junior team members oetsing unrealistic expectations.

1 Hands-off approachz little contact time, attributed to supervisors having competing pressures
on their time, meaning supervision of junior members often fell to the bottom of their list.

9 Lack of knowledgez supervisors laking management skills or technical knowledge to help.

This was patrticularly felt as damaging due to the success of young researchers being dependent on the
goodwill and support of their immediate supervisor.

While this wadargely attributed to individual characteristicsof supervisors, there was also awareness that
these individuals were under competing pressures on their time and workload, and many had not been
offered any formal training before entering such a managerial role.

O) 0 AT i AO /Eéutdnd tieEsdkt ofdelaBoAsbidHe holds with us, and | think partly that is he is
relatively old and his style has not changed, and he's really only interested in the publications. He's not
interested in ... well, for us he'll only read the parts of thinesis that might be published and so it's feeling

that he's not engaged with the research, but more just the publications, which leads to a lack of feeling of
support. From there, you end up in the space where you're a bit isolated and a bit, sort ofkiwgihard but

170 EAAIET ¢ OOPPT OOAAR AT A OEAO AOAAOAO OEA OAT OEI

PhD Student, Russell Groupnstitution

MACRO AND INSTITUTINRAL FACTORS

TERMS OF EMPLOYMENT
One of the largest driversf pressure washe termsunder which researchers are employ@&hcompassing:

1 Length of employment contracts
9 Juggling multiple roles (teaching, research, management, admia.).

CONTRACTS

Short-term contracts were considered the norm for ECRs in academia and frequently cited as a driver of
current research culture. #w suggested shorterm contracts and funding could have a positive impact in
driving progress, buprimarily this was seenin a negative light.
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Early Career Researcher, Russell@up Institution

Achieving a permanent contract was often described as a careerthighitimately, the financial instability
and pressure resulted in a loss of talent, with many respondents having seen colleagues leave the profession.
Short-term contracts impacted the individuals through creating pressure to:

i1 Be financially stable

I Find new work

1 Relocate

9 Adjust to new working environments

091 01 ¢ PATPI A AAT ci 11T & O OAOGAOAT UAAOO AAE OA (
not having permanent position, or even not having a job, is not very nice. Talented people can sometimes

give up, because they feel it's too difficult. Not to talk about young female, imagine. They would like to

have families, but they don't have jobs, permamg jobs. It's quite difficult.0

Late Career Researcher, 1994 Groupstitution

Short-term contracts werealsoseen to have detrimental impact on research quality. A churn of
reseachers on shorerm contractsmeantloose ends were often left untiedwith efficient handovers not
always occurring. Reproducibility was then at risk, with data curation often an afterthoughtiatad
requests difficult to fulfil if researchers have left

Problems with employment contracts were mentioned léssquently byindustry researchers.

MULTIPLE ROLES

Academic researchers frequently spoke of the competing requirements of their role, and fésdisgwere
unachievable within contracted hours resulting in a need to work longer. Many spoke of the difficulties in
juggling these commitmentg for examplessee the@orkload and pressufiarea ofSection 1 in this report

A handful of respondents also spokepybmotion being tied into performance in the many facets of their
role. Withincreased focus on NSS scoressearchershadto prove ability in teaching for promotign
regardless of where their expertise or passion lay

O4EA APPAAOAOGEIT O ET OAOI O T &£# OAOGAAOAE AAT AA OAGQE

producing research and publishing researdhg institution where you work for will see you as a failure so

01 OPAAEh UT O xI 180 i1 O6A Obp OEA AAAAAI EA 1 AAAAOS8OG
PhD Student, Non-aligned University

Institutional strategiesaround promotionwere often seen aknee-jerk responseso sectorwide policies
with mention ofcolleagues who had been moved fromsearch positiosinto teaching to avoid impacting
the REF score.

02%w& EO DPOI OET ¢ O AA A |1 OAE i1 OA ACCOAOOEOA OI T
inadequate, and leading to teachingpnly contracts or8 threatening people with teachingonly contracts,
AT A OEAO EETA T &£ OEETCS80
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Late Career Researcher, Russell Grouipstitution

Researchers often feltlack of training offered in the additional rolesexpected of themsuch as budget
managemert, grant writing and managemerg again resulting in increased stress.

0.1 TTA AOGAO OAOGCEO i A Eix O 1 AEA A AOACAOh EI x (
no reason because | am actually in biology, but you knaWvat | mean? Why would | have ever written a
budget in my life or how can it be given for granted that | know how to hire a person, how to produce the

paperwork for these things 6

Early Career Researcher, 1994 Groupstitution

LACK OF MANAGEMENTIKILLS
Many were expected to take on managerial positidrysvirtue of seniority, with little or no formal training
given here. This encompassed management of:

1 Research groups
1 Departments
i PhD students

Individualpersonalities were felt to be highly influentialon day-to-day research culture. Many felt there was
not enough done by senior management within universities to ensure that researchers were sufficiently
trained before taking these positions, resultingiiradvertent poor management.

O) OEET E dblénks wé have G Ehdt pebpie fall into management by virtue of seniority and | kind of

resisted that myself because | know | could not manage people. And | think the appropriate management,

professional management of the academic community, the researehO EAU AT A ) OEET E OE

difficult thing to do. A lot of academics would be like me, very opinionated and think that they are mostly

OECEO AT A EO60 OAOU AEAEZEAOI O OI 1 AT AcA OEI OA PATE
Late Career Researcher, Russell Grouipstitution

With publishing and fundingpressures felt to be creating a competitive environmenyrisuitable
individuals fell into managerial roles this could further drive a toxic working environment. For example, some
spoke ofPIs using a managerial position to further tieir own career at the expense of others in their team.

With funding so pivotal to measures of success, some felt that issues of poor managemerdwedooked if
an individual was seen to perform well against KPlsndbe valuable to the institution.

O0AT PI A 8 xET AOAT 80 TAAAOOAOEI U AAEI ¢ GCOAAO OODPAC
AOOAT OETTh EO EO AAAI O xEOE AOO EOS0 110 AAAT O xEC
A1 O OEA TTTAU AO EO® Ox AMBA8 O) GEOEIBT ¢ OGHAE OBO®S @ OEET |

had the person not been welEOT AAA 8 &

Late Career Researcher, Russell Grolipstitution
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ACCOUNTABILITY

Mostrespondents were able to cite initiatives in place aiming to improve research culture, but there was often
the sense that thesdid not go far enoughand that crucially therevas a lack ofccountabilityin cases of

poor culture. For example, whitguideines were often given regarding working hounscommunications

etiquette, in reality thisvould not be followed upif contravened

O0) OEETE &£O01Ii 1TU PITETO T &£ OEAxh 11 OEA 1T1TA EATA UI
for example, in ourown institution, we've got an email etiquette that says that oubf-hours, out of
working hours, people must not send emails but because it's an etiquette people ignore it. There is nobody
OEAO AOGAO O1 APO AT UITA 11 OBMnthaEDiIten B em@lAtits tirde7 AT |
I £ AAUG 8"

PhD Student, Russell Groupnstitution

Further to this, manyensel that it wasin institutionsdntereststo not go looking for cases of misconduor
in some cases to overlook this)p long as KPIs wre being met Among some, there was a feeling that it
would be difficult to report incidents of misconduct if they were to occur.

O4EAOA EO 11 T1T1TA AEAAEET C AT UOEET C8 31 h EOOO Ui O £
get funding, no onereally looks in to how you do that or how you act as a mentor or what is the culture. So,
OEAOA EO 11 0OI A0G8 4EAOCA EO 11 AT 1 OANOAT AAOG8 31 h E

PhD Student, Russell Groupnstitution

There was a sense int@mviews that itwould take extreme behaviour for individuals to stand upand report
cases of poor conduct, with current practice and policy not conducive to this.

METRICS AND REWARDYSTEMS
Ultimately, respondents felt much of current research culture was driven by how institutions responded to
systemic factoraroundhow university success is measured

The REF and TEF were commonly citedtheir impact on university funding, with the KElt to play a role

in future. Rules were felt to be continually changingnd thus causing challenges for institutions to respond
and communicate this with staffhese metrics were often criticisddr being created by policy maketso

far removed from real-life practices, therefore setting unrealistic expectations.

Qu

) 060 A ET EA AAAAOOA EOB8O j4w&q AAOEGCTI AA AU DAT Pl /
AADAOOI AT 6h xEEAE AT AO Oouh OEA AiTibiEATAA EAO i

>

Middle Career Researcher, Russell Grouipstitution

Many held thewider culture of metricisation, particulgrthe REF, accountable for the increased presence of
poor culture or ratherhow these frameworks had been implementedvithin institutions.

At a top level, many could see the benefits of the REF, driving a focus on research excellence. Where this was
ineffectual,focus on metricsvas seen to:

1 Prioritise highimpact research:

1 Increaseébureaucracy.

i Provide opportunities tdgame the system.

i Encourage the view of research staff@snmaodities.
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Cherrypicking results, data massaging and inflating positive results were all behaviours sdemeasby a
need to chase metricgboth individually and by institutions).

0) xIT OIA AOGOAEOCBEBAOI 2DOEED AT A A POT AT Al & O I AT U
things in there which promote good practice but at the same time universities in playing the game of REF
tend to organise their entire research culture around elements i ET 11T 0 OOAE A CiIT A x

Late Career Researcher, Russell Grouipstitution

For manythe current systems of reward and recognition continued to drive behavithatled to
researchers feeling exploited In some cases, metrics and targets were imposeid individuals and linked
into performance reviewg creating high levels of pressure, furthering the competitive environment and
increasing likelihood for corners to be cut

07A EAOA A EAAEO |1 £ APDPIEIT OET ¢ PAI B DHIOKTT B9 : B AEC
to publish a 4star paper and get a research council grant, that is a huge amount of pressure to put on
people. Especially if in 3 years | don't do that, I'll be out of a job and at a very different place on the job
market than | am now. | don't think that universities set out to create that hostile environment in general
but I think that here we're bad at it. There is very much a view that if you don't have significant grant
ETATT A OEAT Ui O Ai1T° 0 Al O1 0856
Late Career ResearcheiRussell Grougnstitution

Metrics were seen to focus ditk boxes as opposed to quality researchdriven in part by sectelevel

metrics being translated into university measures by those in senior management who had less detailed
understanding of the reearch process. Respondents often saw these metrics as too generic and unrealistic to
achieve on an individual levesetting them up for failure.

O4EA 2%w& OUOOAI ET OEA Xpape AKddaiQ ByGtimé Andl dshdoias gou O1  E A
put that barrier on someone and the university starts snarlingatyod | 08 OA ET OEOET ¢ DPAIT Pl
O0i 1 AAO OETI OA AOEOAOEAS8G

Late Career Researcher, Russell Grodipstitution

These measures also meant thaimanities and social science researcherglt like an afterthought and

Ol AROOAT OAA Au ET OOEOOOEIT 06 Al ATEAO +0) O8

O4EAOA xAO A OAOU ACCOAOOEOA 1 AT AcCAi AT O AdI 6O60AR C
which was very science orientated and didn't particullgrvalue the kind of humanities work that | was

trying to do. | managed to make a success of it because my particular personal profile of research interests

and openness meant that | could make it work, but | was with two or three other people who realffigsed

in that environment.6

Middle Career Researcher, Russell Grouipstitution

Allof this alsoled to cynicismOEAO 1T Ax | AAOGOOAO AOI 61T A AOI OO6OA AT Oi
OEOI OGCEd 8
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ORGANISATIONAL APPRACHES AND STRATEGIES

Institutions wereconsideredpivotal in leading a cultural change in reseandtile netrics could be seen as
driving quality, it was how universities responded to and implemented these in practicetbated either a
positive or toxic working environment. Respondents generally understoadlde difficult position leadership
teams were in when responding toer-changing goalpostshut it was commonly felt that university
initiatives could be:

1 Kneejerk strategic responses to wider environmental changes
1 Top-down, dictatorial

9 Lacking transparency

i Paying lip service to complex issues.

0) AiT180 ETix xEI AAAEAAO OEEOh AOO Oi i AxEAOA ET

urgent imperative forREFRs what is suddenly messaged down to therest®f08 /T A 111 OE EO x

god, impact is the most important thing in the world and we must all stop doing everything else and just do

impactd Next, itwillbe®@ i 08 OA 11 O CAOOEI ¢ AT 1 OCE OAOAAOAE COAT (

researchgrant® ) O6 0 AT OEOAI U AOAEOOAOU O OEA OAOO 1T &£ OO

OEi A8 ) O OEEAOO AiT OOAT 61 U8 ) O8O0 AGEAOOOETI C AT A EC
Late Career Researcher, Russell Grouipstitution

University initiatives were often driven liflose in management roles seas too far removedrom research
(similarly to policy makergjmeaning metrics were meaningless in everyday practicand in some cases
unachievable. Thosin very top-down management systems were seen to suffer most, withdeshannels
available to address such issues.

O4EA xAU EO xAO AiTA xAO OEAO 100 1T &# OEA Al OA AOAC
OEA DPOiT Al Al xAO OEAO OEA EIT AEAAOI OO0 OEAI OA1 OAO xAC
01 OAT 1T U O1 OAAI EOOEA8 )OO xAO EAOA O OAA Ei x Al UAIT Z
i £/ 0OE$ OOOAAT OO0 xAB8OA Ail AgpAAOAA O EAOA ATl EIC
EAOA OE@ 0E$ OOOA Adt @adystudehtdin thesyson | cir@dly e the, and

OEAO8O OEA 1100 )60A AOGAO EAA AO ATU 1T A OEiIi A8 4E-Z

Middle Career Researcher, Russell Grouipstitution

Respondents often felt that instittions were too driven by metrics and reacted ikneee-jerk fashionto fit
government policy. Further to this, there was sometimiaek of transparencyfrom management as to the
changing KPIs and success measures used.

0) OEET E A A lkkdralknvitorheds: iBstE@iEnE [Re universities can sometimes kngark in
terms of changing their strategy. For example, if building a reputation for fundamental research has been a
key strategic priority, with perhaps a lack of funding in that aredut funding being offered in other areas,
such as in the UK there's the industrial strategy challenge fund, institutions are clamouring to secure that
AO0T AET ch AOO ATi bl AGAT U AEAT CET ¢ OEEIT c086

Middle Career Researcher, MillionPlus Groupstitution

There was sometimes a sense that universities talked the talk in terms of creating a positive research culture,
but initiatives could sometimes appear to simgdgty lip serviceto the problems or not go far enough to
addressghem: the focus on metrics and sugss measurewasof more importance.
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the actual end goal is, shall we say. Why these certain decisions are made is sometimes not clear. It would
AA TEAAO OI EAOA I1TOA T £ A1l EAAA xEU OEAOA OATETO

PhD Student, Non-aligned University

In morepositiveresearch culturs, there were channels for researchers and senior management to interact,
with policiesand initiatives developed in collaboration rather thantop-down.

LACK OF DIVERSITY

As mentioned previously,ademia was often described as primarily comprised of white, midtiss,
middle-aged males, with the average research team still lacking diversity. Having an inclusive, supportive
environment was seen assential to doing goodresearch

Widerissues inthe UK education systemwere party seenas a cause of lower numbers of women going into
careers in STEM research. This was made worse by the prevalence ofesinotontracts and highlworkload
demands making a career in research unsustainable for womevith children, with childcare arrangements
typically still falling to them.

A handful of respondents highlighteal distinct lack of diversity, or support, seen in relation to disability in
academia. Many respondents felt there was increased focus on mbhatdth awareness and support, but
that physical disability and chronic illness were overlogketiich manifested in

i Grant applications: Application forms themselves may be inaccessitel, while sipport for
disabled researchers may well be offered byding bodies if successful, this is not made clear at
the application processtopping many from applying

1 Interview process:Often requiring fice-to-faceinterviews with Skype not offered omalack of
accommodation for BSL needs.

i Meetings and conferenceslnaccessibilityfor those with physical andf sensory impairments

As well as these functional considerationsyigating these situationsaused further stress and anxiety to
researcherspften along with afear of disclosingbeing disabled

"l think if they were to be more inclusive, | think the actual research outputs could be more diverse and |
think that, to me, | see research a little bit that they recruit people who are very similar. Like if you have a
football team and every player had the samskills, do you really expect the team to excel and that's what |
think | do with research, or to a large extent with academia. You want different people who have different
things to offer. Sometimes you need someone who can run quickly and sometimes ylboneed a
goalkeeper. You don't want them all to run quickly."

Early career researcher, MillionPlus Group Institution

While lack of diversity was highlighted as an ongoing issue, there were a number of initiatives cited that
looked to actively change thapparent lack of diversity anehitigate discrimination, such as:

i1 Athena SWAN: focusing on improving gender equality in the sector
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1 Unoonscious bias training run institutionally
1 Flexible working hours to allow for childcare arrangements
i1 Improvements to he physical environmerg disability access, adjusting desletc.

There was often a sense that universities were aware of the need to focus on workforce diversity, with such

initiatives in place, but there was still a long way to go.

O/ OAOCAT 1 MAIECE AOGFM QOTOEMMOAGO A 1T AET OEOU 1T £ xEEOA DPAT

ur 6 ¢ci AcCAET O1T 1 AT ACAi AT 68 UAAEh ET 1T U AAT OOAhR UI

910 ETTx EOBO OIi AOEET ¢ OEAO EO A xEEOA Al APEAT O E
Minority Ethnic, Early Career Researcher, Research Institute

Some respondents stated that there were often strong initiatives in place and support for students in terms of
diversity and inclusion, but that this wasll lagging for staff support. With student satisfaction being used

as a measuref success, respondents felt thimpetus was therefore on improving the student experience

more than staff.

FUNDING ARRANGEMENTS
Funding constraints, changes and processes have contributed to

i1 Fewer butlarger grants.

i1 More shortterm than longterm grants.

1 EE DPEAOCEO-El DAGEBCBOAOAAOAE AO OEA bllesBlesedidh. | £ A
This is coupled with mnore financially prudent university system pladng more emphasis on external grant
funding and undergraduate teaching at the expense of univerityded research.

Industry researchersdid not feel these financial constraints to the same degreethe pressures of internal
university budgetary constraints did not apply.

FOCUS ONMPACT

Many researchers felt there waso much emphasis on proving the impacbf the research igrant
applicationsg meaningthere was less attention and funding giventitue-skyresearchjn whichthe O O-A A i
x | Odpgliéations were not immediately obvious:

O 4 Ee& Gearly some underfunding fdslue-sky research, which is a big issue. There's a drain too for us, so
some pressure to have applications and to have some impact within a short amount of time, which is not
reasonable when you do fundamental stuff becais EO OAEAO UAAOO Oi i AOGEI AO Qi

Middle Career Researcher, 1994 Grodpstitution

Funding bodies, through emphasising impact, were seen to prioritise certain research subjects and techniques
at the expense of a more diverse rangef areas and methodologies This in turn pushed academics to
produce research not directly related to their interests:

Ofr 4EAU OAUY O4EAOA AOA OEA OAOCAO AOAAO A O OAOGAAC
AOA AAET ¢ OO1 AxkemBly norsbbtlex|fs st Bn egséntially topdown approach to what
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still blue-sky, but using techniques and whatever methods that are in fashio x EOE OEA OAOAAOA

Late Career Researcher, Noaligned University

Some researchers voiced further concerns thegssure to prove impact will worsen after Brexit If funding
dries up from European research councils, researchers will be relmat on British funding bodies who, it is
feared, might place increased importance on the economic impact of the research.

FINANCIAL CONSTRAINS
The stress placed on the impact of the research was felt to be indicative of the wider academic culture, one
that was becomingncreasingly financedriven:

O/ 1T A OEET ¢ OE A O-emiphai©dn appliedErdskakrh. Eh@ idéadnht @esearch shouldegate
ETATTA 1TO OEAOA OEI 61 A AA OAI OAh 11T 1TABAOU OAI OAR A
Late Career Researcher, Russell Grolipstitution

University financial constraints were enlarging the importance of externally funded research, velilsting
opportunities for internally funded academic research

051 £01 AAA OAOAAOAE EO £O0I1 x1 AA Owrhdads &at, especitlly @dtab OA OO

research carries. The constraints of the number of grants and the avenues for funding from govents,

AOT I AEAOEOEAOh &EOiI I A@OAOT Al 1T OCAT EOAOEIT O AOA AR
Middle Career Researcher, 1994 Grodpstitution

In a constrained financial environmenindergraduate teachinghas been increasingly prioritisedas a
principal source of funding. In teachisigtensive universities in particular, decreasing emphasis was being
placed on research in favour of more profitable aspects of university income.

Further to this, researchers perceived that there was$ enough research funding availableand that the
overall amount had diminished. This meant good research often weruned and there was increased
competition between researchers to secure fewer grants:

Oi om T O nom T £ xEAO CAOO CEGAI BEG@O KR oM @i A AENOME TEE U
a lottery situation where the middle portion of submission is decided really on the basis of a lottery. And

OEAO EO AAOOAITU 110 A OATOEAT A xAu O1 Ail1 OEIT OAb
Late Career Researcher, Russell Grouipstitu tion
SHORTTERM FUNDING FOR LABE PROJECTS

It wasfelt that funding bodies were offering fewer small grants and laegn grants. Instead, the emphasis
on impact, as well as financial constraints, had driven a fixation on faster research outputs:

™

O 2 A OHidblilvery much aroundshot© AOI ET OEA | AET OE OU 8-tertnAMomey id 6 O
often short-term. So the shortterm obsession is very beneficial because it does push things forward. The
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fresh blood in with fresh money and stuff or basically the people who have driven it forward to start with
POl AAAT U OOEEAO8BDG

Middle Career Researcher, Russell Grouipstitution

Short-term funding cantracts were a particular concern, wiglotential to impact research qualityVith no
allowance for delays, data curation became an afterthoughipacting reproducibility .

It was felt that ck of funding for smaller projects meant maniehe areas of reearch were excludednd
ECRsvere prevented from accessing fundimghilefundedprojects wasted grant money:

Oll OEA OIiAll COAT OO0 EAOA CciTAg ) AiT680 1TAAA COAI

some time off, or a total of £50,000 EEA OEA ET AADPAT AAT O O1 AEAT OAOAAO-Z

OEAUB8OA OOAE A xAOOA 1T &£ OAOTI OOAAOG8 O0AT PI A AOA |1 AEE

AOACAOOh AT A OETOA T1T1U T AEA OAT OA ET x®&A EAOA OAE
Middle Career Researcher, Russell Grouipstitution

In the REF, and the funding system more generally, there werentives to win large amountsof research
money, but nondo spend the money well or conduct the same research with a smaller grant.

PROCESS OF APPLYING

Thelow success rateof grant applications meant thad lot of time was spent writing multiple applications,
adding pressure to already full academic workloads. Researchergngtitutional support for application
writing were much more satisfied with the process than those who were left to do it by themselves.
Availability of this supportwashighly varied across the sampgeoften put down to how supportive their
immediate management team were.

In this pressured environmentesearchers acknowledgetiere wastemptation to overstate your

preliminary resultsin applications althoughno oneadmitted to thisthemselves:

O0AT PI A AOA AoPAAOAA O CAO COAT Oddimira®daiaOO EAOA A
0OAIT Ei ET AOU AAOA EOT 60 1TAAAOOAOEI U OAOEEZEAAT A Au A
I OAOOOAOA Ui OO POAIEI ET AOU OAOOI OO ) OOODPAAO EE EC
something lknowcou A AAOEIT U CAO AiTA8 ) [T AAT Uil O AAT EOOO ¢

Late Career Researcher, Russell Grolipstitution

PUBLISHING SECTORPROCESS / MODELS
The pressure to publish in higlmpact journals, within short timeframes, wagecurring theme through the
gualitative research. This pressure came from:

i University management, concerned about metrics.
1 Funding bodies, who used previous publications as a criteria for funding applications.
i Other researchers, publishing in the same field
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As described earlier, any researchergparticularly ECRs on temporary contractslt careerpressureto
publish high volumes of academic research, on top of their administration and teaching obligations.

The current publishing focusn high-impact journalsvas perceived to lead tmisplaced prioritiesyith

university metrics and funding bodiegen tovalue whereresearch was published more than its quality

B7EAT ) xAO AT i EIC OEOI OCER EO x Aao nkededtibipdlishihtheh A A ¢

glamour mags, as they're called, so mainstream science media, because this is what the fellowship panels

are looking for and they assess those as highi PAAO AO A xAU O1 [ AAOGOOA OEA
Middle Career Reearcher, Russell Groupnstitution

Similarlyto funding,respondents sawpublicationrate beingused as a easymetric with which to judge staff
performanceand there were concerns thdhis pressure to publishalso emphasised volume over quality

O5 1 Bitedddd the whole research area is much more managed than it was, we make judgements based

on metrics and that can include journal impact factors. It can include numbers of publications, numbers of
citations and these are things which, in anidealwofid UT O x1 O1 AT80 x1 OOU AAI 008
Ol i AGEET ¢ OEAO Ui O &£ O01 A ET OAOAOGOET ¢ AT A EAA OAIl OF

Late Carer Researcher, Nofligned University

INCREASED COMPETITNO

This pressure was, to some extedtjven by the competitive nature of academigublishing. There was
alwayspressure to complete projects quickigr fear that someone else would publish similar research,first
but there was a widespread perception thiflis competition had increased

O4EA POT EAOOEIT T EAO dlksh dlbkedidd0 ydars butiite palyd lenBtids indhe fop 50 A
journals have more or less remained constant. I'm not expecting to just publish in top 5 journals but because
these can become very crowded than the ones which are much further down... | thipieee of research or

El OOT Al 1T 0 PAPAO OEAO AT OI A" OA ¢ci O ETOI A Oi b ET OC

Early Career Researcher, Nealigned University
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SECTION 3: PERCEPTNS OF WELLCOME

THE CURRENT IMPACTELLCOME HAS ON RESBEHCULTURE

4ET OCEOO AOI OT A 7ATT1ATT A8O AOOOAT O Ei PAAO 11 OAOGAA
respondents. Some of these accounts were positive, describing specific examples where Wellcome had made

a beneficial impact on culture within their owasearch community. However, others argued that, as a major
funding body, Wellcome played their part in the systemic causes of poor research culture.

OPEN ACCESS

A small section of respondents demonstratedax AOAT AOGO 1T £ 7 Al 1 thprovilirgOpe T 1 1 E C
access fopublications they fundand itwas seen to haveomewhat addressed the issuebeing raised

around the replication of existing research.

Orhings like open access publication. The Wellcoffrest signed DORA, | think that that kind ofvillingness
to embrace a norstrictly metrics driven approach is importart

Late Career Researcher, Russell Grolipstitution

LOBBYING

SomeOAODPI T AAT OO0 11 OAA 7A11 AT T A0 EEOOI OEAAT 11T AAUEI]
academic reseaftto government as driver of positive research cultureBy representingacademics, some

felt they did much to encourage government lmvest morein scientific research, ensuring more institut®n

and research groups were wdilinded to perform effectiveesearch.

O0) OAAIT1TU 1EEA Eix OEA 7AITTATT A 40060060 OAATT U AAGO
PAOI EAT AT O AAT 0O OAEAT AA8 ) OAAIT1T U T EEA OEAOh AT A
important when trying to get funding because members of parliament are normal ordinary people like you

and |I. Some can be accountants, some can be a bus driver, but they will never truly understand the

importance of research, and why we need funding, and how it can benefit thel @ OA OO OEAOG6 O x E/
7ATTATT A 40000 AAT Pl AU AT ATTOiT 00 PAOOS8S

Early Career Researcher, Industry

FUNDING SSUES

However, Wellcome waseenas having a more negative influence on research culture by a few respondents,

who felt that their methods of allocating grants were leadingto avastguA A Ox AAT OEA OEAOAO
OEAOA 110068

Some respondentbelievedOEAO 7AT 1T AT 1T A0 117 OAI AT O AxAU £01T1 OI A
grants for senior fellows has resulted idecline in opportunities for junior academicsand an incease in

stress and pressure for therHowever,  is worth mentioningthat mostascribedthis to research bodies in

general, with only a few mentioning Wellcome by name.

O7AT1h ) xAO OAAIT T U AEOEAAOOAT AA xEAT OEAU AEAT CA/
know, they used to offer individual research grants and larger programme grants that were on an epalh
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basis, and that was brilliant. When they made tt decision to stop doing that and to go to more kind of

funded fellows, senior fellows that kind of removed that opportunity of funding to a large percentage of

the academic population. It had a huge effect, honestly. It was horrendous when we found bat the

Wellcome Trust had made that decision. In my nainit was a very poor decision. we had huge chunks of
Wellcome funding and that just removed a lot of that opportunity there. We have Senior Wellcome Fellows

who are funded now, and that's brilliah but what it's done is it's kind of created a dichotomy again. So

you've got your very, very welfunded, very, very well ... research labs that have many, many people in

OEAI AT A OEAT UI OO EOTET O I AAOOOAOO xET AOA 0000CC

Middle Career Researcher, 1994 Groupstitution

UNIQUE POSITION

Respondents agreed that Wellcome should play a vital role in improving research ctidiieat Wellcome
wasuniquely placed to play an integral role in driving positive changewithin UK resarch culture. This
opinion often revolved arounthe following three Wellcomaittributes.

PRESTIGE

7ATT AT T A0 POIT T ET AT AA x E Giled ManprEspond@dCeArmadk@EthedE@asd | A x A
of the strongest funding bodies in the country reamgnised by researchers across a range of disciplines as a
particularly prestigious bodfrom whichto gain funding. With demand for their funding so high, respondents
indicated that Wellcome enjoyed a uniquely powerful platform from whiclexert influence over

researchers and their behaviours

0) O0O0bbPi OA AAEI ¢ OOAE A POI i ETATO TOGCATEOGAOQEIT ) (
heard. So hopefully whatever comes out of this research, the Wellcome Trust can use its profile, its
reputation to convey some really strong and powerful messages that will hopefully lead to some kind of
AEAT CA80
Early Career Researcher, Russell Groupstitution

TRUST

.10 TT1TU AEA OAODPIT T AAT OO0 HAAT OEAOThérdwat dcommbs O OT E A
perception thatWellcome had established an ethos of reliabilityand rigour that made them a respected

body within academic researchs/fatrusted figurehead, any direction they take would be mirrored by large
swathes of the academic camunity who havefaith in their judgement.

0&01T i1 OEA OAOAAOAEAOOS DPIOGEOGEITh 7ATTATTA EO TTA I
their mission and their values. | think that Wellcome should be working together with the government and
IAAAET ¢ OEA xAU A& OxAOA86

Early Career Researcher, University Alliandastitution

INDEPENDENCE

Finally, respondents regularly recognised that as a funding body awitbnomy from government,
Wellcome is uniquely placed to be a trailblazer for enactihgnge within the sector. Most funding councils,
such as those within UKRI, are quasionomous norgovernmental organisationsubject to a range of
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bureaucratic processes that limit or slow down their ability to enact impactful reform. Asdapendent
charity, free from parliamentary jurisdiction, many felt that Wellcome enjoyed an agéodictate and alter
how and where they allocate grants and funding This freedom led some to fetilat Wellcomewere
somewhatduty-bound to set a precedentfor otherfunding bodies to follow in driving positive reforms in the
funding allocation process.

GDne of the things that is great about the trust is that because it's not a public body, it's only accountable
to itself and the charity commission so if it wants taigke out in a new direction, then it can do so much
more promptly than a research council can. All it has to manage is its relationship with its research
community and to some extent its public relations. It doesn't have to be accountable to parliament, i
doesn't have to go through endless consultation processes, it can just decide, but, it also probably has to
accept that the time it takes to make a significant culture change, it can be a generation rather than a
year.0

Middle Career Researcher, Russe&lroup Institution

RESPONDENRECOMMENDATIONEFORWELLCOME
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INVOLVEMENT IN TRAINNG

A common recommendatioacrossinterviews and cecreation workshops was for Wellcome to establish or
promote training progranme for researchers. It was argued that Wellcome could run training on a range of
topics to address the issue@dentified as negatively affecting research culture.

MANAGEMENT
Courses on how to manage amdentor staff effectively wergoarticularly popular arangst latercareer
researcherswhooften described being promoted to Pl or management positions on the basis of the
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research outputdespite having relatively little knowledge or experience of managingWhilelacking the
skills awarenes®r supportto mentor theirPHD students and ECR#ectively, managers like this would be
left feelingequallyunsupported, undervalued or isolated.

It was often suggested that Wellcome could lead the wagither providing this type of training to
researchers or champning universities that already provided it, in order to encourage other institutions to
follow suit. Respondents suggested that this training should:

Be led by experienced academics, with proven success in mentoring ECRs

Offer advice on how to deal wittlifficult personalities

Help develop understanding and how tecogniseand respond to mental health issues
Aid leaders to manage finances effectively

=A =4 =4 =

O &£ ) AAAEAA O AAATI A A o) TA@O UAAOR ) AJEHMBAB G AO
something that should be mandatory and is lacking at the moment, to have successful Pls who are very

good managers. To understand different personalities, to know how to listen to different opinions, to

understand that people might not be comfortalel working under pressure, having to solve problems in a
particular way, to understand diversity and be able to communicate despite differenaes.

Middle Career Researcher, Research Institute

DELIVERING AND RECANG FEEDBACK

Respondents in the coreationworkshops identified the feedback process as an aneahichresearchers of
all levels could benefit from trainingandcould include how to deliver feedback and criticism in a
constructive manner. Some respondents, particularly ECRs, acknowledged teabdhe nature of the
research industry and high standards set by institutions, mentors were often heavily critical of theig work
showing little empathy around the time and energy spent on their work whichwas often a driver of
increased pressure anddling unworthy or isolated.

Equally researchers identifying as working in positive research cultures often describedittfiercement
received from mentors as key to enhancing their work environmastyell as the quality of their research
output. Theefore, it could be beneficial for research cultures if Wellcome were to provide training on how to
positively reinforce staff and offer supportive mentoring

On the other hand, more experienced researchers in themation workshops felt that PHD studenand

less experienced staff could benefit framaining on how to accept and manage criticismThey thought

ECRs were sometimes unprepared for the scrutiny their work would face, and as a result, felt the criticism
they received was too personaleading to a loss of confidence and enthusiasm. It was felt that Wellcome
could help to prepare ECRs fatademicscrutiny by providing training sessions or tipstaw to

depersonalise criticism and use it in a constructive manner

WORK-LIFE BALANCE

Respondents felt Wellcome could do moredivare good practiceghat create a better workife balance for
researchers. For instance, respondents suggesked Wellcome could share particularly positive initiatives
from workplaces that enable staff to baore efficient or minimise hours in the workplaeg.working from
home schemes, flexible working hours or refined administrative sysjems
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It was also felt thaeducating PIs on how a positive worlife balance helps to improve the efficiency and
quality of researchwould lead to a positive cultural change. It was described teamleaders imposed an
expectation of working unhealthy hours based on their outdagegberiences and could not comprehend the
benefitsof shorter working hours for staff. It was thought thatidressingheselong-standing beliefs would
require training legitimised by an established body like Wellcome.

NORMALISNG POSITIVE RESEARCHICTURES

Severakespondentsemarkedthat all of thistraining must be accessible for all types of researchers
regardless of experience or position within the team. It was argued that instilling positive leadership qualities
in ECRs who are yet to hold leadbip responsibility would help to drive positive research culturabiilling
empathetic, supportive and healthy work practices amongst future leadersSome identified the early

career fellowships as a good place for Wellcome to start encouraging teakavanormalising collegiality

within research.

0) I EOOO OEETEET ¢ AAAA Gténlard fellowshipLedddayb@ B & thak potD A OA C
already we start valuing the research culture and how the person contributes to the wider researdiue)

rather than just to the research field and publication, and so on, that might help, you know, growing a new

CAT AOAOEI T 86

Early Career Researcher, 1994 Groupstitution

LONGERTERM FUNDING-OR PROJECTS

PhD students and postiocs often indicated theWellcome, and funding bodies as a whole, could help to
improve research culture by providing longtrm funding for projects. They often described the
detrimental impacts short-term funding had on their lifestyles, with the resulting shortterm contracts
bringing job insecurity and increased pressure to constantly secure new wankerterm funding would
encourage institutions to follow suit and prowdtaff with longer contractsbringing greater job security
stability and potentially alleiating stress

O He way that is working now, is that you work with small contracts, so you don't have the stability to plan
your life. You're more worried for the next year, but not for building your career. You're worried about
DAUET ¢ OEA AR goingo Happén atter thisscdn@a@ 6

Early Career Researcher, Research Institute

Furthermore, all types of researchers tended to acknowledge that providing letegen funding would have
apositive influence on research qualitff was a common comgpilat that shorterterm projects brought
extremely tight, and often unrealistic, timelines. The quality of the research and the mental health of
researchers suffered as a result of this time pressure, with staff working unhealthy toocwanplete the

work in the timeframe and feeling forced to rush methodologi€dome even described nbieingable to fully
complete research projectss the funding and contractsed expired before the experimentation could be
concluded. Longeterm funding was thought to mvide researchers witmore breathing space to think
creatively, re-evaluate and perfect experimentation, enabling them to deliver more rigorous and accurate
findings.
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CHANGES TO FUNDINGRITERIA

Respondents felt that Wellcome coutltiveimpactful changs to how grant applications are assessed and
funding allocated. They identifiedeveralmeasures Wellcome could implement to shift foaqusre towards
guality and creativity, as opposed to valuing quantity and impact

REWARD RIGOROUS ETE$

There was a prevalerndea that funding criteria wera core driver of scientific misconduct Many argued
that the nature of funding criteria, which rewarded researchet®o had published in highéampact journals,
encouraged negative research behaviowssch as deliberate embellishment or distortion of scientific data.

With funding consistently granted to those with impactful research, teams that conducted rigoesesarch
to exemplary ethical standards only to discover null datavere often overlooked fofuture funding based
on the lack of impactful findings, as opposed to their ability to perform excellent research. Numerous
respondents felt this was a systemic issue that cultivated negative culture in whitlonstrating impact
was prioritised over soéntific conduct.

Consequentlyrespondents commonlguggesedthat Wellcome should amend its funding criteriareward
research teams that exhibit good research cultures and rigorous ethic3his suggestion was particularly
popular within the cecreationworkshops, where respondents were able to discuss methods of implementing
it. They suggested that Wellcome could

i Set a precedent by assessing the health of a research environment, the satisfaction of their staff
and the rigour of their work prior to allating funding.

i Take into consideration research findings that may not have been published but exemplified high
ethical standards.

Rewarding rigorous research methodologies with funding ccwétp reduce temptation to embellish results
to show impactwhile promoting positive, ethical research practices in the pursuit of funding.

E #/ 52! BLMES&Y4 () . +) . ' &

As mentioned before,a@spondents often commented that funding criteria were so focused on impact and
community benefit itstifled creativity and exploration. Manybelievedgovernment had cultivated this
obsessionwith research projects that had a less obvimugcomeoften overlooked as a result.

2RA0PT 1T AAT OO OACOI AOI U E bleBKR@ABRIAE OIEQAD BDEIABMAIR®@ DD 1T OU
scientific research and were often tlseurce of many scientific breakthroughs Therefore, it was

recommended that Wellcome either reduce the significance that perceived research outcome plays within

grant applicationsor set aside funding specittally for blue-sky projectsin order to encourage research

teams to continue working in an experimental fashion.

A think fundersz the Wellcome Trust or The Research Courgdihey should truly stand by pronouncements

that are made over things like notising citation metrics and impact factas, things like that in decision

making over promotion and appointments. | think they should be less fixated with the perception of success

of research. | think that when you work in academic research everybody daesething different, some

people will work on things that are directly related to a health benefit or the development of something

that would truly benefit people. And other people are doingueskyOAOAAOAE 8 I'T A ) OEEI
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that fund need to coninue to fund people with good ideas, almost irrespective of the area that they are in

AT A OEA Eiil AAEAOA DPAOAAEOGAA OAI OA T £ OEAO xI1 OE8 )
development, medical developments, breakthroughs, they come fromsdne ET ¢ OEA O8O AT | Pl
unexpectedo

Late Career Researcher, Russell Grodipstitution

BASE DECISIONS ON EHHMERIT OF THE APRCATION

Respondents also suggested thétellcome could place less priority on the publication recordf the

individual submittingthe grant, and instead more on the quality of the research idea and methodology. It was
felt that, as publication records play an important role in the granplégation process, access fundinghad
centralised around amver-shrinking pool of successfy senior researchers

Researches with fewer highimpact journal publications to their name were often overlooked in the
application process, which led tocreased pressure and job insecuritySome respondents felt that more
research being performed by select few hadreated a uniformity of ideasthat could weaken outputs.
Therefore, respondents often suggested that Wellcome should set the toshifting this funding focug to
level the playing field for all researchers

(Orhe other thing is itscurrent emphasis on funding people rather than the science. In my opinion, those

things are both areas where it needs to diversify. | think its fine to fund people, especially junior people,

through specific fellowships, but the fact that if you haveagdo OAEAT AA EAAAh AOO Uil O
four Nature papers in the last five years, then that rules you out from getting funded by the Wellcome
400008 'O A i1 OA OGATEIT O 1AGATh ) OEETE EO8O0EDOOD
level, you're thinking about three or four PNAS level papers in order to have a chance of getting funding

from the Wellcome Trust at a junior level. | think that's another thing where they need to diversify and, to

some extent, go back to where they weiefore. They need to look at the science in proposals, rather than

the scientist and their publication record

Late Career Researcher, Russell Grodipstitution

ENCOURAGE GREATERMERSITY IN RESEARCH

A number of respondents from minority groups arglthat the Wellcome grant application process was in
some waysymptomatic of the failure of the research community to promote staff diversity. It was
regularly suggested that the focus on publication record and reputation allowed established resea@hers t
dominate funding channels.

Theserespondents voiced a belief that thésnallgroup of successful researchers is overwhelmimghde up

of non-disabled, white men. Respondents recommended a number of measures Wellcome could introduce
to its funding alloation process in order to provide greater opportunity for minority groups and encourage
wider diversity among researchers:

1 Anonymising the grant application process to prevent unconscious biasesf funding
decisionmakers from having any bearing on whacegves funding.

1 Assessing and revaluating the funded base of researchers (in terms Of ethnicity, gender and
disability) on aegularbasis to ensure Wellcome catentify under-funded groupsof
researchers and allocate future fundit@redress this
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i Allocatingextra funds and support for those with additional needdo ensure greater
accessibility for disabled researchers.

i Appointing morediverse groups of academics to grant assessment panels

1 Oneinterviewrespondent suggested thad b1 OKBE DA E [ i€rnovAr@tessandto
rectify the systemic lack of diversity.

For the most part, these suggestions were raised by those with protected characteridbiever the wider
sample were generally acknowledging of the current system favourertgin individuals and the need for
this to be addressd, although this was often not their top priority for improvements to research culture.

MORE OPPORTUNITIESOR ECRS
Many respondents felt thatVellcome could do much to improve the current difficultes facing ECRm
securing funding and contractgas detailed throughout this report.

PROVIDE A MORE DIVESE RANGE OF GRANTS

One remedy proposed bseveralrespondents was for Wellcome to diversify thgrantsz particularlytaking

a stance in reinstatig smalle grants with more extended tinfeames whichwere thought to be welbkuited

to ECRs, who masequire time but not huge amounts to execute their research ideaAlso, by being small,
these grantswvould not attract the attention of the more established academicavho currently dominate
the industry and in this way would give more ECRs a chance to access funding and prove their ability to
perform successful research.

(8o Wellcome used to fund smaller project grants throughout the university systemsy éimey stopped

that and they have put their money into bigger, larger grants which is fantastic if you're in the right place
and are able to get that funding, but obviously there are fewer of them. So then the numbers are dropping
and they're still droppirg, and that | think is impacting the way we educate our future scientists across the
university itself.6

Middle Career Researcher, Russell Grouipstitution

SIPHON OFF FUNDINGRECIFICALLY FOR ECRS

Some respondents felt that Wellcome should offer grants exclusively to ECRs. Many respondents described
how the competition for an eveshrinking funding pot was such that even small grants wargeted by
experienced researchers as a means of meeting timewn targets.

I 1T 0i AAO T £ AoPRAOEAT AAA OAOAAOAEAOO xAOA OET QGCEO C
with a risk that a good application made by an inexperienced researcher could be surpassed by a more
experienced competitor. With manrespondents determining that investing in ECRs was key to improving
research culture, designating certain grants exclusively for this group may be the best way to ensure they are
provided with a genuine opportunity to develop their career.

MOREOPPORTUNTIES FOR ECRS TO COABORATE

A fewECRSdelt that Wellcome couldhost networking events to encourage collaboration between

researchers across different institutions. This was especially common with ECRs who felt isolated or
unsupported by their current mentors. They often said that these sorts of events reduced the reliance a PhD
student had on their appointed supervisor and enabled therad¢oess guidance and suppoftom
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alternative avenues. In an industry where jobs were shemntn and difficult to secte, networking events
were also perceived by some as a platformifearing about new employment opportunities.

(Possibly provide more opportunities for PhD researchers to collaborate between research groups, probably
because it feels like we're inldtle, tiny bubble and | guess we've all got work to do and that's what we do,
but no it is a learning opportunity where we could diversify a little kat.

PhD Student, Russell Groupnstitution

CHANGES TO PROJECTUBERVISION BY WELLQ®E

Thereseemed to le consensus that Wellcome could drive positive change and alter the behaviours of
negative figures within research communities &glopting a strong stance on project supervisionlt was
often commented by ECRs that instances of bullying, harassment ontifagemisconduct within their teams
could easily go undiagnosed, as there wdsar of reprisal Although many acknowledged that Wellcome
already had high expectations of behavioural and ethical standards, some felt that divexd action was
required to identify and eradicate poor practice For example

1 Random,spot-check supervision®of funded research environments to evaluate the wellbeing of
staff and the rigour of their research methods.

i Providing amlanonymous platform to report negative behaviour (g. bullying, misconduct).

Post-analysis of research tadentify any replicability issues or scientific misconduct.

i Continuing to have a firm stance on instances where negative practices were identified, setting
example o zero tolerance for others to follow.

=
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bullying, they would take the funding away. | believe that was done either last year or the year before.

When they did that, that was really powerful and that just started the discussion within my environment

with lots of different people and | hope made people recorsidheir actions. So, implementing and being

the leaders in that | think is supepowerful, especially because they do fund so many people.

Post-Doc, Industry

SUPPORT FOR OPEN PUESHING

A number of respondents praised Wellcome for their commitment toyiling open access to the research
conducted through their funding. However, when describing other funding bodies, respondents mentioned

the issues around limited access to research findings. Some now felt that Wellcome could use its status within
the industry tochampion the benefits of providing open access

A few even suggested that Wellcome couldive towards providing open access to data setsSom research
projects. Not only did researchers identify that this information would be valuable for tleattess for
research purposes, but that it woupdovide even greater transparencylt was felt that, vith data sets
universally available, they would come under greater scruéinglinstances of scientifimisconduct would
be more easily identified and esearchers deterred from unethical practices

E3() &4 , % 2.) .
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USING ITS INFLUENCEHORE WIDELY
Respondents identified a number of ways that Wellcome cduither benefit research culture by using its

influence over government, institutions and the publicdivess the \alue of academic researclnd the need
for continued, or even increased, investment in the sector.

Government

PHarness their
autonomy to play a
key role in
influencing
governmental policy
and shaping funding
trends nationally.

FA_obby the
government to shift
their focus away
from REF and TEF

metrics as a measure

in the grant
allocation process.

FStress the
importance of 'blue
sky thinking' in

research, shifting the

focus away from
perceived impact.

-

Insttutions

PHold institutions
accountable for any
negative research
cultures identified
within their
environments.

Blacklist institutions
from funding rounds,
and not reinstate

them until they have
proven to have
addressed bad
practices.

RJse their influence
on institutions to
encourage them to
communicate their
research with the
public.

FAddress negative

public perceptions
and a general lack of
trust in scientific
research that have
been perpetuated by
negative media
headlines.

FProvide greater

transparency to the
public on the process
of scientific research
highlighting the
depth and rigour
research projects
adhere to in drawing
their conclusions.

A think that maybe one of the things Wellcome could also do is engage better with government to try and
perhaps change the focus dREFoutputs as a metric because this is what is the game in town, Nature

PDPAPAOON
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AT A OEEO EO EI x

x Ad OA |/

took more into account a more holistic view of individuals rather than just fop@per outputs then perhaps
that would be a better way of measuring individuals and departments because at the momentVe take a

01 APOET O
members of staff and studats.o

I £

i OO6DPBBON

AT A OEAOGB8O
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Middle Career Researcher, Russell Grouipstitution

A think linking with general public would be very important and Wellcome has datellar work out of that
with their initiatives 8 It's a box ticking exercise for institutions and | think that th@/ellcome needs to do
some work to make sure that this is not because they need to in order to get that grant or to be in a good
RERposition, but it's a social responsibility of researchers. We love learning new things, we should love
communicating those ¢ general population and especially to those who might be directly benefitted from
our researcho

E3() &4 , %! 2.

)

Early Career Researcher, University Alliandastitution




SHIFT
LEARNING

SHOWCASE DIVERSITY

Respondents felt that Wellcome wamiquely placed to raise awareness of the lacdf diversity within the

upper echelons of academic research, and champion the benefits diversity brings to research communities. A
number of methods were identified:

i Celebrate the work of researchers from minority groups within public spaaesouragng
aspiring researchers from similar backgrounds to pursue a career in academia

1 Promote institutions that have taken measures to make their work spaces inclusive and diverse

i Consistently champion the benefit that internationalism and diversity bringpdth research
cultures and the quality of output

1 Onerespondent with ghysical disality explained that Wellcome could take the lead in
addressing some of the barriers that researchers from minority groups face in develaping a
academiccareer. For ingtnce, investing in conferencing software, such as Skype, to be used at
events and conferences to make them more accessible for those with physical disabilities.

(iversity is important. It's the top of your list for good reason. One thing that the Welioe could do is
help people like me at my age group, white midelgged men, who are the vast majority of my colleagues,
to really understand the benefits of diversity and what diversity brings.

Late Career Researcher, Russell Grolipstitution

QVellcomecan help hugely on those points of making conferences use technology/IT solutions, doing these
things remotely over the internet, maybe allowing networking to be done over technology like Skype or
Zoom. Wellcome could invest in those remote technologiesniake it easier for disabled people to be part
i £/ OEA AAAAAT EA AT i1 O1 EOUh xET AAT 680 1 AEA EO O1 OE
AAAAAT EAO AOO Ai 01 OEI OA xEOE Ul 61 ¢ AZ£AIEI EAO xEI A
where conferences are held in parts of the world where being gay or having a relationship of that kind can
be illegal and you end up in prison. It can open up a load more advantages and opportunities for people, so
WAT 1T ATiT A AT Ol A POOE OEAO A& OxAOA8O

Middle Career Researcher, Russell Groupstitution

RESPONSES TO INITIABOALS

Respondents were presented with a list of wankprogress goals for an improved research cultuneder
development from Wellcome:

=

The research community should attracts a diveraege of people and skills

Productive competition and innovative thinking drive progress

2AOPDAAO AT A DPOAI EA AT CACAi AT O EAI P OOOAT COE
High standards of ethical and scientific conduct lead to higfality research outputs

Action is taken when standards and behawis fall below acceptable norms.

Colleagues promote sustainable research practices to each other

Excellent leadership and management is celebrated

Working practices allow people to sustainably operate at theirtbes

The investment needed to build beneficial collaborations is valued

© o NGOk WD

Respondents general@ AAAOAA DT OEOEOAT U O1 7 Adrimprévingréséarcid OT BT OA
culture. Many commented that the list effectively addressed the systemic issapacting research cultures
and would benefit the research community if adheredioparticular dE OAOOA OAT CA 1T £ PAI P
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researchers.
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DIVERSE RANGE OF PEOPL

4EA Cci Al OEAO OOEA OAOGAAOAE Ai i1 OTEOU OEI Ol A AOGOO/
number of respondents, who often expressed delight in hearing that Wellcome was taking action to rectify

the current lack of diversy within research. They felt that this goal was important to reinforce tieed for

celebrating and promoting diversity in all forms within academic research.

ITA OAODPI T AAT O EECEI E C ba jughrel@dtdddmodraghi@itAbDiésiodit wasdiso A O E 1
important in terms of diversity of knowledge and specialism For instance, they described how certain
researchers with niche specialisms, like taxonomy, were often overlooked due to a perceived lack of impact
when they should also be celelteal.

(Orhe first one about diversity is very important because we tend to see that our researdusiographic
do not match society and our students. We produce lots of research students but they don't get up into the
ranks, so diversity would be importané

Early Career Researcher, University Alliandastitution

EXCELLENT LEADERSHIB CELEBRATED

Respondentsof various typesdentified this goal aparticularly important. Asnentioned, manyfelt that the
research community suffered from a shortagésenior staff with effective management qualities. Many felt
that poor management was the source of may negative aspects of culture such as heightened

competition, pressurised environments and isolation amongst junior researchers. Therefore, it was felt that
championing examples of excellent leadershipvould encourage wider adoption of good practicesthwi
tangible impacts on the research cultures of numerous institutions.

A think management needs to be celebrated where it goes well because that might encourage some of our
i ATAGCAOO Oi A1 A OI EGCEOI U AAOOAO Ehduviranmént whée&lA UGS OA
AT180 OAA CciT A 1T AT ACAI ATOh ATA EO EO A POT AT AL 11

OEAEO 1 EOOI A T £FEEAAO8 4EAUGOA 110 AAOEOA 11 OEA OE
students. They have aery fixed view of how a university operates, which is quite different to the one | see
onadayto-AAU AAOEOh AT A OEAUBOGA 110 AT ETC A OAOU CiTA

Middle Career Researcher, Russell Grouipstitution

However, it isportant to note that some latecareer researchers identified risks with championing

leadership in this way. They argued that a systemic issue within research was thattgamomembers who

often performed much of the worldid not receive the recognition they deserved Instead, Plsioteam

1 AAAAOGO x1 01 A OOOAAT OEA TEI AT ECEOS Al AwokiddinetOA A OA
this practice of celebrating leaders may compouheé problem.Perhaps rewording this goal and positioning

EO ET OAOI O TR ®EAIT TAOFEAA] 1ONTANAS AO 1T BBl OAA O1 OO0OAO
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G50 the one about celebrating leadership and best management is something that | would not like, because
it may celebrate the wrong thing because a lot of major research isnigeilone by junior people, for

instance. A lot of very visible people are maybe the leadership, people in the leadership team or
management at an even higher level, so | think a lot of achievements are achieved by individuals who are
not actually in the maragement teamod

Late Career Researcher, Nosligned University

PUBLICENGAGEMENT

2A0DI T AAT OO0 1T EOAT EAAT OEEZEAA ODOAI EA AT QrdqgehtyAT 06 A
recognisedn interviewsthat greater public awareness of the process and successes of academic research

would dispel some of the negative perceptionghat have grown inrecent years

Once these goals were read, some identiftbdt this goal was also important in reaffirming timeed for

public engagement to researchers. There was a perception that some researchers, particularly late career and
male researchers, had grown disillusioned with the value of engaging with the public on academic matters,
and had reduced their commitmetrto it as a consequence. Thus, Wellcoreaffirming the value of public
engagement in generating funding and trust in academic researcivould do much to realign thinking and
reinvigorate enthusiasm for public engagement.

COLLABORATION IS VALED

Respondents determined that encouraging collaboratienuld help to remedy the negative feelings

researchers experienced around isolation and lack of supp&t . 1 O T 11 U OEEOh EO xAO
in this context was valuable ancouraging commaicationbetween researchers of different discipéis,

institutions or nationalitieavithin research. Respondents often characterised positive and successful research
experiences abeingmulti-disciplinary and utilising a diverse range of researchers ieitms of specialism

and background.4 EAOA &£l OAh 7AT 1 AT T A8O0 AT i1 EOGIATO O1 AiTl1lAA
their goals was seen as valuable

COMPETITION

There were some aspects of the goals that garnered more negative feedback from epsnUse of the
x| OA OAT I b AdcaI&IE prdbldmaticAoOsorBeds competition itself was often deemed to be a
driver of negative culturesthat exist within research communities.

Many deemecdhealthy competition to be good for Wellcome to prome, but at the same time, they felt that

1 AAAET ¢ xEOE OEA x1 OA OAT I PAOEOEIT6 EOOAI £ i AU EAC
who embellish data orefuse to collaboratén order to maximise their own output. These respondents often
OOCCAOOAA OEAO OEA xI OA OAT dtréndtihehirg bdrbesdage th&tA AAT DOA A
researchers operate as a collective in achieving positive outputs

Orhe first one, Iworry slig O1 U AAT OO OEA PEOAOGA POT AOAOEOA AT I PAC
AADAOOI AT O xEOE OEEO 1 A060 Ail AiTibBbAOA I O OEA AAC
said about collaboration, so the model of collaboration is far bettéran one of competition. Competition is

8 AAAAAT EAO AOA CciEIC O OAOGAAOAE8S8 7A xAT O O OAOZ
EOOOA xEOE OEAO xI OA Al i pAOEOEI T8 )&i 110 OO0OA OEA

Middle Caeer Researcher, Russell Groupstitution
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AMBIGUTY
Some respondents complained that certain goals were too ambiguous to have genuine impact. These
complaints were particularlA AT OAOAA 11 OEA xi OAO OOOAT AAOGAOGSE AT A

They argued that without Wellame providing any proviso as to what constitutes poor standards within

academic research, this statement would have very little influence over institutions or individuals who, though
facilitating poor standards, may themselves interpret their own reseandkure as suitable. Therefore,

respondents often determined thatVellcome must provide more contextaround what is meant by

OOOAT AAOAOGS AT A Al AAOI U AAZET A xEAT A1l ET OOEOOOEI I
3EI ET AOT Uh O1T1 Of 08 guduby soknd, ivhb Aelt tBelt theAvile diiferénced hefveen

research cultures and thenvironments they exist withimeant there was not one consistent research

environment that could beiniversally defined asormald

QVhat does@tandardsdl AAT ET OEAOe ) 0860 DPDOAOOU Ai AECOI 608 ) O
standards are?Is this a caseby-case thing? Standard would need to be defined. The standard would be a
drawing in of the qualities described in the other goals, so things likepest and diversity, and some of the

key things. The standard would be upholding those things in the ideal world. The standard would not be
defined on a caséy-case basis because that can lead to problems. That can lead to problems in your
expectations ofpeople, what that standard is6

Middle Career Researcher, Russell Grouipstitution

REDACT THE LIST

A small number of respondents complained that the set of goals was too long. They felt that instead,
Wellcome would have far greater impact if they focudgbeir effort and resourcearound a smallergore set
of goals.

G606 1TAAAOG OI AA EAI OGAA8 ) 0860 Z£AO OilT 1117ch AT A EOB
key areas and priorities they can deliver on instead of focusing on ten becdbgeA U611 AA AAT A O
iTO0 Ei PAAO AT A PDOO i1 OA OAOI OOAAO ET O AAOQEIT O OE

about using your resources effectively to aid research cultuse.

Early Career Researcher, Industry
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OUTPUTS FROMCO-CREATION WORKSHCO®

After the qualitative interviews, 4 coreation groups were held, each containing 9 researchers
working in teams of 3. These sessions were explicitly focused on generating a new vision and ideas
for solutions to improve researcliorking culture.

VISIONS FOR AN IMPRZED WORK CULTURE

Atthe heartof ourcA OAAQET T OA OfbripdsitivA flesdddah cutuEeviisk itlea of a supportive

and collaborative community, which values quality, creativity, diversity, flexibility taedom, while
OAOPAAOGETI ¢ OAOAAOAEAOOS xAl 1l ARET ¢ AT A AAOAAO AAOGAI

Terms related tadd AT 1 1 AAT OA OE iwkré by fai the masOh@duénily@éndioned across the groups,
AT 1T xAA AlTT OAT U AU OEA AT 1T AADPOO T &£ ONOGAI EOQUS AT A
Examples ofision statements generated by respondents included:

1 A good research culture would balance productivity with creativity, competition with kindness
and quality with freedom.

i1 A supportive, collaborative environment with elective, meaningful structures ingpta support
seltdevelopment and progression, and which actually recognise and values staff wellbeing.

1 An environment that supports and promotes: collaboration, flexibility (i.e. allowing people to be
the best version of themselves based on what theygwed at), career development,
implementing code of conduct without (fear of) discrimination and quality/diversity at the heart.

1 One movingon from a dogeat-dog / machismo / business vision to a vision that is more creative,
inclusive, collaborative andif.

i One relyingon collaboration and atonomy rather than competitionartificial targets and
measures.

i One thatfosters collaboration, high quality standards, creativity and progress by a supportive
environment that instills acknowledgement, security, pet and fairness.

Visions generated by respondents wdggrly homogenous. Respondents wanted a culture that still pushed
them to achieve the highest of standards, but one that was supportive, diverse and collaborative, wigre th
felt more safe and proteted. These aspects were all thought to lead to greater creativity and higher

guality outputs.

IDEAS FROM THE GOREATION WORKSHOPS
'O xEOE OAODPI 1T AAT OO6 OEOEIT O A& O Al EI beamakiby OAOA/
consistentand generally fell across these 5 areas.
1 Mentoring and leadership
Acting on bad behaviour
Funding
Support for ECRs
Wellness and spade think

=A =4 =4 =2
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It is notable that many of the suggestions (in both interviews and workshops) were fairly simplejuften
makingsmall changes or tweaks to existing systemsather than overhauling them entirely.

MENTORING AND LEADEBRHIP
Supportfor academics through mentoring and leadership was highlightetvo workshopsas key to
improvingresearch culture. How thisould look varied amongst groups, but included:

i1 1-2-1 mentoring schemesz with emphasis on good quality academics acting as mentors in order
to ensure that only best practice was shared amongst researchers.

1 Demonstrating what good management and leadeiishooks likein faceto-face sessions from
trusted and respected leadegthose who have exhibited exemplary leadership qualitiest
simply those that havéeen published a number of times

i The provision of good quality traing with focus on the faiwing topics:

Leadership skills

How to manage projects

How to communicate to wider team

How to deal with difficult personalities

How to manage health and mental health

How to manage finances

How to deliver and receive evaluations and feedhack

How to manage wok-life balance.

O O O 0O o o o o
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While they felt that something needed to be put into place for different roles, they were not clear about who
would implement or fund the training. However, a supportive atmosphere f@ldgo be lacking, with a
feeling thatbetter quality management was vitalin changing current culture for the better.

ACTING ON BAD BEHAWUR
Preventing bad behaviour through action was prominent for some respondents who suggested ways of
developing the current system to ensure that thvas put into practice:

i1 A zerotolerance approach to abuse in the workplacgincluding refusal to fund individuals /
institutions with poor culture. In turn those demonstrating good practice would be rewarded.

1T Qadd AT T 1T UI T éndnofbbse préniotd Aer€y on publication.

i1 Give staff surveys more power treating them like theNSS They should play a part in identifying
problems and highlighting where managers are not supporting staff effectively. It was felt that this
should play a part in fundingf departments.

i Introduce a new ombudsman for research culturand an equivalent of Athena SWAN to encourage

impartiality.

There was an emphagidace bymany onfairness in the workplaceand, to ensure this, changing bad
behaviour was vital.

ALTERATIONS TO FUNDING
Various changes to funding structures were mentioned in the hope of improving research culture.

1 Anonymous grant submissions

i Paddng on shortgrant contractsto allow timefor quality control

i1 Specific funding for women and ECRs. Small to edsized grants to provide them with more
income security was considered a way of also improving the research

i1 More diversity on funding panels

Smaller fundinggrants.

i1 Simple applications with quick turnarounds

=

SUPPORT FOR ECRS
It is clear that many felt more support was required for ECRs, with training and funding (already highlighted) a
key part of this. Specifics @itra support requestedfor ECRs included:

i Programmes to help researchers get started in their cargeaseedfor training in this area was
desired, with continued mentoring.

Specific funding for earbgareerresearcherslike seed funding.

2AxAO0AO A1 O OEIT Qrwanifd idedslad wellas theliAal obtpuE

Events to bring researchers togetheallowing them to make further contacts.

Make 90/10 rules compulsory.

Create cleagrroad maps of opportunities.

=A =4 =4 =4 =9
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WELLNESS AND SPACEOTTHINK
This was a hugely important aspect of research culture, with flexibility and supporting alifebalance
highlighted in particular. Suggested ways of improving wellness included:

1 Writing retreatsz in the form of away days in which researchers come together to share ideas and
take part in activities to produce outcomes

i Unconferences
1 Encouragement to take sabbaticals
i The provision of childcare support
i Practical advice on stress and anxiety
i Changing perceptions around taking time off work. Ensuring that the focus is positive for the
wellbeing of both the researcher and the research, and not allowing it to be vieegatinely.
Glasgow " ; v
. TIWME + SPACE TO “THINK
RESEARCH: DEAS |, METHODOLOSY, waE yf
® 'flME : AH OCATED f,/w,a“\ EXCUAIVE, DED\CATED, N OTHER
WoRK
" PYSICAL [ EnvitopMngyy @ HVB (Geasts) AWAY DAYS =~ HoME
* MEMTAL : WO  D'$Si2AchanS, @LU& Sk THwkdg  Bm ‘w("‘nf)j
TEAM %m\u\,wn.’" : CoMPuMCATm
Good :  CAREEL  Dugr Dy g
London 2PM more ot A Floc b b y

E3() &4 , % 2.)




SHIFT
LEARNING

CONCLUSION AND RECOMENDATIONS

CONCLUSION

Most respondentgelt that UK research is still producing higjuality outputs. Life as a researcher is not
expected to have the same shape as that in other careers and reseasgpreciate thathey have taken on
a vocation thatis highly competitive and requires significant commitment in terms of time and energy.

However, this report highlights many areas in which research culturetisptimal, resulting in negative
outcomes both for individual researchers and the development of new knowledge or science, particularly in
the longer term.This is particularly the case for those working in the university sector, where conflicting
pressuresappear to be more intensé&urthemore, many feel thatesearch culture is movingway from its
historical benefits, such as autonomy, creativity and collaboratieith many expressing concerns about the
impact this might have on the sustainability of W&search quality in the future.

Experiences of research culture are highly individualiseith a complex and interconnected set of conditions
and behaviours likely to affect researchers and their working environments. Experiences appears to be highly
varied, influenced by many aspects of their own situation includingeastage, working environment and

current job satisfaction. In addition it is\portant to renemberthat respondents often saw culture through

their own leng reflectingtheir ownbackgrounds, previous experiences and bias. This may create additional
challenges for individuals and institutions seeking to create a more inclusive eultur

Wellcome is seen by many as a largely positive force, with particular praise given to itoatapdn

publishing. Its position as arrganisationthat is trusted, prestigious and independent of government puts it

in a unique position to exert a positive influence on research culture. This influence could be exerted through
lobbying government anather organisations, showcasing and promoting good practice, providing training
and resourcesas well as through how it chooses to allocate funding in future andproyects arethen

monitored and managed.

It appears there are many actions Wellcome causéfully take to improve research cultui@soutlined in this

report.- AT U AAOQOET T O OAEAT AU ET OOEOOOEIT O ET OEEO AOA/
needsto be taken that Wellcome does not fall into this trap. Wellcome also néedsasureactions are not

seen toincreasewhat many researchers consider to be an already overwhelming workload, particularly during
funding applications7 A1 1 AT 1 A8 O B OT ®riinthhving tedse@dciultirégmpgar AvithGome
amendment,tobeA Ci T A DI AAA OI OOAOO AT A 7A1TT1 AT I A8O AEOOOE
by many in the sector.
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