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Where do we come from, what do we do and 
where are we going?
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• Over 400 responses to date from 24 countries. 378 included in this analysis.

• Gender distribution

34%66%Total

28%72%Europe

25%75%Australasia

90%10%Asia

35%65%Americas

56%44%Africa

MaleFemaleRegion

• Regional distribution
58

53

10

129

127 Africa

Am ericas

As ia

Aus tralas ia

Europe

• 70% of sample were based in central offices with 30% based in faculties

• 30% of sample were heads of unit
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“Research management embraces anything that universities can do to 
maximise the impact of their research activity. It includes assistance in 
identifying new sources of funds, presenting research applications and advice 
on costing projects and negotiating contracts with external sponsors. It 
incorporates project management and financial control systems. It also 
involves help in exploiting research results - through commercialisation, 
knowledge exchange and dissemination to wider society.”

• 82% of respondents agreed with this as a definition of what they do

• 71% of sample spent all their time on RM activities ranging from 91% of North 
American to 38% of African respondents

• Most respondents described their position as senior or mid-level administrative

• Of those that spent 100% of their time on RM, negotiating and managing 
contracts, raising awareness and sourcing and publicising funding 
opportunities took up most of their time
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12%

12%

15%

28%

6%

5%

22%

Sourcing and publicising research
funding opportunities

Negotiating contracts with external
sponsors

Awareness-Raising (of RM services
and issues) activities amongst
academic staff

Management and reporting on grants
and contracts

Knowledge Transfer and
Commercialisation

Other Dissemination

Other 
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•Nationally agreed pay scales? Just under half of respondents had these. Most so in the UK (70%
of respondents) and least so in Canada (2% of respondents). Australasia was 42%

•Performance related pay? 19% reported this. Least so in the UK at 7% most so in Canada at 33% 
(24% in Aus, and 23% in Africa)

•Appraisal systems? Most had these

•Appraisal systems appropriate? Under 30% found these ‘extremely’ or ‘very’ appropriate, around 
a third found ‘not very’ or ‘not at all’ appropriate and remaining 40% felt ‘quite appropriate’.

Quote from possible reasons for leaving the profession comments:
It (RM) is currently under-resourced and lacks personal incentive, ie. it makes no difference if I am 
competent or incompetent to my grading and promotional prospects.  Therefore I find little incentive 
in working hard and competently within this higher education environment. (UK)
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• What skills are important to do the job?

0%
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90%

100%

Attention to
detail

Ability to
absorb

complex
information

Ability to
develop good

personal
relationships

Strong writing
skills

Presentational
skills

Negotiation
skills

Numeracy
skills

Very

Extremely

Respondents were asked to rate skills as ‘extremely’, ‘very’, 
‘quite’, ‘not very’ or ‘not at all’ important.
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• In what areas is there a need for your institution to increase expertise?

Respondents were asked to rate as ‘urgent’, ‘some’ or ‘little of no’
need
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TT

Some need

Urgent need
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• Lack of time, followed by lack of appropriate courses, was perceived as the greatest barrier to RM 
staff at the respondents’ institution increasing their RM expertise

Respondents were asked to rate barriers on a scale of 1-5 with 5 
being a serious barrier and 1 being not a barrier

0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

Appropriate courses not
available

Lack of support from
institution

Lack of time

Lack of motivation

Field of knowledge changing
too quickly

5

4

3

2

1
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83%Total

79%Europe

86%Australasia

90%Asia

96%Americas

73%Africa

Region

• Educational qualifications – overall very high with two-thirds educated at post degree level

• Professional qualifications – 111 respondents reported a professional qualification relevant to 
their position. On closer analysis around half of these were educational qualifications either relevant 
to respondents research or to their RM job (the latter being mostly in business management and 
administration). Others were financial and legal qualifications. There were few specifically RM 
qualifications.

• Membership of professional associations

71%Total

73%Europe

72%Australasia

20%Asia

77%Americas

70%Africa

Region

• Attended event or training course               
in the last 12 months
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• A fast moving profession . The majority of respondents had been in their current position less than 
five years (75-80% across regions)

18%

3%

11%

13%

12%

17%

21%

5%

a position in another area
of university
administration
a position in the
charitable/civil society
sector
a position in the private
sector

a position in the public
sector, outside higher
education
a research management
position at another
academic institution
an academic position

another one in research
management at your
institution
no previous occupation

Previous 
position
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• Would they stay in RM for the rest of their career?  Just under half of respondents felt they would 
and one-third were undecided. Slightly more (nearly 60%) felt they would stay in HE. Respondents 
from the UK were least sure.

15.98%

8.82%

9.09%

2.20%

22.31%

8.82%

18.73%

14%

a position in another area
of university
administration
a position in the
charitable/civil society
sector
a position in the private
sector

a position in the public
sector, outside higher
education
a research management
position at another
academic institution
an academic position

another one in research
management at your
institution
none/self

Next 
position?
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• Why would they leave the profession? 123 respondents volunteered reasons that they might 
leave the RM profession. Some of these were focussed on their particular position. Most common 
comments were lack of career progression within RM structures at their institution, overworked, 
stressful, underpaid. Other comments referred to RM at their institution being badly organised, lack of 
incentives, dealing with unappreciative academics.

Quotes:

“The skills developed as a research manager are extremely transferable and the pay for using 
those skills in the private sector would be higher” (UK)

“Workload too heavy, management and conditions too stressful; poor-little training available; 
understaffed; poor/inadequate systems; change without thought or planning; staff not 
acknowledged or respected; senior management lack training and skills in people/systems 
management.” (AU)

“lack of advancement and progressive opportunities and career growth” (CA)
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• Research management can not be considered as a disc rete profession

4%2%3%20%0%11%Undecided

5%5%3%10%0%16%Strongly disagree          

9%11%7%20%8%7%Disagree

40%39%43%30%34%41%Agree 

43%44%44%20%58%25%Strongly agree          

TotalEuropeAustralasiaAsiaAmericasAfrica

• The office in which I work has expanded in the last  three years

15%20%12%11%21%5%Undecided

18%14%19%11%30%18%Strongly disagree          

39%40%48%0%23%37%Disagree

20%19%19%44%19%25%Agree 

7%6%3%33%8%16%Strongly agree          

TotalEuropeAustralasiaAsiaAmericasAfrica
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21%20%27%0%17%16%Undecided

4%6%4%0%2%4%Strongly disagree          

17%19%13%20%21%16%Disagree

46%46%43%70%48%46%Agree 

13%9%14%10%12%19%Strongly agree          

TotalEuropeAustralasiaAsiaAmericasAfrica

• Research management is highly valued by the leaders hip of my institution

• Research management support is highly valued by aca demics at my institution

21%12%28%10%26%23%Undecided

4%6%3%0%4%5%Strongly disagree          

18%18%21%10%19%11%Disagree

42%48%35%50%49%39%Agree 

14%17%13%30%2%21%Strongly agree          

TotalEuropeAustralasiaAsiaAmericasAfrica
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• Research management is generally well resourced at my institution

• I would say that the career prospects for RMers at t he start of their career are very good

22%25%17%30%23%23%Undecided

10%11%7%10%8%17%Strongly disagree          

33%28%40%20%32%32%Disagree

31%30%33%40%32%25%Agree 

4%6%2%0%6%4%Strongly agree          

TotalEuropeAustralasiaAsiaAmericasAfrica

40%41%42%20%40%40%Undecided

6%6%5%0%2%11%Strongly disagree          

16%14%16%0%11%25%Disagree

32%31%34%50%43%18%Agree 

6%7%3%30%4%5%Strongly agree          

TotalEuropeAustralasiaAsiaAmericasAfrica
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0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

Research management issues are well understood by my country’s
government

Awareness of research management issues has risen amongst
academics over the past three years

Research management plays an important role in increasing the
income of my institution

RM plays an important role in improving the research reputation of my
institution

Research management offers good training and development
opportunities 

I would say that lateral movement within RM is easy 

Strongly Agree

Agree

Undecided

Disagree

Strongly
Disagree
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0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

Increasing complexity of legal
environment

Increasing complexity of ethical issues

Increasing complexity of contracts

The need to deal effectively with an
increasing range of international partners

Increased expectations from funding
bodies

Training staff (effectively and in sufficient
quantities for the profession)

5

4

3

2

1

Respondents were asked to rate issues on a scale of 1-5 with 5 
being a serious challenge and 1 being not a challenge
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• 27 people offered additional comments. 

“I think that few people in my office would conside r themselves as 'research 
managers' and this is a problem in itself. Most are  focused on a single process or 
stage in the research lifecycle (such as research a pplications) and there is little 
sharing of expertise, which creates silos rather th an people who can move easily 
between roles and broaden their experience and know ledge.” (UK)

“Good research administrators are hard to come by, yet despite this fact the good 
ones are often treated like second-class citizens b y Senior Management within 
their own units, which is a great shame.  The work loads can be horrific, especially 
during major grant submission periods.  This causes  a lot of them to burn out and 
leave the profession.  There is definitely not enou gh recognition or appreciation of 
the effort that goes into research administration r oles in Australian Universities.”
(AU)

“It would be great to see better networking of Rese arch Managers possible 
internationally. Research Mangers by being more pro active participants in the 
context of Research Collaborations can add signific ant value.” (AU)

“Research management is considered new in my instit ution and we hope to see it 
grow to maturity in the near future” (AF)
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Thank you!


