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Building our Research Culture

• Research Culture 
statement

• Our commitment to 
five broad themes to 
promote a more 
supportive, inclusive, 
and collaborative 
environment:

https://www.leeds.ac.uk/research-and-innovation/doc/research-culture-statement


Aims and Overview

• Definitions

• Overarching call: 
Ensure basic entitlements are in place

Diversify what’s rewarded

Ensure forms of reward are varied and meaningful

• Role of R&R 

• What is rewarded?

• How is it rewarded? 

• Who is rewarded?

• Easy wins and take-aways
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Not R&R: Basic entitlements

• Compensation

• Wellbeing and safety

• Benefits

• Development

• Autonomy

Good salaries, holiday allowance, overall 

job security, and opportunities for 

development and progression are 

important aspects of staff's experience.

Staff also appreciate when their managers 

recognise their strengths and empower 

them to do their best. They like it when 

they can get on with their jobs in a trusted 

and autonomous manner.
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https://semoscloud.com/blog/recognition-and-rewards/

https://semoscloud.com/blog/recognition-and-rewards/


Why recognise and reward?

• Drives behaviours (+ and -)
• Recognises and encourages a diversity of 

skills and interests

• Attracts and retains the best colleagues

• Helps colleagues allocate their time 
effectively

• Maintains satisfaction, morale, and 
wellbeing

• Communicates research activities and 
outcomes

•
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What is rewarded?
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10https://recognitionrewards.nl/about/position-paper/

https://recognitionrewards.nl/about/position-paper/


11https://r4ri.ukri.org/

https://r4ri.ukri.org/


How is research rewarded?

• Career promotions

• Accelerated increments

• Bonus payments, e.g. Exceptional Contribution Payments; Discretionary Awards 

• Smaller monetary awards for specific achievements

• Public acclaim, e.g. in comms, awards, book launches, informal public thanks

• Prestigious (often monetary) prizes

• Whole-group ‘treats’, e.g. events, meals

• Time-based rewards, e.g. workload reduction for colleagues with more externally funded research 
commitments

• Fair attribution, e.g. via CRediT

• Conversations during annual review processes

• Recommendations for development opportunities (e.g. School/ Fac/ Uni roles)
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https://spotlight.leeds.ac.uk/further-together/
https://researchersupport.leeds.ac.uk/research-culture/research-culture-awards/
https://credit.niso.org/


https://youtu.be/4G7sNZ2EbZs

https://youtu.be/4G7sNZ2EbZs


From the voice of the crowd

We need some agreed 
cross-university down 
time over the summer 

where we won't miss out 
on things by actually 

taking our leave.

I‘ve worked at other HE 
institutions where staff could 
take a module a year within 

the University free of 
charge. It might be worth 
thinking about, especially 
within the same faculty. It 

would also reinforce a 
commitment to lifelong 

learning.

PERSONAL DEVELOPMENT, REWARD AND RECOGNITION

We need a 
subsidised 

crèche
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Promotion 
processes need to 
be much less time-

consuming

Bonuses for accreditation. It 
takes a lot to be accredited in 
HE (e.g. FHEA). This directly 
impacts the quality of work at 
the University, and should be 
recognised as such. Those with 
accredited status should 
receive some sort of benefit or 
bonus.



We need a 
subsidised 

crèche
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Trivial 'gifts' are not meaningful and are 
often insulting. The exception to this is if 
they are part of something, like a nice 
meal and a glass of wine after a research 
group away day. If cheap gifts are just 
handed out they will alienate people. 
Meaningful rewards are reasonable 
amounts of money – these are rare 
because they costs more than a box of 
chocolates, but staff do realise that 
which is why they are appreciated.

Processes to 
reward and 

recognise people 
need to be quick 

and 
straightforward 

Recognise and reward those who do their job well, rather 
than go 'above and beyond’. The system of rewarding staff, 
e.g. with extra increments in salary scale, is skewed 
towards those who go above and beyond in some way, 
which biases the system towards those who either :
(a) overwork to achieve something outside of their usual 

role (which is not healthy to do or expect staff to do) or 
(b) operate in roles where opportunities to do something 

different within their existing role can be created, e.g. 
to develop/run a project. 

Many, many staff carry out their jobs and what is expected 
of them within their job description to a very high quality, 
with great commitment and passion, and can receive 
praise and recognition for it from students or other staff, 
but this never seems to translates to any formal 
recognition or reward of the type described.

Suggested solutions

PERSONAL DEVELOPMENT, REWARD AND RECOGNITION

One size does not fit all, e.g. 
extra annual leave may be 

extremely valuable for some 
whilst very difficult to use for 

others.



Who are we recognising and rewarding?
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https://www.ukri.org/news-and-events/101-jobs-that-change-the-world/
https://www.nature.com/articles/d41586-022-01081-8


Easy wins and take-aways

• Make it timely

• Do it often and make it a habit

• Make it genuine

• Personalise it

• Make it collaborative

• Be transparent

• Be fair and equitable

• Be creative

• Keep recognition and criticism separate

• Thank you cc. line manager
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Thank you

Prof Cat Davies c.n.davies@leeds.ac.uk

Dean for Research Culture, University of Leeds, UK

@ResCultureLeeds

researchersupport.leeds.ac.uk/research-culture/

26 September 2022

mailto:c.n.davies@leeds.ac.uk
https://researchersupport.leeds.ac.uk/research-culture/
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20https://www.nature.com/articles/d41586-021-01759-5

https://www.nature.com/articles/d41586-021-01759-5

