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This	year’s	annual	Research	Staff	
Conference	aimed	to	assist	attendees	
in	exploring	the	chosen	theme	of	
influence,	inspiration	and	impact	
in	both	their	research	and	career	
development.	Research	staff	from	
across	the	four	faculties	saw	the	
event	as	an	opportunity	to	network	
with	other	researchers,	plan	their	
careers,	polish	their	CV,	improve	
working	relationships	and	gain	
impact	from	their	research.
The conference was opened by Professor Lambon-
Ralph who emphasised the importance of not only 
producing high quality research but of gaining 
maximum impact and, possibly most importantly, 
enjoying your research in the process. He also 
took the opportunity to launch the Research Staff 
Handbook (see page 5). 

The 77 registrants were offered a variety of well-
received workshops, each exploring a topic from 
perspectives relevant to the 21st century researcher. 
The morning sessions taught methods for improving 
how to influence, communicate and get along 
with others within your work environment (“Power 
tools for getting along with people” by Dr Adrian 
West, “Influencing others” by Pete Bailie from VOX 
Coaching and “Influence – the buck starts with you 
too” by Jamie McDonald) and how to successfully 

use social media to communicate your research and 
raise your profile (“Extend your influence through 
DIY media” by Cristina Costa). 

The topic of inspiration was explored from several 
angles, including “Inspirational Speaking” (Pete 
Bailie), “Inspiration in your career planning” 
(Andrew Thorpe) and “Role models and mentoring 
in academia” (John Helliwell and Marion Birch). 
“Sparking inspiration and creativity”, presented 
by Dr Adrian West, challenged the negative 
preconception that creativity cannot be taught 
directly (see page 2).

For those pursuing a career in higher education, 
impact in an academic setting was addressed 
by Jennifer Chubb in “Pathways to impact: for 
Fellowship applications” and Kersti Börjars and Paul 
Chan presented “Impact in academic careers”, a 
session that explored what impact means within 
an academic environment and how it can be 
demonstrated via REF and RCUK Pathways to impact 
statements. On a more personal level, Andrew 
Thorpe hosted “Making an impact whilst being true 
to yourself “, Pete Bailie taught attendees how to 
make an “Impact at meetings” and Jamie McDonald 
delved into personal and motivational aspects of 
research impact in “Impact-what’s the point?”.

Attendees also benefited from an honest, hour 
long panel session, where successful early career 
researchers shared their experiences, offered advice 
and answered questions asked by their peers. As 
in previous years, CV clinics enabled participants to 
engage in short discussions with specialist Careers 

Consultants who suggested refinements to CVs and 
offered career guidance. Coaching conversations 
were introduced for the first time with the aim of 
helping research staff to define and move towards 
their career goals. A diverse set of information 
stands were also available for attendees to approach 
during breaks for their personal and professional 
benefit. Continued on page 5…

In this issue of Incite we follow the themes 
of this year’s research staff conference, which 
explored how you can influence others, get 
inspiration, and extend your impact to ensure 
a successful research career.

We learn more about each of these themes 
across the University through articles and 
spotlights on selected research staff who have 
influenced, inspired and impacted both within 
and outside the University.

Dr	Gina	Cavan,	HUM
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Congratulations	to...	Incite	and	RSA!
Incite teamed up with the Research Staff 
Association and won the University’s Researcher-
Led Initiatives Competition 2012. The winning 
proposal aims to hold a ‘Manchester	Mini	
Sandpit’ event. This will provide researchers 
with training in developing research proposals 
and working collaboratively in an interdisciplinary 
environment. Focussing on a theme relevant 
to Greater Manchester, it will also help to raise 
awareness of social responsibility and the impact 
that such collaborations can have on issues 
concerning the local community. 

The one-day event will be held in autumn 2012 
and is open for all research staff across all four 
faculties of the University.



Inspiration2

Why	do	you	think	people	find	it	difficult	to	be	
creative?

In order to live in the world, the brain is necessarily 
uncreative. We don’t want to be having new ideas 
all the time. So actually, not being able to be creative 
easily saves us energy – thinking is hard work! The 
mind is fantastic at incorporating learnt patterns and 
prefers to use those, so mostly we don’t have to think 
at all – once you’ve learnt to drive you don’t think 
about it. Because the mind is designed to be mostly 
uncreative, it feels artificial when we push it to come 
up with new ideas.

Why	are	some	people	more	creative	than	others?

Some people do seem to have a natural proclivity 
for coming up with new ideas. Just as in sports, or 
maths, there are people who seem naturally talented, 
but even they practice an awful lot, and most of us 
don’t. In just the same way, we can learn techniques 
that make us far better – better sometimes than those 
who are naturally gifted. I wouldn’t say any of the 
techniques will turn you into Leonardo Da Vinci, but 
we can go from, for instance, 10% to 80%, and that 
can make all the difference.

What	tools	can	people	use	to	help	them	be	more	
creative?

There is a lot of confusion in the field. As we just 
noted, there’s a belief that some people are creative 
and others aren’t, and there is a degree of truth in 
that. At the same time there’s this idea that being 
creative is a mystical, intangible thing. But now we 
know enough about where ideas come from. There’s 
a perfectly rational way of going about having new 
ideas. But it’s fairly unknown if you look in the 
literature - even Vitae’s latest document on creative 
thinking1 includes a statement that ‘creativity can’t 
be taught directly’, and that’s just false. We know 
enough about these things and you can find out 
about it; it’s just having the impetus to learn and put 
tools into practice.

Can	our	environment		
limit	our	creativity?

Oh hugely. If you include 
our mental environment, 
then one view of depression 
is “cognitively arrested 
alternatives”, i.e. a complete 
halt to seeing possibilities. 
And some environments, 
institutions and structures 
unwittingly foster a kind of 
‘depression’ in people that it’s 
hard for them to get beyond. 
It’s pervasive, hence hard to 
see, so we just keep telling 
ourselves to ‘try harder’. For 
example, all the research I’m aware of on what causes 
people to enjoy working together, enjoy what they 
do, enjoy coming up with new ideas, sharing them 
and supporting each other, tell us that incentives, 
punishment and rewards don’t work: mid-to-long 
term they’re counter-productive. They skew people 
to fixate on the punishment or the reward, which are 
two sides of the same coin. 

How	can	we	make	a	more	creative	environment?	

It usually revolves around people and processes. 
You can ask “what’s stopping us”, and be creative 
in addressing that. It’s a matter of removing things 
that get in the way, as much as putting in things that 
make it happen. A simple example is the ‘Six Thinking 
Hats’2 technique, which includes the green hat for 
creative thinking, in a sense giving permission to 
arrive at new ideas together constructively. Creativity 
is sparked in an environment where people feel safe 
to express new ideas that aren’t judged before being 
allowed to develop. That tends to happen in an 
environment where there’s a sense of play rather than 
fear. Brown’s book on ‘Play’3 talks about this and 
how we undervalue play due to the association of the 
term with children; but adults need it just as much. 

There’s an environmental balance. The brain moves 
into a play state where our perception broadens and 
we look for more possibilities. That’s where all the 
creative stuff happens, and brain storming - which 
has a bad press - doesn’t work in an environment 
that isn’t playful. Play is such an important mental 
mode and it’s very easy in a pressured environment to 
remove all of that. But we need critical analysis, and 
other modes of thinking just as much, so other parts 
of the process ensure that happens too. 
1 The Creative Researcher: Tools and techniques to 

unleash your creativity. Vitae.  
http://www.vitae.ac.uk/CMS/files/upload/	
The_creative_researcher_Dec09.pdf

2 Edward de Bono, 1985, Six Thinking Hats. Little, 
Brown and Company: Boston, New York, London.

3 Brown, 1999, Play: How it shapes the Brain, Opens 
the Imagination, and Invigorates the soul. Avery & 
Penguin Group: New York.

Dr Adrian West co-founded the Advanced Interfaces 
Research Group in Computer Science at the 
University, and now inspires companies that want to 
create new futures for themselves.
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Inspiring others 

How	can	we	be	more	creative?	
Q&A	with	Dr	Adrian	West	–	an	expert	in	
unlocking	creativity	and	innovation.

The	University	of	Manchester	2012	Social	Responsibility	&	Volunteer	Award	winners
The University launched a Social Responsibility & 
Volunteer of the Year Awards scheme in 2010 to 
recognise and celebrate the social responsibility 
activity of its members.  As part of its strategic vision, 
the University aims to encourage greater social 
responsibility (Goal 3 in Advancing the Manchester 
2015 Agenda) and this year saw a record number of 
nominations for the annual award.  

This year’s awards were presented on 10th May at 
an event in the Whitworth Hall, attended by 120 
nominees and their families, University staff and 
representatives of partner community organisations. 
Nominees were split into ‘Student’, ‘Staff’ and 
‘Alumni’ categories, with first, second and third 
place winners announced for each. The Awards 
were given out by the President and Vice-Chancellor, 
Professor Dame Nancy Rothwell, who outlined Social 
Responsibility as the third goal of the University 
alongside World-class teaching and research in her 
speech. The prizes were cheques made out to the 
organisation that the winners support: £300 for 
the overall winner, and £200 and £100 for the 2nd 
and 3rd place runners-up. In addition, the overall 

winner in each category was awarded the University 
Medal for Social Responsibility, part of the suite of 
established President’s Distinguished Achievement 
Awards. 

Next year it could be you! Nominees at this year’s 
award had given their time to a variety of causes. 
Many of you may feel inspired to take on some aspect 

of social responsibility but don’t know where to start. 
Although some nominees had taken on huge projects, 
such as Estelle Goodwin who founded a charity 
helping out communities living in the Kibera slum of 
Nairobi, projects closer to home are also in need of 
volunteer support. Setting up or helping out at local 
centres for underprivileged youngsters or homeless 
shelters is something that many of us can be easily 
involved in. Another theme is bringing awareness 
of the research we do to children in schools that 
are in areas of poor educational progression. Whilst 
there were a substantial number of nominees this 
year, Research Staff were under-represented at 
the event. It is tempting to devote our time to our 
immediate research and career progression, but it 
is now becoming a bigger part of our responsibility 
as members of this University to help those more 
disadvantaged than ourselves and shape and improve 
the wider community.  

For more information see  
http://www.careers.manchester.ac.uk/	
volunteeroftheyear/

Copyright © 2012, Sophie Brown
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Influence

The biennial Careers in research Online Survey 
(CROS)1 is a vital means for research staff to influence 
their working environment by providing anonymous 
feedback to their respective institutions regarding 
working conditions, career aspirations and career 
development opportunities. It also serves as a 
benchmarking initiative, allowing the University to 
compare their results with the UK aggregate and 
with other Russell Group universities. The CROS 
2011 survey is of particular importance, enabling 
the University to reflect on how processes and 
procedures implemented in response to CROS 2009 
have impacted on researcher development, and to 
assess what additional steps are necessary to ensure 
the institution is striving to meet the criteria set out 
in the concordat2. This year, CROS 2011 drew more 
respondents than ever, with an increase in response 
rate from 15.5% in 2009 to 25.8%, which equated 
on a UK level to 8.7% of total responses from 44 
participating universities.

• The majority of respondents found local inductions 
beneficial and were aware of institutional 
policies regarding terms and conditions, fixed 
term contracts and appraisal/ review processes. 
However, many of the respondents were unaware 
of the detail, especially regarding probation, 
redundancy and redeployment, and promotion 
process and criteria. The University hopes to tackle 
this is through the recently launched Research Staff 
Handbook (page 5), which will complement the 
induction process for new researchers and provide 
a reminder of key information for existing staff. 
The University also currently provides a two hour, 
twice yearly cross-faculty induction “Perspectives, 
Opportunities and Support for Research Staff”, 
which allows new recruits to meet with one of 
the heads of Human Resources, who informs 
staff about details regarding their contract and 
employment. 

• The majority of researchers consider themselves 
integrated into their School’s and the institution’s 
research culture and that the University research 
culture stimulated their work. They also felt 

that their contributions were recognised in 
regards to publications, grant applications and 
public engagement. Respondents felt that their 
contributions in teaching and lecturing were less 
valued, an issue explored in Issue 13 of Incite. 
The EPS faculty is currently leading the way in 
formalising teaching training by offering an 
extensive teaching for researchers course, which 
complements the informal teaching researchers 
undertake on a daily basis and aims to fulfill the 
requirements of the Higher Education Academy 
(HEA) Professional Standards Framework. All four 
faculties actively support staff applications for HEA 
recognition and for advice on how to make the 
most of teaching opportunities please consult your 
faculty Research Staff Developer (see page 6). 

• Staff training and career development is of 
fundamental importance as researchers progress 
along their chosen career path in a highly 
competitive job market. CROS 2011 revealed 
strong agreement that staff were supported to 
engage in personal development. The University 
aims to further enhance staff training through the 
active promotion of the Researcher Development 
Framework (RDF)3 and the introduction of an 
online system designed to support research staff’s 
performance and development reviews (P&DRs).

• There was a consistent response across faculties 
that the majority of respondents did not have 
a clear career strategy, with a large proportion 
of respondents requesting assistance in career 
management and access to careers information. 
The improvements to the P&DR system will provide 
more support in this area, as it aims to specify 
training needs and assess performance against 
professional and career development goals4. 
The University also provides discrete workshops 
throughout the year and hosts cross-faculty events 
such as the annual Research Staff Conference, 
specifically designed to support research staff in 
their career choices. Support for the pursuit of 
academic careers is also available through the 
academic careers website5, which won the Times 

Higher Education Award for Outstanding Support 
for Early Career Researchers in 2011.

The University is dedicated to supporting research 
staff by providing high quality training, management 
and support. The results from CROS 2011 will be 
analysed by a cross University team that will be 
responsible for the generation of actions to take 
forward ahead of CROS 2013. One important aspect 
of the Concordat is the role of the researcher in 
taking responsibility and engaging with both their 
research environment and their own personal and 
professional development. The twenty minute CROS 
surveys are a means for researchers to do just that as 
it provides a voice for researchers which guides the 
University in actively addressing the needs of research 
staff today. 
1 www.vitae.ac.uk/cros 
2 www.vitae.ac.uk/concordat
3 www.vitae.ac.uk/rdf
4 http://documents.manchester.ac.uk/

DocuInfo.aspx?DocID=10308
5 www.academiccareer.manchester.ac.uk

Meet the researcher who has an influence

Dr	Kassandra	Papadopoulou,	
EPS	researcher	&	co-founder	
of	the	University	Research	
Staff	Association
I work as a PDRA in the School of Mechanical 
Aerospace and Civil Engineering (MACE), developing 
the work of the Management of Projects Research 
Expert Group (MoP) through its postgraduate 
community, developing research grant proposals, 
publishing, web presence and integration of research. 
I obtained my PhD in Mechanical Engineering from 
the School of MACE and subsequently worked as 
a PDRA in the School of Electrical and Electronic 
Engineering. Moving to the MoP Group was 
overwhelming in a good way. The group is very 
large and working within it demands excellent 
communication skills as we deal with large numbers 
of staff and students (340 MSc and 45 PhD). 

One of my responsibilities was to build, maintain and 
improve a PhD community. This provided me with the 
opportunity to influence the community with great 
impact. My role included organising weekly meetings 

incorporating presentations on current research 
projects and presentations both pre- and post-viva. In 
addition, external industrial speakers were invited to 
present about project management, providing PhD 
students with the opportunity to network and discuss 
issues on project management beyond the academic 
environment. The MoP group is unique within the 
School as it implements new techniques and models 
in both research and teaching in order to sustain its 
large community.

My current post has been instrumental in continuing 
my professional development and as a mechanical 
engineer I wanted to expand and understand the 
world of project management. This took me from the 
laboratory environment and industrial collaborations, 
to an environment of organising people and multi-
tasking on many projects with short deadlines and 
urgent matters. 

Furthermore, my involvement in co-founding and 
running the University Research Staff Association 
(RSA) has been significant in developing my own skills 
and was the platform that gave me the opportunity 
to influence the research community on a University 
level. This helped me to integrate with researchers 
across all faculties and significantly improved my 
network. One of my presentations to research staff 

was on ‘networking’ 
where I emphasised 
that networking 
is an important 
channel to share 
ideas and resources, 
meet other people, 
share problems and 
find solutions, and 
create collaborations. 
Influence is 
bidirectional; people 
have influence on 
us and we have 
influence on them. It 
is important to be aware 
that this ability should be used to have a positive 
impact on both students and staff. This positive 
impact will be reflected in their careers, will benefit 
the University and, hopefully, society. With that 
comes personal satisfaction.

Dr Kassandra Papadopoulou

CROS	2011:	The	Survey	with	Influence
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MYTH	1:		
It’s	all	about	spin-out	companies	
and	patents…

Impact affects every discipline area, ranging from 
public lectures, to changing professional practice, 
to influencing local council policy. A classicist whose 
school visits convince more students to take A-level 
Latin is achieving impact, and so is the clinical 
researcher who writes new medical guidelines.

Government austerity measures have put the 
research community under ever-growing pressure 
to demonstrate how we offer value for money, not 
just in the quality of the research that we produce, 
but also in the benefits that we bring to society as a 
whole. As a result, the “impact agenda” is becoming 
increasingly important, both in bids for funding and 
when our research is being assessed.

MYTH	2:		
It’s	nothing	to	do	with	me…

Impact is a key part of research funding. In addition 
to the funding which we receive from industry and 
business, impact now forms part of every RCUK 
grant application and will also drive 20% of the 
quality-related research funding which the University 
receives from the HEFCE (and that percentage is 
likely to go up in the future!)

RCUK describes impact as “central to Research 
Council activities”. You may already have 
encountered the Pathways to Impact section on 
RCUK funding bids. The Research Councils don’t 

expect applicants to be able to predict the economic 
or societal impacts that their research will achieve, 
but this section of the application asks you to explore 
who could potentially benefit from your work and 
consider how you could maximise the effect of your 
research and to bid for extra funding to support this. 

The Research Excellence Framework 2014 (REF) will 
assess research impact alongside research outputs 
and environment. The results of the REF will drive 
the allocation of HEFCE’s “quality related” research 
funding, worth approximately £2 billion every 
year. Universities will need to submit impact case 
studies to the REF, demonstrating how our research 
has affected the world outside academia: the 
economy, society, culture, public policy, health, the 
environment or quality of life. Not every researcher 
is expected to produce a case study: a discipline 
submitting 30 academics to the REF would only need 
to submit four case studies. However, each case 
study will make up an important part of our final 
REF result – carrying several times the weight of any 
individual research publication.

There are some key differences between Pathways to 
Impact and REF Impact Case Studies:

• Pathways looks at future plans, while REF looks at 
past achievements.

• Pathways concentrates on the means of creating 
impact, while REF assesses the actual impact 
achieved

• Pathways includes academic impact; REF only 
considers impact in the world outside research.

MYTH	3:		
Impact	is	only	relevant	to	applied	
research…

Although applied research is often very impact-
focused, fundamental research can have 
wide-ranging impact: for example by changing public 
attitudes or advancing knowledge. Your Pathways 
to Impact case might include developing innovative 
methodologies, improving teaching and learning, 
or increasing public engagement with research. 
Your REF impact case might be based on science 
communication or contribution to culture.

Remember that the primary criterion for RCUK 
funding is still excellent research, and REF impact 
case studies can only be based on underpinning 
research of internationally recognised quality. 

Find	out	more

You can find out more about the RCUK Pathways to 
Impact at:  
http://www.rcuk.ac.uk/kei/impacts/Pages/home.aspx 

The University of Manchester has guidance about the 
REF impact case studies at:  
http://www.rbess.manchester.ac.uk/ref/impact	

Mythbusting	the	impact	agenda
by	Liz	Venn	(Senior	Research	Policy	Officer,	University	of	Manchester)

Meet the researcher who has an impact

FLS	researcher	Nick	Love	makes	an	impact	
at	a	British	science	competition

I am currently a research associate in the Enrique 
Amaya Lab - we are studying the molecular 
mechanisms that govern vertebrate appendage 
regeneration. The SET for Britain competition is 
an annual contest where early career scientists 
(working in chemistry, physics, engineering, and the 
life sciences) communicate their research, and its 
importance, to MPs and other established scientists. 
I heard about the competition via an email from a 
friend.

My entry was based on our current research on 
how hydrogen peroxide and other reactive oxidant 
molecules help ensure the proper regeneration of 
the Xenopus tadpole tail. This type of research may 
be of particular interest to the public, as “oxidants” 
are often portrayed as strictly harmful molecules, 
and as such, it is still a widespread practice to fortify 
manufactured foods, beverages, and even shampoo 
with “anti-oxidants”, the potential benefits of which 
(when taken in excess) are really not clear.

I believe that science, especially biology, has huge 
potential to make the world a better place. In 
this regard, one might say that scientists have a 
somewhat holy duty to disseminate the findings of 
their research and their field to non-scientists. It is, 
after all, a privilege to perform research at a place 
like the University of Manchester, and a significant 
chunk of research funding is in fact derived from 
the public sphere. Contests and the resulting 
awards from exhibitions like “SET for Britain” are 
incredibly important in encouraging young scientists 
to consider public engagement as a part of being a 
“professional” scientist. 

For those wanting to increase the impact of their 
research, I think that these type of contests are a 
great avenue to “spread the good word”, but, again, 
so too can the local pub!

Nick Love
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Research Staff Conference 2012 (continued from page 1)5

Feedback from 
the conference 
was positive 
with individuals 
reporting increased 
understanding of 
impact, especially 
in regards to REF 
and Pathways to impact statements for fellowship 
applications. Researchers felt inspired by new 
methods of creative thinking and more confident 
in communicating and influencing others. The 
conference also appeared to appease the fear of 
failure harboured by many early career researchers, 
with an acceptance of ‘failure’ and set-backs as a 
natural (but painful!) part of career progression. 
Above all, the conference provided an opportunity 
for researchers to step out of their immediate 
working environment and interact with fellow peers 
at similar career cross-roads; essentially enabling 
research staff to influence, inspire and impact on 
one another. 

Videos and relevant training materials will soon be 
uploaded to the conference website1 to provide a 
lasting resource and to enable all research staff – 
even those who could not attend – to benefit from 
this year’s conference. 

1	www.21centuryresearcher.manchester.ac.uk

VOX POP: Why did you 
attend the conference and 
what did you gain from it?

“It was just good to take a day out from 
just thinking about research to actually 
thinking about what you are going to do 
and how you are going to get there”

“It made you think about things in a 
different way”

 “I thought it would be a good 
opportunity to see what’s out there and 
what other people are doing. I think 
there’s an assumption that people know 
what their career path/options [are], but 
people don’t so it’s quite nice to come 
to something and meet people who are 
doing different things and [have] taken 
slightly different directions”

“I thought it would be really useful to 
have a chance to network with other 
academics. I found that panel discussion 
very useful, particularly with regards to 
applying for grants and fellowships”

 “I realised that to be a successful 
researcher, you can’t just be a little island 
tucked away in your lab. As important 
as your research output is, your visibility, 
networking and influencing and impact 
are important too… it seemed an ideal 
opportunity to learn about these things 
and put them into practice”

“Creative thinking was very good, 
which is brilliant because if I want to go 
for fellowships then thinking outside 
the box is what’s going to get me a 
fellowship”

Research Staff Handbook

I am currently employed as a post-doctoral 
research associate in the School of Materials 
and am somewhat a veteran of the University of 
Manchester. After completing my undergraduate 
degree in Biology at the Faculty of Life Sciences, 
I gained practical laboratory experience as a 
research technician at the UK Centre for Tissue 
Engineering at the Paterson Institute. This position 
ultimately introduced me to the fascinating world of 
regenerative medicine and I subsequently completed 
my PhD in 2010, which focused on developing novel 
scaffolds for stem cell culture.  

As a long standing researcher at the University 
of Manchester in a multi-disciplinary field, I 
have experience working within and alongside 
researchers from many departments within the 
University. I therefore have a broad and intimate 
knowledge of the research community and first-
hand experience of the issues which face aspiring 
researchers today. I look forward to undertaking 
my role as one of the Editors at Incite newsletter, 
as it is an excellent opportunity to explore these 
issues further in addition to presenting researchers 
like myself with new opportunities for career 
development and enhancement. 

Hello	to	Kate	Meade

	MHS:		http://documents.manchester.ac.uk/display.aspx?DocID=12975
	 EPS:	http://documents.manchester.ac.uk/display.aspx?DocID=12976
	HUM:		http://documents.manchester.ac.uk/display.aspx?DocID=12977
	 FLS:		http://documents.manchester.ac.uk/display.aspx?DocID=12978

As part of the University Concordat Implementation 
Plan1, the University has recently launched the 
Research Staff Handbook, which is now available to 
both new and existing research staff. The booklet, 
which comes in four Faculty versions, contains 
faculty specific and institutional information 
regarding facilities, departments, policies and 
procedures designed to support research staff and 
aid their personal and professional development.

An induction section provides information on key 
contacts, details contract information new recruits 
should receive and highlights discussions staff 
should have concerning hours of work, salary and 
sickness. The booklet also introduces the Researcher 
Development Agenda and outlines the seven 
principles of The Concordat to Support the Career 
Development of Researchers2. 

The handbook serves as a reference point that 
researchers can turn to for key information and 
contacts as they progress through their career. 
The booklet therefore provides details of the 

Performance and Development Review Process and 
describes the Researcher Development Framework3.  
Information regarding training and development 
opportunities at faculty, University and national 
levels are also provided ensuring that researchers 
are fully aware of what is available to them. 

In addition, the booklet introduces networks such 
as the Research Staff Association and the Research 
Staff Development Working Group (RSDWG), 
providing staff with the means to engage with 
fellow researchers outside their immediate work 
environment. 

Printed copies of the handbook are now available 
from your Human Resource team.  Alternatively, 
please follow the links below to download your 
faculty-specific handbook:
1	http://documents.manchester.ac.uk/

DocuInfo.aspx?DocID=10308	
2	www.vitae.ac.uk/concordat	
3	www.vitae.ac.uk/rdf

Incite Editors  
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Faculty Research Staff Developer Contacts

DW848-07.12			The	University	of	Manchester,	Oxford	Road,	Manchester	M13	9PL			Royal	Charter	Number	RC000797

Faculty of Engineering and Physical Sciences
Research	Staff	Training	Contact	
Dee Ann Johnson: Dee-Ann.Johnson@manchester.ac.uk 
tel 0161 306 4155

Human	Resources	
tel: 0161 306 4058 
www.staffnet.eps.manchester.ac.uk/hr

Faculty of Medical and Human Sciences 
Research	Staff	Training	Contact
Dr Rachel Cowen: rachel.cowen@manchester.ac.uk 
tel 0161 275 2326

Human	Resources	
tel 0161 275 1358 
www.mhs.manchester.ac.uk/intranet/admingroups/humanresources

Faculty of Life Sciences 
Research	Staff	Training	Contact	
Dr Sarah Ashworth: flstraining@manchester.ac.uk   
tel 0161 275 1683

Human	Resources	
tel 0161 275 2030 
www.intranet.ls.manchester.ac.uk/hr

This	publication		
is	printed	on	FSC		
accredited	paper

Faculty of Humanities 
Research	Staff	Training	Contact	
Dr Claire Stocks: Claire.Stocks@manchester.ac.uk  
tel 0161 306 1116

Human	Resources
tel 0161 275 2038 
www.humanities.manchester.ac.uk/humnet/facserv/humanresources

Are	we	covering	the	issues	you		
want	to	read	about?

• Who would you really like to hear from in our 
Q&A slot?

• Could you write a short article about your 
experiences or opinions to feature in Incite?

• Have you been to any interesting conferences 
or heard any research news that you would 
like to see highlighted?

We would like to expand Incite, ‘the research 
newsletter written for you, by you,’ so we would 
like to hear from you regarding issues that you’d 
like to see covered. Even if you don’t want to 
write a whole article, we’d like to hear your ideas 
about what you’d like to see featured in your 
Research Staff Skills Training newsletter. We’ll 
make it a priority to follow up your leads and 
address the topics that are relevant to you, the 
reader. 

We also encourage input from budding 
journalists wishing to gain writing experience. 
The style and content of input is open to 

experimentation as we would like Incite to be led 
by, and respond to, our community’s needs. You 
may want to discuss funding issues, managing 
your research manager/collaborators, the 
dilemmas of fixed term contract research, or you 
may like to write a gonzo-style conference report. 

For further information about submitting 
contributions, to subscribe or to give us your 
feedback on this newsletter, please email the 
editor at incite@manchester.ac.uk

Incite also has a blog; check us out at:
www.manchesterincite.wordpress.com 

incite@manchester.ac.uk

Useful Resources
The	University	of	Manchester
Careers
www.careers.manchester.ac.uk

IT	training	courses	
www.manchester.ac.uk/itservices/trainingcourses

John	Rylands	University	Library	
www.library.manchester.ac.uk

Manchester	Enterprise	Centre	
www.msec.ac.uk

Manchester	e-scholar	
www.escholar.manchester.ac.uk

Staff	Training	and	Development	Unit	courses	
www.manchester.ac.uk/training

The	University	of	Manchester		
Intellectual	Property	Limited
www.umip.com or 
www.manchester.ac.uk/ipresource

IT	services		
www.itservices.manchester.ac.uk  
email: itservicedesk@manchester.ac.uk
tel: 0161 306 5544 

Counselling	Service		
email: counsel.service@manchester.ac.uk
tel: 0161 275 2864

…	and	beyond
FindAPostDoc.com	
www.findapostdoc.com

Naturejobs	
www.naturejobs.com

New	Scientist	Jobs	
www.newscientistjobs.com

Research	Councils	UK	
www.rcuk.ac.uk

ResearchResearch	
www.researchresearch.com

Research	Concordat		
www.researchconcordat.ac.uk

United	Kingdom	Research	Office	(UKRO)	
www.ukro.ac.uk

Vitae	
www.vitae.ac.uk

 


