
RESEARCH MANAGEMENT PROFESSIONALS IMPACT CASE STUDIES 

ARMS Strategic Plan ‘Towards 2025’ has as one of its priorities the promotion of the profession of research 
management (Strategic Priority 2). One way ARMS plans to achieve this in the timeframe 2019-2021 is to develop 
case studies that demonstrate the value and contribution of research management professionals 
(Implementation Priority 2.2). 

A template has been developed to help describe your research management impact. ARMS hopes to use many of 
the impact case studies to demonstrate to our stakeholders the value of our profession to the research 
enterprise. The impact could be felt by researchers, funders, institutions, collaborators, students, the community, 
governments or industry. 

A Research Management Impact Case study should be a narrative (maximum 1,000 words) around the following 
questions: 

1. Please tell us about the research enterprise, and your role in it. What was the situation/project; what
were the challenges that were faced; what was your role it; and why did you do what you did?

2. How did you add value, improve outcomes and/or otherwise positively impact the research enterprise?
How was this impact measured?

3. Who were the key stakeholders in the research enterprise and how did you work with them to achieve a
common goal? Please include any testimonials you have from those key stakeholders.

4. What lessons did you learn that you would like to share with your fellow research managers? e.g. better
communication protocols; tips for negotiating successful industry partnerships; more transparent
reporting of research expenditure

Templates must be submitted to the ARMS Executive Office by COB 5 PM on the 30th of  September 2020 to 
arms.adminofficer@flinders.edu.au   

Where possible, applicants are encouraged to submit any images to support their case. Please ensure that all approvals to use 
such images are obtained prior to submitting your case study template. 


	Question 1: In 2016 there were poor processes across research support.  Staff morale was low and turnover at 50%.  The MyVoice survey revealed staff were not engaging across teams and that we were below sector on entrepreneurship.  I launched Pebblebuster days, inviting issues from staff to be put forward to be worked on using a design thinking approach.   This approach has been deployed in Google, Atlassian and IBM but never in research management offices.  Resources to run such days are free online which we downloaded and adapted.  We have run 3 such days in-house where we shut the division for a day, and put cross-unit teams together to tackle one issue each.  Suggested pebbles are reviewed and up to 8 are endorsed by the Executive for treatment.  Staff are provided resources and access to senior management.  They are encouraged to engage with each other, partners and academics to fully understand the "pebble" (problem) they are "busting" (fixing).  Staff have provided thoughtful tested prototypes for 18 "pebbles" so far.
	Question 2: Each Pebblebuster day has given staff design thinking skills and engendered ownership of problems.  We have tracked 18 pebbles, implemented 8 of these and made a saving of 0.9 FTE (1,500 hours pa).  Savings were determined through interviews with staff to understand how often a task was occurring, how much time was being saved (before and after the improvements).  Other factors were increased clarity, strategic alignment and morale.  The new "Friday Fives" email from the Executive Director, for instance, has served to boost morale, make staff more aware of what is going on.  This, in turn, has improved the consistency of advice we are offering. We have become more proactive with staff emailing me that they have "fixed a pebble outside of pebble day" rather than wait.  The attitude to ownership of problems is new and staff have become far more aware of what other teams do.  Staff turnover has dropped down to 5% and held steady.  When issues arise, we often hear, "sounds like a pebble to me?" and those issues now find a home as they are scheduled for treatment via Pebblebuster days.  The graduate research school have joined in for mutual benefit.  The School of Sciences ran a pebble session. The Executive Director from Research Services moved to Newcastle University early in 2020.  Despite the COVID-19 pandemic, he was able to run his own Pebblebuster day there.
	Question 3: The Executive Director Research Services was the key person endorsing my idea to run this session. I provided the background science and made the case to him and to our DVC (Research Enterprise and International).  The DVC (REI) took the opportunity to add a pebble for us to work on on our first Pebblebuster day and she was the driver behind our tracking of pebbles with a report with outputs and savings being presented both to herself and the Division in December 2019.  She has declared "Very positive!".  As issues have been arising, our PVC Research (Acting ED) has sent them to me with the comment, "A great one for Pebblebuster day?" and he will join for the first time at 1 December 2020.  The Research Managers needed convincing to shut the division for a day and have since shared the benefit of having a mechanism for fixing problems has been invaluable in their teams.  
	Question 4: When we first started tracking impact, we were focussed on time and money.  If we were to start from scratch again, we would nuance the benefits to include; morale, clarity and strategic alignment from the start.  We could survey staff to improve these days.  This would increase our efforts to make staff heard while offering practical improvements to how these are run.  We did consider using an external consultant but we saved money by delivering in-house.  However, for those with no experience, we recommend seeking external help.  We are happy to share our resources with any institution seeking to trial this themselves.


