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ABSTRACT  
The increasing need for accountability in research funding and the professionalisation of 
research management have led to the rise of Research Managers and Administrators (RMAs). 
However, their importance is often overlooked, and there is a lack of understanding 
regarding their personal values and personality. This study addresses this gap by examining 
the values and traits of RMAs using Schwartz’s universal values framework and the Big Five 
personality model. A survey questionnaire was used to collect empirical data from 1,095 
RMAs. RMAs prioritise values associated with self-transcendence, such as benevolence, 
concern for others, and tolerance, while placing less importance on values related to power, 
tradition and personal gain. They demonstrate high levels of conscientiousness, openness to 
experience, and agreeableness, with lower levels of extraversion and neuroticism. This study 
contributes to a better understanding of the RMA profession, providing insights that can be 
used to support professional development and improve performance.
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1. Introduction

Since its introduction in the 1980s, the ‘new public 
management’ paradigm in the Higher Education 
sector (Verbaan and Cox 2014) brought about a 
greater need for accountability of public money 
invested in science and technology and for delivering 
added value to society in general. This led to the 
growing adoption of project-level management prac
tices (Degn et al. 2018) and to what Fowler, Lindahl, 
and Sköld (2015) called the ‘projectification’ of R&D 
activities. Additionally, the competition for external 
research funding and the drive to improve research 
governance added to the impetus for this change. 
Consequently, specialised support services at the inter
section between academic research and corporate man
agement have been established (Green and Langley 
2009). In turn, this led to the emergence of a new pro
fessional space within academia, specifically focused on 
the efficacy, effectiveness, and compliance of research 
activities: research managers and administrators (RMAs). 
These professionals increasingly enable and oversee the 
management of substantial volumes of funds.

However, scholars and employers often overlook 
the significance of RMA in the pursuit of collaborative 
endeavours (Gist and Langley 2007; Santos 2021). For 
example, RMAs frequently find themselves excluded 
from the decision-making processes concerning strategic 

choices associated with research projects (Nkukwana 
and Terblanche 2017). A low role value perception 
can lead to decreased motivation, which is inhibited 
when individuals do not find their work meaningful. 
Additionally, the alignment of role tasks and percep
tion with their personal values and personality traits 
is crucial for sustaining intrinsic motivation (Jung and 
Morner 2016).

Effective job design incorporating motivating 
characteristics (e.g. autonomy, feedback, task identity) 
can enhance intrinsic motivation, leading to better per
formance and happiness (Junça-Silva and Menino 
2022). Personality traits and personal values signifi
cantly influence motivational processes, including 
goal content and goal-striving (Parks and Guay 2009). 
Specific personality traits, such as openness to experi
ence, are linked to intrinsic motivation and achieve
ment. This relationship is mediated by intrinsic value, 
indicating that tasks aligned with these traits can 
enhance motivation (Meyer et al. 2023). Personal 
values such as self-determination, which involves the 
ability to make choices and control one’s actions, 
foster a sense of autonomy and personal agency and 
act as a critical predictor of intrinsic motivation (Water
man and Schwartz 2024).

Despite the importance of personal values and per
sonality traits in driving motivation, job performance 
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and satisfaction, to the best of our knowledge, no 
studies exist on the values and personality of RMAs. 
This study aims to fill this important knowledge gap 
by answering the following research question: ‘What 
are the typical personal values and personality traits 
of RMAs?’. To this end, a survey questionnaire was 
used to collect empirical data, which are discussed in 
light of the widely acknowledged theoretical frame
works for Schwartz’s universal values and the Big 
Five personality traits. From a practical standpoint, 
this study’s results support the contingent theory 
view that organisations should adopt a flexible 
approach, tailoring motivational strategies to the 
specific context of each professional area.

2. Background

2.1. Research management and administration

Formally, Research Management and Administration 
(RMA) is a relatively new professional area. While the 
National Council of University Research Administrators 
was founded in the USA in 1959 (Monahan, Shaklee, 
and Zornes 2023), the European Association of 
Research Managers and Administrators was only estab
lished in 1995 (van Zoelen 2023). In 2001, the Inter
national Network of Research Management Societies 
was created to bring together these associations (Kula
kowski 2023).

The professional individuality of RMAs working in 
academic settings has been the subject of an increas
ing number of academic studies (e.g. Poli 2017; 
Santos et al. 2024b; Zsár 2023). Despite being tradition
ally associated with supporting research projects at 

universities (Beasley 2006), the RMA focus has 
expanded over the years to encompass various dimen
sions, including (Agostinho et al. 2020): research and 
innovation funding, science communication, science 
strategy support, knowledge and technology transfer, 
impact assessment, research project management, lab
oratory administration, research governance and 
ethics, and other areas at the interface of research in 
all categories of research-performing institutions, and 
indeed in other related organisations for example 
research funders (Santos, Varela, and Kerridge 2024a). 
However, organisations often struggle to define and 
classify these hybrid roles, which blur the lines 
between academic, professional, and administration 
staff (Whitchurch 2019). This can lead to a lack of visi
bility and appreciation for the work of these pro
fessionals. For example, in their study on ‘the 
emergence of the publicly engaged research 
manager’, Dunleavy, Noble, and Andrews (2019) note 
that one workshop participant stated that their role 
was often ‘lacking visibility’ and that they felt like ‘a 
cog in the wheel’. In fact, the role of RMAs is often 
seen as merely administrative rather than being recog
nised as a critical component of the research endea
vour (Werner et al. 2019).

2.2. Personal values and personality traits

Values are cognitive structures that facilitate adaptive 
behaviour and social interaction (Homer and Kahle 
1988). As the most abstract level of social cognition, 
they serve as the building blocks for attitudes and 
behaviours, influencing our responses to environ
mental stimuli (Vaske and Donnelly 1999). Personal 
values in a work context have been extensively 
studied, leading to several prominent theories. A sig
nificant theory is Rokeach’s value-belief-attitude 
theory (Rokeach 1973), which emphasises the role 
of values as guiding principles in life. Rokeach 
argued that values are more central to an individual’s 
belief system than attitudes and that they influence 
behaviour across various situations, including work. 
Notably, one of the most influential theories is 
Schwartz’s theory of basic human values (Schwartz 
1992), which posits that individuals hold a set of 
core values that are universally recognised (Table 1). 
They are likely universal because they address funda
mental aspects of human life, including individual 
biological needs, the requirements for effective 
social interaction, and the survival and well-being of 
groups.

Personality is a complex construct reflecting stable 
individual differences in thoughts, feelings, and beha
viours. Personality traits have been a central focus in 
organisational research, leading to the development 
of several influential theories. In the 1970’s Endler 
and Magnusson (1976) introduced the concept of 

Table 1. Measurement items for Schwartz’s personal values 
(adapted from (van der Sluijs and Silvius 2023)).
Value Item

Self-Direction– 
Thought

To express my own opinions and original ideas

Self-Direction–Action To freely choose what I do
Stimulation To feel the excitement in life
Hedonism To enjoy life’s pleasures
Achievement To be successful
Power–Dominance To be the one who tells others what to do
Power–Resources To be wealthy
Face That no one should ever shame me
Security–Personal To have personal security
Security–Societal To have order and stability in society
Tradition To maintain traditional values or beliefs
Humility To be satisfied with what I have and to not ask 

for more
Conformity–Rules To follow rules even when no one is watching
Conformity– 

Interpersonal
To avoid upsetting other people

Universalism–Nature To care for nature
Universalism–Concern For everyone to be treated justly, even people I 

don’t know
Universalism– 

Tolerance
To listen to people who are different from me

Benevolence–Caring To care for the well-being of people I am close 
to

Benevolence– 
Dependability

To go out of my way to be a dependable and 
trustworthy friend
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person-situation interactionism, which highlights the 
complex interplay between personality traits and situa
tional factors in shaping behaviour. This perspective 
suggests that individuals with different personality 
traits may react differently to the same work situation, 
and that the situation itself can influence the 
expression of certain traits. One of the most dominant 
personality traits frameworks is the Five-Factor Model, 
mostly known as the Big Five model, which proposes 
that personality can be described across five broad 
dimensions: openness to experience, conscientious
ness, extraversion, agreeableness, and neuroticism. 
This model has been extensively studied in the work
place, with research demonstrating links between 
these traits and various work outcomes, such as job per
formance, leadership effectiveness, and organisational 
citizenship behaviour (Rothman and Coetzer 2003).

2.3. Personal values and personality traits of 
RMAs

Although no studies specific to the RMA profession 
could be identified, prior research highlights that the 
personal values of project managers (a related area), 
are more important for their managerial work than 
external motivation factors such as rewards (Mod
ranský and Lajčin 2021). Also, personal values have 
been found to play a significant role in shaping the 
attitudes and behaviours of managers more generally. 
For instance, managers with self-enhancing values 
tend to have positive attitudes toward both the 
natural and social environment, which in turn influ
ences their ethical behaviour (Nedelko 2015).

In what concerns personality traits, a study compar
ing managers with non-managers found that man
agers generally score higher on traits such as 
openness, conscientiousness, extraversion, agreeable
ness, and emotional stability. These traits are positively 
correlated with managerial career satisfaction (Louns
bury et al. 2016). In the academic sector, a study exam
ining the impact of openness on a scholar’s research 

found that different levels of this personality trait 
might be beneficial at different stages of a researcher’s 
career (Belkhouja and Yoon 2018). While moderate 
levels of openness may be advantageous for young 
scholars, senior scholars might benefit from high cog
nitive openness and low structural openness. The only 
study somewhat related to the importance of person
ality traits for RMA is that of Shimazoe (2021). This 
researcher found that RMAs who exhibit strong self- 
leadership skills, a behavioural outcome that can be 
influenced by various personality characteristics 
(namely the Big Five traits), tend to have better 
career development and higher job satisfaction.

3. Methodology

Employing a post-positivist approach, our research 
employed a survey questionnaire to collect empirical 
data. The unit of analysis was the individual research 
manager and administrator within a single cross-sec
tional study.

Based on the methodology outlined by Schwartz 
(2021), and due to the quasi-circumplex structure of 
personal values, the prescribed method of scoring 
and analysing the personal values data was adhered 
to. The measurement items (Table 1) were adapted 
from prior research (van der Sluijs and Silvius 2023). 
Due to the wide acceptance and proven validity and 
reliability of the standard Big Five personality traits 
measurement items used, the method of scoring and 
analysing each attribute was also adopted in this 
case. The measurement items (Table 2) were adapted 
from the preceding literature (Moura et al. 2019).

The participants were instructed to respond to all 
statements using a five-point Likert-type scale 
ranging from 1 (strongly disagree) to 5 (strongly 
agree). Also, data was collected on respondents’ 
general demographic information, namely age 
(range), gender identity, role level, and country of 
work. Before disseminating the questionnaire, a pre
liminary pilot was undertaken, during which specialists 
in the field evaluated a draft version, and the question
naire was adjusted accordingly. In addition to English, 
a Spanish (Latin American) translated version was also 
made available. The survey was conducted online 
(July-November 2023) utilising a web-based appli
cation in Qualtrics through an anonymous link. The 
survey was disseminated using LinkedIn and mailing 
lists of RMA associations (e.g. ARMA, EARMA, NCURA). 
A total of 1,095 valid (100% progress) responses were 
obtained (reference omitted for review anonymity).

The quantitative data were analysed using IBM SPSS 
Statistics v27. To look for statistically significant differ
ences between groups, the ANOVA with Games- 
Howell post hoc test was used due to the observed 
deviations from non-homogeneity of variances 
(Levene’s test).

Table 2. Measurement items for the Big Five personality traits 
(adapted from (Moura et al. 2019)).
Trait Item

Extroversion I enjoy and thrive in social interactions and 
collaborative work within RMA (e.g. public 
speaking, networking)

Agreeableness I prioritise cooperation, harmony, and maintaining 
positive relationships with others in RMA (e.g. 
conflict resolution skills, willingness to help others)

Openness I embrace new ideas, approaches, and opportunities 
for growth within RMA (e.g. adaptability to change 
or willingness to learn new skills)

Conscientiousness I consistently demonstrate a high level of 
organisation, attention to detail, and reliability in 
my professional work (e.g. meeting deadlines or 
following ethical guidelines)

Neuroticism I often experience high levels of stress, anxiety, or 
emotional instability in my professional life (e.g. 
work-related worry or emotional reactivity)
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Table 3 summarises the respondents’ demographic 
characteristics. Most respondents were between 35 
and 54 years old, and leaders and managers accounted 
for 61.7% of the total sample. This indicates significant 
expertise and reliability. The observed gender imbal
ance is typical of the research managers’ profession 
in general (Santos et al. 2024b; Shambrook and 
Roberts 2011). The geographical distribution was 
focused on the USA.

4. Results and discussion
4.1. Personal values

The respondents’ mean scoring of Schwartz’s personal 
values is presented in Figure 1. As no studies specifi
cally on RMAs could be found in the existing literature, 
the results are compared with the study of van der 
Sluijs and Silvius (2023) related to project managers 
due to the common focus activity of RMAs in the 
context of research projects. For comparison purposes, 
the scores are normalised using the scale’s upper limit, 
as Sluijs and Silvius used a 9-point Likert-type scale 
instead of the 5-point scale used in our study.

The ANOVA results indicate statistically significant 
differences between all the value items (F(18) =  
15,166.913, p < 0.001). The Games-Howell post hoc 
test showed statistically significant differences 
between all the value items (p < 0.001). In Figure 1 it 
can be observed that the respondents in our study 
report the following as the most important values: 
Benevolence–Caring, Universalism–Concern, Univers
alism–Tolerance, and Benevolence–Dependability. 
Moreover, the least important values reported are 
the following: Power–Dominance, Power–Resources, 
Tradition, and Humility.

These results indicate a strong emphasis on values 
related to the self-transcendence dimension of 
Schwartz’s universal values (Schwartz 1992). They 
suggest that these RMAs are primarily motivated by 
a concern for the welfare of others, both within their 
immediate circles and in the broader community. 
They value caring, tolerance, and social justice. Inter
estingly, the least important values for this group fall 
under the self-enhancement and conservation 
domains. The low ranking of Power–Dominance and 

Power–Resources suggests a leadership style that is 
less focused on control and personal gain. Similarly, 
the low importance of Tradition may indicate an open
ness to new ideas and a willingness to challenge estab
lished norms. The potential interplay between these 
values is noteworthy. The emphasis on Benevolence 
and Universalism, coupled with the low importance 
of Power-Dominance suggests a collaborative and 
inclusive approach for RMAs. These individuals may 
prioritise ethical considerations and the broader 
impact of their work over personal ambition or the 
pursuit of power. The low value placed on Tradition 
further reinforces this notion, indicating a potential 
for innovation and a willingness to embrace new 
approaches.

When compared with project managers (van der 
Sluijs and Silvius 2023), project managers assign 
greater importance to Power and Tradition. This 
means that project managers may place a stronger 
emphasis on authority, control, and the ability to 
influence decisions. This could manifest in a more 
directive leadership style, potentially prioritising 
efficiency and adherence to plans over collaborative 
decision-making. Also, project managers might 
demonstrate a greater adherence to established pro
cedures, methodologies, and hierarchical structures. 
This could lead to a preference for proven methods 
and a more cautious approach to innovation. It is 
perhaps noteworthy that research management and 
administration is predominantly female profession, 
whereas project management is male dominated 
(PMI 2023).

4.2. Personality traits

The respondents’ mean scoring of the Big Five person
ality traits is presented in Figure 2. Again, as no studies 
specifically on RMAs could be found in the existing lit
erature, the results are compared with the study of 
Moura et al. (2019) related to project managers.

The ANOVA results indicate statistically significant 
differences between all the value items (F(4) =  
1695.875, p < 0.001). The Games-Howell post hoc test 
showed statistically significant differences between 
all the value items (p < 0.001). In Figure 2, it can be 
observed that in our study, respondents exhibit the fol
lowing dominance of personality traits, in decreasing 
order of magnitude: Conscientiousness, Openness, 
Agreeableness, Extroversion, and Neuroticism.

The personality-oriented approach to motivation 
suggests that personality traits such as conscientious
ness and agreeableness are key in research contexts 
(Katoh, Aalbers, and Sengoku 2021). Conscientiousness 
is essential for these professionals, who handle tasks 
such as grant writing, budgeting, and regulatory com
pliance. Highly conscientious research management 
professionals are organised, responsible, and 

Table 3. Summary of respondents’ demographic information 
(n = 1,095).
Age (years 
old) Gender

Country of 
work Role level

< 35: 8.8% USA: 62.1% Leader: 24.6%
35-44: 30.9% Male: 16.1% Colombia: 6.3% Manager: 37.1%
45-54: 35.8% Female: 80.8% UK: 6.1% Operational: 

33.8%
55-64:17.9% Non-binary: 

1.1%
Canada: 6.0% Assisting: 1.7%

>64: 5.4% NP: 2.0% Other: 19.5% NP: 2.8%
NP*:1.3%

*NP: not provided
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efficient, ensuring projects stay on track and within 
budget. In research settings, a collaborative working 
culture can foster a sense of teamwork and motivation 
among individuals with high agreeableness (Katoh, 
Aalbers, and Sengoku 2021). Agreeable research 
support professionals excel at collaboration, communi
cation, and conflict resolution within teams and with 
stakeholders. Open research support professionals 
embrace new methodologies, interdisciplinary collab
orations, and ethical guidelines. They are receptive to 
ideas like open research practices, which enhance 
research impact and reduce redundancy. While social 
interaction is important, extraversion is less empha
sised in research administration roles, which often 
involve behind-the-scenes work like planning and 
coordination. However, networking and communi
cation skills remain beneficial. The lower emphasis on 
extraversion may reflect a preference for collaborative 
leadership, empowering researchers. Lower neuroti
cism is often associated with greater emotional stab
ility and resilience, which can be beneficial for 
managing the stress and setbacks that are common 
in research settings (Feng, Xie, and Wu 2023) and for 
research administrators (Shambrook 2023). RMAs face 
funding uncertainties, tight deadlines, and pressure 
to produce results. Emotionally stable RMAs can 
handle these pressures, providing steady leadership 
and support and helping teams persevere.

Compared to project managers, research support 
professionals tend to exhibit higher agreeableness 
and conscientiousness, and lower extraversion and 
neuroticism. This suggests RMAs prioritise teamwork 
and a collaborative environment, and aligns with the 
detailed planning, grant writing, and deadline adher
ence required in research management and adminis
tration. Lower extraversion suggests these 
professionals may favour behind-the-scenes coordi
nation over constant social interaction, unlike project 
managers who may need a stronger social presence. 
Lower neuroticism helps them navigate research 
uncertainties and setbacks, such as funding challenges, 
with greater emotional stability. These differences 
highlight the distinct demands of each role: project 
managers may need stronger leadership presence 
and social skills, while RMAs require a more collabora
tive, detail-oriented approach to effectively support 
research.

4.3. Personal values vs. personality traits of 
RMAs

The higher agreeableness observed in RMAs aligns 
with the emphasis on benevolence in their values. 
Agreeable individuals are more likely to be coopera
tive, compassionate, and concerned for the well- 
being of others, which resonates with these values. 

Figure 1. Respondents’ mean scoring of Schwartz’s personal values.
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Higher conscientiousness is consistent with the value 
of universalism, which emphasises social justice and 
the welfare of others beyond immediate circles. Con
scientious research support professionals are likely to 
be responsible and diligent in fulfilling their duties, 
including those related to broader societal concerns. 
The lower emphasis on power in their values is consist
ent with their lower extroversion. Extroversion is often 
associated with assertiveness and a desire for social 
influence, which might be less prominent in individ
uals who do not prioritise power. While not directly 
reflected in the values analysis, the lower neuroticism 
in RMAs could contribute to their ability to enact 
their values effectively. Emotional stability allows for 
greater resilience and composure in pursuing goals 
related to benevolence and universalism, even when 
facing challenges. The low importance of tradition 
aligns with their higher openness to experience. The 
differences in values between research managers and 
administrators and project managers further support 
this coherence. Project managers’ higher value 
placed on power and tradition is consistent with a 
more directive and potentially less collaborative lea
dership style, contrasting with the RMAs’ emphasis 
on benevolence and universalism.

5. Conclusions

The research addresses a significant knowledge gap by 
exploring key personal values and personality traits of 
RMAs, a professional group that is increasingly vital to 
the success of research endeavours in the Higher Edu
cation sector.

RMAs prioritise values that indicate a strong motiv
ation to support the welfare of others, both within 
their immediate networks and in the wider 

community. Conversely, they place less importance 
on values related to self-enhancement and conserva
tion. This suggests a collaborative and inclusive 
approach, with a focus on ethical considerations and 
the broader impact of their work, rather than personal 
gain or control. In terms of personality, research 
administrators are detail-oriented, responsible, adapt
able, and value cooperation and harmony. They also 
display a preference for collaborative leadership, a 
capacity to manage stress, and a focus on behind- 
the-scenes work.

These findings have significant implications for 
organisations that employ research support pro
fessionals, namely in the Higher Education sector. By 
understanding what motivates them, organisations 
can better support them in their roles, leading to 
enhanced performance, greater job satisfaction, and 
ultimately, more effective research outcomes. Given 
the strong emphasis on values related to the welfare 
of others, creating a supportive and collaborative 
work environment is essential. Additionally, recognis
ing the detail-oriented and adaptable nature of 
RMAs, organisations should ensure that their roles 
are designed to harness these strengths. This could 
include offering opportunities for professional devel
opment that foster collaboration, and openness to 
new ideas.

Motivation, as a psychological phenomenon, is 
known to fluctuate over time, making a longitudinal 
approach especially valuable for future studies. Sub
sequent research could investigate how stable individ
ual differences – such as personal values and 
personality traits – interact with evolving motivational 
states to influence career development, leadership 
emergence, and the long-term effectiveness of 
research support teams. Additionally, future studies 

Figure 2. Respondents’ mean scoring of the Big Five personality traits.
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might examine contextual or environmental factors 
that moderate these relationships, offering deeper 
insights into how to foster sustained engagement 
and optimal performance in academic and pro
fessional settings.
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