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To analyse RRI related discourses and pathways to
implementation, including barriers and drivers, in
22 research conducting and research funding
organisations, in 12 European and non-European
countries, in order to identify, understand,
disseminate and promote RRI implementation best
practices that can be scaled up at European and
global levels.
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Partner institution
Oslo Metropolitan University (NO)
Ostfold Research (NO)
Karlsruhe Institute of Technology (DE)
University of Bristol (UK)
Commissariat a L'Energie Atomique et aux Energies Alternatives
(FR)
University of Padova (IT)
Applied Research and Communications Fund (BG)
Stichting Katholieke Universiteit (Nijmegen) (NL)
Wageningen University (NL)
Chinese Academy of Science and Technology for Development
(CN)
Research and Information System for Developing Countries (IN)
Arizona State University (US)
Fundacao de Desenvolvimento da UNICAMP (BR)
The University of Queensland (AU)

Main contact
Clare Shelley-Egan (cocoordinator)
Ellen-Marie Forsberg (cocoordinator)
Miltos Ladikas
Richard Owen

Alexei Grinbaum
Federico Neresini
Zoya Damianova
Luca Consoli
Phil Macnaghten
Yandong Zhao
Sachin Chaturvedi
David Guston
Marko Monteiro
Peta Ashworth

Our own institutions and:
Research Council of Norway
Helmholtz Association of Research Centres

Norway
Germany

Funding organisation
Funding organisation

Engineering and Physical Sciences Research
Council (EPSRC)
Fondazione Telethon

The UK

Funding organisation

Italy

Bulgarian Ministry of Education and Science

Bulgaria

Research conducting/ funding
organisation
Research policy organisation

The Netherlands Organisation for Scientific
Research (NWO)
National Natural Sciences Foundation of China

The
Netherlands
China

Funding organisation

Department of Science and Technology, Indian
Government
Jawaharlal Nehru University (JNU)
Sao Paolo Research Foundation
The Commonwealth Scientific and Industrial
Research Organisation (CSIRO)

India

Research policy and funding
organisation
Research organisation
Funding organisation
Research organisation

India
Brazil
Australia

Funding organisation
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Mapping and review of the current status of
the work on the RRI aspects in the
organisations

1.

2.

3.
4.
5.
6.
7.
8.
9.

Analysis of strategic commitments and visions of organisations and of
where (and where not) these map onto RRI keys and other associated
dimensions
Goals and targets for the further RRI related work (including the five
keys, but potentially expanded in order to be adapted to the
organisations’ own understanding of responsibility and responsible
research and innovation practices)
Review of barriers (this will already have been done by the RRI-Practice
researchers in the review stage)
Analysis of organisational best practices (this will already have been
done by the RRI-Practice researchers in the review stage)
Innovative strategies to address RRI barriers
Specific actions for developing the RRI dimensions in research content
and programmes;
Indicators to monitor progress.
A plan for regular follow-up with updated reviews and Outlooks.
In future, responsibility for such regular reviews (and Outlooks) must lie
within the organisations themselves.

Action research!

}
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The 5 EC RRI policy keys: ethics, gender, open
access/open science, societal engagement and science
education
The RRI process dimensions (EPSRC, Owen, Stilgoe and
Macnaghten): Anticipation and reflexivity, Openness and
transparency, Responsiveness and adaptation
The participating countries’ and organisations’ own
framing and operationalisation of responsibility in
research
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To view organisations as rational (structural),
natural (cultural) and open (interchange) systems
the rational systems approach understands the
organisation as having
◦ ‘(1) a visible set of hierarchical authority relations in
which
◦ (2) work activities are governed by formal rules and
clearly defined criteria for evaluation, relations that
◦ (3) are designed to pursue some set of goals.’
à Is RRI integrated into these?

}

Understanding the organisation as a natural
system involves scrutinising the informal
sides of the organisation.

◦ how individuals may have a significant influence on
attitudes and conduct in an organisation and
◦ how cultures and sub-cultures may flourish more or
less decoupled from formal structures, often
undermining, replacing or transforming them

à Is

RRI present in the culture?

an open systems approach to organisations
focuses on the relationships between the
organisation and its environment, on which it
is ‘dependent for resources, personnel, and
legitimacy’
à Are there exchanges between the
organization and its environment that are
relevant for RRI?
}

Aspects of
organisations
Potential drivers for
RRI

Potential barriers to
RRI

Most important
potential
organisational
actions [Example
gender]
Several actions can
be included
Indicators for
success
[Example gender]

Structural issues
Mandates, legislative
frameworks, formal
hierarchies
Active ownership (e.g. the
state), legislation that
includes social
responsibility as a core
element of the mandate,
formal evaluation criteria
adapted to RRI goals
No formalised pressures to
conform to RRI dimensions

Cultural issues
Culture, informal routines,
informal reward systems,
focus on management
RRI dimensions become
mainstreamed, managers
start seeing RRI dimensions
as an obvious part of their
responsibilities, no social
acceptance for neglect of
the RRI dimensions
Informal incentive systems
reward economic
output/excellence/etc.,
effectively marginalising the
RRI dimensions

Establishment of a sexual
harassment hotline

Explicit reference to
candidates’ attitudes to
gender balance in job
interviews of leaders

Awareness of the hotline
among our
employees/users/students

Increase of reported
awareness of this issue in
our annual employee survey

Interchange dynamics
Policy learning, pressures
from key stakeholders
(owners, the public, etc.)
Pressure from the media,
success stories from
organisations considered to
set ‘gold standards’ in the
field

Important stakeholders
reward, for instance,
excellence and economic
performance to a greater
extent than RRI related
matters
Invitation of citizens to
our university to learn
about their perceptions of
gender equality in our
university system
Number of employees
actually interacting in
dialogues with the public
about their activities

}

}

The 12 national reports reported
systematically on structural, cultural and
interchange barriers (and drivers)
NVIVO analysis of barriers noted across the
12 national reports

•

•

•

•

Structural features of organizations provide
varying conditions for decision-making.
Conditions for the implementation of RRI in
universities may differ from those of other types
of organizations.
Universities are professional bureaucracies and
are structured accordingly.
Profound consequences for decision-making,
span of control, and the pursuit of goals.

A typical
university

}

}

It is easy to further implement RRI aspects when
the infrastructure is already there in the support
staff and technostructure: ethics committee,
gender officer, OA guidelines, etc.
We find few Public Engagement and Science
Education offices, thus there is no platform on
which to anchor such work in the organisations
à the road to implementation is longer

}

}
}

}

Lack of resources (money, time, people,
training, expertise).
Lack of incentives.
Lack of strategies, policies, frameworks,
systems, and formal structures supporting
practices pertaining to some aspects of RRI.
Fragmentation – of the organisations and of
RRI

A typical
university

Even more difficult in an
distributed organisation

}

Sometimes works as a driver:

}

Most often as barriers:

◦ Overlaps with classical scientific values such as
formation (‘bildung’) of enlightened scientist-citizens
and societies.
◦ Institutional entrepreneurs, managers etc. furthering
particular RRI agendas in the organization.
◦ Lack of knowledge and awareness.
◦ RRI seen as an add-on or burden, rather than central to
the activity of the organization (research or funding).
◦ Classic academic values of autonomy and merit curb
aspects of RRI.
◦ Engrained ideas on what innovation is curb aspects of
RRI.
◦ Perceived lack of concept clarity.

}
}

}
}

De-coupling effects
Other concepts (e.g. scientific excellence)
seen as more important
Low buy-in from the ‘older generation’
Lack of managerial support

}

}

}

}

}

Lack of policies and clear mandates at
national level
Lack of perceived interest and pressure from
the public and political field
Organisations not held accountable on RRI
aspects
Privacy and commercial interests (hindering
openness)
Other concepts dominate the public discourse
(e.g. sustainability)

Percieved urgency for change is limited to a few change agents
and stakeholders in our sample.
• RRI is not broadly percieved as an answer to current organisational
or societal challenges in research, hampering diffusion (Rogers
2003, Abrahamson 1991).
• The RRI label is largely unknown outside a limited group of
researchers and stakeholders with ties to EU or EU projects.
à There is still a way to go!
•

Ø Change the incentive regime to promote an
organisational culture for RRI.
Ø Broaden the concept of excellence and
impact.
Ø Build capacity and a culture for RRI through
training and resourcing.
Ø Support RRI as a creative and adaptive
learning process.

What to do about this?
à Use the drivers to overcome the barriers
à Experiment! – but connect such experiments
to the organisational structure!
à Create learning processes! – but involve the
national policy level to mobilise for national
policy
}

Is this new or surprising?
à NO – in line with outcomes from other RRI
projects
}
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