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REF 2021 Code of Practice

Part 1: Introduction

1.1 University Strategy for REF 2021 and this Code of Practice

The University’s objective is to maximise the quality of its submissions to the Research Excellence
Framework (REF 2021) to achieve an improvement in performance over the outcomes in REF 2014. We aim
to realise this by supporting researchers to publish high quality outputs, by maximising the number of staff
returned, and by working collectively to produce high quality submissions.

This Code of Practice frames our decision-making processes in relation to REF 2021 in the context of the
principles of equality, diversity and inclusion, and all relevant legislation. It describes how we will determine
who is an independent researcher and the process for selecting outputs. As all staff on a balanced (Teaching
& Research) contract will be submitted to REF 2021, we are not required to identify staff with significant
responsibility for research within this category of staff.

In developing this document we are aware of our responsibility, both as an employer and public body, to
ensure that our REF procedures do not discriminate unlawfully against, or otherwise have the effect of
harassing or victimising individuals because of age, disability, gender identity, marriage and civil
partnership, race, religion or belief, sex or sexual orientation or because they are pregnant or have recently
given birth.

We will conduct equality impact assessments (EIAs) on the policy and procedures for including independent
researchers and selecting outputs for REF 2021. The EIAs will help to identify where discrimination may
inadvertently occur, differential impact on particular groups, and where a particular policy or practice has a
positive impact on the advancement of equality.

The outcome of annual benchmarking exercises and final decisions on the inclusion of staff or their outputs
will not be used as the basis for decisions in relation to the extension of contracts, progression, promotion
or performance management procedures. Staff made compulsorily redundant or who have accepted
voluntary redundancy will not form part of the University’s submission to REF 2021.

The University seeks at all times to protect data on individuals and will ensure confidentiality, as
appropriate, in relation to REF processes.

1.2 Relationship of Code of Practice to broader institutional policies and strategies for EDI

The University of Southampton is an exceptional place whose people achieve remarkable things. We are a
world-leading, research-intensive university with a strong educational offering, and renowned for our
interdisciplinary research, innovation and enterprise. Our world standing and reputation depend upon the
contributions made by staff to teaching, research, enterprise, leadership and administration which are all
vital to our continued success. We have a strong commitment to equality and diversity and believe that
excellence will be achieved through recognising the value of every individual.

REF 2021 will be used to assess the research performance of UK Universities and will be the single, most
important measure of our success in research. The University of Southampton has adopted this Code of
Practice for REF 2021 to comply with relevant legislation and ensure fair processes to determine who is an
independent researcher and the selection of outputs for all staff who are eligible to be included in the
exercise. The Code of Practice is based on the principles of transparency, consistency, inclusivity and
accountability and forms part of the University’s key documentation on equality, diversity and inclusivity
(EDI) which is available on the University’s Diversity website.
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1.3 Actions taken since 2014

The University has continued to invest in the EDI infrastructure as evidenced by the following activities and
awards:

e University Council agrees annual equality objectives for the University and annually reviews
progress against these objectives. The Vice-President Research & Enterprise is the University’s EDI
Champion and chairs the University EDI Committee, reporting on the delivery of these objectives to
the University Executive Board (section 3.1 provides more details).

e Following a restructuring of the faculties, effective 1° August 2018, a new governance structure was
implemented in 2019 to provide clearer lines of accountability and responsibility, standardised
decision-making, and more effective reporting and cascading of information. Each Faculty has its
own Equality, Diversity and Inclusion Committee to devise objectives for their area, commission
reports, implement projects to further equality and diversity, and report progress to the
University’s EDI Committee which includes all UEB members and key EDI representatives. The
Professional Services Leadership Team, chaired by the Chief Operating Officer, is the EDI Committee
for Professional Services.

e All University staff must complete an online Equality and Diversity Briefing which covers: current
legislation and our policies; awareness of minority groups and the issues they face; stereotyping,
prejudice and unconscious bias; and promoting an inclusive workplace culture. Also mandatory is the
Safe and Supported course on safeguarding while Managing Diversity is available for anyone with
managerial responsibility.

e |n 2014, the University became a signatory to two key pledges: Time to Change, a national campaign
to end mental health discrimination through better information and resources, both for people with a
mental health condition and their friends and colleagues; and the Mindful Employer Charter through
which we demonstrate our commitment to create a supportive and open culture for employees with
mental health issues and through our recruitment and selection processes.

e The University was awarded a Silver Athena SWAN award in October 2016 following ten years of
work at bronze-level. In addition, eleven Schools and Faculties have obtained silver and bronze
departmental awards, recognising their work to implement University policies and widen
awareness of gender equality in their local area. The aim is for all Schools to gain an award of
bronze or better by 2020.

e In 2017 the University joined Inclusive Employers, the UK’s leading membership organization for
employers looking to build inclusive workplaces.

® |n December 2017, we became the first UK university to achieve Disability Confident Leader status,
the highest level accreditation for employers committed to ensuring recruitment processes are
inclusive and accessible. As a champion within our local and business communities, we promote
vacancies, offer an interview to all applicants with a disability, anticipate and provide reasonable
adjustments, and support existing employees who acquire a disability or long-term health
condition, enabling them to stay in work. The University also works in partnership with AccessAble
(formerly DisabledGo), one of the UK’s largest disability information providers on the internet, to
encourage greater use of our facilities by disabled students, staff and members of the public.

e InJanuary 2018 the University signed the Race Equality Charter with the aim of improving the
representation, progression and success of minority ethnic groups of staff and students. In March
2019 we conducted a University-wide equality survey to obtain the views of staff on their
experiences of working at the University in relation to their gender and race, and an action planis in
place to achieve a bronze award by 2021.

e  QOur long-term commitment to the career development of researchers has been demonstrated by
retaining the European Commission HR Excellence in Research award in 2018, which was originally
awarded in 2012.
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e Staff and students have continued to develop networks and societies to represent, support and
engage members who share a similar background, characteristic or common cause, for example:
Black, Asian, and Minority Ethnic (BAME) Staff Network; Parents' and Carers' Network; Women in
Science; Engineering and Technology group (WISET); Theano; Lesbian, Gay, Bisexual & Trans (LGBT)
Network; Student Union Feminist Society; Religious Students’ Union (RSU) and many international
societies. While these groups are autonomous with their own terms of reference and aims, the
University supports an annual programme of network events and consults with them when
developing new policies or amending existing ones.

e Our Equal Pay Action Plan was revised in 2018 with updated actions to continue to ensure equitable
access to promotion.

e The University has achieved its 2020 target to have 30% female representation on all University
Committees and is aiming for 40% by 2025.

e In 2015 we invested in a centralised research information system (Pure) enabling the collection,
management and presentation of information to a consistent standard, and improving the accuracy
and completeness of staff records and outputs used in preparing the REF 2021 submission.

e Outputs benchmarking exercises have been held annually since 2016 to ensure consistency of
approach across the University and to provide Faculties with an early indication of any issues to be
addressed. The exercise is followed by Faculty review meetings to identify staff who could improve
the quality of their outputs with appropriate support and encouragement.

e Processes have been introduced to improve the accuracy and completeness of staff records to
ensure all eligible staff are included in the benchmarking exercises including: weekly reviews of UOA
staff reports for correct coding of contracts; feedback from senior faculty staff on individual staff
records with intervention by HR Business Partners where necessary; and annual scrutiny by each
Faculty REF Review Committee of key elements of staff records for staff on Teaching & Research
and Research-only contracts.

1.4 Principles of Transparency, Consistency, Accountability and Inclusivity in demonstrating
fairness

The University has adopted the following equality and diversity statement which provides a foundation for
all REF-related processes and procedures:

The University of Southampton is committed to creating and sustaining a positive and supportive working
environment for our staff, and an excellent teaching and learning experience for our students. We aspire
that staff are valued and respected equally, and students are encouraged to thrive academically. As a
provider of employment and education, we value the diversity of our staff and students. We are
committed to providing a fair, equitable and mutually supportive learning and working environment for
our students and staff.

This is reflected in the core values of the University Strategy which state the importance of:

e valuing, respecting and promoting the rights, responsibilities and dignity of individuals within all our
professional activities and relationships

e equality of educational opportunity based on merit, irrespective of background, beliefs and socio-
economic context

The equality and diversity statement enables coordination and implementation at a strategic level and is
supported by additional policies that provide for an integrated approach to equality and diversity University-
wide. We have a strong commitment to equality and diversity and believe that excellence will be achieved
through recognising the value of every individual. We aim to create an environment that respects the
diversity of staff and students, enabling them to achieve their full potential, contribute fully and derive
maximum benefit and enjoyment from their involvement in the life of the University. To this end, we
acknowledge the following basic rights for all members and prospective members of our community:
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e to be treated with respect and dignity
e to be treated fairly with regard to all procedures, assessments and choices
e to be encouraged to reach one’s full potential

These rights carry responsibilities and we require all members of our community to recognise these rights
and act in accordance with them. In addition, we will comply with all relevant legislation and good practice
and no individual will be unjustly discriminated against. This includes, but is not limited to, discrimination
because of age, disability, gender reassignment, marriage and civil partnership, pregnancy and maternity,
race, religion and belief, sex and sexual orientation.

All staff involved in selection decisions for REF 2021 will receive REF-specific equality and diversity training,
including briefings on how to adhere to this Code of Practice and relevant legislation, and are expected to
behave in ways that are consistent with the University’s equality and diversity statement and this Code. All
members of staff are able to seek advice on equality legislation in relation to REF 2021 from the Equality,
Diversity & Inclusion Team.

1.5 Communication of the Code of Practice to Staff

The University is committed to ensuring the Code of Practice is promoted to all academic staff eligible or
potentially eligible for submission to REF 2021, and that it is readily available for reference. The
Communications Plan below provides details of the pathways through which the Code and the Equality
Impact Assessments will be disseminated to staff, including those absent from work.

Complete by Activity Responsibility

30 April 2019 Invitations for EDI training (workshops and on-line modules). Diversity Manager

31 May 2019 Draft Code of Practice presented to REF EDI Committee for sign-off. Head of Research Performance
7 June 2019 Code of Practice submitted to Research England. Head of Research Performance

30 June 2019

Code of Practice published on REF 2021 intranet site accessible to all staff.

Head of Research Performance

30 June 2019

Code of Practice published on University website accessible to the public.

Diversity Manager

30 June 2019

Communicate submission of Code of Practice and its availability on the
University’s intranet and website via SUSSED (University’s information
portal for staff and students), staff briefing sheets, e-news, email,
Faculty/departmental EDI Committees and by post for absent staff.
Accessible formats will be available on request.

Diversity Manager

REF EDI Committee members

31 July 2019

EDI training workshops delivered by an external expert.

Diversity Manager

31 July 2019

Include link to Code of Practice in covering note for staff circumstances
disclosure form, to be sent (email or post) to all academic staff including
those absent from work.

Head of Research Performance

Diversity Manager

31 August 2019

Publish Equality Impact Assessment (EIA) and disseminate through
SUSSED, e-news, Research Administrators’ Network and EDI networks.

Head of Research Performance

31 January 2020

Review EIA and communicate any changes to academic staff through
SUSSED, Faculties, Research Administrators’ Network and EDI networks (as
appropriate).

Head of Research Performance

disseminate through SUSSED, Research Administrators’ Network, EDI
networks, UoA Champions and Deputy Heads of School Research.

31 August 2020 | Review EIA and communicate any changes to academic staff through Head of Research Performance
SUSSED, Faculties, Research Administrators’ Network and EDI networks (as
appropriate).

31 July 2021 Publish final Equality Impact Assessment on the intranet and website and Head of Research Performance
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Part 2: Identifying staff with significant responsibility for research

As set out in the Guidance on Submissions (para 117), REF-eligible staff are defined as academic staff with a
contract of employment of 0.2 FTE or greater, on the payroll of the submitting institution on the census
date, whose primary employment function is to undertake either ‘research-only’ or ‘teaching and research’.
Staff should have a substantive research connection with the submitting unit. Staff on ‘research-only’
contracts should meet the definition of an independent researcher. Staff on ‘teaching-only’, ‘enterprise’
and ‘non-academic’ contracts are not eligible for submission.

The University has developed a comprehensive approach for career development and progression for all
staff as illustrated in the Career Pathways Map at Appendix 5.1. Introduced in 2014, the ERE (Education,
Research and Enterprise) pathways are built around four key areas of contribution: Education, Research,
Enterprise, and Leadership, Management and Engagement. The extent of an individual's role in each of
these four areas of contribution is the main determinant of which ERE Pathway they are placed on. The
expectation is that all ERE staff, regardless of their role, level or pathway, will contribute in the area of
Leadership, Management and Engagement.

Staff assigned to the Balanced Pathway (Teaching & Research contracts) are all deemed to have significant
responsibility for research. All such staff with a contract of employment of 0.2 FTE or greater on the census
date and a substantive research connection with the submitting unit are expected to be returned in
REF2021. As we intend to submit 100% of such staff in all Units of Assessment (UOAs), a separate process
for identifying staff is not required. Separate procedures apply for staff holding Research-only contracts as
described in Part 3.

Part 3: Determining research independence

3.1 Designated staff, committees and training

This section sets out the procedures for identifying designated staff and committees responsible for
determining research independence, beginning with an explanation of the University’s governance
structure, and details of training provided to individuals and committees involved in identifying staff.

The University is led by the President and Vice-Chancellor who is advised on day-to-day management and
decision-making by an Executive board comprising:

e Vice-Presidents for Education, International and Research & Enterprise
e Chief Operating Officer

e Deans of Faculty

e Executive Directors of Human Resources and Finance & Planning

e Pro Vice-Chancellor Internal Partnerships.

Over 40 academic schools and departments are grouped into five faculties which are supported by
Professional Services departments led by the Chief Operating Officer. Each Faculty is led by a Dean who is
supported by Associate Deans, Heads of Schools and Heads of Departments. Responsibility for the
University’s submission to REF 2021 rests with the Vice-Chancellor on the advice of the University Executive.

Council has the highest level of accountability for Equality, Diversity & Inclusion, ensuring the University is
compliant with the legal and regulatory requirement placed on it in relation to EDI; that it understands the
equality and diversity challenges in the sector; and that the University is making progress against its key EDI
objectives. The Executive board, with others, meets three times annually as the University Equality, Diversity
& Inclusion Committee and produces an annual report to Council, normally in November of each year.
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Under the new governance arrangements introduced in2019, Faculty and Professional Services EDI
Committees mirror the University Executive model, with each Dean and the Chief Operating Officer
accountable for promoting a culture of equality, inclusion and respect, and for appointing an EDI Lead with
responsibility for promoting a cohesive approach to EDI. The role of the EDI Committees includes:

Faculty or

Person
Department

e providing leadership on EDI and ensuring local priorities are aligned to University objectives

e developing and implementing programmes to ensure sustained progress against EDI objectives

e reporting on progress and issues arising from analysis of data and consultation, including any policy
or resource implications

e receiving progress reports on local Equalities Charter action plans

e reporting progress against objectives and issues to the University EDI Committee to help identify
strategic concerns and priorities for the future.

The governance for REF2021 is illustrated in the chart below. The criteria that each group applies in
undertaking its functions are consistent with the University’s values and operating principles, including:

e compliance with relevant legislation
e excellence in education and research
e fairness, openness, consistency and inclusivity.
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The role and membership of each group is detailed in Appendix 5.3 with role descriptions for key staff at
Appendix 5.4. Group and committee members have been selected by virtue of their position, authority and
responsibility. In some cases, such as REF/UOA Champions, expertise in a particular discipline and
experience of the research assessment exercise are also taken into account. Membership of the REF EDI
Committee includes UCU (University and College Union) representation and colleagues selected through an
open invitation to all University staff.

An important role of the REF EDI Committee is to advise on the equality and diversity training required for
all members of committees involved in preparations for REF 2021. Minimum training comprises completion
of the mandatory online course Equality and Diversity Briefing which covers: current legislation and our
policies; awareness of minority groups and the issues they face; stereotyping, prejudice and unconscious bias;
and promoting an inclusive workplace culture. Staff on key committees are also encouraged to complete the
online course Managing Diversity designed for anyone with managerial responsibility, and to attend REF-
specific workshops covering EDI and unconscious bias commissioned by the University’s Diversity Team and
delivered by an external expert. Training materials will be made available to staff unable to attend the
workshops and one-to-one or group training provided on request. The timetable for training is as follows:

Complete by Details
31 July 2019 REF 2021 Workshops on EDI and unconscious bias for staff with REF decision-making responsibilities (~200
staff invited to attend) delivered by external expert.
31 October 2019 On-line Equality and Diversity briefing completed by all REF committee members
Ongoing One-to-one, group training or online materials for staff unable to attend workshops and for new joiners.
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Monitoring by Human Resources will ensure committee members have received or undertaken the requisite
training. Membership of these committees is summarised in the table below.
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3.2 Policies and Procedures

This section addresses the criteria used for determining staff who meet the definition of an independent
researcher, details of the approvals and appeals processes, and how decisions are made and communicated
to staff.

3.2.1 Eligibility Criteria

Research and scholarship, and the knowledge they create, underpin everything we do at Southampton,
from our innovative teaching methods to our growing portfolio of spin-out companies. The University has
developed a comprehensive approach for career development and progression for all staff as described in
Part 2 and illustrated in the Career Pathways Map at Appendix 5.1.

The Research Pathway is for ERE staff that contribute predominantly through research activities. They may
also make contributions in the areas of Education, Enterprise or both, although these are unlikely to be a
major feature of the role and will often be purely to inform or underpin research activities. The emphasis is
on developing and delivering research outputs which tackle the most pressing challenges facing society
today and encompasses knowledge creation and dissemination at all levels, from individual research
projects through to world-leading multi-disciplinary research centres.

A contribution matrix has been developed for each level of the ERE Pathway and Appendix 5.2 provides an
example. These matrices are not a prescriptive checklist of achievements or an exhaustive list to be ticked-
off for staff to succeed or progress. Rather, they are used alongside job descriptions, appraisal forms and
other key documents (such as promotions criteria) to inform other processes.

Each career pathway comprises four or more levels. For research staff, the indicators of contributions for
each level are listed in the table below. For staff at levels 5, 6 and 7, there is an expectation of research
independence.
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Level | Role Indicators of contributions

4 Research Fellow e Able to organise research activities and progress a personal research plan
and/or plan.

e Develop and carry out a plan to open up an area of personal research and
expertise, and/or undertake research under supervision in accordance with a
specified project and as a research team member.

e  Provide guidance to other staff and students on own specialist area.

e Plan and develop independent, original contributions to an allocated subject
area or project, using methodologies, critical evaluations, interpretations,
analyses and other techniques appropriate to this type of research, e.g.
Investigations leading to the discovery of new knowledge; analysing and
illuminating data, interpreting reports, evaluating and criticising texts and
bringing new insights; the application of knowledge out of which new
intellectual understanding emerges.

e Investigate models and approaches to test and develop them.

e Regularly publish research work in refereed journals, disseminate findings at
conferences, or exhibit work at other appropriate events.

e  May contribute to writing bids for research grants.

e May supervise the work of research assistants and postgraduate students.

e  May work/collaborate on original research with colleagues in other
institutions.

e May contribute to education, enterprise, impact, engagement, management
and administration areas described above.

5 Senior Research e Able to plan and develop a range of high quality research activities, ensuring

Fellow plans complement broader research strategy.

e Sustain a personal research plan, possibly as part of a team.

e  Establish a national reputation for research.

e Plan and develop innovative research proposals and externally funded projects
as self-contained items or as part of a broader programme.

e Identify sources of research funding and contribute to the process of securing
funds through bids and growing reputation.

e Manage the application of a range of methodologies, approaches and
techniques appropriate to the type of research personally being pursued.

e  Provide expert advice and support to other staff and students.

e Plan and deliver high quality research, project managing the research activity,
supervising and taking responsibility for the research team.

e  Sustain the dissemination of research findings through leading publications,
conferences, exhibitions etc.

e Develop and engage in research methodologies that add to
knowledge/understanding appropriate to the discipline.

e (Collaborate on, and develop, original research with colleagues in other

institutions.
6 Principal Research e Contribute to the development of research strategies in the academic unit.
Fellow e Act as principal investigator on major externally funded projects, taking

responsibility for defining original research objectives and questions.

e Lead research programmes and teams, setting up and managing the resources
needed to deliver the plan.

e Devise new research methods, developing an international reputation as a
research leader in a major subject area.

e Lead major funding bids and research activity in an area of recognised
excellence for the University.

e Develop and oversee the application of innovative and creative methodologies
and techniques appropriate to the type of research being pursued.
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e Disseminate and explain research findings through leading peer reviewed
national and international publications, conferences and exhibitions.

e Provide expert advice and subject leadership, including research supervision.

e Develop and sustain major research activity of high reputation in the UK and
internationally through original research work.

e Interpret findings from research projects and develop new insights, expanding,
refining and testing hypotheses and ideas.

e  May contribute to education, enterprise, impact, management and
administration areas described above.

7 Professorial Fellow |e  Leading the management and generation of research grants, projects and
contracts, and evidence of exploiting research initiatives and opportunities.

e Sustain and enhance a significant national and international reputation for
academic excellence in their field.

e The management of significant staff teams and resource management
processes necessary to deliver Faculty/University strategic research plans. This
could include the direct management of post-doctoral and other research
staff.

e Act as advisor to national research funding bodies including the relevant
disciplinary research councils or other government funding bodies.

o Developing major research partnerships with external organisations.

e Influencing and shaping national and international research agendas and
directions.

e Involvement in development activities in connection with research.

e Generating significant new income streams, profits and reputation from
enterprise activities; leading major commercial projects for clients, developing
spin out companies.

In 2014/15 when career pathways were introduced, staff were assigned to the various pathways according
to their roles or contract at that time. As might be expected, the coherence between contracts and the
relevant contribution matrix varies across the research population and while this has improved over time, it
cannot yet be assumed that individual researchers absolutely conform to the pathway. Accordingly, while
the intention is for staff at ERE-Research level 5 and above to be independent, it is not currently possible to
categorise all staff as “independent researchers” based solely on the level of the post, and each researcher
must be individually considered according to the criteria described below.

All staff on a Research-only contract (HESA Academic Employment Function 2) with an FTE of 0.2 or greater
on the census date (31 July 2020) can be nominated by their Faculty as a “candidate for independent
researcher”. To qualify for submission to REF2021, the individual must also satisfy one or more of the
indicators of independence listed below. It should be noted that each indicator may not individually
demonstrate independence and, where appropriate, multiple factors may need to be considered.

Across all main panels, the following indicators would normally identify research independence:
e Leading or acting as principal investigator or equivalent on an externally funded research project.

e Holding an independently won, competitively awarded fellowship where research independence is
a requirement. An illustrative, but not exhaustive, list of independent fellowships can be found at
https://www.ref.ac.uk/media/1030/c-users-daislha-desktop-list-of-research-fellowships-updated-
22032019.pdf

e Leading a research group or a substantial or specialised work package.
In addition, Main Panels C and D also consider that the following attributes may generally indicate research
independence in their disciplines:

e Being named as a Co-l on an externally funded research grant/award.

e Having significant input into the design, conduct and interpretation of the research.
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Generally, the following groups of staff do not satisfy these criteria:

e Level 4 posts: other than a small number of qualifying fellowship holders (about 1% of the total),
postdoctoral research assistants undertake research under the supervision of the award holder and
are not independent researchers.

e Marie Sklodowska-Curie ITN Fellows: these Innovative Training Network, level 4 posts, are for early-
stage researchers in the first 4 years of their career who have not been awarded a PhD at the time
of their recruitment. These posts should not be confused with Marie Sklodowska-Curie Research
Fellows who normally qualify as independent researchers.

e Clinical Research Training Fellows: these awards support clinicians (predominantly at level 5) to
undertake a PhD or other higher research degree, or to reacquire research skills.

e IT Innovation Senior Research Engineers: these level 5 posts in the School of Electronics and
Computer Science, are involved in applied research and software development for deployment in
industry and commerce. Their work does not generally lead to the dissemination of research
findings through publications.

e Specialist staff such as computer programmers and software engineers.

3.2.2 Inclusion of Independent Researchers and Appeals

The process for the inclusion of independent researchers and for appeals is set out in the diagram below.
During the period before Research England published the final REF guidance on submissions, Faculties
(through their UOA Committees) identified candidates for submission as independent researchers and their
outputs assessed as part of the annual benchmarking process. With the availability of the final guidance,
staff lists were reviewed to confirm REF-eligibility and to identify additional staff who might be eligible.
These lists are now reviewed weekly to monitor leavers and joiners and, where necessary, Associate Deans
Research are asked to advise on any changes identified. Staff lists and the UOA for submission will be
confirmed at each of the Faculty REF Review Committees (scheduled in November 2019, and June and
October 2020).

As detailed in 3.2.1 above, staff on Research-only contracts who meet the criteria for independent
researchers are automatically eligible for submission to REF2021. If any researcher feels they are eligible to
be returned, they can raise this with their Deputy Head of School Research for consideration by the
Associate Dean Research. Researchers may also contact their union representative or the Equality, Diversity
& Inclusion team for support and advice. In the case of non-inclusion, the appeal mechanism is a letter in
the first instance as described below:

a) Criteria for Independent Researcher

Where the reason for the appeal is based solely on whether the staff member meets the criteria for
submission as an independent researcher, the appellant should set out their qualifying circumstances,
identifying any new information or evidence that may not have been taken into account. The letter should
be sent to the Chair of the relevant Faculty REF Review Committee who, in consultation with members of
the Committee, will give due consideration to the appellant’s case. At the Chair’s discretion, this may
involve convening a meeting of the committee, a meeting with the appellant (who may bring a supporter if
they wish) or both. The decision of the Chair is final and feedback will be provided to the appellant in writing
within 5 working days.

b) Relates to a protected characteristic

Where the reason for appeal relates to one or more protected characteristics, these should be clearly
identified in the appellant’s letter which should be sent to the Chair of the REF Equality, Diversity & Inclusion
Committee. The Chair, in consultation with members of the committee, may uphold the appeal if a majority
of members determine that non-selection is based upon a case of discrimination against a relevant
protected characteristic; in the absence of an absolute majority, the Chair holds the deciding vote. Where
the committee determines the case does not fit the qualifying criteria, the Chair will inform the individual in
writing stating the reasons and the appellant may refer the case to the Appeals Panels.
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REF 2021 - Selection & Appeals Process

Annual
Benchmarking Exercise

Annual Review

Selection Process

Annual Outputs Benchmarking
exercises have been undertaken
since 2016 as part of the
University's preparations for REF
2021. The exercises support the
identification of staff eligible for
submission and their outputs, and
help surface any anomalies in staff
records.

OUTPUTS SELECTION @

Individual staff select and rank up to
5 of their best outputs.

UOA COMMITTEES '%

Comprises Deputy Head of School
Research, UOA Champion and
other senior academics for each
UOA (Unit of Assessment).

Responsible for assessing outputs,
providing feedback to staff on the
resulting quality profile and
preparing action plans to support the
delivery of high-quality outputs.

EXTERNAL REVIEW @

Selected outputs are subjected to
independent review by external
assessors to validate internal
assessments. Such outputs are
selected by UOA Champions/DHoS
Research in consultation with the
Associate Dean Research.

ASSOCIATE DEAN @
RESEARCH <
Responsible for ensuring
consistency of assessments across

the Schools and UOAs in their
Faculty.

2

REF PLANNING GROUP

Advisory group to VP Research &
Enterprise (Chair) comprising
Associate Deans Research (5) and
key Professional Services staff with
REF responsibilities.

Mesets at least three times/year to
review the REF strategy and
performance across all UOAs, and
to ensure consistent implementation
of policies across Faculties.

REF IMPACT & ENVIRONMENT
REVIEW PANELS

Each Faculty panel comprises the
VP Research & Enterprise (Chair),
Dean, Associate Dean Research,
senior academics nominated by
each Faculty and key Professional
Services staff.

Reviews the Impact Case Studies
and Environment Templates
produced in each UOA and
produces action plans to ensure

high-quality submissions.

FACULTY REF REVIEW
COMMITTEES

Comprises VP Research &
Enterprise (Chair), Dean, Associate
Dean Research, UOA Champions,
Deputy Heads of School Research
and key Professional Services staff
with REF responsibilities.

Responsible for reviewing
performance across UOAs in the
Faculty and supporting any
improvements required.

UNIVERSITY EXECUTIVE BOARD

UOA COMMITTEES %

Each Committee assesses the quality of
outputs selected by staff and identifies
candidates for submission as
independent researchers.

FACULTY REF REVIEW I%

COMMITTEES

Reviews performance across UOAs in
the Faculty and signs-off the
submission for approval by UEB. Each
Faculty Committee will make final
decisions (subject to leavers, joiners
and appeals) on the inclusion of
independent researchers for
recommendation to the University
Executive Board.

REF EQUALITY, DIVERSITY
& INCLUSION COMMITTEE

Comprises Dean of Social Sciences
(Chair), Associate Deans Research (5),
Diversity Manager and other senior
staff from the academic and
administrative communities with
equality and diversity responsibilities
and interests.

Responsible for driving participation in
and support for EDl initiatives that lead
to a positive impact on the University’s
submission, managing training,
briefings and communication of the
Code of Practice and considering
appeals against non-selection of staff.

APPEALS PANEL %

Comprises VP International or VP
Education (Chair), Executive Director
Human Resources, nominated
Associate Dean Research and Diversity
Manager (as advisor). Responsible for
hearing appeals referred by the REF
Equality, Diversity & Inclusion
Committee. Exhausts the informal part

of the grievance procedures.

Takes final decisions on the submission for recommendation to the Vice-Chancellor.
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Appeals Panel

The Appeals Panel comprises the Vice-President International or Vice-President Education as an
independent Chair, Executive Director Human Resources, an Associate Dean Research who is not conflicted,
and the Diversity Manager as advisor. The Appeals Panel will meet with the appellant (who may bring a
supporter if they wish) and the Chair of the relevant Faculty REF Review Committee or their delegate. The
Appeals Panel may also seek external advice where appropriate. After the hearing, the Appeals Panel will
determine whether the appellant is to be included in the submission or is unsuccessful in their appeal. The
panel’s decision is binding and will be notified to the appellant and the Chair of the Faculty REF Review
Committee in writing. This appeals process is deemed to exhaust the Informal Resolution Stage of the
grievance procedures.

3.3 Equality impact assessment

The University will conduct equality impact assessments (EIAs) on the policy and procedures for including
independent researchers and selecting outputs for REF 2021. The ElAs will help to identify where
discrimination may inadvertently occur, differential impact on particular groups, and where a particular
policy or practice has a positive impact on the advancement of equality. Confidentiality of data is addressed
in the EIA section of the Privacy Notice at Appendix 5.6.

For independent researchers, the EIAs will compare the population of staff identified as candidates for
selection with that of staff who do not meet the published criteria at a given census date, for example, the
start and/or end of a benchmarking exercise. The EIA will focus on staff at levels 5, 6 and 7 as almost all staff
at level 4 are research assistants and not eligible for REF 2021. The analyses will address all the protected
characteristics for which data are sufficient. The University recognises that a full dataset is required and that
any missing data will reduce the significance of any subsequent analysis. Individuals will therefore be
encouraged to complete or update the Equal Opportunities details form available on the online HR self-
service portal (MyView) if they have not already done so.

The ElAs for the selection of outputs are described at section 4.5.

The REF Equality, Diversity & Inclusion Committee is responsible for ensuring the completion of EIAs and
making the information available to relevant groups involved in the REF submission. The first EIA is
scheduled for publication by 31 August 2019 with reviews undertaken by 31 January and 31 August 2020 as
detailed in the Communications Plan (see 1.5). The final Equality Impact Assessment produced following the
REF 2021 submission (31 March 2021) will be published by 31 July 2021.

Part 4: Selection of outputs

4.1 Staff, committees and training
See section 3.1 for details. Key groups involved in the REF submission are listed at Appendix 5.3.

4.2 Policies and procedures

This section details the procedures developed for the fair and transparent selection of outputs which apply
across all departments. As described in Parts 2 and 3, the University will be returning the outputs of all staff
meeting the REF-eligibility requirements who hold a Teaching & Research contract and those on Research-
only contracts satisfying the criteria for independent researchers.

Information about staff and their outputs is held in the University’s research information system, Pure.
Outputs of former staff will be returned where their inclusion is expected to improve the quality of the
submission. Staff made compulsorily redundant or who have accepted voluntary redundancy will not form
part of the University’s submission to REF 2021.
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The schematic “REF 2021 — Selection and Appeals Process” in part 3 above summarises the key stages in the
selection of outputs which have been developed through annual benchmarking exercises held since 2016.
The detailed stages are listed here and described in the table below:

1. Identification of REF-eligible staff

Nous~wnN

Staff propose high-quality outputs

Open Access compliance checks

Assessment of outputs

External calibration of outputs

Allocation of outputs to authors and co-authors
Selection of outputs

Key stage for
selection of
outputs

Details

Identification of
REF-eligible staff

All staff expected to have significant responsibility for research on the census date (see parts
2 and 3 above) are assigned to the appropriate UOA in the REF module within Pure, the
University’s research information system.

Staff propose
high-quality
outputs

Each year, within a specified period of 4 months, staff propose and rank their highest quality
research outputs, selecting from the repository of publications stored in the Pure system.

Only outputs meeting REF2021 eligibility criteria can be proposed. Outputs proposed in
previous years can be retained or replaced where stronger outputs are available. In a
forthcoming system upgrade, a research output proposed by one author will automatically be
proposed for all REF-eligible co-authors.

A minimum of three outputs is required but there is no upper limit to the number that can be
proposed. Staff on part-time contracts or with individual circumstances may propose a
reduced number of outputs as follows:

e Part-time contract averaging 0.7 FTE or less - two outputs
e Part-time contract averaging 0.5 FTE or less - one output
e Early Career Researcher with less than 24 months in post at 31 July 2019 - one output

For staff with significant periods of absence, the number of outputs required is determined
by the Associate Dean Research.

Eligible outputs produced by former staff are entered into Pure by REF administrators as
directed by the Associate Dean Research, Deputy Head of School Research or UOA Champion.

Open Access
compliance
checks

During the 4 months’ period, library staff undertake checks to confirm that the proposed
outputs are eligible for submission. If necessary, a REF Exceptions Panel (Associate Director
Research Engagement (Chair), Head of Research Performance and an Associate Dean
Research) convenes to consider whether an exception can be applied. Researchers and
Faculty REF administrators are informed where an output is not compliant and, if required,
an alternative output can be proposed.

Assessment of
outputs

Members of UOA Committees, supplemented with additional senior academic staff where
necessary, are responsible for assessing the proposed outputs. Normally, up to five of the
highest ranked outputs for each researcher will be assessed by a minimum of two assessors.
Assessors are selected on the basis of relevant research expertise, seniority in the field and
being representative of the cohort of eligible staff (as far as possible). Importantly, assessors
work independently of one another and return their scores to the Faculty REF administrator
to upload the average scores to Pure. Where the administrator identifies a significant
difference in scores for a particular output, the assessors may be asked to review their
assessment and/or confer. Outputs rated as Unclassified by any assessor must be separately
reviewed by the Associate Dean Research or their delegate to confirm the rating.
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External In some UOAs, external assessors are used to help calibrate the assessment exercise or to

calibration of provide their expert opinion for selected outputs.

outputs

Allocation of The REF guidelines require a minimum of one and no more than five outputs to be attributed
outputs to to each staff member returned (there is no minimum for the outputs of former staff). This
authors and co- decoupling of staff and outputs is intended to provide increased flexibility to institutions in
authors building the portfolio of outputs for submission. As noted in the Guidance on Submission,

“

..... there are many reasons why an excellent researcher may have fewer or more outputs
attributable to them in an assessment period. It is therefore not expected that all staff
members would be returned with the same number of outputs attributed to them in the
submission”.

For all but the smallest submissions, manually allocating outputs to staff in accordance with
the guidelines can be challenging given that many outputs will have one or more University
co-authors. A software tool has been developed to undertake this process for all UOA
submissions. The model takes the outputs proposed by staff, average scores and author/co-
author staff IDs, and produces a ranked list of outputs according to the parameters listed
below. Staff identifiers are randomised before processing to avoid any systematic bias that
might arise from outputs being ordered by employee start date.

e total number of outputs per UoA is bounded by 2.5 times the FTE of staff assigned to
the UoA. Former staff have an FTE =0

e minimum of 1 and a maximum of 5 outputs per staff assigned to the UOA

e inclusion of former staff outputs is optional

e outputs with multiple co-authors are only submitted once in a UoA

o flags members of staff with no outputs.

e maximises the score (GPA) for each UoA.
An important feature of the tool is that it is “blind” to the protected characteristics of staff
and their outputs.

Selection of Each UOA Committee reviews the ranked list of outputs produced by the allocation tool to
outputs ensure:

e the allocation of outputs to authors is rational

e the allocation of outputs to former staff is not excessive

e the total number of outputs allocated (including those from former staff) is correct
The final selection of outputs will be made by the Associate Dean Research on the advice of

the UOA Committee which can refer any disagreement to the Dean of Faculty whose decision
is final.

4.3 Staff circumstances
4.3.1 Expectations of contributions to outputs pool

The outputs benchmarking exercises held since 2016 recognise that staff circumstances can affect an
individual’s ability to research productively and allowances are therefore made for part-time researchers,
early career researchers and staff with significant periods of absence (see table at 4.2). The contribution of
each researcher is formally reviewed at annual Faculty REF Review Committee meetings and an action
assigned to the Deputy Head of School Research or Associate Dean Research where it is agreed that staff
would benefit from additional support or mentoring; where appropriate, a personal development plan is
agreed between the individual researcher and their line manager.

4.3.2 Voluntary declaration of staff circumstances

The Guidance on Submissions REF 2019/01 (paras 151-201) sets out measures introduced by the UK funding
bodies to recognise the effect that individuals’ circumstances may have on research productivity, including
requests for a reduction in outputs and the criteria for removing the “minimum of one” output requirement.
There may be other circumstances comparable with the examples given which REF 2021 panels may
consider as long as an explanation is provided as to the way in which these are said to have impacted on the
individual’s ability to produce the expected volume of research 