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Part 1: Introduction

The University of Huddersfield inspires and supports outstanding contributions to research,
innovation and engagement within an inclusive and enabling environment that promotes
excellence with impact at every level of endeavour.

Accordingly, the Univeity is opposed to all forms of unlawful and unfair discrimination and
seeks to meet its statutory obligations under the Equality Act 2010 and other relevant
primary and secondary legislation.

This Code of Practice is designed to support the Universityaking its submission to the
Research Excellence Framework 2021 to ensure fair and transparent identification of staff
with significant responsibility for research, determining who is an independent researcher
and the selection of research outputs.

TheCode of Practice also addresses individual circumstancesnidnahaveconstrained an
AYRADGARdzZE £ Q4 FoAfAGE (G2 LINPRAzOS 2dzilLlzia 2NJ &
period. In so doing the University seeks to address issues of detrinpeitzy} mpact

and/or indirectdiscriminatory outcomes.

The Code of Practice embodies the basic principles of transparency, consistency,
accountability and inclusivity in line with the guidance givethenREF Gdance on codes of
practiceREF 201/93.
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and Diversity Policy (Appendixand is consistent in meeting our public seauties, under
the Equality Act 2010, with respect to the REF submission.

The University REF 2014 eqgtyalimpact assessment (Appendixiyhlichted that gender
balance remainea wider issue of female representation in research active postdtand
opportunities for female staff to pursue research excellenidee analysigdicatedthat
overall representation for noiwhite British groups also remainedkey issue.

The University has taken steps to improve the environment for female staff through the
attainmentof an institutional Ahena SWAN Bronze award in 20THe School of Applied
Sciences also achieved Bronze in 2015 and has moved up to Silver iM28d.8eently,

the Huddersfield Business School achieved Bronze in 202ther Schools are working
towards 2@20-21 submissions.

The University has recdgtbecome a Stonewall Global Diversity Champion and is working

closely with Stonewall and the LGBTQhifSNetwork to develop an action plan for a

strategic and structured approach to LGB equality initiatives. Progress with L&BT
AyOftdzaArzy ¢gAft 0SS aaSaaSR Ay GKS ySI NJ FdzidzN


https://www.ref.ac.uk/media/1086/ref-2019_03-guidance-on-codes-of-practice.pdf

Working with the BAME Staffetwork, the University is assessing itself against the Race &
Ethnicity Maturity Matrix, which is intended to support practical change for the BAME
workforce through positive action.

At the University, everyone has a responsibility to create and suatainclusive

environment. Alktaff are requirel to completethe Diversity in the Workplace-kearning
programme at the beginning of their employment. Staff involved in recruitment and
selection are required to complete the Recruitment & Selection andhkwous Bias-e
learning programmes and to refresh their understanding and knowledge every three years.

Roles and responsibilities with respect to decision making are clearly defined in this code,
including terms of reference for committees apdnels, and a training programme for staff
involved in the processes.

To promote an inclusive environment during tR&F 202fpreparations all staff in advisory
or decision making rolesill refresh their online Diversity in the Workpladeainingand
complete the Unconscious Bias module

The University will undertake a thorough programme of communications activity to
disseminate and explain this Code of Practlo®aghout the timetable fomock and final
exercisessdetailed in Appendix.3rhe programme includes information about the
intended audiences and the channels of communication to be used.

During the first few months of 2019 the detailed Code of Pract@aiment has been
developed in parallel with a mock RExercise aimed primarily at testing draft policies and
procedures for transparent identification of staff with significant responsibility for research
and determining who is an independent researchad to consider thequality and

diversity perspectivahead of finalising the Code of Practice. The consultation on the draft
policies and procedures started in November 2018 and continued throughout the first few
months of 2019.

The Pro Vic&€hancellor for Research & Enterprise andEhiector of Human Rsources
invited all staff to readand provide feedback on@raft Code of Practice whiclias
published o the staff intranet on 7 May 2019.

The Code of Practioeill be submitted on 7 June 2019 to Research Englangahtished
prominently onthe staff irtranet andcirculated by email to all academic stafid again
once the final version has been agreed by Research England aheadlofind finaREF
exercisesn 202Q

Human Resourcg$iR)will ensure contact is made witall staff who are absent from whk

to provide access to the Code of Practice, ensure they are regularly updated and to invite
staff who are identified as having significant responsibility for rese¢@&Ryr being an
independent researchgiiR)to declare individual staff circumstancéseeSection 4.3)All
information ard forms relating to individualicumstancesleclarationis published on the

HR REF2021 website



https://staff.hud.ac.uk/hr/ref-2021

We intend touse the same approach for all units of assessnf@ppendix 4, unless the REF
Panel criteria and working metho@8EF2019/0pindicates otherwise i.e. wire REF &hel

criteria differ.

The University treats all members of staff on permanent, epeded (indefinite), fixed

term and parttime contracts equally and is committed to the Fixed Term Employee and Part
Time Worker Regulations. Learning and developtngromotion and career development
opportunities are accessible to all staff.

All constitutional research committees and forums at University and SchooWdivkeave a
standing item to discuss disseminatiand implementatiorof the Code of Practicguring

the period up to the final submission on 27 November 20@@articular, the University
Equality, Diversity and Inclusivity Enhancement Committee awméREF 2021 as a standing
item on its agenda.

The Research & EnterpriBarectorate will provide guidance andiéfings on the Code of
Practiceand on processes related to the Research Excellence Framework more broadly at
University, School anbepartmental level as required.

The Code of Practice will be published by Resarch EnglandREF tamin November2020
andthe Universitywill publish it on itexternal website.

This Code of Practice has bdarther revised in August 2020 to take account of the effects
of COVIEL9 in accordance with the Guidance on revisions to REF (&3 2020/02
published on 31 July 2020.


https://www.ref.ac.uk/media/1084/ref-2019_02-panel-criteria-and-working-methods.pdf
https://www.ref.ac.uk/publications/guidance-on-revisions-to-ref-2021/

Pat 2: dentifying staff with significant responsibility for research

2.1Policies and proceduresvhere not submitting 100% of eligible staff

All academic staff at the University of Huddersfield are expected to be research active. This
is reflected in their job roles, workload models and the University Strategy Map KPIs
associated with research outputs. In particular, a key research related KiPlacademic

staff to publish research of at least 2* quality by the end of the current university strategy
period in 2025. This builds on the last strategy map period (2WB) ambition for all
academic staff to be publishing at or better than naabfevel (1*).

All academic staff at the University are returned to HESA categories of Teaching and
Research (T&R) or Research Only (R@jt on practitioner contracts (5 are employed at

present) are returned to HESA category of Teaching Qddyacadenic members of staff

are on teaching only contracts.

I 1Seé StSYSyid 2F GKS ! yA@SNERAGEQA adNrdS3e
doctorate to become qualified. Staff are expected to study for a doctorate either at
Huddersfield or another ingtition, before developing into independent active researchers.

The expectations described above do not apply to all academic staff as there is an exception
for staff on contracts o#).5FTE and members of staff who are due to leave the University
beforethey could complete a doctorate e.g. those scheduled to retire and staff on fixed

term contracts. Although some staff 20.5FTE are in fact PhD qualified and research active,
others abi).5FTE who are not PhD qualified are not expected to be researsie acti

returned to REF.

In general, new academic staff are recruited with a doctorate, but in practitioner related
disciplines this may not be possildad the requirement is for thosstaff to register for and
complete a doctorate within a reasonable tiraeale, typically 6 years as a pare post
graduate researcher.

Currently the University is in a transitional period where not all members of staff on
AcademiqT&R)contracts have significant responsibility for research. This is due to a
number of facors, including staff currently studying for a doctoral level degree as described
above and those with doctorates who have not yet matured into independent researchers.
Academic staff are expected to develop into independent researchers after qualifyimg wit
doctorate, within a time period consistent with the expectations of the discipline and to
become eligible to supervise doctoral studerisiring doctoraktudies and career
developmentinto independent researchestatus staff are recognised as guideglsearchers

by the University.

By the next REF (2028) the University expects all of its >0.5FTE academic staff to be PhD
gualified and carrying out their own research and eligible for REF submission.

The pool of staff in scope for consideration as having significant responsibility for research
are those staff returned to HESA in the teaching and research employment function



category(i.e. on Academic contracta)ho are on a permanent, fixetrm or pat-time
contract of employment ofQ.2FTE.

Althoughparagraph 18 ofthe Guidance on revisions to REF 202E 20202) indicates

that staff meeting the condibns abovenho are on furlough under the Coronavirus Job
Retention Schemeemain eligible for submission, there is no need for the University to act
on this revision as no staff dreaching and Research (T&Bitracts have been placed on
furlough during the REF ped.

For the REF 2021 submissgiaff on Academic contractsiust be on the payroll of the
University on the census date (31 July 2020). For mock REF exercises the eligible pool will be
those on the payroll at the time of the exercise.

Thecriteria to be used for the identification of staff with significant responsibility for
research are consistent with paragrafpil of theREFSuidance on Submissions
(REF2019/0) tailored to meet the expectations of staff as described ab®ieffat the
University with significant responsibility for research are those for whom:

a. Explicit time and resources are made available
1 Specific workload allocation for research
1 Access to facilities to carry out research

and

b. To engage actively in independent research
1 Meet the research activity elements of the criteria for main supervisor for
doctoral post graduate research students described in the University
regulations (Appendix 5); explicitly:
i. Must hold a doctoral degree
ii. Will be undertaking higlguality research oén internationally
recognised standard
1 Member of a Research Centre or Institute within the University

and

c. lItis an expectation of their job role
9 Job description includes research
1 Annual research objectives are specified in appraisal

The Associate Deansg$earch and Enterprise (ADRES) in each School are responsible for
identifying which staff have significant responsibility for research based on the criteria
described abovethe research activity elements of the supervision criteria inuméversity
doctoral research degree supervision regulations (Appendix 5) are used for the purposes of
REF SRR identification and are:

1 PhD (or other doctoral research degree) qualified
1 Published research of 2* quality or better as a demonstration of thdeutaking of
high-quality research of an internationally recognised standard


https://www.ref.ac.uk/publications/guidance-on-revisions-to-ref-2021/

The nonresearch related criteria in the University regulations which refer to employment
contract duration and supervisor training are not used for SRR identificatiorexthsion

of the criterion relating to contract duratioensures that there is equality in the process for
staff on fixed term contracts.

Central HR will issue ADREs vaitbroforma (Appendix6) to completefor each member of
staff. ADREs will base thelecisiors on the evidenceecorded in the forns. Staff will be
informed in writing of the decisiowith an explanation of the reasoffsr their
categorisation

The process tooglace in May 2019 for all eligible stafsociated with the mock REF
exerci® which began in January 2019. The outcomes were one of the following

a. Significant responsibility for resear(BRR)
b. Expected to have significant responsibility for research by the REF census data
c. Not having significant responsibility for reseaoot-SHR)

Thisensuresthat all staffwho areexpected to besubmittedto RERwill beidentified and
includedin allREF related activitiend commungations for the remainder of the REF
period.

HR will engageith the ADRESs periodically througit the remainder of the REF

preparation period to take decisions on SRR for newly appointed staff and to check the
progress of staff identified as expected to be SRR by the census date. The timetable is given
in Appendk 3.

Staff have the right to appeal against the decision (see section 2.3).

The names fstaff identified as having significant responsibility for research will be passed
to the UniversityREFOversightCommittee (REFOGnd Lhit of Assessment Coordinators
(UOACS)



2.2Development bprocess(es)

The process for identification of staff with significant responsibility for rese¢@BtiRhas

been developed by the REF Oversight Committee (REFOC) in collaboration with the
Associate Deans Research and EniegpfADRES). Dratft criteria were prepared and
processes discussed at meetings held on 4 September 2018 and 13 Nowzé&thBerhich
were attended by the Associate Deans and senior staff from the Research and Enterprise
team and chaired by the PVC Researath Bnterprise. This resulted in support for the
criteria and process as described in section 2.1. The process is intended to be objective,
transparent and nosdiscriminatory. It will be used iklay 2019for academicstaff
employedby the Universityat the start of the spring mock REF 2019 exerdibese staff

who have joined the University since then and those that will join before the REF census
date of 31 July 2020 will be lsject to the process from summe&019 onwards.

The drdt criteria and process for identification of staff with significant responsilfiity
research(SRRyvas presented to the tragl union representatives facademic staff (UCU)

by theDirector of HRon 30 November 2018. To support the principle of transpay, UCU
were also given the draft criteria and processes for the identification of independent
researchers and the selection of research outputs. The unions confirmed that they were in
agreement with the content of the documents and were advised thatAB&REs would be
communicating with academic staff in their Schools to inform them of the criteria and
processes.

TheDirector of HRvrote to the PVC Research and Enterprise on 30 November to confirm
the agreemenwith UCU.

~
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in January 2019 was limited but generally supportive.

In April 2019 the PVC Research and Enterprise met with the Associate Deans to confirm the
adoption of the citeria for SRR as describm section 2.1.

The draft Code of Practice was placed on the University REF2021 intranet 8ikdagn
2019 for staff to read andrpvide any further feedbacto a central email box
WWwO9CHANHMYXKdzZRDI Oddz] Q

Following the releasef the draft Code of Practice the UCU further congd their
agreement in a letteto the Director of HR:



University of

HUDDERSFIELD

Inspiring tomorrow's professionals

4 June 2019

Dear Siobhan

| am writing to confirm that the University of Huddersfield has formally consulted with UCU
about the draft criteria and process for identification of staff with significant for research,
identification of independent researchers and the selection of research outputs.

We are also in agreement with the draft Code of Practice.
Yours sincerely

i [ ,

m a4 .
Steve Lui

Branch Chair
ycu

; &
Queensgate, Huddersfield, HD1 3DH, UK b
o
% @ WINNER g
Chanee ¢ HPH Toe Bt e oF isvk KO o By AWARD WINNER
Protessor Bob ¢ man (21 31 o i i . UNIVERSITY OF THE VAR
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2.3 Staff, committeesind training

The formal structure forREF 202#lecision making waagreedby the University
Research Committee on 4 DecemB€éx8 Thestructure isshown below:

ViceChancello

Individual
Circumstances
Panel

REF Appeals
Panel

REF Oversigh

Committee

Associate Dea
Research and
Enterprise

Unit of
Assessment
Coordinators

Vice-Chancellor

On advice from the REF Oversight Committee the-Elwancellor will approve the overall
University of HuddersfielREF submission.

REF Oversight Committee

The REF Oversight CommitttREFOG$ chaired by the PVC Research and Enterprise and
comprises senior staff in the Reseawd Enterpris€ R&EDirectorate who havehared
responsibility for leadership and coordination of the REF submission within tiiteitios.
TheDirector of HRs also a membeof the committee together with a representative from

11



the Vice/ KI y OSft  ® pldvidle inptk idei2Sdent of R&Ehe terms of refeence
for REFOC aprovidedin Appendix 7

REFOG responsible for the final decisions regarding the selection of research outputs and
impact case studies, and the approval of the Institution and Unit of Assessment
environment statementsThis is to ensure separation of the assessment processes frem th
selection of outputs and impact case studies to be submitted in each UOA and to remove
potential bias.

The Director of Research and Enterprise is responsible for preparing the Institution
environment statement.

All members of this Committegave hadREFspecific guality and diversity training.
Associate Deans Research and Enterprise

9+ OK 2F GKS ! yAGSNARAGEeQa T | OFRSYAO {OK22f a
Enterpris(ADRE)The role includes responsibility at School level for supportiag th
preparation of the REF submissions for the relevant Units of Assessment.

In particular, ADRBsill identify those staff orAcademiccontracts with Significant
Responsibility for Research based on theeda in the Code of Practice amdll liaise with
line managers and research group leadegarding staff categorisation

ADREsvill alsoidentify those staff on Research Only contrastso arelndependent
Researchers based on theteria in the Code of Practice ankdy will liaise with line
managersand research group leadersgarding staff categorisation

ADREuwvill decide with advice from the Unit of Assessment Coordinaterkich research
outputs and impact case studies will be nominated for submission to the REF Oversight
Committee. They will ab approve the Unit of Assessment environment statements.

Where a Unit of Asses®nt spans more than one Schotbie relevant Associate Deans will
work together to reach decisions e.g. UOA3 Allied Health Professions, Dentistry, Nursing and
Pharmacy.

All ADREshavehad REF specific equality and diversity training.
Unit of Assessment Coordinators

The Unit of Assessment CoordinatttfOACjole is carried out by a senior academic in the
appropriate discipline as part of a portfolio of activities including téagland research.
UOACs have beaelected by theADREand Dean of School.

UOACsare responsible for assigning an assessment score to each output nominated by staff
who have been identified as havisiRRAcademic and Research contract holders) or are
independent researchers (Research Only contract hold&rsywill have takeradvice from

12



at least one other academic within the Unit of Assessment or an external ad&ideast

one output for each member of staff submitted in a UOA will have had assessment by an

external advisor.

TheUOACsre responsible for identifying suitable impact case studies for submission.

They advise the ADRIA the pool of outputs and impact case studiesdomination for

submission.

AllTUOAC#Have hadREF specific equality and diversity training.

Internal and &ternal assessors have be¥n R S

I ¢ NB

in particularmatters relating toequality and diversitythrough a briefing document which

has been issued by HR.

REF Appeals Panel

The details of this panel are described in section 2.4.

Individual Circumstances Panel

The details of this panel are described in section 4.3.

Summary of Advisor and Decision MakRoles

Area

Advisors

Decision Makers

SRR

Line Managers, Research
Group Leaders

Associate Deans R&E

Independent Researcher

Line Managers, Research
Group Leaders

Associate Deans R&E

Research Outputs

Academicslnternal and
External assessors, UOA
Coordinators, ADREs

REF Oversight Committee

Impact Case Studies

UOA Coordinators, ADREs
External assessors

REF Oversight Committee

Institution Environment
Statement

Director R&E

REF Oversight Committee

UQA Environment

UOA Coordinators, ADREs

REF Oversight Committee

Statements
Individual Circumstances IC Panel
Appeals REF Appeals Panel

Requestgo Research
Englandor unit reductions
in the number of outputs
required

REF Oversight Committee

13
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Training

The University is committed to ensuring equality and diversity has been and will continue to
be embedded in all decisions made in relation to the preparation and finalisation of its REF
submission, minimising the potential for bias. To suppoid tommitment, all staff involved

in advising and making REF related decisions are required to undertake mandatory REF
focused equality and diversity training. The full training programme and timeline can be
found in Appendix 8.

The overarchindearning objectives for the training sessions and workshops are:

T To understand the key changes between REF2014 and REF2021

1 To ensure that equality is embedded in all decisions made about REF2021 to
minimise the potential for bias

1 To understand how unconsxzis bias can impact on REF2021 decision making

All members of staff involved in advising and making decisions are required to have

completed the following dearning programmeg W5 A @S NBAG& Ay GKS 2 2 NJ LJ
W yO2yaOA2dza . Al aQhestéffnaddatl NB | @1 Af o6t S GAl
https://hud.learnupon.com/users/sign_inThis includes ADREs, UOACs (and deputies),

members of REFOC, the REF Appeals Panel and the REF Individual Circumstances Panel.

TheW! ¥Ya OA2dza . Al 4aQ LINGaNEoledges fo@xplBrStheicahgeftR (1 2
of unconscious bias and the implications of unchecked bias and thereby develop strategies
for recognising and negating its impact. The learning goals for participants are:

T Understand the extent of their own bias

T Appreciate the business case and implications of unconscious bias in the workplace

1 Develop awareness via case studies examining bias in the context of specific
protected characteristics in the workplace

1 Develop goals foimplementation of learning after the course

CKS W5 AQPSNBRAGE Ay GKS 2 2 Ndbvidé dolleegues iitNtBebaklc Y YS A
necessary knowledge and understanding of Equal Opportunities law, regulations, and policy
as it relates to individuables and responsibilities. The learning goals for participants are:

T Understand their obligations as they relate to existing Equal Opportunities legislation
and regulation

1 Be able to demonstrate via a test that they have completed the necessary Equal
Oppotunities training

A core REEquality, diversity and inclusioED) i NI Ay Ay 3 LI O1F3IST Ww9C H
5AO0SNEAGEQY 61 & RSOSt21LISR (2 LINBOARS O2yGSEN
and REF2014 which are identified in the HEFCE reports on the selection of staff for inclusion

in the REF (2014https://dera.ioe.ac.uk/23924/1/HEFCE2015 17 )dihis package is for

those with responsibility for identifying staff as SRR/IR, assessing outputs for mock REF

purposes and selection of outputs for REBraission. This training is mandatory for all staff

14
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in the roles of ADREs, UOACs (and deputies), members of REFOC and the REF Appeals Panel
and is a classroom based session lasting up to 2 hours delivered jointly by key members of
Research & Enterprise aitbman Resources. ADREs, UOACs (and deputies), REFOC

members and the REF Appeals Panel received this training ahead of mock REF 2019 and will
receive refresher sessions ahead of future mock exercises and final submission. The content
includes the following

1 Lessons learned from REF 2014

1 REF2021key changes from REF 20d4d EDI requirements

1 The responsibilities dREFRlecision makers and advisors

1 Overview of unconscious bias

1 Overview of equalities legislation

1 The identification criteria and process fBignificant Responsibility for
Research (SRR) and Independent Researchey HRI) aspects

1 Overview of equality impact assessment

1 Practical REF specific case study exanmgiasd at the identification of

protected characteristiand discrimination types
1 The appeals process for SRR/IR

The materials used for the training have formed the basis of a briefing pack, about the code
of practice and equality and diversity matters, for internal academic staff and external
advisors who are engaged in the assessnaémesearch outputs.

LY FRRAGAZ2Y (G2 (GKS Ww9C HAaHm 9ljdzr t Ade yR 54
the Individual Circumstances Panel (see section 4.3.3) will also attend a specific workshop,
WLYRA@GARdzE £/ ANDdzY & (i opgd@oSpegate thenkiar D& cofsideiation S Sy R
of equality related staff circumstances declarations. This will be delivered by the Head of

Human Resources in summer 2019, following the first wave of SRR/IR identification, and

uses a case study approach to appy the REF2021 guidance to various types of eligible
circumstances. The content includes the following:

Clearly defined circumstances and the tariffs operating

Complex circumstances, how to assess them and ensuring consistency in the
assessmenprocess

1 Practice assessments

il
il

The REF Appeals Panel will receive similar instruction on individual staff circumstances at
the same time in readiness for any appeals and refresher training will be provided ahead of
future individual circumstances rounds.

15



2.4SRR\ppeals

The appeals process and form for SRR is availalileedtiR REF2021 websitstaff will be
notified of their right to appeal in the letters setd them by HR regardintheir status as
SRR or neBRR, based on the criteria described in section 2.1.

The REF Appeals Pandl review the information provided bgtaff submitting appals
related tothe following:

1 Identificationas havingor not) Significant Responsibility for Researglegdemic
contract)
1 Identification as beingor not)an Independent Researcher (Research Only contract)

The REF Appeals Panel will also consider apeah staff against decisions associated with
declaration of individual staff circumstances.

The terms of reference for the RBppeals Panel anggrovidedin Appendix 9

The Panel comses theDeputy Vice Chancellor (Chaimyo Associate Deans Reseah
OYUSNILINRAS 62dziaARS @ft&eDf&torafHRI 2 F aldl FFQa

The DV@oes nothave any otheresponsibilities for REF andnist involved in any other
REF committees or panels.

All members of this Panel habad REF specifiequality and diersity training and will have
specific individual circumstances training in summer 2019 to enable them to deal with
related appeals.

TheREF Appeals Pamaemberswill not have been involved in any prior decisions relating
to SRRdentificationof the member of staff who lodges an appedlhe panel will investigate
the matter in accordance with the principles set out in this Code of Practice. The panel will
consult as widely as necessary to reach an informed judgement, which will be
communicaed in writingto the member of staff REFOC, thappropriateADRE and UOAC.
The timescales for thBRRappeals process are given in Appendix 3.

It is expected thaany issuestaff might have with theirdentification (or not) as SRR can be
resolvedthrough informal discussionsith the appropriate ADRStaff are asked to ensure
that they speak with theiADREnN the first instancelfthe issues cannot beesolved a

formal appeamust be submitted to the Head of HRing the form providean the HR
REF2021 website

The gounds for Appeal are as follows:
1 Exclusion or inclusion based on personal protected charactergstaating togender,

ethnicity, disability, sexual orientation, religion, age, marital status, maternity leave and
paternity leave
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1 Inappropriate application of the criteri@r SRR ithe UniversityCode of Practice
1 Inappropriate application of the criterifor SRRs set out irthe RERSuidance on
Submissions{EF2019/01

The following aré&NOTgrounds for appeal:

 Credibility2 ¥ GKS ! yYABSNBRAAGEQAE NBOASH LINRPOSaa | yR
a0FFTFQa NBASEHNOK 2dziLidzi a @
T 1f€t200A2Yy 2F AYRAGARIZ £t Qa NBaASI NOK 2 dzi Lz

In all cases the membef staff will have the right to appear in person before the Appeals
Panel and to be accompanied by a friend, colleagueaole unionrepresentative.

2.5Equality impat assessment

In January 2019 an equality analyses carried oufor the draft processes for SRR

identification, IR identification and output selection by ADREs and UOACs (and deputies)

(see Appendix 16AThis highlighted that there was a risk that unconscious bias amongst

decision makers and/or advisors could be detrit@mo protected groupsThe assessment

for SRR and IR identificatited tothe decision to includé KS | y A BB A G& Qa 2V
Wnconscious bidd Yy R WRAGSNREAGE Ay (K SandatoNdtradd 6ofOSQ Y2 R
the training programme for ADREs, UOA#®sl (deputies), the REF Oversight Committee

and the REF Appeals Panel, in addition to mandatory REF tailored training in equality and
diversity.The training programme detailed inAppendix 8.

In May 2019, a anonymised analysis of the staff identifiedSRRR and |[Rompared to the
whole academic staff popby the protected characteristics of gender, ethnicity, disability,
sexual orientation, religion, age, marital status, maternity leave and paternity leave was
undertaken Gender and disability data wellso analysed at UOA level. The data, analysis
and findings are provided in AppendixBl&nd were reviewed by the REF Oversight
Committee on 30 May 2019.

Taking account of all protected characteristics, only the analysis of gender shows an overall
impad of the SRR/IRdentification process. The proportion of males in the SRR/IR group has
increased by 7 percentage points to 62% compared to the baseline of 55%. The conversion
rate for females to SRR/IR is 20 percentage points less than that for malegatitutional

level (61% compared to 81%). In UOAs 3, 5, 11, 13, 18, 23, 24, 26 and 27 the conversion rate
variances were leghan-5% disadvantaging female¥hree UOAs (4 ,32 and 34) had

conversion ratevariances of morehtan 5% disadvantaging males

The extent of the negative impact for female staff compared to mialéglieved to ba
consequence afhe time it takes for cultural change from the teaching dominated
environment of a decade ago to a balanced approach to teaching and research for all
academic staff. This has been a particular issue for staff in practitioner based disciplines e.g.
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Nursing, Education and Art and Design, where research has been less of a priority than it is
now. This Equality Impact Assessment (EIA) will feed in to tfi@ssessment processes in
Schools and at institution level for Athena SWiehkted action plan review and

development. Schools across the University are being encouraged to share best practice
research mentoring and to exploit external routes for sugting staff e.g. the Aurora
programme for female staffAll UOASs will continue to provide ongoisgpportfor staff with

their personal development as researchers, particuléshthe females.

The cultural change is ongoing and will take a few nyaa's, particularly for those staff
studying for a doctorate who will take 6 or more years to qualify from registration. This is
consistent with a context where the submission for REF2021 includes several new UOAs i.e.
Psychology, Architecture and Builtviilonment, Geography and Environmental Studies,

Law, Sport and Exercise Sciences, Modern Languages and Linguistics, Drama,
Communication, Culture and Media Studies.

The impact of ethnicity reflects the general predominance of white British in the academic
and research workforce. There was a positive impact for BAME groups in SRR/IR
identification.

The following table highlights thatt an institutional level, aside from gendeithe SRR/IR
identificationdata indicates no evidence of bias related to disatyi| sexual orientation,
religion, age, marital status, maternity leave or paternity leaJee largesvariances
relating to proportions byrotected sub-characteristis at institution levelere:

Protected characteristic Largest variances at institutiotevel
(SRR/IR outcome compared to baseline)
Ethnicity -7.02% (White British)
2.97% (Other White Background)
1.70% (Chinese)
Disability 0.1% (Declared Disability)
Sexual Orientation -1.25% (Heterosexual)
1.01% (prefer not to say)
-0.41% (Gay)
Religion -3.13% (Christian)
1.46% (No religion)
0.65% (Muslim)

Age

-2.20% (Age 454)

Marital Status

1.41% (Single)

Maternity Leave

0.19% (Mat Leave taken)

Paternity Leave

1.08% (Pat Leave taken

TheMay 2019EIA provided the University with confidence tltlag processes for SRR
identification are faifrom an equality perspectivand hence no changes were de&to the

criteria for SRAR.

18




The EIA process wWilature as an ongoing actividuring the remaineér of the REF
preparation periogdand the University Equality, Diversity and Inclusivity Enhancement
Committee will maintain oversight of EIA outcomes throughtbig time.
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Part 3: Determining research independence.

3.1Policiesandprocedures

The pool of staff in scope for consideration as being independent researngdRerare those
staff returned to HESA in the research only employment function category who are on a
permanent, fixeeterm or parttime staffResearch Onlgontractof ¥).2FTE.

Although paragraph 18 of theuidance on revisions to REF 202EF 20202) indicates

that staff meeting the conditions above who are on furlough under@oeonavirus Job
Retention Scheme remain eligible for submission, there is no need for the University to act
on this revision as no staff on Research Only (RO) contracts have been placed on furlough
during the REF period.

For the REF 2021 submissistaff on Research Only contraatsust be on the payroll of the
University on the census date (31 July 2020). For mock REF exercises the pool will be those
on the payroll at the time of the exercise.

Research gsistants will be excluded from the REF onlibsis thathey have been
employed explicitly to carry out the research of others.

A member of staff is not deemed to have undertaken independent research purely on the
basis that they are named on one or more research outputs.

The criteriato be usedor the identification of staff who are independent researchare
based on thosspecified inparagraphs 128 34the RERSuidance on Submissions
(REF2019/0pand paragraphs 18¥89in the Panel criteria and working methods

(REF2019/0p

A core set ofhree indicativecriteriahave been accepted il REF MaiPanels (AB,C&
D). In addition to these generic criteria Panels C&D consider two additional criteria as
indicative of research independence in their diicies. The list of REBFain Panels and
UOAs forREF 202ik givenin Appendix 4

For REF Panels A and B (Units of Assessment 1aod @) the three criteria below must be
satisfied:

1 leading or acting as principal investigator or equivalent oexernally
fundedresearch project

1 holding an independently won, competitively awarded fellowship where
researchindependence is a requirement. Arugtrative, but not
exhaustivelist of independent fellowships

1 leading a research group or a substantial or specialised work package

For REF Panels C and D (Units of Assessment 13dne3#f)the five criteria below must be
satisfied:
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1 leading or acting as principal investigator or equivalent on an externally
fundedresearch project

1 holding an independently won, competitively awardetidwship where

researchindependence is a requirement. Arugtrative, but not

exhaustivelist of independent fellowships

leading a research group or a substantial or specialised work package

being named as a Amn an externally funded research grant/award

having significant input into the design, conduct and interpretation of the

research

= =4 =

The Associat®eans Research and Enterprise (ADRES) in each School are responsible for
identifying which staff are independent researchers based on the criteria describe above.
ADREs complete a pforma (Appendixl0) for each member of staff @hbasetheir

decision orthe evidence contained in the form. Staff are informed in writing of the decision,
including the reasons why.

The process tooglace in May 2019 for all eligible stasociated with the mock REF
exercise which began in January 2019. diteomes were one of the following

a. Independent researcher (IR)
b. Expected to be an independent researcher by the REF census data
c. Not an independent researcher (ntRR)

Thisensuresthat all staff who are expected to be submitted to REF will be identified an
included in all REF related activities and communications for the remainder of the REF
period.

HR will engageith the ADRESs periodically throumit the remainder of the REF

preparation period to take decisions on IR for newly appointed staff and tckahec

progress of staff identified asxpected to beR by the census date. The timetable is given in
Appendix 3.

Staff have the right to appeal against the decision (see section 3.3).

The names of staff identified as independent researchers wildssed to REFOC and
UOACs.

3.2 Staff, committeesind training
Theoverall governance structurand associated training aescribel in section2.3.
3.3IRAppeals

The appeals process and fornr IR is available othe HR REF2021 websitstaff will be
notified of their right to appeal in the letters setd them by HR regardintheir status as IR
or not-IR, based on theriteria described in section.B.
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The REF AppedPanelwill review the information provided bgtaff submitting appeals
related tothe following:

1 Identification as beingor not)an Independent Researcher (Research Only contract)
The terms of reference for the REppeals Panel angrovidedin Appendix 9

The Panel compses theDeputy Vice Chancellor (Chairyo Associate Deans Research &
OYUISNIINRAS 02dzi AARS GridSeDf&GrdidHR) 2 F a0l FFQa ac

The DV@oes nothave any otheresponsibilities for REF andnigt involved in anyther
REF committees or panels.

All members of this Panel hatad REF specifiequality and diversity training and will have
specific individual circumstances training in summer 2019 to enable them to deal with
related appeals.

The REF Appeals Panel memswill not have been involved in any prior decisions relating

to IRidentification of the member of staff who lodges an appeal. The panel will investigate
the matter in accordance with the principles set out in this Code of Practice. The panel will
consut as widely as necessary to reach an informed judgement, which will be
communicated in writing to the member of staff, REFOC, the appropriate ADRE and UOAC.
The timescales for thiRappeals process are given in Appendix 3.

It is expected thaany issuestaff might have with their identificadn (or not) as IR can be
resolvedthrough informal discussionsith the appropriate ADREStaff are asked to ensure
that they speak with theiADREnN the first instancelfthe issues cannot beesolved a
formal gopealmust be submitted to the Head of HR using the form providedhe HR
REF2021 website

The grounds for Appeal are as follows:

1 Exclusion based on personal protected characterigtiedating togender, ethnicity,
disability, sexual orientation, religion, age, marital status, maternity leave and paternity
leave

Inappropriate application ahe criteria for R in the UniversitCae of Practice.
Inappropriate aplication of the criteria forR as set out ithe REFRsuidance on

Submissions{EF2019/01

= =4

The following aré&NOTgrounds for appeal:

Ade 2F GKS | yAPSNAAGEQA NBODASEG LINER
a NBEaSI NOK 2dzi Lzt a ¢
T AT20F0A2Yy 2F AYRAGARIzZ £ Qa NBaASINOK 2 dzi LIzl 3

In all cases the membef staff will have the right to appear in person before the Appeals
Panel and to be accompanied by a friend, colleague or trade union representative.
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3.4Equality impat assessment

The equality analysis for the draft IR identification process carried out uada2019s
LINBaSyiGiSR Ay ! LIWISYRAE mMc! @ ¢KS aasdaavySyid f 8
onf AYS WdzyO2yaOAz2dza 0AlaQ yR WRiad&MB A G& Ay |
strand of the training programme for ADREs, UOACs (and deptiies3EF Oversight

Committee and the REF Appeals Paimeaddition to mandatory REF tailored training in

equality and diversityThe training programme @etailed inAppendix 8.

The equality impact assessment foe identification ofSRR and IR staffMay 2019is
presented in section 2.5.

TheMay 2019EIA provided the University with confidence that the processes for IR
identification are fair from an equality perspective and hence no changes were made to the
criteria for IR.

The EIA process Wilature as an ongoing activitluring the remainder of the REF
preparation periogdand the University Equality, Diversity and Inclusivity Enhancement
Committee will maintain oversight of EIA outcomes througrtbig time.
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Part 4.Selection of outputs

4.1 Policies and procedures

The process faihe selection of research outputgas been developed by the REF Oversight
Committee (REFO®)collaboration with the Associate Deans Research and Enterprise
(ADREs)Draftcriteriaand piocesses were discussatimeetings held on 4 September 2018
and 13 Novembe?018attended by the Associate Deans and senior staff from the Research
and Enterprise team and chaired by the PVC Research and Enterprise. Further discussion
took place at the Unersity Research Committee on 4 December 2018. This resulted in
support for theprocessdescribed below for the selection of outputs for submissioREF
2021in each UOA to deliver the best outcome for the University as a whole.

Staff who have been ideified as SRR or [he submitter poolsubmitup to fiveoutputs
plus tworeservesinto the Universi &r&séarch information system (Puregducing the
number nominated to take account of double weighting where appropriate. For more
information on what constitutes a double weighted output please rédeparagraph242-
247 in thePanel criteria and working method8EF2019/0p

The pod of outputssubmitted by staff will be checked for eligibilissessed |adly on the
basis of originality, significance and rigoaind assigned star rating based on the REF
criteria (see Annex A in tHREFSuidance on Submissiori8EF2019/0) shown in the table
below.

Outputs subprofile: Criteria and definitions of starred levels

The criteria for assessing the quality of outputs @& NA A Yy I f A (& X
NA 3 2 dzZNR ©

Four star | Quality that is worldeading in terms of originality, significance and
rigour.

Three star | Quality that is internationally excellent in terms of originality,
significance and rigour but which fadiBort of the highest standards
of excellence.

Two star Quality that is recognised internationally in terms of originality,
significance and rigour.

One star Quiality that is recognised nationally in terms of originality,
significance and rigour.
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Unclassified Quality that falls below the standard of nationally recognised work
Or work which does not meet the published definition of research
the purposes of this assessment.

The process for selecticof outputs will utilisgpeer review with dicipline based experts

within and outside the University. TRéOA Coordinator (UOA@)d the Associate Dean
Research and Enterprise (ADRE) will agree the names of two internal members of academic
staff, or one internal and one external, to review the seiminated outputs UOACs must
ensure that at least 1 output from each member of staff in the submitter poat been

externally reviewed.

The UORLwill review the assessmesibf qualityto determine and enter predictedstar
ratingfor each outputinto Pure.To avoid conflicts of interesfior outputs nominated by the
UOA Coordinator themselves, the ADRE or Depl@A Coordinator will assign statings
and agree the name of the external reviewBredicted star ratings are available for
individuals to see for their own outputs in Pure.

Although the REF Guidanca Submission€REF2019/0)permits the submission of outputs
from former stdf who have been made redundarnhe University hasn consultation with

the UCU trade uniojagreed to not include research outputs from any staff who were made
compulsorily redundnt in theREF 202fperiod (Jan 2014 July 2020). In additigroutputs

from staff who were dismissedill not be included.

For eligible former members of stathe UOAQwill identify which outputs should be
included in the output pool and arrange for the assessment and rating entry into Pure as
described above.

The primary criterion in the selection of outputs will be quality, guided by the rulesmglati
to the outputeligibility ofthe minimum of one and a maximum of five outputs for
submission per individual in the submitter pool.

REFOC will consider an initial selection of outputs for each UOA based on qualgioride
on which outputs to puforward to the finalsubmission will take the following into account

1 Maximising the number of Open Access compliant outputs to ensure that no more
than 5%per UOA are nowwompliant (or 1 for UOAs where the total number required
is 20 or less)

The fit with the strategy in e&cUOA and its environment statement

Where outputs havéeen assessed dise same quality, but not all are needed to
meet the total number required (2.5/FTE unless unit reductions have been sought
and approved)to ensure that the diversity of the staff iepresented as far as
possible

= =

Thisprocess will take place at each mock REF and prior to the final submis&&tta021
which is middayWedneslay31 March 2021The timetable is given in Appendix 3.
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4.2 Staff, committeesnd training

Theoverall governance structure @escribedn section 2.3 A @rticulaly important aspect
of relevance to research output selection is the trainingifidernal and externahssessors,
who have been sen& briefing packabout the code of practice and equality and diversity
mattersby HR.

Specific training on equality, diversity and inclusion related aspects for REFOC in the
selection of outputs to be submitted in each UOA will be provided in the form of a briefing
from the Director of HR ahead of mock REF 2020 and the final submis$warch 2021.

4.3 Staff circumstances

CKS ! yAPGSNAAGEQA NIGA2YIFES YR LINROSRdAzZNBa RS
guidance laid out in paragraphs 1383 of theREFGuidance on SubmissiorisEF2019/011

The University is committed to supporting and promoteguality and diversity in research
careers. As part of this commitment, the measures set out below have been put in place to
NEO23ayAasS GKS STFFSOO GKIG AYRAGARzZ £ aQ OANDd

The total number of outputs returned from each UOA must be equal to 2.5 times the
combined FTE of the submitter pool. A minimum of one output will be required for each
submittedmember of staff Therewill be no minimum requiremerfior submitting the
outputs of former staff. No more than five outputs may be attributed to any individual
member of staffincluding former staff).

There are many reasons wia member of staffnay have fewer or more outputs
attributable to them in an assessment period. It is therefore not expected that all staff
would be returned with the same number of outputs attributed to them in the submission.

In addition, in all UOASs, individuals mayrb&urned without the minimum of 1 output

GKSNBE (GKS ylI0dz2NE 2F (KS AYRAGARdzZ f Qad OANDdzY a
ability to work productively throughout the REF period, such that the individual has been

unable to produce the minimum of @required output.

As a key measure to support equality and diversity in research careers, the University has

put in placesafe and robustIN2 OSRdzNK&a (2 NBO23yArasS (KS STFS
circumstances may have had on their productiviieiothe REBeriod (20142020). The

AYLI OG 2F (K2a&aS OANDdzradlyoSa gAfft 06S NBFTESC
contributions of individuals to the output pool.

4.3.1Applicable staftircumstances

The funding bodies, advised the REF Equality and Disgy Advisory PaneEDAR, have
identified the following equalityelated circumstances that, in isolation or together, may
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significantly constrain the ability of submitted staff to produce outputs or to work
productively throughout theassessment periad

a.

Qualifying as akarly Career Research&GRi.e. started career as an

independent researcher on or after 1 August 2016)

Absence from work due to secondments or career breaks outside the HE sector.

Qualifying periods of famiyelated leave.

Circumstances with aequivalent effect to absence, that require a judgement

about the appropriate reduction in outputs, which are:

Vi.

Disability this is defined in th&®EF Gidance on codes of practi¢eEF
2019/0% ¢l o0fS M dzy RSNJ Ws5AaloAfAGeQod

Il health, injury, or mental health conditions.
Constraints relating to pregnancy, maternity, paternity, adoption or

childcare that fall outside ofof justify the reduction of further outputs in
addition to) the allowances set out ithe RERSuidance on Submissions

(REF2019/01

Other caring responsibilities (such as caring for an elderly or disabled
family member).

Gende reassignment.

Other circumstances relating to the protected characteristicsdistethe
REF Gidance on codes of practi¢geEF 2019/03Table 1, or relatingot
activities protected by employment legislation.

Details of the permitted reductions are set out in Annex RBFGuidance on Submissions
(REF2019/0nwhich has been includeds Appendix 1in this Code of Practice

As parttime working is taken account of within the calculation for the overall nundber
outputs required for the UOAgduction requests on the basis of pdime working hours
should only be made exceptionally. For example, where the FTE of a staffenemb
employedlate in the assessment period does not reflect their average FTE over the period
as a whole.

Removing the minimunmequiremenof oneoutput

Applicable circumstances fardividual researcherwho havenot been able to produce an
eligible outpu during the REF assessment perf@danuary 2014 to 31 July 2020%:

1 an overall period of 46 months or more absence from resedtoing the

assessment periodithin the period 1 January 2014 to 31 July 20@@e to one or

more of theapplicablecircumstancesabove

circumstances equivalent to 46 months or more absence from reseduehto one

or moreapplicablecircumstances (such as mental health issues, caring responsibility,
longterm health conditions) or
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1 two or more qualifying paods of famly-related leave, as defined Wppendix 11

The rationale for including two or more qualifying periods of fanmehated leave is based

2y UKS 7T dzy R ihy REFQUAliR ArSRiversity AdvigoryPaneQa O2y &8 A RSNB R
judgement, informed by the REF expert panels, that the impact of two or neniegs of

4dzOK tSI @S YIeé 0S adzFFAOASYyGf & RAAankiiman A gS 2 7
able to produce an eligible output.

In addition, in response tthe effects ofCOVIBEL9 andin accordance witlparagraph<0 to
21 of the Guidance on revisions to REF 2QREF 20202) the Universitymay remove the
minimum ofone requirement where the combination of individual staff circumstances
earlier n the assessment period and the effects of CGlAMas had an exceptional effect
so that a staff member has not been able to produce an eligible outpdér thefollowing
circumstances:

a. Output(s) in the process of being produced have been affected by CI®VID

during the assessment period (1 January 2014 to 31 July 2020). This includes effects
due to applicable circumstances (such as ill health, caring responsibilities); other
personal cicumstances related to COVID (such as healthelated or clinical staff
diverted to frontline services, staff resource diverted to other priority areas within

the HEI in response to COVIB); and/or external factors related to COVID (for
example, regicted access to research facilities);

and

b. The overall impact of the COVID effects, combined with other applicable
OANDdzyadGl yoSa I F¥FSOGAYy3 (GKS adGr¥FTF YSY0SNI
the assessment period, is deemed similar to theaetpof the circumstances cases

set out & paragraph 179a. to c. of the REF Guidance on submiqsta#s2019/0)1

For example, where a staff member is an early career researcher, or has held a

fractional contract for a significant proportion of the assessirgeriod, and has

experienced COVHDO related disruption to the production of an eligilbatput.

4.3.2 Procedures

LG Aa GKS | yAGSNEAGEQA OASg GKIFG AYRADARdZ €
equality-related circumstances (as set albove) have affected their productivity over the

REF assessment period and that they should not feel under pressure to declare their
circumstances where they do not wish to do so. The processes will be applied equally to all
applicable circumstances, whethpreviously known to the institution or first identified

through the staff circumstances process. Therefore, the University will not take account in

the REF submission process of any individual circumstances other than those that staff have
consented tadeclare voluntarily.
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To avoid confusion amongst staff who @y@ded reseechers only daff identified as SRR or
IRwill be invited to completeand submitan individual circumstancegeclarationform
(Appendix 12 Staff are not required teomplete and returntie form if they do not wish to
do so. To reduce the risk of undue pressure being placaddividualsby academic
colleaguego declare circumstances the process will be managed centrally by HR.

Theindividual circumstancegrocess Wl start in June 2019 after the identification process
for SRR and IRastaken placeThetimescales for this process are in Appendix 3 and the
declarationform will be made available on thHeR REF2024ebsite Formsmustto be
submitted to HR.

Applications will be considered confidentially by thdividual Circumstances Par{sCP)
(see section 4.3.4)

Staff are entitled to appeal agnst decisions made by the ICP.

4.3.3Individual @cumstances Panel

The REF Individual Circumstances PAG& will reviewdeclarations ofndividualstaff
circumstances to beaken into accounand decide whether output reductions are
appropriate for that individualL / sttefms of refeence are detailed in Appendix 13

The Panel comprised the Pro-ViceChancellor Teaching and Learning (Chaard

Associate Deans Research and Enterpriseqombected to the applicangnd theHead of

HR.The PVC T&L and Head of HR do not have any other responsibilities for REF and are not
involvedin the decision making atny other REF committees or pandibe Head of HR is

the contact for the submission afppeals for consideration by the REF AppPatsel but is

not a member of thapanel.

The REF Indoual Circumstances Panel will notifye individual of thedecsion and ensure

that the Universitp & S E LJSelting tiban@ r¢dactions in the numbesf outputsare
formally and clearly communicated to individuaiR will pass details to treppropriate

contact within the relevant departmer(usually the line managet) ensure that

expectations can be adjusted and support put in place for staffsgbmcumstances are
judged to be validln addition, to enable the REF submission to be assembled, REFOC, the
relevantADRE and UOAC will be informed of the decision but reotiettails of or reasons

why the individual circumstances have been acceptea a reduction in individual outputs
applied.

All members of this Panel wilavemandatoryREF specific equality and diversity training
andspecific instruction from th®irector of HRn summer 2019 fothe following aspects:

Clearly defined circumstars and the tariffs operating

Complex circumstances, how to assess thememgliringconsistencyn the
assessment process

1 Practice assessments

T
1
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4.3.4Individual circumstanceppeals

The process and form fandividual circumstancesppealss available on thélR REF2021
website Staff will be notified of their right to appeal in the letters sent to theynHR
regardingthe outcome of consideration of their declarah of individual circumsinces. The
timescales for appealsiis Appendix 3.

The REF Appeals Pandl review the information provided bgtaff submitting appeals
related tothe following:

1 Research output reductions of up to 1.5 for defined individual circumstances

1 Research outpureductions of up to 1.5 for defined and additional individual
circumstances requiring a judgemeny the ICP

1 Research output reductions to zero for exceptional individual circumstances

The terms of reference for the REF Appeals Pangrangdedin Appendix 7.

The Panel compses theDeputy Vice Chancellor (Chairyo Associate Deans Research &
OYUSNILINRAS 62dziaARS @ft&eDf&torofHRI 2 F aldl FFQa

The DV@oes nothave any otheresponsibilities for REF andnigt involved in any otér
REF committees or panels.

All members of this Panel hatad REF specifiequality and diversity training and will have
specific individual circumstances training in summer 2019 to enable them to deal with
related appeals.

The REF Appeals Panel members will not have been involaeg prior decisions fahe

membe of staff who lodges an appeal relating to output reductions linked to individual staff
circumstancesThe panel will investigate the matter in accordance with the principles set

out in this Code of Practice. The panel will reach an informed judgement, which will be
communicated in writing to the member of staff, REFOC, the appropriate ADRE and UOAC.

Thegrounds for Appeal are as follows:

1 Inappropriateapplicationof the tariffs for output reductions assated with
defined circumstanceas set out irthe REFSuidance on Submissions

(REF2019/011

1 Inappropriateapplicationof the tariffs for output redudbns associateith
complex or exceptionalircumstances as set out in tlREFSuidance on

Submissions§EF2019/01

I Additional evidence for circumstancast available to the ICP at the time of
declaration

The following ar&NOTgrounds forappeal:
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1 Circumstances not meeting those described in &G uidance on Submissions

(REF2019/011

In all cases the membef staff will have the right to appear in person before the Appeals
Panel and to be accompanied by a friend, colleagueade union representative.

4.3.5 Unitof assessmenteductions

Although thedecisions of the ICP and any appeals outcomes relating tongseatput
expectations of individuals with staff circumstances will stand, the University is only
expected to make requests for reductions to outputs at UOA level where the ctiveula

effect of circumstances will disproportionately afféctK S ! h | (pdol. Phiszineakizii

that UOAs are in general expected to manage the overall submission of outputs within the
average of 2.5 outputs per FTE, with some staff submitting more and others less, taking any
individual circumstances into account.

TheUniversitywill onlymakeunit reductionrequests to Research Englanwtiere the

cumulative effect of circumstances has disprajmrately affected adzy A G Q& LI G Sy G A | f
pool. REFOC witbnsider the typical numbers of REF eligible publications prodogestiaff

at the University to make a judgement as to whether the output pool for a given UOA is
disproportionately affected by successful output reduction requests by members of the

submitter pool in that UOA. If leems that the output pol has been dgroportionately

affected then REFOMII recommend to the ¥e-Chancellorthat unit reductions are sought.

Otherwise REFOC will manage the UOA submissions within the flexibility arrangements.

In addition, in all UOAS, an individual may be returned without the required minimum of
oneoutput,g KSNBE GKS ylI Gdz2NE 2F (GKS AYyRAGARdzZ f Qa OA
effect on their ability to work prodctively throughout the periodWheresuch cass arise

REFOC will submit a request for the reduction of 1 output for each member of staff in that
UOAwho hasbeen deemed by ICP or the REF Appeals Panel to have been unable to

produce a single output in the whole of the REF period due to exceptiatigidoal

circumstances.

All UOA reduction requests are subject to approval by Research England.

4.3.6Data protection

The University will need to send some information about staff to Research England for the
purposes of the REFhe information wilnot be in coded form anciames and details such

asdate of birth, research groups, and contract dates will be providedgaith details of

the researchFor those &ff submitted with individual circumstances that allow a reduction

in the number of outputs domitted, without penalty, some details giersonal

circumstances will be provided.2 N3 RSl Af a OFy o0 Staffdatdzy R Ay K
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collection statement for REED21whichcan be found in Appendix Jalong with a link to
0KS | yAGSNBoytlaieea {0 FF t NA QD

A similar data collection statement for nataff e.g. those involved in impact case studies
has been prepared.hls is available in Appendix.15

4.4 Equality impat assessment

The equality analysis for the draft outputs selection process carried out in January 2019 is
presented in Appendix 1641 addition tomandatoryequality and diversity traininfpr

ADRES, UOACs (and deputies) thiedREF Oversight Committéke assessmeried to the
decisionto provide internal and external assessors with an equality and diversity briefing.
The training programme etailed inAppendix 8.

An analysis of the outputs selected by protected characteristic of the linked researcher e.g.
gender,ethnicity will be reviewed by the REF Oversightn@ittee after the mock REF

planned in early 2020 and throughout the firedercise After the submission deadline, an

EIA will be submitted to Research England. This will include an examination of the
distribution of outputs acoss staff in alUOAs.

32



Part 5: Appendices

Appendix I University of Huddersfield Equal Opportunities and Diversity Policy
Equal Opportunities and Diversity Poli¢ypdated Oct 2016

Our overall goal is to create a fair and inclusive environment in the University.

Vice/ KI yOStf2NRa LYUNRRdzOUGAZ2Y

An Equal Opportunities and Diversity Policy is not only about ensuring that we meet our
legal obligations but also about making clear our commitment to equality of opportunity
and diversity and about reinforcing our ethos in respect of encouraging faiemesequality

of treatment for all. A University should be a place where students and staff hold common
values about respect for others and about respecting the differences between people.
These common values underpin and inform our Policy. The Universitynmitted to

fairness in its practices and in meeting the needs of our diverse student and staff bodies.
Where appropriate and within our means, the University will take positive action to meet
these commitments.

Preamble

This Equal Opportunities ariversity Policy was drawn up by the University Equal
Opportunities Committee and approved by Senate and University Council, after consultation
with representatives of students, staff and management. This policy applies to all students
and staff of the Uiversity and to all activities associated with the University, whether or not
on University property. Discrimination can be unlawful and may render both the
discriminator and the University liable in law for any unlawful actions. There are several
elementsin the promotion of equality and diversity; sometimes these may be in conflict; the
aim of the Equal Opportunities and Diversity Committee will be to achieve a balanced
approach to the competing claims.

Policy

We want to make the University one in whipeople are given the best possible

opportunities to make a success of their lives, whatever their background. Everybody has a
valuable contribution to make; our challenge is to unlock the talents and potential of all our
staff and students. We celebrathversity and tolerance so that different cultures can

thrive, adding to the richness and experience of our community. This implies that:

1 The University will seek to create an open, trusting environment, in which there is an
absence of prejudice, disamination and harassment.

2 The University will promote a positive climate of respect andmeration, with open and
tolerant discussion of important issues, expecting its members to respect one another as
fellow human beings and treat one another wittgdity; prejudice will be challenged where
it becomes apparent in behaviour.

3 The University deplores all forms of unlawful or unfair discrimination and seeks to provide
an environment free from discrimination against students, staff and others on thengso
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of gender, race, sexual orientation, religion/belief, disability or any other protected
characteristic.

4 The University will treat harassment as a form of discrimination and will seek to eliminate
it.

5 The University will promote crossiltural contact between different communities at all
levels, foster understanding and respect, and seek to break down barriers.

6 The University will seek diversity of knowledge, background and experience in recruiting
staff and students, and will value flexibilityworking patterns.

7 The University will encourage initiative, creativity and innovation, helping staff and
students to be open to new ideas, to learn, to share good practice, and to succeed.

8 The Equal Opportunities and Diversity Policy will laevdrto the attention of staff and
students regularly, and everyone will be helped to understand, through induction, training
and development, what it means to celebrate diversity and will be held accountable for
adherence to its values.

9 Relevant policeand procedures will be reviewed regularly to ensure that they are
objective and fair, and all buildings and facilities will be inspected regularly to ensure that
they are supportive of students and staff with disabilities.

10 All staff and students hayeersonal responsibility for the practical application of this
Equal Opportunities and Diversity Policy. The University requires all students and staff to
ensure that their conduct conforms with this policy (and with any practice or procedure
developed tamplement this policy) whilst on University premises or undertaking University
business. This policy applies to all functions associated with recruitment and admission of
students, teaching and learning, assessment, research, course development, paasteral c
reachout, employment, provision of facilities/ services, procurement, funding, provision of
advice and working in partnership.
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Appendix Z; REF2014 Equality Impact Assessment Report

1. Aim of the Policy

The Research Excellence Framework (REF) is a system of assessing the quality of research in
UK HElIs which is used to inform the allocation of research grant funding from 2015/16.

The Code of Practice was designed to meet the equality principles in théyRcilitating

the submission of the maximum number of staff who are conducting excellent research and
who may have previously been excluded as they had been unable to produce four outputs
during the assessment period.

2. Who is Affected

The REF has fsmtial impact for all academic and research staff employed on a contract of
NOPHCEC9 2NJ o208S 2y om hOlG206SNI Hanmo YR @K2
60SIFOKAY3 YR NBaSI NOKQ®

The Code of Practice particularly impacts on those qualifying staffttutoaigh specified
individual circumstances were unable to produce 4 outputs over the assessment period.
Factors to be considered as individual circumstances included:

1 Early career researcher (started career as an independent researcher on or after 1

August 2009)

Part time employment

Career break or secondment outside of the higher education sector in which the

individual did not undertake academic research

1 Maternity leave, statutory adoption leave, and additional paternity leave (taken by
partners of newmothers or ceadopters)

1
1

1 Disability (includingonditions such as cancer and chronic fatigue)
1 1l health or injury
1 Mental health conditions
1 Constraints relating to pregnancy, maternity, breastfeeding, adoption, paternity or
childcare in addition tgeriods of maternity, statutory adoption or additional
paternity leave taken. This could include for example, pregnancy related illness and
health and safety restrictions in laboratory and field work.
1 Other caring responsibilities (including caring for an eilderldisabled relative)
1 Gender reassignment
3. Impact
a) Gender

The total potential pool of staff from which the submission was drawn was 805 where females

had 43% representation. 32% of staff were submitted and there was a higher conversion rate
for male staff than female staff, 39% and 23%. The overall proportional representation of

female saff in the submission was 31%.
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This pattern was mirrored within the majority of the UoA submissions. Of the 13 submissions,
female proportional representationncreased in only four UoAs where female staff had
higher conversion rates Chemistry, Physics, Contpig and Informatics and Music.

134 individual circumstances were considered. The largest category in applications was for
ECR status which made up 44%haf requests. In terms of the submission ECR status made
up 58% of the individual circumstance reductions applied. 74% of ECR requests were made
by male staff and 26% were made by female staff. Whilst female staff with ECR status had a
higher conversio rate in terms of being included in the REF submission at 82%, compared
with male conversion rate of 73%, they remained a smaller propodifdhis category at only

28%.

The second largest category was for game working at 23%. More male staff théemale

staff applied for consideration under patitne workingg 63% of male staff and 38% of female
staff. Male staff also had a higher conversion rate as 73% of those with part time individual
circumstances approved were male. The nature of tiare working over the REF census
period for male and female staff differed. For male staff a period of part time working often
corresponded with later career stages and may have been prompted by flexible working
requests accompanying phased retirement or mtétent fixed term parttime working
accompanying retirement. Of the 15 professors considered under this category only 2 were
female. Female staff were more likely to undertake garte working throughout their
careers or to undertake patime work inresponse to childcare often reducing hours on
return from maternity leave anavhilst children were in school.

Maternity was the third highest category at 9.7% and 8.2% with a conversion rate of 53%.
This factor only applied to female staff. Two staff lgxb for adopion leave, both were
female.

Individual circumstances criteria where numbers are 5 doweare not reported.
b) Ethnicity

The majority of staff in the selection pool are White British (75%) and this group remained
the majority in thesubmission (65%). The largest BME groups (although significantly smaller
than White-British category) were Other White Background and Chinese. Of the individual
circumstances considered the overwhelming majority were from staff describing their
ethnicity as White British (72%) and there was a small increase in representation from White
British staff with individual circumstance reductions who were submitted (75%). Requests for
ECR consideration had the most diverse ethnicity with 46% of approvals coonm@ME

groups and 52% of ECR submitted coming from BME groups. Individual circumstances criteria
where numbers are 5 or below are not reported (table 4).

c) Disability

The overall proportion of staff in the pool who had declared a disability was 34 T
increased to 5% in the group that were submitted. Four units of assessment had higher
proportional representation in the submission than in their pool population of staff
Engineering, Business and Management, Education and Art and Design. Nwuaisl
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submitting requests for individual circumstances declared disabilities and of those 4 were
included in the submission. In two cases disability was one of the main reasons put forward
for a consideration of complex circumstances. Both of theseevapproved and individuals
were included in the submission. In the majority of cases any declaration was incidental to
the request made by the individual which included ECR status, part time working and
maternity. Individual circumstances criteria wherembers are 5 or below are not reported

d) Sexual Orientation

79% of staff in the pool of academic and research staff define their sexuality as heterosexual.
Of those submitted to the REF this percentage figure decreased to 75%. However, declaration
rates are low and the total number of academic/research staff defining their sexuality as
lesbian, gay or bisexual is 25, less than half of those staff who decline to comment. In terms
of submitted staff this number falls to 9 staff. The number of stadjuesting consideration

of individual circumstances was three. Given low numbers no analysis has been provided
against UoA or iividual circumstance category.

e) Religion and Belief

Of those that have a religion and declare it, the majadi@gcribe themselves as Christian.

This accounts for 34% of the pool but only 24% of the submission. The second largest
declaration rate is No Religion which made up 33% of the pool and 40% of the submission.
No declaration rates are high at 24% of theopand 25% of the submission. The patterns of
requests for individual circumstances consideration was similar in that the proportion of

staff declared as Christian fell from applications (26%) to submitted staff (23%) and numbers
of nondeclared was stat. The largest group at application and of those submitted was No
Religion with 37% of applicants and 43% of the submitted staff with individual
circumstances. Given low numbers no analysis has been provided against Udikiduat
circumstance categy.

f) Age

The age profile of the submitted group varied froine selection pool as follows:

Pool | Submission
% %
Age 2534 12 11
Age 3544 28 34
Age 4554 37 29
Age 5564 18 19
Age 65+ 4 7

Given that individuals have to produce research at a standard of excellence and also need to
produce several outputs of such quantity over the census period to be included in the REF it
might be expected to find those who had been in academic and researelers longer

would be more likely to be submitted. This may introduce a bias towards older age groups
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in the submitted population compared with the pool population. Whilst this is reflected to
some degree in age groups 55+ there is also greater prigp@itrepresentation of those
aged 3544 in the sbmission than in the pool.

The individual circumstances added to submissions in the oldest groupings. Whilst 9% of
individual circumstances agreed were raised by the age group 65+ all were based-on part
time working reflecting the impact of pre and post retirement periods on employment
patterns (as noted above)34% ofpart time individual requests for part time working were
raised by this age group but 47% of those submitted with part time redostrelded to

this age group.

The ECR individual circumstance created an impact in favour of younger age groups and a
reduction in required outputs may have had a positive impact on those earlier in their
careers. The ECR category formed the largest group widndl circumstances (58% of all
approvals) and 40% of ECRs submitted were to those agdd a6d a furthe 40% were to
those aged 254.

Individual circumstances criteria where numbers are 5 or below are not reported
4. Impact Review

There was anegative impact for female staff based on their initial undepresentation in

the pool population and a further decrease in representation in the submitted group. There
are mult-faceted reasons why female staff may not engage with research to the szi®et

as their male colleagues, including career breaks, primary carer responsibilities, ability to
travel away from home etc. The factor was also enhanced at the University since the areas
of research strength in terms of the proportion of staff entera@ also areas of low female
representation in STEM areas. Whilst the proportional representation of females in UoAs 8,
9 and 11 were high the actual numbers of femataff in these areas are low.

There is some evidence of mitigating the negative geroilance through the use of
individual circumstance reductions, in particular maternity leave, but this was limited to small
numbers of staff this applied to. Female staff also benefited from reductions approved due
to complex circumstances, but againgkvas small numbers. The main impact from individual
circumstances was from ECRs and this had greater impact on males (72%) than female staff.
The issue for gender balance remains a wider issue of female representation in research active
posts and opportaities for female staff to pursue search excellence.

The impact of race reflects the general predominance of white British in the academic and
research workforce. There was a slight positive impact towbite British groups within the
exercise. Howaear, as with gender overall represetion remains the key issue.

There was a small positive impact from the REF submission in terms of increasing the
representation of those who had declared themselves as disabled. Disability was not a major
factor in therequests for consideration of imddual circumstances.

The return rates for religion and belief and for sexual orientation remain low and therefore it
is difficult to draw conclusionfsom the data or the process.
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The nature of the assessment procesdikely to favour older age groups. Whilst the part
time individual circumstances favoured the oldest age group the negative impact towards
younger age groups was mitigated to some extent by the ECR individual circumstance
reduction.
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Appendk 3 ¢ Process Dates and Communicatisn

Date

| Action

2019 Mock REF

January 2019

The three draft processes for:

1. SignificanResponsibility for Research (Academic

contracts)

2. Independent Researcher (RO contracts)

3. Selection of Research Outputs
communicated to academic staff in Schools by the Associat]
Deans for Research and Enterprise through face to face
meetings and electronic means

Staff provided with thepportunity to raise any issues of
interest with HR and/or Research and Enterprise

January 2019

Equality analysis for the three draft processes

February 2019

REF Equality & Diversity Training provided for:
1 Associate Deans Research and Enterprise (ADRES)
1 Unit of Assessment Coordinators (UOACS)
1 Deputy Unit of Assessment Coordinators
1 REROversight Committee members

HR issue Equality and Diversity briefing to internal and exte
assessors appointed by UOACs in consultation with the AD

HR issue emails to staff who have not completed (or have n
refreshed within 3 years) the Univergon-line Diversity in the
Workplace and Unconscious Bias training

March 2019

UOACs make final submissions for Mock REF 2019 outputs
impact case studies and environment to REFOC

7 May2019

Draft Code oPracticecommunicated to all staffivolved in
REF and placed on the intranet for feedback

Staff to be provided with the opportunity to raise any concer
with HR and/or Research and Enterprise

May 2019

ADREs identify staffirst wave)with Significant Responsibility
for Research (SRR¢ademiaontracts) and Independent
Researchers (IR, RO contracts)

May 2019

REF Equality & Diversity Training provided for:
1 REF Appeals Panel members
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M Individual Circumstances Pameémbers

17 May2019 Individual staff (first wave) written to by Hi®nfirming their
identification or not as staff with Significant Responsibility fo
ResearchAcademiccontracts) or Independent Researchers
(RO contracts)

24 May 2019 Deadline for feedback from staff on Dr&ode of Practice

May 2019 Equality Impact Assessment Monitoring and Review
Revise Draft Code of Practice if required

31 May2019 Appeals deadline for identification as SRR dfit& wave)

7 June 2019 Submission o€ode of Practice to theational REF team along
with confirmationfrom the Vice Chancelldahat the submitted
code has been developed by and will be applied by the
University

7 June 2019 Code of Practicpublishedon staff intranetand disseminated
within the University

June 2019 REF Appeals Panel meets to consider (first wave) SRR and
related appeals

30June2019 Appeals outcomes for identification as SRR or IR notified to
appellants(first wave) and to REFOC, ADREs and UOA
coordinators

June/July2019 REFOC rewe mock submission assessmefutseach UOA

JundJuly2019 REFOC provides feedback to each Unit of Assessment on t

outcome of the Mock REF and agree actions plans includin
any arising from EIAs

June 2013; March 2

020 (IndividuaCircumstances and Unit Reduction Requests)

June 2019

Individual Circumstancélaining provided for:
1 Individual Circumstances Pamsémbers
1 REF Appeals Panel members

24 June 2019

Staff identified as SRR oritRMay 2019 (first wavahvited to
submit individual circumstancekeclarationson a voluntary
basis

Mid-July 2019

Deadline foifirst wavestaff circumstancedeclarations
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August 2019 Individual Circumstances Panel meets to consider first wave
declarations
August2019 For recently employed staff not includedMay 2019exercise

(second wave)ADREs identify staff with Significant
Responsibility for Research (SRBademiaontracts) and
Independent Researchers (IR, RO contrdotg)eet the needs
of the HESA return 20189

2 Septembef019

Individualcircumstances outcomes communicated to
individuals(first wave)clarifying expectations for outputsnd
to REFOC, ADREs and UOA coordinators

2 September2019 Individual staff (seond wave) written to by HBonfirming their
identification or not as staff with SignificaResponsibility for
Research (Academiontracts) or Independent Researchers
(RO contracts)

20 Septemler 2019 Appeals deadline for identification as SRR dséond wave
for recently employed staff not included May 2019exercise)

20 September 2019 Appeals deadline fastaff circumstances (first wave)

October 2019 REF Appeals Panel meets to consider (second wave) SRR

related appeals, and thoselated to first wave staff
circumstances

14 Octdoer 2019

Appeals outcomes for staff circumstandésst wave)
communicated to individualand to REFOC, ADREs and UO¢4
coordinators

14 October 2019

Appeals outcomes for identification as SRR or IR edtib
individuals (second wavdor recently employed staff not
included inMay 2019exercise) and to REFOC, ADREs and |
coordinators

28 October 2019

Staff identified as SRR or IRMay 2019(first wave)invited to
submit updated individual circumstancdsclarationson a
voluntary basis if there have been any changes

28 October 2019

Recently employed staff not includedMay 2019(second
wave)identified as SRR or IR invited to submit individual
circunstancesdeclarationson a voluntarybasis

Mid-November 2019

FINAL Deadline f@econd waver updatedfirst wavestaff
circumstancesleclarations
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November 2019

Individual Circumstarms Panel meets and evaluates second
waveor updatedfirst wavedeclarationgor individual
circumstances

December 2019

Individualcircumstances outcomes communicated to
individualsclarifying expectations for outpund to REFOC,
ADREs and UOA coordinators

December 2019

Provisional publication date for Code afEtice following
examination by the REF EDAP

Code of Practice published on external University welssii
intranet

10 January 2020

Deadline forindividual circumstances relateappeals

January 2020

REF Appeals Panel meets to consider individual circumstar
related appeals

31 January 2020

Appeals outcomes for individual circumstances communical
to individualsand to REFOC, ADREs and UOA coordinators

February 2020

REF Oversight Committee me&tseview the outcomes of all
individual circumstancedeclarationsand decides which UOA;S
will proceed with unit request for reductions and requests to
remove the requirement of a minimum of one outplar
individuals Feedback is provided to thedJA Coadinators and
individuals

March 2020

Deadline for the submission of unit of assessment requests
a reduction in the number of outputs to be submitted, and fqg
the submission of requests to remove the requirement of a
minimum of one outpufor individuds

2020 Mock REF

January 2020

Following acceptance by Research England and its publicat
the Code of Practice is+®ommunicated to all staff involved in
REF

Staff to be provided with opportunity to raise any concerns
with HR and/oResearch and Enterprise

January 2020

Refresher REF Equality & Diversity Training provided for:
1 Associate Deans Research and Enterprise
1 Unit of Assessment Coordinators
1 Deputy Unit of Assessment Coordinators

43



1 REF Oversight Committee members
1 REFAppeals Panel members
M Individual Circumstances Panel members

HR to issue Equality and Diversity briefing to internal and
external assessors appointed by UOACSs in consultation wit
ADREs

HR to issue emails to staff who have not completed (or have
not refreshed within 3 years) the University-tine Diversity in
the Workplace and Unconscious Bias training

January 2020 For staffemployed sincéAugust2019(third wave) ADRES
identify staff with Significant Responsibility for Research (SF
Academiaontracts) and Independent Researchers (IR, RO
contracts)

24 January 2020 Individual staff (third wave) written to by Hi®nfirming their

identification or not as staff with Significant Responsibility fo
ResearchAcademicontracts) or IndependeriResearchers
(RO contracts)

7 February 2020

Appeals deadline for identification as SRR dthHiRd wave)

February 2020

REF Appeals Panel meets to consider (third wave) SRR an
related appeals

21 February 2020

Appeals outcomes for identification &RR or IR notified to
individuals (third wave for recently employed staff not
included inMay 20190r August 2019 exercise) and to REFO
ADREs and UOA coordinators

24 February 2020

Staff identified as SRR or IRMay 2019(first wave)invited to
submit updated individual circumstanceleclarationson a
voluntary basis if there have been any changes

24 February 2020

Staff identified as SRR or IRAmgust 2019second wave)
invited to submit updated individual circumstances
declarationson a voluntary basis if there have been any
changes

24 February 2020

Recently employed staff not includedMeay 20190r August
2019 (third wave)dentified as SRR or IR invited to submit
individual circumstancedeclarationson a voluntarybasis
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Mid-March 2020

Deadline forthird wave orupdatedfirst and second wavstaff
circumstancesleclarations

March 2020 Individual Circumstances Panel meets and evaluates new @
updateddeclarationdor individual circumstances
March 2020 UOACs make final submissions for Mock REF 2020 outputs

impact case studies and environment to REFOC

31 March 2020

Individualcircumstances outcomes communicated to
individualsclarifying expectations for outpund to REFOC,
ADREs and UOA coordinators

17 April2020 Deadline forindividual circumstances relateappeals

April 2020 REF Appeals Panel meets to considdividual circumstances
related appeals

30 April 2020 Appeals outcomes for individual circumstances communical
to individualsand to REFOC, ADREs and UOA coordinators

May 2020 REFOC rewe mock submission assessmefatiseach UOA

May 2020 Equality Impact Assessment Monitoring and Review

June 2020 REFOC provides feedback to each Unit of Assessment on t
outcome of the Mock REF and agree actions plans includin
any arising from EIAs

2020 REF SUBMISSION
August2020 TrainingUpdates

August 2020

ADREs identify/confirm staff for submission

Individual staff written to by HBonfirming their identification
or not as staff with Significant Responsibility for Research
(Academiaontracts) or Independent Researchers (RO
contracts)

Appeals and feedback

August 2020

Revised Code of Practice preparedakes account of the
Guidance on revisions to REF 20REE 2020/02stemming
from the effects of COVI29

And
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Revised Code of Practice published on staff intranet and
disseminated within the University

SeptemberOctober
2020

Allidentified staff invited to submit/update individual
circumstances

ICP consider individual circumstancislarationsand
determines any reduction expectations of individuals

ICP notifies individuabf decisiors.
Appeals and feedback

ICP infoms REFOC of the potential reductions to be applied

By 9 OctobeR020

Revised Code of Practice submitted to Research England
takes account of the Guidance on revisions to REF Z02E (
2020/02 stemming from the effects of COVID

November 2020

Final accepted version of UOH REF COP published on exte
University website and intranet

November2020 Research England publish final accepted version of UOH R
COP

Nowember 2020g UOACs make final submissions to RE@Oputs, impact case

January 2021 studies and environment statements)

February 2021 REFOC final decisions onAJ&ubmissiongncluding any

changes to the unit reduction requests made in March 2020

February/March 2021

Equality ImpacAssessment

March 2021

REFOC advises VC on the final submission to the REF

31 March 2021

REF 2028ubmission complete

June2021

Equality Impact Assessment published on University websit

April 2022

Outcome of REF 2@published

Groupings for SRR/IR process

First Wave Staff employed at January 2019 and engaged in Mock REF
Second Wave Staffnewlyemployed since January 20&8d 31stuly 2019
ThirdWave Staffnewlyemployedbetween 1stAugust 201%nd end

December 2019
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Appendix & REF 202Units of Assessment

Main
Panel

Unit of assessment

Clinical Medicine

Public Health, Health Services and Primary Care

Allied HealthProfessions, Dentistry, Nursing and Pharmacy

Psychology, Psychiatry and Neuroscience

Biological Sciences

Agriculture, Veterinary and Food Science

Earth Systems and Environmental Sciences

Chemistry

Ol N|O| OB WIN| -

Physics

=
o

Mathematical Sciences

o
o

Computer Science and Informatics

=
N

Engineering

[
w

Architecture, Built Environment and Planning

-
SN

Geography and Environmental Studies

[
ol

Archaeology

=
(o3}

Economics and Econometrics

[
\l

Business and ManagemeS8tudies

=
[o¢]

Law

=
(o]

Politics and International Studies

N
o

Social Work and Social Policy

N
=

Sociology

N
N

Anthropology and Development Studies

N
w

Education

N
N

Sport and Exercise Sciences, Leisure and Tourism

N
ol

Area Studies

N
(o))

Modern Languages and Linguistics

N
~

English Language and Literature

N
(o0]

History

N
(o]

Classics

w
o

Philosophy

w
=

Theology and Religious Studies

w
N

Art and Design: History, Practice and Theory

w
w

Music, Drama, Dance, Performing Arts, Film and ScBtedies

w
N

Communication, Cultural and Media Studies, Library and Information

Management
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Appendix & University of Huddersfield Regulations for PGR Supervision

Criteria for the Appointment of Research Degree Supervisors

The supervisor role izentral to the quality of education for research students. All
supervisors appointed at the University of Huddersfield are expected to meet the following
criteria:

The Team

1 The supervisory team comprises up to three membeaad will in almost all
circumstances have at least two members

1 All supervision should be provided by staff who have reseaxplertiserelated to the
d0dzRSYy Q& LINRPLI2Z&aSR NX&aSIFNOK RSINBSo

1 In appointing supervisors, schools need to be aware of the overall workload of the
individual, including teaching, research, administration and any other professional
commitments

1 At least one member of the supervisory team must have a completion at the level of
research degree for which the candidate is registered

The following mayot act as main supervisor but may be appointed as a member of the
supervisory team:

1 Non-permanent members of staff.
9 Visiting professors, visiting fellows
1 Retired members of University staff

Main Supervisor

1 Musthold a doctoral degree

1 Will be undertaking higlguality research of an internationally recognised standard to
SyadzaNS GKFG 0KS RANBOGAZY YR Y2YAU2NARY3
up-to-date subject knowledge and research developments.

1 Must be a permanent fullor part-time employee of the Universitpr an employee of
the University who is on a fixed term contract of duration in excess of the standard
registration period for the research degree in question

1 Will undertake supervisor training before commencing aeyv supervision duties
and will need to refresh this training every 3 years.

1 If the main supervisor retires or becomes an honorary member of staff during the
LISNA2R 2F | aidRSydiQa R200G2N}f RSANBSET &
role as cesupervisor, but a new main supervisor must be appointed.
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Cosupervisors

1 Will normally have gained a doctoral degree
1 May be new to supervision

1 Will undertake supervisor training before commencing any new supervision duties
and will need to refresh thigaining every 3 years.

Associate Supervisors

1 Are not members of University of Huddersfield staff, nor employed at a Collaborating
Establishment.

1 May be proposed to contribute some specialised knowledge or to provide a link with
an external organegion.
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Appendix & Proforma for the Identification of Staff with Significant Responsibility
for Research§RR(Academic contracjs

Name

Unit of Assessment

School

Department

Studying for a Doctorate

Registered to study for Boctorate?

Please note: If the answer above is YES thenhaving Significant Responsibility for Researc
is the appropriate category. If the answer to the Doctorate question above is NO please
complete the rest of this form

1. Resources

Does thaendividual have a workload allocation for research? Yes/No

Access to facilities to carry out research? Yes/No

2. Active in Independent Research

Yes/No
Eligible to act a main supervisor for Doctorate students
ResearcltCentre/Institute Membership Yes/No
3. Expectation of job role

Yes/No
Job description states responsibility for research

Yes/No

Annual research objectives are specified within PMPDR

71 If all 3 elements above have been fully met ti&ignificant Responsibility for Research
the appropriate category

1 If any of the 3 elements have not been fully met, but the member of staff is expected to
meet all 3 by 31 July 2020 th&xpected tchave SRR by 31 July 208Ghe appropriate
category

1 If any of the 3 elements are not going to be fully met by 31 July 2020Nbéhaving
Significant Responsibility for Resear@hthe appropriate category

Classification: | SignificantResponsibility for Research (SRR)
Expected to have SRR by 31 July 2020
Not having Significant Responsibility for Research (MdtR)

50



Signed:
Associate Dean (Research and Enterprise)

Date:
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Appendix € Terms of Referenceirfthe REF Oversight Committee

Research Excellence Framework Oversight Committee (REFOC)

Membership:

TheREROversightCommittee comprises senior staff with shared responsibility for the
leadership and coordination of the University of Huddersfield REF submission. A
NELINBaSyidlFriAdS FNBY GKS A0S / KIFIyOSftf2NRa
committee and a senior represeative from Human Resources.

REFOC comprises the following staff roles:

1 ProVice Chancellor Research & Enterprise (Chair)

Pro-Vice Chancellor International (VCO independent member)
Director Research & Enterprise

Deputy Director ResearchBnterprise

Head of Research Intelligence

9 Director of Human Resources

= =4 4 =2

Terms of Reference:

The REF Oversight Committee will provide advice and recommendations to the Vice
Chancellor who will approve the final overall REF submission. In carrying out thisrfunc
REFOC will:

1 Lead the development of the institutional Code of Practice ensuring that criteria and
processes for identifying staff with significant responsibility for research and who are
independent researchers have been agreed with staff and reptesige bodies in
an open and transparent manner;

1 Make final decisions regarding the selection of research outputs. This will be carried
out in accordance with the processes defined within the institutional Code of
Practice and to ensure optimisation aj@ality and diversity requirements;

1 Following the consideration of requests submitted to the Individual Circumstances
Panel, REFOC will decide which UoAs should submit output reduction requests to
Research England;

1 Approve UoA REF impact case studiasemvironment statements;

1 Approve the institutional REF environment statement;

1 Approve thefinal REF submissiamcluding the Units of Assessment to which
submissions will benade andany joint or multiple submissions
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1 Ensure Equality Impact Assessmemse been completed and that equality and
diversity standards &ve been promoted and monitored;

1 Oversee the use of PURE as the research information management system used for
the REF submission.

Operations:

The REF Oversight Committee will meet montimtil REF submission in November 2020.
Following submission REFOC will meet as required. Administrative support for the
Committee will be provided by the Research & Enterprise Directorate.

REFOEeydecisions and outcomes will be communicatedstaff and UoA coordinators via
ADREsnd will be available to all staff via the Research & Enterprise intranet

Meetings between REFOC and UoA coordinators will be scheduled followingRBéck
exercises and prior to full submission.

All members of the @nmittee have undertaken REF bespoke equality and diversity
training.
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Appendix & REF Equality and Diversity Training Programme

Director of HR

Group Need Requirement Timescales
All staff Understanding| Complete H_earning Programmes: All staff are required to
engaged at any | of legislative complete these courses on
stage of requirements | @ A SNE A (& Ay& G KS | joining the University and to
assessment, W yO2yaOA2dza . Al & repeatthe training every 3
including years
appeals Both courses are available at:
Email reminders sento staff
https://hud.learnupon.com/users/sign| from HRin January 2019
Enter usual university email address | Compliance will be checked
and password to gain access in February 2020 for staff
and individual email
reminders sent from HR to
those whose training has
lapsed
ADRESUOA Understanding| ! ( (i RERROAEquality and February 2019 ahead of
Coordinators | of legislative |5 A @SNEA (& Q NI Ay A Mock REF
and requirements | REF Panel Meeting
Deputy UOA and the February 2020 refresher
Coordnators potential ahead of 2020 Mock REF
impact of bias
on REF
decisions
REF Oversight | Understanding| ! (i (i RERRR02Equality and February 2019 ahead of
Committee of legislative |5 A OSNEA G&Q NI Ay A Mock REF
PVC R&EPVC | requirements | REF Panel Meeting
International and the February 2020 refresher
Director R&E potential ahead of 2020 Mock REF
Deputy Director | impact of bias
R&E Head of on REF
Research decisions
Intelligence

operating and
to understand
what complex

REF Appeals Understanding| ! (i (i RRERRO2Equality and May 2019 ahead 0SRR/IR

Panel of legislative |5A @SNERAG&Q (NI AY Al Appeals

DVC requirements

Director of HR | and the December 2019efresher

ADREs potential ahead of 2020 Mock RERd
impact of bias March 2020 deadline for
on REF UOA reduction requests
decisions

REF Appeals Understanding| Attend specific Individual July2019 ahead ofCP

Panel of clearly Circums$ances training session Appeals

DVC defined

Director of HR, | circumstances December 2019efresher

ADREs and the tariffs ahead of 2020 Mock RERd

March 2020 deadline for
UOA reduction requests
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circumstances
are

ICP Panel
PVC T&L
Headof HR
ADREs

Understanding
of legislative
requirements
to understand
clearly defined
circumstances
and the tariffs
operating and
to understand
what complex
circumstances
are

IO 0 RER2OAEquality and
DA GSNEAGEQ ( Ndpdcifich
Individual Circumstances session

July2019ahead ofiCP
processesummer 2019

October2019refresher
ahead ofconsideration of
ICPs ahead dflarch 2020
deadline for UOA reduction
requests

REF Oversight
Committee
PVC R&FPVC
International
Director R&E
Deputy Director
R&E Head of
Research
Intelligence
Director of HR

Understanding
the potential
impact of bias
on selection of
outputs for
REF

l'GGSYR WwWos5L
briefing

FYR W

February 2020 ahead of
mock REF 2020 outputs
selection by UOA

Refresher session in Octobe
2020 befae final submission

Internal Understanding| Read briefing on equalities legislation| Briefing to be sent by email
assessors of legislative | and impact on the REF from HRto relevant staff
requirements February 2019 onwards
External Understanding| Read briefing on equalities legislation| Briefing to be sent by email
assessors of legislative | and impact on the REF from HRto external

requirements

assessorgebruary 2019
onwards
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Appendix ; Terms of Reference for the REF Appeals Panel

Universty of Huddersfield

Research Excelle@e Framework Appeals Panel

Membership:

The University of Huddersfield REBpeals Panelill consider requesttfom members of

staff who wish to appeal against the University's decisegardingidentify them as having

(or not) Significant Responsibility for Reseaozhas being (or not) alndependent

Researcher. As a consequence, the member of stafhatithave beenselected for

submission tdREF 2021Appeals against decisions relating to individual staff circumstances
will also be considered by this Panel.

The REF Appeals Panel comprises the following staff roles:

1 Deputy Vice Chancellor (Chair)

T 20 3a20AF0S 5Stya wSaSkNOK g 9y iSNLINRA&S
school)

1 Director of Human Resources

Terms of Reference:

The REF Appeals Panel will consider appeals:

1 Fom staffon academic contrastwhohaveor havenot been identified as having
Signifcant Responsibility for Researabcording to the process outlined in the
' VAGSNEAG2QA w9C /2RSS 2F t NIOGAOS R20Odzysy

1 From staff on Research Only contracts who have or have not been identified as
Independent Researchers according to the progeskii f AYSR Ay GKS | YA D
Code of Practice document;

1 From staff whdbelieve they have been excluded from identificatlmesed on
personal protected characteristics relating to age, disability, gender identity,
marriage and civil partnership, raaeligion or belief, sex, sexual orientation,
pregnancy or recently given birth;

1 From staff who believe inappropriate use of criteria outlined in the REF Code of
Practice and REF Guidance documents has been applied;

1 From staff who wish to appeal againketdecisions of the Individual Circumstances
Panel,
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Operations:

The REF Appeals Panel will meet as necessary during mock REF and REF submission
exercises. The process for submitting appeals will be communicated by Human Resources
and the details will be\ailable via the University HR intranet.

The appellant will have the right to appear in person before the Panel and be accompanied
by a friend, colleague or trade union representative.

For appeals relating to SRR and IR identification, the decisions &fatfrel will be
communicated directly to the member of staff, the relevant ADRE and to the REF Oversight
Committee.

For appeals relating to individual circumstances, the decisions of the Panel will be
communicated directly to the member of staff and the shoelevant contact in their School
(usually the line manager). Any approved reductions in outputs will be notified to REFOC,
ADRE and UOAC.

Administrative support for the Panel will be provided by the Human Resource Directorate.

All members of the Commie have undertaken REF bespoke equality and diversity training.
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Appendix 1& Proforma for the Identification of Staffs Independent Researchers
(IR)(ResearclOnlycontractg

Name

Unit of Assessment

REF Main Panel

School

Department

Independent Researcher Criteria:

Yes/No
Lead or act as Pl or equivalent on an externally funded research project?

Yes/No
Hold an independently won, competitively awarded fellowship where research
independence is a requirement?

Yes/No
Lead aesearch group or a substantial work package?

Yes/No
Act as a canvestigator on an externally funded research project?
Main Panel C & D only

Yes/No
Have significant input into the design, conduct and interpretation of the research!?
Main Panel C & Dnly

1 If at least 1 of the answers above is YES thdependent Researcheas the appropriate
classification.

1 If atleast 1 of the above is expected to be fully met by 31 July 20208keected to
have IR by 31 July 2028 the appropriate category

1 If none, thenNot having Independent Researdh the appropriate category

Classification: | Independent Researcher (IR)
Expected to be IR by 31 July 2020
Not having Independent Research (NtR)

Signature: Date:
Associate Dean (Research and Enterprise)

58



59



Appendix 1X Reductions for staff circumstandg@snex L from the REF Guidance on

SbmissionREF2019/01

1. Given tle reduced output requirement for 2021, the tariffs for the defined reductions

differ from those set irREF 2014This is to ensure thatlaroadly equivalenteduction is

given in the context of the submitted output pool, and to ensure that panels receive a
sufficient selection of research outputs from each submitted unit upon which to base

2dzR3ISYSyida Fo2d2i GKS

Early career researchers

lj dzt € A @

27

aKIF G

dzy A i Q&

2. ECRs are defined in paragraph RIBFGuidance on Submissiorf3EF2019/0)l Table
L1 sets out the permitted reduction in outputs without penalty in the assessntieait HEIS

may requestor ECRs who meet this definition.

Table L1: Early career researchers: Permitted reduction in outputs

Date at which the individual first met the REF
definition of an ECR:

Output pool may be
reducedby up to:

On or before 31 July 2016 0
Between 1 August 2016 and 31 July 2017 inclusiy 0.5
Between 1 August 2017 and 31 July 2018 inclusiy 1
On or after 1 August 2018 1.5

Absence from work due to secondments or career breaks

3. Table L&etsout the permitted reduction in outputs without penalty in the
assessmenthat HEIs may reque$bdr absence from work due to secondments or career
breaks outside of the HE sector, and in which the individual did not undertake academic

research.

Table L2: Secondments or career breaks: Permitted reduction in outputs

Total months absent between 1 January 2014 an(
oM Wdz & Hnuwn RdzS (2 I
or career break:

Output pool may be
reduced by up to:

Fewer than 12 calendar months 0
At least 12 calendar months but less than 28 0.5
At least 28 calendar months but less than 46 1
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46 calendar months or more 15

4, ¢KS |ftft2gly0Sa Ay ¢l1ofS [H INB oFaSR 2y (il
away from working in HE. They are definederms of total months absent from work.

5. As parttime working is taken account of within the calculation for theerall number

2F 2dziLldzia NBIdZANBR F2NJ 0KS dzy Al O06KAOK Aa R
reduction requests on the basis of pditne working hours should only be made

exceptionally. For example, where the FTE of a staff member labe iagsessment period

does not reflect their average FTE over the period as a whole.

Qualifying periods of familyrelated leave

6. The total output pool may be reduced by 0.5 for each discrete period of:

a. Statutorymaternityleave or statutory adoption leav@ken substantially during
the period 1 January 2014 to 31 July 2020, regardless of the length of the leave.

b.  Additionalpaternity oradoption leavé, or shared parental lea¥véasting for four
months or more, taken substaily during the period 1 January 20t431 July
2020

7. Ths approach to reductions for qualifying periods of farndiated leaveas based on

0KS TdzyRAy3a 02RASAQ 02y aAiRSINBHredalRRES YSy (i T 2f
exercisethat the impactof such a period of leave and the arrival of a new child into a family

Ad 3ISYSNItfte adFFAOASY(lfe RAANMzZIIAGS 2F |y A
reduction.

8.  While the above reduction of optits due to additional paternity or adoption leave is
subject to a minimum period of four months, shorter periods of such leave could be taken
into account as follows:

a. By applying a reduction in outputs where there are additional circumstances, for
example wherdhe period of leave had an impact in combination with other
factors such as ongoing childcare responsibilities.

lAddi ti onal paternity or adoption | eaved refers to |e
child where the personébés spouse, partner or civil par
statutory adoption] eave, and has since returned to work. The t
used to describe this type of leave although it may be taken by parents of either gender. For the

purposes of the REF, we refer taoddipmtiison ela’vaeveads O6addit
26 Shared parent al |l eaved refers to leave of wup to 50

baby or adopting a child. This can be taken in blocks, or all in one go.
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b. By combining the number of months for shortezrpds of such leave in
combination with other circumstances, according to Table L2.

9.  Any period ofnaternity, adoption, paternity or shared parental leave that qualifies for
the reduction of an output under the provisions in paragrd&iove may in individual

cases be associated with prolonged constraints on work that justifie thanthe defined
reductionset out. In such casethe circumstances should be expladin the request.

Combining circumstances

10. Where individuals have had a combination of circumstances that have a defined
reduction in outputs, these may be accumulated up to a maximum reduction of 1.5 outputs.
For each circumstance, threlevant reduction should be applied and added together to
calculate the total maximum reduction.

11. Where Table L1 is combined with Table L2, the period of time since 1 JanGdry20
until the individual methe definition of an ECR should be calculated in months, and Table
L2 should be applied.

12. When combining circumstances, only one circumstance should be taken into account
for any period of time during which they took place simultaneously.

13. Where an individal has a combination of circumstances with a defined reduction in
outputs and additional circumstances that require a judgement, the institution should
explain this in the reduction request so that a single judgement can be made about the
appropriate redution in outputs, taking into account all the circumstancese
circumstances with a defined reduction in outptisbe requestedshould be calculated
according to the guidance above (paragraghe 10).

Other circumstances that apply in UOAgA

14. In UOAs ¢6, thenumberof outputs may be reduced by up to one, without penalty in

the assessment, for Category A submitted staff who are junior clinicatatad. These are
defined as clinically qualified academics who are still completing their clinical training in
medicine @ dentistry and have not gained a Certificate of Completion of Training (CCT) or its
equivalent prior to 31 July 2020.

15. This allowance isiade on the basis that the staff concerned are normally significantly
constrained in the time they have available todertake research during the assessment
period. Where the individual meets the criteria in paragrdghand has had significant
additional circumstances for anyof the other reasonsset out inparagraph 160 of th&EF
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Guidance on Submissior8EF2019/0)i¢ the institution can make a case for further
reductions in the unit reduction request

Circumstances requiring a judgement about reductions

16. Where staffhavehadother circumstances during the peridqdee paragrapBe. inthe
REFRGuidance on Submissiorl8€F2019/0)) ¢ including in combination with any
circumstance with a defined reduction in outputsthe institution will need to make a
judgement about the effect of the circumstances in terms of the equivalent period of time
absent, apply the reductions as set out in Tabléy.2nalogyand provide a brief raticale

for this judgement.
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Appendix 1Z; Declaration of Individual Staff Circumstances 202] Research

University of Huddersfield

Declaration of Individual Staff Circumstances

This document is being sent to all staff on Academic contracts who have been identified as
having significant responsibility for research (SRR) and those on Research Only contracts
who have been identified as independent researchers (IR), and whose oatigueigible

for submission tdREF 2021

l'a LI NI 2F GKS ! yAGSNARAGEQa O2YYAGYSyd G2
put in place safe and supportive structures for staff to declare information about any
equality-related circumstances that may have affected their ability to research productively
during the assessment period (1 January 2384 July 2020), and particularly their ability

to produce research outputs at the same rate as staff not affected by circumstanices. T
purpose of collecting this information is threefold:

1 To enable staff who have not been able to produce a@igble output during the
assessment period to be entered into REF where they have;

0 circumstances that have resulted in an overall period ofméhiths or more
absence from research during the assessment period, due to equality
related circumstances (see below)

0 circumstancegquivalentto 46 months or more absence from research due
to equality-related circumstances e.g. mental health issues, garin
responsibility, longerm health conditions

o two or more qualifying periods of familglated leave.

1 To recognise the effect that equalitglated circumstances can have on an

AYVRAGARdzZI t Q& FoAfAGe (G2 NBaSI| NDrks dfINE RdzO

expected workload / production of research outputs.

1 To establish whether there are any Units of Assessment where the proportion of
declared circumstances is sufficiently high to warrant a request to Research
England for a reduced required numberaftputs to be submitted.

Applicable circumstances

1 Qualifying as an ECR (started career as an independent researcher on or after 1
August 2016)

Absence from work due to secondments or career breaks outside the HE sector
Qualifying periods of famHgelatedleave

Disability (including chronic conditions)

lIl heath, injury or mental health conditions

= =4 4 2
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1 Constraints relating to family leave that fall outside of the standard allowances
1 Caring responsibilities
1 Gender reassignment

Andonly where requests are beingate for the removal of the minimum of one output
requirement

1 COVIBEL9 related circumstanceseffects due to applicable circumstances (such as ill
health, caring responsibilities) including other personal circumstances related to
COVIEL9 (such as healtrelated or clinical staff diverted to frontline services, staff
resources diverted to other priority areas within the University in response to
COVIBL19 and/or external factors related to COVID (for example, restricted
access to research facilities)

If your ability to research productively during the assessment period has been constrained
due to one or more of the above circumstances, you are requested to complete the
attached form. Further information can be foumdparagraph 160 of th&uidance on
Submissions{EF 2019/01 Completion and return of the form is voluntary, and individuals
who do not choose to return it will not be put under any pressuredoldre information if

they do not wish to do so. This form is the only means by which the University will be
gathering this information; it will not be consulting HR records, contract start dates, etc.
You should therefore complete and return the fornarfy of the above circumstances apply
and you are willing to provide the associated information.

Ensuring Confidentiality

The information provided on the disclosure forms will be seen by the members of the
Individual Circumstances Panel (ICP) and by staff in Human Resources who process the data
and papers. It will not be shared with Unit of Assessment Coordinators, AssDeiarte

Research and Enterprise staff, or the University REF Oversight Committee (REFOC).

If further information is required about any circumstances disclosed, your factual
employment history may be referred to and/or you will be contacted by a HR
represenstive.

The ICP will hold a closed meeting to review and consider applications for individual staff
circumstances and will communicate its decisions to individuals by confidentialle
ensuring that any reductions in the number of outputs are clearly camoated and
confirming the expectations of them as an individual submitting outputs within their UOA.
HR will pass details of this form to the relevant contact (usually your line manager) within
your department to ensure that expectations can be adjusted appropriate support put

in place for you.
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Although the expectations of individuals with staff circumstances will stand, the University is

only expected to make requests for reductions to outputs at UOA level where the

cumulative effect of circumstancés & RAALINB LR NI A2y iSte& FFFSOO:
This means that UOAs are in general expected to manage the overall submission of outputs

within the average of 2.5 outputs per FTE, with some staff submitting more and others less,

taking any individal circumstances into account.

In addition, in all UOAs, an individual may be returned without the required minimum of

2yS 2dziLJzi 6AGK2dzi LISylrtde Ay GKS FaaSaayvySyi
circumstances has an exceptional effect on their ghiib work productively throughout the

REF period, so that the staff member has not been able to produce the required minimum

of one.

Members of REFOC, Associate Deans Research and Enterprise and UOA Coordinators will be
made aware of any approved reduati®to outputs that could be made to the UOA
submission but will not know the reasons for the reduction.

If the University decides to apply to Research England for either form of reduction of

2dz0 LJdzi & ONBY2@Ft 2F WYAYAYdzvan@sy, it @ilynSed toNB lj dzA NI
provide UKRI with data that you have disclosed about your individual circumstances, to

show that the criteria have been met for reducing the number of outputs. Please see the
REFGuidance on SubmissiorisEF2019/0)(paragraphs 15201) for more detail about

reductions in outputs and what information needs to be submitted.

Submitted data will be kept confidential to tiResearch EnglariREF team, the REF Equality

and Diversity Advisory Panel, and main panel chairs. All these areissibject to

confidentiality arrangements. The REF team will destroy the submitted data about
AYRAQDGARdzZE £ aQ OANDdzYaidl yoSa 2y O2YLX SGAzy 27F

At the University, &opy of the information provided by staff will be held on their perdona
files in Human Resources. All other copies will be destroyed after the REF process is
completed in line with REF Data Protection processes.

Changes in circumstances

The University recognises that staff circumstances may change between completion of the
declaration form and the census date (31 July 2020). If this is the case, then staff should
contact the Head of HRRuth.Sivori@hud.ac.ykto provide the updated information.
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To submit this form yoghould sendit to Ruth.Sivori@hud.ac.uykHead of HR.

Name:Click here to insert text.

Department/School:Click here to insert text.

Do you have a REHgible output published between 1 January 2014 ahd@ly 20207?
Yes 39

No 9

Please complete this form if you have one or more applicable equeldyed circumstance
(see above) which you are willing to declare. Please provide requested informatien in
relevant box(es).

Early CareeResearcher (started career ¢ Click here to enter a date.
an independent researcher, leading your

own resarch as opposed to carrying out

research directed by others, on or after ]

August 2016).

Date you became an early career
researcher.

Career break or secondment outside of Click here to enter dates and durations.
the HE sector, during which you did not
undertake academic research.

Dates and durations in months.

Familyrelated leave; Click here to enter dates and durations.
i statutory maternity leave
i statutory adoption leave
1 Additional paternity or adoption
leave or shared parental leave
lasting for four months or more.
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For each period of leave, state the natur:
of the leave taken and the dates and
durations inmonths.

.7
Disability (including chronic conditions) Click here to enter text.

To include: Nature / name of condition,
periods of absence from work, and perio
at work when unable to research
productively. Total duration imonths.

Mental health condition Click here to enter text.

To include: Nature / name of condition,
periods of absence from work, and perio
at work when unable to research
productively. Total duration in months.

[l health or injury Click here to enter text.

To include: Nature / name of condition,
periods of absence from work, and perio
at work when unable to research
productively. Total duration in months.

Constraints relating to family leave that Click here to enter text.
fall outside of standard allowance

To include: Type of leave taken and brie
description of additional constraints,
periods of absence from work, and perio
at work when unable to research
productively. Total duration in months.

Caring responsibilities Click here to enter text.
To include: Nature of responsibility,
periods of absence from work, and perio

at work when unable to research
productively. Total duration in months.

Gender reassignment Click here to enter text.

To include: periods of absence from wol
and periods at work when unable to
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research productively. Total duration in
months.

COVIB19 (Applicable only where request Click here to enter text.
are being made for the removal of the
minimum of onerequiremeny

To include: periods of absence from wor
and periods at work when unable to
research productively. Total duration in
months.

The overall impact of COVID effects
should be considered in combination wit
other applicableircumstances affecting
GKS adrFF YSYoSNRA
productively throughout the period.

Any other exceptional reasons e.g. Click here to enter text.
bereavement.

To include: brief explanation of reason,
periods of absence from work, apdriods
at work when unable to research

productively. Total duration in months.

Please confirm, by ticking the box provided, that:

1 The above information provided is a true and accurate description of my
circumstances as of the date below

1 I realise that the above information will be used for REF purposes only and will be
seen bythe Individual Circumstances Panel and staff in HR

1 [Irealise it may be necessary to share the information WRig¢search England,
includingthe REF team, the REF Equality and Diversity Advisory Panel, and main
panel chairs.

| agree?d

Name: Print name here
Signed:Sign or initial here

Date: Insert date here
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5 | give my permission for a member of HR to contact me taidsmy circumstances, and
my requirements in relation this these.

5 | give my permission for the details of this form to be passed on to the relevant contact
(usually my line manager) within my department/faculty/centre. (Please note, if you do not
givepermission your department may be unable to adjust expectations and put in place
appropriate support for you).

| would like to be contacted by:
Email 2 Insert email address

Phone?d Insert contact telephone number
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Appendix 1% Terms oReference for the Individual Circumstances Panel

University of Huddersfield

Individual Circumstances Panel (ICP

Membership:

The Individual Circumstances Panel comprises senior staff within the University who are
independent from individual Units of Asssment under consideration. ICP will review
applications for individual circumstances as described in the Research ER@&didance

on SubmissionsYEF2019/0document which have impacted on the HEIs expectations of a
YSYOSNI 2F &I td heREF dhpuyf podlA 6 dzii A 2 v

The Individual Circumstances Panel will advise the REF Oversight Committee on output
reductions linked to specific UoAs.

ICP comprises the following staff roles:

1 ProVice Teaching & Learning (Chair)
1 2 Associate Deans Research &efirise (not connected to the applicant)
1 Head of Human Resources

Terms of Reference:

The Individual Circumstances Panel will review applications from academic staff who believe
they have equalityrelated circumstances which may have affected their gbibtresearch
productively during the assessment period (1 January 2034 July 2020). In carrying out

this function, ICP will:

1 Consider applications from academic staff qualifying as Early Career Researchers
(those who started their careers as indepentieesearchers, leading their own
research as opposed to carrying out research directed by others on or after 1 August
2016);

1 Consider applications from staff who have identifeady ofthe following equality
related circumstances which may have impaatedtheir output productivity:

() Absence from work due to secondments or carbeeaks outside the HE
sector.

(i) Qualifying periods of famiyelated leave.
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(i)  Circumstances with amaquivalent effect to absence, that require a
judgement about theappropriate reduction in outputs, which are:

71 Disability: this is defined in theuidance on codes of practice
¢FrofS M dzyRSNJ W5 AxaloAfAleqQo

Il health, injury or mental health conditions.

Constraints relating to pregnancy, maternity, paternity, adoption or
childcare that fall outside of (or justify the reduction of further
outputs in addition to) the allowances set out in tREFRSuidance

on SubmissionYEF20181).

1 Other caring responsibilities (such as caring for an elderly or
disabled family member).

Gender reassignment.

Other circumstances relating to the protected characteristics listed
in the Guidance on codes of practicEable 1, or relating to

activities protected by employment legislation.

= =4

= =4

Operations:

The ICP will meeds and when required ana closed meeting conveneddfinistrative
support for the Rnel will be provided by the Human Resources Directorate.

Information provided on disclosure forms will be seen by the members of ICP and by staff in
Human Resources who process the data and papers. Information will not be shared with
UoA coordinators, Assiate Deans Research and Enterprise, or the REF Oversight
Committee.

Decisions will be communicated to individuals by confidential email ensuring that any
reductions in the number of outputs are clearly communicated to individuals and
expectations confmed. HR will pass details to the relevant contact within the academic
department(usualy the line manager) to ensure that expectations can be adjusted and
appropriate support put in place.

ICP key decisions and outcomes will be communicated to RBS&g@late Deans Research
and Enterprise and Unit of Assessment Coordinatilsmbers of REFQR&ssociate Deans
Research and Enterprise and Unit of Assessment Coordinatibkse made aware of any
reductions to outputs but will not know the reasons for the vetion.

All members ofthe PaneWill be required to undertak®EF bespoke equality and diversity
trainingand specific training in the following aspects:

91 Clearly defined circumstances and the tariffs operating
1 Complex circumstances, how to assess themarsistency
1 Practice assessments

72


https://www.ref.ac.uk/media/1086/ref-2019_03-guidance-on-codes-of-practice.pdf
https://www.ref.ac.uk/media/1086/ref-2019_03-guidance-on-codes-of-practice.pdf

Appendix 14 Staff Data Collection Statement

University of Huddersfield
Staff Data Collection Statement for thREF 2021

The purpose of the Research Excellence Framework REHE 202lis to assess the quality

of UKresearch and to inform the selective distribution of public funds for research by the
four UK higher education funding bodiekhe REF is managed by the REF team, based at
Research England (RE), on behalf of the four UK higher education funding bodsgsaRE

of UK Research and Innovation (UKRI), and under this arrangement UKRI has the role of
WRFGF O2yGNREfESND F2NJ LISNA2Y I RFEGIF &adzoYAGGS
If you are a researcher who has been included as part of our submission to the RER 202
2021 the University will send some of the information it holds about you to UKRI for the
purpose of theREF 2021The information will not be in coded form and your name and
details such as your date of birth, research groups, and contract datdsewrovided along

with details of your research. If you are submitted with individual circumstances that allow a
reduction in the number of outputs submitted, without penalty, some details of your
personal circumstances will be provided.

You can find frther information about what data are being collected on the REF website, at
www.ref.ac.ukA y LI NI A Odzf F NJ LJdzo € AOIF GA2Y HAMBDKkAME WD

Sharing information about you

Some of your data (Unit of Assesant, HESA staff identifier code and date of birth) will be

passed to the Higher Education Statistics Agency (HESA) to enable it to verify coded data
NBGdzZNYSR G2 Ad Fa LI NI 27F wivikSesalayukO8aNBE A (& Qa |
returned to the REF will be linked to that held on the HESA staff record to allow UKRI and
Research Englartd conduct additional analysis into the REF and fulfil their statutory duties

under the Equality Act 2@L(England, Wales and@&land).

UKRI and Research England will use the informati@malyse and monitor th®EF 2021

This may result in information being released to other users including academic researchers

or consultants (commissioned by the funding bodies), to carryesgarch or analysis, in

accordance with the Data Protection Act 2018 and the General Data Protection Regulation
(GDPR) (Regulation (EU) 2016/679). Where information not previously published is released

to third parties, this will be anonymised where ptigable.

''YwL gAff NBIdZANBE GKFIG Fyez2yS gKz2 KIFa F00Saa
electronic, will respect its confidentiality and will only process it in accordance with

instructions issued for the purposes specified by UKRI.

Parts ofyour data will be passed to the REF expert panels and the Equality and Diversity
Advisory Panel (whose members are independent of UKRI) for the purpose of conducting a
systematic evaluation of submissions, in accordance with predetermined criteria and
methods. Panels will make judgments about the material contained in submissions and will
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not form quality judgments about individuals. All panel members are bound by
confidentiality arrangements.

Publishing information about your part in ousubmission

The results of the assessment exercise will be published by UKRI, on behalf of the four UK
higher education funding bodies, April 2022 The published results will not be based on
individual performance nor identify individuals.

Those parts of submissions that contain factual data and textual information about research
activity will also be published by UKRI, on behalf of the four UK higher education funding
bodies, and will be made available online. Published information is tikéhgludetextual
information including impact case studies in which you may be referencédur namejob

title and periods of employmenhay be included in this textual information. Other

personal and contractual details, including your date of béntldl all information about
individual staff circumstances will be removed.

Impact case studies, environment statements and other textual information will not
normally be submitted with personal information (other than names and job titles), and any
persond information (other than names and job titles) will removed in the redacted
version(s) that are submitted.

Unless redacted, the information to be published by UKRI, on behalf of the four UK higher
education funding bodies, will include a single list bffed outputs submitted by us in each
Unit of assessment. The list of outputs will include standard bibliographic data for each
output, but will not be listed by author name.

Data about personal circumstances

You may voluntarily disclose personal circuansies to your submitting unit of assessment,

which could permit the University to submit your information to the REF without the
WYAYAYdzY 2F 2ySQ NBLAdANBYSY(G 66A0K2dzi LISyl f i
without penalty. If (and only if) thelniversity applies either form of reduction of outputs,

the University will need to provide UKRI witidividuatleveldata that you have disclosed

about your individual circumstances, to show that the criteria have been met for reducing

the number of outJdzii & ® t f SO dIASR [aySBS  (i2KySlocubmnt(gagiabls y & Q
151-201) for more detail about reductions in outputs and what information needs to be

submitted. The internal procedures for disclosing circumstances can be found in section 4.3

of the Code of Practice

Submitted data will be kept confidential to the REF team, the Equalities and Diversity
Advisory Panel, and main panel chairs. All these bodies are subject to confidentiality
arrangements.

Within the University, apart from the sedfeclaration (which wilbe needed for REF audit
purposes) and the data entry into the submission system, information held relating to
circumstances, e.g. calculations of unit level and miniruirane reductions, will be
anonymised.

The REF team will destroy the submitted datad#tip A Y RA @A Rdzl £ 8 Q OA NDdzY a (
completion of the assessment phase.
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The University will send to Research England a report that will include a summary of all
voluntarily declared personal circumstances, whether or not they were used to reduce the
output requirements. This report will only contain data in aggregated form and will not
contain information that will identify individual members of staff.

Accessing your personal data

Under the Data Protection Act 2018 and the GDPR, you have the right to see and receive a
copy of any personal information that UKRI holds about you. Further information about the
Act and GRPR, and guidance on making a subject access request, can baenfthenRB
web-site athttps://re.ukri.org/about-us/policiesstandards/foidata-protection/

If you have any concerns about your information being used for these purposasgpl
contact:

Data Protection Officer

UK Research and Innovation
Polaris House

Swindon, SN2 1FL

Email:dataprotection@ukri.org

University Privacy Notice (Staff)

The University has a Staff Privacy Notice Wiaipplies to current and former staff which can
be found at:

https://staff.hud.ac.uk/media/assets/document/informationgovernance/datapection/St
affPrivacyNotice.pdf

It explains how the University collects and uses your personal data. Under the Data
Protection Act 2018 and the GDPR, you have the right to see and receive a copy of any
personal information that the University holds abowdu, including data collected for REF
purposes.
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Appendix 1% Non-Staff Data Collection Statement

University of Huddersfield

Data Collection Statement for th®EF 202& Non-Staff

About the REF

The purpose of the Research Excellence Framework REHE 202lis to assess the quality

of UK research and to inform the selective distribution of public funds for research by the

four UK higher education funding bodid$he REF outcomes are used to calculate about £2

billion per year of public funding foyUA S NBR A GASEQ NBaSI NOKZ |yR |-
reputations. The results also inform strategic decisions about national research priorities.

The next REF will be undertaken in 2021.

The REF was first carried out in 2014, replacing the previous iRegessessment Exercise.

LG AyOfdzRSR FT2NJ 0KS FANRG GAYS |y laasSaayvySyd
beyond academia: on the economy, society, culture, public policy and services, health, the
environment and quality of life within the UKand internationally.

Impact is assessed through the submission of case studies, which describe the changes or
benefits brought about by research undertaken by researchers at the institution. Impressive
impacts were found across all disciplines, withpé4 cent of submissions judged to be
outstanding. A database of case studies submitted in 2014 can be found here:
https://impact.ref.ac.uk!/

Data collection

The REF is managed by the REF team, badeesaarch England (RE), on behalf of the four

UK higher education funding bodies. RE is part of UK Research and Innovation (UKRI), and

dzy RSNJ 4G KA&a | NN y3aISYSyid ! YywL KlFa GKS NeRtS 27
us to the REF.

You may haverpvided information for one or more impact case studies or environment

statements as part of our submission to the REF 2021. 1h&@2vill send information

about impact case studies and environment statements to UKRI for the purpose REfhe

2021 Theinformation will not be in coded form and your namand details such as your

job title and organisational affiliationmay be provided in these narrative statements. We
NEFSNI G2 0KAA AYF2NNIGA2Y o2dzi &2dz & We 2 dzN

You can find further informadh about what data are being collected on the REF website, at
www.ref.ac.ukh Y LIF NI A Odzf | NJ LJdzo £ AOIF 0A2Y HAaMdkAME WD
document sets out the data that we will be required to shareiiKRI.
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Sharing information about you

UKRI may pass your data, or parts of it, to Research England to inform the selective
distribution of public funds for research and to carry out their statutory functions connected
with funding higher education.

UKRI ad Research England will use the informatioranalyse and monitor th®EF 2021

This may result in information being released to other users including academic researchers

or consultants (commissioned by the funding bodies), to carry out research gisanaih

accordance with the Data Protection Act 2018 and the General Data Protection Regulation
(GDPR) (Regulation (EU) 2016/679). Where information not previously published is released

to third parties, this will be anonymised where practicable.

UKRIWil NBIljdZANBE GKIG Fye2yS gKz2 KlFLa FO00Saa G2
electronic, will respect its confidentiality and will only process it in accordance with

instructions issued for the purposes specified by UKRI.

Parts of your data will bpassed to the REF expert panels and the Equality and Diversity
Advisory Panel (whose members are independent of UKRI) for the purpose of conducting a
systematic evaluation of submissions, in accordance with predetermined criteria and
methods. All panel mebrers are bound by confidentiality arrangements.

Publishing information about your part in our submission

The results of the assessment exercise will be published by UKRIiIli2022 on behalf of
the four UK higher education fundirgpdies:

Research England

Department for the Economy, Northern Ireland (DfE)
Higher Education Funding Council for Wales (HEFCW)
Scottish Funding Council (SFC).

=A =2 =4 =4

Those parts of submissions that contain factual data and textual information about research
activity will also be published by UKRI, on behalf of the four UK higher education funding
bodies, and will be made available online. Published information iy li&ehcludetextual
information including impact case studies in which you may be referencédur name and

job title may be included in this textual information. Other personal details will normally be
removed.

Impact case studies, environment statemsrnd other textual information will not

normally be submitted with personal information (other than names and job titles), and any
personal information (other than names and job titles) will removed in the redacted
version(s) that are submitted.

Accessig your personal data

Under the Data Protection Act 2018 and the GDPR, you have the right to see and receive a
copy of any personal information that UKRI holds about you. Further information about the
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Act and GRPR, and guidance on making a subject acgesstecan be found on the RE
web-site athttps://re.ukri.org/about-us/policiesstandards/foidata-protection/

If you have any concerns about your information being usedhfese purposes, please
contact:

Data Protection Officer

UK Research and Innovation
Polaris House

Swindon, SN2 1FL

Email:.dataprotection@ukri.org

University Privacy Notice (Members of the Public)
The Uniersity has a Members of the Public Privacy Notice which can be found at:

https://www.hud.ac.uk/media/assets/document/informationgoweance/dataprotection/F
air processing public.pdf

Under the Data Protection Act 2018 and the GDPR, you have the right to see and receive a
copy of any personal information that the University holds about you, including data
collected for REF purposes.
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AppendixL6AEquality AnalysisDraftProcessetor REF2021 (January 2019)

Equality Analysis for Draft Processes 7 January 2019
A - Identifying Staffwith SignificantResponsibility for Research
B - Identifying Staffasindependent Researchers

C- Selection of Research Outputs

Name of the A - Identifying Staffwith Significant Responsibility for Research
Policy/Change

Aims/Description of To enable faimnd transparent identificationof staff on academic contracts with significant responsibility for researoh
the Policy/Change each Unit of Assessment for REF2021.

The Research Excellence Framework (REF) 2021 requires that all members mi@staféwith the following criteria be
submitted to REF2021 as Category A staff:

1 on a contract of employment of 0.2 FTE or greater
1 on the payroll at the University on the census date
T 6K2aS LINAYIFNE SYLX 28YSyd TFdzy O0 KXY AR (i 2NBdzyNSSSINENY |SF
1 have significant responsibility for research (SRfR)

At the University of Huddersfield we are in a transitional period where not all members of academic staff that are chess

teaching and research currently have significant responsibility for research due to a number of factors. This includes
currently studying for a doctoral level degree as preparation for becoming an active reseafdaetemic staff are expected

79



to have significant respwsibility for research within a feyears of qualifying with a PhD. This includes being eligible to
supervse PhD students.

By the next REF in 2028 the University expects all of its academic staff to be PhD qualifiedyargl@mat their own research

The process is:

1. Associate Deans Research and Enterprise in each School identify who is iagaiopethe SRR criteriall staff with
SRfR must meet all three aspects of explicit resources, active in independent research and expectation of job 1

The following describes these three aspects and explains how they must be met in order to stefitifyith
significant responsibility for research:

a. Explicit resources:

f Workload modet G A YS A& | ff20I 3SR mﬁmy Iy AyIVQA(ZA
research

1 Facilitiesg access to the relevant facilities/equipment in order to conduct ezsk
b. Active in independent research:

1 Eligibility to supervise doctoral PGR (as masper regulations

1 Active member of a research centia institute

c. Expectation of job role:

1 Job description within the job description there is an expectation of camg/out and publishing
research

1 Research plan embedded in appraigaksearch audit of an individual is conducted each year to
plan strategies for actively conducting research
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1 Objectives setting and monitoringlated to research

2. Individual academics aseritten to so as taexplain why they are in or out of the submitter pool in their Unit of
Assessment (disciplipe

3. Individual academics have the opportunity to appeal the decision

4. Appeals are heard by the UoH REF Appeals Panel

5. Finalised lists arprovided to the REF Oversight Committee

6. Equality Impact Assessments for each UoA are prepared and reviewed by the REF Oversight Committee

School/ Department

Research and Enterprise

Details of the Person Name: Tracy Turner
responsible for the Job Title: Deputy Director Research and Enterprise
EIA Contact t.s.turner@hud.ac.uk
Details:
Who does the
olicy/change impact .
policy. g P Staff a Students Visitors Contractors Other

on? (Tick any
categories that apply)
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How could the policy/ change
impact on protected
characteristics?

What actions will you take to mitigate the negative
impact?

Can the policy/change help to advance equality of
opportunity or foster good relations?

Timescale/Lead

Age

If ADREs Coordinators exhibit
unconscious or conscious bias with
respect to this protected characteristic
in the identification of staff as having
significant responsibility for research

HR will write to each member of staff to explain how their
decision has been reached referring to the criteria

Staff will have the right to appeal
ADREs will receive E&D training ahead of the mock REF

The process will be
tested in the mock
REF in spring 2019
and a quantitative
analysis carried out.

REF Oversight
Committee

Disability

If ADREs Coordinators exhibit
unconscious or conscious bias with
respect to this protected characteristic
in the identification of staff as having
significant responsibility for research

HR will write to each member of staff to explain how their
decision has been reached referring to the criteria

Staff will have the right to appeal
ADREs will receive E&D training ahead of the mock REF

The process will be
tested in the mock
REF in spring 2019
and a quantitative
analysis carried out.

REF Oversight
Committee

Race /
Ethnicity

If ADREs Coordinators exhibit
unconscious or conscious bias with
respect to this protected characteristic
in the identification of staff as having
significant responsibility for research

HR will write to each member of staff to explain how their
decision has been reached referring to the criteria

Staff will have the right to appeal
ADREs will receive E&D training ahead of the mock REF

The process will be
tested in the mock
REF in spring 2019
and a quantitative
analysis carried out.
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REF Oversight

Committee
Sex/Gender If ADREs Coordinators exhibit HR will write to each member of staff to explain how their The process will be
unconscious or conscious bias with decision has been reached referring to the criteria tested in the mock
respect to this protected characteristic . . REF in spring 2019
in the identification of staff as having Staff will have the right to appeal and a quantitative
significant responsibility for research ADREs will receive E&D training ahead of the mock REF analysis carried out.
REF Oversight
Committee
Gender If ADREs Coordinators exhibit HR will write to each member of staff to explain how their The process will be

Reassignment

unconscious or conscious bias with
respect to this protected characteristic
in the identification of staff as having
significant responsibility for research

decision has been reached referring to the criteria
Staff will have the right to appeal
ADREs will receive E&D training ahead of the mock REF

tested in the mock
REF in spring 2019
and a quantitative
analysis carried out.

REF Oversight
Committee

Marriage &
Civil
Partnership

If ADREs Coordinators exhibit
unconscious or conscious bias with
respect to this protected characteristic
in the identification of staff as having
significant responsibility for research

HR will write to each member of staff to explain how their
decision has been reached referring to the criteria

Staff will have the right to appeal
ADREs will receive E&D training ahead of the mock REF

The process will be
tested in the mock
REF in spring 2019
and a quantitative
analysis carried out.

REF Oversight
Committee

Pregnancy &
Maternity

If ADREs Coordinators exhibit
unconscious or conscious bias with

HR will write to each member of staff to explain how their
decision has been reached referring to the criteria

The process will be
tested in the mock
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respect to this protected characteristic
in the identification of staff as having
significant responsibility for research

Staff will have the right to appeal
ADREs will receive E&D training ahead of the mock REF

REF in spring 2019
and a quantitative
analysis carried out.

REF Oversight

Committee
Religion or If ADREs Coordinators exhibit HR will write to each member of staff to explain how their The process will be
Belief unconscious or conscious bias with decision has been reached referring to the criteria tested in the mock
respect to this protected characteristic . . REF in spring 2019
in the identification of staff as having Staff will have the right to appeal and a quantitative
significant responsibility for research ADREs will receive E&D training ahead of the mock REF analysis carried out.
REF Oversight
Committee
Sexual If ADREs Coordinators exhibit HR will write to each member of staff to explain how their The process will be
Orientation unconscious or conscious bias with decision has been reached referring to the criteria tested in the mock

respect to this protected characteristic
in the identification of staff as having
significant responsibility for research

Staff will have the right to appeal
ADREs will receive E&D training ahead of the mock REF

REF in spring 2019
and a quantitative
analysis carried out.

REF Oversight
Committee

No major change needed

an

Activity will be adjusted
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(Please tick

Activity will be continued but monitored

appropriate — ,
box) Activity will be stopped
EA Sign -Off Submission Date: 7 January 2019

Approved By:

Ruth Sivori, Head of Human
Resources

Date Completed

18 January 2019
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Name of the
Policy/Change

B - Identifying Staffasindependent Researchers

Aims/Description of
the Policy/Change

To enable fairand transparent identificationof research only contract staff as independent researchargach Unit of
Assessment for REF2021.

The Research Excellence Framework (REF) 2021 requires that all members of academic staff with the following criter
submited to REF2021 as Category A staff:

T
T
T
T

The process is:

1.

2.

on a contract of employment of 0.2 FTE or greater
on the payroll at the University on the census date
gK2aS LINAYIFNE SYLX 28YSyid FdzyOUuAzy Aad WNBaSINOK 2y
are indeoendent researchers (IR)

Associate Deans Research and Enterprise in each School identify who is in scope ag&lostéhia. All staff with IR
must meet at least one of the indicators outlined below in order to demonstrate independence
a. leading or acting as principal investigator or equivalent on an externally funded research project
b. 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 www.ref.
under Guidance
acting as a cinvestigator oran externally funded research project
d. leading a research group or a substantial work package, this might normally indicate independence in cg
where large research programmes have discrete and substantial work packages leshbgstigators, which
would be equivalent to a principal investigator role on a smaller grant.
e. significant input into the design, conduct and interpretation of the research
Individual academics are written 8D as toexplain why they are in or out of the submitter pool in theiritbf
Assessment (disciplipe

o
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S

Individual academics have the opportunity to appeal the decision
Appeals are heard by the UoH REF Appeals Panel

Finalised lists are provided to the REF Oversight Committee
Equality Impact Assessments for each UoA are prepameldeviewed by the REF Oversight Committee

School/ Department

Research and Enterprise

Details of the Person Name: Tracy Turner
responsible for the Job Title: Deputy Director Research and Enterprise
EIA Contact t.s.turner@hud.ac.uk
Detalils:
Who does the
policy/change impact . i
on? (Tick any Staff a Students Visitors Contractors Other
categories that apply)
How could the policy/ change What actions will you take to mitigate the negative Timescale/Lead
impact on protected impact?

characteristics?
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Can the policy/change help to advance equality of
opportunity or foster good relations?

Age If ADREs Coordinators exhibit HR will write to each member of staff to explain how their The process will be
unconscious or conscious bias with decision has been reached referring to the criteria tested in the mock
respect to this protected characteristic . . REF in spring 2019
in the identification of staff as Staff will have the right to appeal and a quantitative
independent researchers ADRESs will receive E&D training ahead of the mock REF | analysis carried out.
REF Oversight
Committee
Disability If ADREs Coordinators exhibit HR will write to each member of staff to explain how their The process will be
unconscious or conscious bias with decision has been reached referring to the criteria tested in the mock
respect to this protected characteristic ) ) REF in spring 2019
in the identification of staff as Staff will have the right to appeal and a quantitative
independent researchers ADRESs will receive E&D training ahead of the mock REF | analysis carried out.
REF Oversight
Committee
Race / If ADREs Coordinators exhibit HR will write to each member of staff to explain how their The process will be
Ethnicity unconscious or conscious bias with decision has been reached referring to the criteria tested in the mock

respect to this protected characteristic
in the identification of staff as
independent researchers

Staff will have the right to appeal
ADREs will receive E&D training ahead of the mock REF

REF in spring 2019
and a quantitative
analysis carried out.

REF Oversight
Committee
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Sex/Gender

If ADREs Coordinators exhibit
unconscious or conscious bias with
respect to this protected characteristic
in the identification of staff as
independent researchers

HR will write to each member of staff to explain how their
decision has been reached referring to the criteria

Staff will have the right to appeal
ADREs will receive E&D training ahead of the mock REF

The process will be
tested in the mock
REF in spring 2019
and a quantitative
analysis carried out.

REF Oversight
Committee

Gender
Reassignment

If ADREs Coordinators exhibit
unconscious or conscious bias with
respect to this protected characteristic
in the identification of staff as
independent researchers

HR will write to each member of staff to explain how their
decision has been reached referring to the criteria

Staff will have the right to appeal
ADREs will receive E&D training ahead of the mock REF

The process will be
tested in the mock
REF in spring 2019
and a quantitative
analysis carried out.

REF Oversight
Committee

Marriage &
Civil
Partnership

If ADREs Coordinators exhibit
unconscious or conscious bias with
respect to this protected characteristic
in the identification of staff as
independent researchers

HR will write to each member of staff to explain how their
decision has been reached referring to the criteria

Staff will have the right to appeal
ADREs will receive E&D training ahead of the mock REF

The process will be
tested in the mock
REF in spring 2019
and a quantitative
analysis carried out.

REF Oversight
Committee

Pregnancy &
Maternity

If ADREs Coordinators exhibit
unconscious or conscious bias with
respect to this protected characteristic
in the identification of staff as
independent researchers

HR will write to each member of staff to explain how their
decision has been reached referring to the criteria

Staff will have the right to appeal
ADREs will receive E&D training ahead of the mock REF

The process will be
tested in the mock
REF in spring 2019
and a quantitative
analysis carried out.
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REF Oversight

Committee
Religion or If ADREs Coordinators exhibit HR will write to each member of staff to explain how their The process will be
Belief unconscious or conscious bias with decision has been reached referring to the criteria tested in the mock
respect to this protected characteristic Staff will h the riaht t | REF in spring 2019
in the identification of staff as ait wiit have the right 1o appea and a quantitative
independent researchers ADREs will receive E&D training ahead of the mock REF analysis carried out.
REF Oversight
Committee
Sexual If ADREs Coordinators exhibit HR will write to each member of staff to explain how their The process will be
Orientation unconscious or conscious bias with decision has been reached referring to the criteria tested in the mock
respect to this protected characteristic . : REF in spring 2019
in the identification of staff as Staff will have the right to appeal and a quantitative
independent researchers ADREs will receive E&D training ahead of the mock REF analysis carried out.
REF Oversight
Committee
(Please tick No major change needed a

appropriate
box)

Activity will be adjusted

Activity will be continued but monitored

Activity will be stopped
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EA Sign -Off

Submission Date:

7 January 2019

Approved By:

Ruth Sivori, Head of Human
Resources

Date Completed

18 January 2019
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Name of the
Policy/Change

C- Selection ofResearch Qtputs

Aims/Description of
the Policy/Change

To enable fair selection of research outputs in each Unit of Assessment for REF2021.

The Research Excellence Framework (REF) 2021 requires that each submitting unit of assessment will return a set n
outputs determined by the FTE of Category A staff, with a minimum of one output attributed to each staff member rety
and no morethan five attributed to any staff member.

The University can also include outputs of staff previously employed as eligible where the output was first made publi
available during the period of eligible employment, within the set number of outputs reduir

This decoupling of staff and outputs in REF 2021 is intended to provide increased flexibility for the University intheildir
portfolio of outputs for submission. Research England acknowledge that there are many reasons why an excellent re
may have fewer or more outputs attributable to them in an assessment period. It is therefore not expected that all staf
members will be returned with the same number of outputs attributed to them in each submission.

The process is:

1. Academic staff membeasroposes up to 5 outputs +2 reserves in rank order of preference, this will be less if the
outputs are indicated as doublgeighted. This will include a 100 word commentary where applicable as to why
output has been selected.

2. UoA Coordinator conside outputs from former members of staff to be included in the output pool.
3. UoA Coordinators assigns 2 internal academic staff, or 1 internal and 1 external, to review the outputs propose

indicate a * rating with rationale. UoA Coordinators ensura tt least 1 output from each academic has been
externally reviewed.

4. UoA Coordinator finalizes * rating on each output
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5. REF Oversight Committee reviews each UoA output pool and where there are more outputs than required to b
submitted will decide which outputs go forward. Where outputs have been judged to be of the same * rating th
Committee will ensure that the divergiof the staff in the UoA is represented.

School/ Department

Research and Enterprise

Details of the Person Name: Tracy Turner
responsible for the Job Title: Deputy Director Research and Enterprise
EIA Contact t.s.turner@hud.ac.uk
Details:
Who does the
olicy/change impact .
policy g P Staff a Students Visitors Contractors Other

on? (Tick any
categories that apply)
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How could the policy/ change
impact on protected
characteristics?

What actions will you take to mitigate the negative
impact?

Can the policy/change help to advance equality of
opportunity or foster good relations?

Timescale/Lead

Age If UOA Coordinators exhibit All staff in the submitter pool will have at least one output The process will be
unconscious or conscious bias with assessed by someone external to the School/University. tested in the mock
respect to this protected characteristic . . . . . REF in spring 2019
resp . E . Final selection of outputs for submission will be decided by pring =
in the scoring (* rating) of the research . . and a quantitative
the REF Oversight Committee and not the UOA . )
outputs put forward by the member of . analysis carried out.
; Coordinator
academic staff. REF Oversight
UOA Coordinators will receive E&D training ahead of the . g
Committee
mock REF.
Internal and external assessors will be identified and E&D
documentation sent to them in lieu of direct training.
Disability If UOA Coordinators exhibit All staff in the submitter pool will have at least one output The process will be

unconscious or conscious bias with
respect to this protected characteristic
in the scoring (* rating) of the research
outputs put forward by the member of
academic staff.

assessed by someone external to the School/University.

Final selection of outputs for submission will be decided by
the REF Oversight Committee and not the UOA
Coordinator

UOA Coordinators will receive E&D training ahead of the
mock REF.

tested in the mock
REF in spring 2019
and a quantitative
analysis carried out.

REF Oversight
Committee
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Internal and external assessors will be identified and E&D
documentation sent to them in lieu of direct training.

Race / If UOA Coordinators exhibit All staff in the submitter pool will have at least one output The process will be
Ethnicity unconscious or conscious bias with assessed by someone external to the School/University. tested in the mock
respect to this protected characteristic . . . . . REF in spring 2019
resp . E . Final selection of outputs for submission will be decided by pring =
in the scoring (* rating) of the research . . and a quantitative
the REF Oversight Committee and not the UOA . ]
outputs put forward by the member of : analysis carried out.
; Coordinator
academic staff. REF Oversiaht
UOA Coordinators will receive E&D training ahead of the . g
Committee
mock REF.
Internal and external assessors will be identified and E&D
documentation sent to them in lieu of direct training.
Sex/Gender If UOA Coordinators exhibit All staff in the submitter pool will have at least one output The process will be
unconscious or conscious bias with assessed by someone external to the School/University. tested in the mock
respect to this protected characteristic . . . . . REF in spring 2019
resp . E . Final selection of outputs for submission will be decided by pring =
in the scoring (* rating) of the research . . and a quantitative
the REF Oversight Committee and not the UOA . )
outputs put forward by the member of : analysis carried out.
; Coordinator
academic staff. REF Oversight
UOA Coordinators will receive E&D training ahead of the . g
Committee
mock REF.
Internal and external assessors will be identified and E&D
documentation sent to them in lieu of direct training.
Gender If UOA Coordinators exhibit All staff in the submitter pool will have at least one output The process will be

Reassignment

unconscious or conscious bias with
respect to this protected characteristic
in the scoring (* rating) of the research

assessed by someone external to the School/University.

tested in the mock
REF in spring 2019
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outputs put forward by the member of
academic staff.

Final selection of outputs for submission will be decided by
the REF Oversight Committee and not the UOA
Coordinator

UOA Coordinators will receive E&D training ahead of the
mock REF.

Internal and external | assessors will be identified and E&D
documentation sent to them in lieu of direct training.

and a quantitative
analysis carried out.

REF Oversight
Committee

Marriage &
Civil
Partnership

If UOA Coordinators exhibit
unconscious or conscious bias with
respect to this protected characteristic
in the scoring (* rating) of the research
outputs put forward by the member of
academic staff.

All staff in the submitter pool will have at least one output
assessed by someone external to the School/University.

Final selection of outputs for submission will be decided by
the REF Oversight Committee and not the UOA
Coordinator

UOA Coordinators will receive E&D training ahead of the
mock REF.

Internal and external assessors will be identified and E&D
documentation sent to them in lieu of direct training.

The process will be
tested in the mock
REF in spring 2019
and a quantitative
analysis carried out.

REF Oversight
Committee

Pregnancy &
Maternity

If UOA Coordinators exhibit
unconscious or conscious bias with
respect to this protected characteristic
in the scoring (* rating) of the research
outputs put forward by the member of
academic staff.

All staff in the submitter pool will have at least one output
assessed by someone external to the School/University.

Final selection of outputs for submission will be decided by
the REF Oversight Committee and not the UOA
Coordinator

UOA Coordinators will receive E&D training ahead of the
mock REF.

The process will be
tested in the mock
REF in spring 2019
and a quantitative
analysis carried out.

REF Oversight
Committee
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Internal and external | assessors will be identified and E&D
documentation sent to them in lieu of direct training.

Religion or If UOA Coordinators exhibit All staff in the submitter pool will have at least one output The process will be
Belief unconscious or conscious bias with assessed by someone external to the School/University. tested in the mock
respect to this protected characteristic . . . . . REF in spring 2019
resp . E . Final selection of outputs for submission will be decided by pring =
in the scoring (* rating) of the research . . and a quantitative
the REF Oversight Committee and not the UOA . ]
outputs put forward by the member of : analysis carried out.
; Coordinator
academic staff. REF Oversiaht
UOA Coordinators will receive E&D training ahead of the . g
Committee
mock REF.
Internal and external | assessors will be identified and E&D
documentation sent to them in lieu of direct training.
Sexual If UOA Coordinators exhibit All staff in the submitter pool will have at least one output The process will be
Orientation unconscious or conscious bias with assessed by someone external to the School/University. tested in the mock

respect to this protected characteristic
in the scoring (* rating) of the research
outputs put forward by the member of
academic staff.

Final selection of outputs for submission will be decided by
the REF Oversight Committee and not the UOA
Coordinator

UOA Coordinators will receive E&D training ahead of the
mock REF.

Internal and external assessors will be identified and E&D
documentation sent to them in lieu of direct training.

REF in spring 2019
and a quantitative
analysis carried out.

REF Oversight
Committee

No major change needed

an
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(Please tick

Activity will be adjusted

appropriate — : : :
box) Activity will be continued but monitored
Activity will be stopped
EA Sign -Off Submission Date: 7 January 2019

Approved By:

Ruth Sivori, Head of Human
Resources

Date Completed

18 January 2019
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Appendix 18 ¢ EIA reporiMay 2019

University of Huddersfield
Research Excellence Framework 2021 Code of Practice

Equality Impat Assessment 31May 2019

This equality impact assessméd2 JSNBE (GKS ARSYGAFAOFGAZ2Y LINR O
NBalLR2yaroAtAdGe FT2NI NBaSIHNOKQ o{wwlO FYR WAYRS
the mock REF exercise in May 2019. The baseline staff pool was that employed in January

2019 who met the REF @gory A requirements of being employed on an Academic

contract or Research only contract of at least 0.2FTE. The assessment has compared the

personal characteristic data for the staff identified as SRR, expected to be SRR by the REF
census date, IR and eagted to be IR by the REF census date with that of the baseline pool.

The number of staff in the baseline was 871. After the identification process 628 staff were
deemed to be eligible for REF submission.

This EIA does not include an analysiseskarch output selection or individual staff
circumstances outcomes as the processes for these aspects have not yet taken place.
Appeals against SRR and IR decisions will be processed during June.

The detailed datéor each of the personal characteristissprovided in tables at the end of
this document.

Gender (Tabls 1A and 1B in Annex

The baseline popfrom which staff were identified aseingSRR or |[Rotalled 871 staff

members. Of tis pool 484 people were male (B and 38Tvere female(45%). Overall, the

SRR/IR process revealed 628 pe@sddeing identified for submissioimcluding those

expected to bencludedby the REFcensusdate 0 KA & Aad | MB2YDISNEAZY |

Ofthe 628 identified for submission, 392 were male (62%) andw&3@ female (38%). Th

process hence shifts the malemale ratio by 7 percentage points, from the poalskeline of

55:450 2 (G KS ARSYGAFASR ANRdzLIAY3I 2F cHYoy® Ly O
percentage of male staff identified as SRR/IR is 81%foaridmale staff it is 61%,

representing a 20% overall difference.

At unit of assessment (UOA) level teriance in conversion rate for females and males is
tabulated below:
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Variance in % identified
SRR/IR (FemaleMale)

Institution (all UOAS) -20.01%
UOA3 Allied Health Professions, Nursing and -22.72%
Pharmacy

UOA4 Psychology 15.97%
UOA5 Biological Sciences -33.33%
UOA8 Chemistry -4.17%
UOA11 Computer Science and Informatics -7.58%
UOA12 Engineering 4.26%

UOA13 Architecture and Built Environment -5.95%
UOA14 Geography and Environmental Studies 0.00%

UOAL17 Business and Management Studies -3.57%
UOA18 Law -17.78%
UOA20 Social Work and Social Policy -1.32%
UOAZ23 Education -44.32%
UOA24 Spott and Exercise Sciences -10.00%
UOA26 Modern Languages and Linguistics -14.29%
UOA27 English Language and Literature -28.57%
UOAZ28 History 0.00%

UOA32 Art and Design 6.78%

UOA33A Music -3.34%
UOA33B Drama 0.00%

UOA34 Communication, Culture and Media Studies 16.67%

Eight UOAs (8, 12, 14, 17, 20, 28, 33A and 33B)JVaaiances of less than 5%indeed for
UOA 33B Drama andJOA 14 Geographyand Environmental Studiethere has been zero
change); as such, itétear that the SRR/IR process has had little impact upon gender

representation in these eight areas

Nine UOAs have variances of o\&®in favour of males:

UOAS3 Allied Health Professions, Nursing and -22.72%
Pharmacy

UOAGS Biological Sciences -33.33%
UOA11 Computer Science and Informatics -7.58%
UOAL13 Architecture and Built Environment -5.95%
UOA18 Law -17.78%
UOA23 Education -44.32%
UOA24 Sport and Exercise Sciences -10.00%
UOA26 Modern Languages and Linguistics -14.29%
UOAZ27 Englishanguage and Literature -28.57%
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ThreeUOAs haveariances of over 5% in favourfeimales

UOA4 Psychology 15.97%
UOA32 Art and Design 6.78%
UOA34 Communication, Culture and Media Studies 16.67%

The main reason why staff have been identified as®RBR is that they are presently
ineligible to act a main supervisor for doctoral students, either because they are not yet
gualified with a doctorate themselves or they have a doctorate but are notiygaged in
international quality research.

Of the nine UOAs with more than 5% variance in favour of maleg\s 313,18, 23 and 24
are practitionerbased disciplingsand in UOAs 3, 18 and 23, over 50% of the baseline is
female.

The number of staff ideified as notIR is low and detailed analysis has not been carried out
to avoid potentially misleading outcomes and identification of individuals. (Z3A26, 27
and34 each have a baseline of less than 20 staff are too small for detailed analysis.

Andysis of UOAs 3, 4, 5, 11, 13, 28and 32, which have baseline staff numbers of 109, 34,
39, 39, 29, 24, 70 and 68 respectively, has been performed for staff identified-&Rfdh
terms of the notSRRumbers andhe proportion of staff who are stuging for a doctorate

or who are qualified but not undertaking international quality research, as follows.

UOA3

Outcomes were less favourable for females skff were identified as neBRR; 16 nale,
40 female.

Head | Studying % Exempt Not % not Qualified % not
count studying from registered | studying but not undertaking
studying for fora undertaking | international
doctorate or | doctorate | international research
studying for quality
other research
qualification
Not-SRR| 16 9 56.25% 2 2 25.00% 3 18.75%%
Male
Not-SRR| 40 23 57.5% 0 6 15.00% 11 27.50%
Female

Similar proportions of males and females are studyorga doctorate A higher percentage
of males than females are not studying but the numbers are small. A higher percentage of

females are not yet undertaking international research.

UOA4

Only 4staff were identified as neSRR; 3 male, 1female As thenumbers of staff ee low,
further analysis has not been carried out to avoid identification of staff.

UOAS5
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Only 4staff were identified as neSRR; 0 male, 4 femaleAs thenumbers of staff ardow,
further analysis has not been carried out to avoid identification off staf

UOA11l

Only 1 member of staff wadentified as notSRR.

UOA13

Only 5staff were identified as neSRR; 4 male, 1female As thenumbers of staff ardow,
further analysis has not been carried out to avoid identification of staff.

UOA18

8 stdf were identified as n6SRR, 2 male, 6 femaleAs thenumbers of staff ardow,
further analysis has not been carried out to avoid identification of staff.

UOAZB
Outcomes were less favourable for females s&d#f were identified as neBRR; 4 male, 29
female.
Head | Studying % Exempt Not % not Qualified % not
count studying from registered | studying but not undertaking
studying for undertaking | international
doctorate or international research
studying for quality
other research
qualification
Not-SRR| 4 4 100.00% 0 0 0.00% 0 0.00%
Male
Not-SRR| 29 25 86.21% 4 0 13.7% 0 0.00%
Female

All male staff are studying for a doctorate andigh proportion of the females, the

remainder being exempt.

UOA32
Outcomes were more favourable for females.2@ff were identified as neBRR; 14 male,
23 female.
Head | Studying % Exempt Not % not Qualified % not
count studying from registered | studying but not undertaking
studying for undertaking | international
doctorate or international research
studying for quality
other research
qualification
Not-SRR| 14 12 85.71% 1 1 14.2%6 0 0.00%
Male
Not-SRR| 23 18 78.26%0 5 0 21.7%%0 0 0.00%
Female
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High proportions ofmaleand femalestaff are studying for a doctoraté higher percentage
of femaleg(all exemptkthan males are nostudying

Summary of UOAYenderanalysis

Of those UOAs with a variance of >5%, and of sufficient size to permit detailed analysis, in
UOAS3 less than 60% thie staff who were identified as notSRR are studying for a doctorate
compared withover 8% inboth UOA23and UOA32UOA23and UOA32 are ahore

mature stags ofthe development ofinclusive research environmesxtompared to UOA3.

This is to be expected as Educatard Art and Design werubmitted to REF 2014 whereas
Nursing was not submitted as part of Allied Health Professions.

Action - Catinue to support staff, particularly the females, in all UOAs with their personal
development as researchers.

Ethnicity (Table 2n AnneX

The majority of staff in the baseline are White British (63%) and this group remains in the
majority after the SRRR identification process (56%). The largest groups were Other White
Background (base 13%, SRR/IR 16%) and Chinese (base 6%, SRR/IR 7%). In the 19 ethnic
categories, the variances were as follows:

Ethnicity %SRR/IR%baseline
African 0.14%
Arab 0.31%
Bangladeshi 0.18%
Caribbean 0.04%
Chinese 1.70%
Indian -0.16%
Irish 0.38%
Not Known 0.20%
Other Asian Background 0.66%
Other Black Background -0.07%
Other Ethnic Background 0.36%
Other Mixed Background -0.19%
Other WhiteBackground 2.97%
Pakistani -0.16%
Prefer not to say 0.55%
White and Asian -0.03%
White and Black African 0.04%
White and Black Caribbean 0.09%
White British -7.02%
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The data indicate no evidence of bias related to ethnicity.
Disability (Table 3n Annex)

The overall proportion of staff in the baseline who had declared a disability was 4%. This
remained unchanged in the pool of staff identified as SRR/IR. Not all UOAs had staff who
had declared a disability. The variance betweenghecentage of staff identified as SRR/IR
and those in the baseline who had declared a disability is as follows:

UOA % Declared
Disability
3 Allied Health Professions, Nursing and Pharmacy | Base 6.42%
SRR/IR 4.26%
Variance -2.16%
4 Psychology Base 5.88%
SRR/IR 6.90%
Variance 1.02%
5 Biological Sciences Base 5.13%
SRR/IR 6.06%
Variance 0.93%
12 Engineering Base 0.93%
SRR/IR 0.97%
Variance 0.04%
13 Architecture and Built Environment Base 3.45%
SRR/IR 4.35%
Variance 0.90%
17 Business and Management Base 4.62%
SRR/IR 5.00%
Variance 0.38%
18 Law Base 4.17%
SRR/IR 6.25%
Variance 2.08%
20 Social Work and Social Policy Base 4.76%
SRR/IR 6.98%
Variance 2.22%
23 Education Base 8.57%
SRR/IR 11.11%
Variance 2.54%
32 Art and Design Base 2.94%
SRR/IR 3.45%
Variance 0.51%

There were no disability declarations for staff in the UOASs not listed in this table.
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All except UOA3 have positive variances (i.e. higher proportion of staff in the SRR/IR
identified group compared to baselind)espite the slight negative outcome for UOA3,
overall there is no evidence of bias relating to disability.

Sexual Orientation (Tiale 4in Annex

81% of staff in the baseline define their sexuality as heterosexual. Of these identified as
SRR/IR the percentage reduced by only 1%. However, declaration rates are low and the total
number of Category A staff defining their sexuality B&xual, gay or lesbian is 41, less than

half of those who decline to comment. In terms of staff identified as SRR/IR this number

falls to 29.In the 7 sexual orientationategories, the variances were as follows:

Sexual Orientation %SRR/IR%baseline
Bisexual 0.19%
Gay -0.41%
Heterosexual -1.25%
Lesbian 0.13%
Not known 0.15%
Other 0.18%
Prefer not to say 1.01%

The data indicate no evidence of bias related to sexuality.
Religion (Table T Anney

Of those that have a religion and declare it, the majority describe themselves as No Religion.
This accounts for 33% of the baseline and 35% of those identified as SRR/IR. The second
largest group is Christian which is 23% of the baseline and 20% ofitlerdd#ied as SRR/IR.

This group has the maximum percentage variance for any catege8yl&6. 14% of

baseline staff are in the no declaration category (Prefer not to say), the same percentage as
those identified as SRR/IR.the 17 religiorcategoriesthe variances were as follows:

Religion %SRR/IR%baseline
Agnostic -0.65%
Atheist 0.61%
Buddhist 0.42%
Buddhist- Mahayana 0.04%
Christian -3.13%
Christian- Orthodox 0.42%
Christian- Protestant -0.09%
Christian- Roman Catholic 0.47%
Hindu -0.01%
Islam- Sunni 0.07%
Jewish 0.09%
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Muslim 0.65%
No Religion 1.46%
Sikh -0.14%
Not known -0.01%
Other -0.14%
Prefer not to say 0.08%

The data indicate no evidence of bias related to religion.

Age (Table 6n Annex

The ageprofile of the SRR/IR identified group compared to baseline varied as follows:

Age group| Baseline| SRR/IR
25-34 14% 15%
3544 31% 32%
4554 31% 28%
55-64 20% 20%
65+ 4% 5%

There is a slight drop of 3% in the-8% age group, balanced by 1f6reases in the 234,
35-44 and 65+ age groups, indicating no evidence of bias against younger members of staff.

Marital Status (Table T Annex

Of those that have declare marital status, the majority describe themselves as Married. This
accounts for 5% of the baseline and 55% of those identified as SRR/IR. The second largest
group is Single which is 27% of the baseline and 29% of those identified as SRR/IR. This
group has the maximum percentage variance for anggaty at 1.41%. In the 10 marital

status categories, the variances were as follows:

Marital Status %SRR/IR%baseline
Civil partnership 0.09%
Divorced -0.43%
Estranged -0.05%
Married 0.13%
Not known -0.17%
Not specified 0.37%
Other -0.90%
Partner -0.42%
Single 1.41%
Widowed -0.03%
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The data indicate no evidence of bias related to marital status.
Maternity Leave (Table & Anney

37 (9.56%) of the 387 baseline female staff have taken maternity leave in the REF period so
far. In the SRR/IR identified group, 23 (9.75%) have taken maternity leave.

The data indicate no evidence of bias related to having taken maternity leave.
Paternity Leave (Table @& AnneX

38 (7.85%) of the 484 baseline male staff have taken Paternity leave in the REF period so far.
In the SRR/IR identified group, 35 (8.93%) have taken paternity leave. This is a positive
outcome.

The data indicate no evidee of bias related to having taken paternity leave.

Overall Impact

Taking account of all protected characteristics, only the analysis of gender shows an overall
impact of theSRR/IRdentification process. The proportion of males in the SRR/IR grosip ha
increased by 7 percentage points to 62% compared to the baseline of 55%. The conversion
rate for females to SRR/IR is 20 percentage points less than that for males at an institutional
level (61% compared to 81%). In UOAs 3, 5, 11, 13, 18, 23, 24, 28 dredconversion rate
variances were legban -5% disadvantaging female$hree UOAs (4 ,32 and 34) had
conversion ratesariances of morehtan 5% disadvantaging males

The extent of the negative impact for female staff compared to misleglieved tde a
consequence ahe time it takes for cultural change from the teaching dominated
environment of a decade ago to a balanced approach to teaching and research for all
academic staff. This has been a particular issue for staff in practitioner basealidesce.g.
Nursing,Educationand Art and Designyhere research has been less of a priority than it is
now. This Equality Impact Assessment (EIA) will feed in to thessdssment processes in
Schools and at institution level fare Athena SWAMelated action plan review and
development. Schools across the University are being encouraged to share best practice
research mentoring and to exploit external routes for supporting séaff. the Aurora
programme for female staffAll UOAs will continue tprovide ongoingsupportfor staff with
their personal development as researchers, particuléohthe females.

The cultural change is ongoing and will take a few more years, particularly for those staff
studying for a doctorate who will take 6 or moreays to qualify from registrationiChis is
consistent with a context where the submission for REF2021 includes several new UOAs i.e.
PsychologyArchitecture and Built Environmengeographyand Environmental Studies
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Law,Sport and ExercisgciencesiModem Languages andngustics, Drama,
Communication, Culture and Media Studies.

At an institutionallevel, the impact of ethnicity reflects the general predominance of white
British in the academic and research workforce. Thvesis a positive impact faBAME
groups in SRR/IR identificatiofhe data indicateno evidence of bias related to disability,
sexual orientation, religion, age, marital status, maternity leave or paternity leave.
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Annex- Data Tables
Table 1A Gender¢ proportions SRR/IR compared to baseline by UOA

Note ¢ SRR and IR data includes those expected to be eligible by the REF census date
31/7/2020

Total Male Female % %

headcount Male Female
All Cat A staff Base 871 484 387 55.57%| 44.43%
SRR/IR staff SRR/IR 628 392 236 62.42%| 37.58%
UOA3 Base 109 40 69 36.70%| 63.30%
Allied Health Professions, Nursing and Pharma{ SRR/IR 47 23 24 48.94%| 51.06%
UOA4 Base 34 18 16 52.94%| 47.06%
Psychology SRR/IR 29 14 15 48.28%| 51.72%
UOA5 Base 39 21 18 53.85%| 46.15%
Biological Sciences SRR/IR 33 21 12 63.64%| 36.36%
UOA8 Base 38 32 6 84.21%| 15.79%
Chemistry SRR/IR 33 28 5 84.85%| 15.15%
UOA1l Base 39 33 6 84.62%| 15.38%
Computer Science and Informatics SRR/IR 35 30 5 85.71%| 14.29%
UOA12 Base 107 94 13 87.85%| 12.15%
Engineering SRR/IR 103 90 13 87.38%| 12.62%
UOA13 Base 29 21 8 72.41%| 27.59%
Architecture and Built Environment SRR/IR 23 17 6 73.91%| 26.09%
UOA14 Base 6 4 2 66.67%| 33.33%
Geography and Environmental Studies SRR/IR 6 4 2 66.67%| 33.33%
UOA17 Base 130 70 60 53.85%| 46.15%
Business and Management Studies SRR/IR 100 55 45 55.00%| 45.00%
UOA18 Base 24 9 15 37.50%| 62.50%
Law SRR/IR 16 7 9 43.75%| 56.25%
UOA20 Base 63 29 34 46.03%| 53.97%
Social Work andocial Policy SRR/IR 43 20 23 46.51%| 53.49%
UOA23 Base 70 22 48 31.43%| 68.57%
Education SRR/IR 36 18 18 50.00%| 50.00%
UOA24 Base 11 6 5 54.55%| 45.45%
Sport and Exercise Sciences SRR/IR 5 3 2 60.00%| 40.00%
UOA26 Base 12 5 7 41.67%| 58.33%
Modern Languages and Linguistics SRR/IR 11 5 6 45.45%| 54.55%
UOA27 Base 14 7 7 50.00%| 50.00%
English Language and Literature SRR/IR 12 7 5 58.33%| 41.67%
UOA28 Base 16 8 8 50.00%| 50.00%
History SRR/IR 14 7 7 50.00%| 50.00%
UOA32 Base 68 26 42 38.24%| 61.76%
Art and Design SRR/IR 29 10 19 34.48%| 65.52%
UOA33A Base 36 23 13 63.89%| 36.11%
Music SRR/IR 34 22 12 64.71%| 35.29%
UOA33B Base 10 6 4 60.00%| 40.00%
Drama SRR/IR 10 6 4 60.00%| 40.00%
UOA34 Base 16 10 6 62.50%| 37.50%
Communication, Culture and Media Studies SRR/IR 9 5 4 55.56% | 44.44%
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Table 1B; Gender- conversion rates to SRR/IR from baseline for Male and Female staff by

UOA
Total Male Female
headcount

All Cat A staff Base 871 484 387
SRR/IR staff SRR/IR 628 392 236

% identified 72.10% 80.99% 60.98%
UOA3 Base 109 40 69
Allied Health Professions, Nursing and SRR/IR 47 23 24
Pharmacy

% identified 43.12% 57.50% 34.78%
UOA4 Base 34 18 16
Psychology SRR/IR 29 14 15

% identified 85.29% 77.78% 93.75%
UOAS5 Base 39 21 18
Biological Sciences SRR/IR 33 21 12

% identified 84.62% 100.00% 66.67%
UOAS Base 38 32 6
Chemistry SRR/IR 33 28 5

% identified 86.84% 87.50% 83.33%
UOA11l Base 39 33 6
Computer Science and Informatics SRR/IR 35 30 5

% identified 89.74% 90.91% 83.33%
UOA12 Base 107 94 13
Engineering SRR/IR 103 90 13

% identified 96.26% 95.74% 100.00%
UOA13 Base 29 21 8
Architecture and Built Environment SRR/IR 23 17 6

% identified 79.31% 80.95% 75.00%
UOA14 Base 6 4 2
Geography and Environmental Studies SRR/IR 6 4 2

% identified 100.00% 100.00% 100.00%
UOA17 Base 130 70 60
Business and Management Studies SRR/IR 100 55 45

% identified 76.92% 78.57% 75.00%
UOA18 Base 24 9 15
Law SRR/IR 16 7 9

%identified 66.67% 77.78% 60.00%
UOA20 Base 63 29 34
Social Work and Social Policy SRR/IR 43 20 23

% identified 68.25% 68.97% 67.65%
UOA23 Base 70 22 48
Education SRR/IR 36 18 18

% identified 51.43% 81.82% 37.50%
UOA24 Base 11 6 5
Sport andExercise Sciences SRR/IR 5 3 2

% identified 45.45% 50.00% 50.00%
UOA26 Base 12 5 7
Modern Languages and Linguistics SRR/IR 11 5 6

% identified 91.67% 100.00% 85.71%
UOA27 Base 14 7 7
English Language and Literature SRR/IR 12 7 5

%identified 85.71% 100.00% 71.43%
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UOA28 Base 16 8 8
History SRR/IR 14 7 7

% identified 87.50% 87.50% 87.50%
UOA32 Base 68 26 42
Art and Design SRR/IR 29 10 19

% identified 42.65% 38.46% 45.24%
UOA33A Base 36 23 13
Music SRR/IR 34 22 12

%identified 94.44% 95.65% 92.31%
UOAS33B Base 10 6 4
Drama SRR/IR 10 6 4

% identified 100.00% 100.00% 100.00%
UOA34 Base 16 10 6
Communication, Culture and Media Studies | SRR/IR 9 5 4

% identified 56.25% 50.00% 66.67%
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Table 2Ethnicity- SRR/IR compared to baseline by UOA
Note ¢ SRR and IR data includes those expected to be eligible by the REF census date 31/7/2020

Key to table:

African

Arab

Bangladeshi

Caribbean

Chinese

Indian

Irish

Not Known

Other Asian Background

Other Black Background

Other Ethnic Background

Other Mixed Background

Other White Background

Pakistani

Prefer not to say

White and Asian

White and Black African

White and Black Caribbean

WO |TOIZIZ|T X<~ |(ZTOMMOT|IO|@ >

White British
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Total A B C D E F G H J K L M N @) P Q R S
head
count
All Cat A staff Base 871 14 7 4 1 49 18 23 8 22 2 8 10 | 117 | 18 16 3 1 2 548
SRR/IR staff SRR/IR 628 11 7 4 1 46 12 19 7 20 1 8 6 103 | 12 15 2 1 2 351
% Base 100 16 | 08| 05| 01| 56| 21| 26| 09)] 25| 02| 09| 12 |134]| 21| 18| 03] 01 | 0.2 ] 629
% SRR/IR| 100 1.8 1.1 0.6 0.2 7.3 1.9 3.0 1.1 3.2 0.2 1.3 1.0 | 164 | 1.9 2.4 0.3 0.2 0.3 | 55.9
UOA3 Base 109 3 0 0 0 3 1 1 0 1 2 0 1 4 6 0 1 0 0 86
Allied HealthProfessions, | SRR/IR 47 3 0 0 0 2 0 0 0 0 1 0 0 4 5 0 1 0 0 31
Nursing and Pharmacy
% Base 100 2.8 0 0 0 28 | 09 | 0.9 0 09 | 1.8 0 09 | 3.7 | 55 0 0.9 0 0 78.9
% SRR/IR| 100 6.4 0 0 0 4.3 0 0 0 0 2.1 0 0 8.5 | 10.6 0 2.1 0 0 66.0
UOA4 Base 34 0 0 0 0 0 1 3 0 1 0 0 0 4 1 0 0 0 0 24
Psychology SRR/IR 29 0 0 0 0 0 0 3 0 1 0 0 0 4 1 0 0 0 0 20
% Base 100 0 0 0 0 0 29 | 88 0 2.9 0 0 0 11.8 | 2.9 0 0 0 0 70.6
% SRR/IR| 100 0 0 0 0 0 0 10.3 0 35 0 0 0 13.8| 35 0 0 0 0 69.0
UOA5 Base 39 0 0 0 0 0 0 1 0 0 0 0 0 12 1 0 1 0 0 24
Biological Sciences SRR/IR 33 0 0 0 0 0 0 0 0 0 0 0 0 11 0 0 1 0 0 21
% Base 100 0 0 0 0 0 0 2.6 0 0 0 0 0 308 | 2.6 0 2.6 0 0 61.5
% SRR/IR| 100 0 0 0 0 0 0 0 0 0 0 0 0 33.3 0 0 3.0 0 0 63.6
UOAS8 Base 38 0 0 0 0 3 4 0 0 0 0 0 0 5 0 0 0 0 0 26
Chemistry SRR/IR 33 0 0 0 0 3 2 0 0 0 0 0 0 5 0 0 0 0 0 23
% Base 100 0 0 0 0 79 | 105| O 0 0 0 0 0 13.1 0 0 0 0 0 68.4
% SRR/IR| 100 0 0 0 0 9.1 | 6.1 0 0 0 0 0 0 15.2 0 0 0 0 0 69.7
UOA11 Base 39 0 1 0 0 5 0 1 0 0 0 0 0 9 2 1 0 0 0 20
Computer Science and SRR/IR 30 0 1 0 0 5 0 1 0 0 0 0 0 8 1 1 0 0 0 18
Informatics
% Base 100 0 2.6 0 0 12.9 0 2.6 0 0 0 0 0 23.1| 51 | 2.6 0 0 0 51.3
% SRR/IR| 100 0 2.9 0 0 14.3 0 2.9 0 0 0 0 0 229| 29 | 29 0 0 0 51.4
UOA12 Base 107 2 3 2 0 20 6 0 5 1 0 2 1 13 3 1 0 1 0 47
Engineering SRR/IR 103 1 3 2 0 20 6 0 5 1 0 2 1 13 2 1 0 1 0 45
% Base 100 19 | 28 | 1.9 0 18.7 | 5.6 0 47 | 0.9 0 19 | 09 | 121 | 28 | 0.9 0 0.9 0 43.9
% SRR/IR| 100 1.0 2.9 1.9 0 194 | 5.8 0 4.9 1.0 0 1.9 1.0 | 126 | 1.9 1.0 0 1.0 0 43.7
UOA13 Base 29 1 0 0 0 2 1 0 0 5 0 0 1 6 0 2 0 0 0 11
Architecture and Built SRR/IR 23 0 0 0 0 2 0 0 0 5 0 0 1 6 0 2 0 0 0 7
Environment
% Base 100 3.5 0 0 0 6.9 | 35 0 0 17.2 0 0 3.5 | 20.7 0 6.9 0 0 0 37.9
% SRR/IR| 100 0 0 0 0 8.7 0 0 0 21.7 0 0 44 | 26.1 0 8.7 0 0 0 30.4
UOA14 Base 6 0 0 0 0 0 0 0 0 1 0 0 0 1 0 0 0 0 0 4
Geography and SRR/IR 6 0 0 0 0 0 0 0 0 1 0 0 0 1 0 0 0 0 0 4
Environmental Studies
% Base 100 0 0 0 0 0 0 0 0 16.7 0 0 0 16.7 0 0 0 0 0 66.7
% SRR/IR| 100 0 0 0 0 0 0 0 0 16.7 0 0 0 16.7 0 0 0 0 0 66.7
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UOA17 Base 130 3 3 0 0 12 1 1 1 11 0 5 2 18 3 6 0 0 0 64
Business and SRR/IR 100 3 3 0 0 10 1 1 1 10 0 5 2 15 2 5 0 0 0 42
Management Studies
% Base 100 2.3 2.3 0 0 9.2 0.8 0.8 0.8 8.5 0 3.9 15 | 139 | 23 4.6 0 0 0 49.2
% SRR/IR| 100 3 3 0 0 10 1 1 1 100 O 50 | 20 | 150| 2.0 | 5.0 0 0 0 42.0
UOA18 Base 24 3 0 0 0 2 0 1 0 0 0 0 0 4 0 0 0 0 0 14
Law SRR/IR 16 2 0 0 0 2 0 1 0 0 0 0 0 3 0 0 0 0 0 8
% Base 100 12.5 0 0 0 8.3 0 4.2 0 0 0 0 0 16.7 0 0 0 0 0 58.3
%SRR/IR| 100 12.5 0 0 0 125] 0 6.3 0 0 0 0 0 18.8 0 0 0 0 0 50.0
UOA20 Base 63 1 0 1 1 0 1 6 0 0 0 1 0 3 0 1 0 0 1 47
Social Work and Social SRR/IR 43 1 0 1 1 0 1 5 0 0 0 1 0 3 0 1 0 0 1 28
Policy
% Base 100 1.6 0 16 | 1.6 0 16 | 95 0 0 0 1.6 0 4.8 0 1.6 0 0 16 | 746
% SRR/IR| 100 2.3 0 23 | 23 0 23 | 116 0 0 0 2.3 0 7.0 0 2.3 0 0 23 | 65.1
UOA23 Base 70 0 0 1 0 0 1 5 1 0 0 0 1 6 1 0 1 0 1 52
Education SRR/IR 36 0 0 1 0 0 0 4 0 0 0 0 1 3 0 0 0 0 1 26
% Base 100 0 0 1.4 0 0 1.4 7.1 1.4 0 0 0 1.4 8.6 1.4 0 1.4 0 14 | 74.3
% SRR/IR| 100 0 0 2.8 0 0 0 11.1 0 0 0 0 28 | 83 0 0 0 0 28 | 72.2
UOA24 Base 11 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 11
Sport and Exercise SRR/IR 5 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 5
Sciences
% Base 100 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 100
% SRR/IR| 100 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 100
UOA26 Base 12 0 0 0 0 0 0 1 0 0 0 0 0 4 0 1 0 0 0 6
Modern Languages and | SRR/IR 11 0 0 0 0 0 0 1 0 0 0 0 0 3 0 1 0 0 0 6
Linguistics
% Base 100 0 0 0 0 0 0 8.3 0 0 0 0 0 33.3 0 8.3 0 0 0 50.0
% SRR/IR| 100 0 0 0 0 0 0 9.1 0 0 0 0 0 27.3 0 9.1 0 0 0 54.5
UOA27 Base 14 0 0 0 0 0 0 1 0 0 0 0 0 3 0 0 0 0 0 10
English Language and SRR/IR 12 0 0 0 0 0 0 1 0 0 0 0 0 3 0 0 0 0 0 8
Literature
% Base 100 0 0 0 0 0 0 7.1 0 0 0 0 0 214 0 0 0 0 0 71.4
% SRR/IR| 100 0 0 0 0 0 0 8.3 0 0 0 0 0 25.0 0 0 0 0 0 66.7
UOA28 Base 16 0 0 0 0 0 1 0 0 0 0 0 0 1 0 1 0 0 0 13
History SRR/IR 14 0 0 0 0 0 1 0 0 0 0 0 0 0 0 1 0 0 0 12
% Base 100 0 0 0 0 0 6.3 0 0 0 0 0 0 6.3 0 6.3 0 0 0 81.3
% SRR/IR| 100 0 0 0 0 0 7.1 0 0 0 0 0 0 0 0 7.1 0 0 0 85.7
UOA32 Base 68 0 0 0 0 1 1 1 1 1 0 0 4 5) 0 0 0 0 0 54
Art and Design SRR/IR 29 0 0 0 0 1 1 1 1 1 0 0 1 3 0 0 0 0 0 20
% Base 100 0 0 0 0 1.5 1.5 1.5 1.5 1.5 0 0 5.9 7.4 0 0 0 0 0 79.4
%SRR/IR| 100 0 0 0 0 35| 35| 35| 35 | 35 0 0 35 | 103 0 0 0 0 0 69.0
UOA33A Base 36 0 0 0 0 1 0 0 0 1 0 0 0 12 0 3 0 0 0 19
Music SRR/IR 34 0 0 0 0 1 0 0 0 1 0 0 0 12 0 3 0 0 0 17
% Base 100 0 0 0 0 2.8 0 0 0 2.8 0 0 0 33.3 0 8.3 0 0 0 52.8
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%SRR/IR 100 0 0 0 0 2.9 0 0 0 2.9 0 0 0 35.3 0 8.8 0 0 0 50.0
UOA33B Base 10 0 0 0 0 0 0 1 0 0 0 0 0 3 0 0 0 0 0 6
Drama SRR/IR 10 0 0 0 0 0 0 1 0 0 0 0 0 3 0 0 0 0 0 6

% Base 100 0 0 0 0 0 0 10.0 0 0 0 0 0 30.0 0 0 0 0 0 60.0

% SRR/IR| 100 0 0 0 0 0 0 10.0 0 0 0 0 0 30.0 0 0 0 0 0 60.0
UOA34 Base 16 1 0 0 0 0 0 0 0 0 0 0 0 4 1 0 0 0 0 10
Communication, Culture | SRR/IR 9 1 0 0 0 0 0 0 0 0 0 0 0 3 1 0 0 0 0 4
and Media Studies

% Base 100 6.3 0 0 0 0 0 0 0 0 0 0 0 25.0| 6.3 0 0 0 0 62.5

%SRR/IR 100 111 0 0 0 0 0 0 0 0 0 0 0 33.3 | 11.1 0 0 0 0 44.4
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Table 3 Disability SRR/IR compared to baseline by UOA

Note ¢ SRR and IR data includes those expected to be eligible by the REF census date
31/7/2020

Total Declared Disability | Declared Disability
headcount Number of Staff %

All Cat A staff Base 871 31 3.56%
SRR/IR staff SRR/IR 628 23 3.66%
UOA3 Base 109 7 6.42%
Allied Health Professions, Nursing and SRR/IR 47 2 4.26%
Pharmacy

UOA4 Base 34 2 5.88%
Psychology SRR/IR 29 2 6.90%
UOA5 Base 39 2 5.13%
Biological Sciences SRR/IR 33 2 6.06%
UOAS8 Base 38 0 0.00%
Chemistry SRR/IR 33 0 0.00%
UOA11l Base 39 0 0.00%
Computer Science and Informatics SRR/IR 30 0 0.00%
UOA12 Base 107 1 0.93%
Engineering SRR/IR 103 1 0.97%
UOA13 Base 29 1 3.45%
Architecture and Built Environment SRR/IR 23 1 4.35%
UOA14 Base 6 0 0.00%
Geography and Environmental Studies SRR/IR 6 0 0.00%
UOAL7 Base 130 6 4.62%
Business and Management Studies SRR/IR 100 5 5.00%
UOA18 Base 24 1 4.17%
Law SRR/IR 16 1 6.25%
UOA20 Base 63 3 4.76%
Social Work and Social Policy SRR/IR 43 3 6.98%
UOA23 Base 70 6 8.57%
Education SRR/IR 36 4 11.11%
UOA24 Base 11 0 0.00%
Sport and Exercise Sciences SRR/IR 5 0 0.00%
UOA26 Base 12 0 0.00%
Modern Languages and Linguistics SRR/IR 11 0 0.00%
UOA27 Base 14 0 0.00%
English Language and Literature SRR/IR 12 0 0.00%
UOA28 Base 16 0 0.00%
History SRR/IR 14 1 7.14%
UOA32 Base 68 2 2.94%
Art and Design SRR/IR 29 1 3.45%
UOA33A Base 36 0 0.00%
Music SRR/IR 34 0 0.00%
UOA33B Base 10 0 0.00%
Drama SRR/IR 10 0 0.00%
UOA34 Base 16 0 0.00%
Communication, Culture and Media Studies SRR/IR 9 0 0.00%
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Table 4 Sexual OrientationSRR/IR compared to baseline by UOA

Note ¢ SRR and IR data includes those expected to be eligible by the REF census date
31/7/2020

Key to table:
A Bisexual
B Gay
C Heterosexual
D Lesbian
E Not known
F Other
G Prefer not to say

Total A B C D E F G
headcount
All Cat A staff | Base 871 15 16 703 10 7 4 116
SRR/IR staff | SRR/IR 628 12 9 499 8 6 4 90
% Base 100 1.72 1.84 | 80.71| 1.15 0.80 0.46 | 13.32
% SRR/IR 100 1.91 1.43 | 79.46 | 1.27 0.96 0.64 | 14.33
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Table 5 Religion SRR/IR compared to baseline by UOA
Note ¢ SRR and IR data includes those expected to be eligible by the REF census date 31/7/2020

Key to table:

Agnostic

Atheist

Buddhist

Buddhist- Mahayana

Christian

Christian- Orthodox

Christian- Protestant

Christian- RomanCatholic

Hindu

Islam- Sunni

Jewish

Muslim

No Religion

Sikh

Not known

Other

QO D|OIZIZ|F A<~ | T|IOMMOIO|m@|>

Prefer not to say

Total A B C D E F G H J K L M N (6] P Q
head
count
All Cat A staff Base 871 32 64 13 1 202 13 16 32 7 16 2 29 291 4 7 22 120
SRR/IR staff SRR/IR 628 19 50 12 1 126 12 11 26 5 12 2 25 219 2 5 15 86
% Base 100 3.67 7.35 1.49 0.11 | 23.19| 1.49 1.84 3.67 0.80 1.84 0.23 3.33 | 3341 | 0.46 0.80 2.53 | 13.78
% SRR/IR| 100 3.03 7.96 1.91 0.16 | 20.06 | 1.91 1.75 4.14 0.80 1.91 0.32 3.98 | 34.87 | 0.32 0.80 2.39 | 13.69
UOA3 Base 109 6 5 0 0 40 0 4 5 1 5 0 3 32 0 0 1 7
Allied Health Professions, | SRR/IR 47 2 3 0 0 19 0 1 3 0 4 0 3 11 0 0 0 1
Nursing and Pharmacy
% Base 100 5.50 4.59 0.00 0.00 | 36.70 | 0.00 3.67 4.59 0.92 4.59 0.00 275 | 29.36 | 0.00 0.00 0.92 6.42
% SRR/IR| 100 4.26 6.38 0.00 0.00 | 40.43 | 0.00 2.13 6.38 0.00 8.51 0.00 6.38 | 23.40 | 0.00 0.00 0.00 2.13
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UOA4 Base 34 4 4 1 0 6 0 0 0 0 0 0 0 16 1 0 0 2
Psychology SRR/IR 29 3 4 1 0 4 0 0 0 0 0 0 0 15 0 0 0 2
%Base 100 11.76 | 11.76 | 2.94 0.00 | 17.65| 0.00 0.00 0.00 0.00 0.00 0.00 0.00 | 47.06 | 2.94 0.00 0.00 5.88
% SRR/IR| 100 10.34 | 13.79 | 3.45 0.00 | 13.79 | 0.00 0.00 0.00 0.00 0.00 0.00 0.00 | 51.72 | 0.00 0.00 0.00 6.90
UOA5 Base 39 1 6 0 0 11 1 0 1 0 0 0 1 15 0 0 1 2
Biological Sciences SRR/IR 33 1 5 0 0 9 1 0 1 0 0 0 0 14 0 0 1 1
% Base 100 2.56 | 15.38 | 0.00 0.00 | 28.21 | 2.56 0.00 2.56 0.00 0.00 | 0.00 2.56 | 38.46 | 0.00 0.00 2.56 5.13
% SRR/IR| 100 3.03 | 15.15| 0.00 0.00 | 27.27 | 3.03 0.00 3.03 0.00 0.00 0.00 0.00 | 42.42 0 0 3.03 3.03
UOA8 Base 38 1 1 0 0 11 0 1 0 1 0 0 3 13 1 1 1 4
Chemistry SRR/IR 33 0 1 0 0 10 0 1 0 1 0 0 2 12 0 1 1 4
% Base 100 2.63 | 263 | 0.00 | 0.00 | 2895| 0.00 | 263 | 0.00 | 263 | 0.00 | 0.00 | 7.89 | 3421 | 263 | 263 | 2.63 | 10.53
% SRR/IR| 100 0.00 | 3.03 | 0.00 | 0.00 | 30.30| 0.00 | 3.03 | 0.00 | 3.03 | 0.00 | 0.00 | 6.06 | 36.36| 0.00 | 3.03 | 3.03 | 12.12
UOA11 Base 39 4 5 1 0 4 2 1 2 0 0 0 3 13 0 0 0 4
Computer Science and SRR/IR 30 3 4 1 0 4 2 1 2 0 0 0 2 12 0 0 0 4
Informatics
% Base 100 10.26 | 12.82 | 2.56 | 0.00 | 10.26 | 5.13 | 256 | 513 | 0.00 | 0.00 | 0.00 | 7.69 | 33.33| 0.00 | 0.00 | 0.00 | 10.26
% SRR/IR| 100 8.57 | 11.43| 2.86 | 0.00 | 1143 | 571 | 286 | 571 | 0.00 | 0.00 | 0.00 | 571 | 3429 | 0.00 | 0.00 | 0.00 | 11.43
UOA12 Base 107 1 7 2 0 21 4 2 4 2 6 0 7 33 1 1 2 14
Engineering SRR/IR 103 1 6 2 0 20 4 2 4 2 5 0 7 32 1 1 2 14
% Base 100 093 | 654 | 1.87 | 0.00 | 19.63| 3.74 | 187 | 3.74 | 1.87 | 561 | 0.00 | 6.54 | 30.84| 0.93 | 0.93 | 1.87 | 13.08
% SRR/IR| 100 097 | 583 | 194 | 0.00 | 1942 | 388 | 1.94 | 3.88 | 194 | 485 | 0.00 | 6.80 | 31.07| 0.97 | 0.97 | 1.94 | 13.59
UOA13 Base 29 0 4 2 0 5 1 1 1 1 0 0 0 7 0 0 3 4
Architecture and Built SRR/IR 23 0 4 2 0 8 1 1 1 0 0 0 0 5 0 0 2 4
Environment
% Base 100 0.00 | 13.79 | 6.90 | 0.00 | 17.24| 345 | 345 | 345 | 345 | 0.00 | 0.00 | 0.00 | 24.14| 0.00 | 0.00 | 10.34 | 13.79
% SRR/IR| 100 0.00 | 17.39| 870 | 0.00 | 13.04| 435 | 435 | 435 | 0.00 | 0.00 | 0.00 | 0.00 | 21.74| 0.00 | 0.00 | 8.70 | 17.39
UOA14 Base 6 0 2 0 0 0 0 1 0 0 0 0 0 3 0 0 0 0
Geography and SRR/IR 6 0 2 0 0 0 0 1 0 0 0 0 0 3 0 0 0 0
Environmental Studies
% Base 100 0.00 | 33.33| 0.00 | 0.00 | 0.00 | 0.00 | 0.00 | 0.00 | 0.00 | 0.00 | 0.00 | 0.00 | 50.00 | 0.00 | 0.00 | 0.00 | 0.00
% SRR/IR| 100 0.00 | 33.33| 0.00 | 0.00 | 0.00 | 0.00 | 16.67 | 0.00 | 0.00 | 0.00 | 0.00 | 0.00 | 50.00 | 0.00 | 0.00 | 0.00 | 0.00
UOA17 Base 130 4 3 4 0 39 2 0 9 2 3 0 9 34 0 0 4 17
Business and SRR/IR 100 4 2 4 0 24 2 0 8 2 2 0 9 26 0 0 3 14
Management Studies
% Base 100 3.08 | 231 | 3.08 | 0.00 | 30.00| 154 | 0.00 | 692 | 154 | 231 | 0.00 | 6.92 | 26.15| 0.00 | 0.00 | 3.08 | 13.08
% SRR/IR| 100 4.00 | 2.00 | 400 | 0.00 | 2400 | 2.00 | 0.00 | 8.00 | 2.00 | 2.00 | 0.00 | 9.00 | 26.00 | 0.00 | 0.00 | 3.00 | 14.00
UOA18 Base 24 1 0 1 0 6 2 0 1 0 0 0 0 5 0 0 2 6
Law SRR/IR 16 0 0 1 0 4 2 0 1 0 0 0 0 3 0 0 2 3
% Base 100 417 | 0.00 | 417 | 0.00 | 25.00| 833 | 0.00 | 417 | 0.00 | 0.00 | 0.00 | 0.00 | 20.83 | 0.00 | 0.00 | 8.33 | 25.00
% SRR/IR| 100 0.00 | 0.00 | 6.25 | 0.00 | 25.00 | 12,50 | 0.00 | 6.25 | 0.00 | 0.00 | 0.00 | 0.00 | 18.75| 0.00 | 0.00 | 12.50 | 18.75
UOA20 Base 63 0 4 0 0 8 0 1 1 0 0 0 1 31 1 0 2 14
Social Work and Social SRR/IR 43 0 3 0 0 6 0 0 1 0 0 0 1 23 1 0 0 8
Policy
% Base 100 0.00 | 635 | 0.00 | 0.00 | 12.70 | 0.00 | 1.59 159 | 0.00 | 0.00 | 0.00 | 159 | 49.21| 159 | 0.00 | 3.17 | 22.22
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% SRR/IR| 100 0.00 6.98 | 0.00 | 0.00 | 13.95| 0.00 | 0.00 2.33 | 0.00 | 0.00 | 0.00 2.33 | 53.49 | 2.33 | 0.00 | 0.00 | 18.60
UOA23 Base 70 1 3 1 0 23 0 3 3 0 1 1 1 17 0 2 3 11
Education SRR/IR 36 1 1 0 0 9 0 2 1 0 0 1 0 12 0 0 1 8
% Base 100 143 | 4.29 143 | 0.00 | 32.86 | 0.00 | 4.29 4.29 | 0.00 1.43 1.43 143 | 24.29 | 0.00 2.86 | 429 | 15.71
% SRR/IR| 100 2.78 2,78 | 0.00 | 0.00 | 25.00 | 0.00 | 5.56 2.78 | 0.00 | 0.00 | 2.78 0.00 | 33.33| 0.00 | 0.00 2.78 | 22.22
UOA24 Base 11 0 2 0 0 2 0 0 0 0 0 0 0 4 0 0 0 3
Sport and Exercise SRR/IR 5 0 1 0 0 0 0 0 0 0 0 0 0 2 0 0 0 2
Sciences
% Base 100 0.00 | 18.18 | 0.00 | 0.00 | 18.18 | 0.00 | 0.00 0.00 | 0.00 | 0.00 | 0.00 0.00 | 36.36 | 0.00 | 0.00 | 0.00 | 27.27
% SRR/IR| 100 0.00 | 20.00 | 0.00 | 0.00 0.00 | 0.00 | 0.00 0.00 | 0.00 | 0.00 | 0.00 0.00 | 40.00 | 0.00 | 0.00 | 0.00 | 40.00
UOA26 Base 12 1 0 0 0 2 0 0 1 0 0 0 0 4 0 1 0 3
Modern Languages and SRR/IR 11 1 0 0 0 1 0 0 1 0 0 0 0 4 0 1 0 2
Linguistics
% Base 100 8.33 | 0.00 | 0.00 | 0.00 | 16.67 | 0.00 | 0.00 8.33 | 0.00 | 0.00 | 0.00 0.00 | 33.30 | 0.00 | 8.33 | 0.00 | 25.00
% SRR/IR| 100 9.09 | 0.00 | 0.00 | 0.00 9.09 0.00 | 0.00 9.09 | 0.00 | 0.00 | 0.00 0.00 | 36.36 | 0.00 | 9.09 | 0.00 | 27.27
UOA27 Base 14 1 1 0 0 1 0 0 1 0 0 0 0 8 0 1 0 1
English Language and SRR/IR 12 1 1 0 0 1 0 0 1 0 0 0 0 6 0 1 0 1
Literature
% Base 100 7.14 7.14 | 0.00 | 0.00 7.14 | 0.00 | 0.00 7.14 | 0.00 | 0.00 | 0.00 0.00 | 57.14 | 0.00 7.14 | 0.00 7.14
% SRR/IR| 100 8.33 8.33 | 0.00 | 0.00 8.33 0.00 | 0.00 8.33 | 0.00 | 0.00 | 0.00 0.00 | 50.00 | 0.00 | 833 | 0.00 | 8.33
UOA28 Base 16 2 1 0 0 4 0 1 0 0 0 0 0 4 0 0 0 4
History SRR/IR 14 0 1 0 0 4 0 1 0 0 0 0 0 4 0 0 0 4
% Base 100 1250 | 6.25 | 0.00 | 0.00 | 25.00 | 0.00 | 6.25 0.00 | 0.00 | 0.00 | 0.00 0.00 | 25.00 | 0.00 | 0.00 | 0.00 | 25.00
% SRR/IR| 100 0.00 7.14 | 0.00 | 0.00 | 28.57 | 0.00 | 7.14 0.00 | 0.00 | 0.00 | 0.00 0.00 | 28.57 | 0.00 | 0.00 | 0.00 | 28.57
UOA32 Base 68 3 3 1 0 14 1 0 1 0 0 0 1 29 0 1 1 13
Art and Design SRR/IR 29 0 0 1 0 4 0 0 0 0 0 0 1 17 0 1 1 4
% Base 100 441 | 4.41 147 | 0.00 | 20.59 | 1.47 | 0.00 147 | 0.00 | 0.00 | 0.00 1.47 | 42.65| 0.00 1.47 1.47 | 19.12
% SRR/IR| 100 0.00 | 0.00 3.45 | 0.00 | 13.79 | 0.00 | 0.00 0.00 | 0.00 | 0.00 | 0.00 3.45 | 58.62 | 0.00 | 3.45 | 3.45 | 13.79
UOA33A Base 36 1 8 0 1 3 0 1 2 0 0 0 0 10 0 0 2 8
Music SRR/IR 34 1 8 0 1 3 0 1 2 0 0 0 0 9 0 0 2 7
% Base 100 2.78 | 22.22 | 0.00 | 2.78 8.33 0.00 | 2.78 5.56 | 0.00 | 0.00 | 0.00 0.00 | 27.78 | 0.00 | 0.00 | 5.56 | 22.22
% SRR/IR| 100 2.94 | 2353 | 0.00 | 2.94 8.82 0.00 | 2.94 5.88 | 0.00 | 0.00 | 0.00 0.00 | 26.47 | 0.00 | 0.00 | 5.88 | 20.59
UOA33B Base 10 1 1 0 0 0 0 0 0 0 0 1 0 5 0 0 0 2
Drama SRR/IR 10 1 1 0 0 0 0 0 0 0 0 1 0 5 0 0 0 2
% Base 100 10.00 | 10.00 | 0.00 | 0.00 0.00 | 0.00 | 0.00 0.00 | 0.00 | 0.00 | 10.00 | 0.00 | 50.00 | 0.00 | 0.00 | 0.00 | 20.00
% SRR/IR| 100 10.00 | 10.00 | 0.00 | 0.00 0.00 | 0.00 | 0.00 0.00 | 0.00 | 0.00 | 10.00 | 0.00 | 50.00 | 0.00 | 0.00 | 0.00 | 20.00
UOA34 Base 16 0 4 0 0 2 0 0 0 0 1 0 0 8 0 0 0 1
Communication, Culture | SRR/IR 9 0 3 0 0 1 0 0 0 0 1 0 0 4 0 0 0 0
and Media Studies
%Base 100 0.00 | 25.00| 0.00 | 0.00 | 12,50 | 0.00 | 0.00 0.00 | 0.00 | 6.25 | 0.00 0.00 | 50.00 | 0.00 | 0.00 | 0.00 6.25
% SRR/IR| 100 0.00 | 33.33| 0.00 | 0.00 | 11.11 | 0.00 | 0.00 0.00 | 0.00 | 11.11| 0.00 0.00 | 44.44| 0.00 | 0.00 | 0.00 | 0.00
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Table 6 Age SRR/IR compared to baseline by UOA

Note ¢ SRR and IR data includes those expected to be eligible by the REF census date 31/7/2020

Total Age Age Age Age Age
headcount 25-34 35-44 4554 55-64 65+
All Cat A staff Base 871 125 271 266 173 36
SRR/IR staff SRR/IR 628 96 201 178 124 29
% Base 100% 14.35% 31.11% 30.54% 19.86% 4.13%
% SRRI/IR 100% 15.29% 32.01% 28.34% 19.75% 4.62%
UOA3 Base 109 9 33 46 20 1
Allied Health Professions, Nursing and Pharmacy SRR/IR 47 3 11 19 13 1
% Base 100% 8.26% 30.28% 42.20% 18.35% 0.92%
% SRR/IR 100% 6.38% 23.40% 40.43% 27.66% 2.13%
UOA4 Base 34 10 10 9 5 0
Psychology SRR/IR 29 8 8 8 5 0
% Base 100% 29.41% 29.41% 26.47% 14.71% 0.00%
% SRR/IR 100% 27.59% 27.59% 27.59% 17.24% 0.00%
UOA5 Base 39 6 16 13 4 0
Biological Sciences SRR/IR 33 4 15 10 4 0
% Base 100% 15.38% 41.03% 33.33% 10.26% 0.00%
% SRRI/IR 100% 12.12% 45.45% 30.30% 12.12% 0.00%
UOAS8 Base 38 1 21 9 6 1
Chemistry SRR/IR 33 1 18 9 5 0
% Base 100% 2.63% 55.26% 23.68% 15.79% 2.63%
% SRRI/IR 100% 3.03% 54.55% 27.27% 15.15% 0.00%
UOA11 Base 39 7 14 9 9 0
Computer Science and Informatics SRR/IR 30 5 12 8 10 0
% Base 100% 17.95% 35.90% 23.08% 23.08% 0.00%
% SRRI/IR 100% 14.29% 34.29% 22.86% 28.57% 0.00%
UOA12 Base 107 27 31 23 20 6
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Engineering SRR/IR 103 22 33 22 20 6

% Base 100% 25.23% 28.97% 21.50% 18.69% 5.61%

% SRR/IR 100% 21.36% 32.04% 21.36% 19.42% 5.83%
UOA13 Base 29 2 7 10 7 3
Architecture and Built Environment SRR/IR 23 2 7 8 4 2

% Base 100% 6.90% 24.14% 34.48% 24.14% 10.34%

% SRR/IR 100% 8.70% 30.43% 34.78% 17.39% 8.70%
UOA14 Base 6 4 1 1 0 0
Geography and Environmental Studies SRR/IR 6 4 1 1 0 0

% Base 100% 66.67% 16.67% 16.67% 0.00% 0.00%

% SRR/IR 100% 66.67% 16.67% 16.67% 0.00% 0.00%
UOA17 Base 130 19 44 37 25 5
Business and Management Studies SRR/IR 100 17 36 24 19 4

% Base 100% 14.62% 33.85% 28.46% 19.23% 3.85%

% SRR/IR 100% 17.00% 36.00% 24.00% 19.00% 4.00%
UOA18 Base 24 3 9 4 8 0
Law SRR/IR 16 3 6 3 4 0

% Base 100% 12.50% 37.50% 16.67% 33.33% 0.00%

% SRR/IR 100% 18.75% 37.50% 18.75% 25.00% 0.00%
UOA20 Base 63 7 17 16 15 8
Social Work and Social Policy SRR/IR 43 4 15 8 10 6

% Base 100% 11.11% 26.98% 25.40% 23.81% 12.70%

% SRR/IR 100% 9.30% 34.88% 18.60% 23.26% 13.95%
UOA23 Base 70 3 11 27 24 5
Education SRR/IR 36 2 2 15 13 4

% Base 100% 4.29% 15.71% 38.57% 34.29% 7.14%

% SRR/IR 100% 5.56% 5.56% 41.67% 36.11% 11.11%
UOA24 Base 11 4 4 3 0 0
Sport and Exercise Sciences SRR/IR 5 3 1 1 0 0

% Base 100% 36.36% 36.36% 27.27% 0.00% 0.00%

% SRR/IR 100% 60.00% 20.00% 20.00% 0.00% 0.00%
UOA26 Base 12 6 1 2 2 1
Modern Languages and Linguistics SRR/IR 11 6 1 1 1 2

% Base 100% 50.00% 8.33% 16.67% 16.67% 8.33%

% SRR/IR 100% 54.55% 9.09% 9.09% 9.09% 18.18%
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UOA27 Base 14 1 6 4 2 1
English Language and Literature SRR/IR 12 1 4 5 2 0

% Base 100% 7.14% 42.86% 28.57% 14.29% 7.14%

% SRR/IR 100% 8.33% 33.33% 41.67% 16.67% 0.00%
UOA28 Base 16 2 3 5 3 3
History SRR/IR 14 1 3 4 3 3

% Base 100% 12.50% 18.75% 31.25% 18.75% 18.75%

% SRR/IR 100% 7.14% 21.43% 28.57% 21.43% 21.43%
UOA32 Base 68 7 22 27 12 0
Art and Design SRR/IR 29 4 10 12 3 0

% Base 100% 10.29% 32.35% 39.71% 17.65% 0.00%

% SRR/IR 100% 13.79% 34.48% 41.38% 10.34% 0.00%
UOA33A Base 36 4 16 10 4 2
Music SRR/IR 34 3 15 11 4 1

% Base 100% 11.11% 44.44% 27.78% 11.11% 5.56%

% SRR/IR 100% 8.82% 44.12% 32.35% 11.76% 2.94%
UOA33B Base 10 1 1 5 3 0

SRR/IR 10 1 1 5 3 0

% Base 100% 10.00% 10.00% 50.00% 30.00% 0.00%

% SRR/IR 100% 10.00% 10.00% 50.00% 30.00% 0.00%
UOA34 Base 16 2 4 6 4 0
Communication, Culture and Media Studies SRR/IR 9 2 2 4 1 0

% Base 100% 12.50% 25.00% 37.50% 25.00% 0.00%

% SRR/IR 100% 22.22% 22.22% 44.44% 11.11% 0.00%
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Table 7 Marital Status SRR/IR compared to baseline by UOA

Note ¢ SRR and IR data includes those expected to be eligible by the REF census date 31/7/2020

Key to table:
A CivilPartnership
B Divorced
C Estranged
D Married
E Not known
F Not specified
G Other
H Partner
I Single
J Widowed
Total A B C D E F G H I J
headcount
All Cat A staff Base 871 2 19 6 476 7 19 30 73 236 3
SRR/IR staff SRR/IR 628 2 11 4 344 4 16 16 50 179 2
% Base 100% 0.23 2.18 0.69 | 54.65 0.8 2.18 3.44 8.38 | 27.10 | 0.34
% SRR/IR 100% 0.32 1.75 0.64 | 54.78 | 0.64 2.55 2.55 7.96 | 2850 | 0.32
UOA3 Base 109 0 6 2 73 0 1 4 6 17 0
Allied Health Professions, Nursing afharmacy SRR/IR 47 0 2 1 33 0 0 1 1 9 0
% Base 100% 0.00 5.50 1.83 66.97 0.00 0.92 3.67 5.50 15.60 0.00
% SRR/IR 100% 0.00 4.26 2.13 70.21 0.00 0.00 2.13 2.13 19.15 0.00
UOA4 Base 34 0 1 0 15 1 0 0 5 12 0
Psychology SRR/IR 29 0 1 0 12 0 0 0 4 12 0
% Base 100% 0.00 2.94 0.00 | 44.12 | 2.94 0.00 0.00 | 1471 | 35.29 | 0.00
% SRR/IR 100% 0.00 3.45 0.00 41.38 0.00 0.00 0.00 13.79 | 41.38 0.00
UOAS5 Base 39 0 0 0 26 0 0 0 4 9 0
Biological Sciences SRR/IR 33 0 0 0 22 0 0 0 3 8 0
% Base 100% 0.00 0.00 0.00 66.67 0.00 0.00 0.00 10.26 | 23.08 0.00
% SRR/IR 100% 0.00 0.00 0.00 | 66.67 | 0.00 0.00 0.00 9.09 | 24.24 | 0.00
UOAS8 Base 38 0 0 0 22 0 0 1 1 14 0
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Chemistry SRR/IR 33 0 0 0 19 0 0 0 1 13 0
% Base 100% 0.00 0.00 0.00 57.89 | 0.00 0.00 2.63 2.63 36.84 | 0.00
%SRR/IR 100% 0.00 0.00 0.00 57.58 | 0.00 0.00 0.00 3.03 39.39 | 0.00
UOA1l Base 39 0 0 0 21 0 0 1 3 14 0
Computer Science and Informatics SRRI/IR 30 0 0 0 20 0 0 1 2 12 0
% Base 100% 0.00 0.00 0.00 53.85 0.00 0.00 2.56 7.69 35.90 0.00
% SRR/IR 100% 0.00 0.00 0.00 57.14 0.00 0.00 2.86 571 34.29 0.00
UOA12 Base 107 0 3 0 60 3 4 2 5 29 1
Engineering SRR/IR 103 0 3 0 58 3 4 2 5 27 1
% Base 100% 0.00 2.80 0.00 56.07 | 2.80 3.74 1.87 4.67 27.10 | 0.93
% SRR/IR 100% 0.00 2.91 0.00 56.31 | 2.91 3.88 1.94 4.85 26.21 | 0.97
UOA13 Base 29 0 0 0 18 0 1 1 1 8 0
Architecture and Built Environment SRR/IR 23 0 0 0 14 0 1 0 1 7 0
% Base 100% 0.00 0.00 0.00 62.07 | 0.00 3.45 3.45 3.45 27.59 | 0.00
% SRR/IR 100% 0.00 0.00 0.00 60.87 | 0.00 4.35 0.00 4.35 30.43 | 0.00
UOA14 Base 6 0 1 0 3 0 0 0 1 1 0
Geography and Environmental Studies SRR/IR 6 0 1 0 3 0 0 0 1 1 0
% Base 100% 0.00 16.67 | 0.00 50.00 | 0.00 0.00 0.00 16.67 | 16.67 | 0.00
% SRR/IR 100% 0.00 16.67 | 0.00 50.00 | 0.00 0.00 0.00 16.67 | 16.67 | 0.00
UOA17 Base 130 0 2 1 84 0 1 3 10 29 0
Business and Management Studies SRR/IR 100 0 1 1 62 0 1 1 8 26 0
% Base 100% 0.00 1.54 0.77 64.62 | 0.00 0.77 2.31 7.69 22.31 | 0.00
% SRR/IR 100% 0.00 1.00 1.00 62.00 | 0.00 1.00 1.00 8.00 26.00 | 0.00
UOA18 Base 24 0 1 0 10 0 1 2 3 7 0
Law SRR/IR 16 0 1 0 6 0 1 1 2 5 0
% Base 100% 0.00 4.17 0.00 41.67 0.00 4.17 8.33 1250 | 29.17 0.00
% SRR/IR 100% 0.00 6.25 0.00 37.50 | 0.00 6.25 6.25 12.50 | 31.25 | 0.00
UOA20 Base 63 1 0 1 23 0 0 5 7 26 0
Social Work and Soci&lolicy SRR/IR 43 1 0 1 13 0 0 3 7 18 0
% Base 100% 1.59 0.00 1.59 36.51 | 0.00 0.00 7.94 11.11 | 41.27 | 0.00
% SRR/IR 100% 2.33 0.00 2.33 30.23 0.00 0.00 6.98 16.28 | 41.86 0.00
UOA23 Base 70 0 2 1 43 1 2 2 8 9 2
Education SRR/IR 36 0 0 0 25 0 0 1 4 5 1
% Base 100% 0.00 2.86 1.43 61.43 1.43 2.86 2.86 11.43 | 12.86 2.86
% SRR/IR 100% 0.00 0.00 0.00 69.44 | 0.00 0.00 2.78 11.11 | 13.89 | 2.78
UOA24 Base 11 0 0 0 6 0 0 0 0 5 0
Sport and Exercise Sciences SRR/IR 5 0 0 0 2 0 0 0 0 3 0
% Base 100% 0.00 0.00 0.00 54.55 0.00 0.00 0.00 0.00 45.45 0.00
% SRR/IR 100% 0.00 0.00 0.00 40.00 0.00 0.00 0.00 0.00 60.00 0.00
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UOA26 Base 12 0 0 0 5 0 2 0 2 3 0
Modern Languages and Linguistics SRRI/IR 11 0 0 0 4 0 2 0 2 3 0
% Base 100% 0.00 0.00 0.00 41.67 | 0.00 16.67 | 0.00 16.67 | 25.00 | 0.00
% SRR/IR 100% 0.00 0.00 0.00 36.36 | 0.00 18.18 | 0.00 18.18 | 27.27 | 0.00
UOA27 Base 14 0 0 0 9 0 1 2 0 2 0
English Language and Literature SRR/IR 12 0 0 0 8 0 1 1 0 2 0
% Base 100% 0.00 0.00 0.00 64.29 | 0.00 7.14 14.29 | 0.00 14.29 | 0.00
% SRR/IR 100% 0.00 0.00 0.00 66.67 | 0.00 8.33 8.33 0.00 16.67 | 0.00
UOA28 Base 16 0 0 0 8 0 2 1 1 4 0
History SRR/IR 14 0 0 0 8 0 2 1 0 3 0
% Base 100% 0.00 0.00 0.00 50.00 | 0.00 1250 | 6.25 6.25 25.00 | 0.00
% SRR/IR 100% 0.00 0.00 0.00 57.14 | 0.00 1429 | 7.14 0.00 21.43 | 0.00
UOA32 Base 68 0 1 0 22 1 3 3 7 31 0
Art and Design SRR/IR 29 0 1 0 11 1 3 1 0 12 0
% Base 100% 0.00 1.47 0.00 32.35 1.47 441 4.41 10.29 | 45.59 | 0.00
% SRR/IR 100% 0.00 3.45 0.00 37.93 | 3.45 10.34 | 3.45 0.00 41.38 | 0.00
UOA33A Base 36 1 1 0 17 0 1 2 4 10 0
Music SRR/IR 34 1 0 0 17 0 1 2 4 9 0
% Base 100% 2.78 2.78 0.00 47.22 | 0.00 2.78 5.56 11.11 | 27.78 | 0.00
% SRR/IR 100% 2.94 0.00 0.00 50.00 | 0.00 2.94 5.88 11.76 | 26.47 | 0.00
UOA33B Base 10 0 1 1 4 0 0 1 0 3 0
SRR/IR 10 0 1 1 4 0 0 1 0 3 0
% Base 100% 0.00 10.00 | 10.00 | 40.00 | 0.00 0.00 10.00 | 0.00 30.00 | 0.00
% SRR/IR 100% 0.00 10.00 | 10.00 | 40.00 | 0.00 0.00 10.00 | 0.00 30.00 | 0.00
UOA34 Base 16 0 0 0 7 1 0 0 5 3 0
Communication, Culture and Medi&tudies SRR/IR 9 0 0 0 3 0 0 0 5 1 0
% Base 100% 0.00 0.00 0.00 43.75 | 6.25 0.00 0.00 31.25 | 18.75 | 0.00
% SRR/IR 100% 0.00 0.00 0.00 33.33 | 0.00 0.00 0.00 55.56 | 11.11 | 0.00
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Table 8 Maternity Leave TakerSRR/IR compared tbaseline by UOA

Note ¢ SRR and IR data includes those expected to be eligible by the REF census date
31/7/2020

Total Maternity Leave Maternity Leave

headcount Number of Staff Taken %
All Cat Afemale staff Base 387 37 9.56%
SRR/IRemale staff SRR/IR 236 23 9.75%
UOA3 Base 69 6 8.70%
Allied Health Professions, Nursing and SRR/IR 24 1 4.17%
Pharmacy
UOA4 Base 16 1 6.25%
Psychology SRR/IR 15 1 6.67%
UOA5 Base 18 2 11.11%
Biological Sciences SRR/IR 12 0 0.00%
UOAS8 Base 6 1 16.67%
Chemistry SRR/IR 5 1 20.00%
UOA11l Base 6 0 0.00%
Computer Science and Informatics SRR/IR 5 1 20.00%
UOA12 Base 13 2 15.38%
Engineering SRR/IR 13 2 15.38%
UOA13 Base 8 1 12.50%
Architecture and Built Environment SRR/IR 6 1 16.67%
UOA14 Base 2 0 0.00%
Geography and Environmental Studies SRR/IR 2 0 0.00%
UOAL7 Base 60 4 6.67%
Business and Management Studies SRR/IR 45 2 4.44%
UOA18 Base 15 2 13.33%
Law SRR/IR 9 0 0.00%
UOA20 Base 34 4 11.76%
Social Work and Social Policy SRR/IR 23 4 17.39%
UOA23 Base 48 2 4.17%
Education SRR/IR 18 1 5.56%
UOA24 Base 5 0 0.00%
Sport and Exercise Sciences SRR/IR 2 0 0.00%
UOA26 Base 7 2 28.57%
Modern Languages and Linguistics SRR/IR 6 2 33.33%
UOA27 Base 7 2 28.57%
English Language aridterature SRR/IR 5 2 40.00%
UOA28 Base 8 1 12.50%
History SRR/IR 7 1 14.29%
UOA32 Base 42 5 11.90%
Art and Design SRR/IR 19 2 10.53%
UOA33A Base 13 2 15.38%
Music SRR/IR 12 2 16.67%
UOA33B Base 4 0 0.00%
Drama SRR/IR 4 0 0.00%
UOA34 Base 6 0 0.00%
Communication, Culture and Media Studies SRR/IR 4 0 0.00%
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Table 9 Paternity Leave TakeisRR/IR compared to baseline by UOA

Note ¢ SRR and IR data includes those expected to be eligible by the REF census date
31/7/2020

Total Paternity Leave Paternity Leave

headcount Number of Staff Taken %
All Cat Amale staff Base 484 38 7.85%
SRR/IRnale staff SRR/IR 392 35 8.93%
UOA3 Base 40 3 7.50%
Allied Health Professions, Nursing and SRR/IR 23 2 8.70%
Pharmacy
UOA4 Base 18 4 22.22%
Psychology SRR/IR 14 4 28.57%
UOA5 Base 21 2 9.52%
Biological Sciences SRR/IR 21 2 9.52%
UOAS8 Base 32 3 9.38%
Chemistry SRR/IR 28 3 10.71%
UOA11l Base 33 1 3.03%
Computer Science and Informatics SRR/IR 30 1 3.33%
UOA12 Base 94 13 13.83%
Engineering SRR/IR 90 12 13.33%
UOA13 Base 21 1 4.76%
Architecture and Built Environment SRR/IR 17 1 5.88%
UOA14 Base 4 0 0.00%
Geography and Environmental Studies SRR/IR 4 0 0.00%
UOAL7 Base 70 7 10.00%
Business andlanagement Studies SRR/IR 55 7 12.73%
UOA18 Base 9 0 0.00%
Law SRR/IR 7 0 0.00%
UOA20 Base 29 2 6.90%
Social Work and Social Policy SRR/IR 20 2 10.00%
UOA23 Base 22 0 0.00%
Education SRR/IR 18 0 0.00%
UOA24 Base 6 0 0.00%
Sport and Exercis8ciences SRR/IR 3 0 0.00%
UOA26 Base 5 0 0.00%
Modern Languages and Linguistics SRR/IR 5 0 0.00%
UOA27 Base 7 0 0.00%
English Language and Literature SRR/IR 7 0 0.00%
UOA28 Base 8 0 0.00%
History SRR/IR 7 0 0.00%
UOA32 Base 26 1 3.85%
Art and Design SRR/IR 10 0 0.00%
UOA33A Base 23 0 0.00%
Music SRR/IR 22 0 0.00%
UOA33B Base 6 0 0.00%
Drama SRR/IR 6 0 0.00%
UOA34 Base 10 1 10.00%
Communication, Culture and Media Studies SRR/IR 5 1 20.00%
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