
 

REF 2021 Code of Practice Implementation at the University of Bedfordshire 

 

The draft Code of Practice was disseminated for feedback and comment to Research Institute 
Directors (and thereby their members), Faculty Executive Deans (and thereby Faculty staff), and 
Trades Union representatives (and thereby their members). It was then approved by the Academic 
Board and by the University’s Equality and Diversity Committee. To ensure transparency, the Code of 
Practice was disseminated through the University’s intranet site and its external website. 

Between September and December 2019, the Chair of the RKEC, the Head of Research Development, 
and the UOA Leads operated a series of workshops across all main campuses, for staff, and for 
postgraduate research students (as prospective researchers).  These workshops focussed on the 
operation of the Code of Practice and its associated processes.  A further set of workshops were 
offered in May 2020 for new staff at that point. Additionally, a data collection statement and an 
invitation to declare individual circumstances which would diminish research responsibility was made 
available to all staff on the University intranet via email link in January 2021. 

HR communicated the Code of Practice to those on long-term absence and the above workshops were 
recorded and made available to those on long-term absence through the University’s online platform 
BREO. 

Progress in the effective implementation of this Code of Practice was monitored by the RKEC 
Committee for the duration of its application to the REF2021 exercise, and continues to be monitored 
as part of the post-submission audit process. 

 
SIGRES and Research Independence 

The University submitted all eligible staff who have significant responsibility for research. Individual 
roles and responsibilities are allocated (annually) through the University’s Performance Development 
and Appraisal [PDA] framework, and planned using the University’s academic workload planning 
system. The process for identifying staff with significant responsibility for research was agreed with 
the university’s two recognised Trades Unions, UCU and Unison with documentation signed as 
evidence.  

The University recognises staff as having significant responsibility for research where (within the 
annual workload plan or in the annual PDA record) one of the following criteria is met: 

a) 25% of their overall allocated work time has been allocated to research across two 
consecutive years since 2017-18 or since appointment (where this is more recent); 

b) 25% of their overall allocated work time was allocated to research across two consecutive 
years  

c) The combined evidence of PDA and workload planning demonstrates a trajectory towards 
25% allocation in 2019-20, based on recent transition to independent and/or significant 
research responsibility, with evidence of this as expected to be sustained;  

d) There is evidence in the PDA and workload planning systems of one or more periods of 
significant intensive research allocation equivalent to point a (above) and in relation to a 
specific project; 



 

e) A staff member is an independent researcher and has significant responsibility at the levels 
defined immediately above for a funded research-related project. 

Where individual staff circumstances impacted on the viability of these criteria, this was noted within 
the PDA process and raised with the relevant UoA lead and Head of School for action in planning the 
research progress of the staff member. Staff were informed of their status in this regard via email in 
January-February 2020, and thereafter at annual PDA meetings, by their Head of School (HR 
communicated with those on long-term absence and individual arrangements to keep them 
informed). Research Institute Directors liaised with Heads of Schools and Deans to review workload 
plans in October-December 2019 and a record of these meetings, and of the basis of the review 
outcome for each staff member, was made by the Head of School, shared with the staff member 
involved, and retained on the central HR file.  

Similarly, Heads of School were asked to review each individual staff member’s status against the 
criteria for research independence between October and December 2019 within the annual PDA 
process, and notes were logged within each staff member’s PDA record. The subsequent process 
followed the same measures as those outlined for establishing SigRes.  

 

Appeals 

Although no appeals were received from staff in respect of the decision made of their research 
responsibility during the preparation and submission to REF2021, the Code of Practice included 
guidance should the scenario arise.  

An appeals panel would be established by the Research and Knowledge Exchange Committee and 
approved by the Academic Board. This panel would comprise of: 

• an academic member of the Equality and Diversity Committee (who is not a member of 
the UoA leads group or an RI Director) 

• The current external advisor to the Research Degrees Committee 
• Director of HR (Chair) 

 
Appeals would be heard within one month of their submission.  The appellant will be invited to meet 
the panel, following submission (to HR) of their basis for appeal, and may be accompanied by a Union 
representative or another colleague.  The outcome of appeals would be communicated through HR to 
the individual staff member and to the UoA lead if there is any status change impacting on preparation 
for the REF2021 submission. 

 

Selection of Outputs 

To ensure a fair and transparent process applied across all UoAs, the outputs selected for submission 
were chosen on the basis that selected outputs would be: 

• Eligible for submission as a research output for the submitting UoA (as defined in the REF 2021 
‘Guidance on Submissions’ document); 



 

• Publicly available by the REF 2021 deadline (December 31, 2020) 
• Attributable to a current or former Category A staff member associated with the submitting 

UoA; 
• In scope of the submitting UoA; 
• Compliant with the REF2021 Open Access requirement 

The above principles are in line with the current REF 2021 guidance. 

Where any staff member was made formally compulsorily redundant other than as a consequence of 
the end of a fixed term contract, Research Institute Directors consulted with the former staff member 
and reached a signed agreement on the submission for review, or otherwise, of the outputs produced 
while the former staff member was in employment at UoB. 

Where the volume of UoA-eligible outputs exceeded the permissible output volume in relation to the 
number of staff eligible for submission as independent researchers with significant responsibility for 
research, outputs for submission were selected on the basis of their relative quality as evidenced by: 

• academic rigour and significance  
• significant and original contribution to the overall body of knowledge in the relevant subject 

area 
• representation of the research excellence characteristic of the relevant Research Institute, as 

determined on the basis of annual research reporting to RKEC. 

To ensure academic staff were continuously supported in their research development, Research 
Institute Directors conducted a mid-cycle peer review of research outputs and research support in 
2016, and used the outcomes of this review to inform their guidance to individual staff and the 
provision and allocation of  Research Institute support. 

All University staff were invited to submit outputs for review in July 2018, and this invitation was 
repeated through the UoA leads via email in July 2019 and February 2020, and via an all-staff email in 
January 2021.   

Within the formal preparation process for REF2021, the first review of submitted outputs was 
completed by the UoA lead, or the Institute’s publication committee, on the basis of at least one 
external review conducted by a reviewer approved by the RKEC Chair and contracted to undertake 
that review. External reviewers offered their independent view of the publications, underpinned by 
the above rationale of academic rigour and significance.  

UoA Leads were asked to document the basis of their decision in light of the criteria above, and submit 
their record to the central HR record to ensure confidentiality.  

After each review, Research Institute Directors advised individual staff members of the outcomes and 
the reasons for non-selection of any outputs via email. HR also communicated via email the outcomes 
to those on long-term absence and made any arrangements necessary for them to discuss those 
outcomes with their Head of School. 

 

 



 

Staff Circumstances 

Declaring individual circumstances was a voluntary option open to all staff at the point the declaration 
form was made available in July 2019 (and again via all-staff email in January 2021) and no later than 
3 months before the census date for staff circumstances. 

 
The completed forms were submitted by a staff member to HR, where a designated professional 
collected and stored these in accordance with the Data Protection Act 2018/GDPR principles. HR then 
communicated directly with the staff member to discuss any matters associated with the declaration. 
 
There was not a set expectation of how many outputs individual staff members would contribute to 
the output pool. Where individual staff circumstances had an exceptional effect upon an individual’s 
performance and ability to research productively throughout the period, HR informed the respective 
UoA lead and Head of School, so that: 

a. In consultation with the affected individual, the Head of School and the UoA lead could 
make appropriate adjustments to the expectations of the individual’s contribution, and 
increase the support offered to their research work; 

b. Where appropriate, a formal reduction in the individual’s contribution to the UoA output 
pool could be made, according to ‘Annex L’ of  ‘Guidance on Submissions’; 

c. Where necessary, a reduction could be sought to the total number of outputs required for 
the submitting unit to which the individual belongs 

 
Each declaration was considered in light of the information that the staff member included in it. There 
was no preferential or differential treatment of different types of individual circumstances declared. 
 

Equality Impact Assessment  

Faculties are currently conducting Equality Impact Assessments on the implementation of the 
processes outlined in the Code of Practice for establishing SigRes and identifying research 
independence, and on the selection of outputs from the total volume put forward by staff members. 
These are being conducted by senior Faculty academics not directly involved in the review or the 
allocation of workload, and once complete, will be submitted for review to their respective Faculty 
Academic Boards. The outcomes of the Faculty Academic Board review of the EIA will then be reported 
to the Equality and Diversity Committee for review and any action indicated. 

An internal Equality Impact Assessment (EIA) was conducted on this policy in May/June 2019, and 
reviewed by the Equality and Diversity Committee.  An external post-implementation EIA of the Code 
of Practice, including the operation of this policy and process, will be conducted in May 2021, by the 
Equality and Diversity Committee. This will include review of the selection of outputs in relation to 
anonymised data on protected characteristics and staff circumstances (subject to the requirements 
for individual anonymity).  

 

 


