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Equality Code of Practice:
Preparing Research Excellence Framework Submissions

Introduction

The REF Assessment Framework and Guidance on Submissions requires that we
have an Equality Code of Practice. This Code is an amendment of one produced for
the Research Assessment Exercise in 2008 which was approved by Executive Team,
Senate (on 21 June 2006) and Council (on 3 July 2006). This amended version has
been considered by Research Executive and Executive Team before approval by
Senate (on 9 November 2011) and Council (on 28 November 2011). The Code was
reviewed and amended following advice from HEFCE received in July 2012. Details
of the amendments are given in Annex 4.

The Code has been written to include sufficient detailed procedural information to
ensure consistency and transparency for all parties concerned. Separate guidance
will be prepared specifically for decision makers on the use of the Code with
examples of standardised documentation. The University has an e-learning diversity
and equal opportunities training programme for all staff, available at
https://intranet.uea.ac.uk/hr/intranet/eod/elearning. This will provide awareness
training on equality & diversity legislation and will be available for all decision makers
to use, in addition to the provision of specific REF training, before the Mock REF
submission is finalised.

The Code (and any subsequent amended versions) will be broadly publicised and
made available on the University’s intranet (with directions for availability in other
accessible formats), along with other supporting documents and resources:
https://intranet.uea.ac.uk/ref-staff. =~ Executive Deans of Faculty will make
arrangements to notify Human Resources about eligible members of staff who are
absent from the University so that the Code of Practice can be sent in hard copy
format to their home/contact address.

As required by the published REF ‘Assessment framework and guidance on
submissions’ (REF 02.2011, http://www.hefce.ac.uk/research/ref/pubs/2011/02 11/),
the Code will be submitted to the REF team (who are managing the REF on behalf of
the Higher Education funding bodies) by July 2012. After the conclusion of the REF,
the Code will be published by the REF team alongside the REF submissions.

Professor David J. Richardson
Pro-Vice-Chancellor for Research, Enterprise and Engagement
30 November 2011 (This version updated July 2012)

Approved by Senate (9 November 2011) and Council (28 November 2011)
v2. Amended following feedback from HEFCE (06 July 2012)
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1. INTRODUCTION
1.1 The University of East Anglia is a research-rich university. This Code of
Practice has been developed to codify the steps to be taken to ensure equality
of opportunity in the selection of eligible staff (see 2) for inclusion within the
University’'s submission for the Research Excellence Framework in 2014
(REF2014). The decision to submit staff is at the discretion of the University.
All staff will benefit from the University making the best possible REF
submissions. The University may decide, as for previous exercises of this type
(e.g. the Research Assessment Exercise (RAE) of 2008), not to return some
eligible staff to REF2014 in order to maximise the benefit of the REF outcome.
This Code will ensure that fair consideration resulting in fair selection will be
given to all eligible staff in determining who is returned.
1.2  This Code of Practice is underpinned by the University's Research, Human

Resource and Equality & Diversity strategies. The University of East Anglia is
committed to being an equal opportunities employer and aims to build equality,
diversity and inclusiveness into everything that it does. It is committed to
creating and enabling a working environment and culture where diversity in its
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1.4

1.5

2.1

2.2

3.1

staff population is recognised as a strength and a reflection of its ability to
attract the brightest talents from every community. UEA works to ensure staff
are treated with dignity and respect, valued on their merit and abilities and
treated fairly irrespective of their specific characteristics (including age,
disability, gender, gender reassignment, status by marriage or civil partnership,
race, colour, ethnic or national origin, nationality, disability, sexual orientation,
religion or beliefs, political affiliation or Trade Union membership).

It is recognised that prior to the formal approval of this amended Code of
Practice, some decisions will have been made concerning the submission of
staff to the REF2014 based on existing University guidance. This amended
Code wholly supersedes the RAE2008 Code and any decisions taken before
the final approval of this Code of Practice will be considered provisional until
reviewed in accordance with this Code of Practice.

The University's Equality and Diversity in Employment Strategy and Equal
Opportunities in Employment Code of Practice can be found on the Human
Resources Division intranet https://intranet.uea.ac.uk/hr/public/eo.

The University's internal planning documentation and guidance for the
REF2014 can be found at https://intranet.uea.ac.uk/ref-staff.

SCOPE

This Code of Practice applies to all staff involved in research activities who
meet the definition of eligible staff as stated in paragraphs 78-81 of the
published REF ‘Assessment framework and guidance on submissions’ (REF
02.2011, available at:

http://www.hefce.ac.uk/research/ref/pubs/2011/02 11/02 11.pdf).

In selecting staff for submission to the REF2014, all ATR staff will be assessed
according to the principles and processes specified in this Code. The
University requires that all ATR staff conduct independent research as defined
by the Higher Education funding bodies for REF purposes and are thus
automatically category A staff. Other categories of staff that may fit the HEFCE
definition of eligibility will be assessed on an exception basis, e.g. only
Research Assistants with a portfolio of independent research will be assessed
for possible inclusion against the same principles and processes as specified
in this Code.

LEGISLATIVE FRAMEWORK

There are statutory requirements that, as an employer, the University
recognises and responds to in addressing equality and diversity issues. A list
of the University’s statutory responsibilities can be found in Annex 1.
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4.

4.1

4.2

5.1

5.2

2.3

5.4

POLICY REFERENCE

This Code of Practice complements the following University documents:

Equal Opportunities in Employment: Code of Practice
Single Equality Scheme and Action Plan

Promotion of Race Equality for Staff; Code of Practice
Disability and Employment Code of Practice
Guidelines for Dealing with Harassment

Public Interest Disclosure (“WWhistle-blowing”) Policy
Grievance Procedure for Academic Staff (“Statute 7”)
Adoption Leave and Pay Procedure

Flexible Working Guidelines

Guidelines on Maternity Leave and Pay

Parental Leave Procedure

Paternity Leave and Pay Procedure

Time Off Work Procedure

Fixed Term Employees: Code of Practice

Sickness Absence Guidelines

Study Leave Guidelines

Academic Staff Promotions Procedure

Further information on each of these policies can be found on the Human
Resources Division intranet https://intranet.uea.ac.uk/hr/publicleo  and
https://intranet.uea.ac.uk/hr/intranet/policies.

PRINCIPLES

The University will observe the equality guidance documents and statements
produced by HEFCE and endorses the published REF principles of
transparency, consistency, accountability and inclusivity.

Taking into account 5.1, the University must seek to maximise the potential to
enhance the University’s reputation in the REF2014 and recognises that as a
consequence not all eligible staff may be returned.

This Code of Practice (and any future updates required by changes in the
funding bodies guidelines or legislation) will be circulated to all staff by email
and published on the intranet for general reference. Executive Deans of
Faculty will make arrangements to notify Human Resources about eligible
members of staff who are absent from the University (for example, those on
secondment, maternity or long term sickness). Human Resources will then
send a copy of the Code in hard copy format to the most recently held home or
contact address.

The selection processes for determining which members of staff are included
in the REF2014 will be transparent to individual staff through the decision
process (see 9).
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9.5

5.6

6.1

7.1

7.2

7.3

8.1

The University will ensure that consideration is given to individual personal
circumstances in line with the relevant guidance from the Higher Education
funding bodies governing REF2014.

The parameters of any discussions about the submission of staff will be clearly
set out and records kept, and any committees (see 6) will be made fuily aware
of all the facts when specific individuals are discussed, subject to the provision
of 14.2.

ROLES AND RESPONSIBILITIES OF DECISION-MAKERS

The University's relevant standing committees and reporting systems will be
applied to make decisions about the REF2014 submission, with leadership
and support from relevant members of staff. Further information on this can
be found in Annex 2.

TRAINING AND AWARENESS

Every member of staff who is involved in the selection process for inclusion of
staff in the REF2014 submission will be fully informed about the University's
equality policies. Equality and diversity training and guidance material both
generally and specifically to REF will be provided in an appropriate form to
members of the University’'s Committees and individuals identified in Annex 2.
This training shall also cover the handiing of appeals (see 13).

The Pro-Vice-Chancellor for Research, Enterprise and Engagement is the
University's senior manager with designated responsibility for the REF2014
(see 6). This person has undertaken full equalities training to an equivalent
level of a Head of School to ensure he is fully informed of all the relevant
issues and has the opportunity to call on expert professional advice from the
relevant administrative Divisions of the University when necessary. All training,
materials and information will be provided in accessible formats along with
details of how to make more specific format requests.

The University shall also provide a copy of the Code and a hard copy of REF-
relevant equality and diversity training materials to any individual outside UEA
who is involved in the mock REF conducted during 2012 (see 8).

MOCK REF

The University will undertake a mock REF during 2012, building on the interim
review held during 2010-11. This Code shall be used to inform the selection of
staff and preparations for the compilation of mock REF submissions. An
equality impact assessment shall be undertaken on completion of the mock
REF (see 11).
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8.2

9.1

As part of their appointment, external assessors shall be provided with a copy
of this Code along with guidance on the appropriate level of detailed comment
they should provide on individual outputs. This is expected to include an
evaluation of quality against the REF assessment criteria for outputs and an
assessment of fit with the proposed unit of assessment. The appointment
process shall also confirm to external assessors that their evaluation of
outputs shall be considered alongside other information (see 9) and that it will
be the University's responsibility to select staff for inclusion in the REF.

THE DECISION MAKING PROCESS

The selection and submission process

The decision-making process is made up of 7 key stages, which are described
in the following flowchart including indicative deadlines, method of
communications and identifying the decisions makers involved. The
University's standing committees and reporting systems and roles of relevant
members of staff apply (see 6). The selection process builds on existing
management processes such as appraisal and performance management and
structured feedback and support will be given.

Approved by Senate (9 November 2011) and Council (28 November 2011)
v2. Amended following feedback from HEFCE (08 July 2012)
Page & of 24



¥z Jo g ebed
(z10z AInf 90) 3043H woy yoeqpesy Buimoo) papusy “ZA
(1102 JeqWanop gz) 1ouno) pue (1 L0z Jequisrop 6) sjeuss Aq paroiddy

‘Jels |[e o) Aldde jou [m jey; sebeys sjeoipur saull payseq "gN

SUoISsnasIp A
WM_MMM ON /2102 NWNLNY
_ - . /93NINNS
m e — : e (€T uonoes ass)
w S i | 4 STA \ 2l9eneny [eaddy
w /' Jenpinpur jeuondo €10 NvI Ad o
ON | m g a3e1s | poJapIsuod A
! | B e E T Mn/u ||||||||| ! mCm_Q F‘_U‘_mmmm-_ NHON OZ_M_QW
! UHM Je1s Y1V speqPas;
€10T AVIN/¥dV £T0Z HOYYIN € age1s z 3%e1s
(€T uo1103s 995) 3oeqPa94
9|qe|leny ¢ a8e1S ON
|eaddy :
JO ssadtold
ON Z107934
SIA | -1102 230
v €T0Z 934 €T0C NVI Ad 434 }20A TT0Z AON
43y Ul patapisuod (SIA| uluoisnpui payoune]
€T0Z AON/LDO uolsnjpul 434 0N oy 21081
10J uol3|es wouj yoeqpas4 uo129|es Jo 3apo)
uoissiwgns 333 van | S3A p a5e1s € a8e1s Z @8e1s 1 a8e1s




Stage 1: Code of Practice and Individual Staff Circumstances.

1. Code of Practice announced (by 30 November 2011) and the first request made for
staff to submit any individual staff circumstances they wish to be taken into account
to Human Resources (to be returned to HR by 22 December 2011).

Please note:

i) All staff will be encouraged to use the pro-forma in Annex 3 to set out any individual
circumstances that they wish to be taken into account.

if) There will be more opportunities to submit or update details of individual
circumstances, e.g. Stages 2 and 4-6.

fii) Additional information will be circulated when further information is published by the
Higher Education funding bodies and/or the Equalities Challenge Unit on the
assessment of individual circumstances.

Stage 2: Selection for Inclusion in mock REF (December 2011 to February 2012)

1. Heads of School responsible for applying the criteria for inclusion (see 9.2) to
recommend the staff to be submitted.

2. A provisional list of staff for submission and non-submission to the REF2014
considered by relevant members of Faculty Executive (including the Executive
Dean, Head of School, Associate Dean for Research and Human Resources
Manager) together with relevant REF Unit co-ordinators in the case of UoAs that
will draw on more than one School.

3. These lists to be submitted to Research Executive for approval.

4. Research Executive to discuss, endorse or request a reconsideration of the
provisional lists.

5. ATR staff not selected for inclusion in the mock REF to be informed in writing by
their Head of School to:

a) inform them of non-inclusion

b} give the opportunity to meet confidentially to explain the decision

c) give the opportunity to identify any unexplored individual circumstances

d} be informed that exclusion at this stage does not necessarily preclude
inclusion for the REF 2014 itself.

6. ATR staff selected for inclusion in the mock REF to be informed in writing by their
Head of School.

Please note:

i} Any individual circumstances declared by staff to Human Resources shall be
included in the assessment.

i) The selection of staff may necessarily involve discussions across Schools and
Faculties because of the options for submission in staff in affernative units of
assessment.

iii) This process is separate from, but linked fo, the on-going management of
research performance through Heads of School and supported by Human
Resources.

v} For ATR staff, whether submitied or not, in the Mock REF, the on-going
management of research performance will continue,

v) Where the opportunity is taken, unexplored personal individual circumstances
must now be provided on the pro-forma in Annex 3 (the appeal process is
described in 13).

Approved by Senate (9 November 2011) and Council (28 November 2011)
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Stage 3a. Feedback from Mock REF {January 2013).

1. For staff submitted in the Mock REF, Heads of School, School Research Directors
and/or REF Unit Co-ordinators, Executive Deans and Associate Deans for
Research shall consider the assessment of quality and fit of selected outputs by
the external assessor against the principles of this Code to provide further
recommendations on the inclusion of staff in the REF2014 submission to the Pro-
Vice-Chancellor for Research, Enterprise and Engagement.

Stage 3b. Consideration of ATR staff with research plans not returned in Mock

REF submissions (January 2013)

1. ATR staff not submitted in the mock REF but with clear progression against
agreed improvements in research performance shall be assessed against the
same criteria and at the same time as for Stage 3a, and any recommendations for
submission shall be submitted to the Pro-Vice-Chancellor for Research,
Enterprise and Engagement in January 2013, '

Stage 4: Decision on inclusion in REF submission (by February 2013).

1. Research Executive to discuss, endorse or request a reconsideration of the
provisional lists. Research Executive to report decisions to Executive Team.

Please note; _

i} Draft submissions will be taken info account, alongside any reports from external
reviewers/assessors, updates or newly submiitted individual staff circumstances
(or the advice of those involved in the assessment of staff circumstances) and
tactical considerations (see 9.2) fo maximise the University’s reputation and
consequent returns (Stage 5 iii).

Stage 5: Confidential feedback (March 2013).

1. The Pro-Vice-Chancellor for Research, Enterprise and Engagement will write to
each member of staff who was returned in the mock REF but who was
subsequently identified as a candidate for non-submission to:

a} inform them of non-submission

b} give the opportunity to meet confidentially to explain the decision

¢) give the opportunity to identify any unexplored individual circumstances

d) confirm that a meeting with the Head of School to discuss career
development is to be arranged (Stage 6)

Please note:

) A member of staff can choose to have a union representative aftend the meeting

with them if they wish,

i} This feedback will refer to the standard criteria for selection (see 9.2) and, where

relevant, will specify any conditions to be fuffilled before submission.

iif) This feedback will also include the exceplional cases of ATR staff who are eligible

for submission but where the decision is made for non-submission in order to
maximise UEA’s REF submission.

Stage 6. Optional confidential meeting for feedback and further discussion

(April 2013).

1. Where requested, the Pro-Vice-Chancellor for Research, Enterprise and
Engagement, Executive Dean, Head of School and/or Associate Dean for
Research meet with individuals to explain the decision and give the opportunity to
raise any unexplored individual circumstances they wish to have taken into
account,
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Please note:

iy Where a reconsideration of the decision is seen as warranted by the
represerntative of Research Executive, this will be reported back to Research
Executive (Stage 4).

i) Where the opportunity is taken, unexplored personal individual circumstances
must now be provided on the pro-forma in Annex 3 (the appeal process s
described in 13).

Stage 7: Further discussions.

1. Heads of School meet with those staff who will not be submitted to discuss future
options in the context of on-going management of research performance.

Flease note:

i) An appraisal by the relevant Head of School, including feedback, support and
guidance will be given at the first practicable opportunity. N

9.2  Standard criteria that will be used for selection in all cases
9.2.1 The following criteria will be taken into account:

« Eligibility for submission based on guidance issued by HEFCE.

¢ Eligible staff will have produced research outputs and contributed to
the research environment and impact of the research of the Unit of
Assessment within the assessment period as defined in the guidance
issued by HEFCE.

e Except for the individual circumstances published in the REF
guidance, there is a requirement that four outputs of the appropriate
quality per research active member of staff are included within a
submission. Individual circumstances will be taken into account with
regards to submitting fewer than four outputs, but not for lower quality
of individual outputs.

e The majority of outputs submitted must be assessed as being at least
of quality that is “internationally excellent in terms of originality,
significance and rigour but which falls short of the highest standards
of excellence” — viz three star rating as defined in the published REF
‘Assessment framework and guidance on submissions’, (REF02.2011,
Annex A).

e The threshold for the quality of the research activities which will
qualify eligible staff for inclusion is subject to the University's
judgement on what will be most advantageous for the overall profile
of the Unit of Assessment and the University.

9.2.2 Whilst individual staff will be involved in identifying their best/most
appropriate outputs, the final decision on which outputs are submitted is
for the University, taking into account what will be most advantageous for
the overall profile of the Unit of Assessment and the University.

Approved by Senate (9 November 2011} and Council (28 November 2011)
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9.3

9.3.1

0.3.2

Individual staff circumstances to be taken into account

It is essential that any decision that relates to the inclusion of a member
of staff for the REF2014 takes into account the following:

1) the standard criteria in 9.2

i) guidance produced by REF on how individual circumstances that
might have had an effect on an individual's contribution to a
submission will be dealt with.

The individual circumstances that must be given due consideration by
the University and the panels are detailed in the published REF
‘Assessment Framework and Guidance on Submissions’ (REF02.2011,
paras 88-85). The following provides a list of applicable circumstances
which may have affected an individual's ability to undertake research
activities:

Clearly Defined Circumstances:

¢ Qualification as an Early Career Researcher (as defined in the
‘Assessment Framework and Guidance on Submissions’
(REF02.2011 paras 85-86). Table 1 below sets out the permitted
reduction in outputs without penalty in the assessment for early
career researchers who meet this definition.

Table 1: Early career researchers: permitted reduction in outputs

Date at which the individual first met the | Number of outputs may
REF definition of an early career | be reduced by up to:
researcher.

On or before 31 July 2009

Between 1 August 2009 and 31 July 2010 | 1

inclusive
Between 1 August 2010 and 31 July 2011 | 2
inclusive
On or after 1 August 2011 3

From ‘Panel Criteria and Working Methods’ (REF01.2012 para 72).

e Absence from work due to working part-time, secondments or
career breaks (outside the higher education sector and in which
time the individual did not undertake academic research). Table 2
below sets out the permitted reduction in outputs without penalty
in the assessment for absence from work in these circumstances.

Approved by Senate (9 November 2011) and Council (28 November 2011)
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Table 2. Part time working, secondments or career breaks:
permitted reduction in outputs

Total months absent between 01 January | Number of outputs may
2008 and 31 October 2013 due to working | be reduced by up to:
part time, secondment or career break

0-11.99 0
12-27.99 1
28-45.99 2
46 or more 3

From ‘Panel Criteria and Working Methods’ (REF01.2012 para 73).

Qualifying periods of maternity, paternity or adoption leave:
Individuals may reduce the number of outputs by one for each
discrete period of:

a) Statutory maternity leave or statutory adoption leave taken
substantively during the period 1 January 2008 to 31 October
2013 regardless of the length of the leave.

b) Additional paternity or adoption leave lasting four months or
more, taken substantially during the period 1 January 2008 to
31 October 2013.

(From ‘Panel Criteria and Working Methods’ (REF01.2012 para 75)

Other circumstances that may apply in UOAs 1-6 as defined in
‘Panel Criteria and Working Methods’ (REF01.2012 para 86). In
UOAs 1-6 the number of outputs may be reduced by up to two,
without penalty in the assessment for the following: Category A
staff who are junior clinical academics. These are defined as
clinically qualified academics who are still completing their clinical
training in medicine or dentistry and have not gained a Certificate
of Completion of Training (CCT) or its equivalent prior to 31
October 2013; Category C staff who are employed primarily as
clinical, health or veterinary professionals and whose research is
primarily focused in the submitting unit.

Complex Circumstances:

Disabilty (as defined in the ‘Assessment Framework and
Guidance on Submissions’ (REF 02.2011 Part 4, Table 2).

HI health or injury

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 clearly defined circumstances allowance.
Other caring responsibilities

Gender reassighment

Other circumstances relating to the protected characteristics (age,
disability, gender reassignment, marriage and civil partnership,
political opinion, pregnancy and maternity, race, religion or belief,

Approved by Senate (9 November 2011) and Council (28 November 2011)
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sex and sexual orientation, language) as listed in the ‘Assessment
Framework and Guidance on Submissions’ (REF 02.2011 para
190 and table 2) or relating to activities protected by employment
legislation.

The University will note and apply any changes published by the
Higher Education funding bodies.

9.3.3 Where clearly defined circumstances are declared, these will be

10.

101

10.2

1.

11.1

11.2

assessed by the Human Resources Division and the decision on the
appropriate reduction of outputs will be communicated to the individual
and Head of School. Where complex circumstances are declared, these
will be assessed by the Director of Human Resources and the Pro-Vice-
Chancellor for Research, Enterprise and Engagement and the decision
on the strength of the case and the appropriate reduction in outputs
communicated to the individual and Head of School. In communications
about the appropriate reduction in outputs arising from the stated
circumstances, Human Resources shall protect the confidentiality of
individuals (see 14).

FIXED-TERM AND PART-TIME STAFF

The University is committed to treating all staff fairly irrespective of
whether they are employed on an indefinite, fixed-term, full-time or part-
time basis.

The University has developed the Code of Practice: Fixed Term Staff and
Code of Practice for the Employment and Career Management of
Research Staff. Managers are encouraged to develop a recognised
career structure and career development pattern for research staff.

MONITORING AND EQUALITY IMPACT ASSESSMENT

The University will monitor and undertake an impact assessment to
identify any imbalances in the selection of staff with all protected
characteristics for the mock REF (stage 2), for final submission (stage 4)
and of staff submitting an appeal (see 13). Equality monitoring data will
be used for this purpose although it should be noted that not all protected
characteristics are included, or included to the same extent, under
current monitoring arrangements. If any prima facie imbalance is found,
the University will investigate it.

The final equality impact assessment shall be published by the University
after submissions have been made.

Approved by Senate {9 November 2011) and Council (28 November 2011)
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12.

12.1

12.2

13.

13.1

13.2

13.3

REVIEW

The effectiveness of this Code of Practice will be monitored by the
Research Executive and may be amended from time to time as changes
in assessment requirements occur or in light of any recommendations
arising from the University's equality impact assessments (see 11).

When new statutory employment law provisions come into force, the
Code of Practice will be reviewed and updated as appropriate to reflect
the change in legislation.

APPEALS

The decision-making process (see 9.1) includes the provision of
feedback to every eligible staff member on the likelihood of their
submission to the REF2014. This feedback, including the grounds upon
which the provisional judgement has been reached, will be provided with
sufficient notice to allow meaningful reconsideration to take place, if
necessary, and as part of the Appeals process. Feedback on whether an
eligible staff member is to be included in the University's REF submission
will be provided by 31 March 2013. Appeals will normally be considered
during April/May 2013, and all appeals will conclude in time to inform the
final selection of staff in October 2013.

At Stages 2 and 6, each staff member not selected will have the
opportunity to appeal against the decision by providing additional
information within 10 working days, setting out the grounds for the appeal.
The only valid grounds for an appeal are:

i} the individual circumstances referenced in 9.3.2 have not been given
appropriate consideration and/or

i) the procedure was applied incorrectly.

It should be noted that there is no right of appeal against the academic
judgement of those responsible for selecting staff for inclusion in the
REF2014 submission.

The Pro-Vice-Chancelior (Research, Enterprise and Engagement) will be
responsible for hearing the appeal. Where the grounds relate to
consideration of individual circumstances, the additional information
should be submitted to Human Resources who will liaise with the staff
member to determine confidentiality issues prior to discussion with the
Head of School. Where the grounds relate to procedure only, the
additional information should be submitted directly to the Head of Schoo!.

If non-inclusion in the submission is confirmed, and the staff member
believes that there is evidence of unlawful discrimination, he/she may

Approved by Senate (9 November 2011) and Council (28 November 2011)
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14.

14.1

14.2

14.3

15.

15.1

decide to pursue the matter further under the appropriate Grievance
Procedure.

CONFIDENTIALITY

We will collect, store and process all information relating to the entire

REF process in accordance with the Data Protection Act 1998.
Information will be processed for the purposes of conducting and
evaluating the University’'s REF submissions. This information may in
turn be used by HEFCE in monitoring the diversity of the University's
submissions in a national context.

The University will protect the confidentiality of any equal opportunities
monitoring data on staff members and will safeguard any information
disclosed voluntarily within the regulations set by the Data Protection Act
1998. The information will be used for statistical purposes only and the
University will safeguard the confidentiality of personal information
disclosed.

Any individual circumstances submitted by staff to Human Resources will
be treated in confidence. Where specific discussion of individual
circumstances is required prior to an assessment of the appropriate level
of output reduction, the relevant member of Human Resources shall seek
the individual’'s permission prior to disclosing only relevant information to
identified members of staff. Where that permission is not granted but
where the discussion is needed to ensure the fullest assessment of that
individual's circumstances, then it is likely that the individual will need fo
fulfil all the requirements for inclusion in the REF.

CONTACT DETAILS

For further information or guidance regarding any of the issues covered
in this Code of Practice, please contact Research and Enterprise
Services.
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16. ACCESSIBLE FORMATS

16.1 This document is available in
alternative formats e.g. large print, disc
and on-line. If you need this document
in an alternative format, please contact
Research and Enterprise Services on:

Tel: 01603 591574
Fax: 01603 591550
Email:

researchandenterprise@uea.ac.uk

Approved by Senate (9 November 2011) and Council (28 November 2011)
v2. Amended following feedback from HEFCE (06 July 2012)
Page 15 of 24



UNIVERSITY OF EAST ANGLIA

Equality Code of Practice:

Preparing Research Excellence Framework Submissions

Annex 1: The University's statutory responsibilities include, but are not limited to:

e e e 0 o

. 2003 Equality Act 2010 (Specific Duties) Regulations 2011

The Equality Act 2010

Employment Rights Act 1996

Part-Time Workers (Prevention of Less Favourable Treatment)
Regulations 2000 (amended 2002)

Fixed-Term Workers (Prevention of Less Favourable Treatment)
Regulations 2002

Public Interest Disclosure Act 1998 (“Whistleblowers” Act)

The Human Rights Act 1998

Civil Partnership Act 2004

Gender Recognition Act 2004

Maternity and Paternity Regulations 1999 as amended by the
Maternity and Parental Leave (Amendment) Regulations 2002
Paternity and Adoption Leave Regulations 2002

Approved by Senate {8 November 2011} and Council (28 November 2011)

v2. Amended following feedback from HEFCE (06 July 2012)
Page 16 of 24
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UNIVERSITY OF EAST ANGLIA

Equality Code of Practice:
Preparing Research Excellence Framework Submissions

Annex 3: pro-forma for statement of individual circumstances
This will be reviewed against any template produced by the Equalities Challenge Unit
in advance of its being issued to UEA staff.

Name:
Job Title:
School:
Unit of Assessment {if known):
Nature of individual circumstances: Clearly Defined/
(please refer to paras 85-87 for "Early Career Complex/
Res:earciher"’( and/or paras 88-95 for "9[early Early Career Researcher/
g; g%eﬂ era%gg?g E:;‘ Circumstances” in REF Other circumstances that may have had
www.hef'ce.ac.uklresearchlreflpubsl201 1/02_11/y | @an impact on research outputs
(please delete those not applicable)

Please provide details below of any individual circumstances that you wish to be taken into
consideration when examining your research profile (continue on a separate sheet as
necessary). Provide as much information as you feel is necessary.

For Early Career Researchers: state the date you consider you started your career as an
independent researcher (see para 85b) (must be after 1 Aug 2009) and provide brief details
of your research career history to date including employing organisations.

For all other cases, your statement must include as a minimum: a broad description of the
nature of the circumstances; when they occurred; their duration; the extent of the impact on
your ability to carry out research activities, (eg. completely unable, 50% reduction in time).

| declare that the information given here is correct and hereby give my permission for it to be
made available, on a confidential basis, to the relevant decision makers who are considering
my research profile for the REF2014 and for the purposes of the University’s equality
monitoring and equality impact assessment.

Signature:

Date:

Please return this form to your Human Resource Manager (or in exceptional circumstances
you may wish to return this form to the Director of Human Resources).

Approved by Senate (8 November 2011) and Council (28 November 2011)
v2. Amended following feedback from HEFCE (06 July 2012)
' Page 23 of 24



UNIVERSITY OF EAST ANGLIA

Equality Code of Practice:
Preparing Research Excellence Framework Submissions

Annex 4: Amendments to the Code of Practice following feedback from the REF
Equality and Diversity Advisory Panel (EDAP) received in July 2012.

Addition to para 3 of the Introduction detailing communication of the plan to eligible
members who are absent from the University.

5.3 Addition of a description of the process to be used to communicate the Code to
eligible staff who are absent from the University.

Amendments to Decision Making Flow Chart (page 6) relating to the addition of
information relating to timing of appeals process and submission decisions.

9.3.2 Addition of a list of individual circumstances which would be taken into account
and of Tables 1 (Early career researchers: Permitted reduction in outputs) and 2
(Part-time working, secondments and career breaks: Permitted reduction in outputs).

13.1 Addition of detail of timing of the conclusion of appeals.
Annex 2 - Individual Roles and Responsibilities of Decision Makers. Addition of
communication of the Code of Practice to eligible staff who are absent from the

University to the Executive Dean of Faculty and Human Resources Department.

Addition of Annex 4 to detail changes made to the Code of Practice following
feedback from EDAP in July 2012.

Amendment to running footer to identify this version as amended following feedback
from EDAP in July 2012.

Any queries on these amendments to the Code of Practice can be discussed with
Julia Warner, Research & Enterprise Manager (REN)
(ext x3619, email j.warner@uea.ac.uk).

Approved by Senate (9 November 2011) and Council (28 November 2011)
v2. Amended following feedback from HEFCE (06 July 2012)
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