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[bookmark: _Toc237609582]Acronym list
This code of practice uses abbreviations and acronyms, these are always first spelt out, however the following lists all that are used in this document: 

· REF- Research Excellence Framework 
· HEIs- Higher Education Institutions 
· CoP- Code of Practice
· UoA- Unit of Assessment 
· EIA- Equality Impact Assessment 
· SRR- Significant Responsibility for Research 
· HESA- Higher Education Statistics Agency
· WAM- Workload Allocation Model 
· RSA- Research or Scholarly Activity 
· RI- Research Independence 
· PGR- Postgraduate Research Student
· REFQUALCON- Higher Education Statistics Agency code for contracts eligible for the REF 2029 volume measure.
· ACEMPFUN 2- Higher Education Statistics Agency code for Research Only contracts 
· ACEMPFUN 3- Higher Education Statistics Agency code for Teaching and Research Contracts 
· REFUOA2029- Higher Education Statistics Agency code Identifying UoA associated with contracts
· RDAP- Research Degree Awarding Powers 
· DORA- San Fransico Declaration on Research Assessment 
· VCET- Vice Chancellors Executive Team

	





[bookmark: _Toc237609583]Part 1: Introduction
[bookmark: _Toc237609584]1.1 Purpose and aim of the Code of Practice

1.1.1 The Research Excellence Framework (REF) is the system used to assess the quality of research in UK Higher Education Institutions (HEIs). As set out in the Code of Practice Guidance for REF 2029[footnoteRef:1], every institution intending to submit to REF 2029 is required to develop, document, and apply a Code of Practice.  [1:  REF Code of Practice Guidance- https://2029.ref.ac.uk/guidance/section-8-code-of-practice-guidance/ ] 


1.1.2 The Wrexham University REF 2029 Code of Practice (CoP) sets out the principles, policies, and procedures that will govern the university’s submission. It provides clear guidance on how decisions are made, who is responsible for making them, what training is required, how communication will take place, and how appeals and Equality Impact Assessments (EIA) will be managed.

1.1.3 The code is designed as a compliance document, but also as a transparent framework that enables all staff to understand the processes underpinning REF 2029.

1.1.4 The CoP comprises four core sections:

· Identifying academic teaching and research contracts that contribute to the REF volume measure
· Identifying academic research-only contracts that contribute to the REF volume measure
· Allocating contracts to Units of Assessment (UoAs)
· Selecting outputs

1.1.5 Each section explains the policy principles, criteria applied, the processes followed, and the governance arrangements in place to ensure consistency and fairness.

1.1.6 The code is mandatory and applies to all Wrexham University staff. All Units of Assessment (UoAs) included in the university’s REF 2029 submission will operate in accordance with the same policies, principles, and procedures set out in this code. This ensures a consistent, equitable, and transparent approach across the institution.

1.1.7 The CoP is for all staff at Wrexham University: 
· A transparent record of how REF decisions are made
· A guidance document for understanding roles, responsibilities, and processes
· A resource to support staff engagement with REF 2029
· A framework for ensuring fairness, accountability, and consistency

1.1.8 By clearly documenting decision-making processes, the code enables openness and institutional accountability, supporting confidence in the integrity of the university’s REF submission.

1.1.9 Underpinning this code is a fundamental commitment to supporting and encouraging staff engagement in research and scholarship, and to advancing the university’s overall research capacity and impact, both within and beyond the institution.

1.1.10 This code will assist all those involved in REF 2029 to:
· Understand and fulfil their responsibilities in promoting equality, diversity, and inclusion.
· Implement fair, robust, and transparent processes that ensure equality of opportunity and prevent unlawful discrimination or harassment.
· Create an environment in which individuals feel respected, valued, and supported.
· Draw on the talents, skills, experience, networks, and diverse cultural perspectives of the university community.
· Foster positive and constructive working relationships across the academic community.
· Contribute to a research quality profile consistent with the university’s mission.

1.2 [bookmark: _Toc237609585]Code of Practice Principles 
1.2.1 Robustness – This CoP ensure that staff contracts contributing to the REF volume measure robustly and accurately reflect staff responsibilities by applying clear definitions of significant responsibility for research (SRR) and research independence (RI), supported by criteria such as contractual expectations, workload allocation and leadership responsibilities rather than job title. This approach provides a consistent framework applied across the university, promoting fairness and reducing subjectivity. The approach was developed through consultation with staff and is underpinned by an EIA and ongoing monitoring, ensuring that the process is equitable, inclusive, and consistently applied across the institution.

1.2.2 Transparency - This Code is communicated transparently and inclusively to all staff through a comprehensive, multi-channel approach designed to ensure accessibility. The final and any updated versions are published on the university’s external webpages, in both English and Welsh, to ensure public accessibility and transparency. Internally, the CoP will be shared with all staff through email communications, Research Monthly newsletters, and dedicated Microsoft Teams channels to ensure broad dissemination. Awareness and understanding will be supported through Research Unplugged events, REF Bitesize sessions, and dedicated REF CoP drop-in sessions, which will provide opportunities for staff to ask questions and seek clarification. 

1.2.3 Equality and Inclusion - Decisions about submissions are made through fair, impartial and evidence-based processes that actively support diversity of people, career paths and research contributions. All policies and procedures within the CoP are subject to EIA, ensuring that potential barriers or unintended biases are identified and mitigated. The CoP adopts a celebratory and inclusive approach to research, explicitly recognising and valuing the full diversity of outputs, methodologies, disciplines and individual circumstances. By positioning REF as a collective endeavour that belongs to everyone in the university community, the approach fosters an inclusive research culture in which diverse contributions are acknowledged, supported and championed.

1.2.4 Throughout the REF cycle, and in the policies and procedures that underpin this CoP, the university’s core values: Excellence, Inclusion, Collaboration, Transformation and Sustainability, shall be upheld and embedded in its development and implementation.
1.3 [bookmark: _Toc237609586]Contextualisation within Institutional Policies
1.3.1 The CoP is integral to Wrexham University’s commitment to Equality, Diversity and Inclusion and reflects the institution’s core value of Inclusion. The university values note that all individuals are treated with kindness, dignity and respect, and that integrity will guide all actions undertaken for the common good. The CoP establishes clear expectations that actively promote equality, diversity and inclusion through the university’s culture and environment. 

1.3.2 The CoP supports the delivery of the university’s 2030 Vision and Strategy[footnoteRef:2]. In relation to Research and Enterprise within the vision and strategy, the university is committed to fostering an inclusive and interdisciplinary research and enterprise culture that nurtures and builds staff and student capacity to deliver excellence, innovation and transformation. In support of the Student Experience and Opportunities, the CoP affirms the university’s commitment to providing a compassionate, inclusive learning environment. In alignment with People, Places and Partnerships, the Code reinforces the university’s role as a values-driven institution that listens, engages, and reflects on what matters most to its people, places, and partners. The university is committed to empowering its community and delivering its civic mission through respectful engagement and inclusive practice. [2:  Wrexham University Vision and Strategy 2030- https://wrexham.ac.uk/about/vision-and-strategy/ ] 


1.3.3 The university’s Equality, Diversity and Inclusion Policy is embedded throughout this CoP. The university is committed to supporting, developing and promoting equality, diversity and inclusion across all its activities. It recognises the educational, social and organisational benefits of a diverse community and is committed to cultivating an inclusive environment in which staff and students can thrive. The university opposes all forms of unlawful or unfair discrimination on the grounds of protected characteristics, part-time or fixed term contractual status and caring responsibilities. 

1.3.4 The Code further reinforces the Dignity at Work Policy by affirming a zero-tolerance approach to harassment, bullying and victimisation. The university will ensure that all members of its community are treated with respect, courtesy and consideration at all times. Reports of harassment or discrimination will be treated seriously, fairly and objectively, regardless of the seniority of those involved.

1.3.5 The university’s Strategic Equality Plan 2024–2028[footnoteRef:3] is supported through the implementation of the CoP. The university is committed to advancing equality objectives in accordance with the Equality Act 2010 and to embedding an intersectional approach that recognises the diverse identities and experiences of its community. The Code promotes a safe and inclusive research culture, free from discrimination, prejudice, intimidation and harassment, and ensures that equality, diversity and inclusion remain central to institutional practice. [3:  Wrexham University Strategic Equality Plan 2024-2028- https://wrexham.ac.uk/media/marketing/policies-and-documents/info-governanace/WREXHAM-UNIVERSITY-STRATEGIC-EQUALITY-PLAN---2024-2028-(ENGLISH).pdf ] 


1.3.6 The university further recognises its specific responsibility to promote Welsh language, culture and heritage. The university is committed to the Welsh Language Standards and to supporting Welsh-medium provision through its Welsh Language Policy and associated strategies. The Code affirms that respect for the Welsh language and cultural identity forms part of the university’s inclusive environment.

1.3.7 Overall, the CoP operationalises the university’s strategic and policy commitments of equality, diversity and inclusion, by translating its values into clear standards of conduct. 
1.4 [bookmark: _Toc237609587]Update on Actions Since REF 2021
1.4.1 Since REF 2021, Wrexham University (renamed from Wrexham Glyndŵr University in September 2023 to strengthen institutional identity and civic engagement) has undertaken substantial strategic, structural and cultural developments. 

1.4.2 The University has implemented a new institutional vision to become a world-leading modern civic university, regionally and globally engaged, delivering skills and impactful research that drive economic growth and innovation for the well-being of current and future generations. 

1.4.3 Research capacity and maturity have increased significantly, evidenced by our recent achievement of Research Degree Awarding Powers (RDAPs). In recognition of this growth, the definition of SRR and RI has expanded since 2021. As a result, the proportion of academic staff identified with SRR and RI is expected to increase from 15% in REF 2021 to approximately 30% for REF 2029, reflecting a substantial broadening of research participation and capacity.

1.4.4 This expansion is undertaken with explicit consideration of equality, diversity and inclusion in the REF volume measure. In REF 2021, the staff submission reflected a gender imbalance. Through targeted career development and progression support, the university anticipates that the REF 2029 submission will demonstrate an even gender representation, evidencing progress in addressing previous disparities. 

1.4.5 The university has further strengthened research infrastructure and support through investment in research services, including the appointment of research impact managers to work with researchers and research teams, and research administration to support with research governance and culture. 

1.4.6 Since 2021, Wrexham University has been a signatory to the Concordat to Support the Career Development of Researchers, further demonstrating its commitment to supporting early career researchers and actively embedding its principles across institutional culture, employment conditions, and professional and career development. In line with these principles, the University is committed to supporting colleagues on fixed-term and part-time contracts by promoting inclusive employment practices and ensuring equal access to professional development, career progression opportunities, and the wider research community. Career progression within the University is based on individual merit and the reasonable requirements of the role, irrespective of protected characteristics, contract type, working pattern, or caring responsibilities. All staff are provided with an allocation of time for professional development through the University's Workload Allocation Model (WAM), regardless of contract type or employment status. The University also provides targeted support and development opportunities for research-only staff on fixed-term contracts, including access to researcher development programmes, mentoring, supervisory training, leadership development, and career planning support, to enable them to develop their research careers and participate fully in the University's research environment.

1.4.7 In 2025, the university achieved a Race Equality Charter Bronze Award, marking a structured programme of action to remove barriers and create a more inclusive environment for Black, Asian and minority ethnic students and staff. In the same year, it secured Gold Award status in the Stonewall Workplace Equality Index, rising from 41st to ninth place overall and ranking fifth within the Higher Education sector. The university has also been approved as a Disability Confident Employer, demonstrating its commitment to the recruitment and retention of disabled workers and those with health conditions.

1.4.8 Work has also progressed to strengthen the inclusive research culture and support career progression pathways. Academic and researcher development has been enhanced to meet the needs of staff at different career stages, including emerging researchers, early-career researchers, fixed-term and part-time researchers, and those undertaking supervisory responsibilities for the first time. Attention has been given to ensuring that fixed-term and part-time staff have equitable access to development opportunities, training, and career progression support. This approach ensures that the expansion of SRR is supported by appropriate training and workload allocation, helping to mitigate potential inequalities in opportunity. The University is committed to providing appropriate training and development opportunities to enable all staff to improve their performance and achieve their objectives, regardless of protected characteristic, fixed-term or part-time status, or caring responsibilities.

1.4.9 Since 2022, the introduction of CYFLE[footnoteRef:4], developed with the support of Coleg Cymraeg Cenedlaethol, a strategy for expanding and developing the Welsh language as part of a broader plan to promote and encourage Welsh at Wrexham University, has provided a living framework to expand Welsh-language provision and promote the Welsh language as an integral part of institutional life. [4:  CYFLE - The Welsh Medium Strategy at Wrexham University- https://wrexham.ac.uk/media/marketing/policies-and-documents/Welsh-Medium-Academic-Strategy.pdf ] 


1.4.10 Finally, staff networks and equality sub-groups have continued to play an influential role in driving and informing progressive action. These include the EDI Academic Development Team, the LGBTQ+ Staff Network, the Race Equality Group, the MO: SAIC (Multicultural Opportunities: a Supportive, Accessible, Inclusive, Community Network) Group, the Race Equality Strategic Implementation Group, the NeuroInclusion Staff Network and the Women’s Professors and Readers Network.  

1.4.11 Collectively, these developments demonstrate a sustained and structured response to previous EIA findings, embedding equality more deeply into research development, workforce planning and institutional culture. 

1.5 [bookmark: _Toc237609588]Staff and Committees
1.5.1 Throughout this CoP, each section identifies the decision-making roles and responsibilities of individual staff and committees, of the REF cycle. This section provides an overview of all these roles. 

1.5.2 Individual staff and their role in decision making:

· Vice Chancellor: Approves the institutional framework and all final decisions relating to this CoP and the REF 2029 submission, ensuring alignment with the university’s strategic vision.

· Deputy Vice Chancellor(s): Supports the Vice Chancellor in overseeing the consistent implementation of the CoP across the institution, ensuring alignment with operational needs in all faculties. The Deputy Vice Chancellor(s) are also responsible for receiving appeals and for convening, overseeing, and managing REF Appeal Panels and the associated appeals process.

· Executive Director of Human Resources: Ensures volume measure determinations align with contractual terms, workload models, and employment policies, ensuring fairness and legal compliance.

· Deputy Director of Human Resources: Supports the consistent application of related HR processes, including documentation, consultation, and HESA records. 

· Deans: Make faculty-level recommendations based on established criteria and are responsible for documenting decisions within their areas. Deans are also accountable for ensuring that REF submissions are aligned with, and reflective of, the faculty and institutional research strategy.

· Associate Deans for Research: Support the Deans in making faculty- level decisions, support the Head of Research Services in the strategic and operational oversight of the CoP and REF2029 Submission. Support UoAs within their faculties to prepare for REF 2029, ensuring they implement and consistently follow the CoP. 

· Unit of Assessment Leads: Provide expert judgment, coordinate, support, and report on the Unit’s research to the REF Steering Group in preparation for the UoA submission to REF 2029. The UoA Lead plays an active role, in partnership with the Dean, the Associate Dean for Research, the Research Office, and Faculty Administrators, in strategically coordinating the research submission across the disciplines and departments within the Unit,

· Head of Research Services: Overall strategic and operational management of the CoP and REF 2029 submission. 

· Head of Organisational Development and Diversity: Ensures and oversees the CoP and all decisions made during the REF cycle are equitable, inclusive, and subject to appropriate EIA. 

· Research Impact Managers: Support the Head of Research Services and UoA leads in the preparation for REF 2029 

· All Staff: All Wrexham University staff are responsible for ensuring they comply with the CoP. 

1.5.3 Committees and Groups and their role in decision making 

· Internal Peer Review Groups: Reporting to: REF Steering Group: Roles and Responsibilities: Internal Peer Review Groups provide unit-level oversight of REF submissions. They are responsible for reviewing and assessing outputs, impact case studies, and environment statements within their respective units to support the development of high-quality submissions. The groups provide expert disciplinary advice to inform decision-making and make recommendations to the REF Steering Group, ensuring that submissions are robust, evidence-based, and aligned with this CoP. 

· REF Appeals Panel: Reporting to: Vice-Chancellor’s Executive Team. Role and Responsibilities: Convened by the Deputy Vice-Chancellor, the Panel independently reviews appeals on the grounds of non-adherence to this Code of Practice or misapplication of REF criteria. It considers written and/or oral representations and advises VCET on whether decisions should be upheld or reconsidered, providing clear reasons. 

· REF Steering Group: Reporting to: Research Committee. Role and Responsibilities: The REF Steering Group is responsible for reviewing the REF submission criteria and ensuring that it aligns with institutional objectives. It provides operational oversight of the policies and decision-making processes related to the REF2029 submission ensuring, that these processes are transparent, fair, and in accordance with institutional priorities. 

· Equality, Diversity, and Inclusion (EDI) Committee: Reporting to: People Committee: Role and Responsibilities: The EDI Committee ensures that EIAs are in place and updated throughout the REF cycle. The group actively promotes strategies that integrate equality, diversity, and inclusion into every stage of decision-making, aiming to foster an inclusive research environment. The group's work includes advising on policy adjustments and ensuring that all decisions support fairness and inclusivity.

· Research Committee: Reporting to: Academic Board: Role and Responsibilities: The Research Committee provides the strategic direction for REF 2029. The committee oversees the development and implementation of research policies and practices aligned with the university’s research goals and strategies. 

· People Committee: Reporting to: Vice Chancellor’s Executive Team: Role and Responsibilities: The People Committee provides high-level strategic guidance to ensure that all policies and procedures related to REF 2029 are equitable and inclusive. The committee ensures that these policies promote fairness and consistency across all research assessments, ensuring that human resources and organisational practices support the implementation of equitable criteria that reflect the institution's commitment to equity, diversity, and inclusion.

· Professorial and Readership Committee: Reporting to: Vice Chancellor’s Executive Team: Role and Responsibilities: The Professorial and Readership Committee ensures that criteria adequately reflect the roles and responsibilities of academic staff, including Professors and Readers. The committee plays a critical role in reviewing and supporting the final REF 2029 submission ensuring, that all final decisions are in line with the CoP and promote transparent, fair practices that support institutional values.

· Academic Board: Reporting to: Board of Governors: Role and Responsibilities: Academic Board is responsible for providing approval on any policies, codes of practice, or procedures related to the REF 2029 submission. Academic Board ensures that all aspects of the processes are align with the institution's academic strategy and objectives. Academic Board's oversight guarantees that the final submission for REF 2029 meets the highest standards and complies with national and international academic frameworks.

· Vice Chancellor’s Executive Team (VCET): Reporting to: Board of Governors: Role and Responsibilities: The Vice Chancellor’s Executive Team is responsible for providing high-level strategic oversight of all policies and decisions related to REF 2029. VCET ensures that institutional priorities are aligned with national research policies and that all criteria reflect the university’s core values, vision and strategy. It holds final approval for any policies or Codes of Practice related to REF submissions and makes the final decision on appeals, following consideration of advice from the REF Appeal Panel.

· Board of Governors (BoG): The Board of Governors will receive annual strategic reports detailing institutional decisions relating to the REF submission, progress and key developments from the REF Steering Group, updates on impact case studies and output review activity, and strategic overviews of the research culture and environment.

[bookmark: _Toc237609589]Part 2: Identifying Staff Contracts with Significant Responsibility for Research (SRR)
[bookmark: _Toc237609590]2.1 Policy 
2.1.1 As outlined in the REF 2029 Guidance, HEIs will not submit individual staff information to REF 2029. Instead, the volume measure will be derived directly from the Higher Education Statistics Agency (HESA) staff records, with eligible contracts identified through the REFQUALCON flag.

2.1.2 For ‘Teaching and Research’ contracts (ACEMPFUN 3), HEIs must demonstrate and set a defining criterion for SRR.  

2.1.3 Wrexham University values the contribution of all academic staff, whether through teaching, professional practice, research, knowledge exchange, or civic engagement. The university recognises that all research activity is of value and that every member of academic staff contributes in some way to the institution’s research portfolio and to its performance in REF. Engagement in research activity that is eligible for inclusion in the REF volume measure represents only one aspect of the contribution staff may make. Engagement in research without carrying SRR does not diminish the value of an individual’s contribution to the university. It will not be used as a determining factor in decisions relating to promotion and progression, resource allocation, or contract extension.

2.1.4 The REF 2029 criteria and definition of SRR are as follows:
· Clear and Fair Criteria (Objective, Inclusive, Transparent): Identification of SRR must be based on measurable contractual expectations rather than the quality or quantity of research outputs. Criteria must be applied consistently and without discrimination across the institution, and must be clearly communicated and accessible to all staff.
· Explicit Time and Resources: Staff should have a defined proportion of time allocated to research, or formal research allocation within workload models
· Independent Research: They may be eligible to apply for external funding as lead or co-applicant, have access to research leave or sabbaticals, hold membership of research centres or institutes, and meet institutional indicators of research independence.
· Explicit Expectation of the Role: Research must be an explicit expectation of the job role. This expectation should be reflected in career pathways, stated objectives, job descriptions, and appraisal processes.

2.1.5 At Wrexham University, all staff on academic contracts are employed on contracts described as “teaching and research”. All such staff have a guaranteed minimum allocation of time within the Workload Allocation Model (WAM) for research and/or scholarly activity (RSA). Individual RSA allocations may exceed the contractual minimum, reflecting discussions and agreements relating to research plans, external research funding, and anticipated outputs, balanced against other duties and responsibilities.

2.1.6 Although all academic staff on teaching and research contracts have contractual responsibility and time allocated for self-directed research, this does not necessarily constitute SRR. For some staff, research accounts for only a small proportion of their overall role. As a small institution, Wrexham University fosters a diverse academic community that includes early-career researchers, colleagues pursuing doctoral qualifications, and staff at more established stages of their careers. The university equally values those whose primary contributions are centred on professional practice, knowledge exchange, and teaching excellence, recognising that impact, innovation, and student success are advanced through a wide range of academic career pathways.

2.1.7 All academic staff are allocated the same amount of minimum RSA hours to ensure equitable access to career development opportunities across the institution. The deployment of these hours reflects individual career stage, disciplinary context, personal research trajectory, and the research aims and priorities of the Department and Faculty, thereby supporting fairness of opportunity alongside appropriate developmental progression. The hours available for part-time and fixed-term are adjusted pro-rata. 

2.1.8 For the purposes of REF 2029, Wrexham University defines Significant Responsibility for Research in a manner that is transparent, inclusive, and capable of consistent verification across all Units of Assessment. In determining its institutional criteria, the university has adopted a single, clearly evidenced benchmark: 

· On a teaching and research contract and approved supervisor status on the university’s Supervisor Register as a Principal Supervisor or Second Supervisor of Postgraduate Research students.

2.1.9 This approach reflects the institutional context of Wrexham University, within which responsibility for the supervision of research students constitutes a substantive research- related role, with additional hours allocated to recognise the scope of these duties. The supervision of PGR requires demonstrable research activity, appropriate supervisory experience, and the capacity to mentor students effectively. It demands independence in both the development and execution of research projects, as well as the ability to provide guidance and leadership. The allocation of additional hours acknowledges the sustained commitment involved, including project oversight, academic mentoring, pastoral support, progression monitoring, and contribution to the research culture. As such, it represents a robust and proportionate indicator of SRR and RI. 

2.1.10 By adopting this criterion, the university ensures:
· Alignment with its inclusive approach to REF 2029.
· Transparency and consistency in the identification of staff with SRR.
· A clear and auditable mechanism for verification.
· Ensures evaluation is aligned with role expectations. 

2.2 [bookmark: _Toc237609591]Procedure
2.2.1 All staff wishing to become a postgraduate research supervisor, and who therefore meet the criteria for holding SRR, must submit a formal application. Eligibility to apply is not restricted by contract type and includes appropriately qualified staff employed on fixed-term or part-time contracts. 

2.2.2 Before submitting an application, applicants must have completed the mandatory supervisor training delivered by either the Associate Dean for Research or an experienced research supervisor.

2.2.3 The application form (Appendix 1) includes a declaration confirming that, if approved as a supervisor, the applicant will be recognised as having SRR. The applicant also acknowledges responsibility for allocating appropriate time within their WAM for supervisory and SRR duties. In addition, individuals who were listed on the Supervisor Register prior to the introduction of revisions to the application form to include SRR responsibilities will be formally informed of their inclusion as holding SRR responsibilities.

2.2.4 The process for confirming eligibility for nomination as a Principal or Second Supervisor is administered formally by the Student Administration Office. Verification that an applicant meets the defined criteria is undertaken by the Head of Research Services and the relevant Associate Dean(s) for Research through a review of the supporting documentation submitted as part of the application, including the application form, CV, and personal research plan.

2.2.5 Once approval is confirmed, the member of staff is notified and added to the postgraduate supervisor register. Human Resources is informed to update the relevant HESA record. 

2.3 [bookmark: _Toc237609592]Decision-Making and Communications on SRR

2.3.1 The REF2029 Steering Group, established in 2022 under approved Terms of Reference (Appendix 2), oversees the development and implementation of the REF 2029 CoP. Reporting to Research Committee and Academic Board, it ensures consistent, transparent, and equitable processes for submission planning, staff identification, and output selection.

2.3.2 The group first considered a strategic REF Action Plan and initial criteria for identifying SRR and RI. The Action Plan was approved in August 2023, confirming SRR and RI criteria as a key priority and formalising UoA lead membership to support strategy, implementation and communication across the faculties. 

2.3.3 In May 2024, the group reviewed and agreed to formalise SRR and RI criteria for REF 2029. The Head of Research Services consulted registered supervisors and research-only staff individually and through academic team meetings.

2.3.4 The proposed SRR and RI approach was reviewed through Research Committee and VCET, and supervisor registration documentation was updated to support the emerging REF 2029 eligibility requirements.

2.3.5 University wide engagement supported transparency, including REF information sessions (“REF Bitesize” and “Research Unplugged”). In December 2025, “Research Unplugged: REF – What We Know So Far” outlined the proposal that Principal and Second Registered Supervisors would form the SRR and RI criteria. 

2.3.6 All REF 2029 decisions, including SRR identification, are guided by principles of robustness, transparency, consistency, accountability, consultation, and equality, diversity and inclusion. An EIA is completed and updated throughout the decision-making and approval process. 

2.3.7 Following all staff consultation process of the CoP, the REF Steering Group will finalise the SRR and RI criteria and recommend them for approval through the university’s governance framework. 

2.3.8 Following internal approval, the SRR and RI criteria, appeals process and EIA will be incorporated into the REF 2029 CoP and submitted in accordance with UK funding body guidance.

2.3.9 Upon ratification, the REF Steering Group will oversee consistent and equitable application across Units of Assessment, maintaining a clear audit trail of decisions.

2.4 [bookmark: _Toc237609593]Staff and Committees
2.4.1 The following groups oversee the final decision-making process in confirming the SRR for REF 2029. Full details of their role can be found under 1.5.3. 
· REF 2029 Steering Group 
· Research Committee
· VCET 

2.4.2 The Associate Deans for Research and Head of Research Services confirm formal approval of all individual contracts for postgraduate research supervisor, and therefore the criteria for SRR in REF 2029. Full details of their role can be found under 1.5.2.  

2.5 [bookmark: _Toc237609594]Training 
2.5.1 As approvers of principal and second supervisors and therefore approvers of the university criteria for selecting SRR and RI, the Associate Deans for Research and Head of Research Services will complete annual training in unbiased recruitment and selection training, delivered by the Organisational Development and Diversity Team.  

2.5.2 All staff submitting an application for principal or second supervision of a postgraduate research student must first complete a training session delivered by the Associate Dean of Research or an experienced postgraduate research supervisor. 

2.5.3 Members of the REF 2029 Steering Group will receive training delivered by the Organisational Development and Diversity team and Research Services Team on:
· Inclusive decision making 
· Equality Impact Assessments 
· Intersectional considerations in EDI 
· Unconscious Bias 

2.6 [bookmark: _Toc237609595]Appeals
2.6.1 REF 2029 represents a significant shift in emphasis from assessing individuals to assessing institutions. The exercise evaluates the research strength, capacity and sustainability of the university. 

2.6.2 The categorisation of SRR and RI is undertaken for the purpose of determining research volume measures. They are mechanisms required by the REF framework to enable the university to submit an accurate institutional return based on research capacity. 

2.6.3 Wrexham University is committed to REF 2029 being a collective university endeavour. It belongs to the whole research community and reflects the diversity and culture of research contributions across the institution. All decisions relating to REF submissions are undertaken with equality, diversity and inclusion at the forefront, celebrating the full breadth of research activity and ensuring fairness, transparency and consistency throughout.

2.6.4 While REF 2029 is an institutional submission, the university recognises the importance of maintaining a clear and accessible process for queries, consultation and appeal for all members of the university community.

2.6.5 Following the review and approval of SRR and RI determinations, and once the CoP has been formally approved and communicated to all staff, relevant information relating to individual academic staff will be made available upon request by the Chair of the Research Committee. Before this stage, all staff will have the opportunity to provide feedback, raise questions, and seek clarification through the all-staff consultation process of the draft CoP.

2.6.6 After the CoP has been formally approved and implemented, an individual member of staff may request an informal discussion with the Chair of the Research Committee regarding their inclusion in, or exclusion from, the REF volume measure. Such discussions should normally take place within two weeks of the final CoP being formally communicated to all staff. This time limit may be extended where absence from the workplace makes it impracticable to meet within that period. The purpose of this stage is to provide clarification and ensure transparency before any formal appeal is submitted, and is distinct from the earlier all-staff consultation process on the CoP.

2.6.7 If, following the informal discussion, the individual remains dissatisfied with the explanation provided, they may submit a formal written appeal to the Deputy Vice-Chancellor within two further weeks of the date of that discussion. Appeals must be submitted by email within this timeframe. The written appeal should clearly set out the grounds for appeal, explicitly referencing the criteria outlined in section 2.6.9,
and provide a clear explanation of how these grounds apply to their case. The appeal should include sufficient detail, together with any relevant supporting evidence, to enable proper consideration by the REF Appeal Panel.

2.6.8 The Deputy Vice Chancellor will convene a REF Appeal Panel comprising: 
· A Professor of the University not involved in the identification of staff, nominated by the Vice-Chancellor
· An external member with significant experience in identifying staff for inclusion in the REF
· A Senior Member of Human Resources nominated by the Vice-Chancellor

2.6.9 Appeals may be made only on the following grounds:
· Failure to adhere to this CoP; or
· Incorrect or inappropriate application of the REF criteria as laid down by the relevant REF Steering Group.

2.6.10 The REF Appeal Panel will:
· Consider the grounds of the appeal independently.
· Provide the appellant and the Chair of the Research Committee with the opportunity to submit written and/or oral representations. Where the appellant chooses to make oral representations, they may be accompanied by a colleague or union representative.
· Advise VCET on whether the original decision should be upheld or reconsidered, giving clear reasons.

2.6.11 The Chair of the Appeal Panel will submit the Panel’s advice and the reasons for it to VCET.

2.6.12 VCET will consider the advice of the REF Appeal Panel and make the final decision on the outcome of the appeal, including any determination regarding the inclusion or exclusion of individuals in the REF volume measure. 

2.6.13 The outcome of the appeal, including the reasons for VCET’s decision, will be communicated in writing to the appellant normally within four weeks of receipt of the formal appeal. Where additional time is required due to the availability of panel members or the need to review supporting evidence, the appellant will be informed of the revised timeframe
2.7 [bookmark: _Toc237609596]Equality Impact Assessment (EIA)
An EIA was completed as part of the review of the definitions of SRR and RI at Wrexham University. Throughout this review, equality, diversity, inclusion, and representation were central to the decision-making process. The assessment considered protected characteristics under the Equality Act 2010. The SRR definition at Wrexham University is based on a single, transparent, and auditable measure. The process is not just linked to the decision-making processes of REF but is an existing framework in place to support the development and capacity building of research at Wrexham University. The identification of roles is not performance-based and is supported by mandatory training, formal application processes, and documented approval procedures. The process is designed to be objective, inclusive, and consistently applied across all UoAs. Furthermore, the university takes the position that REF belongs to all staff, and all contributions to the research portfolio and environment will be reflected in the Wrexham University REF submission.

University data comparing staff identified as SRR with all academic staff population were reviewed to identify any potential disproportionality. This indicates that the SRR demonstrates broadly representative participation across key characteristics, including sex, race, religion or belief, disability, and sexual orientation. Female staff are proportionally well represented within the SRR, relative to the wider academic population. Ethnic minority representation within the SRR is proportionally higher than within the full academic staff population. Representation of staff declaring disabilities, is proportionally higher within the SRR, indicating that the supervisory pathway does not present systemic barriers to participation. 

Data will continue to be reviewed at key stages of implementation to monitor representation within SRR and RI, and to identify any emerging disparities and impacts. The EIA will be updated periodically to ensure that the SRR identification process remains fair, transparent, and inclusive, supporting equitable participation in the REF submission.

[bookmark: _Toc237609597]Part 3: Determining Research Independence
[bookmark: _Toc237609598]3.1 Policy
3.1.1 As outlined in the REF 2029 Guidance, HEIs will not submit individual staff information to REF 2029. Instead, the volume measure will be derived directly from the HESA staff records, with eligible contracts identified through the REFQUALCON flag. 

3.1.2 For ‘research only’ contracts (ACEMPFUN 2), HEIs must demonstrate and set a defining criterion for Research Independence. 

3.1.3 Wrexham University values the contribution of all research-only staff to the institution's research capacity, research excellence, innovation, and overall research culture. The university recognises that every member of research-only staff plays an important role in the development and performance of the university’s research activities. RI, including the autonomy to design, execute, and disseminate research, is highly regarded. The university acknowledges that engagement in research is vital and that each research-only staff member contributes meaningfully to the research environment and performance in key research assessments, such as the REF. Engagement in research without holding RI does not diminish the value of an individual's contribution. It will not be used as a determining factor in decisions related to promotion, progression, resource allocation, or contract extension.

3.1.4 The REF 2029 criteria and definition for RI for research only contracts, is: 

· A ‘research only’ contract is considered to demonstrate research independence if the staff member undertakes self-directed research, rather than primarily carrying out another individual’s research programme. 

3.1.5 Approximately 4.5% of our academic staff are employed on research-only contracts, which are categorised internally as ‘academic related.’ These contracts include positions such as Research Assistant, Postdoctoral Researcher, Research Associate, Research Fellow, and Senior Research Fellow. The specific role or position title does not always directly indicate whether the staff member is employed to work under a Principal Investigator on a particular project, or to undertake self-directed research that contributes to the university’s research portfolio. These positions vary across disciplines and can involve either type of research focus.

3.1.6 For the purposes of REF 2029, Wrexham University defines Research Independence (RI) in a manner that is transparent, inclusive, and capable of reliable verification across all Units of Assessment. This definition ensures consistency and equity in not distinguishing the value of research between ‘teaching and research’ contracts and ‘research-only’ contracts. The university has adopted a single, clearly evidenced benchmark for its institutional criteria.

· Approved supervisor status on the university’s Supervisor Register as a Principal Supervisor or Second Supervisor of Postgraduate Research (PGR) students.


3.1.7 This approach reflects the institutional context of Wrexham University, within which responsibility for the supervision of research students constitutes a substantive research-related role. The supervision of postgraduate research students requires demonstrable research activity, appropriate supervisory experience, and the capacity to mentor students effectively. It demands independence in both the development and execution of research projects, as well as the ability to provide guidance and leadership. As such, it represents a robust and proportionate indicator of SRR and RI, encompassing the essential roles of leading, mentoring, and fostering the academic and professional growth of research students. 

3.1.8 By adopting this criterion, the university ensures:
· Alignment with its inclusive approach to REF 2029.
· Transparency and consistency in the identification of staff with RI
· A clear and auditable mechanism for verification.
· Ensures role expectation, not past performance or research metrics. 
3.2 [bookmark: _Toc237609599]Procedure 
3.2.1 The criteria for RI are the same as that for SRR; the procedure is therefore the same as outlined 2.2.1- 2.2.6. 

3.3 [bookmark: _Toc237609600]Decision-Making and Communications 
3.3.1 The decision-making process and communications for RI are the same as that for SRR; the points outlined in 2.3.1- 2.3.9.

3.4 [bookmark: _Toc237609601]Staff and Committees
3.4.1 The staff and committees responsible for setting and communicated the criteria for RI are the same as those outlined in 2.4.1 and 2.4.2. 

3.5 [bookmark: _Toc237609602]Training 
3.5.1 The training is the same as that outlined under 2.5.1- 2.5.3. 


3.6 [bookmark: _Toc237609603]Appeals
3.6.1 The consultation, queries and appeals process for decisions related to RI is the same as that for SRR as outlined 2.6.1- 2.6.12. 




[bookmark: _Toc237609604]Part 4: Allocating Contracts to Units of Assessment 
[bookmark: _Toc237609605]4.1 Policy
4.1.1 In line with REF 2029 Guidance, Wrexham University is responsible for mapping all eligible contracts to UoAs. Each eligible contract must be linked to the UoA with which the person’s research is principally associated and recorded in the REFUOA2029 field within the HESA Staff record.

4.1.2 HESA Cost Centres and Units of Assessment (UoAs) are distinct. While both are key components in the return and management of university data, it is essential to recognise that they serve different functions. 

4.1.3 Allocation will therefore consider both immediate research activity and longer-term university research development.  

4.1.4 The applied and interdisciplinary nature of Wrexham University’s research is a defining feature, where research activity and individuals frequently move between and contribute to multiple UoAs. This flexibility ensures that contracts and individual researchers can be mapped to the most relevant UoAs, irrespective of disciplinary boundaries. As research becomes increasingly collaborative, the university recognises that many research themes span across different UoAs, often cutting across traditional academic boundaries.

4.1.5 In practice, this means that researchers may engage in projects that bridge multiple UoAs, contributing to areas beyond their primary field. The allocation of contracts to UoAs is therefore not confined to a rigid disciplinary framework. 

4.1.6 The mapping of contracts to UoAs will, where appropriate, reflect this fluidity by ensuring that researchers and their projects are associated with the UoA(s) that most effectively represent the breadth and interdisciplinary nature of the research. This allows for a more holistic and integrated assessment of research excellence and impact, aligning with the university’s broader objectives of fostering interdisciplinary collaboration and addressing global challenges.

4.1.7 Where an individual holds more than one eligible contract, each contract may be allocated to a different UoA, provided the individual makes a substantive contribution to each UoA under the terms of the respective contracts.

4.1.8 UoA allocations may change between annual returns to reflect evolving research activity, substantive connections, and REF requirements.

4.2 [bookmark: _Toc237609606]Procedure
4.2.1 The Research Office will oversee the mapping of eligible contracts to UoAs in consultation with the REF 2029 Steering Group.

4.2.2 The proposed UoA allocation for each individual contract will be informed by:
· Most closely aligns with the research themes and objectives of the work.
· Reflects the individual’s substantive research contribution, including relevant research group, centre, or institute and supervised students.
· Supports the university’s research capacity-building priorities.
· Aligns with the institution’s broader strategic vision

4.2.3 Where a contract appears to align with more than one UoA, consultation will take place with the relevant Associate Dean(s) for Research, Head of Research Services, UoA Lead(s) and the individual concerned. This consultation will determine the most appropriate UoA allocation.

4.2.4 Where an individual holds multiple contracts, each contract will be reviewed independently to determine the appropriate UoA allocation.

4.2.5 All final allocations will be discussed with the individual, the relevant UoA Lead(s), the Dean, and be formally approved by the REF 2029 Steering Group, the Research Committee, and the Vice-Chancellor’s Executive Team.

4.2.6 Allocations will be reviewed annually, or when a new individual meets the criteria of SRR or RI and revised where necessary to ensure continued alignment with research activity, institutional strategy, REF requirements and this CoP.

4.2.7 Final approved allocations will be recorded in the REFUOA2029 field within the HESA Staff record.

4.3 [bookmark: _Toc237609607]Decision-Making and Communications on Allocating contracts to        UoAs

4.3.1 A Research Excellence Framework Strategy and Action Plan was approved by Research Committee in 2023. The strategy and action plan outlined the university’s ambition to increase both the volume measure and the number of Units of Assessment (UoAs) submitted compared to REF2021. The overall strategy focused on creating an engaged and confident research culture across the university to increase the visibility, impact, and value of our research. This included utilising and growing academic and industrial research partnerships and collaborations to deliver impact. 

4.3.2 Following approval of the university Vision and Strategy for 2030 in 2025, the key strategic objectives of the REF strategy were embedded within the university’s broader Research Enabling Plan, for

- Excellence in the quality, relevance, and impacts of our inter-disciplinary research and enterprise - delivering successful innovation and transformation.

4.3.3 UoA Leads were appointed following nominations from the Dean and Associate Deans of the university’s three faculties. Appointments were based on existing research volume, emerging research capacity and strategic growth priorities. 

4.3.4 The REF2029 Steering Group undertook an initial pilot mapping exercise in May 2024 to allocate academic contracts to UoAs. This dry run reviewed the proposed criteria relating to SRR and RI, established UoA strengths, supported the alignment of research themes across faculties, and provided estimated output data and impact case study data for the REF Steering Group and UoA leads. The exercise was designed to test processes, review research capacity, and provide an evidence-informed baseline of research volume and emerging capacity across the university.

4.3.5 Wrexham University recognises that its research capacity is on a developmental journey. As a growing, applied and, interdisciplinary research institution, staff contributions may appropriately align with more than one UoA. Consequently, allocation of contracts to UoAs is not static and may evolve to reflect research development, interdisciplinary activity, and strategic priorities. Any movement between Units will be undertaken transparently, with documented rationale and opportunities for staff to seek clarification or review.

4.3.6 As the criteria for SRR and RI are established through the university’s approved internal processes for research supervision, any staff meeting these criteria will be informed of their proposed UoA allocation by the Head of Research Services, either verbally or by written notification. 

4.3.7 The allocation process will be undertaken in consultation with the individual member of staff and the relevant UoA Lead. As a small and developing research university, Wrexham University can facilitate open, one-to-one discussions across the institution to ensure that the UoA allocation appropriately reflects the individual’s research activity, trajectory, interdisciplinary contributions, and strategic alignment. Individuals will therefore be active participants in the decision-making process rather than passive recipients of an outcome.

4.3.8 Where a proposed allocation may change due to strategic alignment, evolving research capacity, or the development of an individual’s research portfolio, this will be discussed directly with the individual and the UoA Lead before any decision is confirmed. 

4.3.9 EIAs will be undertaken at key stages to ensure that decision-making does not disadvantage individuals or groups and that inclusive research cultures continue to be strengthened.

4.4 [bookmark: _Toc237609608]Staff and Committees
4.4.1 The following groups oversee the final decision-making process in allocating contracts to UoAs for REF 2029. Full details of their role can be found under 1.5.3. 
· REF 2029 Steering Group 
· Research Committee
· VCET 

4.4.2 The following individuals are involved in the advisory process to the above decision-making groups and committees. 
· Head of Research Services 
· UoA leads 
· Deans 
· Associate Deans for Research 
· Individual staff identified as SRR and RI 

4.5 [bookmark: _Toc237609609]Training
4.5.1 The following training sessions, delivered by the Organisational Development and Diversity Team and the Research Services Team, will be provided to members of the REF Steering Group, Research Committee, and VCET:
· Inclusive decision making 
· Equality Impact Assessments 
· Intersectional considerations in EDI 
· Unconscious Bias 

4.6 [bookmark: _Toc237609610]Equality Impact Assessment (EIA)
An EIA has been undertaken to review the potential impact of the process for allocating eligible contracts to UoAs for REF 2029. The assessment considered protected characteristics under the Equality Act 2010. The allocation process is designed to be transparent, evidence-based, and inclusive. Decisions are informed by clearly defined criteria and undertaken in consultation with individual staff members, UoA Leads, and relevant senior leaders. The recognition of interdisciplinary research activity and the flexibility to review allocations annually are intended to support fairness and ensure that allocations remain aligned with evolving research activity and the university research vision and strategy. Potential risks were identified in relation to strategic prioritisation and annual assessment. To mitigate these risks, decision-makers receive training in inclusive decision-making, equality impact assessment, unconscious bias, and intersectionality. Allocations are documented, discussed with individuals, and subject to formal review and approval processes. Equality monitoring will be undertaken at key stages to identify any disproportionate impacts across protected characteristics. Outcomes will be reviewed regularly to ensure that the allocation process remains fair, transparent, and supportive of an inclusive research culture.
[bookmark: _Toc237609611]Part 5: Selecting outputs 
[bookmark: _Toc237609612]5.1 Policy
5.1.1 As outlined in the REF 2029 Guidance, HEIs are required to set out the policies and procedures for the selection of outputs. This policy will: 
· Ensure that all outputs are representative of the research undertaken within the UoA.
· Outline the processes for determining the substantive link between outputs and the UoA.
· Describe how outputs are assigned to UoAs.
· Set out the processes for ensuring diversity of outputs, ensuring that these are responsible, robust, transparent, equitable, and inclusive.

5.1.2 Wrexham University values all staff who contribute to its research portfolio and welcomes the introduction of decoupling in REF 2029. Separating the contracts used to calculate the volume measure from the specific outputs included in a submission enables the inclusion of excellent, innovative research being produced across the university, including where an individual’s role may not yet be defined as having SRR or being research independent.

5.1.3 As an applied, interdisciplinary research community, this approach also allows greater flexibility in allocating outputs to the most appropriate unit, without requiring alignment with the author’s volume-contributing contract. Furthermore, it reinforces that research is a collective responsibility and reflects the contribution of all staff across the university. 

5.1.4 Wrexham University will only submit research outputs to REF 2029 that demonstrate a substantive link to the institution, based on the author’s eligible employment with the university, the timing of their employment in relation to the output's public release, and the institutional contribution to the underpinning research. Outputs authored by staff without an eligible academic contract, or solely by postgraduate students, honorary, visiting, or non-research-focused staff, will not be considered eligible.

5.1.5 Where an output meets the eligibility criteria, demonstrates a substantive link to the submitting unit, and was publicly available during the REF assessment period while Wrexham University employed the staff member, it may be considered for inclusion even if the author no longer holds an eligible employment contract with the university.

5.1.6 The university recognises that high quality research often extends beyond the boundaries of traditional academic disciplines. Eligible outputs will therefore not be automatically tied to a single UoA. Where an author is included in the volume measure of a particular UoA, their outputs will not necessarily be submitted to that same UoA.

5.1.7 Wrexham University is committed to a submission of diverse outputs across all submitted UoAs, which is representative of the interdisciplinary and innovative research activities undertaken across the institution. All eligible outputs meeting the definition of research will be reviewed and internally peer-reviewed using the same process. Wrexham University is committed to supporting a submission of diverse outputs and will continue to work towards the 5% manifesto[footnoteRef:5] across all its submitted UoAs.  [5:  The 5% Manifesto, Higher Education Institutes commit to submit at least 5% of their submissions to REF 2029 as non-traditional research output. ] 


5.1.8 All eligible outputs will be assessed against the REF criteria of originality, significance, and rigour. Expert review is the primary basis for assessment. Journal-based metrics, such as Journal Impact Factors, as well as publication venue, format, or language, will not be used as surrogate measures of the quality or impact of individual outputs.

5.1.9 Wrexham University is committed to supporting Welsh language research outputs. All research outputs, including those in the Welsh language are reviewed following the same internal peer review process. 
[bookmark: _Toc237609613]5.2 Procedure 
[bookmark: _Toc237609614]Identifying substantive link to outputs

5.2.1 Wrexham University will apply the following substantive link criteria when selecting outputs for submission:
· The author must have held an eligible employment contract with Wrexham University of at least 0.2 FTE for a minimum of 12 months during the period 1st of January 2021 to 31st of December 2028.
· An eligible employment relationship must have existed either:
· at the point at which the submitted output was first made publicly available; or
· prior to the output being made publicly available, where the research underpinning the output was conducted during that period of employment.
· Outputs will only be considered eligible where the underpinning research was conducted at and enabled by Wrexham University.
· The contributing author must have been affiliated with, and published under the name of, Wrexham (formerly Glyndŵr) University.

5.2.2 Whilst the below are all highly valued, the following under REF 2029 guidance do not constitute a substantive link and therefore will not be considered eligible:
· Outputs solely authored by a postgraduate research student (including theses) where no separate eligible academic employment contract is in place.
· Visiting or honorary staff.
· Staff employed on technical, teaching-only, or professional services contracts where research is not an explicit expectation of their role. 
[bookmark: _Toc237609615]Selecting outputs where the substantive link is via former staff

5.2.3 The following criteria apply in cases of compulsory redundancy, voluntary redundancy or severance, retirement, and the expiry of fixed-term contracts:
· Compulsory redundancy or dismissal (single-author outputs): Outputs authored solely by a staff member who has been compulsorily made redundant or dismissed will not be considered for submission.
· Compulsory redundancy or dismissal (co-authored outputs): Where one or more co-authors remain employed by Wrexham University, outputs will normally remain eligible for submission. These outputs will be considered on a case-by-case basis with the remaining author(s), the UoA lead, the Deputy Vice Chancellor and the Executive Director for Human Resources, as appropriate. 
· Voluntary redundancy or severance: Outputs authored by staff who have taken voluntary redundancy or severance will usually remain eligible for submission, with permission from the author sought where appropriate.
· Retirement: Outputs authored by retired staff will remain eligible for submission.
· Expiry of fixed-term contracts: Outputs authored by staff whose fixed-term contracts have expired will remain eligible for submission.

5.2.4 Where an output is made publicly available after a staff member’s retirement or following the expiry of a fixed-term contract, and the underpinning research was conducted at, and the output is affiliated with, Wrexham University, the output may be considered for inclusion, subject to the author’s permission.

5.2.5 All such outputs will be subject to the same review and selection process. Where required, permission will be sought from former staff to include their outputs in the final UoA submission, in consultation with the UoA Lead.

[bookmark: _Toc237609616]Assigning outputs to UoAs

5.2.6 The REF Steering Group, UoA Leads, and members of the Internal Peer Review Panels will be responsible for mapping all eligible outputs to the most appropriate UoA(s). In doing so, they will consider the following criteria:
· The output meets REF eligibility requirements.
· The subject matter and primary focus align with the relevant REF UoA descriptor(s).
· The research methodology and approach are consistent with the relevant UoA descriptor(s).
· The output contributes to the key themes, objectives, and strategic priorities of the research submitted under the UoA.

5.2.7 Outputs will be returned to more than one Wrexham University UoA only where meaningful alignment can be clearly demonstrated, and where the output makes a substantive contribution to the key themes and focus of each submitted UoA. In such cases, the relevant UoA Leads and the author(s) will meet to discuss and agree on the proposed approach.

5.2.8 The final selection and alignment of outputs to submitted UoAs must be communicated to, and agreed with, the author(s) prior to submission.

[bookmark: _Toc237609617]Diversity of outputs

5.2.9 All eligible outputs meeting the definition of research will be reviewed and internally peer reviewed following the same process as outlined in the Internal Peer Review Process for Research Excellence Framework 2029 Output Submissions (Appendix 3).  

5.2.10 All UoAs will be actively encouraged to monitor and consider the diversity of the outputs under review. This includes ensuring balanced recognition of outputs across different research types. Review panels will reflect on the potential for bias toward familiar or conventional output types and make efforts to value innovation and impact across diverse forms of scholarly contribution.

5.2.11 UoA Leads will be required to document considerations of output diversity in their assessment reports to the REF steering group. This will include a brief commentary on the range of research types reviewed and any measures taken to ensure fair evaluation across these categories.

[bookmark: _Toc237609618]Representative of the research undertaken within the submitting unit 
5.2.12 The University will ensure that outputs, selected for submission, are representative of the research undertaken within each UoA during the REF period. Representative outputs will reflect the breadth of research activity within the unit, including alignment with research strategies, structures, and contributions to major programmes, networks, and national or international initiatives.

5.2.13 To support breadth and representativeness within a UoA, the University will not normally submit more than five outputs associated with a single substantive link at the UoA level.

5.2.14 Given the University’s small and collaborative research environment, UoA Leads will work closely with staff across each submitting unit to ensure that selected outputs are representative of the full range of research activity and that individual contributions are appropriately reflected in the submission.

[bookmark: _Toc237609619]Responsible research assessment practice

5.2.15 The University is committed to responsible research assessment practices, in line with leading initiatives aimed at enhancing the integrity and transparency of research evaluation. As a signatory of the San Francisco Declaration on Research Assessment (DORA)[footnoteRef:6], the University is currently reviewing its Responsible Metrics Policy and considering steps to become a signatory of The Coalition for Advancing Research Assessment (CoARA). [6:  DORA is a global initiative that campaigns for and supports improving ways we assess research and researchers- https://sfdora.org/ 
] 


5.2.16 All outputs reviewed as part of the REF peer review process are assessed using expert qualitative judgment. Quantitative indicators, such as citation data, are used solely to inform these judgments and only when meaningful and appropriate indicators are available. Metrics are never used as proxies for expert evaluation. 

5.2.17 Outputs are assessed using a 12-point scoring system, based on originality, significance, and rigour. Expert review remains the primary basis for assessment, ensuring that outputs are evaluated against the highest standards of academic excellence. The review process will always reflect disciplinary norms and expectations, ensuring that the criteria are applied appropriately within each research field.

5.2.18 Journal-based metrics, publication venue, format, or language will not be used as measures for the quality or impact of research outputs. Reviewers will apply evaluation criteria to ensure fairness, transparency, and alignment with the expected standards of scholarly rigour. 

5.2.19 Scores will be used solely to identify the strongest outputs for REF submission. These scores will not be used for any other purpose, including individual or organisational unit-level performance assessments, or career progression. 

[bookmark: _Toc237609620]Procedures for outputs in British Sign Language and the Welsh language 

5.2.20 Outputs submitted in Welsh or BSL will be peer reviewed in their original form, without requiring translation or interpretation. 

5.2.21 Where required, UoA peer review panels will be supported with external expert peer reviewers to support the peer review process following the same 12-point scoring system. 

5.3 [bookmark: _Toc237609621]Staff and Committees
5.3.1 The following groups oversee the final decision-making process in selecting outputs for submission to REF 2029. Full details of their role can be found under 1.5.3. 
· Internal Peer Review Groups
· REF Steering Group
· Professorial and Readership Committee

5.4 [bookmark: _Toc237609622]Training
5.4.1 All staff and committees involved in the process of reviewing and selecting outputs for the REF 2029 submission will undergo the following sessions delivered by the Organisational Development and Diversity Team and the Research Services Team. 

· Inclusive decision making 
· Equality Impact Assessments 
· Intersectional considerations in EDI 
· Unconscious Bias 
· Diverse Outputs 
· Fair Assessment and Responsible Metrics  

[bookmark: _Toc237609623]5.5 Equality Impact Assessment (EIA)
An EIA has been undertaken to assess the potential impact of the processes used to identify, review, and select research outputs for submission to REF 2029. 
The output selection process at Wrexham University is designed to be transparent, inclusive, and evidence based. All eligible outputs are reviewed through a consistent internal peer review process using expert qualitative judgement against the REF criteria of originality, significance, and rigour. Journal-based metrics, publication venue, output format, or language are not used as proxies for quality. The policy explicitly supports the inclusion of diverse output types, interdisciplinary research, and outputs in the Welsh language and British Sign Language, ensuring equitable consideration across disciplines and research traditions.
The use of decoupling between staff volume and outputs supports equitable inclusion of high-quality research produced by a diverse range of contributors, including those not identified as holding SRR or RI. This approach reduces reliance on traditional career pathways and supports broader recognition of research contributions.
Potential risks were identified in relation to unconscious bias during peer review, the potential undervaluing of non-traditional output types, interdisciplinary work, or outputs from early career researchers and staff with non-linear career trajectories. There is also potential risk that staff with protected characteristics, part-time working patterns, or periods of leave may have fewer outputs available within the assessment period. These risks are mitigated through structured peer review processes, mandatory equality and unconscious bias training for reviewers, explicit monitoring of output diversity, and the application of responsible research assessment principles consistent with DORA. 
Equality monitoring will be undertaken at key stages of the output selection process, reviewing protect characteristics and the selection process to identify any disproportionate patterns in output selection or allocation across all UoAs. Diversity of output types, authorship patterns, and disciplinary representation will be reviewed to ensure that the submission reflects the breadth of research activity undertaken across the institution. The EIA will be reviewed periodically to respond to emerging trends and ensure that inclusive research assessment practices are maintained.









[bookmark: _Toc237609624]Appendix 1 

APPROVAL OF INDIVIDUAL AS ACCREDITED PGR SUPERVISOR

This form should be used to add Wrexham University (WU) academic staff members to the Accredited Supervisor List. It should be completed by the individual seeking approval and signed off by the appropriate Faculty Associate Dean (Research). The applicants CV should also be submitted alongside the form and must substantiate what has been ticked in the form.   

The process for individuals who are external to WU and wish to be considered for approval is the same.  
PLEASE TICK ALL BOXES THAT APPLY
	SECTION A

	Title and Full name
	

	Job title
	

	Email address 
	

	Faculty  
	Faculty of Arts, Computing and Engineering FACE ☐
Faculty of Social and Life Sciences FSLS ☐
Wrexham Business School WBS ☐

	SECTION B

	Please select the supervisor status being applied for
	Principal 
	☐	Secondary 
	☐
	Principal or Secondary Supervisor
(at least one box to be ticked in this section)
	
Either, the individual is a subject specialist and currently research active, as demonstrated by a publication record which includes both recently published work and work in progress, or active involvement in on-going projects

	☐
	
	Or, the individual is an expert practitioner, demonstrated by ten years or more of professional experience in a relevant field that includes holding an appropriate senior position, and being involved in on-going research projects

	☐
	Principal or Secondary Supervisor
	Holds Doctoral level qualification
	☐
	Principal Supervisor only
	How many students have you supervised to completion at Level 8? 


	

	SECTION C

	Date Supervisor Training Undertaken
	

	Please provide your ORCID number 
	

	Please provide a brief overview of current research activities
	

	What research areas would you be looking to align potential PGR students to?
	

	Declaration
	I acknowledge that if successfully approved as a Supervisor, I will be deemed to have significant responsibility for research (SRR) under the university’s Research Excellence Framework (REF) Code of Practice and I am responsible for making time for supervisory and SRR duties within my workload allocation model (WAM).
	☐
	SECTION D

	To be completed by the Head of Research

	I confirm: 
· the individual has completed Supervisor Training
· current research activities align with university research objectives
· the individual has an ORCID number in place has demonstrated SRR 

	Eligibility Recommendation:
	Principal Supervisor ☐                 Secondary Supervisor ☐               Advisor Only ☐                                        

	Name
	

	Signature 
	

	Date 
	

	SECTION E

	To be completed by the Associate Dean (Research)

	I confirm: 
· the individual stated above meets the eligibility criteria as outlined in the Postgraduate Research Supervision Policy and Procedure 
· where appropriate documentation confirming the eligibility as above has been witnessed and retained within Student Administration) 
· the individual stated above has a current Personal Research Plan (i.e. within the last 12 months)

	Eligibility 
Recommendation for completion by ADR:
	Principal Supervisor ☐                 Secondary Supervisor ☐               Advisor Only ☐                                        

	Name
	

	Signature 
	

	Date 
	



Please return this form and supporting documentation to researchoffice@wrexham.ac.uk 
Please ensure that the supporting documentation provides evidence of meeting specific criteria.
	For Admin Use Only

	Research Office informed of outcome
	☐
	Research interests added to the register
	☐

	Line manager cc’d into confirmation email
	☐
	Supervisor added to the register
	☐
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Research Excellence Framework Steering Group Terms of Reference

	Status:
	Sub-group acting on behalf of the University Research Committee 

	Reporting:
	Reporting to the University’s Research Committee and Academic Board and acting in accordance with the Standing Order on the Conduct of Committees

	Rationale:
	To support and prepare for the process of ensuring that Wrexham University fulfils the measured requirements of the Research Excellence Framework 2029 for Contribution to Knowledge, Impact, and Strategy, People, and Research Environment. 



Purpose 
Wrexham University has an ambition to become more research active and consolidate the place of research in the University whilst building on the progress made in the 2021 REF. The creation of a Research Excellence Framework Steering Group is to ensure that the University is prepared to fulfil the required measurements used in the assessment taking place in 2029. 
REF preparation includes all elements which are part of the submission:
· Contribution to Knowledge (e.g. publications, performances, and exhibitions)
· Impact beyond academia
· Environment and culture that supports, facilitates, and develops the research
Terms of Reference 
The Research Excellence Framework Steering Group is responsible for overseeing the University’s preparations for, and submission to, the Research Excellence Framework (REF) 2029. In particular, it aims to optimise the submission that the University makes to the REF, managing the development of our research in identified Units of Assessments. 
1. To develop and approve a Wrexham University REF Code of Practice in consultation with relevant committees, groups, and individuals. Be accountable for ensuring the REF2029 Code of Practice is applied consistently and transparently in the planning of submissions and in the identification of staff and the selection of outputs.  
2. Develop, promote and communicate an institutional wide understanding of the REF and its related actives, sharing best practice and knowledge of the REF assessment progress across the University. 
3. To decide which Units of Assessment (UoAs) will be submitted to the REF and monitor their progress and make strategic decisions when assigning contracts to particular units of assessment. 
4. Embed impact and engagement activities as an intrinsic part of research across the University. Coordinate, monitor and communicate activities to generate impact case studies and public engagement, making recommendations on areas of strategic importance to Research Committee and VCET. 
5. Recommend strategic initiatives to the Research Committee on how to create a positive research environment across the University and within the identified Units of Assessment. 
6. To create an internal peer review panel using the expertise of the Professor and Readership Committee to contribute to the review of REF Impact Case and Outputs and provide detailed feedback to authors to enable them to be developed to the highest possible quality. 
7. Receive reports from the Universities Research Repository and ensure the repository is being used across the institution in preparation for the REF submission. Monitor and report on any issues relating to the repository, open access, archiving and preservation to the Research Committee. 
8. Comply with EDI policies and legislation in the preparation of the REF 2029. Be accountable for reviewing equality impact assessments to ensure there is a consistent application of the REF2029 which promotes inclusivity. 
9. To ensure that the approved REF2029 Code of Practice is adhered to consistently, transparently, and fairly throughout the full REF lifecycle, including all planning, review, assessment, selection, and decision-making processes relating to staff, outputs, impact case studies, and environment statements.
10. To ensure that all members involved in REF-related activity complete mandatory training and development in inclusive research assessment, equality, diversity and inclusion, and responsible decision-making practices, and actively promote and support institutional training and development activities relating to the REF and inclusive research culture across the University.
11. To ensure that all REF-related decision-making processes, assessments, reviews, and recommendations are undertaken responsibly, transparently, and ethically, in line with the University’s commitment to the principles of the San Francisco Declaration on Research Assessment (DORA) and wider sector expectations for responsible research assessment.
12. To make financial decisions when allocating funds to support and develop key areas of research at the University to ensure the production of high-quality impactful research and case studies. 
13. To recommend submissions that the University makes to REF 2029 to the Research Committee and Vice Chancellor Executive Team. 
Membership 
The composition of the REF Steering Group will include. 
· VC Nomination – Chair
· Head of Research Services- Vice Chair 
· Dean- Faculty of Social and Life Sciences 
· Dean- Faculty of Arts, Computing and Engineering 
· Dean- North Wales Business School 
· Associate Dean for Research- Faculty of Social and Life Sciences
· Associate Dean for Research- Faculty of Arts, Computing and Engineering
· Research Impact Manager(s)- Clerk 
· Unit of Assessment Leads
· Deputy Director of Human Resources 
· HR Systems and Data Analyst
· Senior Planning Officer 
By Invitation 
· Vice Chancellor 
· Deputy Vice Chancellor 
Operation
The committee will meet four times a year to discuss progress and actions taken forward. The group will meet more often when required, closer to the period of submission.

[bookmark: _Toc237609626]Appendix 3 
Internal Peer Review Process for Research Excellence Framework 2029 Output Submissions

Units of Assessment, as identified by the REF Steering Group, will undertake an internal peer review of their 2029 Research Excellence Framework (REF) Contribution to Knowledge and Understanding (CKU) output submissions. 

Units of Assessment (UoA) will conduct this process to examine research outputs to inform the University estimation of the most likely ratings in the REF exercise of each output. This will require iteration up to the submission point as we consider these outputs in more detail. 

UoA leads, with support from the Research Office, Associate Deans for Research, and Deans of Faculty, will facilitate the peer review exercise. Units may use a mix of internal peer review, senior staff with experience of the REF in the department or in other relevant departments, and external expert review where required. To embed a healthy and collaborative research culture and provide development opportunities, UoAs are encouraged to engage as many staff, as practicably possible, within the discipline-specific UoA in the peer review process. The aim is for the UoAs to generate a range of opinions on each output that the University can use to form their assessment of which outputs should be entered into the REF in order to maximise the University’s position. 

Peer review updates will be reported into the REF Steering Group periodically by UoA leads. The REF steering group will collate and review all feedback and scores from the UoAs before they are submitted to the Professorial and Readership Committee for confirmation and approval. 

Principles 

· Reviews will be based solely on the content of the output, while reviews may not be conducted blind, author identity, seniority, reputation, and prior work will not be considered in the assessment.

· Assessment will be a qualitative, expert-led evaluation of each output on its own merits. Publication metrics (e.g. journal impact factors or rankings) will not be used to assess research quality. Quantitative indicators (e.g. citation data) may be used only to inform expert judgement, where appropriate, and will never be used as proxies for research quality.

· Internal peer review data will be used only for REF purposes, with identifiable data accessible only where necessary to the REF Steering Group. Individual scores will not be used in promotion, probation, or other University processes. Individuals may reference their own scores in professional documentation, provided these are clearly identified as internal assessments.

· All eligible outputs will be reviewed consistently regardless of type, format, discipline, or language, supporting a diverse and interdisciplinary submission. 

· All outputs will be assessed against the REF criteria of originality, significance, and rigour.

· All outputs, selected for review are representative of the research undertaken within each UoA during the REF period, no more than five outputs will normally be submitted per substantive link within a Unit of Assessment.

· All processes and decisions will be conducted in line with the University’s commitment to equality, diversity, inclusion, and transparency. An Equality Impact Assessment is undertaken to assess the potential impact of the processes used to identify, review, and select research outputs for submission to REF 2029.

Process 

· Output eligibility for REF submission to be initially identified centrally by the Research Office in accordance with REF 2029 Contributions to Knowledge and Understanding (CKU) guidance

· In support of interdisciplinary research, the Research Office will work with UoA leads to identify any submissions that may be entered into multiple UoAs within WU, provided that the output meaningfully aligns with the disciplinary areas defined by each of the UoA’s descriptors. In such cases, the output will be peer reviewed by each applicable UoA.

· The Research Office will provide assistance in securing the relevant expertise to peer review any Welsh or BSL outputs.

· The Research Office will work with UoA leads to identify co-authored outputs that are also eligible for return by a different institution. 

· Outputs will be considered eligible if there is a demonstrable and substantive link to the submitting institution within the REF assessment period. This includes outputs produced by anyone employed by the institution on a minimum 0.2 FTE contract for at least 12 months in the REF assessment period whose role has an explicit expectation of research activity. The individual’s name must be visible on the document, and the affiliation must be Wrexham (nee Glyndŵr) University.

· The output open access status will usually be identified centrally by the Research Office as part of the peer review dataset. This will include the output either having been published in an open access journal, or available through our or another university’s repository. UoA leads will be provided with a spreadsheet by the Research Office detailing the title, output type, doi or repository link, the open access status, the name of the author that will likely be attached to the paper, and other Wrexham University (WU) author names.

· UoA reviewers, as identified by the UoA leads, will be provided with access to papers and the tracking spreadsheet in the Peer Review area on the Teams Channel, along with a copy of the scoring rubric and supporting guidance and the marksheets.

· Reviewers will be asked to provide a score between 1-12, following the 1-4* output score guidance provided.

· UoAs undertake the peer review process as appropriate to each discipline-specific UoA, using the scoring rubric, guidance and feedback tracker provided. 

· The Research Office will collate the final submission indication and feedback for submission to the Professorial and Readership Committee for confirmation and approval. 

· The Research Office will update the UoA on the Professorial and Readership Committee outcome and the UoA will assist the Research Office on the final REF submission for CKU. 

· Unit of Assessments will undertake internal peer review in accordance with this guidance and in alignment with the University’s REF 2029 Code of Practice. While core principles and requirements are consistent across the institution, the detailed approach to review, including panel structure, workflows, and disciplinary norms, will be determined at UoA level to reflect the diversity of research practices across disciplines.

· UoA leads will establish review panels appropriate to their discipline, ensuring that processes remain robust, fair, and consistent with REF expectations. Review panels should, be inclusive and open to a broad range of staff. This approach supports transparency, fosters a positive research culture, and provides development opportunities for staff to engage with REF processes and research evaluation.

Guidance

· Is the output submitted representative of the research and researchers in the disciplinary area within the University? This information will be used to inform the wider research overview and will not be used as a determinant for exclusion from the REF submission.

· Is there any conflict of interest with the authors? E.g. the author is an editor for the same journal; the author published in the journal because they are friends with the editor of the journal.

· Is the original research ethical? E.g. it has been approved by an institutional committee; there are no other potential ethical issues in the article.

· Was the output officially peer reviewed before publication?
[image: REF point scoring table 1-4* using a 0-12 point system ]

	The criteria for assessing the quality of outputs are ‘originality, significance and rigour’

	Four Star
	Quality that is world-leading in terms of originality, significance and rigour

	Three Star
	Quality that is internationally excellent in terms of originality, significance and rigour but which falls short of the highest standards of excellence.

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

	One Star
	Quality that is recognised nationally in terms of originality, significance and rigour.

	Unclassified
	Quality that falls below the standard of nationally recognised work. Or work which does not meet the published definition of research for the purposes of this assessment. (e.g. not original research, a review piece, commentary, editorial)



· Originality will be understood as the extent to which the output introduces a new way of thinking about a subject or is distinctive or transformative compared with previous work in an academic field.

· Significance will be understood as the extent to which the work has exerted, or is likely to exert, an influence on an academic field or practical applications.

· Rigour will be understood as the extent to which the purpose of the work is clearly articulated, an appropriate methodology for the research area has been adopted, and compelling evidence presented to show that the purpose has been achieved.

Note that national, international and world-leading should be interpreted in terms of quality, and do not refer to the locus of the research or where it is disseminated. Thus, research focused within one part of the UK might be of ‘world-leading’ standard. Equally, work with an international focus might not be of ‘world-leading’, internationally excellent’ or ‘internationally recognised’ standard.

Look for evidence of some of the following types of characteristics of quality, as appropriate to each of the starred quality levels: 
· Scientific rigour and excellence, regarding design, method, execution and analysis 
· Significant addition to knowledge and to the conceptual framework of the field 
· Potential and actual significance of the research 
· The scale, challenge and logistical difficulty posed by the research 
· The logical coherence of argument 
· Contribution to theory-building 
· Significance of work to advance knowledge, skills, understanding and scholarship in theory, practice, education, management and/or policy 
· Applicability and significance to the relevant service users and research users 
· Potential applicability for policy in, for example health, healthcare, public health. 

Unless there is sufficient evidence of at least one of the above, research outputs will be graded as ‘unclassified’.

Tips on how to identify 3* & 4*
For systematic reviews – do they have any impact beyond a narrative summary? Are they using state-of-the-art methods? Is there a sophisticated meta-analysis? Final conclusions that ‘more research is necessary’ would not usually be sufficient. 

For technical reviews - is the subject of technical importance? Is the coverage of the surveyed field accurate, comprehensive, current, and drawn from high quality, reliable sources? Is the data analysis sophisticated and free of any errors? Do the conclusions provide purposeful and definite outcomes.

Look for clear international relevance. Outputs with findings only applicable to health services or interventions, or clearly only applicable to the UK, may not meet the criteria. For descriptive studies, look for large samples (quantitative studies), generalizable datasets, sophisticated/innovative analyses and new important findings. Studies merely confirming what has been found elsewhere will not usually meet the criteria. 

Methodological clarity and rigour are vital for all study types. It should be clear where participants were identified from how technical data or measurements have been obtained. What methods were used for analysis, and why, and how potential biases or other methodological limitations were addressed. 

Look for new and important findings with widespread applicability. Things that will change the way a health condition/disease or a technical process is viewed, identified, managed, assessed etc. 
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For non-empirical (theoretical) papers, look for detailed and rigorous argumentation in support of a proposition or conclusion, rather than simply expression of opinion, and evidence of novel theoretical insights. 
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