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Heriot-Watt University: Equality and Privacy  Impact Assessment Form 

 

School University Wide  
Area 
 
 

Research and 
innovation  

Person 
responsible for 
the assessment 

REF Steering Group  Date of EIA 
 

Begins April 2019 

Name of the Policy/Process to be 
assessed. 

REF 2021 Code of Practice 
Is this a new or 
existing policy? 
(please circle) 

NEW EXISTING 
Does the policy 
impact on people? 

Yes No  

1. Briefly describe the aims, 
objectives and purpose of the policy. 

The Research Excellence 2021 (REF 2021) Code of Practice (CoP) covers the processes in place for the selection of outputs for the 
REF 2021 submission at Unit of Assessment (UoA) and University level.  

The CoP has been developed with reference to CoP guidance from REF 2021 and supplementary guidance from the REF 2021 
Equality and Diversity Panel (EDAP). Additionally the CoP builds on the University’s CoP for REF 2014 and accompanying equality 
impact assessments.   

The CoP recognises that the REF 2021 has some significant changes in the focus toward the selection of outputs rather than the 
selection of individuals for UoA and the overall University submission. The CoP demonstrates a clear intention to create a REF 2021 
submission that represents the highest quality research without detriment to individuals.   

The aim of the CoP is to outline processes for the fair and transparent identification of staff with significant responsibility for 
research (where the submissions will not be submitting 100% of eligible staff); frames decision-making alongside embedding 
principles of equality and diversity; and pays cognisance to developments that support research careers beyond REF 2021. At 
Heriot-Watt significant research responsibly is determined by contract type. All eligible staff will be submitted.  

The CoP outlines how the University will undertake equality impact assessment during the preparation of the REF 2021 submission; 
identification of key data about the eligible and submitted population and processes for declaration of individual circumstances. 
The CoP also highlights how the University will address output reductions, forming a REF Inclusion Group (REFIG) that sits outwith 
the groups overseeing UoA and the University-wide submission, that will verify output reductions and act as an appeals forum if 
necessary.  

REF 2021 Guidelines do allow staff based overseas to be returned if the primary focus of their research activity is clearly and 
directly connected to the submitting unit based in the UK. This may allow some staff based in Dubai and Malaysia to be returned 
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provided we can clearly evidence the direct connection, i.e. CIs on funded research projects that span multiple campuses. The UoA 
Coordination groups have been asked to identify international staff whose research is “clearly and directly connected to the 
submitting unit” and present the case for inclusion to the REF 2021 steering group who will take a decision on their eligibility or 
otherwise. 

The CoP seeks to support the principles of transparency, consistency, accountability and inclusivity throughout development of the 
submission particularly highlighting open communication and promoting open two-way communication across the 
academic/research community. This openness is a key mechanism to ensure all staff are aware and up-to-date on the development 
of the REF 2021 submission and able to query any issues throughout the processes. Given the experience of REF 2014 and the 
preceding Research Assessment Exercise 2008 the University is confident that this process will reduce the likelihood of appeals 
around the selection of outputs.  

The CoP pays particular attention to equality, diversity and inclusion training embedding equality and diversity in UoA and 
University-wide REF groups through the development of an E&D checklist for all meetings. The development of the CoP has also 
been checked alongside partner HEIs where a joint submission in being developed.  

2. Are there any associated objectives 
of the policy, please explain. 

REF 2021 has an impact beyond the REF itself, the CoP and accompanying equality impact assessment process supports longer term 
improvements in supporting research careers. 

• To meet the requirements of the REF process by ensuring equality and diversity is embedded in the HWU approach to REF 
2021  

• To encourage disclosure of personal/special circumstances for (academic) staff 
• To provide information to support (academic) staff beyond the REF 2021 
• Raising awareness among (academic) staff of the central nature of equality and diversity to the work of HWU and our 

commitment to providing supporting working practices.  

3. Who is intended to benefit from 
the policy and in what way? 

All (academic) staff by ensuring that: 

• all eligible staff are included in the REF 2021  
• the processes are transparent, consistent, inclusive and demonstrate accountability 
• the REF 2021 submission maintains quality integrity  
• individual circumstances are taken forward in confidence, while offering the possibility of central support if requested 
• any challenging situations are quickly and fairly resolved 
• open and accessible communication throughout the section of outputs 
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4. Is any data available about the 
policy, e.g. feedback from users? 

In the development of the CoP the REF 2014 CoP and guidance issued by REF 2021 supported our approach. For REF 2014 the 
clearly communicated selection criteria, quality threshold and thorough individual circumstance disclosure processes resulted in no 
formal appeals and a resulting submission where the composition of the submission was a reflection of the eligible population.  

A range of consultation activities have been taken forward to shape the CoP as outlined in Q.12.  

5. What outcomes are wanted from 
this policy? 

 That the development of REF 2021 submission is consistent with the REF 2021 principles of transparency, consistency, 
accountability and inclusivity. 

6. What factors/forces could 
contribute/detract from the 
outcomes? 

At this stage of the process the key challenge factors are; 

• low disclosure rates from (academic) staff unsure of the need and potential benefit (individual and institutional) of 
disclosure of personal/special circumstances 

• poor communication of the REF process  
• poor understanding of the institutional quality thresholds 

 

7. The Equality Act 2010 includes a requirement to give 'due regard' to the public sector equality duty (PSED) in all functions. There is a specific duty to assess the impact of 
proposed new or revised policies and practices against three needs of the general duty. Use this section to outline relevant issues. 

 

PUBLIC SECTOR EQUALITY DUTY:  EQUALITY ACT 2010 

Eliminate unlawful discrimination, harassment and 
victimisation 

Advance equality of opportunity between people of 
different groups 

Foster good relations between people of different 
groups 

• All participants in the selection of outputs have 
undertaken specific REF 2021 Equality and 
Diversity Training  

• Production of the Code of Practice in line with 
the REF 2021 principals 

• Involving stakeholders in the production of the 
Code of Practice 

• Encouraging disclosure of individual 
circumstances within research active staff  

• Establishing the REFIG to respond to 
declarations of Special Circumstances 

• Analysis of data relating to the REF 2021 
Submission and disclosure by School for 
internal use  
 

• All participants in the selection processes have 
undertaken specific REF 2021 Equality and 
Diversity Training  

• Production of the Code of Practice in line with 
the REF principals 

• Involving stakeholders in the production of the 
Code of Practice 
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8. Do you have any concerns that the 
policy could have a differential 
impact on any of the Protected 
Characteristic groups*? Detail any 
relevant information. 

The REF 2021 selection process uncouples individuals from outputs with all those eligible requiring to submit one output and no 
individual submitting more than 5 output. There have been some concerns raised that by retaining the ability to submit staff who 
no longer work at Heriot-Watt but produced high quality research within the REF 2021 timescale could be detrimental to eligible 
staff in post. The Code of Practice has been amended to clearly state that output selection is prioritised to those in post.  

There is a need to ensure that the selection of outputs and the allocation of output reductions across UoA is a fair, transparent and 
quality based decision. Equality and diversity training along with checklists for REF groups mitigate the risk of the resulting REF 2021 
submission being unrepresentative of the overall all pool of eligible staff.   

At Heriot-Watt significant research responsibly is determined by contract type. All eligible staff will be submitted. 

The University recognises different circumstances for our staff at the Dubai and Malaysia campuses where the law governing 
employee contracts is different. Therefore, staff with contracts through these campuses do not meet the definition of Category A 
staff. 

9. What are the risks associated with 
the policy in relation to differential 
impact? 

Should the Code of Practice be implemented incorrectly there is an appeals process. At the end of the REF 2014 selection process 
no appeals were filed. We anticipate a similar outcome for REF 2021.  

10. Could the differential impact 
identified in 6-11 amount to there 
being the potential for adverse 
impact in this policy? If no, outline 
why and go to question 12. 

YES NO Please Explain  

• All eligible staff are to be submitted.  
• Outputs are to be selected on the basis of quality to achieve the strongest 

possible submission. 
 

11. Can this adverse impact be 
justified on the grounds of promoting 
equality of opportunity for one 
group? Or any other reason. 

YES NO Please Explain N/A 

12. Demonstrate how you have 
involved stakeholders in the EIA. 

The development of the CoP has involved a range of groups: 

REFIG, REF steering Group, CJNCC (includes trade union representation), UE, Staff Committee  
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13. Date EIA Completed.  November 2019 
14. Date for future review of 
policy/function. 

As required by REF 

 

* It may be beneficial to give particular consideration to the Protected Characteristic groups in your impact assessment. The Protected Characteristics 
covered by the Equality Act 2010 are: Age, Disability, Race, Religion and Belief (including no belief), Sex, Sexual Orientation, Pregnancy and Maternity, 
Gender Reassignment, Marriage and Civil Partnership  
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Privacy Impact Assessment 

14. Does implementation of the 
policy or procedure necessitate 
processing information about people 
who can be identified  from that 
information or in combination with 
other information 

YES 
NO 

(No PIA 
required) 

Please 
summarise 
the 
categories, 
if not listed 
in 15, below 

Data from internal people management systems (iHR and PURE) are to be used 
to understand the REF 2021 eligible population and to run comparisons based 
on personal characteristics to ensure the integrity of the submission at UoA and 
University level.   

Some data will be held on disclosure of individual circumstances, held separately 
form core information systems unless agreed with individuals that central 
systems be update to reflect disclosures.  

15. Does implementation of the 
policy or procedure necessitate 
processing sensitive or otherwise 
confidential personal data? Please 
highlight any affected categories  

Physical or mental 
health  

Political opinions or 
membership of a 

trade union 
Sexual life Proven or alleged 

offences 
Other – please 

Specify below  

Race or ethnic 
origin  

Religion and belief 
(including lack of 

belief)  

Gender 
Reassignment 

Information that 
could be used to 
commit identity 

fraud 

N/A  

 Please summarise any other 
information processed that would 
cause significant damage or distress 
to people if disclosed without their 
consent  

The purpose of disclosure is to determine any output redactions and to support assessing the profile of circumstances 
disclosed. The information is used for monitoring and output reduction purposes only.  

Processes for the confidential storage of information follows protocols implemented for REF 2014.  

16. Have you agreed actions with 
the Head of Heritage and 
Information Governance to manage 
the data securely? If yes, please 
indicate the actions agreed 

Yes  Data minimisation Staff training Secure 
communication 

Disclosure/data 
sharing protocols 

No: to be agreed on 
[date]  

Physical security 
controls IT security Retention policy  Secure destruction  

17. Date PIA Completed  
November 2019 

 

18. Date for future review of 
policy/function 

As required by REF 

 


