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Arrangements for Professorial and Related Senior Academic 

Appointments 
 

 
1. Introduction 
 

1.1. This policy sets out the arrangements by which professorial and related 
senior academic appointments are made, including salaried Associate 
Professors, Professors, Emeritus Professors, Visiting Professors and 
Visiting Senior Fellows.  The arrangements described herein are subject 
to revision as agreed by Senate from time to time. Arrangements for 
Honorary appointments are subject to separate arrangements which are 
set out here (insert link).  

 
  

2. Criteria for Professor and Associate Professor Appointments 
2.1. Professors at the University of Suffolk are staff who demonstrate 

personal distinction and academic leadership in at least one of the 
following: research and the advancement of knowledge in their subject, 
teaching and learning, engagement/knowledge transfer and/or 
professional practice.  An indicative list of activities is shown at Appendix 
1. This is aligned to the University of Suffolk Academic framework 
(Appendix 2).  For completion, details of the University of Suffolk 
Professorial Banding arrangements for progression at Professorial level 
are shown at Appendix 3. 

 
2.2. In addition, professorial candidates must provide evidence of significant, 

high level contributions to management/administration/leadership 
 

2.3. Candidates for professorial appointments need to demonstrate a record 
of sustained achievement leading the Academic Appointments and 
Promotions Committee (or interview panel for external candidates) to 
believe the standard of excellence will be maintained 

 
2.4. Associate Professors need to demonstrate at least one of the 

following: 
 
2.4.1. Evidence of an important contribution to the advancement of 

learning and teaching and pedagogy through scholarship, 
knowledge transfer or published professional practice which is 
national in its scope. This may be evidenced by, for example: 



 

Revised:  July 2019 Page 2 of 24   

a. Receipt of peer reviewed funding for projects to develop and 
enhance teaching and learning, and successful completion of 
such projects 

b. Prizes or awards in recognition of teaching excellence, e.g. 
National Teaching Fellowship 

c. Significant positive impact on Suffolk’s students and reputation 
through enhancements to the delivery of programmes 

d. Demonstrable impact on teaching in the discipline nationally 
and/or internationally, for example through substantial 
contribution to subject associations or substantial contribution to 
policy forums 

 
2.4.2. Evidence of personal research distinction arising from an 

important contribution to the advancement of your discipline and 
a strong trajectory in the development of your international 
reputation.  This may be evidenced by, for example: 
a. A publication record of work that is (inter)nationally excellent 

in terms of originality, significance and rigour 
b. Leading research teams 
c. Member of significant external research group(s) 
d. Demonstrating research leadership and strategic level 

involvement with the growth of research activity at 
School/institution level 

e. Referee for external publications 
f. National/international conference organisation 

 
For some disciplines, it may be appropriate to demonstrate 
equivalency.  For example, in the performing or expressive arts, 
the achievement of a reputation through other means such as 
performance or exhibition may be more relevant. 

 
2.4.3. Evidence of an important contribution to University of Suffolk’s 

knowledge exchange and enterprise portfolio.  This may be 
evidenced by, for example: 
a. Significant positive impact on our students and reputation 

through the development of significant and sustained links 
with industry or community partners 

b. Successful championing of staff and student 
entrepreneurship 

c. Significant income generation. 
 

2.5. In addition, all applicants for Associate Professorship need to 
demonstrate evidence of their continuing commitment to academic 
leadership.  Assessors will expect to see evidence of how applicants 
support and develop others (for example, supporting others in 
developing their own research profiles, helping others to improve their 
teaching, coaching/mentoring, the delivery of training and develop and 
appraising other). 

 
2.6. Assessors will also expect to evidence of contribution to the leadership, 

management and development of the School and/or institution. 



 

Revised:  July 2019 Page 3 of 24   

Indicators of leadership and management skill and responsibility might 
include: 

a) significant success in recruitment,  
b) excellence in course design,  
c) the management of very large courses,  
d) chairing committees and/or other networks,  
e) leading the development and validation of new curriculum, 
f) leading the development of research or teaching and learning in your 

School. 
 

3. Appointment Procedures – Associate Professors and Professors 
3.1. There are three routes by which Associate Professor and Professor 

appointments may be made: 
o Through the annual review process, open to existing University 

of Suffolk staff; 
o Through a recruitment process, following the advertisement of a 

vacancy; 
o Through the exceptional circumstances arrangement. 

 
3.2. Annual Review Process – Internal Candidates 

3.2.1. In December of each year, the Director of HR will invite 
applications from academic staff wishing to be considered for 
promotion to Associate Professor or Professor. 

 
3.2.2. Candidates will be required to submit electronically: 

o An up-to-date Curriculum Vitae, using the agreed 
University of Suffolk template.  

o Written statement of application, normally no longer 
than four A4 sides, addressing the relevant criteria. 

o The names and contact details of at least two referees, 
with external professorial standing related to the subject 
area concerned. Normally none of the referees should 
have collaborated in publication or other research 
and/or scholarly activity with the candidate. A further 
two independent referees will be sought by the 
Institution. The actual request for an assessment will be 
made by the Director of HR/Director of Research.  

 
3.2.3. Unless otherwise requested, applicants should not submit copies 

of publications or other material.  However, applicants should be 
prepared to do so if requested. 

 
3.2.4. Applications will be previewed by the relevant Dean of School 

and the Deputy Vice-Chancellor.  The purpose of this preview is 
to support applicants and to give feedback to potential applicants 
on the extent to which they meet the criteria and therefore any 
additional work that is required to either strengthen the 
application with immediate effect or to provide feedback that 
enables a potential applicant to plan further work to ensure they 
meet the criteria in the future. Potential applicants have the right 
to decide whether to pursue their application regardless of 
feedback given.  
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3.2.5. Once an application has been submitted, the Dean of School will 

be asked to submit a supporting statement to accompany the 
candidate’s application, making reference to the criteria and the 
ways in which the applicant’s submission evidences that these 
have been met. The relevant Dean will also be requested to 
provide the names and contact details of four independent 
external assessors as detailed in 3.2.2 above. 

 
3.2.6. Applicants applying for a Professorial position are expected to 

meet the sector norms would normally include PhD completions, 
sustained high quality publications, substantial external funding 
track record, national and international esteem and being ready 
for future REF submission 

 
 

3.2.7. The decision will be communicated to the candidate no later 
than four weeks from the date of the committee meeting. 
Successful applications will normally be effective from the first 
day of the following month and will be announced to University 
of Suffolk.  

 
3.3. Recruitment Process – External Candidates 

3.3.1. From time to time, subject to business requirements and 
available funding, the University of Suffolk may advertise a post 
carrying a professorial title.  Such vacancies shall be advertised 
nationally/internationally. 

 
3.3.2. A shortlisting process will be followed and references will be 

sought. 
 
3.3.3. The interview panel will be chaired by the Vice-Chancellor or 

Deputy Vice-Chancellor and will normally include an external 
expert of professorial status in the subject concerned, the 
relevant Dean of School and the Director of Human Resources. 
Other relevant senior staff and/or external stakeholders may be 
invited to join the panel where appropriate.  

 
3.3.4. When confirming professorial status, the interview committee will 

make reference to the University of Suffolk professorial banding 
criteria (Appendix 3) to determine the appropriate band. 

 
3.3.5. Decisions will be communicated to the interviewed candidates 

as soon as possible following the interview.  Appointments will 
be communicated to the Academic Appointments and 
Promotions Committee and announced to University of Suffolk 
staff. 

 
3.3.6. The decision of the panel will be final with no appeal possibility 

(as it is the case with any external interview process). The 
unsuccessful candidate will be provided with detailed feedback 
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in order to help them develop and plan for future promotion 
rounds 

 
3.4. Exceptional Arrangements 

3.4.1. In exceptional circumstances, with the express agreement of the 
Vice-Chancellor or Deputy Vice-Chancellor, a Dean of School 
may put forward an individual case outwith the timetable outlined 
above.   

 
3.4.2. In these circumstances, an exceptional meeting of the Academic 

Appointments and Promotions Committee shall be called.  
Where an early date cannot be secured, the case may be 
considered electronically and views exchanged by email. 

 
4. Terms and Conditions  

4.1. Salaried Professors at the University of Suffolk are paid in accordance 
with the professorial pay banding structure. Associate Professors’ pay 
spans Grade 9 and the first two points of Grade 10 on the University of 
Suffolk pay spine. In all other terms and respects, the appointment will 
normally be those assigned to academic staff, details of which can be 
obtained from the Human Resources Department.   

 
4.2. Associate Professors and Professors are required to maintain the 

standards of excellence associated with the title and this will normally be 
done through the appraisal process.  In the event of continuing failure 
against the criteria set out at Section 2 above, the appropriate 
performance management procedures shall be adopted.  Any withdrawal 
of professorial status shall be reported to the Academic Appointments 
and Promotions Committee, Senate and the University of Suffolk Board.   

 
4.3. Personal line management of Associate Professors and Professors will 

be through their relevant academic manager. 
 

4.4. Professors are required to give an open inaugural lecture, normally 
within 6 – 12 months of their appointment.  

 
4.5. The job description for each appointment shall vary according to the 

area to which the role holder is assigned. 
 

4.6. In addition to the requirements of the University of Suffolk, professors 
partly or wholly funded by external partners will need to meet any agreed 
requirements specified by the sponsor. The name of the sponsor may be 
used in conjunction with the title of Professor. 

 
5. Emeritus/Emerita Professors 

5.1. A Dean of School may request the title of Emeritus/Emerita Professor be 
conferred upon a professor retiring from the University of Suffolk.  
Influencing this request will be the track record of the individual and the 
confirmation of ongoing benefit from the title and relationship between 
the individual and the school and/or university. The award will normally 
be for three years in the first instance and subject to periodic review 
thereafter. 
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5.2. Such requests are subject to approval by the Academic Appointments 

and Promotions Committee. 
 

5.3. The title shall not normally be awarded to a Professor with less than 
three years University of Suffolk service at this level, nor to a Professor 
who leaves the University of Suffolk to take up an appointment with 
another university. The title shall not be awarded to a Professor whose 
employment ends on performance/conduct related grounds.  

 
5.4. The right is reserved to withdraw the Emeritus Professor title on 

reasonable grounds, for example in the event of conduct likely to bring 
University Suffolk into disrepute. 

 
5.5. Conferment of the Emeritus title carries no entitlement to University of 

Suffolk facilities or support other than continuing access to the University 
of Suffolk library, nor any payment.  However, a Dean of School may 
agree to provide facilities for an Emeritus Professor to continue their 
academic activity - the arrangements for which will be reviewed annually. 

 
6. Visiting Professors 

 
6.1. Appointments as Visiting Professors shall normally be for no longer than 

three years in the first instance. 
 

6.2. The activities of Visiting Professors will vary according to circumstance.  
Visiting Professors are not usually employed by the University of Suffolk 
- their role is generally one of collaboration or partnership with the 
University of Suffolk in relevant research or other activity. 

 
6.3. The criteria used to determine the award of the title of Visiting Professor 

are broadly the same as those for University of Suffolk Professors and 
shall be subject to the approval of the Academic Appointments and 
Promotions Committee.   

 
6.4. Where the Vice-Chancellor or Deputy Vice-Chancellor deems it 

appropriate, the case for equivalency may be made; this arrangement 
may particularly apply in the case of outstanding candidates who have 
national/international standing in a relevant field, but do not have an 
academic/research background. 

 
6.5. Nominations for Visiting Professors must be supported by the relevant 

Dean of School.  
 

6.6. Nominations for Visiting Professors will be considered at a meeting of 
the Academic Appointments and Promotions Committee.  Alternatively, 
the case may be considered electronically and views exchanged by e-
mail.   

 
6.7.  Consideration will normally take place on the basis of the presentation 

of a curriculum vitae. References are not normally required. 
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7. Visiting Senior Fellows 
 

7.1. The terms and activities of Visiting Senior Fellows will vary according to 
circumstance.  Visiting Senior Fellows are not usually employed by the 
University of Suffolk; their role is generally one of collaboration or 
partnership with the University of Suffolk in relevant research or other 
activity. 

 
7.2. Appointments as Visiting Senior Fellow shall normally be for no longer 

than three years in the first instance. 
 

7.3. Visiting Senior Fellows are appointed where it is important to formalise 
the association of University of Suffolk with individuals who do not quite 
meet the Visiting Professor criteria, but have a significant research or 
other profile in relevant areas at regional/national level.  

 
 

7.4. The Dean of School will have the ability to designate the title of Visiting 
Fellow at a local level to strengthen links where appropriate with other 
academic institutions, government, enterprise and the professions.  

 
7.5. The Dean of School is required to report any new or renewed Visiting 

Fellowships to the Academic Appointments and Promotions Committee.   
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Appendix 1 
 
 
Professor – Research/Engagement/Teaching and Learning/Professional Practice 
 
A Professorship is a highly prestigious title and is the most senior academic 
designation bestowed by the University in recognition of excellence in 
research/engagement/teaching and learning/professional practice. A Professor will 
have demonstrated outstanding qualities of academic leadership and will be expected 
to have substantially furthered the aims of higher education generally and/or the 
university in particular. At UoS, we have four routes to Professor and this paper seeks 
to ensure that there is clarity around these four routes such that potential candidates 
for consideration and also reviewers of application have a good understanding of our 
expectations. Candidates will be expected to demonstrate outstanding 
performance and potential in the four main areas. 
 
 
1. A substantial record of publishing high quality outputs in their 

subject/discipline area 

Candidates will be able to demonstrate excellence in a number of the following 
areas (the depth of achievement required in any area will depend on the range of 

areas in which achievements have been made)   

 Research Engagement Teaching 
and 
Learning 

Professional 
Practice 

Journal 
publications 

Peer reviewed 
academic 
papers in 
journals 
including as 
lead author 

Peer 
reviewed 
academic 
papers in 
journals 
including as 
lead author 

Peer 
reviewed 
academic  
papers in 
journals 
including as 
lead author 

Peer reviewed 
academic papers 
in Journals 
including as lead 
author 
 
Articles in 
professional/trade 
publications  
 

Conference 
proceedings 

Refereed 
conference 
proceedings 

Peer 
reviewed 
conference 
proceedings 
  

Refereed 
conference 
proceedings  

Peer reviewed 
conference 
proceedings  

Books and 
book chapters 

Books and 
book chapters 
 

Well received 
text books 
(as 
evidenced by 
usage) 
 

Well 
received text 
books (as 
evidenced 
by usage) 

Well received text 
books (as 
evidenced by 
usage) 

Other outputs 
demonstrating 
quality and 
impact 

Methodology 
frameworks 
with citations 
re evidence of 
use 

Patents 
Reports 
 

Reports 
Policy 
documents 
(internal and 
external) 

Reports 
Policy documents 
(internal and 
external) 
Contributor to 
professional body 
documents  
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2. A substantial record of securing external income 

All routes have an expectation that the application will demonstrate income 
generation. Amounts and funding bodies should be appropriate to their subject area. 
For example, MRCs, EPSRC, AHRC, NIHR, SEDA, HEA, Industry and business 
partners, WG and local government funding, Practice related partners such as NHS, 
Schools.  

3. Successful supervision of students to completion and/or evidence of other 
leadership 

Candidates will be able to demonstrate excellence in a number of the following areas 
(the depth of achievement required in any area will depend on the range of areas in 

which achievements have been made.)   

 Research Engagement Teaching and 
Learning 

Professional 
Practice 

Research 
Student 
supervision 

Research 
student 
supervision 
with 
completions 

KTP/KESS or 
equivalent 
student 
supervision 
with 
completions 

 Leadership in an 
executive role, on 
advisory or other 
boards or learned 
societies, 
national and 
international 
organizations 
and agencies 

 

Leadership 
of  projects 

Leadership of 
research 
projects 

Successful 
leadership in 
the 
development,  
implementatio
n and 
evaluation of 
engagement 
activities both 
internally and 
externally 

Outstanding 
leadership of 
teaching and 
learning 
activities at 
school, faculty 
or university 
level, which may 
include 
provision in 
association with 
partner 

institutions   

Leadership in 
government or 
corporate 
agencies at 
national/internati
onal level, 
professional 
institutes, 
research 
committees, 
community 
service, subject 
committees or 
benchmarking 
panels 

 

 Research 
leadership 
(leading 
research 
groups/centres
/institutes) 

Successful 
leadership of 
sustainable 
consultancy 
activities under 
the auspices of 
the University’s 
consultancy 
services 

Successful 
leadership in 
innovative and 
sustainable 
widening 
participation 
activities; 
successful 
leadership of 
sustainable 
quality 
assurance and 
enhancement 

activities   

Leadership given 
to colleagues in 
developing 
professional 
networks; in 
PSRBs and 
government 
related agencies 
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  Successful 
leadership of a 
spinout 
company 

Successful 
leadership of 
partnership 
activity, 
including 
international 

partnership   

 

  Leadership in 
design and 
delivery of 
CPD 

programmes   

 

Recognition 
through the 
Higher 
Education 
Academy’s 
Teaching 
Fellowship 
Scheme (or 
predecessor 
schemes) at 
Principal 
fellowship level 

 

 

4. External recognition of excellence in a number of areas 

Candidates will be able to demonstrate excellence in a number of the following areas 
(the depth of achievement required in any area will depend on the range of areas in 

which achievements have been made.)   

Research Engagement Teaching and 
Learning 

Professional 
Practice 

National and 
International 
Awards that 
recognise 
research 
excellence 

National or 
international 
awards, or other 
distinctions, related 

 to innovation and 

engagement  

National or 
international awards, 
or other distinctions, 

related  to teaching 

and learning  

National or 
international awards, 
or other distinctions, 

related  to the 

applicants 
professional practice 

Collaborations 
with prestigious 
research 
organisations 
and industry 

Appointments on 
regional or national 
Boards/Committees 
and/or acting as 

adviser  to 

Government bodies 
demonstrating 
recognition and 

esteem   

Editorial Board 
membership of 
international journals 
or conferences and 

other  committees 

associated with 
pedagogic research 
or pedagogic bodies 

Substantial 
engagement with 
external 
stakeholders where 
appropriate to the 
subject area 

Including board 
membership 

Membership of 
editorial boards 
for both research 
publications and 
organising 
research 
conferences 

Substantial 
engagement with 
external 
stakeholders where 
appropriate to the 

subject area   

 

Outreach activities 
associated with 

subject area.  
Membership of 
editorial boards for 
both research 
publications and 
organising research 
conferences 

 

Influence on national 
policy debates and 
professional 
advice.Membership 
of editorial boards 
for both research 
publications and 
organising research 
conferences 
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Membership of 
highly regarded 
Research 
Institutes and 
Centres 

   

 
Permanent members of staff of the University or those with a significant employment 
relationship with the University of one year or more who demonstrate excellence as 
measured by the criteria for professorships may apply for the conferment of the title of 
Professor. 
 
Conferment of a Professorship 
The title of Professor will be personal to the holder and should reflect the subject areas of 
expertise, the title of the department or the name of the sponsoring body in the case of 
an externally funded post. A Professor who has gained his/her title via all routes shall 
have demonstrated outstanding excellence in the above categories and will be 
expected to provide leadership whilst continuing to demonstrate competence as a 
teacher. 
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Appendix 2 
The University of Suffolk Academic 

Introduction 

University of Suffolk has a diverse academic profile, largely vocational in nature, 
delivered by a mixture of academics, hourly paid/guest lecturers, technical 
demonstrators and colleagues supporting academic skills development. 
 
As stated in our Academic Strategy for Growth and Sustainable Development, the 
University’s five-year plan is to build our reputation and brand as an innovative, 
flexible, high-quality provider that has strong roots in its regional community but with 
ambitions to achieve national and international recognition. The University of Suffolk, 
free from its previous imposed limitations around how it can develop its portfolio, and 
its research and enterprise activities, is determined to create a strong identity as a 
business focussed and community impact institution that will facilitate 
transformational changes for the Suffolk region.   
 
The University of Suffolk’s academic activities, like many other Universities in the 
sector, can be broadly defined into three categories: providing education, undertaking 
research and performing business/community engagement and commercial/ 
knowledge-transfer activity. It is also clear that in all three categories there is a strong 
element of citizenship contribution which is associated directly with teaching, 
research and enterprise/outreach activities.  Looking at our Academic strategy, the 
Learning, Teaching and Assessment and the Research and Scholarly Activity 
Strategies in addition to external drivers including the REF 2021 and beyond, it would 
make sense to establish a common academic role model to capture and define our 
academic activities. Academic staff at the University of Suffolk will have a 
combination of skills and experiences as outlined below and these roles are 
purposefully based on the strengths of academics at the University and not within the 
narrower definitions of the REF.  
 

Figure 1: The University of Suffolk Common Academic Role Model 

 
 
 
 
 
 
 
 
 
 
 

 

 

 

Research and scholarly activity in the context of the University of Suffolk academic 

 
Research in the context of the University of Suffolk academic includes activities that 
can be submitted for REF, defined as a process of investigation leading to new 
insights, effectively shared, but also embraces the QAA expectations for engagement 
with research and scholarly activity in that scholarly activity should demonstrably be 
intellectually rigorous; extend the frontiers of knowledge; be able to be documented 
and be validated and shared by professionals and thus includes activities such as 
knowledge transfer. As our Academic Strategy states: ‘We will aim to develop a 

Academic Leadership and Management 

Excellence in 

Teaching and 

Learning 

Research and 

Knowledge 

Exchange 

Business and 

Community 

Engagement   

University of Suffolk Common Academic Role 

Model 
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sustainable research portfolio based on our core academic strength that is impactful, 
practical, and innovative (responding to the region’s agenda for developing high-end 
technology-based skills and growth). We also need to create a research culture 
where our academic and support staff see their involvement with research and 
enterprise activity as a key part of their role.’  
 

Furthermore, in terms of the 2021 REF, the final criteria for selection, aside from high 
quality outputs, will include those staff with ‘significant responsibility for research’. 
Such staff ‘are those for whom explicit time and resources are made available to 
engage actively in independent research, and that is an expectation of their job role’1. 
It is conceivable that the REF beyond 2021 may well include all academic staff and, 
therefore, we need to have an aspiration for all UoS academic staff and a mechanism 
that enables current staff to identify a role profile that best reflects their skills set, 
experience and aspirations. Professional and academic development is supported as 
part of the wider Research and Scholarly Activity Strategy, for example, enabling 
staff to complete PhD level studies and a comprehensive programme of research 
training and support is available to all academic staff to develop research across the 
University.  
 
   

Academic Leadership in the context of University of Suffolk academic  

Academic Leadership in the context of University of Suffolk academic includes 
leading cognate subject areas, leading on improving students’ experience, learning 
and teaching or research & enterprise as well as course leadership. While it is 
recognised that Suffolk academics will be operating at different levels of 
responsibility, they will all need to be able to understand and make evidence-based 
sustainable resource decisions.  Leadership and management activities are essential 
skills for all academics, for example, in relation to classroom management; self-
directed management of activities; leadership of student groups or research projects 
and teams or enterprise/commercial activity.  They are, therefore, activities that all 
academics need to either have or develop some expertise in. 
 

Business and Community Engagement   

Business and Community Engagement is outlined in the Strategy for Business 
Engagement 2018-2023 and covers a range of activities to include: the development 
of CPD and short courses for commercial income; working with community 
organisations on specific projects; being involved in regional bodies developing 
policy; offering consultancy in specialist areas; knowledge exchange and knowledge 
transfer partnership activities and the commercialisation of research. Enhancing our 
staff experience and recognising staff engaging with business and community 
enterprise is essential to developing our internal capacity to respond to our economic 
environment and increase our profile as a business engaged and community impact 
university.  
 

Academic Categories within University of Suffolk 

The UCU National Contract states: ‘As part of your duties, you will normally be 
expected to engage in research and scholarly activity. The nature and extent of this 
will vary with the nature of the subject(s) you teach and the full range and balance of 
your duties and other commitments. In this context, 'scholarly activities' includes the 

                                                 
1 REF 2021 Draft guidance on submissions (p. 134) https://www.ref.ac.uk/media/1016/draft-guidance-on-submissions-ref-
2018_1.pdf  

 

https://www.ref.ac.uk/media/1016/draft-guidance-on-submissions-ref-2018_1.pdf
https://www.ref.ac.uk/media/1016/draft-guidance-on-submissions-ref-2018_1.pdf
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production of books, contributions to books, articles and conference papers, and is to 
be construed in the light of the common understanding of the phrase in higher 
education…’2  
 
Considering the history of the University, its development over the past decade and 
our future ambition to develop our research and enterprise activities significantly, it is 
proposed that we consider clustering our academic staff into three categories, based 
on their main current activities. These Academic categories are not intended to be 
hierarchical nor restrictive but to recognise and value the contribution by all staff to 
the academic community at the University. The introduction of the Academic 
categories will not necessitate any changes in relation to terms and conditions nor do 
they replace current career progression through our existing mechanisms. 
As a University we are committed to ensuring that the management of these 
academic roles is supportive and collaborative and to facilitating staff progression 
through the grading structure regardless of the Academic category. As our existing 
role descriptors – Lecturer, Senior Lecturer, Associate Professor and Professor  all 
acknowledge the different aspects of the academic role it is envisaged that both the 
staff appraisal and promotion processes will provide clear, supportive and straight-
forward mechanisms for progression between categories as appropriate for the 
individual academic staff member’s strengths and desired career trajectory (as 
depicted by the arrows in figure 2 below).  
 

Figure 2: The Three Categories of the Suffolk Academic Model  

 
In summary: the aim of this initiative is to get an improved clarity of purpose; to 
ensure every aspect of the academic role is recognised and valued; to enable better 
quality discussions at appraisal and to support and facilitate career development at 
every academic level which reflects the strategies and priorities of our academic 
Schools.   
 
 
 

                                                 
2 https://www.ucu.org.uk/article/1972/Post-92-contract-of-employment 
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Academic Categories: Expectations and Priorities 

 

Category A: Research and Scholarly Activity; Learning and Teaching and 

Knowledge Exchange Teaching Excellence  

Academic staff will be engaged in research and scholarly activity in their discipline. 
Academics in Category A of the Suffolk Academic Model are likely to reflect the 
definition of Category A Eligible staff as defined by the guidance document for 
REF20213 in that they are defined as academic staff with a contract of employment of 
0.2 FTE or greater whose primary employment function is to undertake either 
research only or teaching and research4.  Research, is a ‘process of investigation 
leading to new insights, effectively shared’5. Whilst ‘Scholarship may include 
conventional research (discovery of new knowledge), innovative application or 
integration of existing knowledge, for example, professional practice, or the study of 
learning and teaching practices’6, these would need to be discussed with the relevant 
line manager who understands the academic disciplinary background of the member 
of staff as ‘staff engaged exclusively in scholarship would not be considered to have 
a significant responsibility for research’ and, thus would be more appropriately be 
Category B.  
 

Category B: Excellence in Teaching, Learning and Assessment; Scholarly 

Activity; Community and Business Engagement  

Category B celebrates excellence in teaching, learning and assessment. Such 
excellence should be not be understood as a reliance on NSS scores but as 
considered as through a range of internal and external information and feedback 
from diverse sources along with examples of sound practice7. These may include 
feedback from students, teaching practice assessed and recognised by peers and 
external examiners as well as FHEA or SFHEA. Thus there are a range of measures 
that indicate effectiveness and excellence in learning, teaching and assessment 
which can inform and be used as measures of success.  
 

Category - C: Excellence in Research and Scholarly Activity and Knowledge 

Exchange 

Category C (defined differently than Category C staff in REF2021) constitutes a 
currently very small group of colleagues who have a research only contract (for 
example, Research Assistants; Research Associates; Research Fellows, etc.) It is 
expected that as the University grows its research portfolio of funded projects we will 
also be growing this category of our staff. It is anticipated that Category C would also 
be eligible for inclusion as Category A staff (as defined by REF2021) to any potential 
REF submission as they have a significant responsibility for research.8 
 
A Standard Academic CV, that can effectively capture the ranges of indicators listed 
above, along with free text comments, that can serve to provide evidence of meeting 
objectives, etc. FHEA will be viewed as key indicator and as a minimum requirement, 
although it would be reasonable to expect academic staff to hold Senior 
Fellow/Principal Fellow in more senior academic positions or in leadership roles in 

                                                 
3 https://www.ref.ac.uk/publications/draft-guidance-on-submissions-201801/  
4 These staff will be returned to the Higher Education Statistics Agency Staff Collection (HESA) as 

‘teaching and research’ - code 3 in the ACEMPFUN field.  
5 https://www.ref.ac.uk/publications/draft-guidance-on-submissions-201801/ page 3  
6 https://www.qaa.ac.uk/docs/qaa/quality-code/quality-code-overview-2015.pdf?sfvrsn=d309f781_6 

Page 17  
7 See https://www.qaa.ac.uk/docs/qaa/quality-code/quality-code-overview-

2015.pdf?sfvrsn=d309f781_6 
8 These staff will be returned to the Higher Education Statistics Agency Staff Collection (HESA) as 

‘research only’ - code 2 in the ACEMPFUN field. 

https://www.ref.ac.uk/publications/draft-guidance-on-submissions-201801/
https://www.ref.ac.uk/publications/draft-guidance-on-submissions-201801/
https://www.qaa.ac.uk/docs/qaa/quality-code/quality-code-overview-2015.pdf?sfvrsn=d309f781_6
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pedagogy. Further recognition of excellence in category B would be via the current 
promotion process which includes Associate Professorships in learning and teaching. 
Appointing Associate Professors/Professors serves as recognition of the importance 
that University of Suffolk places on effective pedagogy. It would be desirable that all 
academic staff could teach in their discipline at levels 4 to 6 and have a specialism at 
level 7. 
  
It is not anticipated that academic staff in this category would be eligible for 
submission for REF as they would not be considered to have significant responsibility 
for research. However, as outlined above, we are committed to the incremental and 
clear growth of the research agenda which meets the aspirations of our academic 
staff and where development is needed to achieve this aim, relevant support and 
development activities would be identified as part of the annual appraisal discussion.  
Furthermore, recognising that a guiding principle in this category is agreed targeted 
external engagement that adds and shares value, some academic staff will be able to 
utilise their skills by providing expertise, services and consultancy to businesses 
(SME, regional and National businesses and organisations) and this could include 
specialist advice/practice. These activities will be dependent on the School strategic 
plans. 

Building a culture supportive of development and performance  

Depending on discipline, it can take up to 10 years to ‘grow’ an academic (3 years’ 
undergraduate study; 2 years post-graduate/M level study; 3-5 years for a PhD or 
equivalent; and 1-2 year teaching course) in addition to any ‘practical’ industry or 
professional experience. In some cases, the ‘growth’ rate is nearer to 15+ years as 
the discipline requires higher-level experience. University academics are, therefore, 
academically well-qualified but also potentially very experienced staff (within their 
industry or profession).  Continuing to recognise and value high-level practice outputs 
remains critically important for the University of Suffolk and the suggested standard 
CV should enable appropriate capture and value of all these attributes to be collected 
and recognised during the appraisal.  
 

Summary 

The lead into the next REF provides an opportunity to confirm with which staff 
academic role category is more suitable to their current career aspirations, skill set 
and experience to date. However, it is important that all staff should be ‘active’ within 
their discipline and contribute to their respective body of knowledge, whether through 
contemporary practice, research, pedagogic excellence or scholarly activity.  
The key areas of activity form the template for reviewing where the majority of activity 
is undertaken by academic staff (the Standard Academic CV), and will enable staff 
and managers to ascertain current academic endeavours with a view to reviewing 
expectations, inputs/outputs and future career aspirations. It is recognised that the 
first time that the CV is completed, there will be a time ‘cost’, although once 
completed, updating the CV becomes relatively simple. The intention will also be to 
explore whether data can be exported, for example onto our website, so that the 
excellent work and talent that is evident in our staff can be recognised. We are 
committed to ensuring that mobility between categories remains fluid, albeit within 
the expectations and priorities of each category. 
 
Finally, the establishment of the different academic categories does not have 
any impact on staff contractual situations or require moving from current 
contracts to new ones.  
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Appendix 3 
 
Professorial Banding  

 

The main reasons for Professorial Banding are: 

 To ensure that a full academic career path is available at the University of 
Suffolk in order to support the recruitment and retention of the highest quality 
academic staff 

 To provide a transparent process for recognition of increasing academic 
standing and contribution and progression within a Professorial salary range 

 To allow an accurate comparison of the achievement and contribution of 
individual Professors for equal pay purposes 

 To recognise and reward significant achievement and contribution 
 
This document sets out the descriptors, including examples of indicative 
achievement, for each band.  It also describes the processes for progression within 
and between bands following implementation of the banding scheme.     
 
Professorial staff will be grouped into 4 bands.  The definition of each band is based 
on the core academic activities of education, research, enterprise, and academic 
leadership.   It should be noted that there is no reduction of teaching load assumed 
for any band of Professor – the balance of load is a matter for agreement within the 
School for all academic staff.   
 
In clarifying the contributions expected at each band it is intended to assist 
individuals to shape their careers and achieve their potential, whilst also 
demonstrating the increasing academic strength of the University.  In so doing, the 
professorial contribution bands should also assist with the achievement of the 
potential of the University of Suffolk.  The criteria should be applied additively, so 
that, for example, a Professor in Band 3 will usually meet the criteria for bands 1 to 3 
inclusive.  It is also emphasised that in progressing through the bands Professors are 
expected to meet and maintain the relevant level of contribution, i.e. a sustained 
contribution is expected. 
 
The definitions for each band do not currently reference the Research Excellence 
Framework and publications that would be returnable to this exercise.  However, this 
will be kept under review and it may be that, as the institution matures, this will be 
included in the future.  Similarly, definitions do not currently reference the Teaching 
Excellence Framework but will be updated as appropriate as this becomes clearer. 
 
These definitions will be used initially as part of an assimilation exercise to ensure 
that existing Professors are placed in the appropriate band according to their 
achievement and contribution, and thereafter for the entry of staff to the Professoriate 
and progression within the Professorial salary range. 
 
 
Band Descriptors and Examples of Indicative Achievement 
 

 Band 1 

Band 1 is the normal entry level for both internal and external candidates newly 
appointed to the Professoriate.  A Professor at this level will already have established 
evidence of personal distinction and academic leadership in at least one of the 
following: research and the advancement of knowledge in their subject, teaching and 
learning, enterprise/knowledge transfer and/or professional engagement as this is a 
vital element for appointment or promotion to a chair.  In addition, candidates need to 
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demonstrate significant, high level contributions to leadership, management and/or 
administration. 
 
Examples of activities at this level include 

- a publication record of work that is internationally excellent in terms of 
originality, significance and rigour, 

- successful recruitment, supervision and outcomes for research students, 
- securing significant external funding (appropriate to the norms for the 

subject), 
- editorial board membership for major journal, 
- leadership of major knowledge transfer activities or business partnerships 

with external organisations, 
- significant sustained and externally recognised contribution to University 

student entrepreneurship and enterprise activities,  

- membership of national advisory bodies,  
- development of fruitful new areas of activity for the institution, 
- significant enhancement of the institution’s profile in the UK and/or 

internationally. 
 
It is expected that a new professor will typically be in Band 1 between two and five 
years before meeting the criteria for Band 2.  Progression from Band 1 to Band 2 is 
viewed as a reasonable career aspiration, subject to evidence of achievement. 
 

 Band 2 

Band 2 is for more experienced professors of considerable academic standing.  A 
professor within this band will have an established international reputation for 
academic excellence which may be reflected by some of the following activities: 

- establishing and leading significant research teams, 
- winning substantial external funding (appropriate to the norms for the subject), 
- a significant record of attracting high quality PhD students on a continuing 

basis and successfully supervising them to completion, 
- invitations from grant awarding bodies to act as project assessor, 
- membership of national academic/professional policy making bodies, 
- prestigious editorships, 
- leadership of institutional initiatives which deliver significant improvements to 

student satisfaction and outcomes 
- appointment as external assessor for professorial positions, 
- advising national bodies, membership of international advisory bodies. 

 
In addition to demonstrating continued production of outstanding research; significant 
achievement in knowledge exchange or impact; or significant academic leadership 
which adds substantially to the achievement which enabled promotion to Band 1, 
Professors progressing to Band 2 are expected to demonstrate how they have 
broadened as a member of the academic community.   
 
For those who carry significant academic management and leadership roles, a 
contribution at Band 2 might be evidenced by activities associated with the 
responsibility to shape the future of the relevant School/discipline including the 
management, development and enhancement of teaching and assessment, 
significant contributions to the management of a School  and the proven ability to 
lead, develop and motivate colleagues and co-workers working as part of a team to 
achieve School and Institutional goals.  It is therefore anticipated that a Professorial 
Dean of School, once fully established in the role, would be able to demonstrate a 
contribution at this level regardless of their success in continuing to develop their 
research or enterprise profile.  However, it is not a requirement that they progress to 
Band 2: nor will their progression beyond Band 2 be limited. 
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 Band 3 

Band 3 is for Professors of high academic distinction.  The step difference in 
contribution between Bands 2 and 3 will be significantly greater than the step 
difference between Bands 1 and 2.  In research terms, a Professor at this level would 
be widely acknowledged as having a high international reputation for having shaped, 
and continuing to shape, his/her field of study, which might be evidenced through, for 
example, some of the following: 

- chairing of major national/international research committees 
- invitations to deliver distinguished named lectures or lecture series, fellowship 

of scholarly societies 

- receipt of prestigious awards 
- advising national or international advisory panels, government or research 

funding bodies, professional bodies, or equivalent 
 
Examples of the wider academic leadership that might evidence a contribution at this 
very high level of distinction and standing include: 

- establishing and managing research centres of national importance 
- shaping professional practice at a national level 
- leadership of national programmes to review curriculum in the relevant 

discipline 
- evidence of active and sustained leadership of the review & development of 

the curriculum and teaching/assessment methodologies and the management 
of teaching across the University of Suffolk 

- significant enhancements to the University’s Teaching Excellence Framework 
submission 

- evidence of significant promotion of, and active involvement in, the 
development and achievement of the University’s strategic aims with 
particular regard to education, teaching and learning 

- significant contributions to the wider strategic direction and management of 
the institution 

- evidence of successful and effective contribution to the achievement of the 
University of Suffolk’s strategic goals, through negotiating complex 
partnerships and representing the University on matters of key importance in 
the region, nationally and internationally 

 
Professors at Band 3 are expected to demonstrate how they have continued to 
develop as a member of the academic community, by having maximized 
opportunities to show leadership, as evidenced for example by holding office in 
learned societies or professional bodies, or other evidence of recognised authority.   
 

 Band 4 

Band 4 is for those of the highest academic distinction.  A Professor at this level 
would be generally regarded as one of the most distinguished academics in their 
discipline world-wide and one of a handful of leaders in their field of study to have 
made a lasting contribution through the impact of their research and scholarship.  
This may be reflected in some of the following achievements: 

- establishing and leading research centres of international importance, 
- leadership responsibility for shaping the future of the University; 
- election to esteemed scholarly societies such as Royal Society, British 

Academy or overseas equivalents; 
- honorary degrees from prestigious universities in recognition of research, 
- leadership of national and international advisory panel or professional bodies, 
- receipt of a civic award, 
- defining professional practice at the highest and most scholarly level. 

 



 

Revised:  July 2019 Page 20 of 24   

Overall it will be evident that an exceptional level of academic authority has now 
been added to academic life. 
 
Unless the HERA grade for a role determines a higher grade (e.g. Dean of School), 
the entry point for Band 1 professors is point 47 within Grade 10.  Progression 
through Grade 10 is subject to annual increments in the normal way.  Band 2 
Professors are appointed to Grade 11 and progress through annual increments in the 
normal way.  Band 3 and Band 4 Professors are on spot salaries with progression 
determined by the annual professorial review. 
 
Market Forces 
The Professorial bands are designed to reward academic achievement and 
contribution.  It is recognised that there are recruitment and retention pressures for 
senior academic staff in some disciplines and in such cases these pressures may be 
addressed by the payment of a discipline specific market element. 
 
Annual Professorial Review 
The aims of the Annual Professorial Review are to: 

1. Identify, recognise and reward exceptional contributions that play a role in 

meeting the University of Suffolk’s strategic aims 

2. Retain high calibre staff ensuring that professorial pay is competitive with 

those of high performing staff at similar universities 

3. Address potential recruitment and retention issues 

4. Contribute to consistency and transparency in pay for professors. 

 
Separate procedures define the criteria and process for those seeking promotion to 
Professor (these are available from the HR department and will be posted on HR 
pages of the new University of Suffolk website intranet once this is available).   
 
There is no automatic progression between bands or within bands 3 and 4.  In 
December each year, the Director of HR will invite applications from existing 
Professorial staff wishing to be considered for progression.  Staff wishing to be 
considered for progression will be invited to submit the following to the Director of 
HR: 

 a statement of case (max 500 words) including a clear indication of whether they 

are seeking a salary increase within their current band (bands 3 or 4 only) or 

progression to a higher band, 

 an updated CV (using the standard template),  

 a summary of achievement against their objectives for the last two 

appraisals/performance reviews (using the template provided) and  

 an outline of projects currently in progress (using the template provided).   

 
After the deadline, the Professor’s line manager will be asked to submit a brief 
assessment of the case for progression (using the template provided) to the Director 
of HR, highlighting any particular achievements over the review period, and - taking 
account of the Professor’s current salary - indicating whether there is evidence for 
him/her to support the application.  The line manager’s assessment will include an 
indication of one of the following: 

- Sustained exceptional contribution, during the review period and over previous 

annual review periods, and strongly recommended for an increase in banding 

- Exceptional contribution during the review period and strongly recommended for 

an increase in salary but not banding 
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- Recognised contribution at a high level for the allocated salary during the review 

period but not recommended for an increase in salary at this time 

- Not contributing at a high level for the allocated band/salary and not 

recommended for an increase in salary. 

 
The Professorial Review Panel, comprising the Vice-Chancellor/Deputy Vice 
Chancellor, the Director of HR, and one other member of the Academic 
Appointments and Promotions Committee (AAPC) will meet in March to conduct the 
review, taking consideration of each applicant’s submission, the line manager and 
any external assessors’ assessments and, where available, benchmark data on the 
pay of professors in the same discipline.   
 
Increases to salary/banding will be effective from the following 1 August.  The 
University of Suffolk Remuneration Committee will continue to be responsible for 
approving salary increases for those earning in excess of £100,000. Also, 
Remuneration Committee has responsibility for determining the salary of members of 
the Executive. 
 
Where cases are declined, a member of the Professorial Review Panel will be 
designated to provide oral feedback to the Professor and his/her line manager on 
why the case was not successful.  A representative from HR will be present at the 
meeting with the Professor to provide advice and support on the principles of equity 
and fairness, as necessary.   
 
Applicants who are unsuccessful in their application for promotion to a higher band 
shall have access to an appeals procedure but only on the grounds of a defect in the 
procedure followed, or of a misunderstanding or misinterpretation by the Professorial 
Review Panel of some significant factual element of the submission.  A written 
appeal should be made to a member of the AAPC not previously involved in the 
Professorial Review, who will determine whether or not there has been a significant 
procedural defect or misunderstanding.  This member of the AAPC shall have access 
to all papers submitted to the Professorial Review Panel.  If s/he is satisfied that 
there has been a significant defect in the procedure followed or misinterpretation of a 
significant factual element, the Professorial Review Panel shall re-examine the case.  
The outcome of this examination will be final.   
 
There is no right of appeal for applicants who have been unsuccessful in their 
application for a salary increase within their current band. 
 
Where the line manager has indicated that a Professor’s contribution is not at a high 
level under the criteria for the allocated band, the Vice Chancellor will seek evidence 
from the line manager of the steps being taken to assist the individual to improve 
their contribution. 
  
An application for promotion to a higher band may normally only be submitted 2 
years or more after the previous application.  However, the salary levels of all 
Professors in bands 3 and 4 will be reviewed every year as part of the Annual 
Professorial Review.   
 
There may be cases where a salary needs to be considered outside the annual 
process.  Typically this will be due to an immediate retention risk.  In such out-of-
cycle cases, the evaluation principles will be the same as for the annual process: an 
indication of the line manager’s support (or otherwise) for the case, external 
benchmarking (where available) and the approval of the Vice-Chancellor. 
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External Assessors 
 
The Professorial Review Panel (see below) will normally seek the views of an 
external assessor for progression from band 2 to 3 and from band 3 to 4.  The line 
manager is asked to suggest the names and provide contact details for three 
potential external assessors for these progressions when submitting their comments 
on the submission.  Assessors are nominated by the Dean of School/DVC, following 
consultation with the candidate.  Assessors are not referees and are chosen on the 
basis of their ability to provide an independent, objective and informed judgement on 
the quality and impact of the candidate’s work.  Assessments by co-grant holders, 
co-authors, supervisors, friends or collaborators of a candidate will be deemed invalid 
unless the Dean of School/DVC can justify such a choice to the Vice-Chancellor’s 
satisfaction. 
 
The Panel will not normally seek input from an external assessor for progression 
from band 1 to 2.  In the event that the Panel wish to receive input from an external 
assessor on a case for progression from band 1 to band 2, the Director of HR will ask 
the line manager to provide details of two possible assessors.   
 
External assessors are asked to comment in particular on the following areas: 
 

 The candidate’s eminence in their subject, particularly in terms of quality and 

originality of their research 

 The candidate’s contribution to education and pedagogy, particularly in terms 

of their scholarly activity and research and/or innovation 

 The impact of the candidate’s work within their discipline 

 Whether there is clear evidence of an upward trajectory and forward-looking 

agenda (i.e. not just a history of research output) 

 Whether the assessor believes the case meets the criteria for promotion to 

the relevant level 

 How the case compares with recent successful cases for promotion to the 

equivalent level within the assessor’s own institution 

 If the assessor does not believe that the case meets the relevant 

requirements at this point, any advice they are able to offer on the timing and 

strategy as to when or how this might be achieved. 

 
 
 
Principles of Equality of Opportunity 
 
The University of Suffolk is committed to the development of an academic workforce 
where staff progress on individual merit.  Procedures for professorial banding are 
intended to be fair, transparent and consistent with the institution’s Equal 
Opportunities Policy.  Therefore the University of Suffolk will ensure that staff are not 
treated less favourably on the grounds of their gender, age, disability, race, ethnicity, 
religion or belief, sexual orientation, trade union membership or by the nature of their 
contract.  Whilst decisions of professorial banding will be based on achievement and 
contribution, the University will take into account effects resulting from specific 
individual circumstances such as absence due to maternity, paternity parental or 
adoption leave, caring commitments, part time or other flexible working 
arrangements.  Thus, whilst no dilution of the required quality of inputs and outputs 
would be accepted, the quantity of the contribution inputs and outputs would be 
considered in the following examples, for example: 
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 A member of staff who has taken maternity or adoption leave or disability-

related absence may have a ‘gap’ in input and/or output.  In these 

circumstances a reduction in quantity would be accepted. 

 Where a member of staff works part-time, the expected quantity of their input 

and output would be in relation to their reduced working hours. 

 Where a member of staff has a disability that can be demonstrated to impact 

on the quantity of their input and/or output, a reduction in quantity would be 

accepted. 

 
Statistical information regarding promotions will be available, in a suitably 
anonymised format, to the Equality & Diversity Committee and other groups tasked 
with analysing aggregated date for the purposes ensuring a fair and robust process. 
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Professorial Pay Spine 

 
Scale  
Point 
 

 
Salary 
from 

1 
August 

2018 

 
Grade 

 

     

37 40,792     

38 42,036   SL grade with accelerated 
increment for those appointed to 
Associate Professor.  Associate 
Professors also continue 
incremental progression to 
points 45 and 46 at beginning of 
grade 10 

39 43,267   

40 44,559  Grade  

41 45,892  9 

42 47,263    

43 48,677    

44 50,132    

45 51,630     

46 53,174    

47 54,765 Grade  Entry point Band 1 Professor 

48 56,403  10  Normal incremental progression 
through Grade 10 for Band 1 
Professors 

49 58,089    

50 59,828    

51 61,207   Band 2 Professors start at point 
51 Normal incremental 
progression through Grade 11 

52 63,273   

53 65,332  Grade  

54 67,393   11 

55 69,454    

56 71,515    

 
73,660 – 
87,965   

Professorial Band 3 – spot 
salaries, no incremental 
progression 

 
87,966 - 
£100k+   

Professorial Band 4 – spot 
salaries, no incremental 
progression 

 

*  Dean of School, Director of Research, Director of Learning and Teaching HERA 

grade is Grade 11, therefore those post/role holders are paid at Grade 11 even when 

not yet of Professorial status or at Band 1.  If a Professor in one of those posts/roles 

progresses beyond Band 2, her/his pay would not be capped at max of Grade 11, but 

would be determined by the Professorial Review Panel in accordance with their 

higher banding. 

 
 
 
 
 
 
 
 


