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Promotion to Professor 
(2023 Round) 

 

 
Preamble 
 
As a part of the University’s commitment to staff career progression, Hope has 
transparent promotion opportunities, including that relating to promotion to Professor. 
This process has been designed to open up potential career paths for all academics 
coming to the University and anyone who meets the relevant criteria can apply for 
promotion. It is the University’s goal to be as open and transparent as possible in order 
that all staff will know what the criteria for promotion are, be able to plan accordingly 
and be confident that applications will be judged fairly. In order to achieve this, all 
promotion panels are University-wide and of a senior level. Staff are informed of the 
criteria and have access to guidance on how to meet them. While Hope has 
established mechanisms designed to assist staff to meet the criteria, it is naturally the 
responsibility of the candidate to make the case that they have met the required level, 
which is outlined in this document. 

 

These guidance notes are designed to support our open and transparent process 
relating to promotion to Professor. They should be read in the context of the 
University’s desire to see staff develop during the natural course of their academic 
career. The promotion process for Professor will normally take place on a biennial 
basis. 

 
Exceptional Circumstances 
 
Exceptionally it may be necessary to consider special cases for promotion at times 
other than the promotions cycle. This provision is not available as a route for late 
submissions. Special cases must be supported by the relevant Head / Dean, who 
should prepare a report, describing the exceptional circumstances, for the Rectorate 
team. Where Rectorate Team comes to the view that there is a prima facie case that 
is worthy of consideration outside of the normal biennial cycle, consideration of that 
case for will follow a procedure similar (except in timing) to that for the normal 
Promotions review. 

 
The Process 

 
Applications for promotion to Professor will be reviewed in the context of this guidance 
and the guidelines that are set down in this document. The Panel that considers such 
applications is made up of: 

 
1. Chair: who will be the Vice-Chancellor 
2. Deputy Vice Chancellor 
3. A senior member of Hope staff who has particular expertise in learning and 

teaching.  
4. A senior member of staff who has expertise and understanding of research and 

REF requirements.  
5. A member of Hope’s professoriate 
6. A member, or recent member, of Council; 
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The University may also exercise the option of including one or more external senior 
academics (normally at Professorial rank) on the Panel. That external(s) may be 
present at the panel or be asked to supply a written recommendation which the Panel 
will take into consideration in coming to its overall judgement. 
 
Prior to the Panel meeting, the University will hold no less than two open briefing 
sessions for staff, to explain the process, outline general criteria and address specific 
questions from prospective applicants. The Personnel Department provides details on 
how and when the applications are to be received. 

 
The Personnel Department (through its Director, Recruitment Manager or a Personnel 
Manager) will provide professional support and advice to the Panel. 

 
The Personnel Department provides details on how and when applications are to be 
received. Staff who would like to apply for promotion to Professor grade are also 
invited to approach their Head / Dean at any time (a good guideline is approximately 
18 months to two years before the anticipated application where possible) to draw up 
a personal development plan focused on the promotions criteria.  

 
PDP: Success in promotions is not just about the submission. It is about managed 
career development over a number of years and should be actively considered during 
the Performance Review interviews in terms of what it is that needs to be achieved to 
increase the chances of success. 

 
Staff who would like to apply for promotion to Professor are also invited to approach 
their Head of School at any time (a good guideline is approximately 18 months to two 
years before the anticipated application where possible) to draw up a personal 
development plan focussed on the promotions criteria. 

 
Support Mechanisms: These guidelines are to be read in the context of the various 
support mechanisms in place at the University that Hope periodically advertises and, 
in particular, its extensive staff development programme. 

 
Prior consideration will be given to the process here outlined to ensure opportunities 
for improvement to it are taken. Any substantial changes to the process that result will 
be discussed with the recognised Trade Union. 

 
Applicants will be informed of the decision in writing. In the case of an unsuccessful 
application, the Chair of the Promotions Panel or a member of the Panel, will be 
available to meet with the staff member to explain the reason for the decision that has 
been taken. This meeting will focus only on the broad categories and identify those 
general areas where the Committee took the view that there was need for further 
development. The relevant Head of School will take responsibility for providing more 
detailed guidance on how a future application may be strengthened. The Head / Dean 
may be present at that meeting if the staff member so wishes. The relevant Head / 
Dean should take responsibility for providing more detailed guidance on how a future 
application may be strengthened. Should you request a feedback meeting your written 
feedback will be sent prior to the verbal feedback meeting to enable individuals to 
prepare. 
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Appeals: You have the right to appeal should your application be unsuccessful. Any 
such appeal must relate to the process and there is no appeal against academic 
judgement. An appeal in relation to process would need to be submitted within 14 
calendar days of receipt of the outcome letter. A further 7 days from the date of the 
feedback meeting will be permitted if a ‘process’ issue arises in the meeting.  

Please be aware you must outline what aspect of the process, as outlined in this 
document, has not been followed and the exact grounds on which you base the 
appeal. All appeals will be considered by a member of Council who has not been 
involved in the promotions procedure. 

 
All appeals are considered by a member of Council who has not been involved in the 
process to this point. There is, however, no appeal against academic judgement. Any 
appeal must relate to process. 

 
The Criteria 

 
Role Profiles: Hope’s agreed Role Profile for Professor outlines exactly what the 
expectations are of those fulfilling this role. As a reading of that document will make 
clear, promotion to Professor means that the staff member will be expected to take on 
a number of new roles and be operating at a level that is higher than that of an 
Associate Professor or Principal Lecturer. In considering whether the staff member is 
ready and able to take on the new role, therefore, the Panel will need to be presented 
with clear evidence that the staff member: 

 

 Shows clear evidence of being able and willing to work at the level of 
Professor, including in the area of personal research and research 
leadership 

 Is already beginning to assume some roles appropriate to the new level, at 
least in some areas. Please note that this does not mean that you must be 
already operating fully at the higher level in order to be promoted. What the 
panel will be looking for is evidence that, if promoted you would be able to 
assume the new role effectively. This potential should be based upon 
existing performance and roles and be clearly documented rather than 
solely aspirational 

 

While there is no specific requirement for the length of time that the applicant should 
have been in higher education, the evidence required to make a case for promotion is 
substantial and may take some time to accumulate. 

 
The fourteen areas outlined on the agreed Professor Role Profile (the HERA format is 
adopted) inform the decision of the Promotions Panel. In order to be recommended 
for promotion to the higher level the staff member will need to be able to demonstrate 
that, if appointed, they have the proven capacity, willingness and ability fully to fulfil 
that new role. The staff member will not be expected already to be performing all of 
the duties outlined in the Professor Role Profile. However, there must be clear and 
sustained evidence that the candidate is already beginning to operate at the higher 
level in the core areas and has the documented ability to meet the requirements in full 
in the event of the promotion being recommended. 

 
As a way of ordering the procedure and guiding the Panel’s deliberations, the case for 
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promotion is considered under three broad headings. These are 
 

1. Teaching and Learning. 
2. Scholarship and Research. 
3. Wider contribution to the mission of the University, School and subject team. 

 
In all three broad areas there is an expectation that the staff member is operating at a 
level higher than that of an Associate Professor or Principal Lecturer. The Professorial 
position also requires a level of leadership, particularly in research, as Hope professors 
are expected to be co-leaders of the whole academic community. The potential for 
such leadership should be evidenced in the application. 
 

Required Qualifications 
 
A doctoral qualification and evidence of sustained scholarship is now the normal 
minimum requirement for all new academic posts at Liverpool Hope. A doctorate and 
an established scholarly career is hence required for promotion to Professor. 

 

Performance Review 

 

Candidates will be expected to have successfully performed the duties outlined in 

their current role profile of Associate Professor or Principal Lecturer. For purposes of 

promotion this will be assessed by reference to their scholarly, teaching and other 

contribution to the Department or School as evidenced in the Academic Performance 

Framework. 

 
The Basis of the Decision 

 
In making its decision the Panel will consider the evidence relative to each of the three 
areas outlined above and will do so by framing two questions. 

a) Is there sufficient evidence that the staff member has begun to operate at the 
level appropriate to that of Professor in the key areas identified in this document 
including research? 

b) Is there sufficient, sustained documented evidence to demonstrate that the staff 
member has the capacity, willingness and ability fully to fulfil the new role if 
promoted? 

 
For all three headings the panel will take into account the currency, duration and 
frequency of the contributions and the scale and range of activities and achievements 
of the staff member to date. 

 
As noted above, the starting assumption is that all staff are performing at a sufficiently 
high level within their present role at the University and that there is sufficient evidence 
that, if promoted, present high-level performance will be built upon and extended to 
the higher grade. Inevitably, this requires the rounded judgement by the Panel and 
cannot be tied to a simple ‘tick box’ approach. 

 
In addition to the above straightforward scenario there may be occasions, albeit very 
infrequently, where the panel feels that, while they are confident that there is sufficient 
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evidence for the individual not to re-apply, they recommend that the actual promotion 
to Professor should be deferred for a further period, subject to continued satisfactory 
performance and allowing that individual an extra time to gain additional experience 
and/or see through to final publication materials already well-advanced. 

 
Applicants for the rank of Professor should also have spent sufficient time gaining 
experience of seeing through to completion students on research programmes. They 
should have a clear track record or peer-reviewed publications of high standard and 
be able to provide suitable evidence. They should normally have been entered into the 
last REF at a sufficiently high level and helped with the academic development of their 
department/UoA. At the wider School level, they should have begun to make a wider 
significant contribution to research as it befits a Professor. 

 
Potential applicants who are part time or who for other reasons could not be expected 
to meet the criteria for promotion in terms of quantity of such evidence, for example 
those on maternity leave or have recently returned from such leave, are reminded that 
in such cases the University’s policy is to consider the case on a pro- rata basis. 
Naturally there is no adjustment to the quality of what is required. 
 

  Learning and Teaching, Scholarship and Research, Wider Contribution  
 

 
1. Learning and Teaching 

 
Under this heading the panel will look for sustained evidence of effective, enthusiastic 
and imaginative teaching and the leadership of others in this area. You are advised 
not simply to list subjects, but to provide the Panel with sufficient evidence to indicate 
that you are a high quality and self-reflective pedagogue whose teaching is effective 
and well-received and leads to enhancement of the student learning experience. You 
should also provide evidence that your expertise in the area of learning and teaching 
is externally recognised at least at national level (for example SFHEA status, external 
examinership of taught provision or publications in the area). The panel will be looking 
in particular for evidence of leadership within the University and external recognition 
of proficiency in learning and teaching. 
 
Signs of a capacity, willingness and ability to fulfil the new role 

 
There are a number of ways in which you can demonstrate that there are signs of a 
capacity, willingness and ability to fulfil the role of a Professor in your learning and 
teaching. In order to assist you in constructing your application, however, the list below 
gives some examples of the kind of evidence that you may wish to cite. Please note 
that the descriptors identified at a-d are essential for the promotion to Professor. 

 

a) Demonstrable influence on University learning and teaching practice with 
improvement in the student experience; 

b) Supervision of PhD/EdD students through to successful completion. The 
applicant would normally already be, or be eligible to become, a Director of 
Studies; 

c) Leading in initiatives in the development of PGR across the 
Department/School, or University; 

d) Experience of acting as an external examiner for taught provision or PGR 
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or PGT provision; 
e) Evidence of high level research being ingrained into teaching to enhance 

the student experience; 
f) SFHEA status; 
g) Overseeing the design and development of the overall curricula; 
h) Developing the quality assurance framework within the Institution’s overall 

framework e.g. participation in co-design of new programmes; 
i) Leading the development of learning and teaching at School or University 

level; 
j) The publication of high-quality student materials such as text books (or 

other subject-specific materials); 
k) Strong evidence of applying innovative and pedagogically appropriate 

teaching and assessment techniques, including the appropriate use of 
technology, which create interest, understanding and enthusiasm amongst 
students; 

l) Providing academic leadership to others working within the 
Department/School and taking responsibility for ensuring that courses are 
pedagogically sound and enhance student learning and their academic 
performance; 

m) Demonstrable contribution in external networks via active membership of 
external bodies at regional, national and international level in area of 
professional expertise; 

n) Evidence that own courses are being taught effectively through a process 
of continuing professional development and that this is reflected both in 
student feedback and their academic performance. Evidence here could be, 
for example, awards or prizes in learning and teaching, demonstrable 
contribution to overall excellence in NSS scores in the department/school, 
demonstrated impact in the area of student engagement, clear evidence of 
student achievement at the highest level in areas of teaching. 

 
You are free to add any additional achievements to demonstrate a capacity, 
willingness and ability to take on the role of Professor in your learning and teaching. 

2. Scholarship and Research 
 
A high level of scholarship and research is required to be promoted to Professor. All 
candidates must be able to show that they are engaged in scholarship and individual 
and/or collaborative research projects. A Professor at Liverpool Hope is expected to 
be engaged in research that is of a quality and quantity sufficient to play a significant 
part of the University’s submission to the next REF. The quality of a Professor’s 
research is expected to be (using the REF grading system) of at least 3* quality with 
some 4* work. 

 
Signs of a capacity, willingness and ability to fulfil the new role 
 
There are a number of ways in which you can demonstrate that there are signs of a 
capacity, willingness and ability to fulfil the role of a Professor in Scholarship and 
Research. In order to assist you in constructing your application, however, the list 
below gives some examples of the kind of evidence that you may wish to cite.  Please 
note that the descriptors identified at a-c are essential for the promotion to Professor. 

 
a) Being prepared for submission in the next REF with work at 3* quality with 
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clear evidence of 4* work. In coming to this view the panel will take into 
account outputs, environment and impact, though outputs are absolutely 
central; 

b) Strong evidence of leadership of research within the Unit of Assessment 
and/or wider subject team; 

c) Evidence of recognised standing in academic community such as: active 
member/ fellow of professional and subject specific bodies and societies; 
awards and prizes; conference organising committees; editorial boards and 
editorships; prestigious visiting appointments; research degree examining; 
membership of, or acting as an advisor to, grant awarding committees. 

d) A sustained record of academically excellent research outputs as evidenced 
within a national and international context; 

e) A sustainable plan of future pedagogic research that reflects the University’s 
direction. 

f) Leading the development of University-wide research strategies and 
initiatives; 

g) Leading and co-ordinating research activity in the subject; 
h) Leading research and collaborative partnerships with other educational 

institutions and bodies; 
i) Leading bids for research, consultancy and other additional funds with a 

track record of securing external funding and support for research activity. 

j) Acting as a subject referee and contributing to peer assessment in high- 
ranking journals and presses and with national (or above) funding agencies; 

k) Dissemination of research at national and international conferences, 
including key-note level addresses and similar; 

l) Evidence of being an externally recognised authority in the subject area (for 
example by citations) or invitations to present key-note addresses; 

Candidates for promotion are reminded that ‘the panel will take into account the 
currency, duration and frequency of the contributions and the scale and range of 
activities and achievements of the staff member to date’ in assessing whether the staff 
members has begun to operate at the level appropriate to that of Professor. 

 
You are free to add any additional achievements to demonstrate a capacity, 
willingness and ability to take on the role of Professor in your scholarship and research 
at Hope. 

 

3. Wider contribution to the mission of the University, School and subject team 
 
Professors are required to play a full and effective part of a team and be able to lead 
the work of others in some areas. As more established academics they are also 
expected to make a wider contribution to the mission and work of the University. In 
particular, a concern for the pastoral care and welfare of students is required of all staff 
at Liverpool Hope. Professors are also expected to support other staff, to represent 
the University externally and assist in the building of local, regional and national 
networks as appropriate. A focus of contribution is the wider requirement to support 
the School and University and provide leadership in meeting the mission both internally 
and externally. 

 
Signs of a capacity, willingness and ability to fulfil the new role 
 
As a Professor there will be a requirement to engage in the wider work of the School 
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and university and play a leading role within a team. Evidence of potential to operate 
in this way and at this level might include elements from the list below. Please note 
that the descriptors identified at a-d are essential for promotion to Professor. 

 
a) Being a leading authority in the subject, with considerable international 

reputation; 
b) Chairing and/or active and effective membership of University committees, 

steering groups, Communities of Practice or other elements within the 
deliberative and/or decision-making structure of the University; 

c) Being part of strategic decisions at Institutional level, contributing to 
Institutional and/or School planning and strategic development (for 
example demonstrated successful mentorship of others in research and/or 
teaching and learning); 

d) Influencing strategy and policy development within the Department, School 
or wider University; 

e) Evidence of a thorough understanding of institutional management 
systems and the wider higher education environment, inclusive of equal 
opportunities; 

f) Leading in departmental/School level strategic planning and contributing to 
the University’s strategic planning processes; 

g) Leading and developing internal and external networks to foster 
collaboration and share information and ideas to promote the subject and 
the Institution; 

h) Taking a leading role in developing a collegiate approach and developing 
a team spirit and team coherence; 

i) Fostering inter-disciplinary and cross School team working. 

j) Developing and communicating a clear vision for the subject’s 
strategic direction. 

k) Exercising academic leadership for subject area both in teaching and 
research activities. 

l) Creating sustainable teams, acting as an effective line manager for 
matters relating to the employment of staff, ensuring the work is allocated 
fairly, according to skills and capacity. 

m) Taking responsibility for ensuring that the subject team contributes to 
Hope’s broader goals as set out in the University’s Corporate Plan. 

n) Taking responsibility for effective team working within the subject area, 
referring matters of substantial concern to the Head of School. 

o) Promoting and marketing the work of the department in the subject area 
both nationally and internationally. 

p) Facilitating the research work of others and encourage and enable 
colleagues to find outlets for research activity. 

q) Contribution to the University international profile through the leadership 
and development of successful research or teaching partnerships. 

 

You are free to add any additional achievements to demonstrate a capacity, 
willingness and ability to take on the role of Professor in your wider contribution at 
Hope. 

 
Application Process 
 
All applicants will need to complete an application form. Please note that the 
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application may be no longer than ten pages and the font may be no smaller than 
point 12. No appendices will be required from the applicant nor considered by the 
panel. 

 
Evidence should be presented in a way which enables the Panel to understand how it 
relates to the case. Whatever type of evidence is used, it should be presented in a 
way which: 

 

 Is clear and specific 

 Is based on objective measures and outcomes wherever that is appropriate 

 Provides an honest picture rather than overstating the case 

 Demonstrates a sustained approach and achievement of outcomes 

 Is succinct 
 

Publications 
 
The following, and the following only, will be considered by the panel: 

 
1. Publications which are already in the public domain. Where appropriate, this 

means that the publication should be listed in the University’s research 
repository in line with Open Access regulations. 

2. Publications which have been accepted for publication and have been 
submitted to the publisher in their final form, for example, monographs that are 
currently ‘in press’ and journal articles that are awaiting publication following 
final acceptance. Where either is the case, you should supply a formal letter 
from the publisher indicating precisely at what stage of production the MS is 
and when it will appear in print. In the case of journal articles, this will normally 
mean providing volume and edition number. 

No less than two examples of REF-level research work will be considered by the panel 
and the candidate may submit up to four. These must have been published after the 
1st January 2017. These publications should be those that the candidate considers to 
be representative of his or her very best work. Please note that research outputs other 
than monographs and articles in peer review journals etc. will be considered, for 
example, performances, electronic media, and exhibitions. 

 
The candidate should in addition submit a one-page summary of future research plans 
being careful to provide clear, solid evidence of progress and likely place and date of 
publication. 

 
Head of School’s Commentary 

 

The relevant Head / Dean will be asked to comment on the application form via the 

Recruitment Manager to confirm if they support the application at this time once 

the form has been submitted. 
 

External Assessment 
 

Where the Panel is unable to come to a common mind on the quality of a research 
output, it may seek additional reports from one or more additional external experts. 
Through the submission of the application candidates are agreeing to this.  The Panel 
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will consider the advice of the external advice but will ultimately exercise its own 
judgement in determining the outcome of the promotion cases. Where externals are 
to be approached the Panel will ensure independence. This does not preclude the use 
of existing external advisors such as the University’s REF advisor for the relevant Unit 
of Assessment where such information already exists. 

 
Equality and Diversity Statement 

 
Liverpool Hope University is committed to the principles of equality and diversity as 

well as the elimination of discriminatory practices. These principles apply to the 

treatment of all staff. 

 
This guidance, together with any supporting procedures, will be implemented in a 

non- discriminatory manner. Members of the University administering the guidance 

are responsible for ensuring that in its application, those to whom the guidance 

applies, shall not receive less favourable treatment on grounds of sex, marital status, 

gender reassignment, racial group, disability, sexual orientation, religion or belief, 

age, socio-economic background, trade union membership, family circumstances, 

or any other irrelevant distinction. 

 

As part of this commitment effective monitoring arrangements will be conducted 

during and after each promotion process to ensure that any potential adverse 

negative impacts for a particular group of staff that are identified are considered and 

where possible either removed or minimised. The monitoring arrangements will 

include quantitative and qualitative feedback and consultation with appropriate 

stakeholders. 

 
 
 

 


