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	Associate Professor
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	025
	Apologies for absence (Chair)

Ross Forman
Stephen Soanes
Adele Browne
Helen Knee
Olanrewaju Sorinola
Paul Blagburn
Helen Knight
Will Brewer
Mark Rowland 


	026
	Declarations of interest (Chair) 

No conflicts of interest were declared.


	027
	Minutes of meeting held on 1st February 2023 (Chair) 

The minutes of the meeting held on 1st February 2023 (027-SIC03052023), Protected) were APPROVED.



	028
	Matters arising from meeting held on 1st February 2023

•Actions from February’s committee meeting was noted with updates below.

ITEM 18: Feedback to members at the May SIC meeting on where the Challenging inappropriate behaviour staff training programme will sit and when it will be running again. 
KS – Still open for updates 

ITEM 014: To bring back the values discussion to the May SIC for clarity on who the values are for: Group Discussion

ITEM 017: To contact the Employee relations team on impact assessment on the Personal Relationship Policy and to bring information back to the May SIC meeting. KTW


•Members had no objection for the social inclusion committee meeting on 3rd May to be recorded. 


	Chair’s Update

	029
	Farewell to Chris Ennew
The social inclusion committee gave a formal farewell to the provost Chris Ennew who will be stepping down this academic year. Chris Ennew held the position of chair for several years to the EDI committee; thanks were given for the amazing work Chris has achieved in advancing EDI and social inclusion within the university. 

•Announcement, Race Equality TF Chair
The chair of the Race Taskforce will be stepping down from position for study leave at the end of this academic year, thanks were given from the committee for all the great work which has been accomplished over the years. A new lead for the Race Taskforce was announced to members. 

•Farewell to Mike Shipman 
The social inclusion committee gave formal thanks for the work, Mike has done on the Race charter mark, the commitment steered successful work for the submission, all members wish him well in his new role. 


	Governance

	030
	Academic Governance review

The university is conducting an academic Governance review, looking at the operation of Senate and the committees of Senate.

The social inclusion committee is designed to help the university’s inclusion strategic goals which feed into Council and Senate. 

SIC are part of the academic governance review; this is taking place from May 2023 to 2024. 

SIC have been requested as a committee to reflect on the bullet points noted below. 

•Remit
•Effectiveness 
•Relationship with other committees and the Senate 
•The impact of changes to its context in the last five years (such as the merger of faculties, the introduction of various Executive Teams

ACTION: Governance to circulate a survey document within the next 2 months, members are requested to complete.

ACTION: Workshop for committee to take place in 2023/2024, this will give the opportunity to talk over any points raised. 



	                                                                                                    Social Inclusion Matters

	031

	Social Inclusion Update 

The Director of Social Inclusion presented the report (031SIC03052023_Protected). Below were highlighted as key.


No major changes since the committee last met in March 2023. 

· Pay Gap report has been published indicating small but positive change.
· No movement on KPI’s since February report.
· The beginning of the Transformation Programme in HR is an important step forward in addressing structural barriers to greater inclusion in recruitment. 
· The EIA process has been reviewed and embedded with the governance process.

1.2 Diversity of our students (Home UK)
In summary diversity on ethnicity, gender, and disability have all improved overall from 2018/2019 to 2022/23.  In further detail:
· The proportion of the student population that are Black, Asian, Chinese, Mixed, or ‘Other’ has increased by a 10.1 percentage points for UG, 4.9 for PGT, and 5.1 for PGR. The biggest changes being Asian students at UG increasing 5.1 percentage points and Black students 3.6, Black students at PGR increasing 2.3 pp, and Chinese students at PGT increasing 1.8 pp.
· The proportion of students that are non-binary increased by 0.4 percentage points at UG, 0.3 at PGT, and 1.2 at PGR.
· Men make up most students at all levels of study in 2018/19 and 2022/23, but at PGT the proportion of students who are women has increased 1.2 percentage points and 1.8 at PGR. At UG it has dropped by 0.1 pp.
· The proportion of students who are disabled increased 4.7 percentage points for PGT and 5.6 for PGR. At UG there has been improvement but a much lower rise of 0.9 pp.
In 2021/22, our Black awarding gap was 7.7 percentage points, dropping 4.1 percentage points since 2018/19 but increasing 1 percentage point compared to the previous year. 
In 2021/22, white students’ attainment of a first or 2:1 was 92.2%. Other ethnicity awarding gaps in 2021/22:

We’re committed to reaching 50% women professors and professional services at FA9 by 2030.
In 2022/23, 26.5% of our professors are women, increasing 4.7 percentage points since 2018/19 and 0.3 percentage points compared to the previous year. And 53.9% of our professional services staff at FA9 are women, increasing 4.6 percentage points since 2018/19 and 3.9 percentage points compared to the previous year.

Ethnicity
We’re committed to reaching 25% Black, Asian, and Minority Ethnic professors, and professional services at FA9 (our most senior level), with 5% to be Black, by 2030.
In 2022/23, 10.2% of our professors are Black, Asian, and Minority Ethnic, increasing 1 percentage point since 2018/19 but decreasing 0.8 percentage points compared to the previous year. And 6.7% of professional services staff at FA9 are Black, Asian, and Minority Ethnic, increasing 1.2 percentage points since 2018/19 but decreasing 0.4 percentage points compared to the previous year.
Disability
We’re committed to reaching 18% disabled professors and professional services at FA9 by 2030.
In 2022/23, 2.6% of our professors are disabled, decreasing 0.8 percentage points since 2018/19 and 0.1 percentage points compared to the previous year. And 1.1% of professional services staff at FA9 were disabled, increasing 1.1 percentage points since 2018/19 but decreasing 0.1 percentage point compared to the previous year.
Sexual orientation
We’re committed to reaching 7% professors and professional services at FA9 who are LGBTQUIA+ by sexual orientation by 2030.
In 2022/23, 2.8% of our professors were LGBTQUIA+ by sexual orientation, increasing 2 percentage points from 2018/19 and 0.2 percentage points compared to the previous year. And 3.3% of professional services staff at FA9 are LGBTQUIA+ by sexual orientation, increasing 2.1 percentage points from both 2018/19 and the previous year.

We’re committed to eliminating the gender pay gap by 2030.
In 2021/22, the mean gender pay gap was 20.3%, decreasing 5.6 percentage points since 2018/19 and 1.6 percentage points compared to the previous year. The median gap was 18.6%, decreasing 6.1% percentage points since 2018/19 and 1.3 percentage points compared to the previous year.
Ethnicity
We’re committed to eliminating the ethnicity pay gap by 2030.
In 2021/22, the mean ethnicity pay gap was 6.9%, decreasing 1.3 percentage points since 2018/19 and 3.9 percentage points compared to the previous year. The median pay gap was 7.1%, increasing by 2.9 percentage points since 2018/19 but decreasing by 6.6 percentage points compared to the previous year.

ID cards

Social Inclusion, in consultation with the Rainbow Taskforce have been working with IDG, to simplify the process for staff and students to have their preferred name on University ID cards.

From 31st January, staff and students can now make amendments to their preferred name in eVision and SuccessFactors and subsequently retrieve a new card with reflects their preferred name initial. To activate this workflow, the change must be made in the systems named above before visiting University House or Senate House to collect their new card.
In addition, we have asked IDG to look at the possibility of having the reversal of names on Teams amended.
ACTION: Chair of Rainbow TF to send information to the Director of social inclusion around HMRC confirming its ok to use self-identify gender. 
New programmes
•University staff working as volunteers within a Coventry school
•Reciprocal mentoring programme
•Looking to develop a programme for women from ethnic minority groups.
•Science challenge competition which was mentioned in London’s local papers. 

		                                                                             

	032
	Pay gap report.

HR Strategy Director gave members of the committee an update on the 2022 pay gap report. 


•2022 pay gap report has been published and is available on the Social Inclusion webpages: Closing the Pay Gaps: Gender, Ethnicity, Disability, and LGBTQUA+ Pay Gap Report (warwick.ac.uk). 

Now in the process of collating 2023 data to analyse for the report to be published by 31st March 2024.
•Noted positives of detail in report and reporting on four diversity groups.  

Members were concerned about the pathway to approval for the pay gap report due to task forces who have gathered and shared feedback over the years which has never made it through to edits in the report. 

•The pay gap report was designed by a third party this year; edits may have been missed due to not having a person in post. 

•Hope to strengthen our process in the future where edits will be looked at and fed into the pay gap reports. 

Members thanked the HR Strategy Director for their report and looked forward to receiving further updates.



	033
	Athena Swan Annual Progress Report

The Lead of the Athena Swan SAT presented the report (033SIC03052023_Protected). Below were highlighted as key.

•Expansion of A-S SAT membership: We had a specific call for men and those from a BAME background to make the SAT more representative. This worked well and we had an additional six people join the SAT. We also engaged with the SU and two members joined the SAT. As people leave the University and/or stand down from the SAT we try and keep the same balance. A list of members can be found here: https://warwick.ac.uk/services/socialinclusion/projects/chartermarks/athena/sat/

•Revision of ToR:  Revised 23-1-23 to update key principles in line with updated Adv HE principles. 

•Quality and availability of data Thanks to SPA and the A-S data subgroup this has markedly improved. There are still issues about the data, such as the data around recruitment which has been outsourced.  SPA are working hard to mitigate these issues, but it means we don’t have the detail we need for some of the recruitment data. 

•Drafting the Athena Swan submission for a silver renewal.  
We plan to submit a draft submission at the end of May to Adv HE for their comments (each institution can do this once in the 5-year cycle). We will then have time to revise the application in line with their feedback and plan to submit it towards the end of 2023. (The last possible time to submit is March 2024).

•The Excellence in gender equality awards had three categories this year: Best individual, best team and best student. There was a lot of press interest and these awards really raised awareness of gender equality and demonstrated all the activity going on in this area.    
https://warwick.ac.uk/services/socialinclusion/projects/chartermarks/athena/genderequalityaward/gender_equality_awards_announced
•Members were pleased to see the progress and thanked the IAS SAT for all the great work.
•Suggestion to share draft action plan with HR. 
•The Rainbow TF offered support if required to the lead of the IAS SAT. 


	034
	Religious Faith and Belief Guidance

New guidance has been added to the social inclusion webpages for those managing staff and supporting students with best practice, non-statutory guidance on how to respond to religion, faith and belief related requests: https://warwick.ac.uk/services/socialinclusion/projects/religion_belief_guidance/. 

This was presented to the committee with additional comments welcomed. The site will remain open to additions as needed. 

Opting out of training or duties which involve Inclusive practice relating to protected characteristics was raised as an example, it would be helpful in the guidance. 

Members thanked the Social Inclusion Officer for their report and looked forward to receiving further updates.



	035
	Disability Code of Practice
Full briefing on the DCOP was given to members.
Key points.
•The work has been developed with staff and students. 
•DCOP helps to have all information in one place. 
Disability Code of Practice has been developed to offer disabled students a better experience with also giving staff one document they can refer to. 
Students helped to design this project with stakeholder meetings, there has been a range of students with different disabilities. 49 students and 11 members of staff took part. 
•The DCOP document has been presented to different committees for feedback. 
•The main aim for the DCOP is to be embedded into Governance. 
It was suggested and agreed with members that all departments especially Finance and HR should receive Disability training.
Conversations took place around adjustments, members suggested - for funding information to be tagged into the document. 
•Discussed where the document would sit and was agreed wellbeing department would be the best place. 

•Agreed signposting for the DCOP document to be visible on the Social Inclusion webpages. 
Members thanked the Lead for their report and looked forward to receiving further updates.


	036
	Assistance Animal Policy

•Policy has been approved at POG

•Jenny Wheeler has now left the University 


	037

	Eutopia Update

The Director of Social Inclusion presented the report (037SIC03052023_Protected). Below were highlighted as key.

The EUTOPIA Inclusion Framework (totalling c. 35k words) presents the main results of the EUTOPIA inclusion team’s work in the 2050 project, all co-created through dialogue with staff and students:
Core Principles and Roadmap to Inclusive Practice
Inclusion Case Studies (including from Warwick: Queering University, Sanctuary Scholarships, Gateway/STAR, Report+Support, WP initiatives)
Student Perspectives (including two students from Warwick)
How the framework was created 
The EUTOPIA Inclusion Manifesto distils the key points from the above resource, and presents them as commitments for the alliance to take forward. All ten rectors of EUTOPIA signed this manifesto in November 2022. 
The International Partnership Case Studies and International Partnership Charter (produced by the Internationalisation team in the 2050 project) also contain commitments and materials relevant to inclusion, for instance regarding EUTOPIA’s commitment to challenge Euro-centrism and promote Responsible Internationalisation.
In EUTOPIA-MORE, an Inclusion Sub-Group has been formed to coordinate inclusion-related discussions across the alliance. This group will:
Explore and initiate new collaborations and opportunities based on the above resources: e.g., connections/overlaps suggested by the Case Studies, expansion of the co-creation process with students, alliance-wide implementation of the Manifesto.
Develop lines of communication with other EUTOPIA teams to discuss (and improve) the accessibility and inclusiveness of their activities.
Work with the EUTOPIA Sustainability and HR teams to achieve common goals.
Warwick has played an active and (in some cases) leading role in the above activities and will continue to do so from now on. Staff and students from Warwick have contributed substantially to the outputs created so far, and there will be more opportunities to get involved in the future. 

Risk, Equality and Environmental Sustainability Considerations/Impacts 
This report is specifically concerned with considerations of equality and social sustainability in the EUTOPIA Alliance. There are ongoing discussions regarding the accessibility and inclusivity of all EUTOPIA activities, including those of the inclusion team itself. 
The initiatives referred to here are intended to have a positive impact on various groups. There is scope for students and staff to engage in discussions about policies and practices in HE that they might normally be excluded from (sometimes through virtual and physical mobility). There may also be new collaborations that help to promote, replicate, and improve good practices among the alliance partners. 
Risks may be entailed relating to students and staff engaging with external organisations or travelling abroad, and normal risk-assessment procedures would apply. These procedures, and other safeguards, are among the institutional practices that EUTOPIA proposes to share and (where appropriate) replicate in partner institutions.



	Faculty and Taskforce updates                                                                            

	038
	Taskforce Objectives Update for 2022/23 

(a) Rainbow Taskforce

Verbal update was given to committee members.

Key points noted below. 

Committee was made aware of ongoing concerns for trans staff and student mental health due to national context surrounding trans rights. 

The taskforce is currently looking into success factors, and the potential to remove recorded history of diversity data if it is updated by a staff member. 

Successful training has taken place for sports club’s executive committees regarding trans inclusion in sports clubs. 

There has been an uptick in interest for the taskforce to deliver training and in the supply of materials, such as pronoun badges. 

The committee was updated about the platform MoodleX, which uses legal name data, which will become read only in August. 

The taskforce hosted events during LGBT+ History Month which had high engagement. The taskforce is now looking into hosting similar events for International Day Against Homophobia, Biphobia and Transphobia. Event information can be found via the general search box on the website. 

The taskforce has started work on a photography project to help students to see themselves authentically represented and is currently undertaking a call out for participants. Discussed potential second rollout including staff. 

Noted the growing overlap between estranged students and LGBTQUIA+ students and praised the good work currently being undertaken to improved estranged students’ experiences. 



(b) Gender Taskforce

Verbal update given to members. 

Lead of the Gender TF announced they will be stepping down at the end of this academic year after 6 years’ service, the deputy Gender taskforce chair will also be stepping down.

Recruitment for a new Gender taskforce chair & deputy chair will soon be taking place, members of the taskforce will be fully involved in the process. The Gender TF are keen to have one person from within taskforce to be recruited to one of the roles. 




(c) Disability Taskforce

Verbal update given to members.

Focusing on the Animal Assistance policy which will come to the SI committee for reviewing. 





(d) Race Taskforce

The Lead of the Race Taskforce presented the report (038(d)SIC03052023_Protected). Below were highlighted as key.


The RET met on 8th February 2022 and 30th March 2023 for its third and fourth meetings of the academic year.  These meetings focused on: i) Race Action Plan; ii) Warwick’s Culture Survey Data; iii) Warwick’s Student Experience Strategy; iv) Warwick’s Think Higher Black Students Widening Participation Project.

•Race Action Plan: following a series of meeting with action-holders in February/March, the RET received an update regarding the implementation of the Race Action Plan from the Social Inclusion Team ‘race lead’.  For most of the year 1 actions, progress is currently categorised as ‘highly’ or ‘somewhat’ assured.  However, there are eight actions where progress is ‘not assured’, all of which relate to tackling racial inequalities in the staff body (e.g., recruitment, values, and social inclusion training for staff).  The RET expressed significant concerns that little/no progress had been made in these areas over the past 12 months and requested that these concerns are escalated to the University’s senior leadership as a matter of urgency.  As a result, a further meeting has been arranged with the UEB executive sponsor for race (Mike Shipman) to discuss the escalation process.

•Warwick’s Culture Survey Data: the RET received a report on the race aspects of the survey and offered comments.  In particular, the RET noted a very low response rate for certain ethnic groups which in turn undermines the generalisability of the findings.  As such, the RET commented that work to encourage greater completion rates amongst these groups should be a priority in future versions of the survey.

•Warwick’s Student Experience Strategy: the RET received an overview of the draft strategy from Adele Brown (Director of Student Experience).  The RET commented that currently the strategy seems to be based on the idea of offering a positive experience to the ‘archetypal Warwick student’.  In doing so, it does not recognise the different lived experiences of students from ethnic minority backgrounds.  The RET requested that a focus on marginalised student groups is incorporated into the strategy.

•Warwick’s ‘Think Higher’ Black Students Widening Participation Project: the RET received a presentation on the pilot project.  The RET welcomed the development of a University WP project which explicitly recognised race/racism as barriers to accessing HE for Black students and encouraged further focus on this area in the development of the University’s other outreach programmes.  The RET noted that the project thus far focused almost exclusively on working with Black children in its partner schools and did not include work with teachers.  The RET encouraged a greater focus on teachers as a means of maximising the impact of the project and facilitating culture change in the partner schools.  At the same time, the RET warned against inadvertently falling into the trap of assuming that deficits lie with Black students (who in some sense require ‘fixing’ in order to access elite HEIs) rather than with the institutions of society (including schools and universities).

•Rainbow TF Chair offered to support with the action plan in any way they can. 


    (e) Multi Faith Taskforce/Chaplaincy Reference Group

No representation present / no report submitted. 




	039


	Updates from the Faculty Representatives

(a) Science, Engineering and Medicine

The Lead of SEM presented the report (039(a)SIC03052023_Protected). Below were highlighted as key.


Four key initiatives to highlight:
•Breastfeeding room provision: The SEM EDI forum took the initiative to explore the provision of lactating rooms across the university. There are gaps in the current provision, and we highlighted what should be aspired to across campus including location, detailed specifications of the rooms, advice on milk expressing / nursing at work, booking form / schedule, and university policies and support groups.

•Telepresence devices: The School of Life Sciences (SLS) are currently using telepresence devices to support a student with a severe immune-compromise condition and has provided the student with a chance to continue with their education. This is an exemplar approach to individualising and supporting student needs.

•Enhancing research culture: The SEM faculty is committed to supporting cross-departmental / cross-faculty projects especially projects with an ED&I remit. An example is the Improving Access and Participation in Engineering Research (IAPER) which is a joint project between WMG and Engineering to address the gap in female-identifying students at UG and PGR levels from underrepresented backgrounds to do 8-weeks engineering research internships. 

Demystifying Promotions Workshop: This is an Athena Swan initiative in response to an Athena Swan feedback report about integrating the ‘demystifying promotions’ and ‘promotions explained’ workshops currently running simultaneously into one course.


(b) Social Sciences

The Lead of Social Sciences presented the report (039(b)SIC03052023_Protected). Below were highlighted as key.


1. Key Points
Three key initiatives to highlight:
· Athena Swan: Athena Swan progress report has been prepared and demonstrates FSS departments’ achievements/progress towards Athena Swan awards.
· Supporting Neurodivergent Staff and Students: Progress is ongoing towards developing greater awareness and support for FSS neurodivergent community, including a scheduled training session and development of web resources.
· Social Science Grand Challenge: The faculty will be exploring processes to mainstream EDI into the Social Science Grand Challenge.

Thanks, given to the Director of Social Inclusion and Social Inclusion Manager for aiding the mainstreaming of EDI into the Social Sciences Grand Challenge.

       (C)  Arts       

No representation present / no report submitted. 



	 


	                                                                                                          AOB

	040
	The below concerns were raised around research, allowances, and fin regs. 

Relating to the use of Air BNB, Key Travel, and barriers in place to conduct research trips. The issues have affected a PHD student, although the student is not using university travel budgets. 

The student will be using a stipend due to saving on rent while away doing fieldwork but was advised they can’t use this money to fund Air BnB accommodation for business purposes and has been advised everything should go through key travel.

The student was sent a list of accommodation from Fin Regs which were unsafe and unsuitable in risky areas. 

Concerns were expressed regarding why local travel agents can’t be used to help with bookings, they would know areas more to help avoid risky areas. 

•Who has the authority to override this? Committee members suggested HoDs or HoS who lead departments to support the students.

The head of assurance in the finance team was noted as being a good person to reach out to for advice on this matter. 

ACTION: Chair of social committee will write to the Head of assurance to discuss the universities financial regulations, policies for fieldwork.




	CLOSE BY 16:00 hrs
Next meeting: TBC


	
DECISIONS AND ACTIONS

	[bookmark: _Hlk103773347]ITEM
	DECISION/ACTION
	LEAD AND DUE DATE

	
	
	

	030
	To circulate a survey document within the next 2 months, members are requested to complete.

Workshop for committee to take place in 2023/2024, this will give the opportunity to talk over any points raised. 

	Governance 



Chair 

	031
	To send information to the Director of social inclusion around HMRC confirming its ok to use self-identify gender. 

	RTF Chair 

	040


	To write to the Head of assurance to discuss the universities financial regulations, policies for fieldwork.

	Chair
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