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	Ref
	Item

	001
	Apologies for absence (Chair)
Pam Thomas (Chair) 
Abdullah Sahin 
Wai-Wah Tsang
Adele Browne
Helen Knee
Jane Bryan
Jenny Wheeler 

Chair welcomed new members to the Social Inclusion Committee.
Adele Browne (Director of Student Experience)
Celine Tan (Social Sciences)
Abdullah Sahin (Religion, Faith, and Belief)
Will Brewer (Sabbatical Officer) 
Hamza Rehman (Sabbatical Officer)
Saul Harvey (Students' Union Liberation Officer)



	002
	Declarations of interest (Chair) 

No new conflicts of interest were declared


	003
	Minutes of meeting held on 11th May 2022 (Chair) 

The minutes of the meeting held on 11th May 2022 (03-SIC08112022, Protected) were APPROVED


	004
	Matters arising from meeting held on 11th May 2022
There were no matters arising.

Actions from May’s committee meeting were noted with updates and agreed. 

ACTION: ITEM 034, Name badges/emails/ preferred names in progress with IDG and looks to completed. 

ACTION: ITEM 037, Workload model, Pam Thomas (Chair of SIC) to arrange a meeting with the provost in the new year, update to be brought to February 2023 committee meeting.  

ACTION: ITEM 039, GTF suggests that a solution would be to invite students to self-report their status as parents/carers for dependent children at the point of enrolment each year. Discussed, item 07. 

ITEM 9: Values Work Update – The minute discussion taken at the SIC on the 8th of November has been passed onto Geraldine Mills. 



	Chair’s Update

	005
	No chairs update


	Governance

	006
	Nothing to report.


	Taskforce updates

	007

	Taskforce Objectives Update for 2022/23 

Rainbow Taskforce 

Verbal report given to committee.

•Reported a few students receiving emails from dead names. 

Director of social inclusion has brought this to the attention of IDG, to meet with them on the 9th of November for solutions. 

•Forms discussed and particularly around non-binary. 

•ID cards, numbers of students not being able to access university ID cards with correct name.

Daniel Brown (Business Analyst) is reviewing ID cards. 

LGBTQUIA+ Withdrawal gaps 

Headline data analysis on LGBTQUIA+ withdrawal:

•5.2% of known LGBTQUA+ undergraduate students had permanently withdrawn, compared to 2.3% of known non-LGBTQUA+ UG students, meaning LGBTQUA+ UG students were 2.3 times as likely to have permanently withdrawn from the University.
•5.6% of known LGBTQUA+ postgraduate taught students had permanently withdrawn, compared to 3.0% of known non-LGBTQUA+ PGT students, meaning LGBTQUA+ PGT students were 1.9 times as likely to have permanently withdrawn from the University.
•8.4% of known LGBTQUA+ postgraduate research students had permanently withdrawn, compared to 3.3% of known non-LGBTQUA+ PGR students, meaning that LGBTQUA+ PGR students were 2.5 times as likely to have permanently withdrawn from the University.
•3.3% of known LGBTQUA+ undergraduate students had temporarily withdrawn, compared to 1.9% of known non-LGBTQUA+ UG students, meaning LGBTQUA+ UG students were 1.7 times as likely to have temporarily withdrawn from their course.
•7.6% of known LGBTQUA+ postgraduate taught students had temporarily withdrawn, compared to 5.2% of known non-LGBTQUA+ PGT students, meaning LGBTQUA+ PGT students were 1.5 times as likely to have temporarily withdrawn from their course.
•6.9% of known LGBTQUA+ postgraduate research students had temporarily withdrawn, compared to 4.4% of known non-LGBTQUA+ PGR students, meaning that LGBTQUA+ PGR students were 1.6 times as likely to have temporarily withdrawn from their course.
•Discussion around gender neutral toilets, not available within university house, working with estates colleagues to find interim solutions. 
NAIC do have gender neutral toilets accept no public access, if you are a member of staff who doesn’t have access to the NAIC the closest GNT are the library or the mathematical sciences building.
•Support needs for trans students, young people’s trans care services, stage of transition from school to university, waiting times for appointments to a gender identity clinic is 12 years.
•We are increasing support/resources through our community trans group. 
•A piece of work happening around reporting confidence. 
Trans awareness week commencing 14th November 2022, events organised by Queering the University programme, includes a trans panel event, event on tackling disinformation about trans people and tans rights. If anyone would like to attend the news will be going live on the 8th of November on the Queering University webpages. 
Advance, HE produced guidance on demographic data, including mandatory legal sex data and optional gender data. HESA have now updated their data requirements in line with this, which the University is required to report on
As a result, all students are being asked to share legal sex data at (re)enrolment.
· Implications of current implementation at Warwick: Legal sex data is mandatory; gender data is optional. This has knock-on implications for how complete the gender data set is, and thus for university data analysis by gender.
· Many trans people are required to misgender themselves to answer.
· Many trans people will be misgendered by HESA data analysis/analysis by legal sex.
· Data subject right to refuse data hidden/not known. (What is the process mid-enrolment to refuse?)
· No mechanism to update between (re)enrolment periods via eVision.
· No information given on how it will be used, stored, or shared/who has access to it.
· Guidance on appropriate sources allows for multiple correct answers, ill-defined data set. (Some people have different sex markers on their driving license and passport, as the update requirements are very different.)
· No institutional agreement on what data will be used for what purpose.
· No consultation with GTF or RTF during HESA consultation, or on implementation at Warwick following HESA instruction.
ACTION: To discuss demographic data with Samuel Roseveare (Director of National and Regional Policy) 

To be looked at in the Inclusive Education Board meeting on 8th November including student data, withdrawal rates.

Committee agreed the above Action/Decisions with RTF.  

Gender Taskforce

The chair of the Gender Taskforce presented the report (07-(b) SIC08112022) (Protected). The below were
[noted/highlighted as key]:

Expansion of GTF membership
GTF have welcomed a significant expansion of their membership, to include representation from Rainbow TF, and a wider range of departments and expertise at Warwick. GTF representation on RTF has also been invited:

Revision of ToR
This revision is under way following feedback from GTF members at the October 2022 meeting to acknowledge operational impact, and the revised version will be brought to the next SIC.

PhD student access to childcare funding
PhD students on a stipend are not eligible for as much childcare funding as working parents whose income is taxed.  The situation places a very high burden on students who are dependent on formal childcare provision to undertake their studies (both because of the nature of their research, and because the majority are living a long way from family network that might support informal childcare).  GTF is supporting work to raise this issue at national level.
Partners of PhD students who are on an academic path would not be eligible for childcare funding.
The tax status is around that PhD students receive 20/50% less funding for childcare, this is because PhD students’ income is not taxed and cannot receive benefits on this reason. 

ACTION: To brief Samuel Roseveare (Director of National and Regional Policy) for him to take to government officials.
ACTION: Take to Research & Culture Forum. 

Committee agreed the above Action/Decisions with GTF.  
Sexism in Sport
Further to our report in summer 2022, an in-depth survey of sports club member experiences at Warwick has been conducted by the SU and Will Brewer will share findings soon.

Students who are Parents and Carers
It appears information is not collected by default, only in certain situations, and so institutional and departmental awareness is ad-hoc and can be dependent on safeguarding circumstances, tutor intervention, student requests for temporary withdrawal etc.; the challenges faced by students who are parents/carers for dependent children may only be recognised in crisis situations.

GTF have proposed capturing this information at enrolment each year this will ensure the correct signposting is given. 

ACTION: The Director of Social Inclusion to raise issue at the Inclusive Education Board.

•Noted: carers status is part of the WP agenda. 

Need clear guidance on.
1: Collecting data
2: Review of systems/ procedures/ Regulations to make them obstruction free.

Decision: Capturing Students who are Parents and Carers to go under WP work stream. 

Committee agreed the above Action/Decisions with GTF. 

Disability Taskforce

No report delivered, the below was noted as Key.

Our two student representatives on the task force will be sharing the co-chair position alongside Jenny Wheeler as staff co-chair.

The main discussion from the last disability task force meeting was the need for an assistance dogs/animal’s policy on campus. Discussed and agreed the principles and those principles were put into a draft policy which is now with Rosie Drinkwater (Group Finance Director) for action (updated needed) This policy is aimed to be a university wide policy for students and staff and sets out expected behaviours for our community.

•How staff members can identify using an assistance animal, ID card was discussed. 

•My adjustment passport was discussed which is fully in place with a feedback process to monitor how it’s working. 


Race Taskforce

The chair of the Race TF presented the report (07-(b) SIC08112022) (Protected). 

Focus on the race equality charter mark and implementation of the Action Plan, feeding into the residential life team / ITLR

•Time and resources need to be considered.

•Framework has been put into place,

Curriculum Review: the RET received a report on the proposed framework for the institutional Curriculum Review process and provided feedback.  The RET heard the Curriculum Review process will be paused until after ITLR has taken place and offered its expertise in reviewing and revising the current framework in order to have a clearer focus on issues of race equality.

Race Action Plan: the RET received a proposal for monitoring the implementation of the Race Action Plan from the Social Inclusion Team ‘race lead’ and agreed.  Monitoring will take place via a) quarterly written updates from action owners; b) semi-annual meetings between RET Chair, Director of Social Inclusion, and key action owners; c) annual attendance at RET by key action owners.  Updates on Race Action Plan progress will continue to be a standing item at all RET meetings.

Three areas of focus.

1: Eliminating the black awarding gap.

2: Increasing staff racial diversity rates.

3: Increase confidence in reporting racial harassment. 

•Meeting to take place in February 2023 with action owners. 

•Small group to meet and discuss funding/resources for student facing anti racism training 

Decided at committee there is a gap for this training and budget could be allocated 


Multi Faith Taskforce/Chaplaincy Reference Group

•No report given. 

Working on good practice guidance on observing religious key dates and around leave for students, supporting people’s faith. Michaela Hodges (Social inclusion Officer) will circulate with committee once completed. 



	
                                                                                               Faculty Matters

	008
	 Updates from the Faculty Representatives

(a)	Science, Engineering and Medicine – report shared with members. 
(b)	Social Sciences – no report, to give verbal but no time was given. 
(c)	Arts – report shared with members. 

Due to time Faculty matters did not get discussed.

ACTION: Faculty to start agenda in Februarys committee meeting. 



	
                                                                                       Social Inclusion Matters

	009
	[bookmark: _Hlk120180494]Social Inclusion Update 
[bookmark: _Hlk120177557]• Values work

Geraldine Mills (Director of HR) presented the values work to Committee members.

An In-depth presentation took place, Geraldine discussed how the values were created. 

• Workshops facilitated by Undivided took place across the university to develop the values. 350 individuals across 20 working sessions engaged throughout summer 2022, a third of participants were academics.

Next stages 
•Phase one, activation - anticipated to be February 2023
•Phase two, embedding

Values will define who we are and who we want to be 
•Go forward and Further
•Think Freely
•Thrive on difference
•Create Connections
•Share opportunity

Members acknowledged the importance of the Values, however raised concerns around them and felt they were more aspirational. 

Noted Suggestions / Feedback made by members
1: Empowerment should be included/ linked to one of the values 
2: Wellbeing, equality and justice should be our values
3: Go forwards and further sound like empty words and are meaningless
4: They sit more as principles
5: They are more guidance than values 
6: Not clear enough for values
7: Some of the wording puts onus on minoritized groups e.g., walking in someone else’s shoes
8: Students should have been consulted
9: They talk about the benefits of diversity and not about doing the right thing
10: This is the right way to go 

ACTION: It was agreed that these views would be fed back to Undivided and those working on the project.


•  SI Strategy

The Director of Social Inclusion circulated report (09-SIC08112022) (Protected). The below were
[noted/highlighted as key]:

•Race Equality Charter Submission appeal has been successful and a bronze award secured.
•No significant changes on KPI’s, covered in report. 

Increasing Diversity 

A number of projects are taking place across the university to improve diversity through recruitment, WMS and Arts Faculty are two areas where this work is taking place in partnership with the Social Inclusion team. Good practice will be embedded into the review of HR recruitment and selection processes when they are underway. A general observation is that while small improvements can be seen in the diversity makeup of senior staff, we are unlikely to see bigger changes until the recruitment and selection processes are revised to ensure positive action is embedded and progress tracked across each stage. Tracking will also help better understanding of the impact of positive action interventions for successful recruitment for diversity. 

IDG in response to the lack of gender diversity in tech have facilitated a Women’s Development programme for all women in IDG and a series of leadership speaker and networking events. Starting in March sixty women took part in the development programme with seven women reporting successfully having applied for promotions. Another three women were also promoted but had not attended the programme. A subsequent survey of women in IDG highlighted the cultural and systemic barriers faced to career progression including micro/civil-aggressions and lack of flexible working models such as job shares. Future programmes will ensure intersectionality issues are embedded within the programme. 

The Race Equality Charter submission appeal has been successful with a bronze award. 
 
INspire – the pilot programme for Black, Asian and minority ethnic staff has been successfully completed in June 2022 with three (25%) participants having progressed careers to date. Initial evaluation of the programme has been very positive with participants reporting that peer mentoring, networking and executive sponsorship have been very positive aspects of the programme.  The diversity of the next cohort has been widened to include the four key under-represented groups, disability, LBTQUA+, women and Black, Asian and minority ethnic. 


A six-month pilot internship programme has started for young people from low socio-economic backgrounds wanting to gain work experience. This programme builds on the work with the EY Foundation where Warwick has been providing work experience for young people from care and low socio-economic backgrounds. On the completion of a successful internship pilot, the programme will be expanded to 12 months. Under the EY programme Warwick has supported 15 young people to gain work experience and take part in a mentoring programme with Warwick staff.  Warwick was nominated by EY Foundation for Employer of the Year Award, and Claire Algar (Social Inclusion Officer) was nominated for and won the Volunteer of the Year Award. 

Inclusive Culture

The first culture survey was carried out over June and July 2022; the initial responses are reported separately with a full report to be presented in February to 2022 to Social Inclusion Committee.  In the interim results will be presented to UEB. 

The Values workshops have now been concluded, with inclusion and diversity indicated as one of the top issues of importance. Participants felt very strongly that Inclusion and Diversity were something very important to the University.  A presentation will be made on this piece of work at Social Inclusion Committee at the February meeting. 


A research project looking at research culture at Warwick with a diversity lens has been completed. This research examined the perceptions of PGR study from a UG perspective and looked at the experience of early career PGR’s and the role of supervising staff.   Key outcomes included:
· The perception that PGR was a route that was only open ‘if you were tapped on the shoulder.’  
· Many undergraduates were unaware of routes into PGR
· Lack of diverse role models was cited as a barrier to progression
· Systemic barriers around transparency of recruitment and promotion processes were cited as blockers to greater diversity
The project recommendations will be implemented by the Research culture group. 

The National Scientific competition first piloted in 2021 and attracting 29 schools and about 500 14–15-year-olds taking part, this year 70 schools took part with 4424 pupils.   This competition is designed to let pupils show their skills such as deduction, analysis and problem solving and is not linked to the syllabus, considering the potential lessons missed over the covid period.   The first year showed that the best marks from all schools were comparable, with almost no difference in the range of marks for students from different schools, a very different outcome than seen in GCSE exams where attainment is closely linked to school type, with students from schools in disadvantaged areas performing worse.  There was also no difference by gender identified. Further discussions will take place with partner universities and UCAS on how this data can be used to support pupils with an interest in science. 

In June, the first Social Inclusion staff conference was held, around 156 people engaged with the conference, 22 workshops took place and 100% of those who responded said they would recommend it to a colleague.   The day included the inaugural Social Inclusion award which went to Claire Edden and Damien Homer for their working running a three-day residential university taster school for autistic students in the local area. The keynote speaker was Professor Olivette Otele, the first Black female Professor of History in the UK and the day was concluded with a panel session with UEB members including the Vice Chancellor. Further details can be found here.
In June a workshop was held on menopause, this was hugely popular and was attended by 60 people, all women with the exception of one man (his interview can be found here).  A reoccurring theme was managers male and female not understanding the issues and impact on female staff in the workplace. This has been followed with a Menopause Café in October to further explore issues affecting staff and how they and managers can be supported. Warwick has in place a menopause passport, guidelines and resources, which can be found here.

The ‘My Adjustment Passport’ is fully in place to support staff with disabilities and their managers, including a feedback process for people who have recently had adjustments made. Visibility of the process continues to increase with the webpages from July to October having over 3000 views. 

Draft inclusive education action plans have been submitted by departments.  These are aimed at reducing all awarding gaps and creating more inclusive learning and teaching environments.  A full report on progress for the Inclusive Education Model will be shared with Social Inclusion Committee in February 2023. 

Thought Leadership 

The Forum for Leaders of Inclusive Cultures held an event on social mobility in September, with guest speaker Dr Daniel Laurison (co-author of the Class Ceiling) and panellists Lucie Milosavljevich (Grant Thornton) and Anne Wilson (Careers, Warwick). The forum is attracting increasing numbers, and future sessions for this academic will cover race equality and LGBTQUIA+ inclusion. 

The University of Sanctuary has secured additional funding this year to support Ukrainian students as well. This year seven UG scholarships (usually 4) and four PGT (usually three) and 3 PGR (usually three). Four of the UG and two of the PGT students are from Ukraine. As part of our response to the Russian invasion of Ukraine, Warwick has signed a twinning agreement with Kharkiv National University of Radio Electronics (NURE), as part of the #twinforhope initiative. NURE students have been offered places on Warwick’s summer programmes and we will be collaborating with NURE In science, education, and technology with a focus on limiting the disruption created by the invasion. An online introductory training slide deck for UoS is now available on the WP website. 


Further details of Social Inclusion related activities can be found in the first review report here. 


• Survey insights Feedback Request

To be brought to February committee meeting for full report. 




	


	Items below this line were for receipt and/or approval, without discussion

	Subsidiary and Sub-Committee Reports

	Other 

	010
	Any other business 

Personal Relationship Policy, Car Parking Charges and Cashless Campus (O Sorinola)

To bring back to February committee meeting for discussion. 


	CLOSE BY 14:00 hrs
Next meeting: 10.00hrs Wednesday 1st February 2023 Via Teams


	
DECISIONS AND ACTIONS

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

	
	
	

	O7
	To discuss demographic data with Samuel Roseveare (Director of National and Regional Policy) 

	Completed 

	07
	PhD, Childcare funding, to brief Samuel Roseveare (Director of National and Regional Policy) for him to take to government officials.

	
Completed 

	07
	PhD Childcare funding, Take to Research & Culture Forum.


	Completed 


	07
	Enrolment data for carers, to raise issue at the Inclusive Education Board.

	KS

	09
	Values Work: It was agreed that these views would be fed back to Undivided and those working on the project.

	Completed 
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