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	011
	Apologies for absence (Chair)

Rosalind Roke
Ross Forman
Anil Awesti
Stephen Soanes
Celine Tan
Jane Andrews
Michaela Hodges 


	012
	Declarations of interest (Chair) 

No conflicts of interest were declared.


	013
	Minutes of meeting held on 8th November (Chair) 

The minutes of the meeting held on 8th November 2022 (013-SIC01022023), Protected) were APPROVED subject to final comment on Item 9 to be agreed via the Chair.




	014
	Matters arising from meeting held on 8th November 2022

•Actions from Novembers committee meeting were noted with updates and agreed. 

•Members were happy for the social inclusion committee meeting on 1st February to be recorded. 

ITEM 9: Values Work – concerns from members. 

The lead of Social Sciences emailed the SIC chair with concerns around the minutes on item 9, once agreed the chair will share comments with the group. 

Members feel the minutes from Novembers SIC meeting have not captured the concerns raised accurately on Item 9 (Values Work) it seems the values have now been progressed by UEB.

It was noted, the Social Inclusion committee are the inclusive group, this must be demonstrated with all members concerns / comments which should be taken seriously and recorded to reflect discussion. 

•The Report taken from Novembers SIC minutes has been noted at senate.

•Issues around item 9 have been raised at the values task group. 

Further values workshops will be taking place where members will have the opportunity to attend. The SIC chair has encouraged members to attend these workshops. 

•The values have been approved; the behaviours are under discussion

•The values do not replace the principals

•The values will be engaged with students on the next phase with workshops - members were previously advised the values were for staff and not students, this is a significant change.  

ACTION: To bring back the values discussion to the May SIC for clarity on who the values are for. 
Committee agreed the above Actions/Decisions with Chair. 



	Chair’s Update

	015
	No update from Chair.


	Governance

	016
	Nothing to report.


	                                                                            Updates from the Faculty Representatives

	017

	(a) Science, Engineering and Medicine

Report received and shared with members - Information below taken from report.

EDI forum has been running since April 2022, prioritising key objectives and areas to address as well as sharing good practices amongst departments.


Diversity
a. Warwick Lifecycle: The group is going to focus activities on the Access, Retention, Progression and Success of SEM faculty students and staff. This is to be divided into one per meeting for a focussed discussion and action plan.
b. Attainment Gap Dashboard on Disability: Our EDI research assistant has been reviewing the data on attainment gap for students with disabilities and exploring the retention and progression of disabled students as faculty feels this is another important area to focus on.
c. Promoting Minority Characteristics Events: As example of sharing good practice, some departments are promoting events aimed at minority characteristic staff and/or students within the faculty.
•EDI research assistant: Data being looked at around disability. 

•Some departments are promoting minority events; students are being encouraged to sign up. 

ITEM AOB discussed here. 
Responses were gathered from HR and Transport on the below items which were given to the SEM lead - responses will be taken to the faculty for information.
The Personal Relationships Policy
This was raised by a department representative who requested to know how the policy was developed.
•The information for declaring relationships is to ensure there is not a direct report relationship to avoid conflict.
•Safeguarding data, this would be covered by GDPR. 

ACTION: HR Strategy Director to contact the Employee relations team on impact assessment on the Personal Relationship Policy and to bring information back to the May SIC meeting. 

The new ANPR car parking system
Extended freeze on costs rising for another 6 months. 
The new Cashless Campus model

•There are areas on campus where people can make payment with money which helps those who do not use cards. 

Committee agreed the above Action/Decisions 



(b) Social Sciences

Report received and shared with members - Information below taken from report.


Decolonising Social Sciences

The (EFSS) Sub-Group launched the Decolonising Social Sciences project on 6 December 2022, an initiative aimed at developing and curating resources for staff and departments within the FSS to understand and engage in decolonising education. The EFSS have created a workbook ‘How to Start Decolonising Social Sciences’ written by colleagues in the department to support this initiative. The workbook and resources can be found on the FSS website here.

Athena Swan

The FSS Athena Swan Network has been reinstated following changes to central University support to academic departments in preparing Athena Swan applications, with its first termly meeting taking place on 9 November 2022. Robert Horton is leading the network and faculty work on Athena Swan applications. Of note is the development of a dedicated space on the FSS intranet to reflect FSS’ commitment and engagement with Athena Swan, and support FSS departments in the process. It is updated regularly. 

Support for Caring Responsibilities

The FSS remains committed to developing support for colleagues with caring responsibilities, including parents as well as carers. More signposting is needed to university support, including carers leave and childcare support fund (for conferences and work-related travel). An important aspect of this is support for students with caring responsibilities, especially international students, and PhD students. We will also be looking into support for parents and carers and other ED&I concerns into departmental workload allocations.

REF ED&I Dimensions

FSS will investigate ED&I dimensions of REF submissions, examining best practices from some departments, including Politics and International Studies (PAIS) and Law. 

Provision of Period Products

FSS is taking initiative to look for a supplier for free period products in FSS bathrooms while awaiting further University-level initiatives.

New Initiatives and Projects

Support for Neurodivergent Staff and Students

The FSS will convene a Working Group to discuss support for neurodivergent staff and students across the faculty, including examining existing support and resources available to the University community. Neurodiversity is a term that encompasses the differences in neurological and cognitive functions, including autism, ADHD, dyslexia, dyspraxia and other learning differences.

International Students 

The FSS will investigate support (hardship fund) for international students and staff, especially PhD students and early career scholars (ECS).


•Arts

No Report received. 


		Social Inclusion Matters                                                                                    

	018
	Culture Survey Data Feedback 

Papers were shared with members ahead of the meeting. 

The Social inclusion manager will be spending time with all taskforce chairs and members to look over data findings.

•Looking to endorse and champion key priorities for work going forward.

Progression for Professional Services and academics is showing in the findings, members were requested to share thoughts on how to take this forward. 

•This is being looked at as part of the new HR strategy.

Qualitative data, insights from senior leadership team have not been received very well, work needs to be done to gain their engagement. 

Respondents felt executive seniors do not engage as much as they should, reasons on why are not available, work around this needs to be done. 

Members were asked if they endorse the four priorities below.

1: Support for staff wellbeing
2: Staff identities
3: Refreshing staff induction programmes
4: Bullying, sexual misconduct and discrimination

Members agreed endorsements.

Discussion around past staff surveys and the ability to speak up and challenge, this still seems to be an issue. 

•Concerns raised around challenging inappropriate behaviour staff training programme which seems to have ended without an explanation. 

Part of the HR team who managed this programme are going through a restructure, the team who were delivering this is now the Leadership and Management team.

ACTION: Director of social inclusion feedback to members at the May SIC meeting on where the Challenging inappropriate behaviour staff training programme sits and when it will be running again. 


What happens with this data now!

•The institutional level data will be shared on INSITE on the 8th of February 2023.
•The granular insights, conversations with key stakeholder / faulty and service heads - the next steps. 

If members have comments or want to discuss further to contact the Social inclusion manager directly.  

Members thanked the Social Inclusion Manager for their presentation/paper/discussion item and looked forward to receiving further updates.




	019
	SI Strategy

Report received and shared with members - Information below taken from report.

The awarding gap for Chinese students is 11.2%, this issue will be raised at the Inclusive Education Board.

Widening Participation
We’re committed to narrowing the gap in participation for students between the most represented quintile (POLAR Q5) and the least represented quintile (POLAR Q1) to 4:1 by 2025.
In 2022/23, our Q5:Q1 ratio was 6.6:1, increasing by 0.1 compared to 2018/19 and 0.2 compared to the previous year.
Black awarding gap
We’re committed to eliminating the awarding (degree outcomes) gap between Black and White students by 2025.
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:
•	Asian – 6.9 percentage points (85.4% attainment).
•	Chinese – 11.2 pp (81.1%).
•	Mixed – +1.5 pp (93.7%).
•	Other – 4.7 pp (84.5%).
•	Not known – 3.4 pp (88.9%)

Gender
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.

ID Cards, using preferred name, conversations with IDG have taken place, the outcome is students or staff members can use their preferred name on ID cards and can request new cards to be issued.
Ongoing, working on other areas with preferred names being used on systems/data within the University. 

Proposal to revise the KPI for sexual orientation from 2.7% to 7% 
Sexual orientation KPI
This figure was based on the best data available when the KPI was set, but we recognise this is likely to be an underestimation of the actual figure. As such, we would like to review this KPI, in consultation with the University’s Rainbow Taskforce and Stonewall Self-Assessment Team.
New data
Stonewall’s 2022 ‘Rainbow Britain’ report uses data from three surveys conducted by Ipsos UK to gain a picture of the diversity of the British population.
The surveys asked about sexual orientation in two different ways; based on the question most comparable to our own, the report shows that 7% of respondents identified as LGBTQUIA+ by sexual orientation.
Our current progress
Staff diversity monitoring data uses a census date of 1 August annually.
In August 2022, 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.
Proposal
It is proposed that the KPI be increased to 7%, in line with the Stonewall/Ipsos UK figures. I.e., the new KPI would be as follows:
We’re committed to reaching 7% professors and professional services staff at FA9 who are LGBTQUIA+ by sexual orientation by 2030.

Rainbow TF chair requested the committee NOT to agree with the proposal of 7% to the LGBTQUIA+ staff at grade 9. There has not been an opportunity for the Rainbow TF or the Stonewall SAT group to express concerns.
Suggestion: To investigate this more and at lower grades, the RTF are researching what other institutions have used or proposed. 

•Chair advised members that the SIC are an advisory body; the committee can only offer support; the final decision remains with the University. 

•KPI is not a target, going to 7% would raise the current percentage, this can be amended if evidence is presented. 



	020
	Inclusive Education

A presentation was given to members with detail on the work being done. 

Produced an awarding gap dashboard, this was given to departments in 2022, departments were requested to follow up with an action plan. 

•27 plans have been submitted from all academic’s departments

•Each department was requested to detail a project /s they would like to fund with £5,000

•Intention to increase funding in 2024 to £7,000.

•Offering faculties £20,000 for additional training.

•All action plans have been thought through and shows awareness.

•Most attention is on awarding gaps.

•Least attention, mature students.

•Key themes around community and belonging, Gender which sits with Athena Swan work.

Next steps
>Feeding back to faculties and departments.
>Meetings set with faculties.
>Broader communication on action plans
>Share practice opportunities.
>Working with key colleagues on training.
>Evaluation and impact
>Review and planning.
>Training sessions
>Anti racism training

Inclusive Education requested members to email them directly with any questions. 

Chair requested the slides to be shared with members.

ACTION: To bring code of practice in May SIC meeting. 

Members thanked Inclusive Education for their presentation/discussion item and looked forward to receiving further updates.



	021
	Religion And Belief: Guidance for Colleagues Managing or Supporting Staff and Students
Paper shared with members ahead of the meeting. 
Social Inclusion Officer has requested members to email directly with feedback/questions. 


	022
	Report and Support Report
Report received and shared with members - Information below taken from report.

The report is interactive.
 
1. Context and Background 
This is the second year we have produced an interactive annual report on our work around Report and Support. The Report and Support Annual Report 2021/22 was written with the intention of being made publicly available to all, but with the primary audience being our student and staff community. It is therefore interactive. We have followed a Pantone theme with purple symbolising data and yellow symbolising action.
This is the first year we can compare student and staff data on all forms of harassment. However, we are acutely aware not to draw conclusions based on only two years of data.

2. Key points
The report follows the narrative that we welcome an increase in disclosures as that indicates an increase in members of the Warwick community accessing support, and not necessarily an increase in instances of harassment. Top level data shows:
· 436 disclosures this year, an increase of 26% 
· sexual misconduct being the most common form of misconduct disclosed. 
· when we launched in 2019, 49% of student reports were anonymous, this has now dropped to 27% 
· this same trend has been followed by staff - in 2020/21 20% increased to 53% with details in 20221/22. 
The increase in disclosures and of those an increase in those providing contact details points to the work we have done in building awareness across our community in the system, but also to building trust in the processes. This is supported by the support we have from our Students’ Union, resulting this year in a quote from the President supporting our work. 

Who we are and are not reaching: 
We can use the data to establish which groups we are not reaching. Key priorities for next year will be:
· Postgraduate students. We have identified this group as proportionally under reporting and so have begun conversations with the postgraduate hub and officer on this.
· Professional Services. We now have a regular awareness/training sessions with academic departments but have identified a need for an awareness drive with colleagues in Professional Services.
· Men. Whilst not a majority group they are an under-reporting group. We have the Maskulinities project and work with sport clubs to promote awareness and how to report.
· 23% of students and 45% staff who disclosed having a disability believed their disability was a contributing factor. Work with disability services and our HR team, as well as Autism at Warwick and Enable societies will be a focus this year. 
· Chinese student community. Generally, we are reaching a majority of student ethnicities proportionately but not the Chinese student community. As part of the breaking down barriers series we have looked at this and it was found that there is a fear that anonymous complaints may not remain anonymous. This may explain why the Chinese community is underrepresented in our disclosures. We will continue our work in this area to build trust but we are considering translation work, which we have not done for Report & Support before.
· Asian staff. The data shows that Asian staff reporting are not reporting in line with the proportion of Asian staff we have. Again, we will be working with HR and staff groups to identify the barriers and address them.
Of course, we would prefer not to have cases to deal with, but we do. The following are current activities in place in addition to the annual round of training and awareness programmes that we run for key groups e.g. Residential Community Team, academic departments and student groups.
· Rolling out the EAAA Flip the Script Programme 
· Rolling out the Maskulinities Project which explores the role of men/male-identifying people in addressing gender-based violence; in collaboration with CVEP and the Students’ Union.
· Online consent training videos all updated.
· 35 Report and Support Ready Clubs and accreditation thanks to the support of the Students’ Union 
· 8,000 sign ups to Welcome Week sessions 
· We will be expanding our Breaking down Barrier’s series of events to continue unpacking the experiences of those groups identified as under reporting and build trust in collaboration with the Students' Union for our students and HR for our staff.
· Beyond our immediate community we are working beyond Warwick as we sit on scrutiny panels for Violence Against Women and Girls Strategy, working with colleagues in Eutopia and sharing good practice by visiting universities across the country. 
3. Risk, Equality and Environmental Sustainability Considerations/Impacts 
Reports like this can attract interest and based on our experience last year, engagement with the SU and our student media resulted in fair and accurate reporting. We followed the same approach this year and have, with communications colleagues worked to inform students and staff of the publication. Helen and Jemma were interviewed by the Boar and expect the article in January 2023.
•Compliments on the great work happening was given by members.
•Department selection was discussed, Correct departments named when reporting. 
•Report and support system has no data held, this is to keep information anonymous.
•Report and Support are in the process of training departments on how to report and navigate the pages. 
•Community safety have been receiving training since R&S began. 


	Taskforce updates                                                                               

	023
	(a) Rainbow Taskforce

No report received; verbal update given. 

Living positively project. 

Outlined to members how the project works, the support offered to staff and students who have tested positive for HIV.

•Signposts people 
•Information on working or studying with HIV
•How people can get involved to become allies

Link shared with members; request made to share wider. 

https://warwick.ac.uk/fac/cross_fac/academy/activities/learningcircles/transqueerpedagogies/queeringuniversity/livingpositively/ 



(b) Gender Taskforce

Report received and shared with members - Information below taken from report.

Gender Task Force has met twice since its last report to S.I.C.: on the 21st of November 2022 (hybrid meeting chaired by the JFC), and on the 17th of January 2023 (hybrid meeting chaired by TG). 
Key points:
Chair: GTF Chair is on leave for part of this term, so deputy chair T Grant is leading GTF through this period. 

Recording meetings: GTF is using ‘Decision and action notes’ to manage task force work, and the detailed information on topics is being captured in shared ‘Working documents’ in the GTF MS Teams space.  This new format (in place of capturing detailed topic information within the meeting minutes) is working well. 

Membership: Deputy Programme Manager in WBS, has volunteered to serve on Rainbow TF as the GTF representative. 

Revision of ToR: updates (shown in bold font) have been proposed to the ToR Gender Taskforce (warwick.ac.uk) as follows and approved by GTF:
4. Consideration of issues of strategic and operational relevance, plan how best to address issues of concern and how best to optimise and disseminate current good practice.
9. To engage with other task forces to improve understanding of intersectional contexts, to enable more inclusive practice and procedures.

PhD student access to childcare funding: this continues to be an agenda item at GTF (from summer 2022). 
Since the 8th of November SIC, this has been raised at Research Culture Forum, GTF is keen to see this addressed at a national level.

Sexism in Sport: SU representative on GTF, Will Brewer, shared the report findings with GTF on 17th January.

Students who are Parents and Carers: GTF chair JFC is working with Rainbow TF chair Sam Parr to see if this information can be captured at enrolment. Background on this item is in our 8th November 2022 SIC report.  
  
Pay Gap Report: GTF members provided detailed feedback on the draft Pay Gap Report for the March 2022 dataset, addressing specific points in the reporting as well as discussing some of the longer-term pay gap challenges. 

Cultural Survey: Social inclusion manager provided GTF with an introduction to the cultural survey findings on 17th January.

Addressing Period Poverty: GTF members introduced work with Grace and Green to address period poverty at UoW.

Gender Equality Awards: good publicity, including lots of press interest in student recipient of award.

 

•Requested the opportunity to represent the Athena Swan annual update at the May meeting which was agreed by the Chair. 




(c) Disability Taskforce

No report received; verbal update given. 

•Planning the next Disability TF meeting and will update at the May SIC.

•Two students’ representatives will be supporting the chair of the Disability TF. 


(d) Race Taskforce

Report received and shared with members - Information below taken from report.

The RET met on 19th October 2022 and 14th December 2022 for it first and second meetings of the academic year.  These meetings focused on: i) Race Action Plan; ii) Warwick’s Social Inclusion and Dignity Policies; iii) Anti-Racism Student Training; iv) A Research Career Pathway for Black Students.

•Race Action Plan: following a series of meeting with action-holders in October/November, the RET received an update regarding the implementation of the Race Action Plan from the Social Inclusion Team ‘race lead’.  For the majority of actions, progress is currently categorised as ‘highly’ or ‘somewhat’ assured.  However, there are nine actions where progress is ‘not assured’.  These have been flagged to the UEB executive sponsor for race (Mike Shipman) who will follow-up with concerns.  A further round of meetings with action-holders will take place in February/March 2023.

•Warwick’s Social Inclusion and Dignity Policies: RET members commented on the draft Social Inclusion and Dignity Policies.

•Anti-Racism Student Training: the RET supported the Chair in starting institutional discussions regarding the establishment of an anti-racism training programme for students.  The Chair has begun conversations with the Dean of Students on this matter.

A Research Career Pathway for Black Students: the RET received a proposal for a Warwick programme to provide a research career pathway for Black students from undergraduate through to academic staff.  The RET provided its fulsome support for such an initiative and provided comments on where improvements could be made.





(e) Multi Faith Taskforce/Chaplaincy Reference Group 

No report received, No verbal update. 



	 


	Other 

	024
	AOB 
Proposal for a Hardship Fund for International Students with Disabilities and/or Chronic Health conditions – Paper to view – 024-SIC01022023 
•Members to email the social inclusion officer directly with feedback. 

Personal Relationship Policy, Car Parking Charges and Cashless Campus - See item 017.

Issue raised around IT services, changing surname / first name with how they appear via teams and email, this is to avoid people being misgendered. 

ACTION: Director of social inclusion to take the issue on surname / first name away and bring update back for May meeting. 

Committee agreed the above Action/Decisions.



	CLOSE BY 16:00 hrs
Next meeting: 14.00hrs Wednesday 3rd May 2023 


	
DECISIONS AND ACTIONS

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

	
	
	

	014
	To bring back the values discussion to the May SIC for clarity on who the values are for. 


	All

	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

	018
	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


	020
	Bring code of practice to May SIC meeting. 


	RF
Invite has been sent to colleagues to report on COP for Mays meeting. 

	024
	To take the issue on surname / first name away and bring update back for May meeting. 



	KS
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