	UNIVERSITY OF WARWICK
SOCIAL INCLUSION COMMITTEE
OPEN MINUTES OF THE MEETING HELD Monday 1 February 2021

	Present
	Professor Chris Ennew
	CE
	Provost (Chair)

	
	Izzy Bourne
	IB
	Students’ Union Sabbatical Officer

	
	Paul Blagburn
	PB
	SROAS Assistant Director (Outreach)

	
	Ant Brewerton
	AB
	Head of Academic Services, Library

	
	Jane Bryan
	JB
	Reader, School of Law

	
	Dr J Collingwood
	JFC
	Professor, Chair of Gender Taskforce

	
	Kathryn Fisher
	KF
	Head of Disability Services

	
	Nick Cherryman
	NC
	Co-Chair LGBTUA+ Taskforce

	
	Shingai Dzumbira
	TH
	Students’ Union Sabbatical Officer

	
	Dr Meleisa Ono-George (left at 11:15am)
	MOG
	Associate Professor / Race Equality Taskforce Co-Chair

	
	Ros Roke
	RR
	Director of Strategic Programme Delivery

	
	Rev Mark Rowland
	MR
	Chaplain / Chaplaincy Reference Group

	
	Wai Wah Tsang
	WT
	Student Recruitment Support Coordinator 

	
	Dr Sharifah Sekalala
	SS
	School of Law

	
	Fatima Soomro
	FT
	Students’ Union Sabbatical Officer

	Attending
	Sandra Beaufoy
	SB
	ED&I Manager (Secretary)

	
	Claire Algar
	CA
	ED&I Officer (Assistant Secretary)

	Ref
	Item

	016
	Apologies for absence (Chair)

Apologies were received from:
 
Neil Bentley-Gockmann
Kulbir Shergill
Dr Ross Forman
Dr Olanrewaju Sorinola
Dr Rashmi Varma
Despina Weber


	017
	Declarations of interest (Chair)
No declarations of interest were made.


	018
	Minutes of last meeting on 10 November 2020 (Chair) 018-SIC010221

The minutes of the meeting held on 10 November 2020 were received and approved.



	019
	Matters arising from meeting held on 10 November 2020

a) It was confirmed that updates on the Positive Allies Scheme was taken to a number of Taskforce meetings and raised for discussion at Social Inclusion Committee Meetings.
b)  The Co-Chair of the Rainbow Taskforce recorded that there was surprise amongst the Taskforce members to see that the Code of Conduct during meetings had been included in the minutes.


	Governance 

	020
	(a) Amended Terms of Reference (TORs) (020-SIC010221)

It was reported that the Terms of Reference have been revised to broaden the reference to groups other than those named in the Equality Act.  

Following discussion the TORs now state: 

To devise, co-ordinate and monitor steps taken by the University to comply with the Equality Act 2010, with particular regard to the specific protected characteristics of age, disability, race, sex, sexual orientation, religion or belief, gender reassignment, pregnancy and maternity and marriage or civil partnership as detailed in the Act; to undertake the same with respect to other marginalised groups including in relation to socio-economic background, minority ethnic groups, care leavers and asylum seekers.

ACTION: SB to update the TORs to include Minority Ethnic Groups to broaden the reference to Social Inclusion.  This formal update will be sent to Governance for approval at Council.




	Chair’s Update

	021
	Chair’s Business and Action (Chair)
 
(a) Update from Chairs of Taskforce Meeting

It was reported that the Chairs of Taskforce meeting was held on 28th January 2021.  Key points for discussion included:

· Manus Conaghan (MC) attended the meeting to discuss the EDI Moodle and Unconscious Bias training.  Concern had been reported via various routes, regarding the content of the EDI Moodle which has temporarily been removed from the OD provision pending significant revision. It was noted that terminology and language would be considered when designing the new module.  MC confirmed all Taskforces will be consulted on the new content.

ACTION: EDI to provide the draft Inclusive Language document to support EDI training.

· It was confirmed that the EDI Team have been working with Internal Communications to hold and promote a ‘Declaration Day’.  The communication will highlight the reasons why Warwick request personal data, and what the data will be used for.

The communication will also encourage staff to check their emergency contact details are up to date, as concern has been raised that in some cases, this data has not been transferred from PSE to Success Factors when the new system was launched.  EDI have discussed this with HR to raise as concern.

· Following consultation at GTF and Chairs of Taskforce meetings, it was agreed that for International Womens Day 2021 (IWD) a montage of images will be created highlighting the challenges women have faced during 2020/21.  Each year, IWD has a theme, which for 2021 is #ChooseToChallenge, which could be anything from challenging one’s own thoughts and biases, to calling out gender bias and inequity from others.  Staff will be asked to submit images, and include a few sentences to record their memories and challenges.  

· It was reported that a number of EDI policies are due for review, the policies will be reviewed in conjunction with Taskforces and sent to the Policy Review Group.

· Reported that as part of the recommendations of the Athena Swan Independent Review, Athena Swan has formed a committee to look at gender as a spectrum.  The co-chair of the Athena Swan Self-Assessment Team has been invited to join the committee and will report progress to the Athena Institutional Self-Assessment Team. 


(b) Pay Gap Reporting 

It was confirmed that the draft report will be overseen by REMCO and Council prior to publication in the public domain at the end of March 2021.  

CE confirmed there was little movement on gender pay, an improvement on ethnicity and a deterioration on disability pay. 

The Pay Action Plan has been embedded into the reporting document.  



	Social Inclusion Matters

	022

	Social Inclusion Strategy Implementation Plan - Update - 022-SIC010221
 
Key highlights reported for Social Inclusion:
· A talent strategy has been developed, implementation will be supported by the appointment of a recruitment manager
· Real Living Wage (RLW) formalised for junior grades (n.b. a high number of females and Black, Asian and Minority Ethnic staff are employed in these areas). Although RLW has been paid for some years, it is now formalised in pay structures. 
· Race Equality Charter Mark work is progressing to schedule, and will be informed by responses from  3,000 responders to the Race Equality Survey for students and staff
· INspire the pilot talent development programme to support greater diversity in executive positions has been launched.  A pilot Sponsorship programme aimed at the Executive Team supports this initiative.  
· An inclusive Education Model has been developed and is under consultation – this will help to embed practices aimed at eliminating the attainment gap and an inclusive student experience
· The Tackling Racial Inequality at Warwick pilot programme has been rolled out, evaluation and the development of the next modules are underway
· The second phase of inclusive leadership development for senior leaders is underway focussing on implementing actions to promote inclusion
CE confirmed that the Living Wage has been in place for a number of years and was historically paid as a bonus payment.  This has recently been changed to be a salary payment.

A number of questions were raised in response to the update on SI.

(i) That the Rainbow Taskforce had concerns over the lack of LGBTUQUA+ targets in the Implementation Plan.  

CE confirmed that Gender and Ethnicity are high level KPI’s as reported to Council, but gave reassurance that additional targets will be set for LGBTQUA+, Disability and Faith.

(ii) The Rainbow Taskforce raised concern about the unsuccessful bid put forward to the Innovation fund on a project - Queering the University.

CE responded that the Innovation fund is a competitive funding with a high number of proposals each year all projects are for student related support, with ~£90,000 available funding. 


(iii) It was reported that the progress update refers to Maternity and therefore does not appear inclusive to same sex couples.  It was confirmed that existing policies are fully inclusive and that this was an oversight in the progress reporting document.   

ACTION: Kulbir Shergill to check on use of inclusive language in reference to leave/provisions related to new family members.

ACTION: Kulbir Shergill to report at SIC in May 2021 on LGBTQUA+ targets.

ACTION: Kulbir Shergill to consult with Rainbow Taskforce on LGBTQUA+ relevant targets.
   

	023
	Reasonable Adjustment Proposal – Revision of Process – 023-SIC010221

Through staff consultation, feedback and findings from the Business Disability Forum’s  ‘The Great Big Workplace Adjustments Survey’ Report, it has become apparent that the existing University reasonable adjustments process, whilst working well in some departments, is placing the University at risk of possible disadvantage in others.

It has been identified that the existing Disability Framework is not widely used and in need of revision to ensure it aligns with the new disability definitions.

A sub group of the Disability Taskforce and Disability Steering Group have been formed to undertake to review and implement an improved reasonable adjustments process. 

Key themes indicate:

· Staff report a variation of experiences.
· Line managers having limited knowledge on the support available.
· Delays in adjustments being put in place because of limited budgets. Lack of a review process on existing adjustments to ensure they remain fit for purpose.
· No single point of contact for information, budget or guidance on reasonable adjustments, which leads to an inconsistent approach by departments.

Proposal:

· The development and subsequent implementation process of a revised and improved reasonable adjustment process that is managed centrally in collaboration with individuals, departmental line managers and with the involvement of HR Business Partners, Occupational Health and other University service areas where required..
· The provision of a central contact point (through the ED&I team) for advice, budget requirements, review and monitoring of adjustments.


It is be noted that budget will need to be reviewed to support this project, and noted that any adjustments to budget would need approval by Finance.

Members agreed the proposal in principle, recognising that reasonable adjustments are a legal requirement and that it is essential for the University to improve the existing provision.


	024
	Race Survey Outcomes – 024-SIC010221

Catherine McStay joined SIC at 11:10am to report on the Race Survey outcomes.

· The survey was open for three weeks in November 2020
· 1131 staff respondents, with 898 complete responses.
· 1826 student respondents, with 916 complete response.
· Summary of themes
· Lack of diversity in leadership, committees and complaints process.
· Lack of integration in student groups.
· Lack of faith in the discrimination process.
· 34% had experienced racial discrimination in local area.
· 45% BAME staff felt appropriate action would be taken if they reported a race related incident.
· 39% BAME students felt appropriate action would be taken if they reported a race related incident.
· Consistent theme showed that staff felt a lack of transparency, particularly in the recruitment process.  
· Lack of diversity and the impact on those from a socio economic background – essential job criteria eliminating individuals who do not hold a degree or PhD.
· BAME staff felt discouraged to apply for promotion.
· Research into racism, racial equality not supported.
· Students have a low awareness on race equality initiatives.
 
Recommendations:

· Making changes to recruitment practises.
· Improve discrimination reporting process.
· Addressing racist incidents.
· Teaching staff to receive training on handling sensitive discussions on race and micro aggressions.

It was reported that the Race Equality Taskforce are working with internal communications to share survey outcomes.   


	025
	Updates from the Faculty Representatives:

· Science, Engineering and Medicine

 No report provided.


· Social Sciences

It was reported that progress is slow in Social Sciences due to recognised constraints that staff are currently working.

Summary of the report highlighted that: 

· Tone of University Communications have improved, which is appreciated.
· It has been recognised that individuals felt supported, and that Line managers were being extremely sympathetic and understanding to staff during the current difficult times
· However, there was recognition that staff who have caring responsibilities especially, those who are home schooling with young children are really struggling to keep up with the competing demands of the job. They were concerns that, the option of taking unpaid leave or taking annual leave when in isolation or without childcare is unfeasible for many, and appears punitive at worst/insensitive at best.  It was felt that the option to take unpaid leave could be improved.
· Serious concerns raised about workload and how this can be reduced, without putting additional pressures on staff who are already heavily burdened.
· Consider if there is scope to fund childcare during Easter, after school club to help alleviate pressures.
· Childcare fund n longer exists, can after school clubs be set up to alleviate pressures.
· Could special consideration be applied for a small number of PGR students who may have caring responsibilities whilst trying to complete their PhD.

ACTION: SS to provide a more detailed written report on the list of suggestions in the verbal report and provide to CE.


· Arts

No report provided.



	026
	Update from Chairs of Taskforces:

(a) Gender Taskforce

· GTF has supported the Covid19 response and provided input to the second Covid-19 staff survey design working closely with Organisation Development.
· Upon receiving the outcomes from the second Covid-19 survey, this will determine focus group topics, with the aim to drill down on the broader issues in relation to Protected Characteristics.   

· A presentation was delivered at the last GTF meeting on Report and Support.  It was agreed that wider communication is required to promote this support to staff, as it was apparent staff were not aware that the Report and Support platform has now been extended to staff, especially in terms of non-work related incidents.

· GTF has contributed to feedback on the Pay Gap Action Plans.

· Continues to provide strategic support to the Athena Swan Institutional Self-Assessment Team.    

(b) Rainbow Taskforce

a) To report that the LGBTQUA+ Taskforce has been rebranded internally to the Rainbow Taskforce.

b) Discussions held to re-visit the Supporters Scheme, this will be rebranded as the allies scheme and training for allies to be considered and agreed.

c) Impact of Covid-19 and concerns raised that Wellbeing is not resourced to support LGBTQUA+ communities.  The Taskforce has asked that consideration be given to have additional support or workshops facilitated by a Culturally Competent Counsellor.

d) Inclusion of sanitary bins in male toilets raised as a priority. This is to include sanitary bins in all male toilets and not just gender neutral toilets.

CE confirmed that whilst there is support from SIC to progress the provision of sanitary bins, there are constraints due to budgets and other limitations due to the impact of the pandemic, as an interim provision sanitary bins have been included in all gender-neutral facilities. 

CE highlighted that whilst the Taskforces are seen as a strategic lead, it should be noted that Self-Assessment Teams, such as Stonewall, Athena and Race also have a dotted line to SIC.

ACTION: Rainbow Taskforce to raise Wellbeing concerns directly with the Director of Wellbeing.


(c) Disability Taskforce

· Kerry Pinny from Academic Technology joined the last Taskforce meeting to introduce the Digital Accessibility Network to the group which was positively received by members. 

· Update was given from the subgroup working on the ‘Let’s talk about disability’ campaign, January’s post was on visual disabilities with a really insightful post by a student reflecting on their experience. The next theme will be on mental health to raise awareness and celebrate mental health day.  

· Chair updated the group on the new transcription support pilot that is being implemented this term offering support in the form of human editing to disabled students who are finding specific transcripts particularly problematic or inaccurate. It is a small scale project with a quick turnaround and limited recourse to it but the scope is to respond to and prioritise individual needs. Communications have gone out to all Departments about it and the hope is that it will inform conversations about future planning and resources. 

· Discussions were held on a number of concerns raised by the disabled staff network, relating to support for staff, repeated asymptomatic testing etc. there is still great anxiety around physical presence on campus and great need for support.  

· Jenny Wheeler shared some information with the group about the new scooter scheme being trialled on campus. 

· Sandra Beaufoy presented on the proposed Reasonable Adjustment process to give members the opportunity to provide insight to their experiences and how they feel the process could be improved.  This led to some good points being raised and made for a positive discussion.


(d) Race Taskforce

· It has been requested that the pay gap be disaggregated for BAME staff, as the bonus payments made to clinicians at WMS skew the data.  
· Pulse and Covid-19 survey outcomes discussed as a standing item at meetings and the outcomes of the survey.
· It was reported that in depth discussions had been held to include Secular Jews as a minority ethnic category that should be collected separate to faith.  A number of colleagues had attended RTF and had highlighted concerns/suggestions as follows:

· The need for people who self-designate as secular Jews deserve to be accepted as members of the Jewish community at Warwick, and, therefore, as part of a group with a protected characteristic, on Success Factors, as well as in professional and academic staff recruitment monitoring forms, and in the various ways that data is captured for students. The University should analyse this data as part of its equality monitoring exercises and publish its statistics and review as part of its annual report. 

· That the University should consider a commitment into promoting Jewish Studies as an academic discipline. 

· The University should consider a greater commitment to organising events and educational awareness through Holocaust Memorial Day. 


CE noted that the development of new research areas is something that might be expected to emerge from within the academy rather than as a top-down initiative. It was noted that there had been a significant event “on campus” for International Holocaust Remembrance Day.
   
ACTION:  Kulbir Shergill to confirm that she is exploring the HESA reporting requirements.

(e) Chaplaincy Reference Group

· It was confirmed that The Chaplaincy Reference Group (CRG) exists to provide a space for reflection, debate and accountability for the University of Warwick Chaplaincy.

· Key priority is to establish the new Faith and Belief Taskforce which will sit alongside the CRG.

· New role of faith advisors has been considered. The Faith Advisors are intended to provide broader resourcing to the chaplaincy for faiths where we do not have a chaplain appointed 

The CRG are considering how the Chaplaincy might lead or contribute a memorialisation to remembering, grieving and moving on when, in due course, we begin to emerge from the restrictions relating to the pandemic.

ACTION: Any member of SIC who wishes to take part in organising a memorial to contact Mark Rowland.




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

	Subsidiary and Sub-Committee Reports

	Other 

	027
	Any other business (Chair)
 
· RR reported on a new strategic project led by Geraldine Mills, Director of HR to look at the Future Ways of Working.  It was reported that many staff surveyed in the Covid-19 survey favoured a different pattern of working in the future.  It is recognised that there will be EDI implications to consider.  RR will continue to update as this work progresses.  
 

	CLOSE BY 15:30 hrs
Next meeting: 10:00 hrs on Wednesday 5 May 2021 via Teams


	
DECISIONS AND ACTIONS

	ITEM
	DECISION/ACTION
	LEAD AND DUE DATE

	
	
	

	020
	ACTION: SB to update the TORs to include Minority Ethnic Groups and broaden the reference to Social Inclusion.  This formal update to be sent to Governance who will send to Council for approval.

	Sandra Beaufoy (Completed)

	021
	ACTION: EDI to provide the Inclusive Language document to support EDI training.

	EDI Team (Completed)

	022
	Kulbir Shergill to check on use of inclusive language in reference to leave/provisions related to new family members.

ACTION: Kulbir Shergill to report at SIC in May 2021 on LGBTQUA+ targets.

ACTION: Kulbir Shergill to consult with Rainbow Taskforce on LGBTQUA+ relevant targets.
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Kulbir Shergill

Kulbir Shergill

Kulbir Shergill

	023
	ACTION: Kulbir Shergill to report at SIC in May 2021 on LGBTQUA+ targets.

ACTION: Kulbir Shergill to consult with Taskforce on Inclusive Curriculum targets.


	Kulbir Shergill


Kulbir Shergill

	025
	ACTION: SS to provide a more detailed written report on the list of suggestions in the verbal report and provide to CE.

	Sharifah Sekalala  (Completed)

	026
	ACTION: Rainbow Taskforce to raise Wellbeing concerns directly with the Director of Wellbeing.

ACTION: Any member of SIC who wishes to take part in organising a memorial to contact Mark Rowland.

ACTION:  Kulbir Shergill to confirm that she is exploring the HESA reporting requirements.



	Nick Cherryman and Ross Forman


All


Kulbir Shergill
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