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Department of Immunology and Inflammation, Imperial College London
Commonwealth Building, Hammersmith Hospital Campus, Du Cane Road, W12 0NN

Department of Immunology and Inflammation| EDI Committee 
11:00am, Thursday 31st January 2025
	Present:  
	Apologies:

	Dr Josefin Ahnstroem (JA)
	Dr Maggie Trela (MT)

	Professor Marina Botto (MB)
	

	Ms Christina Emmanuel (CE)
	

	
	

	Ms Jessica Kitsell (JK)
	

	Dr Christina Malaktou (CM)
	

	Dr Wayne Mitchell (WM)
	

	Ms Meesha Patel (MP)
	

	Dr Raju Ponnusamy (RP)
	

	Professor Liz Simpson (LS)
	

	Professor Jessica Strid (JS) (Chair)
	

	Mx Kass Vezyrgianni (KV)
	

	Mr Edward Wallace (Secretary)
	

	
	



	
	ITEM
	ACTION 

	1
	Welcome and apologies for absence (JS)
	

	
	Apologies were received from RP and KV.
	

	2
	Updates (various)
	

	
	The Chair informed the Committee that I&I had received a Silver Award for the Department’s most recent Athena SWAN application. This status would be active until January 2030.

It was noted that a Faculty People and Culture meeting had recently taken place. The gender pay gap was the main subject discussed at the meeting; it was heard that while there was still a gender pay gap within Imperial, the pay gap within the Faculty of Medicine had shrunk. 

There were discussions regarding the disparity between male and female academics in senior roles. JA enquired as to the possibility of this resolving itself in the medium to long term, given greater gender equality in more junior roles and the likelihood of fairer promotion cycles compared to previous years; WM stated that this was not guaranteed, and that work was required to ensure that women were encouraged to apply for more senior positions within the Faculty and wider College. This was acknowledged as being separate from overall gender representation within Departments. 

It was acknowledged that there were issues at a College and city level with ensuring greater equality within Imperial – other universities within London were acknowledged as offering less parental leave than Imperial, and costs of childcare and property within London were noted as potentially deterring women from accepting positions at Imperial. The two-body problem was also noted as a barrier in ensuring true gender equality. 

JK? Enquired whether there was data on how many women applied to positions within Imperial, to determine whether it was a systemic societal issue or institutional bias. WM noted that he and Lesley were working on reviewing such data, but that generalisations were difficult because certain areas attracted more female applicants due to the nature of the role. 
JK reminded the Committee that Marina had been campaigning to improve paternity leave within Imperial to bring it closer to other London-based universities which offered a greater allowance. It was confirmed by CE that parental leave was under review by HR. 
LS noted that the decrease in provision of on-site childcare within Imperial was also likely to be posing problems for existing or prospective colleagues of Imperial – JK agreed and stated that the White City Campus’ provision of childcare was widely deemed to be inadequate. 
	


	3
	Individual EDI statements/reflections
	

	
	The Secretary confirmed that a call had been sent out to the newer members of the Committee for individual statements/reflections. This was to demonstrate individual motivations, any lived experience that the individual was happy to share, and any areas of particular focus or interest within EDI. The Chair requested that in light of the upcoming Athena SWAN application, a further call be sent out to the whole Committee, to ensure that everyone who had previously contributed a statement was still happy with it, giving the opportunity to amend if not. 
	

EW
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	Athena SWAN draft action plan 
	

	

	It was suggested that flexible working could be fed into the Athena SWAN action plan, as the Culture Survey intimated that there was much positivity toward this among respondents. CT suggested that more clarity on individual definitions of flexible working would be useful before doing so, as perceptions of this were likely to vary; potentially including changes to start/finish times, number of campus days p/w and more besides. CE noted that many departments did not 

WM enquired whether exit interviews were routinely conducted throughout the department, as this would allow for clarity on whether people were leaving due to career progression, contract expiry or similar factors, or whether micro aggressions and other issues related to EDI played a part in departures. There was agreement among members of the Committee that wider use of exit interviews would be of benefit within the Department. 

The Committee discussed the male/female split on postdocs applying for and holding fellowships. CT stated that it was likely more females were applying for fellowships, but that males were likely to hold posts for longer. There was agreement that data collection in this field could be improved and formalised. Some members of the committee stated that there was an impression that clinical postdocs were more successful in applying for fellowships, but MB noted that there were few clinical-specific fellowships across the country, which was causing problems nationwide. WM stated that there needed to be an acknowledgement that an academic career was not the endpoint for everyone, and that support needed to be improved for people who wished to progress into industry or other non-academic positions. 

There were discussions on whether the Department should start collecting intersectional data. It was noted that there would have to be an articulated rationale for this and while research and existing data gathering had created an awareness of race problems within Imperial, an explicit rationale for collecting intersectional data would be useful.

MP stated that it would be beneficial to get information from individuals who had benefitted from appropriate schemes and things like the EDI Seed Fund, on how they had become aware of these schemes and potentially guidance on how to be successful. 

WM noted that there were issues with retention, which was due at least in part to the experiences of staff while at the College, experience which was at least partially influenced by culture, which may not always be open. There was some consensus that role models did matter in terms of progression and that it could be good to incorporate best practice from other areas; the UK WHEN group and the 100B scheme were mentioned as good examples. LS expressed some agreement with this, but noted that some individuals would need to move around to progress, and would need help to move around; visits were a good way to find out where culture was good or bad.

It was noted by CT that there was a need to consider non-academic staff in these discussions, and to check in about signposting and resources available to staff in these groups. 

The Committee also discussed the action plan points concerning bullying and harassment. CM noted that there could be a reticence to log complaints in case it jeopardised relationships with one’s advisor and adversely affected prospective career paths. JK stated that it was necessary to reduce feelings of isolation for people who may experience harassment and improve the logging of any incidents when they occurred – there was agreement from JA that an adherence to College Values and Behaviours was vital. 

MB argued that HR processes and the time it took for HR to work through these processes was a real issue, and not just for HR matters. CE acknowledged that HR were aware of issues. There was a proposal that HR Business Partners could be used as a conduit for complaint logging, but it was also argued that HRBPs did not solely deal with employee relations, and a further argument by RJ-L that PTO staff could feel uncomfortable logging complaints via such staff due to their links with departmental management. WM argued that partnering up with other departments could provide another channel for claims of bullying and harassment to be logged. 
	






	5
	AOB
	

	

	The Chair informed the Committee that a further meeting would be arranged for November, in order to discuss progress and review the remaining salient points of the Athena SWAN action plan – the Secretary would poll members on availability ASAP given the shorter timelines. 
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