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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 
2:00pm, Friday 31st January 2025
	Present:  
	Apologies:

	Dr Josefin Ahnstroem (JA)
	Ms Meesha Patel (MP)

	Ms Christina Emmanuel (CE)
	Dr Maggie Trela (MT)

	Dr Deepa Jayakody Arachchillage (DJA)
	Mr Edward Wallace (Secretary)

	Ms Jessica Kitsell (JK)
	

	Dr Christina Malaktou (CM)
	

	Dr Wayne Mitchell (WM)
	

	Dr Raju Ponnusamy (RP)
	

	Professor Liz Simpson (LS)
	

	Professor Jessica Strid (JS) (Chair)
	

	Mx Kass Vezyrgianni (KV)
	

	
	

	
	



	
	ITEM
	ACTION 

	1
	Welcome and apologies for absence (JS)
	

	
	Apologies were received from MP and MT.
The Secretary was absent and the minutes were compiled after the meeting.
	

	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. 

There were questions regarding 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. 
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	EDI priorities for 2025
	

	

	Discussions concerning priorities for 2025 took place among the Committee. Points raised were as follows:

•	Implementation of departmental coffee mornings to improve culture was raised again – CM agreed that this was a good idea; KV also agreed that it could be a low cost/risk way of improving culture and decreasing separation between Haematology and CID; RP stated that it could also lead to increased scientific collaboration as well as improvement in departmental culture. KV enquired whether inclusion of a team building element into the 2025 Away Day would be useful, as even informal activities within the Christmas Party had been widely enjoyed. JK stated that keeping it on the same day and time, where possible, would be best in encouraging attendance; Tuesday or Wednesday was deemed to be the best day in maximising attendance. KV also stated that organising and advertising less formal social events had worked at a local level, increasing provision of this could serve as an additional means to improve culture.
•	Improving support of colleagues personal development or events was also discussed – getting people to take more of their development days or to participate more in focus days was agreed to be a potentially valuable initiative. There was some discussion among the Committee whether targeted approaches – such as Athena SWAN or, in a non-EDI context, the green initiatives – were more likely to bear fruit than more generalised approaches. Committee members stated that highlighting the importance of EDI and similar initiatives was a key first step in getting wider engagement within departments with such matters, and that EDI initiatives would be beneficial for the entire collective.
•	The Committee discussed improvement in policies and systems designed to combat harassment and bullying, further to the Athena SWAN action plan. JK noted that anonymous reporting systems posed challenges because the individual do not hear anything back following their report, and departments were sporadic and unhelpful. The introduction of harassment advisors was proposed, along with potentially having reciprocal arrangements with other departments – this would increase willingness to have open conversations. The Chair confirmed that she had spoken to the EDI Centre, and received confirmation that they provided training in this area. Many Committee members agreed that this could be a very beneficial initiative, and would help to combat unhealthy power dynamics deemed to be particularly problematic in academia.
•	In terms of communication, the implementation of a virtual ‘suggestion box’ was proposed, in order to provide another mechanism for colleagues to suggest ideas and initiatives. There was discussion on whether this would be two-way communication and what mechanisms would exist for people to engage with any suggestions that were given. 
•	More generally, the Chair noted that work on sharing good practice among departments was being discussed, to see where people could learn from each other.
	






	5
	AOB
	

	

	There were some brief discussions on how the Department could work toward a Gold Athena SWAN award in the next cycle; it was noted that outreach and championing of both good practice and Athena SWAN principles were key additional questions asked at Gold level. Brain Sciences were highlighted as working toward these aspects, having a podcast where the experiences of people underrepresented in addiction and psychiatric therapies were promoted; it was discussed whether a similar I&I project or projects could be established; with it being noted that the Sickle Cell outreach projects had departmental involvement. JA commented that something surrounding women and thrombosis/bleeding could be an exciting and valuable initiative to amplify neglected perspectives. 

It was agreed that steps would be taken to compile existing outreach initiatives and start thinking about new ones which could be organised by the Department. 
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