
 

EQUALITY & DIVERSITY COMMITTEE 

 

CONFIRMED 
 

 
 

MINUTES of the Wednesday 31 May 2017 meeting 

 

 
Present:   
Professor Phil Cardew [Chair]  
Lorraine Agu Michael Anderson Maddy Andrews 
Michael Austin Mobina Begum Justin Burns 
Sarah Coll Dr Tina Conkar Jan Daley 
Pam Flynn Dr Natalia Gerodetti Dr Jessica Guth 
Tatiana Hepplewhite   Edmund Hewson Fiona Middleton 
Sally Nickson Professor Damien Page Priscilla Preston 
Professor Ruth Robbins Joe Rossiter Victoria Sanderson 
Christine Simpson Dr Sue Smith Rhodri Thomas 
   
In attendance:   
Holly Binns [Secretary]   
Rehana Bakhat Michelle Ritchie Justine Simpson 
Katrina Tilbrook Claire Williams Lynne Wilson 
Soniya Zeb   
   
Apologies:   
Kirsty Curwen Alex Dickenson Jennifer Dods 
Kai De Gennaro Lisa Haynes Professor Kevin Hylton 
Melvyn Kelly Mumtaz Khan Julie Maughan 
Alison Munn Joanna Smith Duncan Webb 
Julia Grainger [Observer]   
   

 

Part A: Preliminary Items 
  

Declaration of Interest 
  
063.2016.EDC  No declarations of interest were made. 
  

Terms of Reference and Membership 
  
064.2016.EDC  The Committee received a report from the Chair presenting the current terms of 

reference and membership profile (paper reference EDC-2016-021). The new 
members were welcomed to the Committee.  
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065.2016.EDC  It was noted that in order to ensure the membership had a good spread of 
representation across the University, each School and Service was asked to 
nominate a member to represent and speak for the respective area.  

  

066.2016.EDC  In discussion, members noted the discrepancy in the Terms of Reference. It was 
RESOLVED that the Terms of Reference indicated the minimum number of 
members that were required from the Equality Fora however the full membership 
profile identified that all Fora Chairs were included as members of the Equality & 
Diversity Committee. Clarification of this in the Terms of Reference would be 
updated. 

  

Minutes 
  
067.2016.EDC  The minutes of the meeting of the Committee held on 30 January 2017 were 

confirmed as an accurate record (paper reference EDC-2016-022), subject to 
minor amendment.  

  

068.2016.EDC  It was AGREED that the minutes would be amended and that the Head of Student 
Disability & Wellbeing would supply wording to expand upon the statement at 
minute 053.2016.EDC (b). 

  

Matters Arising 
  
069.2016.EDC  The Committee received a report on the matters arising from the previous 

meeting of the Committee held on 30 January 2017 (paper reference EDC-2016-
023), which were not elsewhere covered on the agenda.  

  
070.2016.EDC  The following actions were discussed: 

 
(a) COMPLETE Arising from minute 027.2016.EDC (a) ‘Terms of Reference and 

Membership’: The new Equality & Diversity Committee membership model 
included representation from every School and Service. It was hoped that this 
would enable fuller discussions in transacting the business of the committee. 
The Chair would monitor the conduct of these larger meetings in order to 
ensure they remained appropriate and useful.  
 

(b) ONGOING Arising from minute 031.2016.EDC ‘Matters Arising (Trans Equality 
and Gender Identity Policy)’: Progress in relation to the action to re-present 
the Trans Equality and Gender Identity Policy to the University Executive 
Team was ongoing. Further progress would be considered alongside the 
development of the HR Strategy. Members were assured that further 
development would be brought back to the Equality & Diversity Committee 
for consultation prior to any implementation. It was also noted that members 
could share this progress with the wider Fora.  
 

(c) ONGOING Arising from minute 034.2016.EDC (a) ‘Public Sector Equality 
Duty’: There had been ongoing issues with updating information on the new 
web pages, in addition to having a greater amount of data than initially 
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anticipated. This had been addressed and it was hoped that links would be 
circulated shortly.  

 
(d) COMPLETE Arising from minute 037.2016.EDC (a) ‘Equality & Diversity 

Report’: The Stonewall feedback was circulated to all Equality & Diversity 
Committee members with a brief introduction provided by the Equality & 
Diversity team. It was noted that the University had now completed the third 
and final submission cycle; a new round of assessments would commence in 
September 2017.  

 
(e) ONGONG Arising from minute 037.2016.EDC (b) ‘Equality & Diversity Report’: 

Taking note of the importance of listening to testimonials, a meeting was held 
to explore the issues raised and take forward agreed actions for reviewing the 
Grievance Policy; in particular consideration was given to the support for staff 
going through/considering to go through the policy.  

 
(f) All other actions were noted as closed, resolved or were discussed elsewhere 

on the agenda.  
  

071.2016.EDC  (a) In order to establish if the University was able to submit for the September 
2017 Stonewall assessment, the Committee RESOLVED that a Working Group 
would urgently consider whether the University was in a strong enough 
position to put forward a submission or alternatively to defer this for a year’s 
time. The Equality & Diversity Manager would coordinate the Working Group. 
Due to timescales, it was RESOLVED that the Working Group would provide a 
rationale alongside recommendations to the Committee via email in the first 
instance. Further proposals would be made to the University Executive Team 
as needed.  
 

(b) The Committee expressed an interest in receiving the actions arising from the 
Stonewall feedback. It was AGREED that these would be provided to members 
in due course.  

 
(c) It was RESOLVED that the development of the Grievance Policy would be 

progressed through the Director of HR. Further updates would be provided 
back to the Equality & Diversity Committee.  

  

Part B: Major Topics   
  

Annual Equality and Diversity Report 
  
072.2016.EDC  (a) The Committee received a report from the Equality & Diversity Manager 

providing an overview of activity in relation to equality and diversity across 
the University (paper reference EDC-2016-024).  The report indicated how 
activity was aligned to the University Strategic Plan and HR Strategy, whilst 
also presenting a summary of future opportunities and challenges.  

 
(b) Feedback from Governors led to a shift to aggregate equality and diversity 

activities within the report to better illustrate linkages to KPI strategies. This 
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new report format enabled Governors to focus on their legislative 
responsibilities in terms of Equality and Diversity. 

 
(c) The top level statistics highlighted gender and ethnicity splits for Governors, 

the University Executive Team and the Senior Management Group. The 
Committee’s attention was drawn to the Governors 40% female to 60% male 
split which was in line with HEFCE recommendations; however, the University 
would aspire to a 50/50 split in future.  

 
(d) The University Executive Team also had a 40% female to 60% male split; 

however, the Senior Management Group statistics indicated the proportion 
of females declined to 36%. It was noted that ethnicity was not equally split 
at senior level.  

 
(e) The proportion of female staff by grade saw a decline with seniority, dropping 

to 17.5% at grade 11.  
 
(f) Through the Athena SWAN and Race Charter action plans, the University was 

committed to increasing the representation of women and individuals 
identifying as BME; particularly focusing on significantly improving support for 
staff returning from maternity or career breaks in addition to increasing the 
number of female professors and their proportion of the professoriate from 
23% to 35% by 2020. 

 
(g) Five working groups were established to refine and develop the original action 

plan and to support a Race Charter submission by 2019.  
 
(h) The last census figures for the region (2011) indicated that 10% of the 

population had identified as BME; however, it was considered that this data 
was not current and therefore displaced the University’s race benchmark 
position from where we might have expected to be. It was anticipated that 
working closely with the University of Leeds and Leeds Trinity University 
would support benchmarking exercises.  

 
(i) One of the key measures of success in the University’s People Strategy was 

‘improved staff satisfaction’, with survey responses remaining relatively 
consistent over time. The report broke down each survey question and 
grouped training and development around the protected characteristics.  

 
(j) The Head of Student Disability & Wellbeing was thanked for contributing to 

the ‘Student Wellbeing’ and ‘Religion or Belief’ sections of the report.  
  
073.2016.EDC  (a) With each charter leading specific action plans and forming institutional 

equality objectives, it was noted that the equality and diversity charters 
provided useful frameworks to drive change and hold the University to 
account; as well as playing a key role in embedding culture, commitment and 
perceptions across the University.   
 



CONFIRMED 
 

 

(b) The Committee indicated a keenness to consider how the University collects 
information in supporting the Athena Swan, Race Charter and Stonewall 
submissions. It was noted that whilst the 2019 Race Charter submission would 
consist of mandatory surveys, consideration would also be given for other 
potential avenues that could be tied in. Members felt it was important to 
conduct analysis to consider groups and trends.   

 
(c) There continued to be an increasing proportion of students disclosing a 

mental health condition as a disability. It was noted that a key challenge was 
to raise awareness across the University of the anticipatory duty in relation to 
disability equality within the Equality Act (2010) and legal requirement to 
make reasonable adjustments; as well as for Disability Advisers to work 
closely with named equality leads in the Schools to ensure that disabled 
students (declared and undeclared) were able to participate fully in University 
life. 

 
(d) In reference to the ‘Student Wellbeing’ section of the report, members 

expressed interest in receiving a broader explanation of student facing work. 
However, concerns were raised that data was only a snap shot. Members 
noted an interest in appending supporting information which would expand 
upon the data as well as including figures alongside percentage statistics in 
order to better understand data. 

 
(e) It was noted that Governors received various data around KPI’s throughout 

the year. Whilst the layout of the report was appreciated, it was felt that the 
student focus was missing in terms of headlines around student satisfaction, 
attainment and retention. With this in mind, it was felt that alongside the top 
level public sector duty, a student focus might provide a greater insight.  

 
(f) It was suggested that the wording for the ‘Future Opportunities and 

Challenges’ section of the report could be amended to ‘Enhance Focus’.  
  

074.2016.EDC  The Committee AGREED that members could raise other points of detail with the 
Equality & Diversity Manager outside of the meeting.  

  

Equality and Diversity Plan 
  
075.2016.EDC  (a) The Committee received a presentation from the Head of HR Policy & Strategy 

informing members of the Equality and Diversity Plan.    
 
(b) It was reported that a meeting was held between the Chair, Director of HR, 

Equality & Diversity team and Services for Students to discuss the key 
priorities which included: (1) agreeing objectives and guiding principles; (2) 
gathering data and reporting; (3) the University’s commitment to Equality and 
Diversity; (4) supporting areas of activity that underpin the University’s 
objectives; (5) supporting activities that promote and enhance; and (6) raising 
awareness. These points are detailed below.  
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(c) Priority 1: In liaising with the Head of Disability & Wellbeing, these objectives 
would be linked to the University’s ‘anticipatory duty’ in relation to disability 
by embedding accessibility principles within the University’s approach to 
learning, teaching, assessment, communication and the estate.  

 
(d) Priority 2: It was important to review the data in detail and to understand 

what this means to the University; as well as ensuring data was used to 
identify aspirational targets, evaluate progress made against targets, publish 
data to demonstrate progress and then to identify further actions.  

 
(e) Priority 3: To embed commitment and sponsorship. A key part of this would 

be to ensure that unconscious bias training was undertaken by all colleagues 
and members of the Board of Governors.  

 
(f) Priority 4 & 5: To support activities that underpin and enhance objectives, 

such as: holding the Athena SWAN bronze award, joining the Race Equality 
Charter in 2016, being recognised as a Stonewall Top 100 employer, and being 
an accredited employer (level 2) as part of the Government’s Disability 
Confident Scheme. 

 
(g) Priority 6: To raise awareness of Equality Fora.  
 
(h) There was a view to expand on each protected characteristic through the 

development of a policy statement for each, which might potentially be 
supported by an accompanying guidance. It was noted that these would not 
necessarily consist of a sizable statement however it was felt that this work 
would demonstrate the University’s commitment.  

 
(i) In order to support this work, benchmarking had been undertaken to consider 

examples of other institutions’ equality objectives and strategies. It was noted 
that these varied from generic principles to detailed objectives/strategies that 
met the specific plans of individual institutions.  

  
076.2016.EDC  (a) Members noted the importance of senior level involvement to act as both 

champions and role models and encourage buy-in.    
 

(b) In connection with the provision of compulsory unconscious bias training, it 
was strongly felt that such training should touch upon all obligations opposed 
to only meeting legal requirements. It was suggested that working closely 
with the senior team would encourage buy-in and ensure champions of this 
work had appropriate authority.  

 
(c) In detailed discussion, the Committee noted that the Fora activities linked up 

work with the Charters. However, it was strongly indicated that data 
requirements and usage needed to be clearer as well as ensuring that the new 
systems were able to meet such data requirements. 

 
(d) In order to embed Equality and Diversity, members reinforced the opinion 

that accountability and ownership was with everyone. The Committee also 
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highlighted the importance of ensuring equality and diversity exits within the 
curriculum and that it is supported in terms of research.  

 
(e) The Committee requested that the plan be explicitly linked to KPI’s.  
 
(f) It was proposed that the plan should look at the holistic student lifecycle 

(recruitment, offer, enrolment, retention), for which the charters helped to 
address aspects.  

 
(g) The Students’ Union would be keen to meet with the Head of HR Policy & 

Strategy to discuss the development of the Students’ Union’s Equality and 
Diversity Strategy. 

 
(h) The Chair offered to support roadshows to help publicise the finalised 

strategy.  
  

077.2016.EDC  In detailed discussion, the Committee would consider how to embed this plan in 
every level of the University and in establishing common data sets to use in 
establishing targets, measuring goals and informing work. It was AGREED that the 
Fora Chairs would meet to consider the proposal prior to the next meeting. The 
Committee RESOLVED that the strategy would be the main feature at the next 
meeting of the Equality & Diversity Committee, allowing members to have 
opportunity to input.  

  

Review of Faith Provision 
  
078.2016.EDC  (a) The Committee received a report from the Head of Student Disability & 

Wellbeing providing on an update on current faith provision across the 
University and outlining future developments (paper reference EDC-2016-
025).   

 
(b) It was reported that Faith provision to date was largely facilitated by the 

Universities in Leeds Chaplaincy (a shared provision with the University of 
Leeds) and through the Students’ Union faith-based societies. The Chaplaincy 
was of an ecumenical Christian foundation but worked with all faiths and 
none-faiths. 

 
(c) The January 2017 workshop explored the potential for developing a 

collaborative approach to faith provision through bringing together chaplains, 
faith advisers, student representatives, equality representatives, managers 
and Chaplaincy Trustees from both Universities in order to explore models 
and experiences of multi-faith chaplaincy / faith-based support. At Leeds 
Beckett University, the greatest area of feedback related to the lack of 
suitable, dedicated space for prayer / contemplation. The conclusion of the 
workshop was that the context, culture and structures of the two institutions 
were quite different. Whilst continuing to share the existing Chaplaincy 
arrangements, the two Universities would work independently to further 
develop multi-faith based support as appropriate to their individual contexts. 
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(d) The key priorities for faith provision included: 
 

i. Developing a ‘Faith Statement’, which outlined the University’s 
commitment to welcoming people from all backgrounds, including 
those of all faiths and none. 
 

ii. Identifying further faith advisers from University staff for the 
recognised major religions. 

 
iii. Ensuring due consideration was given to faith space provision in the 

planning for the ‘Heart of the Campus’ student centres. 
 

iv. Contributing to the development of ‘A Community of Great People’ 
and campus cohesion, through the delivery of events which would 
promote understanding, raise awareness of cultural and faith-related 
differences and ‘foster good relations between people who share a 
protected characteristic and those who do not’, in line with the Public 
Sector Equality Duty. 

  
079.2016.EDC  (a) It was confirmed that the faith space provision for the Heart of the Campus 

would be available 24/7. Current faith space provision would remain in place 
until the new provision was ready for use.  
 

(b) The Committee acknowledged the work and support of the Students’ Union 
Vice President of Equality & Diversity in securing the delivery of a 24/7 faith 
space provision.  

 
(c) In reference to concerns raised for supporting faith advisers in delivering their 

duties, it was clarified that these individuals provided advice to the University 
rather than to individual staff/students on a one-to-one basis.  

 
(d) To ease perceived clashes between the Rainbow Rose and Faith Fora, the 

Head of Disability & Wellbeing had been in discussions with the Chaplaincy.  
  

Part C: Reports from Officers   
  

Equality & Diversity Report 
  
080.2016.EDC  The Committee received a report from the Equality & Diversity Officer providing 

an update on related activities and initiatives which took place since the last 
Committee meeting (paper reference EDC-2016-026).  This report also included 
the calendar which signposted future events.    

  

Equality Forum Chairs’ Report 
  
081.2016.EDC  (a) The Committee received a collated report from the Equality Forum Chairs 

summarising discussions at their meeting of 10 April 2017 as well as providing 
an update from each Forum (paper reference EDC-2016-027).  There were no 
matters arising to raise to the Committee’s attention. Forum reports included: 
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(b) Disability Action Group  

i. Positive discussions were held relating to disability and access, in 
addition to discussions around staff sickness which were being 
progressed. Discussions around staff sickness highlighted issues around 
staff not feeling able to discuss their disabilities with their line managers. 

 
ii. The Disability Action Group would work with the Rainbow Rose Forum 

for ideas around the UKDHM 2017 (22nd November-22nd December) – 
Disability and the Visual Arts. 

 
(c) LGBT  

iii. Leeds Pride 2017 would take place on 06 August 2017. The Students’ 
Union and the University would work together and were keen to extend 
invitation to the wider University community to encourage everyone to 
attend. 
 

iv. Concerns were raised regarding the gender neutral toilets in the 
Portland entrance as these had been closed for some time and there was 
no clear signage to direct users to alternative gender neutral toilets.  

 
v. The Committee was asked to take note of the concerns of the treatment 

and murder of gay men in Chechnya. In discussion, there was a strong 
sense that the Forum would welcome support from the University 
through shared communications, holding vigils or through other related 
activities; for which the Forum welcomed any suggestions.  

 
(d) Faith & Belief Forum 

vi. The Forum was pleased to note that University libraries had been able 
to provide “out of hours” prayer space.  
 

vii. Chaplain Melvyn Kelly continued to reach out to the local faith 
communities with a view to building good relationships between them 
and the University. 

  
082.2016.EDC  (a) The Equality & Diversity Manager had spoken with the contractors regarding 

the gender neutral toilets at the Portland entrance and was advised that the 
estates issues might be longer term. The Equality & Diversity Manager would 
provide text for directions to alternative gender neutral toilets. In recognising 
that the University would not want students to be disadvantaged, the Equality 
& Diversity Manager and the Director of Services for Students would meet to 
discuss the matter further; in addition, the Chair would liaise with the Deputy 
Vice Chancellor (Resources).  

 
(b) It was noted that a calendar of current and upcoming events was appended 

to the ‘Equality and Diversity Update’ report at each meeting; however, it was 
noted that events often arose at short notice. In line with standard practice, 
all Fora and Equality & Diversity Committee members were welcome to send 
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event communications via the Equality & Diversity team for wider circulation 
to the full Committee membership. 

 
(c) In regards to discussions about events in Chechnya, the Joint Forum Chairs 

were advised to contact the Vice Chancellor directly. It was noted that the 
Students’ Union Vice President of Equality & Diversity was keen to support 
this activity.   

  

Part D: Matters for Information and Discussion 
  

Race Equality Charter Update 
  
083.2016.EDC  (a) The Committee received a report from the Equality & Diversity Adviser 

providing an update on activity undertaken in support of the Race Equality 
Charter (paper reference EDC-2016-028).  The University’s institutional 
pledge was made in September 2016 with a submission deadline of August 
2019. 
 

(b) The Race Charter Mark action plan was revisited to introduce new ideas, 
enhance activities and strengthen areas through making stronger links to 
strategic planning. 

 
(c) It was reported that 44 staff responded and were allocated to the five working 

groups (Curriculum, Research, Staff Experience, Student Experience and 
Widening Participation) established; each had responsibility for developing 
and progressing actions and for identifying key indicators of progress to feed 
into the master action plan.   

  
084.2016.EDC  (a) In discussion, members considered how Heads/leadership teams could 

support the embedment of the action plan and increase awareness through 
enhanced communications.  

 
(b) Whilst it was recognised that it may be beneficial to identify which staff 

attended the actions working groups and other Equality Fora, it was noted 
that due to their sensitive nature it was not always appropriate to share 
membership details more widely. It was explained that when colleagues 
expressed an interest in joining, line managers were contacted to obtain 
permission for their attendance. It was also noted that the open memberships 
could be viewed on the staff global address book.  
 

(c) The Committee recognised that in encouraging colleagues to join as members 
of such groups or Equality Fora, there was value in regular promotional 
communications.  

  

Athena SWAN Update 
  
085.2016.EDC  (a) The Committee received a report from the Equality & Diversity Manager 

providing an update on the University’s successful Athena SWAN submission 
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and on the activity which took place since the submission was made in 
November 2016 (paper reference EDC-2016-029).  
 

(b) The award was made in April 2017 and would be valid until April 2020. All 
award holders were asked to publish successful submissions online; as such 
the Athena SWAN webpage had been updated. 

 
(c) It was reported that the award recognised that the University had a solid 

foundation for eliminating gender bias and was taking steps to address areas 
for improvement through a 3-year action plan.  Achieving this award meant 
that individual Schools could also make their own submissions.   

 
(d) Since January 2017, staff returning from maternity, adoption or shared 

parental leave had been contacted prior to their return with details of the 
‘return to work network of mentors’ scheme and an invitation to take part. 
HR were keen to recruit more mentors to support this scheme.  

 
(e) A new annual promotion round to Reader or Professor had been launched 

and this would be supported by a number of workshops. 
 
(f) Work on the action plan had begun alongside a number of initiatives that were 

underway or already in place.  
  
086.2016.EDC  It was noted that the Equality & Diversity Committee could help to enhance the 

visibility of Athena SWAN and increase greater awareness through briefings at 
School Leadership Teams.  

  

Report from the Accessibility Short Life Working Group 
  
087.2016.EDC  (a) The Committee received a report from the Head of Student Disability & 

Wellbeing providing a summary of the findings and recommendations from 
the Short Life Working Group on accessibility, which was agreed as an action 
arising from discussions at the previous meeting (paper reference EDC-2016-
030).     
 

(b) The agreed objectives of the group were: 
 

i. To review the plans for the Creative Arts building and make 
recommendations in terms of accessibility. 
 

ii. To draft a statement of underpinning principles in relation to accessibility 
to be formally agreed and promoted as part of the University’s wider 
commitment to an excellent student experience and sustainable 
resources. 
 

iii. To develop universal design guidelines to inform an inclusive approach to 
building design and refurbishment. This would outline universal design 
principles and key accessibility consideration; going beyond compliance 
and supporting the consideration of the variety and diversity of users. 
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iv. To consider options for surveying or auditing the estate and making 

accessibility information available to all of customers. 
 

(c) It was reported that the plans for the Creative Arts Building were reviewed by 
a member of the Disability Assessment Centre team and these were sent to 
the developers and Estates Team with a section on accessibility added to the 
final report. 
 

(d) A proposed accessibility statement was developed. This set out the 
University’s commitment to providing an inclusive and accessible 
environment for all within the context of the legal framework of the Equality 
Act (2010); as well as relevant building regulations and standards and the 
University’s institutional strategic aims. 

 
(e) In conjunction with the surveyors, Disabled Go, it was agreed that a schedule 

of accessibility for current buildings would be set out detailed accessibility 
guides in order to inform users and enable them to navigate around and 
between campuses. In addition to the access guides, the survey work would 
also result in a ‘red flag matrix’ indicating where there were gaps in 
accessibility provision and this would inform actions to address these gaps.   

  
088.2016.EDC  Members felt that this work would lend itself to embedding accessibility into the 

University’s estate. In conclusion, the work of the group would be proposed to 
the Estates Programme Board. However, if this was not approved, the Equality & 
Diversity Committee would reconsider this area of work. 

  

089.2016.EDC  The Committee AGREED that Disabled Go would be invited to speak to the 
Equality & Diversity Committee in due course. 

  

Part E: Other Business 
  

Draft Schedule of Business 2017/18 
  
090.2016.EDC  The Committee received its draft schedule of business for 2017/18 (paper 

reference EDC-2016-031). Members were invited to note the current standing 
items on the Schedule of Business and make suggestions for future agenda items 
throughout the year.  

  
091.2016.EDC  It was noted that members were invited to submit items or questions directly to 

the Secretary. 
  

Date of Next Meeting 
  
092.2016.EDC  The next meeting of the Committee would be held at Wednesday 11 October 

2017, 10:30 – 12:30, venue TBC. 
  

Other Business 
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093.2016.EDC  The Committee thanked Fiona Middleton, the Libraries & Learning Innovation 
representative, for her work on the Committee and wished Fiona a happy early 
retirement.   

 


