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Equality, Diversity & Inclusion  

Trust Response to Public Sector Equality Duty (the Equality Duty) – February 2023 

1.0 Introduction and legal framework 

From 6 April 2012 all schools had a legal requirement to publish information showing how they comply 

with the Equality Duty and to set and keep equality objectives updated: 

• Published information should be updated annually. 

 

• Equality Objectives should be published every four years. 

The Equality Duty extends to all the aspects of a person’s identity and to the 9 protected characteristics 

set out in the Equality Act 2010: 1) race/ethnicity, 2) disability, 3) sex, 4) age, 5) religion or belief, 6) 

sexual orientation, 7) pregnancy and maternity, 8) gender reassignment and 9) marriage/civil 

partnership. 

This document meets the requirements under the following legislation: 

• The Equality Act 2010, which introduced the public sector equality duty and protects people 

from discrimination based on the protected characteristics above. 

• The Equality Act 2010 (Specific Duties) Regulations 2011, which require schools to publish 

information to demonstrate how they are complying with the public sector equality duty and 

to publish equality objectives. 

This document is also based on Department for Education (DfE) guidance: The Equality Act 2010 and 

Schools (2014). 

2.0 Roles and Responsibilities 

Our CEO and Director of People, supported by our Board of Trustees and named sub-committees, lead 

the vision and values of Anti-Discrimination and the promotion of Equality, Diversity and Inclusion 

(ED&I) across our Trust.   

Members of our People Team are responsible for: 

-ensuring that relevant ED&I initiatives are researched, implemented and communicated to staff; 

-for leading on the delivery of a 3-year action plan, supported by a governance and leadership 

structure involving people with a diversity of roles in the organisation, including Trustees; 

-ensuring that staffing policies are reviewed and support a culture of inclusion;  

-providing training and information for all staff;  

-meeting with staff to seek out opinions which enable meaningful actions to be created. 



2 
 

2 
 

Volunteers from across the Trust currently act as a sounding board to ED&I initiatives that support a 

culture of inclusion. 

2.0 The Equality Duty: 

In carrying out its day-to-day business, the Trust is required to have ‘due regard’ when making 

decisions and developing policies, to the need to: 

a) Eliminate discrimination, harassment, victimisation and other conduct that is prohibited by 

the Equality Act 2010. 

 

b) Advance equality of opportunity between those who share a protected characteristic and 

people who do not share it. 

 

c) Foster good relations across all protected characteristics – between people who share a 

protected characteristic and people who do not share it. 

3.0 Equality Objectives 

Below are the Trust’s current Equality Objectives, together with an update on progress being made: 

Equality Objective 1 - Pupil achievement & progress- Achievement = Attainment and Progress 

Each academy will monitor and analyse pupil achievement and progress by ethnicity, gender and 

disability, and act on any trends or patterns in this data which identify the need for additional support 

for pupils with the aim of narrowing the gap for equality groups. This may include analysing number 

of SEND (including disabilities and also deprivation as denoted by Pupil Premium). 

Update/Progress 

School leaders collate pupil achievement data every term and these results, along with those of 

external examinations or national tests, are analysed to ensure that all pupils are making at least 

expected progress according to their starting points. This is challenged by Multi Academy Trust (MAT) 

leaders and Trustees to ensure rigour in the processes of the school. This will include a breakdown of 

results by gender, economic deprivation (as denoted by eligibility for Pupil Premium funding and/or 

free school meals), ethnicity and SEND, with the aim of closing attainment and progress gaps, where 

such gaps exist, and promoting the success of all. 

Leaders will ensure that actions to address any under-performance for pupils are taken. This can take 

a variety of forms: it may require curriculum adjustments; teacher training; bespoke individual or 

group intervention or pre-tutoring activities. Specific tutoring may also take place using additional 

funding and pupils will be targeted based on performance. Teachers will also tailor lesson plans to 

reflect any key focus areas as a result of the data narrative. 

Leaders use particular strategies in order to narrow the gaps for groups of pupils, e.g. the WHMAT 

SEND strategy and the strategic use of Pupil Premium funding. 

These strategies lead to a wider commitment within our schools to inclusion and to the outcomes for 

our young people, exemplified in the excellence of our provision for those with particular needs or 

vulnerabilities. 

Equality Objective 2 - Representation of staff with protected characteristics 
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The People Team will produce an annual report for executive and Trustees on staff workforce profiles 

for discussion with Heads of Academy. The aim is to understand the profile of existing staff, to see 

how our demographic compares to the national picture and our local communities and to devise 

strategies to support a more diverse workforce and/or to properly support staff with protected 

characteristics under the Equality Act 2010.  Since 2022, the Trust has been able to track the diversity 

of its new recruits via its recruitment applicant tracking system, with regular reports going to Trustee 

committees.   

Update/Progress 

The People Team are just finishing a data cleansing exercise with the support of staff so that it has up 

to date protected characteristic data for all staff.  The team is now working on a staff profile document 

that will be presented to Trustees and inform strategic priorities relating to the employee life cycle 

e.g. recruitment, training, pay etc, with the aim of further embedding a culture of inclusion across the 

Trust in line with the Trust’s 3-year ED&I action plan https://cepedu.sharepoint.com/sites/WHMAT-

edi/Action%20Plan/Forms/AllItems.aspx 

Equality Objective 3 — Fostering good community relations to raise awareness 

All WHMAT academies will work pro-actively with their local communities to ensure that cultural 

differences and ethnicity are recognised and celebrated and that they are not a barrier to education 

provided by WHMAT. 

Update/Progress 

The Trust values of Respect, Collaboration and Aspiration are key drivers in the development of 

equality of opportunity for all, celebrating diversity and engaging with our communities in order to 

promote both academic excellence, citizenship knowledge and skills and a sense of belonging. 

All schools within the Trust are secure that the curriculum offer is reflective of the diversity of the 

community associated with our schools, as well as broadening our pupils’ horizons. Through the PSHE 

themes and a range of curriculum topics, assemblies, workshops and focus days/weeks, the pupils are 

exposed to rich content that enables our young people develop knowledge and skills to flourish in 

their academic and personal development. 

The Trust reviews the provision in all schools using quality assurance exercises across the curriculum 

and well as focused reviews of PSHE, led by a serving Ofsted inspector and Trust leaders.  

This work is enshrined in the Trust’s strategy and the objective that, by the summer of 2024, all our 

schools will have achieved the UNICEF UK Rights Respecting Schools Award at Gold level. Thus far, 6 

of our 7 schools have now achieved this, with one school at Silver working towards Gold. Our Trust 

strategy sets our commitment to celebrating diversity, including a range of cultural events which 

involve the community, such as the Grand Iftar during Ramadan and our Christmas events. All major 

religions’ key festivals are marked with school events and with information for all staff. 

The People Team are working in partnership with a not-for-profit organisation called Race Equality 

Matters to obtain guidance and ideas on how to become an increasingly anti-racist organisation.  They 

have recently become a spotlight organisation so that they can showcase their efforts to support 

inclusion based on race in the workplace. 

https://www.raceequalitymatters.com/race-equality-week-spotlight-organisations-2023/ 

 

https://www.raceequalitymatters.com/race-equality-week-spotlight-organisations-2023/
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Equality Objective 4 - Raising awareness through curriculum 

All WHMAT academies will foster good relations between those who share a protected characteristic 

and those who do not share it by: 

Promoting tolerance, friendship and understanding of a range of religions and cultures through 

different aspects of our curriculum. This includes teaching in RE, citizenship and personal, social, 

health and economic (PSHE) education, but also activities in other curriculum areas. For example, as 

part of teaching and learning in English/reading, pupils will be introduced to literature from a range 

of cultures. This may also include explicit teaching of respectful relationships with all including the 

LGBT as well as people of different faiths/cultures, with a view to promoting and teaching British 

Values. 

All our school deliver RE, PHSE and Citizenship. Alongside enrichment activities, special events and the 

assembly programmes, tolerance and respect for difference is actively and explicitly promoted. The 

impact of this is reflected in all our schools being graded ‘good’ by Ofsted for personal development 

and receiving praise for their teaching of British Values.  

The schools within the Trust pay close attention to the understanding of the protected characteristics 

through carefully planned curriculum overviews. Within the PSHE curriculum, there will be specific 

reference to age-appropriate understanding of the pupils, delivered through carefully managed 

teaching sequences. The Trust strategy makes explicit reference to celebrating diversity but also 

teaching pupils to understand the cause of prejudice. 

Our Trust strategy enshrines our commitment to preparing our young people to be effective citizens. 

This is reflected in the commitment to the teaching of RE, PHSE and Citizenship. However, as part of 

the Trust’s EDI strategy, all subject areas are committed to reviewing how they can promote the EDI 

agenda through their curriculum. This has led to English teachers reviewing text choices and 

Mathematics teachers reflecting on the role models, particularly in relation to STEM, they promote to 

young people.  This is ongoing work. 

As stated above, all schools within the Trust aim to achieve the highest standards with the 

achievement of the UNICEF School Rights Respecting Award. This leads to recognition of the work 

across the school community to ensure that our young people engage in positive relationships whilst 

being empowered to understand and address the causes of prejudice. 

4.0 How are we eliminating discrimination for staff and our young people? 

Strategic Plan, 1 year plan and 3-year ED&I action plan 

The CEO has built Equality Diversity and Inclusion (ED&I) into the Trust’s 3-year strategic plan, which 

has been approved by the Board  

This states that it is a strategic goal of the Trust that ‘For respectful relationships in a safe 

environment to be at the heart of the lived experience of all at the Trust, with all academies holding 

Gold UNICEF Rights Respecting Award status and being beacons of best practice in equality, diversity 

and inclusion.’ 

The Board of Trustees and CEO confirmed in the operational 1 year plan the ongoing commitment to 

implementing the 3 year action plan that was co-created by the CEO and the Director of People, 

following consultation with a group of staff from across the Trust.   
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The CEO and Director of People created the Trust’s first 3-year ED&I action plan in 2022 

https://cepedu.sharepoint.com/sites/WHMAT-edi/Action%20Plan/Forms/AllItems.aspx 

This aligns with areas of the People strategy as well as developing the curriculum aspects of this area. 

This focuses on the following areas:  

1) Modelling of appropriate behaviours regarding ED&I matters between staff & between staff and 

pupils;  

2) Consistency of an inclusive curriculum, which promotes the appreciation of diversity and an 

understanding of how prejudice can occur;  

3) Inclusive recruitment processes;  

4) Inclusive promotion/career development/professional growth opportunities;  

5) Inclusive staff structures and board profile; 

6) Inclusive leadership;  

7) External recognition schemes e.g. Disability Confident Employer, Stonewall accreditation 

8) Creation of allies/networking groups for different groups of staff. 

It is anticipated that it will be delivered over the next 3 academic years with the ultimate aim of a) 

embedding a truly inclusive culture, which allows all staff and pupils to thrive and bring their best 

selves to the Trust; and b) a culture where ED&I is everybody’s responsibility. 

We are striving for a culture based on the acronym “IDEA” where: 

Inclusion is embedded 

Difference is valued 

Equality is promoted and which, 

Addresses, not avoids issues. 

A new infrastructure is being piloted across the Trust from February to ensure that there is buy-in to 

this area at Board, Core Team and school level.  A newly formed ED&I Steering Group meets in 

February for the first time.  

4.1 Staffing Policies 

The Trust has a number of key staffing policies that provide a framework for eliminating discrimination 

in the workplace: 

a) Equal Opportunities Policy - The Trust’s current Policy is from 2020 and will shortly undergo 

consultation with staff and recognised trade unions to ensure that it is updated and reflects 

the great work that is being carried out to across the Trust to embed an inclusive culture.  It is 

available at https://whmat.academy/88/policies-1 

 

b) Code of Conduct – reminds staff of their role in eliminating discrimination. 

 

c) Dignity at Work Policy – sets out the Trust’s zero-tolerance approach to bullying and 

harassment in the workplace. 

https://whmat.academy/88/policies-1
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d) Safer Recruitment Policy – sets out what hiring panels should do to ensure that recruitment 

practices are inclusive. 

Within each of our schools, the Curriculum, SEND, Behaviour/Anti-bullying policies and the 

Accessibility Policy will provide the framework for staff in relation to their promotion of our values.  

5.0 How are we advancing equality of opportunity for our staff and young people? 

Staff 

By ensuring that our recruitment and promotion practices are fair, transparent and in line with the 

equal opportunities and safer recruitment polices referred to above. 

By holding listening sessions with staff about inclusivity in the workplace and turning their feedback 

into meaningful action as per the action plan to make WHMAT a nicer place to work, supported by 

recent changes to local governance. 

By delivering compelling workshops on ED&I to all staff so that they understand the concepts of ED&I, 

discrimination, microaggressions and their roles in supporting a culture of inclusion. 

By publishing regular communications on Sharepoint to celebrate different religious and cultural 

events that are important to our staff, thereby raising awareness and a sense of belonging. 

By celebrating specific campaigns to support a culture of inclusion, like Race Equality Week and the 

#mynameiscampaign. 

Young People 

Being aware of the needs of particular characteristics, such as the provision of prayer facilities, and 

meeting them to promote a sense of belonging. 

Using data to track both academic progress but also to ensure any negative experiences are responded 

to effectively and trends followed, for example to keep examples of homophobic bullying at their 

present low rates and to actively reduce further. 

Ensuring that activities are accessible to all (for example, supporting those who may be disadvantaged 

due to economic deprivation). 

In fulfilling this aspect of the duty, we will: 

Publish attainment data each academic year in line with Department for Education requirements; 

Analyse the above data to determine strengths and areas for improvement, implementing and 

evaluating actions in response. 

Analyse data to identify improvements for specific in relation to their academic progress and other 

evidence of their school experience (to include survey feedback and behaviour/bullying data).  

Analyse further data about any issues associated with particular protected characteristics, 

identifying any issues which could affect our own pupils. 

6.0 How are we fostering good relations for your staff and young people? 

The Trust aims to foster good relations between those who share a protected characteristic and 

those who do not share it by: 
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Promoting our values of ‘Respect, Collaboration, Aspiration’ in all aspects of school life and particularly 

through our focus on the UNICEF UK Rights Respecting Award, with the emphasis on respectful 

relationships and developing effective and happy citizens for the future, which is at the heart of our 

mission. The voice of young people is a key part of the Rights Respecting agenda, which is also 

supported by the changes to local governance. 

Promoting tolerance, friendship and understanding of a range of religions and cultures through 

different aspects of our curriculum. This includes teaching in RE, citizenship and personal, social, 

health and economic (PSHE / PSHRE) education, but also activities in other curriculum areas. For 

example, as part of teaching and learning in English/reading, pupils will be introduced to literature 

from a range of cultures and in Art pupils will study a range of artists and artistic traditions from other 

cultures. 

Holding assemblies dealing with relevant issues. Pupils will be encouraged to take a lead in such 

assemblies and we will also invite external speakers to contribute. 

Working with our local community, this includes organising school trips and activities based around 

the local community. 

Encouraging and implementing initiatives to pre-empt and, as required, deal with tensions between 

different groups of pupils within the school, if they were to occur. 

We have developed links with people and groups who have specialist knowledge about particular 

characteristics, which helps inform and develop our approach.   

Equality considerations a part in all decision-making: 

Our schools ensure that it has due regard to equality considerations whenever significant decisions 

are made, considering the impact of significant decisions on particular groups. For example, when a 

school trip or activity is being planned, the school considers whether the trip: 

- Cuts across any religious holidays; 

- Is accessible to pupils with SEND needs. 

The school keeps a written record on the risk assessment and planning documentation when 

planning school trips and activities. The record is completed by the member of staff organising the 

activity. 

With our staff, we undertake regular ‘staff voice’ activities and have changed our local governance 

arrangements to strengthen this. We provide training as part of the Trust’s EDI strategy and undertake 

a major staff survey, which provides data compared to a significant nationwide database as a 

comparator, with actions based on the findings. 

Information on cultural events and religious festivals is shared across our Trust and there are staff 

from a variety of roles involved in decision-making in relation to EDI. 

News about activities and developments within the Trust are regularly shared. The values of the Trust 

are promoted and our People Team has been restructed to ensure that positive, proactive 

developments to foster good working relationships are regularly taking place, while being on hand to 

help address any issues before or as they arise. 

Our annual staff wellbeing survey contains specific questions which measure how respected staff are 

feeling on the ground and feedback is analysed by executive, heads and the wellbeing champions to 

devise meaningful actions. 



8 
 

8 
 

On behalf of WHMAT 

01.02.2023 


