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1. Equality and Diversity Policy statement 

 
The school is fully committed to the elimination of unlawful and unfair 
discrimination and values the differences that a diverse workforce brings to the 
school. The adoption of an equality and diversity policy enables the school to send 
out a strong message of commitment, both internally and externally. 

 
The school will not discriminate because of age, disability, gender reassignment, 
marriage and civil partnership, pregnancy and maternity, race (which includes 
colour, nationality and ethnic or national origins), religion or belief, sex or sexual 
orientation. It will not discriminate because of any other irrelevant factor and will 
build a culture that values meritocracy, openness, fairness and transparency. 

 
In addition schools need to be aware of the requirements of other 

legislation relating to discrimination of employees: 

● Part time workers 

● Fixed term workers 

● Trade union membership and activities 

 
All employees are responsible for the promotion and advancement of this policy. 
Behaviour, actions or words that transgress the policy will not be tolerated and will 
be dealt with in line with the school's disciplinary policy. 

 
The policy is applicable to all members of the school community namely staff, 
pupils, governors, parents and the wider communities (including suppliers and 
contractors), whether permanent or temporary. The policy applies to processes 
relating to employment and training. 

 
There is no specific legal requirement that an employer must have an equal 
opportunities policy. However, having such a policy in place may assist in 
reducing the risk of unlawful discrimination occurring and is an essential part of 
a possible reasonable steps to defend a claim of unlawful discrimination. 

 
The existence or absence of an equal opportunities policy could also be a matter 
that is considered by a tribunal in considering whether or not, in all the 
circumstances of a particular case, to make a finding of unlawful discrimination. 

 
2. Legislative Background and Context 

 
The Equality Act 2010 defines direct discrimination as less favourable treatment 
because of nine specified protected characteristics. The protected 
characteristics under the Equality Act 2010 are; 

 
(i) Age 

The Act protects employees from discrimination, harassment and victimisation 
because of age, either ‘younger’ or ‘older’ than a relevant and comparable 
employee. For example, if an organisation has a training policy excluding employees 
aged 60 or more from applying for courses then this is likely to be discriminatory. Or 
advertising for a post which requires at least 10 years’ experience may be 
discriminatory for younger applicants. 
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(ii) Disability 

A Disability is defined as "any physical or mental impairment which has a 
substantial and long-term adverse effect on that person’s ability to carry out 
normal day to day activities.” 

 
There is a requirement for employers to consider reasonable adjustments in order 
to accommodate the employee’s disability. 

 
The Act does not list the types of day-to-day activities which a disabled person 
must demonstrate that they cannot carry out. 

 
(iii) Gender reassignment 

The Act defines this as someone who proposes to, starts, or has completed a process 
to change his or her gender and is referred to as a ‘transsexual’. 

 
Previously, people reassigning their gender had to be under medical supervision to 
be covered, but this is no longer the case. For example, a male employee who 
decides to live as a woman, but has had no medical procedures, must not be 
harassed if using female toilet facilities. 

 
It is discriminatory to treat a transsexual employee less favourably for being absent 
from work if they are due to undergo, are undergoing or have undergone gender 
reassignment. They must not be treated differently than others who are ill or 
injured. 

 
Cross-dressers not regarded as transsexual as they do not intend to live 
permanently in the gender opposite to their sex at birth as cross-dressers, but if 
they are harassed because they are perceived to be transsexual or to have a 
particular sexual orientation, they may be in a position to claim discrimination 
under the relevant protected characteristics. 

 
(iv) Marriage and civil partnership 

The Act protects employees from direct discrimination, indirect discrimination 
and victimisation because of marriage or civil partnership, for example, an 
employee must not be ignored for promotion because they are in a civil 
partnership. 

 
NB Couples in relationships not legally recognised are not protected. 

 
There may be circumstances where harassment of an employee in a marriage or 
civil partnership amounts to discrimination because of their sex or sexual 
orientation, or it could be deemed to be sexual harassment. 

 
An employee in a civil partnership may also have grounds to bring a claim of 
sexual orientation discrimination. 

 
(v) Pregnancy and maternity 

The Act protects an employee from one type of direct discrimination and 
victimisation because of their pregnancy, or for taking or seeking to take maternity 
leave, for example, an employer must not take into account pregnancy-related 
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illness when considering sickness absence or employment decisions. 
A woman who is pregnant or on maternity leave must not be treated unfavourably 
i.e. no need to show that she has been treated less favourably than a man, or a 
woman who was not pregnant or on maternity, just that she was in fact treated 
detrimentally because of pregnancy or maternity. 

 
(vi) Race 

The Act protects employees from discrimination, harassment and victimisation 
because of race, which may include four aspects: 

 
● Colour – tends to overlap, particularly with the concepts of ‘ethnic 

origin’ and ‘national origin’, e.g. black and white. 

● Ethnic origin – may include racial, religious and cultural factors which give a 
group of people a distinct social identity with a long and shared history, e.g. 
Sikhs, Jews, Romany Gypsies and Irish Travellers. 

● National origin –birthplace, the geographical area and its history can be 

key factors, e.g. Welsh and English. 

● Nationality – usually the recognised state of which the employee is a citizen, 
i.e. what is on their passport. 

The Act does not cover more local or regional distinctions. 

 
(vii) Religion or belief 

The Act protects employees from discrimination, harassment and victimisation 
because of religion or belief. 

 
Employees or job applicants are protected if they do not follow a certain religion or 
belief or have no religion or belief (except potentially in faith schools). Religion has a 
clear structure and belief system. Belief is any religious or philosophical belief. 
Denominations or sects within a religion can be considered a protected religion or 
religious belief. 

 
A belief must satisfy various criteria, including that it is a weighty and substantial 
aspect of human life and behaviour, worthy of respect in a democratic society 
and does not conflict with the fundamental rights of others 

 
(viii) Sex 

The Equality Act protects both male and female employees from discrimination, 
harassment and victimisation because of sex (gender) 

 
Employees are protected against sexual harassment, which is unwanted conduct 
that is of a sexual nature and/or relates to the protected characteristics of sex 
and/or gender reassignment. Examples may be either verbal or physical, and may 
include staring or leering, or a display of explicit material 

 
(ix) Sexual Orientation 

The Act protects employees from discrimination, harassment and victimisation 
because of their sexual orientation - bisexual, gay and lesbian. For example, an 
employer must ensure that an employee perceived to be bisexual (whether they 
are or are not is irrelevant) is not bullied by colleagues. 
NB Heterosexuals are also covered by this Act 
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Indirect discrimination against individuals because they have a relevant protected 
characteristic is also covered, although pregnancy and maternity does not come under the 
indirect discrimination provisions in the Equality Act 2010. 

In addition the following groups also have protection against less favourable treatment: 

 
a) Part Time Workers 

Part-time workers have the right not to be treated less favourably than a full time 
worker doing the same or similar work regarding the terms of employment (for 
example holiday entitlements and hourly pay rates should be pro rata). 

 
Part-time workers have the right to request a written statement of reasons for any 
treatment which is less favourable than a comparable full time worker. 

 
Part-time workers should be selected as a full time worker would be for promotion or 
redundancy. 

 
b) Fixed term workers 

Fixed term workers have the right not to be treated less favourably than a 
permanent staff doing the same or similar work regarding the terms of employment 
(for example holiday entitlements and hourly pay rates should be pro rata). 

 
c) Trade union representatives 

Where a union is recognised by the employer, trade union representatives and 
stewards are entitled by law to certain arrangements to assist them in doing their 
job as elected representatives. These include: 

● Reasonable time off for undertaking trade union duties and for training. 

● Facilities to help you do the job, including access to telephones, computers 
and email systems, use of notice boards, lockable filing facilities and in 
some cases use of dedicated office space. 

● Access to information relevant to negotiations or change in 

the workplace. 

3. Types of unlawful discrimination 

 
3.1 Direct discrimination 

This is where a person is treated less favourably than another because of a 
protected characteristic. An example of direct discrimination would be refusing to 
employ a woman because she is pregnant. 

 
In limited circumstances, employers can directly discriminate against an 
individual for a reason related to any of the protected characteristics where there 
is an occupational requirement e.g. PE teacher of a specific gender, appointing a 
practicing catholic in catholic schools (see appendix a) 

 
NB The occupational requirement must be crucial to the post and a proportionate 
means of achieving a legitimate aim. 
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3.2 Indirect discrimination 

This is where a provision, criterion or practice is applied that is discriminatory in 
relation to individuals who have a relevant protected characteristic (although it 
does not explicitly include pregnancy and maternity, which is covered by indirect 
sex discrimination) such that it would be to the detriment of people who share 
that protected characteristic compared with people who do not, and it cannot be 
shown to be a proportionate means of achieving a legitimate aim. 

 
3.3 Harassment 

Is where there is unwanted conduct, related to one of the protected 
characteristics (other than marriage and civil partnership, and pregnancy and 
maternity) that has the purpose or effect of violating a person's dignity; or 
creating an intimidating, hostile, degrading, humiliating or offensive environment. 
It does not matter whether or not this effect was intended by the person 
responsible for the conduct. 

 
3.4 Associative discrimination 

Is where an individual is directly discriminated against or harassed for 
association with another individual who has a protected characteristic. 

 
For example, a candidate who has been told she is getting a job is suddenly 
deselected after revealing she has a severely disabled child with complicated care 
arrangements. The withdrawal of the job offer could amount to discrimination 
because of her association with a disabled person (disability being a protected 
characteristic). 

 
Discrimination by association does not apply to all protected characteristics. 
Marriage and civil partnership, and pregnancy and maternity are not covered 
by the legislation. 

 
3.5 Perceptive discrimination 

Is where an individual is directly discriminated against or harassed based on a 
perception that he/she has a particular protected characteristic when he/she does 
not, in fact, have that protected characteristic (other than marriage and civil 
partnership, and pregnancy and maternity). 

 
3.6 Victimisation 

Occurs where an employee is subjected to a detriment, such as being denied a 
training opportunity or a promotion because he/she made or supported a complaint 
or raised a grievance under the Equality Act 2010, or because he/she is suspected of 
doing so. However, an employee is not protected from victimisation if he/she acted 
maliciously or made or supported an untrue complaint. There is no longer a need 
for a complainant to compare his/her treatment with someone who has not made 
or supported a complaint under the Equality Act 2010. For example, if a blind 
employee raises a grievance that the employer is not complying with its duty to 
make reasonable adjustments, and is then systematically excluded from all 
meetings, such behaviour could amount to victimisation. 

 
3.7 Failure to make reasonable adjustments 

Is where a physical feature or a provision, criterion or practice puts a disabled 
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person at a substantial disadvantage compared with someone who does not have 
that protected characteristic and the employer has failed to make reasonable 
adjustments to enable the disabled person to overcome the disadvantage. 

 
It is unlawful to fail to make reasonable adjustments to overcome barriers to using 
services caused by disability. The duty to make reasonable adjustments includes the 
removal, adaptation or alteration of physical features, if the physical features make it 
impossible or unreasonably difficult for disabled people to make use of services. In 
addition, service providers have an obligation to think ahead and address any 
barriers that may impede disabled people from accessing a service. 

 
3.8 Vicarious Liability 

Employers are responsible for the discriminatory actions of their employees where 
such actions have been carried out during the course of their duties. The only 
defence for employers is to show that they have done everything reasonably 
practicable to prevent an employee committing an unlawful act. 

In practice, courts and tribunals have regarded the following as ‘reasonable steps’: 
● Publishing a comprehensive equality and diversity policy. 

● Clearly communicating the policy to all staff. 

● Providing awareness training on the potential for, and implications of, discrimination. 

 
3.9 Statutory Equality Duties for schools 

These duties impose broad obligations on schools to; 

 
● Eliminate discrimination and harassment 

● Incorporate a Gender Equality Scheme into the school’s Equality & Diversity 
Policy Statement 

● Have due regard to the promotion of equality of opportunity 

● Promote positive attitudes 

● Encourage participation by minority and under-representative 
groups in public life 

● Take steps to take account of people’s specific needs 

● Conduct Impact Assessments 

 
4. Roles and Responsibilities in addressing equality and diversity issues 

 
4.1 Governing Body 

(i) Ensures that the school complies with the Equality Legislation 

(ii) Ensures that the Equality and Diversity Policy and its related procedures and 
strategies are implemented. 

(iii) Ensures that the Governing Body monitors all relevant equality data 
relating to the strategic management of the school e.g. pay 
progression 

 
4.2 Headteacher 

(i) Effectively implements the Equality and Diversity Policy and its related 

procedures and strategies 

(ii) Ensures all staff are aware of their responsibilities and are given 
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appropriate training and support 

(iii) Takes appropriate action in any cases of discrimination 

(iv)  Ensures all reported incidents of discrimination are appropriately 

recorded and dealt with, in line with the policy. 

4.3 Staff 

(i) Promote equality and diversity in the workplace 

(ii) Report incidents of discrimination to the appropriate person, in line with 
the policy. (iii) Can be held personally liable as well as, or instead of, the 
organisation for any act of unlawful discrimination. 

 
NB Staff who commit serious acts of harassment may be guilty of a criminal offence. 
Acts of discrimination, harassment, bullying or victimisation against employees or 
customers are disciplinary offences and will be dealt with under the organisation's 
disciplinary procedure. Discrimination, harassment, bullying or victimisation may 
constitute gross misconduct and could lead to dismissal without notice. 

 
4.4 Professional Associations/Trade Unions 

Trade Unions are available to advise and support their members involved 
in a complaint. 
Promote equality and diversity in their work 
Attend relevant meetings 

 
4.5 Wider School Community 

(Including volunteers, agency staff, visitors and contractors) 

 
● Be aware of and comply with, the school’s Equality and Diversity Policy 

 
5. Equality and Diversity issues in employment 

 
5.1 Introduction 

The school will avoid unlawful discrimination in all aspects of employment 
including recruitment, promotion, opportunities for training, pay and benefits, 
discipline and selection for redundancy. 

 
5.2 Recruitment and Selection 

Person and job specifications will be limited to those requirements that are 
necessary for the effective performance of the job. Candidates for employment or 
promotion will be assessed objectively against the requirements for the job, taking 
account of any reasonable adjustments that may be required for candidates with a 
disability. Disability and personal or home commitments will not form the basis of 
employment decisions except where necessary. 

 
Discrimination after employment may also be unlawful, e.g. refusing to give a 
reference for a reason related to one of the protected characteristics. 

 
5.2 Employment Practices 

The school will consider any possible indirectly discriminatory effect of its 
standard working practices, including the number of hours to be worked, the 
times at which these are to be worked and the place at which work is to be done, 
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when considering requests for variations to these standard working practices and 
will refuse such requests only if the school considers it has good reasons, 
unrelated to any protected characteristic, for doing so. The school will comply 
with its obligations in relation to statutory requests for contract variations. The 
school will also make reasonable adjustments to its standard working practices to 
overcome barriers caused by disability 

 
5.3 Access to training opportunities 

The school will ensure that access to training and development opportunities is 
provided to all existing and new employees and others engaged to work at the 
school, in line with this policy, e.g a wheelchair user should not be denied access to 
training due to access issues at the training venue. 

 
It is important to ensure all employees have the same access to training, including 
part time workers and older employees. 

 

 
5.3.1 Training and development on the application of equal opportunities The 
school will provide appropriate development opportunities for senior leaders, 
governors and others likely to be involved in recruitment or other decision making 
where equal opportunities issues are likely to arise. 

 
The school will provide appropriate development opportunities for all existing and 
new employees and others engaged to work at the school to help them understand 
their rights and responsibilities under the dignity at work policy and what they can 
do to help create a working environment free of bullying and harassment. The 
school will provide additional training to managers to enable them to deal more 
effectively with complaints of bullying and harassment. 

 
5.4 Equal Opportunities Monitoring 

5.4.1 Monitoring Requirements 

The school will monitor all categories outlined in section 2 (where possible) the 
composition of the existing workforce and of applicants for jobs (including 
promotion), and the number of people with disabilities within these groups, and 
will consider and take any appropriate action to address any problems that may 
be identified as a result of the monitoring process. 

 
5.4.2 Equality Impact Assessment 

The school is committed to an ongoing programme of equality impact assessments 
on existing new policies and practice to remove any potential disadvantage to 
another. 
Copy of Equality Impact Assessment form in Appendix 2. 

 
6. Equality and diversity in the Wider Community 

(Including pupils, parents/carers, visitors and suppliers and contractors) 

 
Staff should not discriminate against or harass a member of the public in the provision 
of services or goods. The school will not discriminate unlawfully against ‘customers’ 
using or seeking to use goods, facilities or services provided by the school. 
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Staff should report any bullying, harassment or victimisation by parents/carers, 
visitors and suppliers and contractors or others to the appropriate person who will 
take appropriate action. 

 
7. Dealing with Dignity at work concerns 

 
The School has a separate dignity at work policy concerning issues of bullying and 
harassment on any ground, and how complaints of this type will be dealt with. 
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Appendix A 
 
 

 
Equality Impact Assessment (EIA)  

 
 

 

 

 

Section 1: Your details 

EIA lead Officer: 

Email address: 

Headteacher: 

Chair of Governors: 

 
Date: 

Section 2: What school proposal is being assessed? 

Section 2a: Will this EIA be submitted to a Full Governing Body meeting? 

Yes / No (If ‘yes’ please state which meeting and what date) 

Where will the proposal be published? 

NB where public consultation is required 
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Section 3: Does the proposal have the potential to affect (please tick relevant boxes) ◻ 
Services 

 
◻ The workforce 

 
◻ Communities 

 
◻ Other (please state eg: Partners, Private Sector, Voluntary & Community Sector) If 

you have ticked one or more of above, please go to section 4. 

◻ None 
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Which 
group(s) of 

people could 
be affected 

Potential positive or negative impact Action required to mitigate 
any potential negative 

impact 

Lead person Timescale Resource 

implications 

      

      

      

Section 4: Could the proposal have a positive or negative impact on any protected groups (race, gender, disability, gender reassignment, age, 
pregnancy and maternity, religion and belief, sexual orientation, marriage and civil partnership)? 

 
You may also want to consider socio-economic status of individuals. 

 
Please list in the table below and include actions required to mitigate any potential negative impact. 
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Section 4a: Where and how will the above actions be monitored? 

Section 4b: If you think there is no negative impact, what is your reasoning behind this? 
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Section 5: What research/data/information have you used in support of this process? 

Section 6: Are you intending to carry out any consultation with regard to this proposal? 

Yes / No – (please delete as appropriate) 

If ‘yes’ please continue to section 7. 

 
If ‘no’ please state your reason(s) why: 
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Initial Equality Impact Assessment 

Please complete an initial equality impact assessment once this policy has been customised to suit 
your purposes. 

Policy Title The aim(s) of this policy Existing policy ( ) New/Proposed Policy ( ) Updated Policy ( ) 

   
 

  

 

 

This policy affects or is 
likely  to affect the 
following 
members of the school 
community ( ) 

Pupils School Personnel Parents/carers Governors School Volunteers School Visitors Wider School Community 

       

 

 

Question Equality Groups Conclusion 

Section 7: How will consultation take place and by when? 
 
 
 
 
 

 
Once you have completed your consultation, please review your actions in section 4, then formally notify the full governing 
body of the outcome 
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Does or could 
this policy 
have a 
negative 
impact on any 

Age Disability Gender Gender 
identity 

Pregnancy 
or 

maternity 

Race Religion or 
belief 

Sexual 
orientation 

Undertake a full 
EIA if the 
answer is 
‘yes’ or ‘not 
sure’ 

of the          

Y N NS Y N NS Y N NS Y N NS Y N NS Y N NS Y N NS Y N NS Yes No following? 

   

 
   

 
   

 
   

 
   

 
   

 
   

 
   

 
   

 

Does or could 
this policy help 
promote 

Age Disability Gender Gender 
identity 

Pregnancy 
or 

maternity 

Race Religion or 
belief 

Sexual 
orientation 

Undertake a full 
EIA if the 
answer  is ‘no’ 

equality for any         or ‘not 
of the         sure’ 

following?          

 
Y N NS Y N NS Y N NS Y N NS Y N NS Y N NS Y N NS Y N NS Yes No 

  

 
   

 
   

 
   

 
   

 
   

 
   

 
   

 
    

 

Does data 
collected 
from the 

Age Disability Gender Gender 
identity 

Pregnancy 
or 

maternity 

Race Religion or 
belief 

Sexual 
orientation 

Undertake a full 
EIA if the 
answer  is ‘no’ 

equality         or ‘not 
groups have a         sure’ 
positive          

impact on 
Y N NS Y N NS Y N NS Y N NS Y N NS Y N NS Y N NS Y N NS Yes No 

this policy? 
  

 
   

 
   

 
   

 
   

 
   

 
   

 
   

 
    

 

 

 

Conclusion We have come to the conclusion that after undertaking an initial equality impact assessment that a full assessment is not required. 

 

 
14 
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Preliminary EIA completed by Date Preliminary EIA approved by Date 

    

 

 

 

 

Points to be considered Yes No N/A Please supply evidence 

● Policy annually reviewed 
    

● Policy in line with current legislation 
    

● Coordinator in place 
    

● Nominated governor in place 
    

● Coordinator carries out role effectively 
    

● Headteacher, coordinator and nominated governor work 
closely 

    

● Policy endorsed by governing body 
    

● Policy regularly discussed at meetings of the governing 
body 

    

● School personnel aware of this policy 
    

● School personnel comply with this policy 
    

Policy Evaluation 
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● Pupils aware of this policy     

● Parents aware of this policy     

● Visitors aware of this policy     

● Local community aware of this policy     

● Funding in place     

● Policy complies with the Equality Act     

● Equality Impact Assessment undertaken     

● Policy referred to the School Handbook     

● Policy available from the school office     

● Policy available from the school website     

● School Council involved with policy development     

● All stakeholders take part in questionnaires and surveys     

● All associated training in place     

● All outlined procedures complied with     

● Linked policies in place and up to date     

● Associated policies in place and up to date     

 

 

15 
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Policy Title: 
 

Date when written: 
 

Policy written by: 
 

New 
Policy 
( or x) 

 
Revised 
Policy 
( or x) 

 

Stakeholders 
consulted in 
policy 
production: 
( or x) 

Governors Senior 
Leadership 

Team 

Teaching 
Personnel 

Support 
Personnel 

Administrat 
ive 

Personnel 

Parents Pupils Local 
Community 

        

Date when 
approved by 
Governors: 

 Date when 
presented 
to 
stakeholde 
rs: 

 Date when 

implemented: 

 

Published on: School Website School Prospectus Staff Handbook 

A statement outlining the overall effectiveness of this policy 

Policy Approval Form 
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( or x) 
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Appendix B 
 

 

Public Sector Equality Duty Statement 
 

Our school is committed to equality both as an employer and a service provider: 
⮚ We try to ensure that everyone is treated fairly and with respect 

⮚ We want to make sure that our school is a safe, secure and stimulating place for everyone.  

⮚ We recognise that people have different needs, and we understand that treating people equally does not 
always involve treating them all exactly the same. 

⮚ We recognise that for some pupils, extra support is needed to help them to achieve and be successful. 

⮚ We try to make sure that people from different groups are consulted and involved in our decisions, for example 
through talking to pupils and parents/carers, staff and through school council. 

We aim to make sure that no-one experiences harassment, less favourable treatment or discrimination because of 
their age; any disability they may have; their ethnicity, national origin; their gender; their gender identity or 
reassignment; their marital or civil partnership status; being pregnant or having recently had a baby; their religion 
or beliefs; their sexual identity and orientation. 

 
We welcome our general duty under the Equality Act 2010 to eliminate discrimination, to advance equality or 
opportunity and to foster good relations, and our specific duties to publish information every year about our 
school population; to explain how we have due regard for equality; and to publish equality objectives which show 
how we plan to tackle particular inequalities, and reduce or remove them. 

We welcome the emphasis in the OFSTED framework on the importance of narrowing gaps in achievement which 
affect, amongst others: 

⮚ Pupils from certain cultural and ethnic backgrounds 
⮚ Pupils who belong to low-income households and pupils known to be eligible for free school meals 
⮚ Pupils who are disabled 

⮚ Pupils who have special educational needs 

⮚ Boys in certain subjects and girls in certain other subjects 

⮚ Pupils who have English as an additional language 

⮚ Pupils who are in Local Authority Care 
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The school has a series of policies that support this Equality Statement. 

The Equality Act 2010 requires us to publish information that demonstrates that we have due regard for the 
need to: 

⮚ Eliminate unlawful discrimination, harassment, victimisation and any other conduct prohibited by the 
Equality Act 2010 

⮚ Advance equality of opportunity between people who share a protected characteristic and people who 
do not share it 

⮚ Foster good relations between people who share a protected characteristic and people who do not 
share it. Eliminate unlawful discrimination, harassment, victimisation and any other conduct prohibited 
by the Equality Act 2010 

 
At Liscard Primary School we are strongly committed to ensuring that members of the school community do 
not become victims of unlawful discrimination, harassment, victimisation and any other conduct prohibited by 
the Equality Act 2010.We have a series of policies and procedures in place to support us with this. These 
include; 

⮚ Behaviour policy 
⮚ Anti-bullying policy 

⮚ Race Equality policy 

⮚ Safeguarding policy 17 

⮚ Recruitment policy 

⮚ Equal opportunity policy 

⮚ Inclusion policy 

⮚ Flexible working policy 

⮚ Spiritual, moral, social and cultural development policy. 

⮚ GDPR 

Many of these policies are available on the school website. All policies are available from the school office. 
The termly head teacher reports to the full governing body include reports as to the number of bullying or 
racist incidents that have been reported. There is also an update on the number of exclusions that may have 
occurred (none recently) and the number of children registered as having additional learning needs. All staff 
are given copies of relevant policies as part of their induction. Policies are reviewed regularly (either annually 
or bi-annually) as recommended by the department for Education. 
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Advance equality of opportunity between people who share a protected characteristic and people who do 
not share it. 

At our school, careful analysis of performance/attainment data is used to identify different groups within our 
school community. We are able to make comparisons and identify any group that may be achieving less well 
than other groups. We build in strategies to address such issues and these are included in the school 
development plan. The plan is reviewed annually and action plans developed accordingly. At our school, we 
monitor the impact of any strategies and interventions that we put in place to ensure that they are meeting 
the needs of our pupils. 

 
The school has an accessibility plan and this too is reviewed annually. A copy of this plan is available in the 
school office. 

 
Foster good relations between people who share a protected characteristic and people who do not share it 
Fostering good relations is strength of our school and the atmosphere and ethos that is apparent on a day to 
day basis is remarked upon by visitors to our school. 
To maintain this, we use certain strategies to support us: 

⮚ Everyone in the school community is treated with respect and kindness. This is extended to our parents, the 
local community and any visitors. 

⮚ We offer a broad and balanced curriculum, which reflects our own community and has a more global 
perspective too. 
⮚ SMSCD 

⮚ Rights Respecting curriculum 

⮚ Strong citizenship and PSHE curriculum 

⮚ School and class assemblies 

⮚ Celebratory events for all the major festivals 

⮚ Strong links with the local community 

⮚ Strong links with other local schools and our neighboring nursery provisions 

⮚ The school is currently developing links with schools beyond our own community 
⮚ Very strong commitment to Community Cohesion. 

⮚ Continuing commitment to Every Child Matters agenda
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Objective Statements 
 

1. Narrowing Attainment Gaps 
 
By July 2026 all attainment gaps for;- 
a. Pupil Premium and non-Pupil Premium will have narrowed to 4% 
b. SEN and non-SEN will have narrowed by 10% 
 

2. Continue to Improve Attendance 

 

By July 2026 attendance overall is above the national average Attendance will improve so that: 

a. The number of persistent absentees (90% or less) continues to  
reduce so that it is well below the national average 

b. The number of children with over 95% increases by 10% 
c. Parents/carers taking holidays of 5 days or more in term time will be subject to Education Penalty Notices (EPNs) 

 
 
3. Increase the participation of groups of  children in extracurricular school activities: 
 
By July 2026, children from vulnerable groups will engage in after school activities so that: 

a. more Pupil Premium children, SEND and Children Looked After will attend extra-curricular activities and enrichment clubs 

 

4.To continue to celebrate diversity and individuality in all its forms: 
 

By July 2026, all children will apply their understanding of metacognitive strategies as evidence in their ability to be: 
a. self-regulated learners 
b. improve their methods of learning so they know more, do more and remember more 
c. personal set goals and task related strategies so they are able to check their accuracy of their solutions to problems 
 

•  


