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This policy sets out our approach to equality and the equality objectives for Nova Education Trust.

Section 8 also sets out the equality objectives for Birklands Primary School.
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1. Aims

Our Trust aims to meet its obligations under the public sector equality duty by having due regard to the need
to:

> Eliminate discrimination and other conduct that is 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 across all characteristics — between people who share a protected characteristic
and people who do not share it

2. Legislation and guidance
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

> 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 the Department for Education (DfE) advice for schools on the Equality Act,
the technical guidance for schools from the Equality and Human Rights Commission and guidance from the
Government Equalities Office on meeting the specific duties that support the public sector equality duty.

This document also complies with our funding agreement and articles of association.
3. Roles and responsibilities

3.1 The Board of Trustees
The Board of Trustees will:

> Ensure that the equality information as set out in this statement is published and communicated
throughout the Trust, including to Local Governing Bodies, staff, pupils and parents, and that they are
reviewed and updated at least once every 4 years

> Delegate responsibility for monitoring the achievement of the objectives on a daily basis to the Head
Teacher and Local Governing Body for each school.

3.2 The Local Governing Bodies
For their schools, the Local Governing Bodies will:

> Meet with the designated member of staff for equality every term, and other relevant staff members, to
discuss any issues and how these are being addressed

> Ensure they are familiar with all relevant legislation and the contents of this document
> Attend appropriate equality and diversity training

> Report back to the full board of trustees regarding any issues

3.3 The Head Teacher

The Head Teacher will, for their school:
> Promote knowledge and understanding of the equality objectives amongst staff and pupils
> Monitor success in achieving the objectives and report back to governors

Where the Head Teacher is the designated member of staff for equality, they will also:
> Report to the Local Governing Body every term to raise and discuss any issues

2> |dentify any staff training needs, and deliver training as necessary
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http://www.legislation.gov.uk/ukpga/2010/15/contents
http://www.legislation.gov.uk/ukpga/2010/15/contents
http://www.legislation.gov.uk/ukpga/2010/15/contents
http://www.legislation.gov.uk/uksi/2011/2260/contents/made
http://www.legislation.gov.uk/uksi/2011/2260/contents/made
http://www.legislation.gov.uk/uksi/2011/2260/contents/made
http://www.legislation.gov.uk/uksi/2011/2260/contents/made
http://www.legislation.gov.uk/uksi/2011/2260/contents/made
https://www.gov.uk/government/publications/equality-act-2010-advice-for-schools
https://www.gov.uk/government/publications/equality-act-2010-advice-for-schools
https://www.gov.uk/government/publications/equality-act-2010-advice-for-schools
https://www.gov.uk/government/publications/equality-act-2010-advice-for-schools
https://www.equalityhumanrights.com/en/publication-download/technical-guidance-schools-england
https://www.equalityhumanrights.com/en/publication-download/technical-guidance-schools-england
https://www.gov.uk/government/publications/public-sector-quick-start-guide-to-the-specific-duties
https://www.gov.uk/government/publications/public-sector-quick-start-guide-to-the-specific-duties
https://www.gov.uk/government/publications/public-sector-quick-start-guide-to-the-specific-duties
https://www.gov.uk/government/publications/public-sector-quick-start-guide-to-the-specific-duties
https://www.gov.uk/government/publications/public-sector-quick-start-guide-to-the-specific-duties

3.4 The designated member of staff for equality
The designated member of staff for equality will, for their school:

> Support the Head Teacher in promoting knowledge and understanding of the equality objectives
amongst staff and pupils

Report to the Local Governing Body every term to raise and discuss any issues

Support the Head Teacher in identifying any staff training needs, and deliver training as necessary

3.5 All staff across the Trust

All staff across the Trust are expected to have regard to this document and to work to achieve the objectives
as set out in section 8.

4. Eliminating discrimination

The Trust is aware of its obligations under the Equality Act 2010 and complies with hon-discrimination
provisions.

Where relevant, our policies include reference to the importance of avoiding discrimination and other
prohibited conduct.

Trustees, local governors and all staff are regularly reminded of their responsibilities under the Equality Act,
for example during meetings. Where this has been discussed during a meeting it is recorded in the meeting

Each school has a designated member of staff for monitoring equality issues who regularly liaises with the
Local Governing Body regarding any issues and make senior leaders and local governors aware of these as
appropriate.

5. Advancing equality of opportunity

As set out in the DfE guidance on the Equality Act, the Trust aims to advance equality of opportunity by:

2 Removing or minimising disadvantages suffered by people which are connected by a particular
characteristic they have (e.g. pupils with disabilities, or gay pupils who are being subjected to
homophobic bullying)

? Taking steps to meet the particular needs of people who have a particular characteristic (e.g. enabling
Muslim pupils to pray at prescribed times)

> Encouraging people who have a particular characteristic to participate fully in any activities (e.g.
encouraging all pupils to be involved in the full range of school societies)

5.1 Publishing information about pupils
In fulfilling this aspect of the duty, the Trust will, for every school:

> Publish attainment data for each school each academic year showing how pupils with different
characteristics are performing

> Analyse the above data to determine strengths and areas for improvement, implement actions in
response and publish this information

> Make evidence available identifying improvements for specific groups (e.g. declines in incidents of
homophobic or transphobic bullying)

> Publish further data about any issues associated with particular protected characteristics, identifying any
issues which could affect our pupils

Relevant information about each school will be published on their individual websites.
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5.2 Publishing information about staff

In addition to the information about pupils, we will consider how our activities as an employer affect staff with
protected characteristics. As a Trust, we will publish information to show:

The make-up of our workforce, with breakdowns of staff with different protected characteristics
> Gender pay-gap reporting and other pay equality issues
» Recruitment and retention rates for staff with different protected characteristics
> Applications for flexible working and their outcomes for staff with different protected characteristics

> Applications for learning and development opportunities and their outcomes for staff with different
protected characteristics

> Grievances and disciplinary issues for staff with different protected characteristics
> Policies and programmes in place to address equality concerns from staff >
Information from staff surveys

We will make sure that with any data we publish to show how we meet our equality duties, individual staff or
pupils will not be identifiable. This means we may suppress some data if it relates to a very small number of
staff or pupils to preserve their confidentiality.

6. Fostering good relations

The Trust aims to 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 the 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

> 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

> Making sure pupils work with their local community. This includes each school inviting leaders of local
faith groups to speak at assemblies, and organising school trips and activities based around the local
community

> Encouraging and implementing initiatives to deal with tensions between different groups of pupils within
each school. For example, school councils have representatives from different year groups and are
formed of pupils from a range of backgrounds. All pupils are encouraged to participate in their schools’
activities, such as sports clubs. Schools also work with parents to promote knowledge and understanding
of different cultures

> Schools and wider Trust develop links with people and groups who have specialist knowledge about
particular characteristics, which helps inform and develop how they implement their approach

7. Equality considerations in decision-making
The Trust ensures it has due regard to equality considerations whenever significant decisions are made.

In all of our schools, we will always consider the impact of significant decisions on particular groups.

8. Equality objectives
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Objective 1: Undertake an analysis of recruitment data and trends with regard to race, gender and disability,
and report on this to the staffing and pay sub-committee of the Board of Trustees [People and Remuneration
Committeel].

Why we have chosen this objective: We have identified a need to review our baseline data to inform priority
setting and strategic foci. This is also linked to our focus on stakeholder voice and a need to create more
robust data from which to analyse progress, areas for improvement, target interventions and make proactive
system changes.

To achieve this objective, we plan to: develop communications re. the gathering of this data using high quality
models and expert advice. We will then canvas all staff to provide opportunities for their data to be part of this
reporting and, subsequently, shape and evaluate our strategy going forwards.

Progress we are making towards this objective is detailed in Appendix A.

Objective 2: Have in place a reasonable adjustment agreement for all staff with disabilities by July 2022, to
meet their needs better and ensure that any disadvantages they experience are addressed.

Why we have chosen this objective: this will be an opportunity to respond to the data from Objective 1 and
further embed our Trust culture at all levels.

To achieve this objective, we plan to: use responses to HR to both encourage staff with disabilities to share
these with us and for us to implement, monitor and review our reasonable adjustment agreements. Where
training is needed for this to be achieved, this will be brokered, implemented and reviewed.

Progress we are making towards this objective is detailed in Appendix A.

Objective 3: Develop, implement and share a Menopause Policy and related practices across the Trust.

Why we have chosen this objective: analysis of our Gender profile data demonstrates that a significant
proportion of our staff are currently or will be experiencing perimenopause and menopause over the next few
years. Initial, informal scoping has indicated that this would be a welcome development to enable staff to feel
supported, confident and valued during this stage of their lives. It is also intended to support our wider
development of work linked with this report.

To achieve this objective, we plan to: use best practice models to develop a model policy; develop an informal
network run by staff for staff; provide relevant training for staff; to review our offers of support for staff from
external partners to provide opportunities for staff to support each other and themselves.

Progress we are making towards this objective is detailed in Appendix A.

Objective 4: Provide a virtual training module on equal opportunities and non-discrimination for all staff and
governors by the beginning of the next academic year, including an additional set of training for staff and
governors involved in recruitment and selection. Training evaluation data will show that 100% of those
attending have a good understanding of the legal requirements.

Why we have chosen this objective: to ensure that recruitment is inclusive and informed by best practice and
to mirror our approach to safer recruitment; to achieve this objective, we plan to: support all senior school
and Trust leaders to complete the AIM Level 2 EDI qualification by the end of the academic year; implement a
requirement for all interview panels to include at least one person who holds the Level 2 EDI qualification;
enable all staff and governors in the Trust and its schools to complete an online module on equal
opportunities and non-discrimination via the National College platform; minutes; develop induction so that
new staff receive training on the Equality Act as part of their induction, and all staff receive refresher training
every Autumn Term, delivered primarily through the National College online CPD platform).

Progress we are making towards this objective is detailed in Appendix A.

Objective 5: Develop our use of Equality Impact Assessments as part of risk assessments when planning
school trips and activities for all schools to have these as part of these processes by May 2022.
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Why we have chosen this objective: to improve the ways in which we explicitly consider equality in our
decision-making and to provide an opportunity to evaluate our practices in this area.

To achieve this objective, we plan to: develop an Equality Impact Assessment document to show and record
how we have actively considered our equality duties and asked ourselves relevant questions; provide
relevant training for staff to effectively use this tool; adapt current processes to include the Equality Impact
Assessment; by the end of the year, ensure that records are completed by the member of staff organising the
activity and are stored electronically with the completed risk assessment.

Progress we are making towards this objective is detailed in Appendix A.

9. Monitoring arrangements

The Board of Trustees and CEO will update the equality information we publish, described in sections 4-7
above, at least every year.

This document will be reviewed by the Board of Trustees and CEO at least every 4 years.

The equality objectives will be reviewed and published by the Board of Trustees and CEO at least once every
4 years.

This document has been approved by the Board of Trustees.

10. Links with other policies
This document links to the following policies:

> Accessibility plan

> Risk assessment
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Progress Report 2024-2025

The following progress report is based on actions we committed to within the Equality Information and Objectives 2021-2024 document.

analysis of
recruitment data and
trends with regard to
race, gender and
disability, and report
on this to the
staffing and pay
sub-committee of
the Board of
Trustees (by
December
2021)/LGB (July
2022).

identified a need
to review our
baseline data to
inform priority-
setting and
strategic foci.

This is also linked
to our focus on
stakeholder voice
and a need to
create more
robust data from
which to analyse
progress, areas
for improvement,
target
interventions and
make proactive
system changes.

re. the gathering of this
data using high quality
models and expert
advice.

Canvas all staff to
provide opportunities for
their data to be part of
this reporting and,
subsequently, shape and
evaluate our strategy
going forwards.

identified that of the 4,254 applicants across
all schools, 2,672 took the decision not to
complete the equalities documentation.

e Gender : Of the 1,572 applicants (2023-
2024) who did complete the equalities
documentation 1,572 were female and 489
male.

e Disability : Of the 1,582 applicants (2023-
2024) who did complete the equalities
documentation 110 disclosed they had a
disability.

e  Our recruitment platform is currently used in
its simplest form and our aim is to ensure
we have the ability to track data beyond the
application stage of the process so we have
the ability to identify trends through the
selection process also. This will be a
commitment into the 2024/2025 academic
year.

Objective from Why we have Actions Intended - Trust Progress 2023-2024 Birklands Primary School Progress 2024-
2021 chosen this what we will do 25

objective:
1: Undertake an We have Develop communications | e  In the 2023/2024 academic year, we have e The 2022 EDI survey highlighted that

Birklands’ staff do reflect its student
population to a great extent with 54% and to a
moderate extent of 35%. Positive responses
totalled 62% which is significantly higher than
the trust average of 37%.

The 2022 EDI survey provided the following
data;

100% of staff were confident that recruitment
decisions are free from bias.

100% positive responses to being able to speak to
someone who you identify with during the
recruitment process.

88% positive responses to how committed to
promoting equality, diversity and inclusion is your
workplace.

2: Have in place a
reasonable
adjustment
agreement for all
staff with disabilities
by July 2022, to
meet their needs
better and ensure
that any

This will be an
opportunity to
respond to the
data from
Obijective 1 and
further embed our
Trust culture at all
levels.

Use responses to HR to
both encourage staff with
disabilities to share these
with us and for us to
implement, monitor and
review our reasonable
adjustment agreements.
Where training is needed
for this to be achieved,

We continue to operate our mechanism for new
starters through our onboarding process which
identifies where new colleagues require
adjustments and to identify how to best support
them in their role.

Schools continue with their embedded Employee
Engagement Working Groups (EEWG) which
enables colleagues to build school-based action

e The 2022 EDI survey provided the
following data;

92% positive response to being confident are you
that the leadership team would act to prevent
discrimination, if concerns were raised internally.
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disadvantages they
experience are
addressed.

this will be brokered,
implemented and
reviewed.

plans - growing their wellbeing and culture for
Equity, Inclusion and Belonging.

Accredited Equalities training is readily available
through the Atlas platform where line leaders
feel they need to enhance their understanding of
this area.

100% positive response to ‘How likely is it that
your background and identity might be a barrier to
advancement in your current workplace?’

e The school seeks support from the Trust
People Team on a case-by-case basis
where they may need advice, training
and HR support in making reasonable
adjustments:

e During 2024/25 the school responded
positively to all cases by providing
reasonable adjustments.

e The school’s onboarding process informs
and improves awareness of our inclusive
work culture. It identifies how new
colleagues may request reasonable
adjustments and how this is addressed in
conjunction with OH.

3: Develop,
implement and
share a Menopause
Policy and related
practices across the
Trust.

Why we have
chosen this
objective:
analysis of
Gender Pay Gap
report data
demonstrates that
a significant
proportion of our
staff are currently
or will be
experiencing
perimenopause
and menopause
over the next few
years. Initial,
informal scoping
has indicated that
this would be a
welcome
development to

Use best practice models
to develop a model
policy; develop an
informal network run by
staff for staff; provide
relevant training for staff;
to review our offers of
support for staff from
external partners to
provide opportunities for
staff to support each
other and themselves.

e A Menopause Policy was developed and
successfully launched in 2022 alongside an
information giving video to support
colleagues.

e These resources are available on the Nova
Gateway and are updated as key updates
come through either as best practice or
through legislative changes.

e  Through policy implementation, school
colleagues have benefitted from
adjustments and accessed support when
appropriate. This is demonstrated through
our case work metrics.

e During the academic year 2024-2025 we
will extend the reach of professional
learning networks into personal learning i.e.
Disability / Hidden Disability / LGBTQ+,
Adoption, Neurodiversity. This is for
enhanced engagement where colleagues

e Menopause specific publications and events
shared regularly in staff bulletins.

e Increased number of wellbeing activities
hosted at school.

¢ Any HR related cases where Menopause
symptoms are identified continue to be
referred to Occupational Health as necessary

e Colleagues can also access an informal peer
support network and are aware that they
should raise any concerns formally if required




enable staff to
feel supported,
confident and
valued during this
stage of their
lives. Itis also
intended to
support our wider
development of
work linked with

are bringing all aspects of themselves to
work and where they can seek support
through their peers of their lived
experiences.

and non-
discrimination for all
staff and governors
by the beginning of
the next academic
year, including an
additional set of
training for staff and
governors involved
in recruitment and
selection. Training
evaluation data will
show that 100% of
those attending
have a good
understanding of the
legal requirements.

ensure that
recruitment is
inclusive and
informed by best
practice and to
mirror our
approach to safer
recruitment.

EDI qualification by the
end of the academic
year; implement a
requirement for all
interview panels to
include at least one
person who holds the
Level 2 EDI qualification;
enable all staff and
governors in the Trust
and its schools to
complete an online
module on equal
opportunities and non-
discrimination via the
National College
platform; minutes;
develop induction so that
new staff receive training
on the Equality Act as
part of their induction,
and all staff receive
refresher training every
Autumn Term, delivered
primarily through the
National College online
CPD platform).

current responses following the 2022
survey.

Colleagues have access to a virtual training
modules on the Equality Act and effective
recruitment and selection which is certified
and available to all.

Trust current operates within the
expectation that at lease one individual on
any recruitment panel has had safer
recruitment training.

this report.
4: Provide a virtual Why we have Support all senior school Through our commitment to ED&I we will The school continues to promote EDI specific
training module on chosen this and Trust leaders to look to explore launching a new Equality, training for all staff.
equal opportunities objective: to complete the AIM Level 2 Diversity and Inclusion Policy to seek

Statutory training provided by the Trust is
disseminated to colleagues when appropriate,
i.e. Sexual Harassment training
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5: Develop our use
of Equality Impact
Assessments as
part of risk
assessments when
planning school trips
and activities for all
schools to have
these as part of
these processes.

To improve the
ways in which we
explicitly consider
equality in our
decision-making
and to provide an
opportunity to
evaluate our
practices in this
area.

Develop an Equality
Impact Assessment
document to show and
record how we have
actively considered our
equality duties and asked
ourselves relevant
questions; provide
relevant training for staff
to effectively use this
tool; adapt current
processes to include the
Equality Impact
Assessment; by the end
of the year, ensure that
records are completed by
the member of staff
organising the activity
and are stored
electronically with the
completed risk
assessment.

For all school trips and activities, we have
launched a new process and APP which
includes a mechanism for assessing the
impact on any PP or SEND learners which
is noted through the in-principle approval
process.

Education Trips and Visits Policy now
includes a Biography Questionnaire for
Competence and Experience for colleagues
who support trips to complete. This
includes the specific question - How do you
ensure that educational trips and visits are
inclusive and accommodating for students
of diverse genders and neurodivergent
backgrounds?

Educational Trips and Visit Policy includes
the provision that best practice requires an
Equalities Impact Assessment (EIA) to be
completed. Documentation to be developed
in the current academic year.

Further work to be developed, through the
HS&E team, to establish an Education Visit
Coordinator (EVC) network and to work
alongside the People team to establish an
effective EIA document. This action will be
carried through to the end of the academic
year to allow the new Head of Service to
take this action forward.

All trust process indicators are being enacted
on for ETVs.
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