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Ratified: February 2025  
Next Review for Policy: January 2029  
Next review for Accessibility Action Plan: January 2028  

In collaboration with 
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nasen  

nasen is the National Association for Special Educational Needs – a charitable membership  
organisation that exists to support and champion those working with, and for, children and young  
people with SEND and learning differences.  

nasen are committed to ensuring that expertise in SEND is available to each and every school 
and  setting across the UK. Their values define how we do this.  

Rooted in research and evidence-informed best practice, their information, training and resources  
ensure that their community members in the UK and across the globe are provided with the most  
up-to-date knowledge and support required to become effective, inclusive practitioners. Together  
they are able to contribute to the debate and effect change to improve outcomes for early years,  
schools, post-16 and wider settings and ultimately, the children and young people that they 
support.  

Purpose  

The purpose of this policy is to set out The Spire Church of England Learning Trust’s commitment  
to equality and inclusion, and to set out how the Trust intends to comply with the Equality Act 
2010.  

Mission Statement  

At the Spire Church of England Learning Trust we believe that we are all equal and are committed  
to ensuring equality of education and opportunity for all pupils, staff, parents/carers, irrespective 
of  race, gender, disability, religion and belief, or socio-economic background. We aim to develop 
a  culture of inclusion, acceptance and diversity in which all those connected to the school feel 
proud  of their identity and able to participate fully in school life. We will adhere to the legal 
definitions of  these protected characteristics as set out in the Equality Act 2010. (See Annex A)  

The attainment and achievement of pupils will be monitored by race, gender and disability and we  
will use this data to support pupils, raise standards and ensure inclusive teaching. We will tackle  
discrimination by the positive promotion of equality, challenging bullying and stereotypes and  
creating an environment which champions respect for all. We believe that diversity is a strength,  
which should be respected and celebrated by all those who learn, teach and visit here.   

1. INTRODUCTION   

This policy outlines The Spire Church of England Learning Trust’s (the Trust) approach to 
ensuring  equality for all, under one umbrella, to ensure that those with protected characteristics 
are not  discriminated against and are given equality of opportunity.   

A protected characteristic under the Act covers the groups listed below:   
∙ Age (for employees not for service provision)   
∙ Disability (Please see Appendix 2)   
∙ Race   
∙ Sex (including issues of transgender)  
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∙ Gender reassignment   
∙ Maternity and pregnancy   
∙ Religion and belief   
∙ Sexual orientation   
∙ Marriage and Civil Partnership (for employees)   



2. LEGAL DUTIES   

As a Trust we welcome our duties under the Equality Act 2010. These duties are to:   

∙ Eliminate discrimination, harassment and victimisation and any other conduct that is  
prohibited by or under the Act.   

∙ Advance equality of opportunity between people who share a relevant protected  
characteristic and people who do not share it.   

∙ Foster good relations between people who share a relevant protected characteristic and  
those who do not share it.   

The Equality Act 2010 replaces all previous, separate equality laws including the Disability  
Discrimination Act, Race Relations Act and others. It simplifies the law by removing anomalies 
and  inconsistencies, and extends protection against discrimination in certain areas. The Act 
covers all  aspects of school life with how its Children and Young People (C&YP), prospective 
C&YP, parents,  carers and members of the local community are treated.   
   
Equality means treating people fairly, with respect, having regard for rights and wishes.  We 
understand the principal of the act and the work needed to ensure that those with protected  
characteristics are not discriminated against and are given equality of opportunity.   

In order to meet our general duties, listed above, the law requires us to carry out some specific  
duties to demonstrate how we these are met. These are as follows:   

∙ Publish equality information – to demonstrate compliance with the general duty across its  
functions (We will not publish any information that can specifically identify any child).  ∙ 
Prepare and publish equality objectives.   

To do this we will collect data related to the protected characteristics above and analyse this data  
to determine our focus for our equality objectives. The data will be assessed across our core  
provisions as a Trust and will include:   

∙ Teaching and Learning   
∙ Admissions   
∙ Attendance   
∙ Attainment   
∙ Exclusions   
∙ Prejudice related incidents   

Our objectives will detail how we will promote equality in some or all of these areas. However,  
where we find evidence of significant inequalities for any particular group in other areas, we may  
include objectives to address these.   

We also welcome our duty under the Education and Inspections Act 2006 to promote community  
cohesion.  
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We recognise that these duties reflect international human rights standards as expressed in the  
UN Convention on the Rights of the Child, the UN Convention on the Rights of People with  
Disabilities, and the Human Rights Act 1998.   
In fulfilling our legal obligations, we will:   

∙ Recognise and respect diversity.   
∙ Foster positive attitudes and relationships, and a shared sense of belonging.  ∙ Observe 
good equalities practice, including staff recruitment, retention and development.  ∙ Aim to 
reduce and remove existing inequalities and barriers.   
∙ Consult and involve widely.   
∙ Strive to ensure that society will benefit.   



∙ Give due regard to non-statutory advice, including that found in the DfE departmental  
advice.   

∙ For school leaders on the Equality Act.  

3. MAINSTREAMING EQUALITY INTO POLICY AND PRACTICE   

As well as the specific actions set out beneath this plan, the individual schools in the Trust operate  
equality of opportunity in their day to day practice in the following ways:  

3.1. Teaching and Learning   

The Schools (We) aim to provide all our pupils with the opportunity to succeed, and to reach the  
highest level of personal achievement. To do this, we will:   

∙ Use contextual data to improve the ways in which we provide support to individuals and  
groups of pupils.   

∙ Monitor achievement data by ethnicity, gender and disability and action any gaps.  ∙ Take 
account of the achievement of all pupils when planning for future learning and setting  
challenging targets.   
∙ Ensure equality of access for all pupils and prepare them for life in a diverse society.  ∙ Use 
materials that reflect the diversity of the school, population and local community in  terms of 
race, gender and disability, without stereotyping.   
∙ Promote attitudes and values that will challenge racist and other discriminatory behaviour  or 

prejudice.   
∙ Provide opportunities for pupils to appreciate their own culture and celebrate the diversity  of 

other cultures.   
∙ Seek to involve all parents/carers in supporting their child’s education.  ∙ Encouraging 
classroom and staffroom discussion of equality issues which reflect on social  stereotypes, 
expectations and the impact on learning.   
∙ Including teaching and classroom-based approaches appropriate for the whole school 

population, which are inclusive and reflective of our pupils.   
∙ Seek to involve the community around the school in celebrating and raising awareness of  

cultural diversity.   

3.2. Admissions and Exclusions   

The admissions arrangements are expected to be fair and transparent, without discriminating on  
race, gender, disability, Special Educational Needs or socio-economic factors.   

Exclusions are expected to be based on the schools Behaviour and Exclusions Policy (NB.  
Individual schools may have different titles for these policies and in some cases one policy may  
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cover both). We expect Trust schools to closely monitor exclusions to avoid any potential adverse  
impact and ensure any discrepancies are identified and dealt with.   

4. EQUAL OPPORTUNITIES FOR STAFF   

This section deals with aspects of equal opportunities relating to staff in Trust schools. The Trust 
is  committed to the implementation of equal opportunities principles and the monitoring and 
active  promotion of equality in all aspects of staffing and employment.   

All staff appointments and promotions are made on the basis of merit and ability and in 
compliance  with the law. However, we are concerned to ensure wherever possible that the 
staffing of the  individual Trust schools reflect the diversity of our community.   

4.1. Employer Duties   

As an employer, the Trust is committed to ensuring the elimination of discrimination and  
harassment in our employment practice and to actively promoting equality across all groups within  



our workforce.   

Equality aspects, such as gender, race, disability, sexual orientation, gender re-assignment and  
faith or religion are considered when appointing staff and particularly when allocating Teaching 
and  Learning Responsibilities (TLR) or re-evaluating staff structures, to ensure decisions are free 
of  discrimination.   

Actions to ensure this commitment is met, can include:   

∙ Monitoring recruitment and retention.   
∙ Monitoring bullying and harassment of staff.   
∙ Monitoring the gender pay gap.   

All protected characteristics, including age, are covered by the employment provisions of the Act.     
The Trust and its schools, as the employer, is under the same duty to make reasonable 
adjustments  in relation to disability for its employees, as with Children & Young People (C&YP)    
The Trust and its schools may not enquire about the health of an applicant for a job, until the offer  
of the job has been made, unless the questions are specifically related to an intrinsic function of  
the work. The Trust and its schools must comply with both the Health Standards Regulations and  
Section 60 of the Equality Act.   

4.2 Equality and the law  

The Trust will ensure it does not unlawfully discriminate against its pupils, prospective pupils, staff,  
job applicants, or parents/carers in the performance of its duties or in applying its policies and  
practices.   

Unlawful Discrimination involves treating someone less (or more) favourably than a  ‘comparator'. 
Harassment (which is a form of discrimination) means violating someone's dignity,  or creating an 
intimidating, hostile, degrading, humiliating or offensive environment for them.  Victimisation 
involves treating a person less favourably because of a previous complaint. We  recognise that 
discrimination can occur in the following ways and will actively work to alleviate it;  
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∙ Direct discrimination   
∙ Indirect discrimination   
∙ Discrimination arising from disability including failure to make reasonable adjustments and  

provide auxiliary aids and services.   
∙ Harassment   
∙ Victimisation   

Accessibility   

All schools in the Trust will comply with the Building Regulations and the Education (School  
Premises) Regulations 1999 and will ensure that the school is as physically accessible as is  
reasonably (within the limitation and restriction of the individual school site) possible to pupils and  
staff who have a disability. To ensure wider accessibility we will:   

∙ Increase the extent to which pupils who have a disability can access the school curriculum;  ∙ 
Improve the physical environment of the school (where reasonably and practically possible)  
to increase the extent to which pupils and staff who have a disability can access education  
and associated services;   

We will review our accessibility targets every three years. The targets can be found in the  
Accessibility Plan at the end of this policy.   

We will work actively to anticipate the needs of staff and pupils who have a disability and will 
ensure  their inclusion by making reasonable adjustments where possible. When considering 
whether a  request for a reasonable adjustment can be met we will consider the following factors:   



∙ How effective the change will be in assisting the person with a disability   
∙ Its practicality   
∙ The cost   
∙ The resources and size of the individual school   
∙ The availability of any financial support   
∙ Any safety issues, in particular considering the nature and limitations of the individual school  

site  
   
5. ROLES AND RESPONSIBILITIES   

We believe that promoting equality is the responsibility of the Trust and its schools as a whole.   

Community  Responsibility 

Board of Directors  Evaluate how well the Trust is already achieving the three aims 
of  general duty. Develop, monitor and review this Equality 
Policy.  

Executive 
Headteacher (CEO)  

COO  
CFO  

Trust Governance 
and  Compliance 

Officer 

Responsible for updating policy and ensuring all schools 
within  the Trust adhere to this.   
Resolve any breaches of this policy as soon as they come to 
light. Report to the Board where appropriate.  
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Local Governing 
Body  

Evaluate how well the individual school is already achieving 
the  three aims of general duty. Monitor the implementation of 
this  Equality Policy. Report to the Board of Directors through 
the Headteacher/Executive Headteacher(CEO) 

Headteacher / Head 
of School 

As above including: Promoting key messages to staff,  
parents/carers, C&YP about equality and what is expected of  
them and can be expected from the school in carrying out its 
day  to day duties. Ensuring that the school community 
receives  appropriate training to meet the need of delivering 
equality,  including pupil awareness. Ensure that all staff are 
aware of their  responsibility to report and record prejudice 
related incidents.  

Senior 
Leadership  

Team 

To support the Headteacher/Head of School as above. 
Ensure  fair treatment and access to services and 
opportunities. Ensure  that all staff are aware of their 
responsibility to report and record  prejudice related incidents.  

Teaching Staff  Help in delivering the right outcomes for C&YP. Design and  
deliver an inclusive curriculum. Uphold the commitment made 
by  the Headteacher/Head of School on how C&YP, 
parents/carers,  staff and the wider community can be 
expected to be treated.  Support colleagues within the school. 
Be aware of the  responsibility to report and record prejudice 
related incidents.  



Support Staff  Support the school, Local Governing Body and Board of 
Directors  in delivering a fair and equitable service to all 
stakeholders.  Uphold the commitment made by the 
Headteacher/Head of  School on how C&YP, parents/carers, 
staff and the wider  community can be expected to be treated. 
Support colleagues  within the School. Be aware of the 
responsibility to report and  record prejudice related incidents.  

Parents/Carers  Take an active part in identifying barriers for the school 
community and in informing the Local Governing Body of 
actions  that can be taken to eradicate these. Take an active 
role in  supporting and challenging the School to achieve the  
commitment made in tackling inequality and achieving equality 
of  opportunity for all.  

C&YP  Supporting the school to achieve the commitment made to  
tackling inequality. Uphold the commitment made by the  
Headteacher/Head of School on how C&YP, parents/carers, 
staff  and the wider community can be expected to be treated.  
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Local Community  Take an active part in identifying barriers for the school 
community and in informing the Local Governing Body of 
actions  that can be taken to eradicate these. Take an active 
role in  supporting and challenging the school to achieve the 
commitment  made in tackling inequality and achieving equality 
of opportunity  for all.  

 
 

6. ADDRESSING PREJUDICE RELATED INCIDENTS   

The Trust and its schools are opposed to all forms of prejudice and we recognise that Children 
and  Young People (C&YP) who experience any form of prejudice related discrimination may fair 
less  well in the education system. The Trust Whistleblowing Policy provides guidance on 
reporting  concerns that may arise and this includes acts of prejudice towards any pupil or 
member of staff.  If incidents occur we address them immediately, record and report them 
appropriately.   

7. TACKLING DISCRIMINATION   

Harassment on account of race, gender, disability or sexual orientation is unacceptable and is not  
tolerated within any school environment.   

All staff are expected to deal with any discriminatory incidents that may occur. They are expected  
to know how to identify and challenge prejudice and stereotyping; and to support the full range of  
diverse needs according to a pupil’s individual circumstances.   

Racist and homophobic incidents and other incidents of harassment or bullying should be  
addressed by the member of staff present, escalating to a class teacher/SLT/Headteacher/Head 
of  School where necessary. All incidents should be immediately reported to the SLT and the  
Headteacher/Head of School and racist incidents are reported to the Local Governing Body on a  
termly basis.   

7.1. What is a Discriminatory Incident?   

Harassment on grounds of race, gender, disability, sexual orientation or other factors such as  



socioeconomic status, can take many forms including verbal or physical abuse, name calling,  
exclusion from groups and games, unwanted looks or comments, jokes and graffiti.   

A racist incident is defined by the Stephen Lawrence Inquiry Report (1999) as: ‘any incident which  
is perceived to be racist by the victim or any other person’.   

7.2. Types of Discriminatory Incident   

Types of discriminatory incidents that can occur are:   

∙ Physical assault against a person or group because of their colour, ethnicity, nationality,  
disability, sexual orientation or gender;   

∙ Use of derogatory names, insults and jokes;   
∙ Racist, sexist, homophobic or discriminatory graffiti;  
∙ Provocative behaviour such as wearing racist, sexist, homophobic or discriminatory badges  

or insignia;   
∙ Bringing discriminatory material into school;  
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∙ Verbal abuse and threats;   
∙ Incitement of others to discriminate or bully due to victim’s race, disability, gender or sexual  

orientation;   
∙ Discriminatory comments in the course of discussion;   
∙ Attempts to recruit others to discriminatory organisations and groups;   
∙ Ridicule of an individual for difference e.g. food, music, religion, dress etc;  ∙ Refusal to 
co-operate with other people on grounds of race, gender, disability or sexual  orientation.   

7.3. Responding to and Reporting Incidents   

It should be clear to pupils and staff how they report incidents. All staff, teaching and 
non-teaching,  should view dealing with incidents as vital to the well-being of the whole school.   

The LGB expects all members of the school community to be committed to this policy, and that  
visitors will comply with it. It accepts responsibility for ensuring that this policy is implemented in  
every aspect of school life. If there is a breach of the policy, the individual school will take  
appropriate action. This may include the following.   

In the case of pupils breaching the policy:   

∙ staff dealing with the incident will complete an incident report form   
∙ the perpetrator will be dealt with in accordance with the Behaviour Policy of the  

individual school concerned  
∙ the consequences of any further breach of conduct will be clearly stated with the ultimate  

sanction of exclusion.   

In the case of staff breaching the policy the relevant procedures outlined in the ‘Staff discipline,  
conduct and grievance Policy’ will be instigated.   

In the case of parents/carers, visitors or contractors breaching the policy, they will be reminded of  
the school’s commitment to equality and asked to desist, and further incidents may lead to  
individuals being requested to leave school premises.   

Serious breaches constitute criminal offences and will be reported to the relevant authorities 
including the police.   

8. REVIEW OF PROGRESS AND IMPACT   

The Plan has been agreed by the Trust Board of Directors. All policies are reviewed on a rolling  
programme in line with legislative requirements. We will review progress against our Equality Plan  
annually and review the entire plan and accompanying action plan on a three year cycle.   



Individual Trust schools make regular assessments of pupils’ learning and use this information to  
track pupil progress. As part of this process, they regularly monitor achievement by ethnicity,  
gender and disability, to ensure that all groups of pupils are making the best possible progress, 
and  take appropriate action to address any gaps.  
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Protected Characteristics  

The protected characteristics for the individual school’s provisions are:   

∙ Disability.   
∙ Gender reassignment.   
∙ Pregnancy and maternity.   
∙ Race.   
∙ Religion or belief.   
∙ Sex.   
∙ Sexual orientation.   

Age and marriage and civil partnership are NOT protected characteristics for the school’s  
provisions, but do apply to staff.   

Disability  

A person is a disabled person (someone who has the protected characteristic of disability) if they  
have a physical and/or mental impairment which has what the law calls ‘a substantial and long 
term adverse effect on their ability to carry out normal day-to-day activities’. There is no need for a  
person to have a medically diagnosed cause for their impairment; what matters is the effect of the  
impairment not the cause. In relation to physical impairment:   

∙ Conditions that affect the body such as arthritis, hearing or sight impairment (unless this is  
correctable by glasses or contact lenses), diabetes, asthma, epilepsy, conditions such as  
HIV infection, cancer and multiple sclerosis, as well as loss of limbs or the use of limbs are  
covered.   

∙ HIV infection, cancer and multiple sclerosis are covered from the point of diagnosis.  ∙ Severe 
disfigurement (such as scarring) is covered even if it has no physical impact on the  person 
with the disfigurement, provided the long-term requirement is met (see below).  ∙ People who 
are registered as blind or partially sighted, or who are certified as being blind  or partially 
sighted by a consultant ophthalmologist, are automatically treated as disabled  under the Act.   

Mental impairment includes conditions such as dyslexia and autism as well as learning disabilities  
such as Down’s syndrome and mental health conditions such as depression and schizophrenia.  
The other tests to apply to decide if someone has the protected characteristic of disability are:   

∙ The length the effect of the condition has lasted or will continue: it must be long term. ‘Long  
term’ means that an impairment is likely to last for the rest of the person’s life, or has 
lasted  at least 12 months or where the total period for which it lasts is likely to be at least 
12  months. If the person no longer has the condition but it is likely to recur or if the person 
no  longer has the condition, they will be considered to be a disabled person.   

∙ Whether the effect of the impairment is to make it more difficult and/or time consuming for  a 
person to carry out an activity compared to someone who does not have the impairment,  
and this causes more than minor or trivial inconvenience.   

∙ If the activities that are made more difficult are ‘normal day-to-day activities’ at work or at 
home.   

∙ Whether the condition has this impact without taking into account the effect of any  



medication the person is taking or any aids or assistance or adaptations they have, like a  
wheelchair, walking stick, assistance dog or special software on their computer. The  
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exception to this is the wearing of glasses or contact lenses where it is the effect while the  
person is wearing the glasses or contact lenses, which is considered.   

For example:   
   
Someone who has ADHD might be considered to have a disability even if their medication 
controls  their condition so well that they rarely experience any symptoms, if without the 
medication the  ADHD would have long-term adverse effects.   

Progressive conditions and those with fluctuating or recurring effects are included, such as  
depression, provided they meet the test of having a substantial and long-term adverse effect on a  
person’s ability to carry out normal day-to-day activities.   

Gender reassignment  

Gender reassignment is a personal process (rather than a medical process) which involves a  
person expressing their gender in a way that differs from or is inconsistent with the physical sex  
they were born with.   

This personal process may include undergoing medical procedures or, as is more likely for school  
pupils, it may simply include choosing to dress in a different way as part of the personal process 
of  change.   

A person will be protected because of gender reassignment where they:   

∙ make their intention known to someone – it does not matter who this is, whether it is  
someone at school or at home or someone like a doctor:   

∙ once they have proposed to undergo gender reassignment they are protected, even if they  
take no further steps or they decide to stop later on   

∙ they do not have to have reached an irrevocable decision that they will undergo gender  
reassignment, but as soon as there is a manifestation of this intention they are protected  ∙ 
start or continue to dress, behave or live (full-time or part-time) according to the gender they  
identify with as a person   
∙ undergo treatment related to gender reassignment, such as surgery or hormone therapy, or  ∙ 
have received gender recognition under the Gender Recognition Act 2004.   

It does not matter which of these applies to a person for them to be protected because of the  
characteristic of gender reassignment.   

This guidance uses the term ‘transsexual person’ to refer to someone who has the protected  
characteristic of gender reassignment.   

Pregnancy and maternity  

The Equality Act 2010 lists pregnancy and maternity as a protected characteristic.  

Race  

Race means a person’s:   

∙ colour, and/or   
∙ nationality (including citizenship), and/or   
∙ ethnic or national origin  
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and a racial group is composed of people who have or share a colour, nationality or ethic or 



national  origins.   

A person has the protected characteristic of race if they belong to a particular racial group, such 
as  ‘British people’.   

Racial groups can comprise two or more racial groups such as ‘British Asians’.  

Religion or Belief  

The protected characteristic of religion or belief includes any religion and any religious or  
philosophical belief. It also includes a lack of any such religion or belief.   

A religion need not be mainstream or well known to gain protection as a religion. It must, though,  
be identifiable and have a clear structure and belief system. Denominations or sects within 
religions  may be considered a religion. Cults and new religious movements may also be 
considered religions  or beliefs.   

Belief means any religious or philosophical belief and includes a lack of belief. ‘Religious belief’  
goes beyond beliefs about and adherence to a religion or its central articles of faith and may vary  
from person to person within the same religion.   

A belief which is not a religious belief may be a philosophical belief, such as humanism or atheism.   

A belief need not include faith or worship of a god or gods, but must affect how a person lives their  
life or perceives the world.   

For a belief to be protected by the Equality Act:   

∙ It must be genuinely held.   
∙ It must be a belief and not an opinion or viewpoint based on information available at the  

moment.   
∙ It must be a belief as to a weighty and substantial aspect of human life and behaviour.  ∙ 
It must attain a certain level of cogency, seriousness, cohesion and importance.  ∙ It must 
be worthy of respect in a democratic society.   
∙ It must be compatible with human dignity and not conflict with the fundamental rights of  

others.   

Sex  

A person’s sex refers to the fact that they are male or female. In relation to a group of people, it  
refers to either men or women or to either boys or girls.   
Sexual orientation   

Sexual orientation means the attraction a person feels towards one sex or another (or both), 
which  determines who they form intimate relationships with or are attracted to.   

∙ Some people are only attracted to those of the same sex (lesbian women and gay men).  ∙ 
Some people are attracted to people of both sexes (bisexual people).   
∙ Some people are only attracted to the opposite sex (heterosexual people).   

Everyone is protected from being treated worse because of sexual orientation, whether they are  
bisexual, gay, lesbian or heterosexual.  
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Sexual orientation discrimination also covers discrimination connected with manifestations of that  
sexual orientation.   

9. PUBLISHING THE PLAN   

In order to meet our statutory duty, this Plan will be published on the Trust website and shared 
with  each school within the Trust.  
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APPENDIX 1 – DEFINITIONS   
   
Direct discrimination – occurs when a person treat another person differently than they would 
treat  another person because of a “protected characteristic”.   
   
Indirect discrimination – can occur when a school applies a “provision, criterion or practice” e.g.  
what is felt to be a general policy or practice (which puts C&YP sharing a protected characteristic  
at a particular disadvantage.   
   
Harassment – the legal definition within the Act is “unwanted conduct, related to a relevant  
protected characteristic, which has the purpose or effect of violating a person’s dignity or creating  
an intimidating, hostile, degrading, humiliating or offensive environment for that person”.     
Victimisation – occurs when a person is treated less favourably than they would otherwise have  
been because of something they have done (“a protected act”) in connection with the Act.     
Protected Act – might involve making an allegation of discrimination, or bringing a case under the  
Act, or supporting another person’s complaint. The person is protected against retaliation, unless  



they were acting in bad faith.   
   
Protected Characteristics - people from the groups listed below are known to experience  
discrimination more often that other people in society. They are now protected in law from being  
treated unfairly:  

∙ Age - in relation to employment, but not in relation to C&YP • Disability – a person who has  
physical or mental impairment which affects their ability to carry out normal day-to-day  
activities.   

∙ Race – a group of people defined by their race, colour, nationality, ethnic or national origins.  
∙ Sex – male or female, including issues of transgender • Gender reassignment – the process  
of changing from one gender to another.   
∙ Maternity and pregnancy – being pregnant or expecting a baby; maternity refers to the  

period after the birth.   
∙ Religion and belief – belief includes religious and philosophical beliefs including lack of  

belief.   
∙ Sexual orientation – whether a person’s sexual attraction is towards their own sex, the  

opposite sex, or both sexes.   
∙ Marriage and Civil Partnership (for employees only)   

Positive Action – new Positive Action provisions allow a school to target measures that are  
designed to alleviate disadvantages experienced by, or to meet the particular needs of, C&YP  
with protected characteristics.   

Curriculum – the content of the curriculum is explicitly excluded from discrimination law, but the  
delivery of the curriculum is explicitly included.  
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APPENDIX 2 – DISABILITIES   
   
Definition of Disability – the Act defines disability as when a person has a “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”. Some specified medical conditions are considered as disabilities  
regardless of their effect.   
   
Reasonable adjustments and when they have to be made   
   
The duty to provide reasonable adjustments applies only to disabled people and is summarised 
as  follows:   
   
∙ Where something a school does places a disabled C&YP at a disadvantage compared to other  
C&YP, then the school must take reasonable steps to try to avoid that disadvantage.  ∙ A school 
will be expected to provide an auxiliary aid or service for a disabled C&YP when it  would be 
reasonable to do so and if such an aide would alleviate any substantial disadvantage  (N.B. – the 
duty to provide auxiliary aids will not be introduced until a later date).     
If an adjustment is reasonable, then it should be made, and there can be no justification for why it  
is not made. A school will not be expected to make adjustments that are not reasonable.     
The Act does not set out what constitutes a reasonable adjustment, however, based on the  
circumstances of each case, a school may consider the financial, or other resources required for  
the adjustment, it’s effect on other C&YP, health and safety requirements and whether aids have  
been made available through the SEN route.   
   
Special provisions for Disability – the law on disability discrimination is different from the Act in  
several ways. In particular, it works in only one direction. A school is allowed to treat disabled  



people more favourably than non-disabled C&YP by making reasonable adjustments to equalise  
their chances with non-disabled C&YP. The disability provisions in the Equality Act mainly 
replicate  those in the former DDA. There are some differences:   
   
∙ The Equality Act does not list the types of day to day activities which a disabled person must  

demonstrate that they cannot carry out.   

∙ Failure to make reasonable adjustment can no longer be defended as justified.  ∙ Direct 
discrimination against a disabled person can no longer be defended as justified.  ∙ A school is 
under a duty to provide auxiliary aids and services as reasonable adjustments where   

these are not supplied through SEN statements.   

   
All schools within the Trust must implement an Accessibility Plan and review it regularly.  
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APPENDIX 3  School 
Name………………………………………………………………….  

Accessibility Action Plan and Published Equality Objective 2025 - 2028  

This plan has been approved by the Trust Board and should be used and adapted by each 
individual school within the Trust to suit their own  settings and published on their website 
along with this Equality Policy.  

This plan complies with “The Equality Act 2010” and the Public Sector Equality Duty (PSED) 
including publishing an equality objective. A member  of the SLT monitors this as part of 
their duties relating to the School Improvement Plan which this is allied to. 

Equality   
Strand 

Action  How will the impact of 
the  action be 
monitored? 

Who is   
responsible 
for  
implementing
? 

Wha
are  t

time
frames



All  Publish and promote 
the  Equality Plan 
through the  Trust 
website.  

Each school to publish 
the  Equality Plan on 
their   
school website.   

Promote equal   
opportunities for its 
entire workforce, tackling 
bullying  and 
discrimination   
whenever it occurs (This 
is  the Trust’s published   

equality objective – PSED) 

Noting staff and 
parent/carer awareness of 
principles of the  Equality 
Plan  

COO/   
Headteacher/He
ad  of School  
Designated   
Member of   
Staff  

Ongoin
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Equality   
Strand 

Action  How will the impact of 
the  action be 
monitored? 

Who is   
responsible 
for  
implementing
? 

Wha
are  t

time
frames

All  Monitor and analyse 
pupil  achievement by 
race,  gender and 
disability and  act on 
any trends or   
patterns in the data that  
require additional 
support  for pupils. 

Achievement data analysed 
by  race, gender and 
disability.  

Headteacher/He
ad  of School  
Governing Body  

Regula
progres
reviews

All  Ensure that the 
curriculum  promotes 
role models and  heroes 
that young people   
positively identify with,  
which reflects the 
school’s  diversity in 
terms of race,  gender 
and disability.  

Increase in pupils’ 
participation,  confidence and 
achievement  levels  

Headteacher/He
ad  of 
School/SLT  

Ongoin

All  Ensure that displays in  
classrooms and 
corridors  promote 
diversity in terms  of 
race, gender and   
ethnicity.  

Increase in pupil 
participation,  confidence 
and   
positive identity – monitor  
through   
PSHE  

SLT  Ongoin
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Equality   
Strand 

Action  How will the impact of 
the  action be 
monitored? 

Who is   
responsible 
for  
implementin
g? 

Wha
are  t

time
frames

All  Ensure all pupils are 
given  the opportunity to 
make a  positive 
contribution to the  life 
of the school e.g.   
through involvement in 
the  School Council by 
election  or co-option), 
class   
assemblies, fund 
raising,  pot of 
fairness, etc.  

School council 
representation  monitored 
by race, gender,  disability  

Member of staff   
leading on 
school  council  

Ongoin

All  Ensure reward systems 
for  Behaviour , 
attendance,  effort and 
achievement do  not 
discriminate on any  
covered by the protected  
characteristics or on   
grounds   
of ill health  

Review of award 
systems /  celebration 
events.  

Headteachers/He
ad of School  
Designated   
Member of Staff  

Ongoin
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Race   
Equality   
Duty  

Identify, respond and 
report  racist incidents as 
outlined  in the Plan. 
Report the  figures to the 
Local   
Governing Body / Local  
Authority on a termly 
basis.  

The Headteacher/Head of  
School/Local Governing 
Body  will use the data to 
assess the  impact of the 
school’s   
response to incidents i.e. 
have  whole school / year 
group  approaches led to a 
decrease  in incidents, can 
repeat   
perpetrators be identified, 
are  pupils and 
parents/carers satisfied 
with the response? 

Headteacher/He
ad  of 

School/Local   
Governing Body 

Ongoin

Gender   
Equality   
Duty  

Introduce initiative to   
encourage girls to take 
up  sport outside the   
curriculum 
requirements,  and boys 
to take up dance  to 
make participation rates  
more reflective of the   
school population. 

Noticeable participation of 
girls  and boys in sports 
clubs and  out of school 
sport activities. 

Member of staff   
leading on 
Sports /  PE  

Ongoin



Disability   
Equality   
Duty  

Children with disabilities  
can take part in all 
aspects  of the 
curriculum, including  
educational visits and  
journeys; lunchtime   
activities; PE and 
dance  and 
assemblies  

Monitoring involvement 
of  children with 
disabilities  

SEND Coordinator  Ongoin
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