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1. Introduction and commitment
1.1 The Equality Act 2010 ("the Act") applies to all schools. It provides a single legal framework protecting people with protected characteristics from discrimination, harassment and victimisation. It also created the Public Sector Equality Duty ("PSED"), which applies to all public bodies, including maintained schools.
1.2 The general duty is set out in section 149 of the Act. It requires the Federation to have due regard to the need to eliminate unlawful discrimination, harassment and victimisation; to advance equality of opportunity; and to foster good relations between people who share a protected characteristic and those who do not.
1.3 The specific duties are set out in the Equality Act 2010 (Specific Duties and Public Authorities) Regulations 2017. They require us to publish information showing how we comply with the general duty, and to prepare and publish one or more specific and measurable equality objectives. Information must be updated at least annually and objectives published at least once every four years. Schools with 250 or more employees must also publish gender pay gap information; the Federation employs fewer than 250 and this requirement does not apply.
1.4 Our equality duties sit alongside, and interlock with, our duty to promote community cohesion, our duty to promote fundamental British values, our obligations under the Human Rights Act 1998, the UN Convention on the Rights of the Child and the UN Convention on the Rights of Persons with Disabilities. Equality is also intrinsic to the Teachers' Standards.
1.5 Inclusion is a standalone graded evaluation area under the renewed Ofsted education inspection framework in force from 10 November 2025, and the September 2026 toolkit update extends the expectation to all "leaders who have an inclusion role", not the SENDCO alone. Inspectors will assess the extent to which we comply with the relevant legal duties, including the PSED.
1.6 In applying this policy the Headteacher and all those responsible for decisions will be guided by the Department for Education's non-statutory advice on the Equality Act 2010 and schools, and by the guidance and statutory codes issued by the Equality and Human Rights Commission ("EHRC"). Two developments are current at the date of this policy and are kept under active review:
The EHRC's updated statutory Code of Practice for services, public functions and associations came into force on 5 August 2026, revoking the 2011 Code. It reflects the Supreme Court judgment in For Women Scotland v The Scottish Ministers (April 2025) on the meaning of sex in the Act. The Code does not cover the education of pupils by a responsible body, which falls under Part 6 of the Act, but it does apply to our public functions and to services we provide beyond Part 6.
The EHRC is consulting on updated technical guidance for schools in England, open from 10 June to 30 September 2026. That guidance is the document that will govern how the Act applies to our pupils. It is not yet final. We will review this policy against the published version once it is issued.
	TO CONFIRM BEFORE PUBLICATION — Whether the Federation intends to respond to the EHRC schools consultation before it closes on 30 September 2026. This is a governing body decision, and the closing date falls within the first month of term.



1.7 By adopting this policy the Governing Body confirms its commitment to its statutory equality duties and to taking all reasonable steps to ensure that no one working in our schools acts in a way the Act makes unlawful.
2. Purpose and scope
2.1 This policy sets out the Federation's approach and commitment to equality. It explains how we comply with our duties under the Act as an educator, an employer, a service provider and a buyer of goods and services.
2.2 This policy applies across all three schools in the Forest Skies Federation: Birchwood Junior School, Woodlands Infant and Nursery School and The Lancaster School. It applies to all staff, whether full or part time, permanent or temporary; to pupils; and to governors. It provides information for parents, carers, 

2.3 In relation to staff, this policy applies to conduct during employment. That may include conduct outside school and outside normal working hours where it is connected to the school or to the person's role — for example at social events with colleagues, or in interactions with colleagues on social media.
2.4 This policy is to be taken into account in the application of every other Federation policy, whenever equality issues arise.
3. Our approach — five key principles
3.1 We integrate equality and fairness into all aspects of school life. We aim for an inclusive environment free of discrimination, harassment, bullying and victimisation, where dignity and respect are promoted and where difference is recognised and valued. We will not tolerate any conduct that contravenes the Act or that compromises this commitment.
3.2 Equality law is about treating people fairly. That does not always mean treating everyone identically. To meet the general duty, and to meet our duty to make reasonable adjustments for disabled people, we may need to treat some people more favourably than others. We are committed to positive action where it is lawful and proportionate — see section 13.
3.3 Our decisions, policies and daily practice are guided by five principles:
Principle 1 — Equal value. Every member of our school community is of equal value, whatever their age, sex, gender reassignment, race, nationality or ethnic origin, religion or belief, sexual orientation, marital status, pregnancy or maternity, or disability. All are entitled to be treated with dignity and respect, and are expected to treat others the same way.
Principle 2 — Diversity and difference are respected. We understand the barriers and disadvantages that people with protected characteristics may face. We will make reasonable adjustments to our arrangements and practices for disabled pupils and staff, including providing auxiliary aids and services where it is reasonable to do so.
Principle 3 — Preparation for life in modern Britain. We will equip our pupils to be responsible, respectful, active citizens, developing their understanding of fundamental British values and of the protected characteristics.
Principle 4 — Positive attitudes and relationships. We will act to prevent and tackle discriminatory and derogatory language and behaviour, including language or behaviour that is racist, sexist, homophobic, biphobic, transphobic, or derogatory about disabled people or about people who hold a religion or belief.
Principle 5 — Community cohesion and belonging. We will strive to ensure that every pupil, member of staff and governor feels they belong, is valued and respected, and is able to participate fully.
4. Roles and responsibilities
4.1 The Governing Body will
ensure governors understand their responsibilities under the Act and attend equality training;
have due regard to the general duty when making decisions, and record that it has done so;
appoint an Equality Link Governor, record the appointment in its minutes, and publish the post-holder on the governance page of the website. The Equality Link Governor liaises with the nominated senior leader for equality to review and monitor compliance;
ensure specific and measurable equality objectives are prepared and published, and that they are included in the School Development Plan;
ensure progress against the current objectives is monitored, and that the objectives are reviewed annually and replaced at least every four years;
ensure the outcomes of, and progress against, the previous set of objectives are published;
ensure the Federation's equality information is published and updated at least annually;
review and evaluate this policy annually.
4.2 The Headteacher, supported by the senior leadership team, will
oversee the implementation of this policy and communicate it to pupils, staff, parents, carers and the wider community;
appoint a member of the senior leadership team to take day-to-day responsibility for coordinating implementation, monitoring equality outcomes and liaising with the link equality governor;
engage and consult pupils, staff, parents, carers and the wider community in the review of this policy and in the development of the equality objectives;
ensure the equality objectives are published and actively pursued, and monitor whether sufficient progress is being made;
ensure reasonable adjustments are made for disabled pupils, staff, parents, carers and visitors;
ensure the Federation publishes and follows its Accessibility Plan;
ensure all staff understand their responsibilities under the Act and receive regular equality training;
ensure appropriate action is taken in any case where discrimination, harassment or victimisation comes to light or is reported;
ensure all staff and pupils know how to report discrimination, harassment, victimisation, bullying and prejudice-related incidents.
4.3 All members of staff will
understand their responsibilities under the Act and this policy, and recognise that promoting equality and good relations is part of their day-to-day role;
attend equality training and raise any further training they need;
not take part in any discriminatory or otherwise unlawful behaviour;
deal fairly and in line with policy with any incident of bullying, prejudice or discrimination;
recognise and challenge prejudice, bias, stereotyping and inappropriate language or behaviour;
act as role models for equality, diversity and inclusion.
4.4 Pupils will be supported to
promote equality, inclusion and good relations;
challenge inappropriate language and behaviour, and tackle stereotyping;
act in line with the Federation's anti-bullying approach;
report incidents of discrimination, harassment and bullying that they witness, and know who to report them to;
treat people of all faiths, races, cultures and other protected characteristics as their equal;
contribute to the review of this policy, and to a pupil-friendly version displayed in classrooms, at a level appropriate to their age and understanding.
4.5 Visitors, including parents, carers and contractors, are expected to
support the Federation's commitment to equality and comply with this policy while on our premises;
refrain from any behaviour that is unlawful under the Act;
contribute to consultation on this policy when invited to do so.
5. The Equality Act 2010 and the protected characteristics
5.1 The general duty in section 149 requires us to have due regard to the need to:
eliminate unlawful discrimination, harassment and victimisation and any other conduct prohibited by the Act;
advance equality of opportunity between people who share a protected characteristic and those who do not; and
foster good relations between people who share a protected characteristic and those who do not.
5.2 There are nine protected characteristics. All nine are covered by the employment provisions of the Act and therefore apply to our staff. Two of them — age, and marriage and civil partnership — do not apply to pupils. It is not a breach of equality law to organise pupils in age groups or to treat pupils in ways appropriate to their age.
	Protected characteristic
	Applies to staff
	Applies to pupils

	Age
	Yes
	No

	Disability
	Yes
	Yes

	Gender reassignment
	Yes
	Yes

	Marriage and civil partnership
	Yes
	No

	Pregnancy and maternity
	Yes
	Yes

	Race
	Yes
	Yes

	Religion or belief
	Yes
	Yes

	Sex
	Yes
	Yes

	Sexual orientation
	Yes
	Yes



5.3 The first aim of the general duty applies to all nine characteristics. The second and third aims apply to all of them except marriage and civil partnership.
5.4 Appendix A explains the forms of unlawful conduct under the Act — direct discrimination, indirect discrimination, harassment and victimisation — together with the additional provisions that apply to disability. Appendix B sets out how we comply with each strand of the general duty in practice.
5.5 We will assess the equality implications of all new policies, procedures and projects. The Governing Body, Headteacher and senior leadership team will keep written records of decisions where equality issues have arisen, so that we can demonstrate that the duty was considered before and at the time the decision was made, and not reconstructed afterwards.
6. Preventing harassment, including sexual harassment
6.1 Harassment has a specific meaning under the Act: unwanted conduct related to a protected characteristic which has the purpose or effect of violating a person's dignity, or of creating an intimidating, hostile, degrading, humiliating or offensive environment. Motive and intention are irrelevant; what matters is the effect on the person, provided it is reasonable for them to feel that way.
6.2 Since 26 October 2024, employers have been under a positive duty to take reasonable steps to prevent sexual harassment of their employees in the course of their employment. This is a preventative duty: it requires us to act before an incident, not only to respond after one. It extends to harassment by third parties, including parents, carers, contractors and visitors.
6.3 The Federation is putting the following reasonable steps in place. Implementation is to be complete by [DATE], and progress is reported to the Governing Body:
a written risk assessment identifying where, and from whom, sexual harassment of staff is most likely to arise — including harassment by pupils, by parents and carers, and by contractors and visitors — reviewed annually;
training for all staff on what sexual harassment is, what the preventative duty requires, and how to report;
a reporting route that does not require a member of staff to report to the person they are complaining about;
central recording and monitoring of reports, so that patterns are identified rather than incidents handled one at a time;
a stated position that abusive or harassing behaviour by parents, carers or visitors is dealt with under the Parent and Carer Code of Conduct.
7. Equality considerations in decision-making
7.1 "Due regard" means that whenever a significant decision is made or a policy developed, equality is consciously considered. It is not an afterthought and it is not a box-ticking exercise. Decisions are made with an open mind and an assessment of whether the decision may have implications for people with particular protected characteristics.
7.2 When planning a trip, activity or event, staff consider whether it:
falls across a religious festival or observance;
is accessible to disabled pupils and disabled accompanying adults;
provides equivalent facilities for boys and girls;
carries a cost that would exclude pupils on the basis of family circumstance.
7.3 From [DATE], a written record of that consideration is kept alongside the risk assessment for the activity. It is completed by the member of staff organising the activity and stored electronically with the risk assessment.
8. Equality objectives
8.1 Our current equality objectives are set out in Appendix C. They are specific and measurable, they relate to people with protected characteristics, and they cross-reference the three strands of the general duty.
8.2 The objectives are the outcome of a review of our own data — attainment and progress by group, attendance, suspensions, recruitment, and the recorded incidence of prejudice-related behaviour — rather than a generic list.
8.3 The Headteacher will report to the Governing Body on progress. The Governing Body will review the objectives annually and replace them at least every four years.
8.4 The objectives, the progress made towards them, and the outcomes of the previous set of objectives are published on the school website alongside the Accessibility Plan.

9. Accessibility planning
9.1 Under Schedule 10 of the Act we must implement an accessibility plan aimed at:
increasing the extent to which disabled pupils can participate in the curriculum;
improving the physical environment so that disabled pupils can take better advantage of the education, benefits, facilities and services we provide;
improving the delivery of information to disabled pupils in forms that are accessible.
9.2 The Accessibility Plan is reviewed and, where necessary, revised, and is updated at least every three years. We will have regard to the need to allocate adequate resources to implement it.
10. Equality information we publish
10.1 As part of our specific duties we publish information on the school website showing how we meet the general duty. The information relates to people who share protected characteristics and who are affected by our policies and practices.
10.2 The information we publish may include performance data, staff and pupil policies, the School Development Plan, details of equality and diversity work, minutes of meetings at which equality issues were discussed, parent and pupil survey findings, and a record of equality training completed by staff and governors.
10.3 Published information is reviewed and updated at least annually.
10.4 Where a cohort or group is small, publishing data broken down by protected characteristic can identify individual children or members of staff. Where that risk exists we will suppress or aggregate the figures and say that we have done so, rather than publish data that identifies a person. Our obligations under UK GDPR and the Data Protection Act 2018 apply to everything published under this section.
10.5 This policy is available on the school website, as a paper copy from the school office, as part of induction for new staff, and as part of equality training.
11. Our staff
11.1 We will ensure equality of opportunity for staff in recruitment, the terms on which a role is offered, promotion, training, professional development, benefits and day-to-day employment matters.
11.2 We will comply with the Act in applying all staff policies, including the Appraisal, Attendance, Capability, Disciplinary, Grievance, Flexible Working, Pay, Recruitment and Whistleblowing policies. These are reviewed regularly to ensure they take equality into account.
11.3 Where a disabled member of staff is placed at a substantial disadvantage compared with a non-disabled colleague, we will take reasonable steps to avoid that disadvantage. This may mean modifying a policy, process or practice, providing an auxiliary aid or service, or altering a physical feature of the school where that is reasonable. Where an employee is entitled to be accompanied at a formal meeting, we will make reasonable adjustments for a disabled companion or trade union representative.
11.4 Where language presents a barrier to an employee or their companion during a formal process, we will address it so that the meeting can proceed fairly.
11.5 Decisions about staff are based on merit, apart from where a limited exception under the Act applies. We monitor appointments and promotions annually to check that no group appears to be disadvantaged.
11.6 Where we collect staff diversity data, we do so on a voluntary and anonymous basis and only where we can act on the result. Much of this data is special category personal data under UK GDPR; in an organisation of our size it can identify individuals even when reported in aggregate. We will not collect it unless we have identified a lawful basis and a condition for processing, and we will say what the data is for at the point of collection.
11.7 We will not ask about the health of a job applicant before a job offer is made, unless an exception in the Act applies. We do not use a general health questionnaire as part of the application process. Any health-related questions asked after an offer will be targeted, necessary and relevant to the role.
11.8 All staff and governors undertake equality training on a regular basis. Staff involved in recruitment, and those with line management or decision-making responsibility, receive training relevant to those roles.
12. Our pupils
12.1 We will not discriminate against, harass or victimise a pupil or prospective pupil in relation to admissions, the provision of education, access to any benefit, facility or service, by excluding them, or by subjecting them to any other detriment.
12.2 We monitor pupil data — including attainment, progress, attendance, suspensions and permanent exclusions, and participation in clubs and enrichment — and we will act where a group sharing a protected characteristic appears over-represented or under-represented.
12.3 We will comply with the Act in applying all pupil policies, including the Admissions, Suspension and Permanent Exclusion, Behaviour, Safeguarding and Child Protection, Curriculum, Uniform, Religious Education and RSHE and PSHE policies.
12.4 Where a policy, rule or practice might indirectly disadvantage a group of pupils sharing a protected characteristic, we will consider whether flexibility or adjustment is required, unless the rule can be justified as a proportionate means of achieving a legitimate aim. In a school setting, a legitimate aim might include safeguarding, health and safety, or maintaining academic or behavioural standards.
12.5 We will make reasonable adjustments for disabled pupils. This may include changing the way things are done, making changes to the environment, or providing auxiliary aids or services, in line with our Accessibility Plan.
12.6 Prejudice-related bullying and hate incidents are driven by assumptions, stereotypes and misinformation, and are directed at an individual or group on the basis of difference, real or perceived. We are committed to preventing, challenging and eliminating such behaviour.
12.7 Bullying, sexual harassment, and hate or prejudice-motivated incidents are recorded and dealt with under the Behaviour Policy. We use the record to identify trends, so that we can put in place support for those affected, sanctions and support for those responsible, and education for the wider community.
12.8 We take account of Department for Education guidance on harassment, sexual harassment and prejudice-related bullying. Staff receive training on identifying and responding to such incidents.
13. Positive action
13.1 We may need to meet the needs of pupils with protected characteristics in different ways so that they receive the same standard of education as everyone else. This arises where pupils experience a disadvantage connected to their characteristic, have different needs, or participate disproportionately little in an activity.
13.2 Positive action allows us to take proportionate steps to address need, disadvantage or low participation — for example targeted support or catch-up teaching. It is not mandatory, but we are committed to using it where it is lawful and proportionate. Positive action is not positive discrimination, which remains unlawful.
13.3 We are equally committed to positive action for staff with protected characteristics where the conditions in the Act are met.
14. Buying goods and services
14.1 We take the general duty into account when buying goods and services — including ICT, supply staff, consultants, school meals, learning resources, training and administrative supplies. Before a purchase or contract we ask whether the aims of the general duty are relevant and, if so, how they apply.
14.2 Where relevant, contract conditions will require the contractor to comply with the Act and with this policy. Supply staff are made aware of this policy and of the related pupil policies.
15. Breaches of this policy
15.1 We regard breaches of the Act and of this policy very seriously.
15.2 A member of staff who wishes to raise a concern about a breach involving another member of staff should use the Grievance Policy, or the Whistleblowing Policy where that is appropriate. In cases not involving another member of staff, concerns should be raised with the Headteacher or a member of the senior leadership team. Concerns about the Headteacher should be raised with the Chair of Governors.
15.3 Concerns and complaints will be investigated promptly and dealt with under the relevant policy, as determined by the Headteacher or, where the concern is about the Headteacher, the Chair of Governors.
15.4 A breach by a member of staff may be dealt with under the Disciplinary Policy and could result in a sanction up to and including dismissal. Serious discriminatory behaviour, including harassment, may amount to gross misconduct.
15.5 Staff may be held personally liable for their own acts of discrimination carried out in the course of their employment. An allegation of sexual harassment may also be a safeguarding matter and may amount to a criminal offence. Harassment may also be an offence under the Protection from Harassment Act 1997, which is not limited to conduct related to a protected characteristic.
15.6 Pupils are made aware of how to raise a concern about an equality-related incident, in line with the Behaviour Policy. The Headteacher, or a member of the senior leadership team with delegated responsibility, investigates equality-related incidents between pupils.
15.7 Parents, carers and members of the wider community who wish to raise a concern should follow the Complaints Policy.
16. Monitoring and review
16.1 This policy is reviewed annually by the Governing Body, and the views of interested parties are sought as part of that review.
16.2 We evaluate the success of our equality work using both quantitative and qualitative evidence, and by assessing the extent to which outcomes improve for groups of staff and pupils sharing protected characteristics.
16.3 We review all policies, procedures and practices for compliance with the Act and with this policy.
16.4 This policy will be reviewed out of cycle if the EHRC publishes final updated technical guidance for schools in England, or if there is a material change in the law.
17. Links with other policies
Accessibility Plan
Admissions Policy
Behaviour Policy and behaviour suite
Complaints Policy
Suspension and Permanent Exclusion Policy
Safeguarding and Child Protection Policy
RSHE and PSHE Policy
SEND Policy and SEND Information Report
Parent and Carer Code of Conduct
Whistleblowing Policy
Grievance, Disciplinary, Recruitment, Pay and Flexible Working policies
Data Protection Policy and record of processing activities
Risk assessment procedures


Appendix A — Guidance on the Equality Act 2010
This appendix is provided to build awareness of the Federation's obligations under the Act. It is a summary and is not a substitute for legal advice on a specific case.
Overview
The Act is a single consolidated source of discrimination law. It applies to all schools, including maintained schools, academies and non-maintained special schools.
It applies to schools as employers and to the way schools treat pupils, prospective pupils and, in limited circumstances, former pupils. As employers, schools must not discriminate over whether to offer a job or the terms on which it is offered, nor in relation to benefits, facilities, services, training, promotion or dismissal. In relation to pupils, schools must not discriminate in admissions, in how education is provided, in access to any benefit, facility or service, by excluding a pupil, or by subjecting a pupil to any other detriment.
The "responsible body" must ensure compliance. In a maintained school this is the Governing Body, together with the local authority. Anyone acting on behalf of the responsible body, including an employee, is liable for their own discriminatory acts. The responsible body is also liable unless it can show it took all reasonable steps to prevent the act.
Direct discrimination
Treating someone less favourably because of a protected characteristic than they treat, or would treat, others. In most cases there is no defence. Motive and intention are irrelevant. It includes discrimination by association (less favourable treatment because of a person's association with someone who has a protected characteristic) and by perception (because the person is believed to have a characteristic, even mistakenly).
Indirect discrimination
Applying a provision, criterion or practice generally, where it puts people sharing a protected characteristic at a disadvantage compared with those who do not. It is a defence to show that the provision is a proportionate means of achieving a legitimate aim and that the aim could not reasonably be achieved in a less discriminatory way. In schools, legitimate aims might include maintaining academic or behavioural standards, or ensuring the health, welfare and safety of pupils.
Harassment
Unwanted conduct related to a protected characteristic which has the purpose or effect of violating a person's dignity or creating an intimidating, hostile, degrading, humiliating or offensive environment. It covers unpleasant and bullying behaviour and extends to conduct that causes offence unintentionally. Motive is irrelevant. A person does not need to have the characteristic themselves to bring a claim; harassment can be by association or by perception. See also section 6 of this policy on the preventative duty in relation to sexual harassment.
Victimisation
Treating someone badly, or less favourably than they would otherwise have been treated, because they have done a "protected act" — or because they are believed to have done or to be about to do one. A protected act includes making an allegation of discrimination, bringing a claim, or giving evidence or information in support of someone else's complaint.
Additional provisions relating to disability
Two further forms of unlawful conduct apply to disability: discrimination arising from disability, and failure to comply with the duty to make reasonable adjustments.
Discrimination arising from disability occurs where a disabled person is treated unfavourably because of something that is a consequence of their disability. It is unlawful unless it can be justified.
The duty to make reasonable adjustments means that where something a school does places a disabled pupil or member of staff at a substantial disadvantage, the school must take reasonable steps to avoid that disadvantage. The duty applies to the way things are done, to physical features, and to the provision of auxiliary aids and services. For a pupil with an EHC plan, some aids may already be provided under the plan.
Schools may, and often must, treat disabled pupils and staff more favourably than others in order to make reasonable adjustments and to comply with the PSED.
Exceptions
The daily act of collective worship is an exception to the religion or belief provisions. Schools may hold acts of worship and celebrate religious festivals without providing an equivalent act of worship for every faith.
The content of the curriculum is excluded from the Act, but the delivery of the curriculum is not. The curriculum must not be delivered in a discriminatory way, and all pupils must have equal access to it.
The Act does not deal specifically with school uniform or appearance. The Governing Body determines uniform policy but must have due regard to equality law and to the Human Rights Act 1998, and should be sensitive to the needs of different groups without compromising requirements relating to health, safety and discipline.
Certain exceptions apply to schools with a religious character. None of the schools in the Forest Skies Federation has a religious character, and those exceptions do not apply to us.


Appendix B — How we comply with the general duty
1. Eliminating discrimination, harassment and victimisation
This policy is available to the whole school community through several routes, and equality issues in school are monitored by the Headteacher and the nominated senior leader for equality.
Staff and governors receive training on their responsibilities under the Act. New staff receive it as part of induction; all staff receive refresher training at the start of the academic year.
We make reasonable adjustments to the school environment and make activities as accessible and welcoming as possible for pupils, staff and visitors.
We plan ahead so that all pupils can take part in school activities, including extra-curricular activities and residential visits, and we monitor uptake so that no one is disadvantaged because of a protected characteristic.
Equality implications are considered whenever policies are developed or reviewed and whenever significant decisions are made, and the consideration is recorded.
Bullying and prejudice-related incidents are recorded, monitored and acted on.
Appointment panels have due regard to equality. Job applicants are not asked health-related questions before an offer unless the question relates to an intrinsic function of the role, and reasonable adjustments are made to the recruitment process.
Requests for contractual variation are considered for any indirectly discriminatory effect, and are refused only for good reasons unrelated to a protected characteristic.
We review how our teaching and curriculum promote awareness of individual rights and help pupils understand and value difference, and challenge prejudice and stereotyping.
2. Advancing equality of opportunity
We know our community and we collect and analyse data to inform planning and to identify targets.
We work with parents and carers to identify children with a disability, including at the point of admission.
We monitor the progress and achievement of groups of learners by the relevant protected characteristics, alongside the groups identified in the Ofsted inspection toolkits, and we use that analysis to set our equality objectives.
We act to close gaps in progress or achievement — for example for pupils making slow progress in acquiring age-appropriate literacy and numeracy.
We collect and analyse attendance, suspension and exclusion data by group.
We collect and analyse information about staff recruitment, retention, training and promotion, subject to the data protection safeguards in section 11.6.
We encourage pupils with particular characteristics to participate fully in clubs, enrichment and leadership opportunities, and we monitor who takes them up.
All three schools in the Federation provide disabled access, designated disabled parking and accessible toilet facilities.
We meet the dietary requirements of pupils from different religious and cultural backgrounds, and pupils with medical dietary needs.
We avoid language that places a ceiling on a child's achievement or defines their potential as a learner, and we use a range of teaching strategies to meet the needs of all children.
We provide support to children at risk of underachieving and are alert to the damaging effect of negative language about race, sex, disability and sexual orientation.
We take proportionate positive action to address disadvantage faced by particular groups of children and staff.
3. Fostering good relations
We prepare children for life in a diverse society, with activities across the curriculum that promote spiritual, moral, social and cultural development.
We teach about difference and diversity, and about the impact of stereotyping, prejudice and discrimination, through RE, PSHE, RSHE, citizenship and across the curriculum.
We use materials and resources that reflect the diversity of the school population and the local community, and avoid stereotyping.
We promote a whole-school ethos that challenges prejudice-based language, attitudes and behaviour.
We provide opportunities for children to appreciate their own culture and to learn about others, and we include the contribution of different cultures to world history.
We provide opportunities for pupils to hear a range of opinions and to empathise with different experiences.
We promote positive messages about equality and diversity through displays, assemblies and visitors.
We gather and analyse responses from staff surveys and training evaluations, from pupil feedback and PSHE lessons, and from whole-school surveys of pupils' attitudes to themselves and to school.


Appendix C — Equality objectives 2026–2030
The specific duties require us to prepare and publish one or more specific and measurable equality objectives, and to replace them at least every four years. The previous objectives ran from 2022 to 2026 and expire at the end of this term. The objectives below are proposed for adoption alongside this policy.

	No.
	Objective, measure and action

	1
	Objective: to monitor and analyse attainment and progress by group — including but not limited to disability and SEND, sex, race, and pupils eligible for the pupil premium — and to act where a gap is identified.
Measure: the gap between [GROUP] and their peers in [MEASURE] reduces from [BASELINE, JULY 2026] to [TARGET] by July 2030.
Action: gaps are reviewed at each pupil progress meeting; provision is adjusted within the term in which the gap is identified, not at the next review point.
Strand of the general duty: advancing equality of opportunity.

	2
	Objective: to ensure that no pupil is prevented by cost, background or family circumstance from taking part in the enrichment, trips, clubs and residential experiences the Federation offers.
Measure: participation by pupils eligible for the pupil premium and by pupils with SEND is within [X] percentage points of participation by their peers, from a baseline of [BASELINE, JULY 2026].
Action: participation is recorded by group each term and reported to governors annually.
Strand of the general duty: advancing equality of opportunity.

	3
	Objective: to reduce the incidence of prejudice-related language and behaviour, and to increase pupils' confidence in reporting it.
Measure: recorded prejudice-related incidents are analysed by type each term. The proportion of pupils reporting in the annual survey that they know who to tell rises from [BASELINE, JULY 2026] to [TARGET].
Note: a rise in recorded incidents in the first year is expected and is not a failure of this objective. Under-reporting, not reporting, is the risk being addressed.
Strand of the general duty: fostering good relations.

	4
	Objective: all staff and governors involved in recruitment and selection to complete training on equality and non-discrimination, and all staff and governors to complete refresher equality training.
Measure: 100% completion, evidenced by a dated central training record held by the Business Manager. Completion is by [DATE], and thereafter within [X] weeks of a person taking up post.
Action: training is scheduled as part of the September training days and recorded centrally rather than by each school separately.
Strand of the general duty: eliminating discrimination.



Progress against the 2022–2026 objectives
The specific duties require us to publish the outcomes of, and progress against, the previous set of objectives. That statement is published on the school website alongside this policy.
	TO CONFIRM BEFORE PUBLICATION — This progress statement does not yet exist and must be written before the new objectives are published. It is a short document — one paragraph per objective, stating what was achieved and what was not. Publishing new objectives without it leaves a visible gap in the compliance trail from 2022 to 2026.
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