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Welcome to our Equality, Diversity and Inclusion annual report for 2021-22. It
gives me great pleasure to present this celebration of everything we have
achieved over the past year. The detail of our work is outlined in the sections that
follow.

Bourne Education Trust (‘BET’) is an inclusive organisation which seeks to raise
standards of education, support the skills needs of employees and act as a positive
force for equality of opportunity within our communities. We respect our colleagues and
pupils as individuals and celebrate diversity in the rich mix of backgrounds and
experiences they bring to our Trust and schools. 
 

To achieve this, BET champions its commitment to treating all pupils, staff, governors
and trustees with the respect that they deserve as a unique human being, and to
maximising our collective potential through the power of high quality education and
training. 
 

This means that there should be no barriers in the Trust for pupils and staff to achieve
their potential. We will continuously monitor the performance of pupils and staff, to
ensure that BET reflects the communities it serves and everybody has equal opportunity
to succeed and develop. Where any equality gaps become apparent, they will be
investigated and actions put in place to improve, in order to close these gaps. 

This report takes stock of our position at the end of 2021-22 against our policy
objectives and sets out our improvement priorities going forward in 2022-23. 

Recently there have been many reasons to reflect upon inequalities which are prevalent
in our communities. We will be informed by research and actions both locally and
nationally across the education sector and engage wherever we believe we can do
things to tackle inequalities. 
 

Through embedding our mission of Transforming Schools, Changing Lives, we aim to
ensure that we have a trust where all pupils can achieve their potential and where every
member of staff can work in an environment where ability and commitment will flourish. 

Alex Russell
CEO

FOREWORD
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Equality, diversity and inclusion ('EDI') remain core values of the Trust as
articulated in our mission, values and strategic objectives. 
 
Our vision is to sustain a stimulating and supportive environment for all pupils and staff,
distinguished by a commitment to high standards and respect for the individual. 
 
Our commitment to equality, diversity and inclusion remains a business priority. Through
engaging, motivating and valuing our employees and learners, we strive to maintain
organisational success during difficult periods. 
 
The Trust wholeheartedly supports the principles of equality, diversity and inclusion and
opposes all forms of unlawful or unfair discrimination on any grounds. We are
committed to recognising and actively promoting EDI within our community. We aim to
provide a working and learning environment that acknowledges the richness of diversity
and recognises the positive contributions of people of different social backgrounds,
cultures, religions, abilities, ages and sexual orientation. 
 
The Trust seeks to ensure equality of opportunity and treatment for everyone in relation
to all of its activities, such as the recruitment and employment of staff, consultants and
contractors, the provision of educational opportunities and the provision of training and
other services to individuals. 
 
The Trust will work actively towards eliminating discrimination, harassment, bullying and
any other conduct prohibited by the Equality Act. The Trust recognises the existence of
institutionalised discrimination, including institutional racism and is committed to
making changes in any area of Trust practice where there is evidence of failure to
provide an appropriate and professional service. It is committed to closing equality
gaps in relation to pupil outcomes and employment issues. 

Our Equality Duty reflects the broad range of issues connected with the Trust’s mission
- Transforming Schools, Changing Lives – to lead our community in providing
aspirational learning and pathways for progression. The Duty covers equality issues both
in employment and in service delivery. 

OUR COMMITMENT UNDER THE PUBLIC SECTOR DUTY
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Our progress in improving participation, retention and achievement in areas
where there is currently inequality 
Our ability to maintain the progress of all pupils 
Evidence of all staff adopting a positive approach to equality, diversity and
inclusion and their ability and success in implementing this Duty 
Our progress towards embedding equality, diversity and inclusion within the
curriculum 
The completion of the Single Equality, Diversity, Inclusion and Belonging Scheme
(‘SEDIBS’) relating to equality, diversity and inclusion
The views of learners, staff and stakeholders on the efficacy of the Duty 
Our progress in recruiting a diverse work force and the demonstration of best
practice in relation to employment. 

Comply with the law in promoting equality and where appropriate go beyond the
legal requirements 
Ensure that all learners succeed and can progress in ways that match and exceed
their abilities and aspirations
Be an organisation that embraces and recognises the talents of all and does not
tolerate any form of discrimination or harassment.

We will judge our success by:

This report details the work undertaken by the Trust during 2021-22 and also provides
the results of equality and diversity monitoring undertaken during this period. This
report is divided into five parts:
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A SUMMARY OF OUR OVERALL APPROACH AND OUTLINE OF OUR
STATUTORY OBLIGATIONS

AN OUTLINE OF OUR KEY ACHIEVEMENTS AND ACTIVITIES UNDERTAKEN IN
THE PAST YEAR TO ADVANCE EDI, PREVENT DISCRIMINATION AND MAKE
PROGRESS IN RELATION TO OUR SEDIBS

 
PUPIL EQUALITY DATA

STAFF EQUALITY DATA

* Please note that the data produced is correct at the time of publication

We will:

NEXT STEPS



Some of the ways in which the Trust promotes equality include: 

PART 1: SUMMARY AND STATUTORY OBLIGATIONS

Embedding equality into our curriculum and extra-curricular activities, tutor
periods, assemblies and training
Decision-making through an EDI lens 
Staff and pupil engagement in community support activities and charity fund
raising
Pupil enrichment programmes which cover a range of strands including EDI
Our SEND and pastoral teams who provide a wide range of support for pupils
with learning difficulties or disabilities, or who need help to overcome barriers to
their participation or success
An entitlement to request provision of facilities for example for prayer or
parenting needs
Family friendly policies to support staff needs including: Flexible working, job
sharing, leave of absence, parental and adoption leave.

At BET we are committed to the development of a balanced, inclusive and diverse
community which is open and accessible to all pupils, staff, visitors and families. 
 

BET aspires to excellence and a positive attention to values and behaviours is an
essential part of that process, including:  

SUMMARY
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The Trust has agreed three key equality and diversity objectives in line with the strategic
objectives and best practice in response to appropriate equality legislation.

BEING 
INCLUSIVE NURTURING

BEING 
SUPPORTIVE

BEING 
PROUD

BEING 
RESPECTFUL

SHOWING 
INTEGRITY

OBJECTIVE 1
EDI WILL BECOME
A MAINSTREAM

ACTIVITY ACROSS
THE TRUST

OBJECTIVE 2
LEARNING IS

ACCESSIBLE AND
INFORMED BY

PUPIL FEEDBACK

OBJECTIVE 3  
OUR ENVIRONMENT

OFFERS POSITIVE
OPPORTUNITIES FOR
PUPILS AND STAFF TO

PERFORM TO THEIR
HIGHEST POTENTIAL



STATUTORY OBLIGATIONS

Eliminate unlawful discrimination, harassment and victimisation 
Advance equality of opportunity between different groups 
Foster good relations between different groups. 
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Public Sector Equality Duty
Under the Public Sector Equality Duty ('PSED') which was created by the Equality Act
2010, the Trust has a duty to have a Single Equality, Diversity, Inclusiveness and
Belonging Scheme in place. The SEDIBS encompasses nine protected characteristics
including disability, age, gender, gender reassignment, ethnicity, religion and belief,
marriage and civil partnership, pregnancy and maternity and sexual orientation. The
general duty is set out in section 149 of the Equality Act. 
 
The duty came into force in April 2011. In summary, those subject to the general
equality duty must have due regard to the need to: 
 

We are committed to being open and transparent about the information on which we
base our decisions, what we are seeking to achieve and our results. This includes clearly
setting out the equality outcomes we are working towards. 

Equality impact analysis and assessment
The PSED does not specify a legal requirement to carry out Equality Impact Assessments
('EIA'). However, there is still a legal requirement to comply with our statutory
obligations under the specific and general duties and in most cases an EIA has been the
most effective way of doing this. To ensure this analysis and assessment continues
formally, EIAs will be rolled out during this academic year to ensure EDI is an integral
part of any new internal and external policy, plan or key action. 
 

An assessment will be carried out on: 

 

New functions, policies, procedures and services as they are developed;
significantly altered functions, policies, procedures and services; and 
Existing functions and policies over a period of time. 

The process considers all nine protected characteristics or strands of equality and other
vulnerable groups and whether actions will eliminate or enhance discrimination and
what mitigation and actions can be taken to prevent the latter.



OVERALL APPROACH
Access to services and information
One of the Trust’s priorities is that all of our services should become fully accessible to
all parts of the community. Our programme of analysis and assessment of any potential
impact should highlight any factors which indirectly discriminate, by making a service
less accessible to particular groups. We are committed to taking action to address any
barriers experienced by any section of our community. 
 
We recognise the importance of not only communicating our clear commitment to
equality, diversity and inclusion, but also the importance of keeping stakeholders
regularly informed of the progress being made and the outcomes being achieved. This
includes opportunities for the community to take part in this work and help contribute to
the improvements that the Trust is seeking. 

Our aim is to publish information in the most customer friendly, accessible, practical
and cost effective way. We communicate our messages: 

Consultation with stakeholders
The Trust will endeavour to actively involve people with protected characteristics in
policy and decision-making activities. Relevant groups will include: 
 

In writing by letter, email or text – in different languages as required
At specifically arranged meetings with particular groups or
individuals 
By telephone, using an interpreter if needed 
Newsletters or reports
Digital media.
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Current pupils 
Future pupils
Staff
Members of the wider community and
individuals who use the services of our schools 
Staff EDI reference group. 

Pupil and staff surveys 
Focus groups 
Existing consultation mechanisms. 

A range of methods will be employed such as: 
 



Employment monitoring
We collect information about the profile of our workforce.
Our employment monitoring includes an analysis of:
Starters and leavers, absence, gender, ethnicity and
disability. 
 

More specifically, our employment monitoring covers
the numbers of: 

Employees in post 
Starters and leavers
Employee turnover.

Leadership and management
The Board is responsible for: 

 

8

Ensuring that the Trust complies with its legislative duties
Ensuring that adequate strategies and systems are in place to implement the
SEDIBS.

The data is used to identify any differential impact of the Trust’s employment and
recruitment practices on people from different groups, such as ethnic background. The
Trust takes steps to address any adverse findings as a result of this analysis and from
2022-23 we will extend this to include applicants for posts.
 

The Chief Executive is responsible for: 
Chairing the EDI Strategic Group and ensuring that equality is covered as an
agenda item at each board, local governing committee and leadership meeting 
Providing a consistent and high profile lead on equality issues 
Promoting a general awareness of equality within and outside the Trust 
Requiring managerial action to implement the duty and related policies 
Ensuring the Single Equality, Diversity, Inclusiveness and Belonging Scheme
and its aims are followed, and progress is reported on.

The Core Group and School Leaders are responsible for: 
Implementing the EDI Next Steps and its related aims and strategies 
Ensuring that all staff are aware of their responsibilities and are given
appropriate training and support 
Following the relevant procedures in taking appropriate action against staff or
learners who carry out unlawful discrimination.



All staff are responsible for: 
Ensuring they are aware of the Trust’s statutory duties in relation to equality
legislation 
Eliminating unlawful discrimination, harassment, victimisation and any other
conduct prohibited by the Equality Act 2010 
Promoting positive attitudes towards equality
Attending staff development and information opportunities in order to keep up
to date with legislation and Trust requirements regarding EDI.

Complying with the equality requirements set out in the contract or agreement
(the Trust is responsible for ensuring the requirements of the positive duty are
met in those functions delivered under contract. Contracts and agreements
should include a requirement to comply with the Trust’s Equal Opportunities
and Inclusion Policy). 

Providing a strategic lead and direction for the Trust
Ensuring that all learners and staff are enabled to achieve their full potential,
irrespective of a protected characteristic 
Ensuring that Bourne Education Trust is seen as a beacon of best practice.
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Monitoring and evaluation
Each year the board receives an assessment of the progress made by the Trust against
the SEDIBS. This is shared with all staff and is made available on the Bourne Education
Trust website for families and the wider community to access.

Contractors and service providers are responsible for: 
 

The EDI Strategic Group is responsible for: 

Promotion and communication of equality, diversity and
inclusion
The basis of our EDI charter identifies how we will ensure fair
treatment and opportunity for all by eradicating prejudice and
discrimination based on an individual or group of individuals’
characteristics. This is visible in and around the Trust and
schools to all staff members. 

EDI is promoted to pupils, staff, governors and trustees to
ensure that Trust values and behaviours are well understood. 



There are a range of resources and materials in schools to support staff explore
opportunities to further develop understanding of EDI and it is integral to our curriculum
frameworks.
 

EDI is promoted to pupils, staff, governors and trustees to ensure that the Trust values
and behaviours are well understood. There are a range of resources and materials in
schools to support staff explore opportunities to further develop understanding of EDI
and it is integral to our curriculum frameworks. 

Trust and school communications have a focus on EDI to ensure all staff are aware of
their responsibilities and also the Trust executive's and school senior leadership teams’
commitment to embedding this into all areas of the Trust. 
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Responsibility when working with other organisations
The Trust is responsible for meeting the general equality duty
when carrying out functions with other organisations. If the
partner is another public authority also bound by the duty,
each organisation will be responsible for meeting its general
duty and any specific duties. If the partners are private or
voluntary organisations it will be the responsibility of the Trust
to ensure that the work done jointly meets its equality duty.

Single Equality, Diversity, Inclusiveness and Belonging Scheme
The Single Equality, Diversity, Inclusiveness and Belonging Scheme incorporates what
was previously published as our ‘EDI Next Steps’ paper and is linked to the Trust's
overall Strategic Plan, and should be read in conjunction with this. The SEDIBS should
also be read in conjunction with the Trust’s Equal Opportunities and Inclusion Policy as
it is based on legislative compliance and best practice and has clear links to the EDI
Charter. 
 

This SEDIBS brings together our commitments to equality, diversity and inclusiveness,
and our equality ambitions and plans across the organisation. It embraces all members
of our Trust community and its objectives demonstrate our wholehearted commitment to
continued action in tackling inequality and promoting diversity and inclusiveness. The
SEDIBS will build on our previous equality work. We will continue with our efforts to
break down barriers and challenge unfairness and ensure opportunities and experiences
which help pupils and staff reach their full potential. 

  



We are proud of the activities which we have organised in the past year to advance EDI
and prevent discrimination from occurring. Set against the three themes within the
SEDIBS they are:

 Equality, Diversity and Inclusion Strategic Group
This group, made up of two board directors and two representatives from the Trust’s
core group, is chaired by the Chief Executive and oversees all aspects of EDI for the
Trust. A key focus for the committee is on improving EDI in teaching and learning and
ensuring that this is embedded throughout the curriculum. 
 

Our SEDIBS has been developed to target areas for improvement and to ensure there is
a clear focus upon closing any identified gaps. 

PART 2: OUR KEY ACHIEVEMENTS & PROGRESS DURING 21-22
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THEME 1: DEMONSTRABLE EQUALITY OF EXPERIENCE FOR ALL

Local Governing Committees
Each LGC has a nominated governor for EDI. This person’s remit is to hold their school
to account for progress towards implementing the Trust’s SEDIBS at a local level.

Single Equality, Diversity, Inclusiveness and Belonging Strategy
The Trust has updated its SEDIBS for 2022-2025. This sets out the overall aims, roles
and responsibilities, service planning and monitoring as well as reviewing and
evaluating the strategy. It is reviewed regularly by the EDI Strategic Group.

Training and compliance
Compliance
From 23 September 2019, public sector websites launched on or after 23 September
2018 must meet accessibility standards. The deadline for public sector organisations to
make all existing websites accessible was 23 September 2020. To respond to this we
audited our websites to ensure that they can be used by as many people as possible –
see section on ‘websites’ below.

Our processes have been developed to include Equality Impact Assessments as an
integral part of any new internal and external plans. This means it is now a more
systematic and robust approach and ensures that any measures that might enhance
discrimination are mitigated against. 



Induction
A dedicated slot on equality and diversity forms an integral, embedded part of the staff
induction, offered to all at entry to employment and annually at each of the staff
conferences that take place at the start of the academic year. 

Transforming thinking about disability
Addressing homophobic bullying
Autistic teachers and leaders are everywhere
Understanding racial bias in education
Principles of whole school inclusion.

Mandatory training
A comprehensive online equality and diversity learning package, available on Educare,
our online training provider, supports the organisation’s objectives of promoting
equality, diversity and inclusion and is a mandatory requirement for the entire
workforce. 
              
All staff are expected to complete the online ‘Equality & Diversity’ course on Educare
and to refresh every 3 years, as is good practice. Records show 89% cross-Trust
compliance as at the end of 2021-22. This is monitored through the staff development
records. All those who have not completed the course are followed up. We aim to have
full completion by the October 2022 half term.

All school leaders attended the ‘Belonging without Barriers’ conference run by Schools
Alliance for Excellence. It covered Conscious Inclusion and the Power of Language
– Diversity in Schools, and workshops on:
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Recruitment and selection training
All leaders involved in the recruitment of staff are expected to undertake Safer
Recruitment training which highlights how to ensure that our processes are equitable,
safe and inclusive. 

Updates to policies and procedures
Trust and school policies and procedures are continuously reviewed and updated, with
new ones introduced when deemed necessary. We have reviewed the Equal
Opportunities and Inclusion Policy and Equality Impact Assessment process during the
last academic year. 



Website
A review of the Trust websites has taken place this year. Our website designer,
Cleverbox, has put the following in place to ensure that they are fully accessible:
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A fully responsive design, meaning the website is correctly
displayed across all devices
A ‘high visibility’ version of the site, designed for screen
readers and assistive technology
The ability to add/edit content via the CMS
‘Alt-tags’ which allow you to apply a text description to
images
Giving website users options to pause video
Google Translate functionality.

AFAN (All Faiths and None) and parenting provisions
All pupils and staff are entitled to ask school leaders for access to an AFAN (All Faiths
and None) room and are aware that they can. Wherever possible, spaces are identified
that are conducive to individual prayer, meditation and reflection and contain
appropriate facilities to assist the prayers of members of major religious traditions. 

Admissions
All schools within the Trust adopt the same admissions policy. We place inclusion at
the heart of this:

THEME 2: STRENGTHEN OUR DIVERSITY AND IMPROVE INCLUSION

Pupils with an EHCP naming the school are allocated places prior to
consideration of any subsequent application
Looked after children are given first priority during the allocation of places and
in our oversubscription criteria
Some schools have catchment areas to support those who, because of
geography, would not have fair access to a school over others who have more
choice
Where parents choose to admit children outside their chronological year group,
the Trust’s policy is to ensure that this is in the best interest of the child
If a school has spaces, a place must be offered to an applicant (except twice-
excluded pupils) unless it can be proved that to admit them would prejudice the
efficient provision of education or use of resources
Transition arrangements take into account the social, medical and educational
requirements of all pupils.



Visitors and staff are entitled to ask school leaders for:
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Access to a private area to breast feed
Access to an appropriate space to change nappies
Flexibility around the location for meetings and parking to accommodate
buggies and younger siblings 
Consideration of any reasonable request.

Mental health and wellbeing
Our staff and pupils’ mental health and wellbeing are of paramount importance to us.
The Trust is a place where pupils are not only encouraged to flourish academically but
are supported throughout the other challenges that they may face. We offer our pupils a
diverse range of both internal and external services in the form of counselling,
mentoring, PSHE lessons, school nurse appointments and pupil and teacher-led
support groups. All of these services are available to every single child in the Trust.

We have also taken steps to improve staff wellbeing in a bid to ensure a happy and
secure staff body. Wellbeing is on every leadership agenda and part of our decision-
making impact assessments. School leaders organise regular wellbeing sessions for
their staff. We have organised a resilience training pilot for heads and will look to
extend this during 2022-23.

Estates
The Trust has undertaken specific works across eight of its sites to support its SEDIBS.
Works include the installation of gender neutral toilets, a lift to allow access to a
business resource centre, reconfiguration of a library to become a support and
intervention centre, removal of obstructions to allow direct access to buildings, creating
new pastoral and SEND spaces, new sports facilities incorporating accessible toilets
and showers, an induction loop and gender neutral use, and re-purposing previously
mothballed areas for learning support and SEND.

Safeguarding
Our approach to safeguarding supports inclusion so that:

We provide practical guidance and signpost where everyone might look to go
for support and advice
Training materials include incidents of abuse that involve people from LGBT+
communities, people from minority ethnic backgrounds and people with
disabilities



We reassure people about the level of confidentiality they can expect so as to
encourage anyone with safeguarding issues to come forward. Research shows
that people from LGBT+ and ethnically diverse communities can have concerns
about reporting domestic abuse due to fears about hate crime, racism and/or
forced marriage and honour-based violence
Those for whom English is an additional language or use British Sign Language
can expect support so that their concerns can be clearly communicated
Our safeguarding experience and graduated responses ensures that every pupil
gets the right support to meet their individual needs. Our inclusion and
safeguarding experience covers:
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School uniforms
All but one of our schools have one uniform rather than separating this (boy/girl).
However, at this one school both sexes can wear either one of the two uniform options.
When new uniforms are introduced, SBMs look at average costs and work with
providers to ensure that if one aspect of the uniform costs more (often the blazer or
pleated skirt) this is off-set with items available from supermarkets. No school has
mandatory uniform requirements that cost more than £150 with the majority costing less
than £100.

Child learning difficulties
Ethnic minority and traveller support
Support for asylum seekers/refugees
Improving attendance 
Children missing education
Child protection 
Supporting those with SEND
Supporting other vulnerable groups
Elective home education 
Safer recruitment.

Special education needs and disabilities
All our schools aspire to be fully inclusive. This means that all pupils are welcomed
regardless of education need. Each school has a SENCo to provide high profile and
visible leadership. We believe that all teachers should be a teacher of SEND and train
them as such. All pupils learn, contribute to and take part in all aspects of school life.
Pupils with SEND spend most or all of their time learning with their peers, and our
schools encourage awareness of the mutual benefits of inclusion. 



The benefits include meaningful friendships, respect, better appreciation and
understanding of individual differences, and being prepared for adult life in a diverse
society. Some benefits are social.

Pupils can create lasting friendships that help them navigate relationships later in their
lives. In an inclusive classroom, they get to see how different people interact. There are
academic benefits, too. In our inclusive classrooms, SEND pupils experience the same
high expectations as everyone else – both from their peers and their teachers. 

Families may also benefit. This is especially true when the SEND pupil is an only child,
whose parents may be unable to fit in to the community, unless the pupil is in an
inclusive school. Our schools hold lots of orientation sessions and meetings between
parents, specialists and teachers to support SEND pupils' families.

The Trust is highly inclusive and its CEO chairs Surrey’s Inclusion Roundtable and is a
member of the Inclusion Innovation Working Group. Within the MAT, there are 11
specialist resource provisions (covering sensory impairment, SEMH, ASD and COIN),
two special school satellite centres for pupils with LAN, with a third to open in 2023,
and in September 2022 BET is opening two temporary ASD satellites for up to 80 pupils
in West Molesey and Ripley. In September 2024 it is opening an ASD unit within The
Matthew Arnold School for 20 pupils.
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Technology
BET Futures has explored the links between EDI and technology, particularly the
opportunities to reduce learning barriers and staff workload. The group looked
specifically at initiatives which have had impact by using technology to support SEND
learners. This has included software for pupils with low literacy and ways to reduce
distractions in the classroom for autistic learners. The team also explored opportunities
for using technology such as the new MIS to reduce workload for staff to improve
work/life balance. This work will continue into the next academic year.

Young carers
We are aware of the challenges faced by our young carers. They are well supported
across our schools which are characterised by young carers groups, specific carer trips,
ELSA support, lunch clubs, individual interventions (particularly around learning and
wellbeing) and, where appropriate, financial support.



Teaching, learning and assessment
Trust and school leaders work very effectively to improve EDI and British Values in
teaching, learning and assessment. The implementation of a number of measures
has improved the embedding of EDI and British Values in the classroom:

Disability Confident
The Trust is in year one of its commitment to being a Disability Confident Employer.
Through the Disability Confident campaign, the Government works with employers to
challenge attitudes towards disability, remove barriers to disabled people and those
with long term health conditions in employment, and ensure that disabled people have
the opportunities to fulfil their potential and realise their aspirations.

Inclusive and accessible recruitment
Communicating vacancies as widely as possible
Guaranteed interviews to disabled people
Work shadowing and experience
Providing reasonable adjustments
Supporting existing employees.

THEME 3: EXCELLENCE AND AMBITION IN DELIVERY OF EMBEDDED EDI
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In year 1 we aim to be recognised as Disability Confident Committed and pledge
to: 

We have offered the following activities: Work experience, job shadowing, internships
and pupil placements to enhance the experience and opportunities for disabled people.

EDI and British Values are promoted at induction and schools’ annual
conferences to ensure that the Trust’s values and behaviours are well
understood. Staff explore and plan for opportunities to further develop pupils’
understanding and they are made integral to the various tutor and assembly
programmes
Teachers create a positive, welcoming and inclusive environment in their
classes ensuring there is a culture of respect that results in appropriate
behaviour for learning (pupils graded Trust schools 3.5/4 in terms of welcome,
respect and acceptance of difference,  March 2022- Pupil Experience Survey).
Negative attitudes are always challenged
Social and cultural diversity and equality of opportunity are valued, promoted
and integrated fully into the learning experience and when EDI matters were in
the media (social justice movements – BLM, #MeToo, Everyone’s Invited - and
the COVID-19 pandemic) the Trust upheld and promoted its duty and utilised



Our quality of education reviews found the promotion of EDI and British Values
are planned effectively and learning activities motivate and engage pupils 
The COVID-19 pandemic raised the concern that a spectrum of pupils in our
schools could be in fear of being disadvantaged in their learning and their
overall achievement and progression. In regard to teaching, learning and
assessment, staff were taken through an in-depth and comprehensive digital
upskilling plan on MS Teams to be ensure no pupil would be disadvantaged
through a lack of learning opportunities
Before lockdown all schools acted to make themselves aware of pupils who may
not be able to access specific online resources and sessions, so this was then
either made available through hard copies and regular communications with
these pupils, or these pupils were provided with laptops
Pupils with special educational needs continued to be supported and this was
considered when first centre and then teacher assessed grades were recorded.
In addition to the above, socio-economically disadvantaged pupils were
provided with a laptop to access all their sessions online and continue to study
Outside of public exams, staff adopt a wide variety of assessment methods to
ensure that everyone has a chance to shine and show themselves at their best
Staff plan for individual pupils’ diverse needs in lessons, including the use of
reasonable adjustments for pupils with special educational needs and
disabilities. Where they identify particular EDI/British Value themes or activities
related to specific lessons or assignments, staff maximise opportunities for
pupils to develop a sound understanding of what this means
Lessons promote respect of pupils’ opinions. Discussion and argument over
particular points is encouraged as long as respect for each other’s views
continues
Pupils’ resources and teachers’ examples aim to avoid stereotypes and
encourage diversity and inclusion. Staff aim to actively promote multiculturalism
in lessons and plan lessons that reflect the diversity of the classroom
Embedding EDI into teaching, learning and assessment is ongoing and next
steps will include thorough reviews of our various curricula to ensure they
represent the values to which we aspire and reflect as wide a representation as
possible. We need to include this in next year’s Q of E reviews.
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these to create further discussion and understanding. Pupils graded Trust
schools 3.4/4 in terms cultural celebration and tackling intolerance and
inappropriate attitudes, March 2022- Pupil Experience Survey



PART 3: PUPIL DATA 

1..Overall, we are extremely pleased with the results this summer. Trust schools show
a steady upward trajectory over the last four years. 
2. National results are higher or broadly in line with 2019 and lower than 2022 across all
phases. This is unsurprising given Ofqual’s commitment to a ‘transition year’ as we
emerge from COVID restrictions, with results being at a ‘half-way point’ between 2019
and 2021. Trust results, in general, replicate this pattern but in some measures (9-4
EM% and 9-5EM% at GCSE) we have bucked this trend and outperformed the centre
assessed grades from 2021.
3. The Trust compares very well against the available national averages and exceeds all
but one measure at KS1, KS2 and KS4 – see tables below.
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OUTCOMES



4. The national picture also shows London and the South East outperforming other
regions. This is interesting to note as it suggests schools which were harder hit by
lockdown restrictions, or which are more socially deprived, have seen this reflected in
results. This gives a useful context when looking at those schools in the Trust which
serve more disadvantaged communities.
5. Vulnerable groups were hit the hardest by lockdown and this is seen in results
nationally; the gap between pupil premium children and their peers remains. Some Trust
schools at both primary and secondary bucked this trend. 
6. Only two schools have an overall negative P8 at GCSE. Some of this is due to a small
but significant sub-cohort not attending school and the challenges of home learning. 
7. SEND, for children with and without an EHCP, remains a challenge at all phases.
Whilst this can be linked to lockdown, national and local trends highlighted this pre-
COVID. Securing positive progress for this group remains a priority for the Trust.
8. In terms of ethnicity, the Trust’s priority groups are White British, who are also PP,
and Gypsy, Romany and Traveller children. This is no different to the national picture.
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PUPIL EXPERIENCE SURVEY
We have undertaken two surveys this year. The scores are out of 4. All responses are
above 3.3. This is encouraging, especially as there have been marginal improvements
between the two survey dates (October 2021 and March 2022). However, we hope that
these scores will improve further as our SEDIBS is embedded. 



1.   Have you ever heard or seen people
making negative comments or actions
about others at your school because they
think they are different to them?

Encouragingly, pupils are well-
informed about what to do if they hear
or see such comments or actions.
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2.   Do you know what to do if you see or
hear people making negative comments
or actions?

Although the survey questions above indicate a positive and inclusive culture,
challenging and eradicating inappropriate comments and actions are priorities for the
Trust and its schools as this question shows:

Pupil Experience Survey



GENDER: Women outnumber men within the staff
by approximately 4:1 (figure 1)

ETHNICITY: The largest representation is White
British with the second largest being White Other;
together they account for over 75% of the
workforce (figure 2)

79% of BET staff are involved in education
leadership, delivery and support (figure 3)

PART 4: STAFF DATA 
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CHARACTERISTICS

The BET staff characteristics are as follows:

93% of school leaders are White
British, Irish or Other; 75% are female

83% of teachers are White British, Irish
or Other; 73% are female

79% of classroom assistants are White
British, Irish or Other; 95% are female

76% of non-classroom post-holders
are White British, Irish or Other; 79%
are female
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Have transparent recruitment processes 
Ensure effective management and retention of staff 
Offer equality of opportunity 
Ensure pay decisions are equitable and fair.

Attendance is a strong indicator of wellbeing and the positive ethos and culture of the
Trust. Overall staff attendance for the last academic year is 99.1%. We only have this
data holistically at present but next year will try and analyse it by sub-groups to identify
any relevant patterns.

The national average for staff turnover in schools for 2021-22 is 25%. Furthermore, a
national schools survey undertaken by Edurio shows that 42% of the workforce say that
they are looking to change jobs within the 12 months. Set against this, BET’s staff
turnover for the 2021-22 academic year was 20.8%. Of the 19 academies in the Trust
during the 2021-22 academic year only two were significantly above the national
average at 31.2% and 32.7% respectively. All those leaving have the opportunity for an
exit interview. These gave no indication that general adverse employee experiences
were the reasons for their departure. We only have this data holistically at present but
next year will try and analyse it by sub-groups to identify any relevant patterns.

ATTENDANCE

STAFF TURNOVER

In the Bourne Educations Trust we are committed to equality, diversity and inclusion and
improving the gender pay gap. We are fully committed to supporting the fair treatment
of all employees, irrespective of gender. Through our policies we:

GENDER PAY GAP

It is important to understand what we mean when we talk about the gender pay gap. In
particular to understand the difference between the gender pay gap and equal pay.
Equal Pay is the right for men and women to be paid the same when doing the same
work of equal value. Gender pay gap is a measure of the difference between men’s and
women’s average earnings across an organisation expressed as a percentage of men’s
earnings. The full report for 2021-22 is published on our website.

STAFF EXPERIENCE SURVEY

We have undertaken two surveys this year. Overall, they indicate that the Trust is a
proactive, tolerant and reflective organisation and that staff are happy, feel supported
and are fulfilled. 

https://home.edurio.com/
https://bournetrust.s3.amazonaws.com/uploads/key_information/Bourne-Education-Trust-Gender-Pay-Gap-Report-21-22.pdf?t=1654879323
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1..96.6% stated that none of the protected characteristics had been a barrier to their
ability to succeed with the Trust. Of the 3.4% who did feel that these were
impediments, age was the most common factor identified.
2. Of the other barriers identified, part-time working and a lack of opportunities for
support staff were singled out as the main points requiring attention.
3. 85% believe that the Trust treats all employees with fairness and 90% state that
people of all cultures and background are valued.
4. 85% of staff believe that staff are respectful to one another and 80% felt that they
could openly express their ideas, opinions and beliefs in the workplace.
5. Wellbeing is a key characteristic of leaders’ approach to staff with 81% of staff
confirming that it is considered in all decision-making. However, only 71% believe that
the Trust encourages a good balance between personal and work life.
6. Importantly, 88% believe that appropriate action would be taken if an instance of
harassment or discrimination was reported.

PART 5: NEXT STEPS

The Trust aims to offer the very best opportunities for all of its learners, prospective
learners, staff, governors and trustees. In 2022-23 the Trust plans to implement further
positive actions to further improve our understanding and practice across the Trust.

COMPLIANCE

To continue to publish our Gender Pay Gap Report in line with the legislative
requirements, ensuring transparency in the results for all staff and stakeholders 
To continue to revise and update our equality policies and procedures to reflect
legislative updates and good practice 
Conduct a review and update of EDI data to ensure we have the most accurate
data for next years’ report 
To continue developing the Trust’s website to portray an aspirational,
supportive and inclusive employer committed to equality and diversity in its
workforce.

EDUCATION
To work with school leaders on challenging and reducing instances of
inappropriate comments and actions that are hurtful and offensive to others



To secure Level 2 Disability Confident Employer status
To develop a relationship with Inclusive Employers in order to realise everyday
inclusion in the workplace and to move forward with our EDI strategy
Continue to assist talent management/succession planning and the upskilling
of existing staff 
To gather regular stakeholder feedback in respect of EDI awareness across the
Trust and ensure action is taken where areas for development are highlighted
with the actions communicated and accessible to all staff, ensuring
transparency 
To review recruitment and equality monitoring paperwork to enable
candidates and employees to best reflect their particular circumstances 
To increase the depth of staff data to aid monitoring for EDI.

To continue to ensure all decision-making is made through a lens of EDI 
To ensure leaders and practitioners have access to high quality training and
development on EDI so that they can approach this with confidence 
To publish an inclusive curriculum framework to aid social mobility and
inclusion
To continue to work with school leaders to address areas of under-
representation within the curriculum 
To ensure specific teacher and general training continues to embrace EDI
Tutor and assembly programmes in place to continue to improve awareness
and embed EDI and British Values into the curriculum 
To update the Quality of Education reviews to ensure EDI is central in terms of
the structure of the visit and its subsequent recommendations.
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HUMAN RESOURCES

The Trust will continue to strive to meet the general and specific equality duties as a
public sector organisation. The work of our Equality, Diversity and Inclusion Strategic
Group will continue with contributions from three key areas; data; activities and
teaching, learning and assessment. There will be continued work on consultation and
communication, raising awareness of EDI across the Trust and increasing the visibility of
this information to both pupils and staff. [1]

[1] To request this information in an alternative version please contact Bourne Education Trust.
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