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FOREWORD

Across Bourne Education Trust (‘BET’), we strive to embed equality, diversity, inclusiveness and
belonging into everything that we do, not just to meet our statutory requirements. We pride
ourselves on being a welcoming and inclusive organisation with a real commitment to
continually raising awareness of equality and diversity matters and minimising discrimination
and prejudice. 

We need to recognise differences in people and celebrate the diversity mix in the Trust, but
what we really want to achieve is belonging. We want to create a sense of belonging for all our
staff and pupils and make sure that our diversity and inclusion efforts do not end up isolating
particular groups. Belonging allows an individual to be their authentic self. 

We aspire to excellence, and a positive attention to values and behaviours is an essential part of
that process. When carrying out our functions, we increasingly set equality, diversity and
inclusion (‘EDI’) at the heart of the way we do business by ensuring its core position in
education delivery and employment practice and embedding it into our day-to-day ways of
working. 

Our intention is to be recognised as a high performing trust and the critical factor in this is the
success of all pupils and staff. The single equality, diversity, inclusiveness and belonging
scheme (‘SEDIBS’) through its implementation will support us in this success. 

Our strategy for 2022-25 creates a framework for promoting and maintaining an inclusive
environment where everyone can achieve. This is informed by both the spirit and the letter of the
law. It is our response to the specific duty to publish information under the Equality Act 2010. 

This strategy has been drawn up in partnership with our trustees, governors, staff and
pupils.

Alex Russell
CEO
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We want to create a community of great schools. We believe:

VISION AND VALUES

Every pupil deserves a great education that enables them to be the best they can be
Every individual in our community of schools is important and has something to contribute
In building an exciting climate for learning within a safe and supportive environment
In working together and sharing best practice
In ensuring the development of staff so that they have a rewarding and a fulfilling career 
In accountability based on honesty and responsibility in all our relationships.

OUR PROMISE
Every pupil can expect to:

Be safe and known by our staff who will talk with them regularly about their education
Experience an aspirational culture in which we refuse to accept barriers to achievement
Have ambitious targets and access to appropriate resources to support their learning
Learn within and beyond the classroom with appropriate support 
Experience a caring and supportive culture in which every individual is safe and can thrive.

LEARNING WILL:
Embrace creative and innovative approaches that engage and challenge pupils 
Reflect planning between experts and teachers to ensure the accessibility of the work
Be personalised so it is relevant and prepares individuals for a productive future in society
Reflect a balanced but challenging curriculum
Enable progress to higher education and/or employment.

COLLABORATION WILL ENSURE THAT:
Best practice is shared and staff across our Trust benefit from shared excellence
The areas of greatest need are well-supported and show rapid and sustained improvement
Transition between all key stages is an area of excellence 
The Trust produces flexible and experienced professionals capable of career progression
New staff are well-supported and receive an excellent introduction to the profession
Resources are shared and economies of scale are achieved.

PROFESSIONAL DEVELOPMENT WILL:                        
Deliver outstanding professionals to work across our Trust
Focus on improvement, well-being and on developing future leaders
Support the needs of our pupils and take account of the stage of development of each
school.
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THIS SCHEME 

ACCOUNTABILITY:

Pupils and staff will understand what they must achieve and how to do this
Performance will always be measured against the most ambitious targets
Pupil premium and SEND funding will be used to accelerate the progress of designated
pupils
Every member of staff will experience supportive and effective performance management
Governing committees will know their schools and hold them to account.

The single equality, diversity, inclusiveness and belonging scheme is linked to the Trust’s
strategic plan and should be read in conjunction with this document. The scheme should also
be read in conjunction with BET’s equal opportunities and inclusion policy as it is based on
legislative compliance and best practice and has clear links to our equality, diversity and
inclusion charter (see appendix 1). 

The SEDIBS brings together our commitment 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 scheme and next steps plan
will build on our previous equality work. We will continue with our efforts to break down
barriers, challenge unfairness and ensure opportunities and experiences which help people and
communities reach their full potential. 

The scheme also sets out our intentions to: 

These will be monitored through the EDI strategic group and progress made will be reported in
our annual EDI report.

Make equality a reality for pupils and both those seeking job opportunities and those who
are currently employed across the Trust
Fulfil our legal responsibilities
Inform people of our responsibilities and how we will fulfil them 
Show how our scheme links to our broader equality objectives and priorities 
Provide information about our consultation and engagement, monitoring and training
arrangements. 
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We want to ensure that we build on our strong commitment to EDI through collaborative
delivery of inclusive practice in all that we do. The themes, aims and actions look to cover issues
that impact the Trust’s community, including issues that are specific to both pupils and staff and
to the different groups within this.

An embedded and strong consideration of EDI is of importance to us as an organisation because
it will:

THE VALUE OF EQUALITY, DIVERSITY AND INCLUSION

Ensure that all pupils and staff feel safe and supported in all that they do
Lead to better decision-making through a wider range of voices contributing to discussions
Improve the breadth of experience of all our pupils through positive action to improve EDI
Ensure that all pupils and staff can achieve their very best, regardless of their personal
characteristics and heritage
Enable those with protected characteristics to have an equal opportunity to progress in their
studies and careers
Enable the Trust to grow and thrive through the diversity and inclusivity of our workforce,
pupil body and wider community
Deliver a more fulfilled and effective organisation for all
Create confident, well-informed citizens of the future.

 

STRATEGIC OBJECTIVES 

The Trust has identified 3 strategic objectives
(‘SO’), each of which are owned by the Trust’s
core group who report on them termly to the
board. 

Underpinning each strategic objective are 6 key
actions, each of which is incorporated into an
annual operating plan. Objectives 1 and 2 are
reflected in each school’s development plan,
the progress of which is monitored termly by
each local governing committee. A commitment
to EDI underpins them all.
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THE LEGAL FRAMEWORK

The education sector faces significant challenges related to EDI. Matters that have been
highlighted nationally and internationally include issues of harassment, dignity and inequality,
concerns around performance gaps and matters related to mental and physical health equality.
This scheme takes the findings from our consultation and proposes a series of aims and actions
which will permeate our organisation both through the Trust’s strategic plan and each school’s
development plan as well our performance management systems. This will enable us to work
together to transform our approach to EDI and be accountable for it.

 

The Equality Act 2010 places a general duty on public sector organisations to: 

Eliminate unlawful discrimination, harassment and victimisation
Advance equality of opportunity between people who do and do not share a protected
characteristic[1]
Foster good relations between people who share a protected characteristic and those who
do not. 

[1] The 9 protected characteristics are age, disability, gender, gender reassignment, marriage and civil partnership, pregnancy and
maternity, race, religion or belief, and sexual orientation



The general equality duty requires public bodies to show due regard to: 

The specific duties require public bodies to: 

The Trust will therefore continue to publish information demonstrating compliance with the
general duty annually by 31st December. At least every 3 years thereafter, the Trust will publish
equality objectives setting out how the requirements of the Equality Act will be met across its
schools.

Human Rights Act 1998 
The Human Rights Act came into force in October 2000 and obliges public authorities to treat
people in accordance with their rights under the European Convention of Human Rights. 

Our equality information is published in our annual EDI report and our human trafficking and
modern slavery policy can be found on our website.

We believe that inclusion is a basic right for all members of our community. An inclusive school
is one where everyone can participate, achieve, is respected, and feels safe and valued
irrespective of differences. An inclusive school will champion all children having the opportunity
to attend their local school and feel they ‘belong’. We aim to ensure that all BET schools share
these inclusive characteristics. 

The philosophy that we will use to deliver EDI will begin by enabling all those within the Trust to
build their understanding of the definitions and issues around EDI and help them to design and
implement approaches that work in their own settings and teams and across the Trust. We will
engage with stakeholders to inform our choice of tools and how to increase our knowledge. We
will provide bespoke tools to help people respond to requests for help and support, and to
build the knowledge of all of us in how we can best learn and work in a diverse community. 
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WHAT IS AN INCLUSIVE SCHOOL

Eliminating unlawful discrimination, harassment and victimisation and other conduct
prohibited by the Act
Advancing equality of opportunity between people who share a protected characteristic
and those who do not
Fostering good relations between people who share a protected characteristic and those
who do not. 

 

 

Publish relevant, proportionate information demonstrating their compliance with the
Equality Duty
Set themselves specific, measurable equality objectives. 
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We want to embed EDI in all that we do
and offer a contextualised approach
which addresses the specific needs of
each school. 

The purpose of this approach is to
empower and inform our pupils and
staff. This should help people to build
their confidence in having some of the
difficult conversations that might need
to take place if we are to transform the
way that all pupils and staff are
supported. It will also ensure that we
retain the ability of those within
different parts of the Trust to design
and deliver activities in support of
specific EDI challenges. 

With increased focus on equality and diversity in all sectors and in all areas of everyday life, we
need to demonstrate and communicate to our stakeholders, both internal and external, that we
are committed to providing a supportive, inclusive and respectful environment.

The Trust is fully inclusive and provides learning opportunities from nursery to year 13. Trust
schools are less diverse than the national average. The pupil population is predominately White,
with White British being the largest element. 

OUR CONTEXT

We will ensure that EDI is not delivered separately or independently of pupils and staff groups
within the Trust but instead that it is fully embedded within all parts of the organisation. From
our classrooms to our sport activities, to staff and leadership teams, we should be able to
recognise an automatic consideration of and commitment to EDI in all that we do.

Overall pupil ethnicity in Bourne Education Trust:
 



We have identified 3 themes that aim to ensure that all BET schools are inclusive.

THEMES, AIMS AND ACTIONS
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The proportion of disadvantaged pupils in 9 of the 19 schools is significantly higher than the
national average but the performance gaps for disadvantaged pupils are smaller than the
national average in 10 of the 11 primary schools. The only one where it is not, is in a school that
has recently joined as a result of a poor Ofsted grading. However, we are already seeing rapid
improvement in the school concerned. At secondary, disadvantaged performance gaps are in
line with the national average in 4 of the 8 schools and well below in the others.

Proportions of disadvantaged pupils within Bourne Education Trust schools: 

A clear commitment in our vision and values to fairness, respect and inclusion will enable the
Trust to attract the widest pool of staff and pupils to deliver its SOs. We will take a proactive
approach to identify barriers faced by our pupils, staff and communities and work hard to
remove them wherever possible.
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THEME 1 - DEMONSTRABLE EQUALITY OF EXPERIENCE FOR ALL

Aims and actions:

Empower people to actively intervene where inequality is evident, reviewing and changing
the way that we deliver leadership, education and the pupil experience as required.
Work to ensure all pupils and staff feel safe and that they have been treated fairly and
equitably.
Actively and transparently examine and use quantitative and qualitative data.
Encourage and expect inclusive and respectful behaviours from all.
Be honest and open about things that need improving and work together to make things
better.

1.

2.

3.
4.
5.

We will strive to achieve these aims by providing wide reaching equality, diversity and inclusion
training for all our staff, governors and trustees. This training will cover the protected
characteristics (age, disability, gender reassignment, marriage and civil partnership, pregnancy
and maternity, race, religion and belief and sexual orientation) as well as appropriate
behaviours, language and recognising signs of inequality.  

It is essential that the Trust’s board and each school’s local governing committee are aware of
issues emerging from our communities and hold leaders to account for addressing them. We will
be collecting data to ensure that they can make informed assessments of any matters raised and
our success in dealing with them.
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THEME 2: STRENGTHEN OUR DIVERSITY AND IMPROVE INCLUSION

Aims and actions:

Be ambitious in encouraging more diversity in our schools to reflect our communities.
Develop and evolve our culture to support all pupils and staff to achieve their very best
while studying and working in our schools and the Trust.
Share challenges and best practice in leadership and delivery amongst colleagues and
teams.
Consider policy, governance and cultural developments that will support increased
inclusivity.
Move to greater integration between SEND and mainstream practice and commit to more
learning from one another.
Design our buildings, estates and technologies to be inclusive.

1.
2.

3.

4.

5.

6.

We want the Trust and its schools to be places that anyone can feel confident in applying to and
working in. Equally, those staff already here will have equality of opportunity to develop their
careers and apply for promotions.Our staff will be trained and assured to challenge and tackle
negative or offensive language amongst pupils. Feedback from pupils cited this as an issue that
was very important to them. Equally, we want our pupils to know exactly what they can expect,
where to go if they have a concern and what support is on offer in their school and how to
access it.

We intend to track individuals’ experiences in our schools so that we can support them quickly
and effectively. No one should feel that they cannot come forward to secure help and support.

THEME 3: EXCELLENCE AND AMBITION IN DELIVERY OF EMBEDDED EDI

Aims and actions:

Ensure that pupils and adults have the confidence to constructively challenge and take
positive action to deliver transformation in our schools and the Trust.
Deliver training and education to all our staff to support each other and embed inclusive
practice in all that we do. 
Evaluate our interventions through the review of quantitative and qualitative analysis.
Establish clear guidance for deciding whether and how to address an EDI issue. 
Audit and amend our curricula as necessary to support all staff and pupils in embedding EDI.

1.

2.

3.
4.
5.

To achieve excellence in EDI our school and system leaders need to embrace it and ensure that
it permeates everything that they and their organisations do. We have launched this strategy
with them and they wholeheartedly embrace it. Furthermore we will be working with those
tasked with teaching challenging and difficult topics to do so with confidence and expertise.
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MEETING OUR COMMITMENTS
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Importantly, we will be reviewing our various curricula to see where matters related to EDI can
be strengthened, embedded and implemented. We want all our pupils to have multiple
opportunities to explore and discuss these issues. Ultimately, we want to celebrate EDI and
inspire all our stakeholders to embrace and support it. 

OVERALL COMMITMENTS 

Trustees, governors and Trust, school and system leaders take an active role in promoting
and embedding EDI in all aspects of our work 
Our SEDIBS is implemented and regularly monitored 
The impact of this SEDIBS is assessed via our quality assurance systems (quality of
education reviews, performance management and both pupil and staff experience surveys)  
Our successes and progress in meeting our commitments are celebrated in our annual EDI
report
Our equality impact assessment (‘EIA’) process will continue to help us to ensure that all
our major decisions and actions are thoroughly considered before implementation 
We address unequal experiences for all who share protected characteristics and are
mindful of our actions in relation to socio-economic factors 
We recruit, train, develop and support pupils and staff fairly 
We welcome different perspectives, skills and backgrounds 
We monitor and review our work in order to be alerted to any unfairness and learn from
complaints and grievances 
We encourage and support the development of innovative projects that promote equality
of opportunity 
We work with our communities to ensure that their needs are taken into account and to let
them know what services are available and how they can access them 
We foster a culture of learning and of sharing good practice 
We ensure efficient and fair delivery of services through a well-trained workforce
knowledgeable about EDI issues 
We strengthen our work with partners in the public sector to promote equality and
diversity and to develop and share good practice 
We strengthen strategic and individual plans to contain EDI priorities for action. 

BET will ensure that:

Commitments to our staff 

BET acknowledges that our staff are our main asset and we are highly committed to investing in
our employees.

 



14

Ensure our human resources policies are fit for purpose and review them regularly 
Act rapidly to challenge and eliminate prejudice, bullying or harassment 
Support recognised trade unions
Regularly review our workforce monitoring data and take action where appropriate 
Use a variety of different methods to attract and retain staff from all equality backgrounds 
Comply with all equalities-related employment legislation 
Make reasonable adjustments for staff with particular needs 
Train staff in EDI issues to enable them to carry out their jobs in a way that reflects the
ethos of the Trust 
Encourage open, honest discussion about issues which support personal development
Continue to develop a diverse workforce. 

Ensure our pupil policies are fit for purpose and review them regularly 
Act swiftly to challenge and eliminate prejudice, bullying or harassment 
Support the pupil voice as an important, informative source of challenge and new ideas 
Regularly review our pupil monitoring data and take action where appropriate 
Comply with all equalities related legislation 
Make reasonable adjustments for pupils with particular needs 
Encourage open, honest discussion about issues which support pupils’ educational
aspirations 
Guide pupils moving to different key stages to select a suitable choice of course, ensuring
they meet the entry criteria and that the course provides an appropriate pathway for their
career aims and aspirations 
Respond to the requirements of examination bodies in the design and delivery of courses 
Continue to improve the structure of the curriculum to enable pupils to achieve their full
potential 
Employ assessment methods which are valid, reliable and inclusive (appropriate to a range
of learning styles) 
Provide an inclusive learning environment and programmes to ensure that provision can be
made for the learning needs of as wide a cross-section of the general population as
possible 
Place the pupil at the centre of the learning process 
Ensure that individuals are valued in their achievements and progression recognised 
Take account of the diverse range of support needed to enable individuals to participate
and learn 

Commitments to our pupils
We will strive to provide an effective and meaningful education experience for all our pupils,
whatever their background. In order to do this, we will: 

 

To recruit and retain a motivated and professional workforce which reflects our local
communities, we will: 
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The board is responsible for:

Provide a range of services to help remove barriers to participation and learning 
Target pupil support funds and other sources of financial assistance to support those
pupils in hardship and maximise their achievement 
Ensure that pupils are able to access teaching, learning and support equally and are not
disadvantaged by personal characteristics or circumstances 
Provide a wide range of effective learning resources and support which contribute to
meeting pupil needs and contribute to success 
Actively promote safe and healthy school environments and provide structures and
procedures for managing safeguarding issues, including referrals to other agencies 
Establish a range of mechanisms to support consultation and communication with pupils
and promote citizenship and democracy
Provide programmes and support that empower the individual. 

 

ROLES AND RESPONSIBILITIES

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

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 
Implementing the duty and related policies 
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The core group and school leaders are responsible for:

Implementing the SEDIBS 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.

Contractors and service providers are responsible for:

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). 

The EDI strategic group is responsible for:

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. 

The Public Sector Equality Duty (‘PSED’) identifies the need to analyse and assess the impact of
our services, policies and plans on all aspects of EDI. We need to be sure that what we do
meets the needs of all stakeholders, so we have built this analysis and assessment into our 

EQUALITY IMPACT ANALYSIS AND ASSESSMENT

Ensuring the SEDIBS and its aims are followed, and progress is reported on.
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To ensure this analysis and assessment continues formally, a business planning proforma has
been developed to include equality and diversity as an integral part of any new internal and
external plans which means it is now a more systematic and robust approach.

An assessment will be carried out on:  

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

If any analysis and/or assessment identifies a negative impact or missed opportunity to achieve
a more positive one, the Trust and its schools will address the issue actively. Responsibility for
conducting analysis and assessment of adverse impact on equality rests with the ‘policy owner’
through the business planning process. 
 
In accordance with the Freedom of Information Act 2000, the Trust and its schools make copies
of its policies and procedures available to the public, except for where this would compromise
operational effectiveness. 

We collect information about the profile of our workforce on an annual basis. At this point this is
confined to gender, ethnicity and disability. We also gather data on attendance, recruitment
monitoring and employee turnover by the same categories. We publish our gender pay gap
report annually. This process is sanitised and it is not possible to identify individuals through the
data analysis. The data is augmented by feedback from our twice annual staff experience
surveys.
 
All data is used to identify any differential impact of the Trust's employment and recruitment
practices on people from different groups, such as gender, ethnic background, disability etc.
The Trust takes steps to address any adverse findings as a result of this analysis. 

EMPLOYMENT MONITORING

 [2] There is no change to s.149 of the Equality Act which states that public bodies must have due regard* to
eliminate discrimination, harassment and victimisation; advance equality of opportunity between people from
different groups; and foster good relations between people from different groups. (*Due regard means consciously
thinking about the 3 aims of the general duty as part of the process of decision making.)

planning processes. We need to be confident that the policies and services we develop do not
mean a particular section of our community, internal or external, is treated unfairly or is
disadvantaged.  

The PSED does not specify a legal requirement to carry out equality impact assessments[2].
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. 
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This is ensured through teaching and learning, curriculum, pastoral support and wider events
which contribute to the pupil experience. EDI is quality assured through our quality of education
reviews, pupil voice activities and pupil experience surveys. 

The curriculum and teaching and learning should reflect diversity, acknowledge cultural
differences and be gender neutral. 
 
Effective teaching is about creating a meaningful environment in which learning takes place
within the context of individuals’ aspirations. This can be achieved through delivering teaching
opportunities which: 

Allow all pupils to progress and achieve their aspirational targets 
Have clearly stated learning objectives which are reinforced and checked 
Deliver learning within a clear structure 
Include a range of opportunities in which to summarise learning and assist pupils to
understand how to improve
Allow pupils to develop and practice higher thinking skills such as creativity, analysis,
problem solving, decision-making, communication, leadership and group work
Work to promote positive attitudes to learning by developing independent learning and
study skills 
Are differentiated for varying needs by task, resources, outcomes and/or method 
Use stimulating resources 
Provide pace and challenge for all pupils 
Use effective questioning to direct and challenge pupils 
Involve regular assessment, feedback to pupils and target setting as and where
appropriate 
Include the planning, setting and marking of homework 
Encourage all pupils to share their knowledge and understanding 
Are enjoyable, interesting, engaging and fun.

Teaching and learning is at the heart of what we do and, in our role as educators, EDI is actively
promoted and embedded into the pupils’ experience. 
 

TEACHING, LEARNING AND ASSESSMENT

Once collated the information is made publicly via the Trust’s annual EDI report. 
 
The information we collect is used to inform the development of our policies and procedures.
Our systems are a key tool in enabling us to achieve our aim of a more diverse workforce.
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As with all providers of services, occasionally things do not go according to plan. To deal with
this we have developed a procedure for handling complaints that is straightforward and regularly
monitored. This approach to comments and complaints applies to our work relating to EDI. 
 
We recognise and fully accept our responsibility to look closely at what we do to ensure that the
staff, pupils and external stakeholders of the Trust do not experience unlawful discrimination or
barriers when using our services.  
 
In our role as a provider of education we have a responsibility to all our stakeholders to
challenge discriminatory behaviour and practice. We want to ensure that any person who does
experience difficulty knows how to raise their concerns and assert their rights through the Trust’s
and schools’ complaints processes.  
 

COMPLAINTS

WIDER AUDIENCE

We recognise the importance of not only communicating our clear commitment to EDI, but also
the importance of keeping stakeholders regularly informed of the progress being made and the
outcomes being achieved. To inform stakeholders we will produce an annual report
summarising the progress and impact of the SEDIBS, publish on our website and send a copy to
all our stakeholders. Our aim is to ensure that information is available in the most customer
friendly, accessible, practical and cost effective way. 

The Trust’s quality assurance processes will be reviewed to take into consideration the
seriousness and extent of potential discrimination, harassment, inequality or opportunity to
promote equality. It will focus on the type and numbers of people affected by any decision or
action together with data from audits, consultation exercises and surveys. The methodology will
ensure it is possible to review over an annual cycle. 

The Trust’s and schools’ quality assurance frameworks includes termly reviews of progress
against the Trust’s strategic plan and each school’s development plan. Furthermore, both the
Trust and its schools systematically produce robust, accurate and timely data to identify
potential underachievement by pupils (particularly those within identified equality strands).
 

QUALITY IMPROVEMENT
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REVIEWING AND EVALUATING THE SCHEME 

This SEDIBS will be reviewed every 3 years using monitoring of data and evaluation of results
from consultation and surveys. The scheme is integral to the Trust’s self-assessment process
and, where necessary, we will revise the guidance and methodology on how to involve and
consult with the different equality groups.  
 
Regular reports to the EDI strategic group will be used to inform practice and include data on
different staff and pupil groups where that information is available. Achievement by
disadvantaged groups will be reported and recommendations made to promote good practice.
The published annual report to the board will highlight activities carried out to promote
inclusion and champion EDI best practice.
 

 
The Trust has grievance, disciplinary and whistleblowing policies in place and has recently
revised its policy on dealing with complaints of bullying and harassment relating to employees
and service users. Staff and pupils are actively encouraged to raise issues which cause them
serious concern. Advice for pupils and staff on how they can draw attention to issues of bad
practice or other matters that seem to be against the interests of the Trust, or its communities
can be sought from their relevant advisory bodies and services (i.e. pastoral teams and human
resources). 

These procedures will be used, when appropriate, to investigate complaints relating to Trust
employees in respect of responsibilities under equalities legislation and this scheme. The values
and behaviours and code of conduct for all employees reinforces these requirements. 
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Age 
The Act applies to people of any age and it is discrimination to treat anyone on the grounds of
their age.
 
Disability  
The legal definition of disability: “A disabled person is described as one who has a physical or
mental impairment, which has a substantial and long-term adverse effect on his or her ability
to carry out normal day to day activities.” 
 
Direct discrimination 
Occurs where a person treats another less favourably because of a protected characteristic
than they treat, or would treat, others. 
 
Discrimination by association 
The definition of direct discrimination also covers cases where discrimination occurs because
of a person’s association with a particular protected characteristic, e.g. parent, partner or
child. 
 
Discrimination by perception 
Protection is also provided where someone is wrongly thought to have a particular protected
characteristic, e.g. they are mistakenly believed to be gay, and are treated less favourably
because of that belief. 
 
Discrimination - pregnancy and maternity 
Defined as unfavourable treatment of a woman because of her pregnancy, or unfavourable
treatment because she has given birth, including because she is breastfeeding from birth to
the end of 26 weeks. 
 
Diversity  
Diversity is about recognising, valuing and taking account of people's different backgrounds,
knowledge, skills, and experiences, and encouraging and using those differences to create a
productive and effective educational community and workforce. 
 
Ethnicity  
A strict definition of an ethnic group is a group regarded as a distinct community by virtue of
certain essential characteristics – a shared history which distinguishes it from other groups
and a cultural tradition of its own. The expression "ethnic monitoring" is used in reference to
groups defined by colour, race or national origin as well. 
 
Gender  
The word 'gender' is often used in place of the word 'sex' in equality issues. 'Gender' does not
appear in legislation (except for 'gender reassignment' – see below) but 'sex discrimination'
and 'gender discrimination' are generally interchangeable. 
 

GLOSSARY
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Gender identity
Gender identity can be defined as a personal belief of an individual seeing themselves as male
or female (or rarely, both or neither). 

Gender reassignment
Gender reassignment is a process undertaken under medical supervision for the purpose of
reassigning a person's sex by changing physiological or other characteristics of sex.

Harassment 
Behaviour which is unwelcome or unacceptable and which results in the creation of a stressful
or intimidating environment for the victim amounts to harassment. It can consist of verbal abuse,
racist jokes, insensitive comments, leering, physical contact, unwanted sexual advances,
ridicule or isolation. 
 
Race (includes ethnic or national origins, colour or nationality) 
People may define their racial group by their country of birth, their nationality, their skin colour
or their ethnic group. 
 
Religion or belief
The term “religion or belief” means any religion, religious belief, or similar philosophical belief. It
also includes ‘no’ religion. This does not include any philosophical or political belief unless it is
similar to a religious belief. 
 
Sexual orientation
Whether a person is attracted to people of their own sex, the opposite sex or both sexes.
Assumptions and perceptions of a person's sexuality are also covered by law. 
 
Targets 
These can be percentages of under-represented groups that employers or education providers
aim to achieve in the make-up of pupils and/or their workforce as part of their equality action
plan. It is unlawful to use a target as a reason for selecting someone, but it is not unlawful to
take steps to get more qualified applicants from particular groups. 
 
Transsexual/transgender 
See 'gender reassignment'. 
 
Victimisation
If a person has made or is making an accusation of discrimination in good faith, it is unlawful to
discriminate against them for having done so, or because they intend to do so, or it is suspected
that they intend to do so. 

Alternative format
If you require this document in an alternative format, please contact EDI@bourne.education. 
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