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Section 12 sets out the equality objectives for the Trust. 

 

 

Signed by the Chair of The Diocese of Westminster Academy Trust: 

 



 2   

CONTENTS 

1. AIMS 3 

2. CONSULTATION 3 

3. LEGISLATION AND GUIDANCE 3 

4. PUBLIC SECTOR EQUALITY DUTY (PSED) 4 

5. ROLES AND RESPONSIBILITIES 4 

6. ELIMINATING DISCRIMINATION 5 

7. COMMITMENT TO EQUALITY 6 

8. EQUALITY CONSIDERATIONS IN DECISION-MAKING 7 

9. DISABILITIES 9 

10. OFSTED REQUIREMENT 9 

11. COMPLAINTS 9 

12. EQUALITY OBJECTIVES 10 

13. MONITORING ARRANGEMENTS 11 

14. EQUALITY IMPACT ASSESSMENT 12 

15. FURTHER ADVICE 12 

  



 3   

1. AIMS 

1.1 Our trust aims to meet its obligations under the public sector equality duty by having due regard to the 

need to: 

1.1.1 Eliminate discrimination and other conduct that is prohibited by the Equality Act 2010. 

1.1.2 Advance equality of opportunity between people who share a protected characteristic and 

people who do not share it. 

1.1.3 Foster good relations across all characteristics – between people who share a protected 

characteristic and people who do not share it. 

1.2 Our trust aims to promote respect for difference and diversity in accordance with our values, such as 

humility, compassion, kindness, justice, forgiveness, integrity, peace and courage. 

 

2. CONSULTATION 

2.1 Directors and Senior Leaders have their full commitment to this policy. They have been consulted on this 

policy and its ethos and aims. 

 

3. LEGISLATION AND GUIDANCE 

3.1 This document meets the requirements under the following legislation: 

3.1.1 The Equality Act 2010, which introduced the public sector equality duty and protects people 

from discrimination. 

3.1.2 The Equality Act 2010 (Specific Duties) Regulations 2011, which require schools to publish 

information to demonstrate how they are complying with the public sector equality duty and 

to publish equality objectives. 

3.2 This document is also based on the Department for Education (DfE) advice for schools on the Equality 

Act, the technical guidance for schools from the Equality and Human Rights Commission and guidance 

from the Government Equalities Office on meeting the specific duties that support the public sector 

equality duty.  

3.3 This document also complies with our funding agreement and articles of association.  

 

 

https://www.legislation.gov.uk/ukpga/2010/15/contents
https://www.legislation.gov.uk/uksi/2011/2260/contents/made
https://www.gov.uk/government/publications/equality-act-2010-advice-for-schools
https://www.gov.uk/government/publications/equality-act-2010-advice-for-schools
https://www.equalityhumanrights.com/equality/equality-act-2010/technical-guidance-schools-england
https://www.gov.uk/government/publications/public-sector-quick-start-guide-to-the-specific-duties
https://www.gov.uk/government/publications/public-sector-quick-start-guide-to-the-specific-duties
https://www.gov.uk/government/publications/public-sector-quick-start-guide-to-the-specific-duties
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4. PUBLIC SECTOR EQUALITY DUTY (PSED) 

4.1 Under the Equality Act 2010, the trust is required to meet the Public Sector Equality Duty (PSED). 

4.2 In accordance with the objectives set out under s149 of the Equality Act 2010, the trust has due regard 

to: 

4.2.1 Eliminate discrimination, harassment, victimisation and any other conduct that is prohibited by 

or under the Equality Act 2010; 

4.2.2 Advance equality of opportunity between persons who share a relevant protected 

characteristic and persons who do not share it; 

4.2.3 Foster good relations between persons who share a relevant protected characteristic and 

persons who do not share it. 

 

5. ROLES AND RESPONSIBILITIES 

5.1 Board of Directors 

5.1.1 The Board of Directors will: 

i. Approve this policy and are committed to ensuring that it is applied consistently and 

fairly across the trust. 

5.2 Senior Leadership Team of the Trust 

5.2.1 The Senior Leadership Team of the Trust will: 

i. Ensure that this policy is applied consistently and fairly across the trust. 

ii. Monitor, evaluate and review this policy in line with statutory and best practice 

guidelines. 

5.3 Local Governing Bodies  

5.3.1 The Local Governing Bodies will, for their schools: 

i. Ensure they are familiar with all relevant legislation and the contents of this document. 

ii. Attend appropriate equality and diversity training. 

iii. Report back to the full board of trustees regarding any issues. 

5.4 The Headteacher 

5.4.1 The Headteacher will, for their school: 
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i. Ensure that this policy is applied consistently and fairly. 

ii. Promote knowledge and understanding of the equality objectives amongst staff and 

pupils. 

iii. Ensure that their academy offers an inclusive curriculum which promotes equal 

opportunity and fosters good relations across all students. 

iv. Monitor success in achieving the objectives and report back to governors. 

5.5 All staff across the trust. 

5.5.1 All staff across the trust are expected to have regard to this document and to work to achieve 

the objectives as set out in section 12.  

5.5.2 The SENCO is responsible for the day-to-day management and coordination of education to 

students with special educational needs and disabilities within each academy. 

 

6. ELIMINATING DISCRIMINATION 

6.1 The trust is aware of its obligations under the Equality Act 2010 and complies with non-discrimination 

provisions.  

6.2 Where relevant, our policies include reference to the importance of avoiding discrimination and other 

prohibited conduct.  

6.3 The Trust is fully committed to providing equal opportunities for all employees, workers, job applicants 

and pupils, and to eliminating unlawful and unfair discrimination. It aims to create a culture that 

encourages and values diversity, and that appoints, rewards and promotes staff based on merit. The Trust 

is passionate about creating an open and transparent environment where staff and pupils feel able to 

input and contribute to the way in which the Trust can efficiently promote equal opportunities and 

diversity. 

6.4 Equally, the Trust will not treat any employee, worker or job applicant less favourably because: 

6.4.1 They are (or are not) a trade union member; 

6.4.2 They work part-time or on a fixed-term basis; or 

6.4.3 They have caring responsibilities. 
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7. COMMITMENT TO EQUALITY 

7.1 The Trust is committed to operating academies which embrace diversity and promote equality of 

opportunity. It is committed to a policy of treating all pupils, workers, employees and potential employees 

equally and with dignity and respect. 

7.2 The Trust's goal is to ensure that these commitments, reinforced by the Trust's values, strategy and 

purpose, are embedded in the daily working practices with all of its colleagues and pupils. 

7.3 All members of staff should take responsibility to support and uphold this policy, and the Trust will not 

tolerate discrimination of any pupil, worker, employee or potential employee. Nor shall any person 

receive less favourable treatment or consideration on the grounds of their Race (including colour, 

nationality and ethnic or national origin), Disability, Sex, Age, Sexual Orientation, Religion or Belief, 

Pregnancy or maternity, gender reassignment, marriage or civil partnership status (Protected 

Characteristics). It is extremely important that all members of staff ensure that decisions made in relation 

to recruitment, selection, promotion and training are considered carefully based on merit and recorded 

in writing in sufficient detail so as to enable others to understand the basis on which such decisions have 

been made where appropriate. 

7.4 The Trust will demonstrate its commitment by ensuring that all workers and employees of the Trust are 

instructed that: 

7.4.1 There should be no discrimination of any Protected Characteristics and everyone should be 

treating all pupils and colleagues fairly and with respect. 

7.4.2 Employees will be appointed, trained, developed and promoted lawfully on the basis of merit 

and ability alongside building a workforce which reflects the Trust's policy statement and 

commitments. 

7.4.3 Employees all have personal responsibility for the practical application of this policy. 

7.4.4 Special responsibility for the practical application of this Policy falls upon any person involved 

in the recruitment, selection, promotion and training of employees and in all dealings with 

pupils. 

7.4.5 The Trust operates a separate Grievance Procedure which is available to any employee who 

believes they may have been the subject of any unfair discrimination. 

7.4.6 Disciplinary action will be taken, in accordance with the separate Disciplinary Policy, against any 

employee who is found to have committed an act of unfair discrimination. 
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7.4.7 In the case of any doubt or concern about the application of the Policy in any particular 

instance, any pupil, employee or potential employee should consult with their line manager in 

the first instance or the Designated Safeguarding Lead (DSL) for pupils. 

7.5 The Trust's Chief Financial Officer is responsible for this policy, its implementation, monitoring and 

review. If anyone has any doubt or concern about this policy, or how it should be applied in any particular 

instance or situation, they should contact The Chief Financial Officer as soon as possible. 

7.6 If an employee believes they have been unfairly treated in breach of this policy, they should follow the 

Grievance Procedure. Employees will not be victimised in any way for making such a complaint in good 

faith. Complaints of this nature will be dealt with seriously, in confidence and as soon as possible. 

 

8. EQUALITY CONSIDERATIONS IN DECISION-MAKING 

8.1 The trust ensures it has due regard to equality considerations whenever significant decisions are made.  

8.2 Recruitment and Selection 

8.2.1 As set out above, recruitment, promotion, and other selection exercises such as redundancy 

selection will be conducted on the basis of merit, against objective criteria that avoid 

discrimination. Shortlisting will be done by more than one person and with the involvement of 

HR advice, where possible. The Trust's recruitment procedures will be reviewed regularly to 

ensure that individuals are treated on the basis of their relevant merits and abilities. 

8.2.2 Vacancies will generally be advertised to a diverse section of the labour market. Advertisements 

will avoid stereotyping or using wording that may discourage particular groups from applying. 

8.2.3 Where appropriate, the Trust may approve the use of lawful exemptions to recruit someone 

with a particular Protected Characteristic, for example, the Trust may apply religious criteria 

when recruiting any member of the teaching staff, namely the Headteacher. In recruitment, 

remuneration and promotion, although the Trust seeks to appoint the person most suitable for 

the post, in certain circumstances it may give preference to persons: 

i. Whose religious opinions are in accordance with the Catholic faith. 

ii. Who attends religious worship. 

iii. Who give, or are willing to give religious education. 

8.2.4 Job applicants will not be asked questions which might suggest an intention to discriminate on 

grounds of a Protected Characteristic. For example, applicants will not be asked whether they 

are pregnant or planning to have children. 
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8.2.5 Job applicants will not be asked about health or disability before a job offer is made. There are 

limited exceptions including the following: 

i. Questions necessary to establish if an applicant can perform an intrinsic part of the job 

(subject to any reasonable adjustments). 

ii. Questions to establish if an applicant is fit to attend an assessment or any reasonable 

adjustments that may be needed at interview or assessment. 

iii. Positive action to recruit disabled persons. 

iv. Equal opportunities monitoring (which will not form part of the selection or decision-

making process).  

8.2.6 Where necessary, job offers may be made conditional on a satisfactory medical check. 

8.2.7 The Trust is required by law to ensure that all employees are entitled to work in the UK. 

Assumptions about immigration status will not be made based on appearance or apparent 

nationality. All prospective employees, regardless of nationality, must be able to produce 

original documents (such as a passport) before employment starts, to satisfy current 

immigration legislation. The list of acceptable documents is available from UK Visas and 

Immigration. 

8.3 Training, promotion and conditions of service 

8.3.1 Training needs will be identified through appraisals. Employees will be given appropriate access 

to training to enable them to progress within the organisation and all promotion decisions will 

be made on the basis of merit. 

8.3.2 The composition of the Trust's workforce and its promotion decisions will be monitored on an 

ongoing basis to ensure equality of opportunity at all levels within the Trust. Where 

appropriate, steps will be taken to identify and remove unjustified barriers and to meet the 

special needs of disadvantaged or underrepresented groups 

8.3.3 The Trust's conditions of service, benefits and facilities are reviewed regularly to ensure that 

they are available to all who should have access to them and that there are no unlawful 

obstacles to accessing them. 

8.4 Termination of employment 

8.4.1 The Trust will ensure that: 

i. Redundancy criteria and procedures are fair and objective and are not directly or 

indirectly discriminatory. 
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ii. Disciplinary procedures and penalties are applied without discrimination, whether they 

result in disciplinary warnings, dismissal or other disciplinary action and that the 

rationale for disciplinary decisions is clearly explained and recorded. 

8.4.2 In considering dismissals, the Trust and local governing boards may have regard to any conduct 

that is incompatible with the precepts of the Church or fails to uphold its tenets. 

 

9. DISABILITIES 

9.1 If an employee is disabled or becomes disabled, the Trust encourages them to tell the Trust about their 

condition so that it can support them as appropriate. 

9.2 If an employee experiences difficulties at work because of their disability, they may wish to contact their 

line manager to discuss any reasonable adjustments that would help overcome or minimise the difficulty. 

The employee's line manager may wish to consult with them and their medical adviser about possible 

adjustments. The Trust will consider the matter carefully and try to accommodate their needs within 

reason. If the Trust considers a particular adjustment would not be reasonable it will explain the reasons 

and try to find an alternative solution where possible. 

9.3 The Trust will monitor the physical features of its premises to consider whether they might place anyone 

with a disability at a substantial disadvantage. Where necessary, the Trust will take reasonable steps to 

improve access. 

 

10. OFSTED REQUIREMENT 

10.1 Academies must also comply with Ofsted, because treatment of the different diversity groups is covered 

throughout the inspector's evaluation schedule and particularly in the ‘Effectiveness of Leadership and 

Management’ section. 

 

11. COMPLAINTS 

11.1 The Trust will treat seriously all complaints of unlawful (or potentially unlawful) discrimination. 

11.2 Complaints will be investigated in accordance with the Complaints, Grievance and/or any other relevant 

policies. 
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12. EQUALITY OBJECTIVES 

12.1 In relation to Achievement: 

12.1.1 We are dedicated to enhancing the attainment of students from vulnerable groups. This is to 

reduce the attainment gap between students and those with Special Educational Needs, those 

entitled to Free School Meals and those with a disability. 

12.1.2 Our goal is to boost the ambitions, raise awareness of careers for young people and challenge 

stereotypes while doing so.  

12.1.3 Our mission is to inspire children, young people and their parents to strive for higher education 

opportunities. 

12.1.4 We aim to establish clear guidelines that apply equitably to all students, regardless of 

background or circumstance. Our goal is to foster a sense of equality and belonging within our 

school communities.  

12.2 In relation to Teaching and Learning: 

12.2.1 The curriculum incorporates an aspect of PSHCE and a broad range of opportunities for 

students.  

12.2.2 We will aim to promote students of different cultures and societies and including an element 

of PSHCE education to tackle stereotypes. 

12.3 In relation to Behaviour and Safety: 

12.3.1 We will uphold a strict stance against bullying. All academies within the Trust are committed to 

ensuring that every individual is free from discrimination, harassment, and victimisation. 

12.3.2 We care deeply about every student within the Trust, ensuring that they feel welcomed, valued 

and safe. 

12.3.3 We will promote Christian and British Values through the Curriculum. This will assist in guiding 

students towards becoming responsible citizens of the future. 

12.3.4 The policy is implemented sensitively, considering the diverse needs and protected 

characteristics of our students as outlined by the Equalities Act 2010. 

12.4 In relation to Leadership and Management: 

12.4.1 We will aim to support those protected by the Equalities Act when recruiting and managing 

staff.  

12.4.2 We will ensure to undertake equality assessments of all new and existing policies. 
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12.5 How we will consult and engage stakeholders with regards to our PSED: 

12.5.1 We will aim to develop our knowledge around the impact of our policies and objectives. This 

may be through Student Voice and other communication channels. 

12.6 How we will demonstrate we meet our PSED: 

12.6.1 There are various ways in how we will adhere to our PSED objectives. A few examples may 

include reviewing pupil progress, attainment data, SENCO reports, taking advice from relevant 

parties and information on SEN programmes. 

 

13. MONITORING ARRANGEMENTS 

13.1 The Trust will regularly monitor the effectiveness of this policy to ensure that it is working in practice and 

that the aims set out in the policy statement are being met. Monitoring will include the key areas of:  

13.1.1 Recruitment and promotion, including the range of people applying for work;  

13.1.2 Pay and benefits; 

13.1.3 Training;  

13.1.4 Appraisals; Disciplinary and Grievance matters; 

13.1.5 Dismissals and reasons for resigning. 

13.2 The Trust will report back to managers, staff and worker representatives on progress, and whether the 

objectives of this policy are being achieved. 

13.3 In order to monitor diversity in these areas, the Trust will need to process personal data and special 

category data (formerly known as ‘sensitive personal data’) in accordance with its data protection policy 

and data protection privacy notice. 

13.4 The Trust will review this policy and related procedures and practices on equality and diversity regularly. 

13.5 Equality Data 

13.5.1 The Trust is required to publish information annually to demonstrate compliance with the 

general equality duty. This information should relate to people with Protected Characteristics 

who are: 1) employees; and 2) affected by the Diocese of Westminster’s policies and practices 

(primarily pupils, but could include parents and the wider community). 
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14. EQUALITY IMPACT ASSESSMENT 

14.1 The school keeps a written record (known as an Equality Impact Assessment) to show we have actively 

considered our equality duties and asked ourselves relevant questions. This is recorded at the same time 

as the risk assessment when planning school trips and activities. The record is completed by the member 

of staff organising the activity and is stored electronically with the completed risk assessment.   

 

15. FURTHER ADVICE 

15.1 Advice on this policy and more specific legal requirements and definitions is available at: 

15.1.1 http://www.gov.uk/government/publications/equality-act-guidance 

15.1.2 http://www.gov.uk/government/publications/equality-act-2010-advice-for-schools 

15.1.3 http://www.equalityhumanrights.com/ 
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