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1. STATUS

a.

Non statutory.

2. PURPOSE AND GUIDING PRINCIPLES

a.

The purpose of this policy is to define the Trust's commitment to equality and diversity and represents our
commitment to a common set of values and objectives, and to a consistent approach to communicating,
implementing and monitoring the policy.

. The Trust and its member Academies are committed to equality in both employment and education provision.

We aim to ensure that students, parents, governors, employees, contractors, partners, clients and those who
may potentially join the Trust community, are treated fairly, and with dignity and respect.

This policy encompasses the following protected characteristics:
i. Age;

ii. Disability;

iii. Race, colour, nationality, ethnic or national origin;

iv. Sex (including transgender);

v. Gender reassignment;

vi. Pregnancy and maternity;

vii.Religion or belief;

viii.Sexual orientation;

ix. Marriage and civil partnership (for employees).

. This policy recognises the four types of unlawful behaviour (see Appendix A):

i. Direct discrimination;
ii. Indirect discrimination;
iii. Harassment;

iv. Victimisation.

Every possible step will be taken into account in the aim of ensuring individuals are treated fairly and
decisions are based on objective criteria.

3. LINKS TO OTHER POLICES OR LEGISLATION

a.

d.

This statement applies to every policy, procedure and guidance document that is produced in relation to
students, staff, parents and governors.

. This statement is underpinned by the Equalities Act 2010

Other Academy policies which link to this statement are:
i. SEN Policy/Local Offer;

ii. Admissions Policy;

iii. All Employment Policies;

iv. Accessibility;

v. Student Attendance;

vi. Exclusion Policies;

This list of policies is not exhaustive.

4. EQUALITY STATEMENT

a. The Trust will ensure that equal opportunities and the principles of fairness underpin all aspects of policy
procedure, education provision, consultation and decision making.

b. The Trust is committed to equality in its delivery of education, whether or not the service is directly provided
by us or contracted out to a third-party provider.

¢. The Trust aims to provide high quality education services, making sure that/services are easily accessible. We
will continue to improve by consulting with staff, students, parents and governors, their communities and
external organisations.
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d. We will make every effort in creating equality of opportunity in order to ensure they are accessible and fair to
everyone. Every person has the right to be treated fairly, regardless of race, gender, sexuality, disability, age
culture, religion, nationality or caring responsibilities. Where necessary we will implement reasonable
adjustments, or additional support, to ensure equality of access to an education and suitable working
environment.

e. Our staff and governors who agree and deliver our education provision will recognise diversity and
demonstrate a proactive approach in their day-to-day work. They will ensure that everyone is treated fairly,
recognising special needs and understanding differences. Behaviour will reach our high standards of conduct
(Staff and students) and the learning environment we provide will be safe and accessible for those studying
and working.

f. The Trust will adhere to statutory government legislation and give consideration to other relevant guidance,
which aim to make sure that everyone is treated with equality.

g. The Trust will not tolerate any form of discriminatory behaviour against members of the Academy
stakeholders.

4.1 Employment

a. The Trust is committed to ensuring that employees have equal access to jobs, training, and professional
development opportunities.

b. All employment policies refer to the provision of the Equalities Act 2010.

c. The Trust recognise that the Act extends beyond the protected characteristics of an individual employee and
has broader responsibilities to employees and situations that may be covered by the Act. For example, an
employee with parental or caring responsibilities for a disabled dependent may have rights under the Act
which the Academy would need to consider.

d. All recruitment will be within the provisions of the Act but does not apply to students in the Academies.
e. Employees who are in breach of this policy will be dealt with under the Trust’s disciplinary policy.
4.2 Student Provisions

a. The Trust and its member Academies will ensure that students are provided with appropriate support to
recognise their individual needs. This includes protection under the Act extending the reasonable adjustment
duty to require schools to provide auxiliary aids and services to disabled students.

b. All policies relating to the provision of education, the curriculum, behaviour for learning, attendance,
exclusion, medical treatment and Child Protection and safeguarding policies should consider the provisions
and duties of the Act.

4.3 Contractors and Service Providers

a. The Trust will ensure that all service providers that are contracted to provide services to students, staff or
visitors will comply with Equalities legislation.

b. Where services are deemed not to meet Trust / Academy standards, in relation to equal opportunities and
fairness, contracts may be terminated.

5. MENOPAUSE

a. Menopause is a normal part of every woman'’s life. This policy recognises that the menopause is an
equality and occupational health and safety issue and that women may need appropriate flexibility,
support and adjustments during the time of change before, during and after the menopause.

b. The City Learning Trust is committed to ensuring that women feel confident in discussing menopausal
symptoms openly, without embarrassment, and are able to ask for support and adjustments in order to
continue to work safely in the organisation.

¢. Under the Management of Health and Safety at Work Regulations 1999, employers are required to
undertake general risk assessments which should include specific risks to menopausal women.
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d. Where women members of staff feel uncomfortable going to their line manager, because he is a man, or
someone much younger, or both, we will ensure that an alternative contact is available through Human
Resources. Confidentiality will always be respected.

e. The risk assessments which we undertake will consider the specific needs of menopausal women, and,
in doing so, we will consult with union representatives where appropriate. Risk assessments will include
consideration of temperature and ventilation issues and will also address welfare issues; such as access
to toilet facilities and cold water, during and outside break and lunch times.

f. The City Learning Trust will make adjustments where necessary to support individuals experiencing the
menopause, and to ensure the workplace does not make their symptoms worse. These could include
simple measures such as:

i. leaving doors open

ii. ensuring that windows can be safely opened

iii. ensuring that it is possible to regulate the temperature in a classroom or other room by turning down
radiators (as long as the temperature does not drop below 18 degrees Celsius, this will be
comfortable for all occupants)

iv. provision of fans

v. establishing a system that allows cover for women who need to access toilet/ washing facilities while
they are teaching (to deal with heavy and recurring bleeding)

vi. considering requests for changes to working arrangements,

vii.adjusting workplace procedures and processes to support and avoid any detriment to menopausal
women.

5.1 All staff are responsible for:

a. Taking responsibility for looking after their health.

b. Being open and honest in conversations with HR and occupational health.
¢. Contributing to a respectful and healthy working environment.

d. Being willing to help and support their colleagues.

5.2 Line Managers

a. The most important and valuable thing a manager can do is listen and, wherever possible, respond

sympathetically to any requests for adjustments at work. All line managers will:

i. familiarise themselves with this menopause policy

ii. be aware of the potential impact of menopause on performance; if someone’s performance suddenly
dips, consideration will be given as to whether the menopause may be playing a part in this.

iii. provide a safe place to allow the member of staff to speak openly and honestly

iv. be ready and willing to listen and have open discussions about menopause, appreciating the personal
nature of the conversation, and treating the discussion sensitively and confidentially and allowing
adequate time for the discussion

v. record adjustments agreed, and actions to be implemented, via an action plan

vi. ensure ongoing dialogue via a follow-up meeting

vii.ensure that all agreed adjustments are adhered to and reviewed as regularly as necessary.

5.3 Occupational Health

a. The role of occupational health is to:
i. carry out a holistic assessment of the employee to ascertain whether or not the working environment
may be exacerbating menopause symptoms
ii. discuss with the employee what adjustments would help
iii. signpost to other appropriate sources of help and advice.
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6. ROLES AND RESPONSIBILITIES
6.1 The Trust Board are responsible for:

a. Making sure the Academies follow all of its equality and diversity policies and meets its legal responsibilities
with respect to equality.

6.2 The Headteacher/Principal is responsible for:

a. Giving a consistent and high-profile lead on equality and diversity.
b. Putting the Trust’s equality and diversity policies into practice.

¢. Ensuring that all staff know their responsibilities and receive the support and training necessary to carry them
out.

d. Following the relevant procedures and taking action in cases of unfair discrimination, harassment, bullying or
victimisation.
6.3 All staff are responsible for:

a. Promoting equality and diversity and avoiding discrimination.

b. Actively responding to any incidents of unfair discrimination, related to protected characteristics perpetrated
by students, other staff or visitors.

c. Keeping up to date with equality law and participating in equal opportunities and diversity training.

d. Complaints from parents, students and the community will be dealt with on line with the Academy’s
complaints procedure, and as such appropriate staff will deal with the relevant stage of the complaint.6.4
Students are responsible for:

a. Respecting others in their language and actions
b. Complying with all of the Academy equality and diversity policies.

7. COMPLAINTS
a. The Trust will treat seriously all complaints of unlawful (or potentially unlawful) discrimination.

b. Any complaints will be investigated in accordance with the Trust’s grievance or complaints policy.

8. MONITORING AND REVIEW

a. This policy and procedure has been approved by the Board of Trustees. It will be reviewed by the Policy and
Procedures Working Group on a bi-annual basis following consultation with the Trade Unions to ensure
continuing compliance.
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APPENDIX A

The Equalities Act 2010 defines four kinds of unlawful behaviour — direct discrimination, indirect discrimination,
harassment and victimisation.

Direct Discrimination

Occurs when one person treats another less favourably, because of a protected characteristic, than they treat —
or would treat — other people. This describes the most clear-cut and obvious examples of discrimination — for
example, if an employee was refused a promotion because of their race.

Indirect Discrimination

Occurs when a “provision, criterion or practice” is applied generally, but has the effect of putting people with a
particular characteristic at a disadvantage when compared to people without that characteristic. An example of
this might be holding a parents’ meeting on a Friday evening, which could make it difficult for observant Jewish
parents to attend, or arranging the weekly CPD sessions for teachers on days when no part time staff are
available for work. It is a defence against a claim of indirect discrimination if it can be shown to be “a
proportionate means of achieving a legitimate aim”. This means both that the reason for the rule or practice is
legitimate, and that it could not reasonably be achieved in a different way which did not discriminate.

Harassment

Has a specific legal definition in the Act — it is “"unwanted conduct, related to a relevant protected characteristic,
which has the purpose or effect of violating a person’s dignity or creating an intimidating, hostile, degrading,
humiliating or offensive environment for that person”. This covers unpleasant and bullying behaviour, but
potentially extends also to actions which, whether intentionally or unintentionally, cause offence to a person
because of a protected characteristic. Where schools are concerned, the offence of harassment as defined in
this way in the Act applies only to harassment because of disability, race, sex or pregnancy and maternity, and
not to religion or belief, sexual orientation or gender reassignment. It is very important to recognise that this
does not mean that schools are free to bully or harass pupils on these other grounds — to do so would still be
unlawful as well as unacceptable. Any case against the school would be on grounds of direct discrimination
rather than harassment.

Victimisation

Occurs when a person is treated less favourably than they otherwise would have been because of something
they have done (“a protected act”) in connection with the Act. A protected act might involve, for example,
making an allegation of discrimination or bringing a case under the Act, or supporting another person’s
complaint by giving evidence or information, but it includes anything that is done under or in connection with
the Act. Even if what a person did or said was incorrect or misconceived, for example based on a
misunderstanding of the situation or of what the law provides, they are protected against retaliation unless they
were acting in bad faith. The reason for this is to ensure that people are not afraid to raise genuine concerns
about discrimination because of fear of retaliation.

As well as it being unlawful to victimise a person who does a protected act, a child must not be victimised
because of something done by their parent or a sibling in retaliation to the Act. This means that a child must not
be made to suffer in any way because, for example, her mother has made a complaint of sex discrimination
against the school, or her brother has claimed that a teacher is bullying him because.he is gay, whether or not
the mother or brother were acting in good faith. If a pupil has himself or herself done a protected act — such as
making a complaint of discrimination against a teacher — then the child’s own good faith will be relevant. For
example, if the parent’s complaint is based on information from her son and the son was deliberately lying. It is
not victimisation for the school to punish him in the same way as it might do any other dishonest pupil. Unless it
can be clear that the mother was also acting in bad faith (for example that she knew her son was lying) it would
still be unlawful to victimise her for pursuing the complaint.
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