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1.Aims 
 
Landau Forte Charitable Trust aims to meet its obligations under the public 
sector equality duty by having due regard to the need to: 

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

 Advance equality of opportunity between people who share a protected 
characteristic and people who do not share it 

 Foster good relations across all characteristics – between people who share 
a protected characteristic and people who do not share it  

 

2.Legislation and guidance 
 
This document meets the requirements under the following legislation:  

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

 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 

This document is also based on Department for Education (DfE) guidance: The 
Equality Act 2010 and schools.   

 

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

 

3.Roles and responsibilities  
 
The Trustees will: 

 Ensure that the equality information and objectives as set out in this 
statement are published and communicated throughout the Trust, including 
to staff, pupils and parents  

 Ensure that the published equality information is updated at least every year, 
and that the objectives are reviewed and updated at least every 4 years  

 Delegate responsibility for monitoring the achievement of the objectives on 
a daily basis to the Trust Executive Leadership Team 

The Executive Leadership Team will: 

 Promote knowledge and understanding of the equality objectives amongst 
staff and pupils 

 Monitor success in achieving the objectives and report back to governors 

All staff are expected to have regard to this document and to work to achieve 
the objectives as set out in section 8.  

 

4.Eliminating discrimination 
 
The Trust is aware of its obligations under the Equality Act 2010 and complies 
with non-discrimination provisions.  

Where relevant, our policies include reference to the importance of avoiding 
discrimination and other prohibited conduct.  

http://www.legislation.gov.uk/ukpga/2010/15/contents
http://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


 

Staff and governors are regularly reminded of their responsibilities under the 
Equality Act, for example during meetings. Where this has been discussed 
during a meeting it is recorded in the meeting minutes. 

New staff receive training on the Equality Act as part of their induction, and all 
staff receive refresher training every September. 

The school has a designated member of staff for monitoring equality issues, 
and an equality link governor. They regularly liaise regarding any issues and 
make senior leaders and governors aware of these as appropriate. 

 

5.Advancing equality of opportunity 
 
As set out in the DfE guidance on the Equality Act, the Trust aims to advance 
equality of opportunity by: 

 Removing or minimising disadvantages suffered by people which are 
connected to a particular characteristic they have (e.g. pupils with 
disabilities, or gay pupils who are being subjected to homophobic bullying) 

 Taking steps to meet the particular needs of people who have a particular 
characteristic (e.g. enabling Muslim pupils to pray at prescribed times)  

 Encouraging people who have a particular characteristic to participate fully 
in any activities (e.g. encouraging all pupils to be involved in the full range 
of school societies)  

In fulfilling this aspect of the duty, the school will: 

 Publish attainment data each academic year showing how pupils with 
different characteristics are performing 

 Analyse the above data to determine strengths and areas for improvement, 
implement actions in response and publish this information 

 Make evidence available identifying improvements for specific groups (e.g. 
declines in incidents of homophobic or transphobic bullying)  

 Publish further data about any issues associated with particular protected 
characteristics, identifying any issues which could affect our own pupils  

 

6.Fostering good relations 
 
The Trust aims to foster good relations between those who share a protected 
characteristic and those who do not share it by: 

 Promoting tolerance, friendship and understanding of a range of religions 
and cultures through different aspects of our curriculum. This includes 
teaching in RE, citizenship and personal, social, health and economic 
(PSHE) education, but also activities in other curriculum areas. For example, 
as part of teaching and learning in English/reading, pupils will be introduced 
to literature from a range of cultures 

 Holding assemblies dealing with relevant issues. Pupils will be encouraged 
to take a lead in such assemblies and we will also invite external speakers 
to contribute 

 Working with our local community. This includes inviting leaders of local faith 
groups to speak at assemblies, and organising trips and activities based 
around the local community 

 

 

 



 

 Encouraging and implementing initiatives to deal with tensions between 
different groups of pupils within the school. For example, our school  

 council has representatives from different year groups and is formed of 
pupils from a range of backgrounds. All pupils are encouraged to  

 participate in the school’s activities, such as sports clubs. We also work with 
parents to promote knowledge and understanding of different cultures 

 We have developed links with people and groups who have specialist 
knowledge about particular characteristics, which helps inform and develop 
our approach 

7.Equality considerations in decision-making 
 
The school ensures it has due regard to equality considerations whenever 
significant decisions are made.  

The Trust always considers the impact of significant decisions on particular 
groups. For example, when a trip or activity is being planned, the relevant 
leadership team considers whether the trip:  

 Cuts across any religious holidays 

 Is accessible to pupils with disabilities 

 Has equivalent facilities for boys and girls 

The relevant Academy 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.   

 

8.Equality objectives 
 
As a Trust we have set clear objectives in line with our commitment to Equality. 
However, each academy also has academy specific policies to ensure that 
equality is promoted at all levels. 

Objective 1 

Reporting of recruitment data and trends with regard to race, gender and 
disability by July, and report on this to Trustees. 

This will enable the Trust to identify key trends and develop appropriate support 
mechanisms to increase diversity across the Trust. 

In order to review and analyse this information we will develop and generate 
specific reports enabling us to clearly monitor these trends. 

As a Trust we currently report on Gender in line with our statutory obligations, 
and have visibility of equality information as part of the recruitment process 
however improvements in reporting and analysis will be made over the coming 
months in support of the Trust’s development as an employer. 

Objective 2 

Review reasonable adjustment agreement for all staff with disabilities by March 
2024, to meet their needs better and ensure that any disadvantages they 
experience are addressed. 

 

 



 

 

As a Trust we have chosen this objective to ensure that as an employer we 
have a greater understanding of needs of staff across the Trust, which will 
enable us to provide greater support. 

To achieve this objective we will work with external support to develop 
reasonable adjustment agreements and consult with staff to ensure that these 
are clear, understood and implemented. 

As a Trust we work with external specialists on topics such as mental health, 
occupational fitness for work and return to work planning. The development of 
these agreements form the next phase of the Trust’s progress in this area. 

Objective 3 

All members of staff and governors involved in recruitment have had 
appropriate training on equal opportunities and non-discrimination. This will 
continue and the Trust will have in place a programme to ensure safer 
recruitment practises are strengthened and reviewed during the year. 

As a Trust we are committed to continuously reviewing our policies and 
procedures and it is important that staff are empowered and upskilled in order 
to recruit the very best staff to each position. In order to do this, it is important 
that staff receive updated training regarding equal opportunities and our legal 
obligations. 

To support staff and Governors, the Trust will ensure that short guidance notes 
are prepared for anyone involved in the recruitment process and that resources 
are regularly shared through the Trust Central Team. These can be read 
alongside the Trust policies and further information can also be obtained 
through the Trust learning provider. 

The Trust has an external learning platform that provides e-learning around 
safer recruitment and best practise for recruitment at all levels. Leaders and 
managers have full access to this and can assign learning. The Trust has also 
reviewed content to ensure that key points and areas of focus are shared with 
staff who are involved in recruitment.  

 

9. Monitoring arrangements 
 
The Trust will update the equality information we publish, [described in sections 
4-7 above], at least every year.  

This document will be reviewed by the Trust at least every 4 years.  

This document will be approved by the Audit Committee of Landau Forte 
Charitable Trust. 

 

10. Links with other policies 
 
This document links to the following policies: 

 Accessibility plan 

 Risk assessment  

 Inclusion policy 

 Behaviour policy 

 LFCT Recruitment policy  



 

Equal Opportunities, Diversity and Inclusion  
 
Breaches of this section 

We take a strict approach to breaches of this policy, which will be dealt 
with in accordance with our Disciplinary Procedure. Serious cases of 
discrimination may amount to gross misconduct resulting in dismissal. 
If you believe that you have suffered discrimination you can raise the 
matter through our Grievance Procedure or Bullying and Harassment 
Procedure. Complaints will be treated in confidence and investigated as 
appropriate. 
 
You must not be victimised or retaliated against for complaining about 
discrimination. However, making a false allegation deliberately will be 
treated as misconduct and dealt with under our Disciplinary Procedure. 
 

Equal Opportunities Statement  

We are committed to encouraging equality, diversity and inclusion 
among our workforce. The aim is for our workforce to be truly 
representative of all sections of society and our pupils and parents, and 
for each employee to feel respected and able to give their best.  

We are fully committed to: 

1. Treating all of our employees and job applicants equally in all 
aspects of employment including: recruitment and selection, 
promotion, transfer, opportunities for training, pay and benefits, 
other terms of employment, discipline, selection for redundancy 
and dismissal.  

2. Creating a working environment that is free of bullying, 
harassment, victimisation, and unlawful discrimination, promoting 
dignity and respect for all, and where individual differences and 
the contributions of all staff are recognised and valued.  

3. Training managers and all other employees about their rights and 
responsibilities under this equal opportunities, diversity & 
inclusion policy. 

4. Employing, training and promoting employees on the basis of 
their experience, abilities and qualifications, without regard to 
race, religion or belief, sex, sexual orientation, pregnancy or 
maternity, gender reassignment, age, marriage and civil 
partnership or disability. In this policy these are known as the 
"Protected Characteristics".  

5. Making opportunities for training, development and progress 
available to all employees, who will be helped and encouraged to 
develop their full potential, so their talents and resources can be 
fully utilised to maximise the efficiency of the Trust. 

6. Complying with our obligations under the Equality Act 2010 in 
respect of our Public Sector Equality Duties to: 

• Have ‘due regard’ to the need to eliminate discrimination, 
harassment and victimisation 

• Have ‘due regard’ to the need to advance equality of opportunity 

 



 

• Have ‘due regard’ to the need to foster good relations 

• Publish equality information 

• Publish equality objectives. 

We will not condone any form of bullying, harassment, or unlawful 
discrimination whether engaged in by employees or by outside third 
parties who do business with us, such as pupils, parents/guardians, 
contractors and suppliers. 

Employees have a duty to co-operate with us to ensure that this policy 
is effective in ensuring equal opportunities and in preventing 
discrimination, harassment or bullying. Action will be taken under our 
Disciplinary Procedure against any employee who is found to have 
committed an act of improper or unlawful discrimination, harassment, 
bullying or intimidation. Serious breaches of this policy will be treated as 
potential gross misconduct and could render the employee liable to 
summary dismissal.  

All employees should understand they, as well as the Trust, can be held 
liable for acts of bullying, harassment, victimisation and unlawful 
discrimination, in the course of their employment, against fellow 
employees, other staff/colleagues, governors, trustees, pupils, 
parents/guardians, contractors, suppliers, visitors, the public or other 
third parties.  

You should draw to the attention of your line manager any suspected 
discriminatory acts or practices or suspected cases of harassment. You 
must not victimise or retaliate against an employee who has made 
allegations or complaints of discrimination or harassment or who has 
provided information about such discrimination or harassment. Such 
behaviour will be treated as potential gross misconduct. Employees 
should support colleagues who suffer such treatment and are making a 
complaint. 

Discrimination  

You must not unlawfully discriminate against or harass other people, 
including current and former employees, job applicants, other 
staff/colleagues, governors, trustees, pupils, parents/guardians, 
contractors, suppliers, visitors, the public or other third parties. This 
applies in the workplace, outside the workplace (when dealing with 
pupils, parents/guardians, suppliers or other work-related contacts or 
when wearing a work uniform), and on work-related trips or events 
including social events. 

The following forms of discrimination are prohibited under this policy and 
are unlawful: 

• Direct discrimination – when someone is treated less favourably 
than another person because of a Protected Characteristic.   

• Indirect discrimination - occurs where an individual’s employment 
is subject to an unjustified provision criterion or practice which e.g. 
one sex or race or nationality or age group finds more difficult to 
meet, although on the face of it the provision, criterion or practice 
is ‘neutral’. 

 



 

• Associative discrimination or discrimination by association – 
direct discrimination against someone because they associate 
with another person who possesses a Protected Characteristic.   

• Discrimination by perception – direct discrimination against 
someone because it is thought that they possess a particular 
Protected Characteristic even if they do not actually possess it. 

• Harassment – unwanted conduct related to a relevant Protected 
Characteristic which has the purpose or effect of violating an 
individual’s dignity or creating an intimidating, hostile, degrading, 
humiliating or offensive environment for that individual. You may 
complain of such offensive behaviour even if it is not directed 
towards you personally. 

• Victimisation – when an employee is treated less favourably 
because they have made or supported a complaint or raised a 
grievance about unlawful discrimination or are suspected of doing 
so. 

• Disability discrimination: this includes direct and indirect 
discrimination, any unjustified unfavourable treatment because of 
something arising in consequence of a disability, and failure to 
make reasonable adjustments to alleviate disadvantages caused 
by a disability. 

 

Our Commitment   
 
Recruitment  

The recruitment process will be conducted in such a way as to result in 
the selection of the most suitable person for the job in terms of relevant 
abilities and qualifications. We are committed to applying our equal 
opportunities policy statement at all stages of recruitment and selection.  

Recruitment publicity will aim to positively encourage applications from 
all suitably qualified people when advertising job vacancies, in order to 
attract applications from all sections of the community. 

Where vacancies may be filled by promotion or transfer, they will be 
published to all eligible employees in such a way that they do not restrict 
applications from employees with a particular Protected Characteristics. 
However, where having regard to the nature and context of the work, 
having a particular Protected Characteristics is an occupational 
requirement and that occupational requirement is a proportionate means 
of achieving a legitimate aim, we will apply that requirement to the job 
role and this may therefore be specified in the advertisement.  

The selection process will be carried out consistently for all jobs at all 
levels. We will ensure that this equal opportunities policy is available to 
all staff, and in particular is given to all staff with responsibility for 
recruitment, selection and promotion. 

The selection of new staff will be based on job requirements and the 
individual's suitability and ability to do, or to train for, the job in question. 
Person specification and job descriptions will be limited to those 
requirements that are necessary for the effective performance of the job. 
Candidates for employment, promotion or transfer will be assessed 
objectively against the requirements of the job. 

 



 

With disabled job applicants, we will have regard to our duty to make 
reasonable adjustments to work provisions, criteria and practices or to 
physical features of work premises or to provide auxiliary aids or services 
in order to ensure that the disabled person is not placed at a substantial 
disadvantage in comparison with persons who are not disabled. 

All applications will be processed consistently. The staff responsible for 
short listing, interviewing and selecting candidates will be clearly 
informed of the selection criteria and of the need for their consistent 
application. All questions that are put to the applicants will relate to the 
requirements of the job. 

Training, transfer and promotion  

We will take such measures as may be necessary to ensure the proper 
training, supervision and instruction for all line managers in order to 
familiarise them with our policy on equal opportunities, and in order to 
help them identify discriminatory acts or practices and to ensure that they 
promote equal opportunity within the departments for which they are 
responsible. The training will also enable line managers to deal more 
effectively with complaints of bullying and harassment. 

We will also provide training to all employees to help them understand 
their rights and responsibilities under the equal opportunities and anti-
harassment policies and what they can do to create a work environment 
that is free of bullying and harassment.  

All persons responsible for selecting new employees, employees for 
training or employees for transfer or promotion to other jobs will be 
instructed not to discriminate because of one or more of the Protected 
Characteristics. Where a promotional system is in operation, the 
assessment criteria will be examined to ensure that they are not 
discriminatory. The promotional system will be checked from time to time 
in order to assess how it is working in practice. 

When a group of workers who predominantly have a particular Protected 
Characteristic appear to be excluded from access to promotion, transfer 
and training and to other benefits, our systems and procedures will be 
reviewed to ensure there is no unlawful discrimination. 

Terms of employment, benefits, facilities and services  

All terms of employment, benefits, facilities and service will be reviewed 
from time to time, in order to ensure that there is no unlawful 
discrimination on the grounds of one or more of the Protected 
Characteristics. 

Equal pay and equality of terms 

We are committed to equal pay in employment. We believe our male and 
female employees should receive equal pay for like work, work rated as 
equivalent or work of equal value. In order to achieve this, we will 
endeavour to maintain a pay system that is transparent, free from bias 
and based on objective criteria.  

 

 

 

 

 



 

 

Disabilities 

If you are disabled or become disabled, we encourage you to tell us 
about your condition so that we can support you as appropriate.  

If you experience difficulties at work because of your disability, you may 
wish to contact your line manager to discuss any reasonable 
adjustments that would help overcome or minimise the difficulty. Your 
line manager may wish to consult with you and your medical adviser 
about possible adjustments. We will consider the matter carefully and try 
to accommodate your needs within reason. If we consider a particular 
adjustment would not be reasonable we will explain our reasons and try 
to find an alternative solution where possible.  

We will monitor the physical features of our premises to consider 
whether they might place anyone with a disability at a substantial 
disadvantage. Where necessary, we will take reasonable steps to 
improve access. 

Monitoring equal opportunities and dignity at work  

We will regularly monitor the effects of selection decisions and personnel 
and pay practices and procedures in order to assess whether equal 
opportunity and dignity at work are being achieved. This will also involve 
considering any possible indirectly discriminatory effects of its working 
practices. If changes are required, we will implement them. We will also 
make reasonable adjustments to its standard working practices to 
overcome barriers caused by disability.  

Related Policies  

This policy is supported by the following other policies and procedures: 

(a) Grievance and disciplinary procedures policy. 

(c) Flexible Working Policy. 

(d) Maternity, Paternity, Adoption and Shared Parental Leave 
Policies. 

(e) Parental Leave Policy. 

(f) Time Off for Dependants Policy. 

(g) Data Protection Policy. 

 
 
 


