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1) Introduction and principles:

Who is this strategy for?
· All employees and ex-employees
· Contractors and sub-contractors, consultants, agency workers
· Volunteers
· Trustees and Members
· Local Advisory Board members
· Pupils
· Parents, carers and families
· Members of the communities we serve and work with
Chess Valley Primary Learning Trust will continue to develop, implement, and publicise policies and procedures which promote equality and diversity for all members of the Trust and its academies and to foster/improve effective relationships between individuals and groups. This strategy sits within the Trust’s wider strategic plan .

Relevant documents and information:
· The Equality Act 2010 https://www.legislation.gov.uk/ukpga/2010/15/contents
· Definition of Disability Under the Equality Act 2010 https://www.gov.uk/definition-of-disability- under-equality-act-2010
· The Equality Act 2010 and Schools https://assets.publishing.service.gov.uk/media/5a7e3237ed915d74e33f0ac9/Equality_Act_Advice_Fi nal.pdf

What does EDI mean at CVPLT?
Our CVPLT values encompass our ways of working, behaviours, attitudes and practices. They are our guiding light in our approach to others and the focus in our working practices.
Chess Valley Primary Learning Trust is committed to ensuring equality of opportunity for all pupils, staff and parents. We aim to ensure our schools and workplaces are free from discrimination, prejudice or harassment regardless of race, gender, disability, religion or belief, sexual orientation, age and socio-economic background; these principles are rooted in our value of Respect.
The Trust champions an ethos and environment in which all individuals connected to CVPLT feel proud of their identity and ability to fully participate in all aspects of school / Trust life.

We all play a crucial role in eliminating all forms of discrimination that exist.
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We promote equality and diversity through challenging any discrimination and educating our pupils across a wide variety of topics without prejudice. We use inclusive practice in our schools and classrooms and in our workforce.

At CVPLT we believe and demonstrate that diversity is a strength to be respected and celebrated by all those connected to our Trust.

"A diverse mix of voices leads to better discussions, decisions, and outcomes for everyone." — Sundar Pichai (CEO – Google)

Equality: We ensure equality of access, treatment, outcomes and impact for colleagues and pupils. We make sure everyone can access the same opportunities by adapting our practice and approaches to ensure individuals have the support they need.

Diversity: We value the differences between colleagues and pupils. We recognise that everyone is different in a variety of visible and non-visible ways, and that those differences are to be recognised, respected, valued, promoted and celebrated. CVPLT is mindful that true diversity is not just about appearances but also wider experiences.

We ‘usualise’ diversity – it is ever present and integrated into our practices, curriculum and resources. In doing so, we educate our staff, pupils and families about people who are different to them, tackling ignorance, breaking down barriers and prejudices. The ‘gallery’ of ordinary people - families, characters, rulers, authors, scientists, politicians, heroes/villains, artists, professors etc. - that our pupils encounter is diverse, consisting of a wide array of different ethnicities, genders, and LGBTQ identities.

Inclusion: We ensure that our practice includes people in ways that are fair for all, which value everyone’s differences, and empowers and enables each person to be themselves. We strive for colleagues and pupils to be able to achieve their full potential and thrive.

Unconscious bias: We train all of our staff and pupils (through the curriculum and CPD) to understand that prejudice and discrimination are not always visible or intentional, and that identifying it is vital to ensure the true power of flourishing diversity.

"Race and religion do not separate people; ignorance does." — Matshona Dhliwayo (Zimbabwean born philosopher and author)
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2) Further context and background:
CVPLT Barriers to Learning:

One of the barriers to learning that many of our pupils (and families) face is the lack of exposure to diversity and access to cultural capital. We endeavour, as a multi-academy trust, to provide enriching experiences and a curriculum that overcomes these barriers; our schools and staff work to this end. It is important to note any changes in patterns and trends over time, which Trust leaders use to inform strategic decisions that enhance the lives of our children, families and communities.
CVPLT regularly reviews the barriers to learning that our pupils and families face, as school demographics evolve and change. 

CVPLT is proud of the work carried out so far, ensuring EDI is at the forefront of school and Trust leaders critical thinking, school improvement and future development. We aim to further embed this policy and deliver on its vision and values. Part of our ongoing, three-year strategic plan has resulted in much being done already to improve EDI, including but not limited to:

· Policy writing (EDI policy, equality statement and objectives, etc.)
· Strategic groups and committees
· Recruitment processes (ie. ‘blind’ recruitment)
· CPD and training, across multiple tiers of staff
· Analysis of demographics of stakeholders (pupils, families, staff) including through desktop analysis
· Clarity on our barriers to learning (see above)
· Continual development of the curriculum
· Voice gathering (regular and wide-ranging surveys from all stakeholders)
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3) Existing Strategy and Current Practice:
What are we seeking to define and measure?

For this EDI strategy to be effective and useful we have set a clear definition for what EDI means at CVPLT (see section 1) but also:
Equity, Diversity and Inclusion in the CVPLT strategy includes:
· The range of people we employ and aim to employ
· The success of our current equality objectives
· The diversity in our curriculum
· The impact of the diversity in our curriculum
· A significant change in the language we use
· A focus on the removal of barriers to learning / access and readiness for the next stage of learning and life

How do we do this currently:
A) Through our values-led curriculum:

	EDI
Element: The ‘what’?
	Why do we do this?
	When is this done? Where and How?
	Who is this for? Who does it benefit?

	Equality
	Teaching equality in primary school is crucial for building a foundation for a just and inclusive society. Primary school is a critical time for children to develop their understanding of fairness, respect, and empathy.
Early exposure to equality helps shape their values and attitudes, reducing the likelihood of prejudice and discrimination later in life. Early education can challenge stereotypes and prejudices before they become deeply ingrained.
By learning about different perspectives and experiences, children can develop a more nuanced understanding of the world.
Teaching equality creates a safe and welcoming environment for all children, regardless of their background, abilities, or differences. This sense of belonging is essential for children's social and emotional well-being, as well as their academic success. Our world is increasingly diverse, and children need
	Art
KS1 Autumn 1 Yayoi Kusama KS1 Summer Lubaina Himid
History
KS2 (year 3)
Autumn 1 Cradles of Civilisations KS2 (year 4)
Spring 2 Christianity in three empires KS2 (year 5) The round city: Baghdad
Geography
	All pupils to develop empathy, respect and understanding for those different from themselves.
Equality ensures individuals from marginalised groups feel a safer and more supportive environment where they can thrive.
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	to learn how to interact with and appreciate people from different backgrounds.
Teaching equality helps children develop the skills and knowledge they need to thrive in a diverse society and helping them to develop a more nuanced understanding of the world.
Teaching equality is a fundamental step towards promoting social justice and creating a more equitable society.
It empowers children to become active and responsible citizens who stand up for fairness and equality.

Our pupil premium strategy ensures all pupils in receipt of this premium receive exposure to bespoke curriculum enhancement, including educational visits/experiences, access to musical instruments and specific tutoring, and other provision which ‘levels the playing field’ for these pupils (sports clubs/teams, swimming, breakfast/after school club provision, etc.)
Our history topics (Medieval African Kingdoms, The Maya, Vikings in Britain, Islamic Civilisations, Arabia and early Islam are socially broad; all types of people are given voice, made visible and understood in the context of the wider power structures and ideas that affected how they lived. For example, in geography, the study of indigenous people in the Amazon and the dynamics of power in their interactions with communities on a global scale, the favelas in Bolivia, in history the study of the poor in all the societies covered, the treatment of the poor and attitudes towards the poor (positive and negative) in various religious communities and a constant return to cities so that the local impact of global trends and shifts is surfaced, with its consequences for diverse peoples.

We further reinforce our work on equalities through our equalities statements and objectives, which can be found on
our website and are reviewed annually.
	KS2 (year 5) Interconnected Amazon
North and South America
KS2
Autumn 2 Population Multicultural London/Cardiff

Opening worlds

Equalities statements and objectives
	

	Diversity
	Multi-culturalism, across the globe, and especially in Britain is probably the most salient and constant theme in our humanities curriculum. The study of ancient civilisations, each taken seriously is fundamental to understanding what unites rather than divides us, while also celebrating its diverse manifestations. The cradle of civilisations in the Middle East – from where Jews, Christians and Muslims all emerge – points to our common ancestry, to how valued traditions emerge, to the bigger patterns of human interaction. On this foundation, the stories and settings chosen for history repeatedly show examples (e.g., depth on Cordoba in Southern Spain) of contrasting faith communities collaborating in life and work,
and displaying mutual respect, or failing to collaborate, failing
	EYFS LTP -
English
KS1 LTP - English KS2 LTP - English
OW-humanities curriculum plan.pdf
Art overviews HEARTS Promise
	All pupils – diverse resources make learning more relevant and engaging for all learners. Seeing themselves in stories and history as well as themselves as scientists and
mathematicians,
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	to comprehend one another, initiating fear and suffering the consequences. The very strong central thread of multi-cultural Britain is woven throughout the history programmes, so that by Year 6, in history, geography and RE, sophisticated studies of the diversity of London, especially the rich contributions of diverse communities to the arts, is possible.
Children encounter diversity within a curriculum in a multitude of ways, and the goal is to "usualise" this exposure, making it a natural and accepted part of their lives.

This includes diverse characters in books; Elmer, Pretty Selma, and the Boy with Flowers in his hair in EYFS, where a quarter of our books introduce children to a diverse world.

Floella Benjamin, Amelia Eaheart, Wangari Maathai, George Webster, Paper bag Princess in KS, where, most of the stories used have a female protagonist.
Egyptian Cinderella, Skellig, August Pullman (Wonder) and Onjali Rauf’s ‘Boy at the Back of the Classroom in KS2, with 4 novels addressing diversity.

Historical figures, such as; Ibn Battuta a Muslim Explorer, Boudica, Katherine Johnson (NASA Mathematician), Florence Nightingale, Mary Seacole, Edith Cavell Ernest Shackleton, Mary Anning and Elizabeth I, helped children to understand that History is made up of diverse people from all over the world.
Through our rich and varied art curriculum, children are introduced to artists from various cultures, historical periods and geographic locations. Yayoi Kusuma, a Japanese artist is used as inspiration when children are creating patterns, Romero Britto, Brazilian, is used as an example of modern art, Stephen Wiltshire an autistic artist inspires children to draw landscapes, Geometric designs from The Great Mosque of Cordoba and the Blue Mosque in Istanbul are giving as exquisite examples of mosaics. All of our art units have diverse (race and gender) artists alongside the more well known.

Maths and Science lesson have examples of diverse characters tackling and solving problems.

We use Religious Education as a vehicle for teaching children about the diverse world they live in. Through this curriculum, children encounter the 3 main religion, learning about the origins, stories and significant people and books.
The HEARTS Promise provides further opportunity for exposure to diversity, including cultural diversity. For
	
	raises self- esteem and confidence and brings a sense of belonging.
For all children teaching diversity challenges insular perspectives and promotes global citizenship, it extends the world beyond their immediate surroundings.

All teachers – working with diverse resources enhances teachers’ cultural sensitivity and awareness. They become more adept at creating inclusive classroom environments and respectful interactions
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	example, educational visits to London (‘soak up the sights’) expose pupils and staff to various cultures; visits to France allow pupils the opportunity to ‘cross a border’ – experiencing
French language and culture.
	
	

	Inclusion
	Through our curriculum and enrichment provision we create environments where all feel welcome, respected, empowered and supported. We put diversity into action by fostering a sense of belonging ensuring that everyone can participate.
	RE curriculum OW-humanities curriculum plan.pdf
	Children benefit immensely from an inclusive education in numerous ways, impacting their academic, social, and emotional development.
Inclusive education creates a more equitable and just society by fostering understanding, respect, and acceptance among all children. It promotes a culture where everyone feels valued and has the opportunity to reach their full potential

Parents see their children thriving in a diverse and accepting environment, fostering a sense of community and belonging. For parents of children with disabilities, inclusive education reduces stigma and isolation.
They see their children being valued and included, which can be a powerful and affirming experience.
Inclusive

	
	We have invested significantly in literature that has diverse representation, all schools have a significant number of books in their library that feature characters from various ethnic backgrounds, family structures and abilities, as well as our core texts. As well as this we include stories that explore different cultural tradition and perspectives (A Hindu story: Rama and Sita, - Samuel, Saul, David and the Kingdom, Living Muslim traditions).

Through the leadership groups within schools (Eco Squad, School Council, Pupil Parliament) we engage children in projects that address social justice (raising money for charities) and environmentalism (planting trees and recycling).

All schools arrange enrichment days and weeks that bring awareness to members of the communities who may feel less included, examples such at Children’s Mental Health Week, Green week and Happiness Day being yearly events.
The Atrium (our enhanced provision) is also very much inclusive by design – this is integral to ethos of this setting. The outreach work from colleagues within this provision further support our ambition for inclusion. Other settings amplify this, including the strategic development of inclusive ‘spaces’, for our example our sensory rooms (now in each school), and unique provisions like the ‘Maple Room’ at Waterman.
	
Core texts
EYFS LTP - English KS1 LTP - English KS2 LTP - English EYFS Autumn term
Pretty Selma EYFS Summer term
The World Needs Who You Were Made To Be UKS2 Autumn term
Wonder
Boy at the Back of the Classroom The conquerors The Rabbits Artists
LKS2 Spring Romero Britto UKS2 Art Autumn Stephen Wiltshire
	

	
	Staffing structures also facilitate and add further capacity for inclusion, including: Mental Health Champions, Disadvantaged Champions, trainee counsellors and our Trust-wide counsellor.
	The Atrium inc. outreach work
	

	
	
	IQM
	

	
	Finally, schools within our Trust either hold the Inclusion Quality
Mark, or are working towards this accolade, further demonstrating our inclusive practice.
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	environments often encourage parent participation, and empower parents to be active members of the educational
community.

	Unconscious bias
	By addressing unconscious bias, we can create more equitable and inclusive environments in our schools, and communities, and this leads to fairer treatment and opportunities for all individuals. Learning about these biases helps us communicate more effectively and build stronger relationships.

By following the national curriculum, we are laying the groundwork for understanding unconscious bias; this is through our teaching of fundamental British values (School Council, Pupil Parliament, RE Curriculum, PSHE Curriculum). These values provide a foundation for understanding that everyone deserves to be treated fairly, regardless of their differences. Through our PSHE curriculum, children learn to challenge stereotypes and develop positive relationships with others (Living in the wider world, Caring Friendships, Respectful relationships).

By seeing people from diverse backgrounds in positive situations, it can help to combat the development of negative stereotypes.
	PSHE progression map
Core Texts KS1 Summer Paper bag Princess UKS2Autumn The boy at the back of the classroom UKS2 Autumn Wonder
	Staff and parents become more aware of their own potential biases, leading to greater self- reflection and personal growth. This awareness helps them to identify and challenge their own assumptions and stereotypes. Children learn that everyone, including themselves, can have unconscious biases. This understanding fosters empathy, as they realize that people's actions might not always reflect their true intentions.
They start to see that differences are normal and that everyone deserves to be treated with kindness, regardless of perceived
differences.

	Use / change of language
	Through our PSHE curriculum (Respectful relationships, Relationships, Health and Wellbeing) and training for teachers (ACE, Thrive, TPP, Reframing language around behaviour) we teach children that the appropriate use of language is a powerful tool for fostering understanding and respect within a diverse and inclusive environment.
	Annually ACE, TPP and Thrive training.

PSHE
Being me in my world Aut. 1
	Teaching appropriate language has a significant positive impact
on both staff and parents. Staff
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	Teaching children to avoid using derogatory terms, slurs, and offensive language targeting specific groups (race, gender, sexual orientation, disability, etc.) is fundamental; this establishes a baseline of respect and prevents the perpetuation of harmful stereotypes. Alongside this, through our enrichment activities children encounter a range of professionals - this encourages the use of gender-neutral language (fire fighter, police officer).
Our environments are also ‘communication friendly’ to support all
pupils, not just those with SEND or other needs; this work is strategically linked to our adoption of the Local Authority’s ‘Ordinarily Available’ models and pedagogy.
	Celebrating difference Aut. 2
Relationships Sum.
	become more mindful of their language, fostering a more professional and respectful work environment.
This leads to improved communication and collaboration among colleagues.
Learning about inclusive language raises staff awareness of diverse identities and experiences.
They become better equipped to address sensitive issues and create inclusive learning environments.
When parents see the school modelling inclusive language, they are more likely to reinforce these values at home.
This creates a consistent message for children across different
environments.


[image: ]b) Through employment practices – following best practice and the law:

	EDI
Element:
The ‘what’?
	Why do we do this?
	When is this done? Where and how?
	Who is this for? Who does
it benefit?

	Equality
	We ensure equality in our employment practices in order to create a thriving, productive and harmonious workplace; we aim to embed our practice of ‘meeting
the needs’ of individual employees
	HEARTS provide fair opportunities for all employees based on their individual needs; this is demonstrated through processes, including
· Recruitment processes including both internal and external;
	All stakeholders
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	as well as prospective employees. We:
1) Foster diversity and innovation
2) Enhance employee engagement and retention
3) Build a positive reputation
4) Mitigate legal risk
5) Promote social justice
	· Access to resources: training, mental health support
· HEARTS PMR processes provides a platform to ensure equality is reviewed and discussed with individual colleagues
· Staff surveys, including upon induction and exit, as well as at regular intervals (ie. Welbee)
· ‘Staff voice’ initiatives ie. The HEARTS
Impact Space
· Policy review and partnerships with external providers (HR and legal)
	

	Diversity
	A diverse workforce benefits all pupils and families, not just those from ethnic minority backgrounds, and adds knowledge, skills and culture into our organisation; improved diversity leads to a better understanding of pupils and parents.
Fostering an inclusive environment that focuses on diversity boosts employee satisfaction and retention, creating a more dynamic and engaged workforce at HEARTS, for the betterment of the pupils and families that we serve.

Diversity brings a variety of perspectives and experiences, leading to more creative solutions and innovative ideas, improved decision making, increased awareness of the communities we serve, attraction of top talent, as well as building a better brand and reputation.

Ensuring diversity in employment practices helps HEARTS to comply with anti-discrimination laws and regulations.
	Policy making, including this EDI strategy itself.
All documentation, including job descriptions and specifications, ensuring language is bias-free.
Effective (and inclusive) recruitment practices including:
· Job specifications: removal of bias language from adverts
· Flexible working options are considered
· Anonymised application processes
· Targeted outreach/markets (advertising job openings in diverse communities, reaching underrepresented groups)
· Diverse selection panels
Regular training is provided to all stakeholders, including on unconscious bias, cultural competency and inclusive practices. Leaders ‘scan horizons’ on how
to become more diverse in practice, by and through reading and engaging with policy reform, webinars, government guidance, etc. as well as legal and statutory compliance.
Collection and analysis of data related to demographics of the workforce (including governance).
Celebrations of diversity and/or events of cultural significance.
	All HEARTS
employees including governance
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	Creation of ‘open platforms’ to encourage dialogue in a ‘safe space’ with colleagues – this can be in the form of:
· Staff surveys
· Committees (workload & wellbeing, strategic leadership groups, etc.)
· Suggestion schemes
· HEARTS Impact Space
· School notice boards
· Intranet (ie. MS Teams)
	

	Inclusion
	HEARTS aims to create a work environment where all employees feel valued and supported, regardless of their background or identity. Inclusion in our MAT is important because it enhances staff wellbeing, increases productivity and performance, improves collaboration and teamwork, attracts and retains talent, builds positive organisational reputation, reduces staff turnover and absenteeism and promotes social equity.
	Through policy-making, including this EDI strategy.
In consultation with all stakeholders – ie. writing the strategic plan, shaped by views from pupils, staff, parents, communities and governors.
Other initiatives in our employment practices that are inclusive would include:
· CPD including twilights (Trust-wide) and other collaboration ie. NPQs; this would include online meetings/discussions
· Mentoring and training
· Flexible working arrangements
· Staff surveys
· Workload and well-being groups and other strategic groups/committees
· Recruitment processes
	All HEARTS
employees including governance

	Unconscious bias
	Spotting and removing unconscious bias will enable fair and robust decision-making to occur and help remove workplace negativity.

Removing unconscious bias also:
· Promotes fairness and equality
· Enhances diversity
· Improves decision-making (decisions are more objective and well-rounded)
	Through recruitment processes, including at the interview stage (standardised interview structures including questions and tasks); this also includes ensuring interview panels are diverse. Also:
· Inclusive language used on advertisements
· Diverse recruitment platforms / noticeboards
· ‘blind’ recruitment
Internal procedures for handling complex HR cases (for example grievances) with open, transparent policies and diverse panels (in handling cases).
	All HEARTS
employees including governance
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	CPD around ‘bias awareness’ and ongoing training around building a culture of awareness.
Mentoring and support, including induction, for new employees.
	

	Use / change of language
	Strategic use of language, in the context of EDI:
· Promotes inclusivity and builds respect
· Builds belonging and a positive workplace culture
· Reduces unconscious bias (by consciously choosing inclusive language, we can reduce the impact of bias and stereotypes, improving communication and interaction), thus further promoting fairness and equality in the workplace
· Enhances communication
· Supports compliance with legal and ethical standards
· Reflects our HEARTS values
· Mitigates [potential] conflict
	Use of specific, chosen-language in our employment practices is achieved through:
· regular review of policy and procedure.
· Adherence to our HEARTS values, our Code of Conduct and general expectations of our employees
· Welcoming (and safe) environments; being mindful of the ‘water-cooler’ culture
· CPD, including at inset-level (Trust- wide), staff meetings, 1-1 meetings including PMs and other meetings; we continue to be mindful of what we say, to whom we say it, and why we say it
· Tackling when the use of language
doesn’t meet expectations
	All HEARTS
employees including governance
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"Diversity is being asked to the party, inclusion is being asked to dance." —
Verna Myers- (author and consultant)
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4) Future Strategy – ‘Phase 2’
Below we will set out three principles of activity, linked to our strategic plan and Trust development, to help us further cement a strong culture of equality, diversity and inclusion.

Culture












Representation

EDI at HEARTS





Teaching & Learning
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Principle 1: Culture
Aim: to create a culture where there is a sense of belonging and togetherness, leading to authenticity at work and in our schools, for all.

Our culture principle sets out the following aims:
· Staff, pupils and families know they will be appreciated as their authentic selves
· HEARTS colleagues will understand the explicit and implicit EDI aims across the organisation

	Aim and/or Action
	Dates
	Impact
	Person
responsible

	Enhance coaching skills for leaders (including CLALs with focus on improving diversity / inclusive cultures)
	Autumn term 2025
	Each leader will support / coach one member of staff from each setting to be ready/improve leaderships skills around inclusion
	CEO

	Develop inclusive supporting materials in conjunction Opening Worlds, Jigsaw, RWI and Science (Explorify) resources
	September 2025
	Increase in the exposure children get to a range of diverse people, including through significant people, places, artists, designers, narratives and structures. Increase a sense of belonging for children and a greater awareness of the world around them
	DOCLA /
Deputy

	All staff to have at least one EDI training session per academic year with a focus covering unconscious bias, age and culture
	By end of academic year 2025-26
	All staff are aware of own unconscious actions / choices and this forms part of all meeting agendas for whole staff.
	Heads

	All new staff have EDI training as
	Ongoing as
	Partnership working with external
	COO &
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	part of onboarding process, using a mixture of previous (well cited) sources (ie. EO from the Diocese, Hannah Wilson from Diverse Educators) as well as new providers. Regularly seek feedback from employees about the EDI training and its effectiveness. Using surveys, focus groups, and one-on-one probation/PMR interviews to gather insights.

Embed EDI principles into everyday business practices and decision- making processes. Encourage leaders to model inclusive behaviours and integrate EDI into performance reviews and goal
setting.
	part of regular onboarding processes
	providers of training will bridge gaps in career advancement and create a more equitable workplace.
Identification of areas for improvement to ensure training remains relevant and impactful.

Creating a culture where EDI is a core value, leading to increased employee engagement and retention.
	DOCLA

	Engage with outside agencies to train exec leaders and develop the understanding of EDI understanding as an embedded part of working practices
	Academic year 2025-26




Academic year 2026-27
	Executive leaders working with experts to teach their leaders how to make the workplace fair and welcoming for everyone, making EDI part of their daily routine.

Leaders ensure EDI isn't just a one- time thing. It becomes a normal part of how the company does everything, every day.
· Happier staff feeling respected and valued.
· Better ideas from a wider range of backgrounds and thinking.
· More fairness: Everyone gets a fair chance to do well.
· Better teamwork: When everyone feels included, they work better together.
· A better reputation: Other
people will see the HEARTS as a good place to work.
	DCEO

Heads
of School Ex HT

	EDI surveys carried out to gather more information (ie. Welbee and others, flexible working, non-pupil days, etc.…)
	Ongoing, carried out annually
	Greater understanding of our workforce is gained; staff representation is improved.
Prioritising EDI will enable HEARTS to become more attractive to
	COO
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	potential employees and will assist with retaining top talent.
Survey data will be used to make informed decision about where to allocate resources and how to priorities EDI efforts effectively.
	

	Culture Canvas activity will exemplify the desired aims for the organisation
	Autumn 2025
	An improved awareness of our core purpose, values and vision, fostering an alignment among all employees; create an ‘intentionality’ around workplace culture, supporting our long-term objectives (see strategic plan)
An improved workplace culture, leading to ‘happy’ staff. This will then impact workload and retention.
	CEO

	Research, and then disseminate, ‘culture building’ initiatives and other best practice. For example, Central Region Schools Trust ‘Our Distinctive Culture’.
	ongoing
	A clearly defined set of culture and expectations is known and understood by all, creating improved coherence across the Trust
	CEO

	Share this EDI strategy with all stakeholders, gathering and including views
	Sept. 2025, and then annually (when updated)
	EDI aims understood by all stakeholders.
Ensuring stakeholders are aware of HEARTS EDI strategy will foster transparency and build trust, leading to increased confidence that HEARTS is committed to creating an inclusive
environment.
	Executive Team

	Review and reshape the Trust vision and values, ensuring they remain fit for purpose (for the modern pupil, family (parent), and member of staff)
	Summer term 2025, ready for 2025-26 (and
beyond)
	Vision and values are clearly understood by all stakeholders – a ‘renewed’ sense of core purpose builds greater genuine ‘buy in’ for the organisation
	CEO,
supported by Trustees and
Executive Team
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[image: ]Principle 2: Representation
Aim: to actively work to ensure fair and proportionate representation across HEARTS, and to work to increase this representation where needed through strategic decision and action.

Our representation principle sets out the following cumulative aim:
· Staff, students and families recognise themselves in the Trust, building a better sense of belonging

	Actions
	Dates
	Impact
	Person
responsible

	Engage with our communities to understand barriers and develop innovative recruitment approaches to attract more diverse fields of staff

Analysis of workforce: Gender, cultural heritage, religion, place of birth, level of education
Analysis of information already held
Analyse gender pay gap in Trust
	Spring 2025
	More structured awareness of the current workforce and targets for improvement set for Sept 25.

HEARTS will understand barriers and develop innovative recruitment approaches, leading to a more diverse workforce.
Innovative recruitment approaches, informed by community engagement, can help HEARTS attract a broader and more diverse pool of candidates.
Analysing data on group representation will provide insights needed to create a more equitable
and inclusive workplace.
	COO / SBMs

	Analyse impact of current recruitment platforms for all groups of staff and success of appointment in first round
Number of applicants 1,2,3 rounds graded by quality
	Autumn 2024
	Clear information on impact of current procedures and action plan to widen advertisement clear.
Ability to identify biases and barriers; improve recruitment strategies; enhance the candidate experience; increase diversity in hiring; support data-informed decision making and enable
effective measurement of EDI initiatives.
	COO / SBMs

	Recruitment processes are anonymised; transition to a new platform (My New Term (MNT))
Interview panels are diverse and include wide representation / work to remove unconscious bias (varied experience, including of trustees where
applicable, etc.)
	Spring 2025
	MNT (applicant tracking system (ATS)) enables HEARTS to reduce unconscious bias in the recruitment process by completely anonymising applicant information. MNT ensures a standardised recruitment process for all, ensuring each applicant does through the same steps and is
evaluated using the same criteria.
	COO
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	Advertise in local newspapers/media outlets aimed at diverse ethnic groups
	
	MNT improves job postings by using inclusive language to reach a wider audience. The platform will enable HEARTS to set specific EDI goals, such as increasing the representation of underrepresented groups in the applicant pool.

Diverse interview panels reduce unconscious bias by incorporating multiple perspectives, which minimizes the influence of
individual biases in decision- making.
	

	Improve engagement with community centers, churches, mosques etc.… Actively contribute and participate in community events and build stronger relationships
	Via curriculum materials linked to enrichment activities – annual review of curriculum and enrichment provision – annual review
2025
	Engaging with diverse community organisations builds trust and credibility. When communities see genuine interest in their needs, it fosters positive relationships and enhances the organization's reputation.
	DOCLA/DCEO

	Partner with local organisations that focus on diversity, inclusion or minority affairs [to further support recruitment efforts]
	Via curriculum materials linked to enrichment activities – annual review of curriculum and enrichment provision –
annual review 2025
	Enhancing HEARTS' recruitment efforts can foster more inclusive work environments by incorporating diverse perspectives and experiences. This approach may lead to improved decision- making, innovation, and overall organizational performance.
	DCOLA / DCEO

	Share success stories and testimonies from current diverse staff including governance (LAB, trustees, etc.) to inspire the ‘next generation’
	2025/2026
	
	Targeted ads and sponsored posts can effectively reach diverse communities, enhancing representation across HEARTS and making sure various groups are aware of opportunities and feel included.
When staff see the positive impact of these initiatives, it boosts their morale and sense of wellbeing.
They feel proud to be part of an organisation that actively promotes diversity and inclusion, which in
	
	Exec team, via the COO and HH Admin team
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	turn fosters a more supportive and engaged workforce
	

	Implement mentorship programmes for under- represented backgrounds
	Leaders like us – 2025/2026 for key staff
	These can help build confidence, provide resources and offer networking opportunities,
increasing chances of successful recruitment
	COO

	New CPD offer for support staff
	Sept 2025
	CPD (Continuing Professional Development) programs focused on EDI (Equality, Diversity, and Inclusion) help colleagues understand important principles such as recognising bias and celebrating diversity at HEARTS.
Participation in CPD equips staff with new skills and strategies to foster inclusivity.
Developing skills in EDI facilitates personal growth, encouraging individuals to reflect on their biases and become more inclusive leaders.
	COO / SBMs

	Build an alumni network
	July 2025 –
ongoing
	Networking Opportunities will allow alumni to connect and collaborate, benefiting both individuals and HEARTS.

Former members can share insights that support the growth of current members, while showcasing alumni successes enhances the organization’s credibility.
Success stories can attract new applicants, and an active network provides valuable feedback for program improvement.
By fostering an engaged alumni network, EDI can strengthen its
mission and impact.
	COO

	Succession plans to have EDI at the heart
	Spring 2025
	All leaders will consider and plan for representation in their leadership teams.
	All executive team and senior
leaders

	Continued development of the
	Ongoing
	HEARTS remains an attractive
	CEO /COO
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	HEARTS ‘brand’ including
through marketing;
	
	employer for all – those with protected characteristics are interested in working for HEARTS,
apply, and are successful
	

	Build/establish improved links with local specialist schools/provisions, including those beyond the primary sector; facilitate placements and/or educational visits whereby staff and pupils get to experience ‘life’ in these settings, and/or individuals with SEND/complex needs can contribute back to our schools (ie. student placements)
	2025/ 2026
	Example: At Frank Wise Special School every child up until the age of 16 has a half a day a week working in partnership with their peers in a local mainstream school – HEARTS will look to implement this practice. Wherever possible, visits between schools are reciprocated, with our
‘mainstream/neurotypical’ pupils
learning about how others gain access to learning, curriculum and special resources
	LP SEND
/DDOCLA / SENDCos
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Principle 3: Teaching & Learning
Aim: to ensure that our curriculum, and the teaching and learning therein, reflects the diversity of our communities and the world around us
Our Teaching & Learning principle sets out the following aims:

· Our commitment to EDI which permeates across our curriculum
· Our curriculum, and its delivery (by intention and design) will actively promote and encourage the (nine) protected characteristics
· Resources, the curriculum and environments will reflect the diverse nature of history, the world and its people
· Curriculum and Pedagogy: Training and curriculum materials will equip HEARTS colleagues with strategies to adapt teaching methods to reflect the diversity of our demographics. This could and should include culturally responsive teaching practices

	Action
	Dates
	Impact
	Person
responsible

	Review key curriculum materials (particularly images and classroom / school displays) for equality, inclusion, unconscious bias and diversity
	Summer term 2025 and on an annual basis.
	Leaders – including heads and CLALs will be clear where in curriculum protected characteristics are taught overtly / seen in teaching materials and observed daily in displays / websites. They will
also know where gaps / absences are
	DOCLA CLALs

	EDI training for all teaching staff on the language used when referring to the protected characteristics
	Autumn 2025/2026 Protected characteristics
	The language used by all teachers will be inclusive. All children and adults will report a heightened sense of belonging
on surveys.
	DOCLA / HOS
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	Further create a school curriculum (through planning – design, and structure – resourcing) that tells the story of inclusion and exclusion of people with learning disabilities.
	Summer term 2025 review of curriculum resources – annually, thereafter.
	There has been a welcome focus on diversity and difference around gender, nationality, religion and race and class in recent years but the voices of those with learning disability or often not heard; increasing exposure and representation here will
improve children and staff’s understanding, views towards tolerance and empathy
	DOCLA / HOS

	50% of all texts will reflect protected characteristics overtly and teaching materials will define the teaching around this.
	Summer term 2025 review of curriculum resources – annually, thereafter.
	Children will understand the protected characteristics and how the equalities act protects people from discrimination.
Teachers/Leaders will be aware of the purpose of these texts.
	DOCLA / CLAL

	Reviewed analysis of our pupil / family’s barriers to learning. Are our demographics still current, and correct? Are they accurate?
	Autumn 2025 and annually linked to schools SIPs/SEFs
	School and Trust leaders are acutely aware of the contexts in which they are delivering curriculum, and materials / resources are adapted to reflect their pupils.
	DOCLA / HOS

	Other’s enrichment activities expose children to a range of diverse professions – these will challenge stereotypes. 50% of these professionals will
have a protected characteristic.
	Review summer 2025 for year 25/26
	Children understand and can talk about age-appropriate stereotypes and how some people can be discriminated against because of who they are.
	DOCLA / CLAL
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5) [image: ]How will HEARTS measure, review and reinforce this strategy:
The success and impact of this equity, diversity and inclusion strategy will be measured through:
· Regular audits, reviews and evaluations of progress, using quantitative and qualitative data around inclusion, diversity, equality and unconscious bias
· Monitoring of termly workforce and pupil data, and demonstrating the impact of initiatives; making appropriate changes to activities if needed, including adaptation within the three pillars (culture, representation and teaching & learning)
· By using employee surveys to evaluate initiatives and set next steps
· By using our own impact measures to establish impact


“People almost invariably arrive at their beliefs not on the basis of proof but on
the basis of what they find attractive.”

“Bias and prejudice are attitudes to keep in hand, not attitudes to be avoided.”
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[image: ]Annex A: Longer Term Foci

At HEARTS we recognise that equity, diversity and inclusion is an ever-evolving landscape, and we seek, as a Trust, to be able to respond to this with agility but also determination to do what is best for those we serve. It is important, therefore, that as part of this strategy we include many broader aims, which will form part of future strategy and policy, and to start to set our strategic vision and ethos against many of these endeavours. Longer term foci, as they relate to EDI and this strategy, would include:
· Benchmarking progress (of our strategy and key actions) against national data and trends, where possible
· Networking with colleagues, both from other schools / MATs but also other institutions, from inside
and outside HEARTS; keeping ‘up-to-date’ and sharing learning
· Reporting outcomes and next steps of our EDI strategy to trustees in a clear and cohesive manner
· Use our own impact measures as a metric of success; use these to inform 3–5-year development plans
· Analyse and increase representation within leadership roles. Consider:
· Senior / Trust leads: Are we diverse by ethnicity? Gender? Experience? Etc.
· Middle leader representation: What does this look like at HEARTS? Does it reflect our EDI ambition?
· Governance: age of trustees / LAB members and protected characteristics. Do our governing bodies reflect our demographics?
· Pupil leader representation: Do these groups meet our EDI aims?
· Further analysis of wider diversity metrics for staff: people of faith, LGBT, emigration and immigration,
‘lived experiences’ – create a much more ‘in-depth’ analysis of our workforce
· Quantify diversity in the curriculum:
· How many diverse (ie. Black, Asian, Hispanic, etc.) authors do we see? Artists? Scientists? etc.…
· Variation in music representation, at curriculum level but also in songs we sing / music we hear [in schools] – how well cultured is this?
· Faith celebrations we take part in
· Educational visits, including to places of worship. A mosque? Synagogue? etc.…
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