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INTRODUCTION 

This Annual Equality Report reviews our progress over the previous academic year in relation to 
equality and diversity and is one of the ways we make visible how we are meeting our obligations 
to recognise diversity and promote equality. The report reflects the work of the Midland Academies 
Trust (‘the Trust’) within our diverse communities as well as reporting key equality data/information.  

The Trust is committed to promoting equality and diversity of opportunity for all its staff and pupils 
and will meet its obligations under the equality duty by having due regard to the need to: 

i. eliminate discrimination and other conduct that is prohibited by the Equality Act 2010; 
ii. advance equality of opportunity between people who share a protected characteristic and 

people who do not share it; 
iii. foster good relations across all protected characteristics. 

The Trust aims to actively promote shared values that include equality, diversity and social inclusion 
(EDI), involving its communities, valuing their contribution to the delivery of its work and actively 
listening to and involving stakeholders. 

The Trust aims to embrace equality and diversity by promoting and maintaining a positive, diverse 
and inclusive working, learning and social environment where everyone is free from discrimination, 
prejudice and all forms of harassment and victimisation, enabling everyone to achieve their potential. 
The Trust aims to be a beacon of exceptional practice, positively promoting a culture of inclusivity, 
respect and fairness within the Trust, its academies and the wider community. 

We have clear expectations from our staff and pupils and work with various internal and external 
groups to consult and develop how we can improve and maintain our interwoven approach to 
equality, diversity and inclusion. Our continual aspiration is to promote equality, social inclusion and 
regeneration in all that we do and strive to achieve this through specific equality objectives which 
demonstrate our commitment.  

The Trust Equality objectives focus on ensuring that: 

i. all employees, pupils and others for whom the Trust has responsibility are valued and to 
treated with respect and dignity; 

ii. inequality, discrimination and prejudice are challenged; 
iii. all education and training promotes respect for the cultural, socio-economic and linguistic 

diversity in its communities; 
iv. embrace diversity in all aspects, including socio-economic and aims to employ a 

workforce that reflects, at every level, the community and the pupils it serves; 
v. all aspects of equality legislation are proactively upheld. 

The Trust Executive Team are responsible for implementing, promoting, and embedding equality 
and diversity across the Trust, and monitoring and evaluating the impact. The Executive Team leads 
the way in the promotion of equality and diversity and receives training and information to fulfil their 
role.  

The Trust is committed to its statutory duties as set out in the Equality Act 2010 and the Public 

Sector Equality Duty, and this commitment is reflected in the updating of the Equality and Inclusion 

Policy. 

The Trust Equality and Inclusion Policy provides guidance on how the Trust aims to meet its 

equality duty and how policies, procedures, plans and practices are monitored for adverse impact.  



This report will provide evidence of the work undertaken by the Trust in driving forward Equality, 
Diversity and Inclusion and integrating it fully into every aspect of school life in 2020/21. It sets out 
our strengths and highlights areas where we continue to improve. 
 

Legislation and guidance  

This document meets the requirements under the following legislation: 

• The Equality Act 2021, which introduced the public sector equality duty and protects people 
from discrimination 

• The Equality Act 2020 (specified Duties) Regulations 2011, which requires 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 the Department for Education (DfE) advoce for schools on the 
Equality Act, the technical guidance for schools from the Equality and Human Rights Commision 
and guidance from the Government Equalities Office on meeting the specific duties that support 
the public sector equality duty.  

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

 

OUR KEY ACHIEVEMENT AND PROGRESS DURING 2020/21 
ACADEMIC YEAR  

Throughout the academic year, a number of activities and actions have taken place to advance 
equality, diversity and inclusivity across the Trust. Some of our key achievements include: 

Introduction of a ‘Ready to Learn’ Group  

 
The group includes senior leaders across the Trust meeting on a regular basis to ensure inclusivity 
and equality of access to curriculum and learning for all pupils. 
 
Appointment of Trust Lead SENCO  
 
The Trust introduced a Lead SENCO role during the 20/21 academic year in recognition of the 
historic difference in results between pupils with SEND needs and those without. This additional 
capacity has led to the refinement of SENCO roles within each school and greater capacity to include 
the additional needs. 
 
TES community award for Hartshill Academy  
 
Hartshill Academy was shortlisted for the TES community award in recognition of commitment to 
ensuring equality of access during periods of school closure.  This involved a school resource bus 
visiting key community areas to distribute education resources and necessities including sanitary 
products. 
 
Introduction of an online Wellbeing Hub 
 
The Trust have launched an online Wellbeing Hub which signposts pupils and staff towards self-
care and mental health support, contacts and resources. 



Introduction of the EDI Staff Committee  

During the 20/21 academic year, the Trust established an EDI Committee which includes cross Trust 
representation. The primary purpose of the Committee is to promote equality, diversity and inclusion, 
taking action to promote best practice and address inequalities for the benefit of all pupils, staff and 
School communities. Objectives and progress taken by the committee are shared with the Schools 
Raising Achievement Boards on a regular basis including drawing relevant issues to their attention.  

Increased access to Mental Health First Aid  

The number of trained Mental Health First Aiders has increased during the academic year, which 
provides a great platform to support staff and pupils in the Trust. 

The Trust also signed up to the Mindful Employer Charter in a show of commitment to the health 
and wellbeing of its staff and pupils. 

Following the tragic death of a member of our Trust community, suicide awareness training was 
introduced across the workforce to strengthen our understanding surrounding how to notice and 
support someone who may be considering suicide. 

Staff Development  

The Trust continued to demonstrate its commitment to EDI by providing a range of training initiatives 
in support our values during the academic year. Employees undertake EDI training on 
commencement of employment and refreshed at the start of the academic year. Our discussions in 
schools with staff has flagged up an area of staff confidence generally. We feel staff are aware of 
the wider issues of EDI but some feel worried at saying the wrong thing – especially to pupils. This 
is another focus for the group to look at an element of equality, diversity and inclusion within the 
MAT continuing professional development offer - ‘The Inclusive Classroom’ 

Due to the public health crisis, the focus of development was on digital development to support 
Teaching, Learning and Assessment, concentrated on giving staff access to best practise and 
training for use of new technologies this was alongside continued opportunities to focus on 
wellbeing. 

At the start of the academic year, wellbeing sessions were offered to staff. 

Introduction of Staff Networks 

In order to progress the EDI agenda and specifically to proactively take steps to promote EDI in all 
that the Trust does, the Trust commenced a process of establishing a number of staff networks, in 
partnership with NWSLC, as part of the EDI group.  These networks are open to all staff and the 
Trust. These groups will form an important part of the consultative process across a wide range of 
workplace issues.   

Developed domestic violence support  

The Human Resources Team has worked in partnership with trade union colleagues to develop a 
resource to support staff that may be affected by domestic violence. This was developed specifically 
in response to a reported increase in violence nationally during the national Covid lockdown. This 
has now been implemented across the Trust.  

 

 



 

Pupil Equality and Diversity Data 2020- 2021  

The active promotion of EDI with a focus on value driven behaviours remains visible to pupils across 
the Trust. Leadership of EDI across the Trust continues to build strength with clear strategic direction 
and steer from the Board and Trust Executive Team. 
 
The Trust Lead for EDI related to pupils is Strategic Lead – Career Transition and Partnerships. A 
cross Trust task group is now established to plan, monitor and review the progress of EDI objectives 
and to support the dissemination of good practice across the Trust.   
 
GENDER 
 
The % split between male and female pupils across the Trust and within each of the schools is 
reflected in the charts below.  This data shows a broadly equal split of males and females across 
each school. 
 

 

 

 
 
 
 
 
 
 



ETHNICITY 
 
The ethnic profile of the pupils on role is detailed below. This data shows that the profile of the 
Trust’s pupils is predominately White British at 90%. 
 
 

 
 
 

 

 
 
 
AGE 
 
The charts below show the % age split of pupils across the Trust, by Key Stage of Education. The 
majority of pupils are Key Stage 3, which is ages 11-14. 
 

 
 



 

 
 
 

The tables below indicate Attainment 8 scores divided by gender and SEND status. Note that results 

in 2020 and 2021 were based on centre assessed grades rather than external examination. 

The weighting and size of the gender gap varies between schools - Heath Lane Academy is notable 

for having a gender gap favouring male pupils, and Hartshill' Academy gender gap was the largest 

in 2021, whereas Nuneaton Academy was in 2020.  Additionally, there is a consistent gap in 

attainment between pupils with and without SEND. This varies year on year, as might be expected 

given the nature and impact of SEND on individual attainment.  

2021 HLA GEA TNA HA 

Male 45.94 47.64 40.09 38.52 

Female 43.57 48.71 42.56 48.5 

Gap 2.37 -1.07 -2.47 -9.98 

SEND 29.42 33.27 26.44 28.4 

Non 40.85 51.29 42.58 47.35 

Gap -11.43 -18.02 -16.14 -18.95 

     

     

2020 HLA GEA TNA HA 

Male 44.92 42.82 34.74 41.16 

Female 42.69 42.83 45.6 46.21 

Gap 2.23 -0.01 -10.86 -5.05 

SEND 27.08 26.5 12.89 26.26 

Non 40.97 48.26 40.21 47.87 

Gap -13.89 -21.76 -27.32 -21.61 



 

Staff Equality and Diversity Data 2020 - 2021  

The Trust continues to ensure that the workforce is diverse and has had a measure of success 
across a number of aspects. Workforce data is used to determine whether or not the Trust is 
indirectly discriminating in practices and to show how reflective we are of the communities we serve.  

GENDER 
 

 
 

 
 

The % split between male and female staff across the Trust has remained relative static with females 
making up 69% of the total population workforce population. Female staff are the majority gender in 
all schools. According to the last School Workforce in England report (June 2021) 75% of classroom 
teachers and 67% of headteachers were female.  

According to Warwickshire County Council Website, in 2020 the gender split in Nuneaton is 49.1% 
male and 50.9% female. According to ONS, in 2020 the gender split in Earl Shilton is 49.4% male 
and 50.6% female. The Trust employs a larger percentage of females in comparison with the local 
communities it serves.  
 
 
 
 
 
 



AGE PROFILE 
 

 
 
 

 
 

 
 

43% of the workforce is aged 45 and over. The average age of staff in The Midland Academies Trust 
is 43 The average age of Support Staff is 47 years old and the average age of Teaching Staff is 40 
years old. The dominant age range across the Trust is 35-44.  

According to the National Statistics from the Department for Education’s report:  School Workforce 
in England: June 2021, 3 in 5 (60%) teachers were aged between 30 and 49. The proportion of 
teachers aged 30 to 49 has increased gradually over the past 10 years, whereas teachers aged 50+ 
has decreased. 

According to 2011 Census the average age in Nuneaton and Earl Shilton is 40. 



 

ETHNICITY 

 

 

 

Across the Trust, 87% of staff have their ethnicity recorded as White British. The national average 
of White British staff is recorded as 77% (according to the ONS Labour Market Statistics of 2019).  
 
According to the National Statistics from the Department for Education’s report:  School Workforce 
in England: June 2021, 14.3% of all teachers described themselves as being in a minority ethnic 
group, whilst 85.7% of all teachers in state-funded schools in England were White British (where 
ethnicity was known). 
 
According to ONS, in 2011, 88% of the population in Nuneaton and 91.8% of the population in Earl 
Shilton are White British 



During 20/21, 10% of our workforce declared that they were members of a minority ethnic group, 
compared to 11% of our student population.  The Trust recognises the importance of ensuring that 
the ethnic profile of its staff community reflects that of its pupils and local community and therefore 
further exploration to reduce this gap is planned for the 21/22 academic year. 

DISABILITY 

 

2% of the workforce have declared a disability. Whilst the Trust has not yet been assessed and 
accredited as a ‘Disability Confident Employer’, the Trust are committed to employing people with a 
disability. The Trust shortlists applicants based on their skills and abilities to carry out the role and 
reasonable adjustments are offered at every stage of the Recruitment & Selection process. 

The Trust contract an Occupational Health provider who advise managers and staff with any issues 
or concerns they have regarding their disability, health and working environment. We are regularly 
working with individual’s GPs, consultants and other agencies, such as Access to Work, to support 
staff into and remain in our employment. 
 
SEXUAL ORIENTATION 

We do not currently hold information on Sexual Orientation. The EDI Staff Committee will review the 
data it holds on the workforce and how this can be captured.  

PREGNANCY AND MATERNITY 
 
1.4% of the workforce was on maternity leave during the 2020/21 academic year. 
 
The Trust provides for occupational maternity pay (above the statutory level) and supports flexible 
working for staff with care responsibilities. 
 
GENDER REASSIGNMENT 
 
We do not currently hold any information on gender reassignment. The EDI Staff Committee will 
review the data it holds on the workforce and how this can be captured. 

 
RELIGION OR BELIEF 
 
We do not currently hold any information on gender reassignment. The EDI Staff Committee will 
review the data it holds on the workforce and how this can be captured. 
 
 
 
 
 

 



TRAINING AND DEVELOPMENT 
 
The Trust recognises that training and development which supports the development of our work in 
Equality, Diversity and Inclusion (EDI) is vital to ensure staff feel both confident and competent to 
challenge discrimination and to promote a greater understanding of the issues involved.   

All staff are required to complete training on commencement of employment on; 

• Equality & Diversity,  

• the Prevent Duty  

• Safeguarding  

Staff are required to undertake an annual refresher of safeguarding.    

RECRUITMENT AND SELECTION 

In 2020/21, Equality and Diversity data was not captured. A review of the application process is 
being undertaken and from the 2021/22 academic year, this information will be captured and 
analysed to identify who is applying for roles in the Trust. This will help the Trust to make more 
targeted recruitment campaigns to create a more diverse workforce. 

GENDER PAY REPORTING 

Gender pay gap reporting was introduced by the UK government for all employers with more than 
250 employees in March 2017. The Trust has a legislative requirement to meet the strictly defined 
criteria and publication deadline. Due to the impact of Coronavirus, the Equality and Human Rights 
Commission (EHRC) have announced that enforcement of gender pay gap reporting for the 2020/21 
reporting year will not begin until 5th October 2021. The EHRC is encouraging employers to report 
ahead of the usual deadlines and the Trust has continued to submit and publish its data in line with 
the usual timeframes. 

The gender pay gap shows the difference between the average (mean or median) earnings of men 
and women. It is expressed as a percentage of men’s earnings, for example, women earn 15% less 
than men. The gender pay gap differs from equal pay. Equal pay deals with the pay difference 
between men and women who carry out the same jobs, similar jobs or work of equal value.  

The gender pay gap shows the difference in the average pay between men and women. A 
particularly high pay gap may indicate issues which need to be addressed. The mean and median 
gender pay gap for the Trust as at 31 March 2020 is shown in the table below:  

A summary of The Midland Academies Trust position in comparison to the current national picture 
and education sector can be found below: 
 

 Trust National* Education* 

Mean gender pay 
gap 

14.23% 17.3% 25.0% 

Median gender pay 
gap 

12.84% 19.0% 26.1% 

 
(*Denotes data has been sourced from 2019 ONS ASHE figures) 
 
In comparison to The Midland Academies Trust report in 2019, the median pay difference has 

decreased by 14.54% to 12.84% (from 27.38%) which demonstrates a positive increase in the 



average pay that women receive.  The Mean Pay difference has decreased by 5.19% to 14.23% 

(from 19.42%).  

The ratio of women/men has remained stable except for the Lower Quartile where there has been 

a 10% increase in males. This is due to males replacing females in lower paid, term-time posts e.g. 

Reception and General Admin positions. 

The Trust publishes its annual gender pay gap report on its website.  

 

CONCLUSIONS & PRIORITIES FOR 2021-22 

This report provides an overview of the pupil and staff equality & diversity profile at the Trust and is 
one of the ways we make visible how we are meeting our obligations to recognise diversity and 
promote equality. A review of the data held on the characterises of the Trust’s workforce needs to 
take place to enable the Trust to move toward creating a more inclusive workforce and to further 
embed equality diversity and inclusion across the Trust.  

Workforce 

Where the data is available, the Trust’s current workforce, in terms of its diversity, continues to 
broadly reflect the local community we serve.  Equality, Diversity and Inclusion is a mandatory 
element of the Staff Induction programme and together with the Prevent Duty mandatory training, 
this enhances our understanding of different cultures, values and beliefs.  

The main diversity challenges are associated with the under-representation of race, gender and 
disability at various levels in the workforce. Improving data quality by reducing the number of 
“unknowns” across ethnicity, disability and protected characteristics remains an issue to be 
addressed. It is important that the Trust has a more accurate reflection of data so that a range of 
analysis can be undertaken to ensure that our policies, procedures and practices are fair and 
equitable. The HR team will continue to encourage staff to disclose protected characteristics and 
sensitive data using, as part of new GDPR guidelines, the Trust’s secure workforce information 
systems 

Pupils 

The Trust has continued to identify, support and pursue the success of its pupils throughout the 

heavily disrupted 2020/21 academic year.  

Pupil achievements detailed within the report show that there are variations in pupil performance by 

gender and SEND status. There is a consistent gap in attainment between pupils with and without 

SEND. This varies year on year, as might be expected given the nature and impact of SEND on 

individual attainment. However, the patterns are clear and consistent showing that pupils with SEND 

attain between 1 and 2 grades lower across a range of qualifications than their peers. As our pupils 

return in the 2021-22 year, the Trust will monitor and act on the areas for improvement set out in 

this report and assess the mental and physical health needs of all pupils across the year. 

Summary  

The Trust aims to offer the very best opportunities for all of its pupils, prospective pupils, employees 
and other users of the Trust. In 2021/22 the Trust plans to implement further positive actions in order 
to further improve our understanding and practices linked to equality, diversity and inclusion across 
the Trust:  

Workforce:  



• To continue to revise and update our equality policies and procedures to reflect legislative 
updates and good practice.  

• To develop improved reporting and analytics in relation to our workforce.  
• Develop and implement a new Inclusive language guide for staff and pupils  
• To further develop staff networks within the EDI Committee to promote action on inclusion in 

the workplace and to move forward with our staff EDI ambitions  
• To review recruitment and equality monitoring processes and determine how we can address 

disproportionate representation within the organisation through our recruitment and 
development strategies.  

• The Trust’s EDI committee will continue to monitor the workforce protected characteristic 
profile both pre and during employment 

• To achieve Disability Confident Committed status.  
• To take positive action in response to our Gender Pay Gap Report 
• To take positive action in response to our Black Lives Matter commitments 

Pupils: 

• To develop improved reporting and analytics in relation to our pupils 

• The Trust’s EDI Committee will monitor the progress of pupils with protected characteristics 
and from identified cohorts in 2021-22.   

• Strengthen student voice to the EDI agenda at key points during the school year. Example 
Student Council and LGBTQ+ groups 

• To improve curriculum accessibility and build a strong infrastructure for all pupils in our 
schools through the implementation of the MAT SEND Strategy. 

• To recognise key EDI events throughout the school year and promote these in MAT schools. 
 

  


