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Other policies or documents to be read in conjunction with this policy:
· Anti-bullying and Harassment Policy
· Recruitment and Selection Policy
· Complaints, Appeals and Conduct Policy
· The Equality Act 2010
· Safeguarding policy
· Well-being policy
· Trainee Support Policy
· Staff Performance and Professional Development
· NASEN Legislation and guidance: Information

The Primary Catholic Partnership SCITT promotes high-quality academic and professional higher education within an ethos inspired and sustained by Christian values. 

PCP SCITT aims to

· Develop trainees as reflective practitioners who prioritize inclusive and respectful relationships in accordance with the SCITT’s Catholic ethos and the importance of each individual in the eyes of God
· Develop the unique potential of each trainee through individualised mentoring and strong pastoral support   
· Enrich the trainee learning experience by modelling the highest standards of teaching excellence and professionalism in our training    
· Recognise as central the needs of the child and their right to high-quality teaching
· Support our partner schools and the diverse communities they serve, including providing professional development opportunities for school colleagues  

The promotion of equality and diversity and inclusive practice is a central part of this mission.
PCP SCITT is committed to creating a diverse and inclusive environment for all trainees, staff, and stakeholders. We believe that equality, diversity, and inclusion are fundamental to the development of high-quality teachers who can effectively meet the needs of all students in a diverse society. We will strive to eliminate discrimination, promote fairness, and celebrate the diversity of all individuals within our training community.

This applies to: 

· All staff employed directly or indirectly to deliver services for PCP SCITT. This includes staff in all partnership schools involved in delivery of PCP SCITT courses. 
· The recruitment of all SCITT trainees and those on courses accredited by PCP SCITT.
· Overall responsibility for the Policy and Code of Practice lies with the PCP Partnership Board. Leadership for the 	implementation of the policy is the responsibility of the PCP Director.

Purpose

• To promote equality and prevent and eliminate discrimination for applicants, staff and trainees on the grounds of age, disability, gender reassignment, marriage and civil partnership, pregnancy or maternity, race, religion or belief, sex, sexual orientation, social or national origin;

• To promote disability, gender and racial equality in line with our duties under the law and our belief in the virtue of tolerance and diversity; 

• To foster an environment in which all staff and trainees can realise their full potential through the development of their skills and abilities, regardless of their background; 

• To ensure that all trainees, staff and applicants to the PCP SCITT are treated with respect and dignity and receive fair and equitable treatment in all aspects of their recruitment, employment or learning; 

• To ensure that staff comply with the PCP SCITT’s policies and procedures through the provision of training as appropriate


All staff, trainees and visitors are expected to act within the remit of the policy and to take responsibility for its successful implementation. 

Definitions
Discrimination
Discrimination refers to unfair treatment or less favourable outcomes based on protected characteristics, such as race, gender, age, disability, religion, sexual orientation, or other characteristics protected under equality law. In a SCITT setting, discrimination can occur when a trainee or staff member is treated unfairly because of one of these protected characteristics. For example:
· Direct discrimination: A trainee is not offered a placement because of their ethnicity.
· Indirect discrimination: A policy or practice that disadvantages a trainee of a certain gender, race, or disability, even if it seems neutral at first.
Harassment
Harassment refers to unwanted, intimidating, or offensive behaviour that creates a hostile or uncomfortable environment for an individual. An example of this could involve verbal or physical behaviour that undermines a trainee's dignity or creates an intimidating, degrading, humiliating, or offensive environment. This could include:
· Verbal harassment: Insulting or belittling remarks related to someone's personal characteristics (e.g., making derogatory comments about a trainee's background, appearance, or ability).
· Physical harassment: Any form of unwanted physical contact or gestures.
· Sexual harassment: Inappropriate behaviour or comments of a sexual nature that make the recipient feel uncomfortable or unsafe.
Victimisation
Victimisation occurs when someone is treated unfairly because they have made a complaint about discrimination or harassment or have supported someone else in doing so. It is unlawful to treat someone less favourably because they are involved in such proceedings. In a SCITT setting, this could involve:
· A trainee being penalized or treated unfairly after they report an instance of discrimination or harassment.
· A trainee being excluded from opportunities or treated less favourably for supporting a colleague who has made a complaint.
Conscious Bias:
· Definition: Conscious bias refers to biases or prejudices that are deliberate, intentional, and known to the individual. In a SCITT setting, this might involve a trainee teacher consciously favouring or discriminating against certain students based on their background, appearance, behaviour, or other characteristics.
· Examples:
· A teacher deliberately giving more attention to students who share their own cultural background.
· A trainer making assumptions about a student's abilities based on their gender or race and then treating them accordingly.
· Impact: Conscious bias can lead to unfair treatment, inequitable opportunities, and a lack of diversity in classroom dynamics. It is easier to identify and challenge since the individual is aware of the bias.
Unconscious Bias:
· Definition: Unconscious bias (also known as implicit bias) refers to attitudes or stereotypes that are automatic, unintentional, and outside of an individual's conscious awareness or control. These biases are shaped by past experiences, societal influences, and cultural norms.
· Examples:
· A trainee teacher unknowingly calling on male students more frequently in STEM subjects, based on a hidden assumption that males are better suited for these subjects.
· Subconsciously expecting a student from a minority background to perform poorly, leading to lower expectations or less encouragement for that student, despite no intentional discrimination.
· Impact: Unconscious bias can be more difficult to identify because the individual may not be aware of it. However, it still affects teaching practices and student outcomes by perpetuating stereotypes and inequalities. It requires self-awareness, reflection, and ongoing training to address and reduce its influence.
Addressing Both Biases:
· Conscious Bias: PCP SCITT seeks to help trainee teachers develop awareness of their own biases through reflection, discussions, and training on diversity, equity, and inclusion.
· Unconscious Bias: Awareness of unconscious bias is developed through collaborative learning, and professional development aimed at recognizing and countering implicit assumptions. Reflective practice, mentorship, and feedback may uncover unconscious biases and allow opportunities to minimize impact on teaching.

· Equality of Opportunity: This refers to the SCITT’s mission that all applicants, trainees, staff, and stakeholders are treated equally and fairly. 
· Promoting Diversity: This refers to the SCITT’s mission to value and celebrate diversity, encouraging the participation of individuals from diverse backgrounds, including those from underrepresented groups.
· Inclusive Environment: This refers to the SCITT’s mission to foster an environment where all individuals feel welcome, respected, and supported. This includes ensuring that the learning and work environment is free from discrimination and bias.

Generic Practices
To ensure that PCP SCITT does not consciously or unconsciously show bias toward any identified group or characteristic, steps taken address both systemic issues and individual practices in the drive to maintain an equitable and inclusive learning environment as follows:
Promotion of awareness and education on Bias
· Bias Training: Provide regular, evidence-based training on unconscious bias for all staff, trainers, and mentors. This can help educators identify their biases and understand how these can influence their behaviour, interactions, and decisions.
· Cultural Competence Training: Staff and trainees receive annual training on cultural competence, diversity, and inclusion, covering topics like racism, sexism, ableism, and homophobia.
Regular review and revision of Admission and Recruitment Processes
· Holistic Admissions Criteria: we ensure that recruitment and selection processes do not favour any group based on race, gender, socioeconomic background, or other personal characteristics. We incorporate marketing strategies to attract diverse candidates.
· Blind Recruitment Practices: The DfE is considering using blind application processes, where names and other potentially bias-inducing details are not visible to selection committees, to ensure decisions are based solely on qualifications and potential.
Inclusive Curriculum Design
· Diverse Materials and Resources: We seek to ensure that the teaching materials used throughout the course reflect a wide range of cultures, perspectives, and lived experiences. These resources should challenge stereotypes and promote inclusivity.
· Critical Reflection in Practice: We incorporate opportunities for trainees to reflect critically on issues of bias, privilege, and power within their practice, for example through sessions on SEND, PSHE, RE and History. Trainers encourage trainees to examine their own assumptions and teaching methods to seek the most inclusive teaching practices.
Fostering an Inclusive Environment
· Zero Tolerance for Discrimination: We implement clear policies and practices to ensure that all forms of discrimination, harassment, and microaggressions are addressed promptly and fairly.
· Support Networks: There are support systems (e.g., mentoring, peer groups, and counselling services) for trainees. These can help create a sense of belonging and provide additional guidance for those who may face challenges.
Review and Standardisation of Assessment Practices
· Bias-Free Assessment Criteria: We ensure that assessments of trainees' teaching practices, coursework, and reflections are based on clear, consistent, and objective criteria. We avoid assessments that may unintentionally favour one group over another.
Data Collection and Monitoring
· Regular Data Review: We collect and analyse data on the diversity of the cohort, outcomes of assessments, and progression rates to identify any patterns of inequity that may indicate bias in the programme.
· Monitor Disparities: We track certain groups (e.g., racial minorities and disabled trainees) to ascertain whether they are overrepresented in certain outcomes, such as low grades, attrition, or disciplinary issues, so that possible reasons for these patterns can be investigated.
Promotion of Diverse Role Models
· Diverse Teaching Staff:   We recognise that diverse role models can challenge stereotypes and provide trainees with broader perspectives, so, where possible we work with staff, including mentors and trainers, that reflect the diversity of the trainee cohort.
Encouragement of Feedback and Open Dialogue
· Regular Feedback from Trainees: We foster an open environment where trainees can feel comfortable discussing concerns about bias, discrimination, or unfair treatment without fear of retribution. We encourage constructive feedback about their experiences.
· Exit Interviews: We conduct exit interviews for departing trainees to gather feedback on their experience and highlight any concerns related to bias or discrimination during their time on the programme, making our complaints policy available.
Encouragement of Self-Reflection
· Personal Reflection: Through discussion, we encourage trainees to reflect on their own biases and preconceived notions. We provide structured opportunities to engage with self-reflection, such as through reflections on centre-based learning, peer discussions and mentoring.
· Inclusive Teaching Practices: We teach trainees strategies to create inclusive classrooms that consider diverse learners’ needs, backgrounds, and learning styles through, for example, sessions on SEND, the core subjects and preparing for the ECT years. It is hoped that this can empower trainees to apply these principles in their own teaching practice.
Collaboration with External Agencies
· Partnerships with Inclusion Experts: We work with organizations specializing in diversity, equity, and inclusion to continuously review and improve practices and policies such as the Primary Behaviour Service, an independent SEND Consultant, Jigsaw Education Group and colleagues form both SEND and mainstream school settings. These human resources and external bodies provide guidance, resources, and expertise in tackling unconscious bias.
Clear Reporting Mechanisms
· Transparent Complaint Processes: We ensure that trainees have access to clear and safe reporting channels if they experience or witness bias, discrimination, or harassment (see specific policies on these areas). Processes are designed to be transparent, easy to access, and responsive to concerns.
Continual Programme Evaluation
· Regular Programme Review: The core SCITT team continually assess the programme’s approach to diversity, inclusion, and bias. We use feedback, data analysis, and evolving best practices to ensure the SCITT programme remains responsive to issues of inequality.
By implementing the generic steps above, we seek to create a fair, inclusive environment. The overall goal is to ensure that all trainees, regardless of background, are given equal opportunities to succeed.

Specific Code of Practice 

Responsibility for implementation of Code of Practice 
The Partnership Board is responsible for: 
1. Ensuring all members of the Partnership are aware of their legal responsibilities under equality legislation and receiving and discussing regular reports on progress and performance
1. Ensuring that publicity, marketing and communication undertaken respects the Equality and Diversity Policy Statement
1. Ensuring equality and diversity are embedded within PCP SCITT practices for teaching and learning and research 
1. Allocating appropriate responsibilities and resources to ensure the implementation of the policy
1. Monitoring the implementation of the policy and action plans to ensure their effective implementation.

The Finance, Administration & Human Resources Committee are responsible for: 
1. Ensuring that central procedures relating to recruitment, appointment, promotion and staff development promote equality, diversity and inclusion
1. Provision of relevant equality and diversity training to Primary Catholic Partnership employees as appropriate
1. Monitoring the achievement of any equality, diversity and inclusion targets
1. Working with other committees to allocate appropriate resources.

The PCP Director has overall responsibility for the implementation of the Code of Practice and ensuring that:
1. All staff follow the policy and code of practice
1. All policies and procedures within their remit are impact assessed and monitored to ensure that they are promoting equality and are not discriminatory
1. Staff are appropriately trained to ensure the delivery of equality, diversity and inclusive practice. 
1. The progress of trainees is monitored to ensure no direct or indirect discrimination takes place.
1. The diversity of the trainee cohort s monitored.

Under the guidance of the Director, the Administrator is responsible for: 
1. Ensuring that all central procedures relating to marketing promote equality, diversity and inclusion including the website
1. Ensuring that all central procedures relating to the selection and recruitment of trainees promote equality, diversity and inclusion

The Finance, Administration and Human Resources committee will develop and oversee the application of the policy.

Reports will be made to the Quality Committee and/or Partnership Board on the working of the Equality and Diversity Code of Practice. Report may include: 
1. Outcomes of monitoring in relation to the goals set
1. Specific measures adopted to promote equality, diversity and inclusion
1. Summary of cases of complaint or grievance relating to equality, diversity or inclusion
1. Recommendations for future priorities. 

Reasonable Adjustments
These include:
· changing the recruitment process so a candidate can be considered for a job such as completing a written test using a computer, having extra time for tests etc.
· doing things another way, such as allowing someone with social anxiety disorder to have their own desk instead of hot-desking
· making physical changes to the workplace, like installing a ramp for a wheelchair user or an audio-visual fire alarm for a deaf person
· letting a disabled person work somewhere else, such as on the ground floor for a wheelchair user
· changing their equipment, for instance providing a special keyboard if they have arthritis
· allowing employees who become disabled to make a phased return to work, including flexible hours or part-time working
· offering employees training opportunities, recreation and refreshment facilities


Publication of the Policy and Code 
Copies of this Policy are made available to all existing staff, to new employees of the Primary Catholic Partnership and to trainees through the Primary Catholic Partnership learning platform. Principles are included within the course handbook.
 
Procedures for recruitment and appointment of staff 
Staff recruitment material states that the Primary Catholic Partnership is committed to being an equal opportunities employer. The content and placement of staff recruitment material will be monitored to ensure that applications are encouraged from all suitable candidates and that there are no requirements included (e.g. age, background, qualifications) which are irrelevant to the needs of the post. All vacancies are advertised internally and externally. Records of applicants and short lists relating to sex, race, age and disability will be kept in line with GDPR regulations 

Procedures for promotions and career development 
According to the nature of the promotion, the needs of the post and the achievements of the individual employee are normally the determining factors in relation to promotion. Factors not relevant to these needs/achievements are not considered in promotion decisions. 

Special Leave and flexible employment practices 
Employees requiring special leave to meet family, cultural or religious obligations will be given sympathetic consideration within the normal terms of employment. Consideration will be given to flexible working arrangements (e.g. for employees whose personal circumstances change). 

The Primary Catholic Partnership recognises the special needs of those with responsibilities as carers for close family members (e.g. parent/child/partner) and will normally have regard to these where reasonable. 

Disabled staff 
Where reasonable, consideration is given to adapting the working environment and/or providing special aids or support to enable disabled people to undertake their professional duties. All reasonable efforts are made to enable an individual to continue working following illness or onset of disability. 

Training and career development 
The Primary Catholic Partnership endeavours to take positive action to provide training to extend opportunities for employment and promotion to those with additional needs (e.g. language difficulty, late entry to a career or a career break). Members of the core team may approach their immediate line manager, at any convenient time to discuss their personal career development. In addition, members of the core team may use annual performance review meetings as an opportunity for discussion about personal career development. 

Equality and diversity training 
The PCP capitalises on opportunities for training for staff provided online, for example through NASBTT, and Edu care on equality, diversity and inclusion and associated relevant legislation. 

Procedures for the admission of trainees 
All candidates are admitted according to the Primary Catholic Partnership Admissions Policy and are considered providing they have the potential to train to teach as outlined in the DfE’s ITT Criteria and Supporting advice. Interviews are undertaken in a culturally sensitive manner and at least two people are involved in any decision. 

Trainees with SEND or physical or mental health issues 
All trainees who declare a special educational need (including individuals with EHC plans), disability, physical or mental health issue which requires support and/or adaptations, are invited to discuss their requirements with the Director. Adaptations are made where applicable and reasonable such as additional time for activities or adjustments to the environment or physical resources used. The PCP Director and Administrator advise centre-based staff (and, where applicable, trainees) on any reasonable adjustments required for others. Issues relating to equality and diversity are embedded in Primary Catholic Partnership strategies for Learning and Teaching and Research and Scholarship, as appropriate.

Publicity and Marketing 
The marketing and publicity activities, including those activities relating to trainee recruitment, are sensitive to diversity and inclusion. Marketing materials and publicity make reference to the Primary Catholic Partnership’s Equality and Diversity and Inclusion Statement and seeks to challenge stereotypes and promote positive role models. Strategies are devised to target under-represented groups to ensure that they are aware of the opportunities at the Primary Catholic Partnership and appropriate community organisations and other bodies are used to promote such opportunities. We use non-discriminatory language and images in documents and communications.

Primary Catholic Partnership committees 
The membership and chairing of all internal committees and other official bodies is kept under review to seek appropriate equality and diversity of representation. 

Responsibilities of staff 
It is the responsibility of all members of staff to observe this Code of Practice and where they are unsure of their practice, they should seek further advice from the Human Resources department of Southampton City Council for issues about their employment. Staff should treat all colleagues, trainees and visitors with respect. Disciplinary procedures may be invoked in the case of any breach of Primary Catholic Partnership policy on equality and diversity by a Primary Catholic Partnership employee. 

Responsibilities of Primary Catholic Partnership trainees 
All trainees are required to treat fellow trainees, staff and visitors with respect regardless of their background, in line with the SCITT Trainee Code of Conduct. Breaches of this code will be dealt with through the necessary disciplinary procedures. 

Processes for raising a concern related to SCITT equality, diversity and inclusion issues are the same for any other concerns (see Complaints policy). Where a complaint in relation to equality, diversity and inclusion practices is raised in relation to a partnership school from a trainee employed as a teacher apprentice, they should refer to their school’s Complaints Policy. In all other incidences, the SCITT Policy should be followed.



Reviewed by:                                                   Date:

Date of next review:


	
	
	



