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1. Introduction

1.1 The Public Sector Equality Duty came into force in April 2011 as a
consequence of the Equality Act (2010). This report monitors progress
against the school equality objectives as part of our duties under the
Public Sector Equality Duty and as outlined in our Equality Objectives
Statement for Publication document, March 2023.

2. Review of Equality Objectives

2.1 Our Equality Objectives reflect the school’s priorities and draw upon
available data and other evidence. They focus on those areas where
we have agreed to take action to improve equality and tackle
disadvantage.

2.2 STCM set its Equality Objectives for the three-year period from 2023 -
2026.

2.3 Progress against our Equality Objectives is as follows:

a) To use performance data to monitor achievement and respond to
variations between groups of children, subjects, key stages, trends over
time in order to close identified gaps in attainment amongst
disadvantaged children.

2.4 To report and identify gaps and trend analysis in relation to attainment
and variations between groups of children. This analysis focuses on
identifying any gaps in attainment in relation to disadvantaged pupils
and non-disadvantaged pupils, males and females, assessing trends
over time and to take actions to close these gaps.

2.5 KS4 Progress 8 figures for gender reflects a similar picture of females
achieving more than males (in line with the national picture). KS5
outcomes continue to improve with a closing gap in value added
between disadvantaged and non- disadvantaged pupils.

2.6 This has to be set against the backdrop of the significant challenges
that teaching throughout the Covid-19 pandemic has brought.
However, St Cuthbert Mayne school continues to identify gaps and
analyse trends on subject specific areas. Data is analysed by subject,



male/female, disadvantaged/non-disadvantaged, SEN/non-SEN using
2019 performance data to date. This enables the school to focus on
gaps that are closing as well as gaps that are persisting. Relevant and
targeted actions are then put in place, for example,targeted
intervention groups, and the targeting of extra maths using the online
Sparx maths platform.

b) To increase awareness and understanding by children of different
communities and cultures through the PHSE curriculum, assemblies and
links to the PREVENT agenda and Rights Respecting Schools initiative.

2.7 The school has strengthened the Relationships, Sex and Health
Education Curriculum to be compliant with the latest government
expectations and reflect the individual school contexts. There is also a
Personal Development curriculum. There is active promotion and
encouragement of participation through extracurricular activities,
including leadership opportunities and making positive contributions to
school life.

2.8 During the Covid-19 pandemic, extra-curricular opportunities were
limited. However, we continue to promote and encourage children to
make positive contributions to school life as well as recognise and
celebrate an environment that promotes equality and diversity. This
has included whole school messages which have been delivered via
R2L activities.

2.9 Student leadership has been developed in each year group, as has
student voice.

c) To raise awareness of the impact of bullying, especially where this relates
to protected characteristics, including reducing the incidence of the use
of sexist, homophobic and racist language by children within the school.

2.10 All children have the right to feel safe in school and it is the duty of



every member of staff to protect the interests of children and to try and
prevent any form of bullying.

2.11 The DSL records and the school acts on any incident of bullying,
including specifically logging any racist incident should they occur.

2.12 The school targets anti-bullying messages, use of correct language in
R2L and Collective Worship and school-wide initiatives.

d) To continue to value and support all staff within the school by promoting a
culture where each employee is treated with respect and dignity and
recognises the value that a diverse workforce can bring where
recruitment, retention, career development, progression, benefits, pay,
terms and conditions of employment, redundancy and disciplinary are
determined on the basis of capability, qualifications, experience, skills and
productivity.

2.13 STCM operates as an equal opportunities employer, and does not
discriminate in any way regarding recruitment, performance
management and employee career development opportunities. Its
policies in these areas are freely published

For instance, we are committed to ensuring that throughout our
recruitment and selection processes no applicant is disadvantaged or
discriminated against because of the protected characteristics of age,
disability, gender, gender re-assignment, marriage or civil partnership,
pregnancy or maternity, race, religion or belief and sexual orientation.
Reasonable adjustments in line with the Equality Act are put in place
where requested.

2.14 Regular reviews of salaries versus the market by educational sector,
professional field or geographical locality is undertaken in order to
ensure recruitment and retention of the best people for the right role.
Likewise, with regards to career development, all employees are
actively encouraged to undertake training where relevant to their job
roles.

2.15 We have in place an Employee Assistance Programme (EAP) that is
available to all employees within the school. This offers support to our
employees and their families with confidential access to services. As



part of this programme health referrals and support for mental health is
available.

e) Endeavour to ensure that the staff body is reflective of the demographics
of the local community and in particular focus on the representation of
women in leadership roles.

2.16 STCM endeavours to ensure its employees reflects, as far as possible,
the demographics of the local community.

2.17 The school will continue to monitor its staff body and assess its
reflectiveness with the local demographics especially in relation to
ethnicity, age, gender and disability.

f) To monitor the gender pay gap within the school and if a gap exists seek
to explore any differentials and aspire to close the gap.

2.18 Torbay HR continues to monitor the gender pay gap.

2.19 Staff in all roles, whether teachers or staff other than teachers, are paid
on nationally agreed pay scales, regardless of gender. All staff,
whether male or female, are paid at the same rate for the same job.

2.20 All catering staff are directly employed, unlike in many similar
organisations. For local demographic and social reasons outside of our
control, it is predominantly women who apply for, and are appointed
to, many of these part-time, term-time and relatively lower paid roles.


