Public Sector Equality Monitoring 2024

The Public Sector Equalities Duty (PSED) requires that schools work to:

eliminate unlawful discrimination.

advance equality of opportunity between people who share a protected characteristic and
those who don't.

foster or encourage good relations between people who share a protected characteristic
and those who don't.

Public bodies with more than 150 employees are required to publish information annually on how
they are complying with the equality duty. Publishing the information;

provides a focus on what the current issues are, helping organisations to become more
attuned to the needs of different groups,

determines and demonstrates what organisations are already doing and what it is planning
to do,

promotes transparency and increases accountability and

can be used as a resource for decision making within the organisation.

The Equality and Human Rights Commission (EHRC) Technical Guidance on the PSED suggests that
the types of information that schools could publish include:

The profile of staff at different grades, levels and rates of pay, including any patterns of
occupational segregation and part-time work (this would be in addition to gender pay gap
information provision, and consider the pay gaps in relation to all the protected
characteristics)

The profile of staff at different stages of the employment relationship, including recruitment,
training, promotion, and leavers, and the numbers of complaints of discrimination and other
prohibited conduct

Details of, and feedback from, any engagement exercises with staff or trade unions

Any records of how it has had due regard in making workforce decisions, including any
assessments of impact undertaken and the evidence used.

In the academic year 2023-24 Allerton High decided to focus on publishing data about:

The profile of staff at different grades, levels and rates of pay

In order to collect this data, staff at Allerton High responded to a questionnaire which asked for
permission to include their personal data before asking a series of questions about the
characteristics protected by the Equalities Act 2010.

Staff were not required to answer all questions hence the totals shown below vary. The responses
are summarised in Table 1, where there were fewer than 4 responses the data was not included to
avoid misinterpretation of small differences.



Table 1

Please note: values less than 4 have been
suppressed (*).

Support staff A1/ A3

Support staff B1/ B3

Support staff C1/ C3

Support staff PO1-PO6

Support staff S01/502

Teacher Main Scale M1-6

Teacher Upper Scale U1-3

Senior Leader

Sex

Female

*

*

*

[e)]

~N

Male

N

Intersex

Age

20-29

30-39

40-49

50-59

60+

* |00 |1 | O

Ethnicity

White

24

Minority ethnic group

Disability

| do not consider myself to have a disability

11

10

23

| do consider myself to have a disability

Religion

Buddhist

Christian

11

Hindu

Jewish

Muslim

Sikh

Other religion

No religion

14

Sexual Orientation

Heterosexual

12

25

Homosexual

Other sexuality

Gender reassignment

| do not intend to undergo or have undergone
gender reassignment

12

11

24

| do intend to undergo or have undergone gender
reassignment

Pregnancy

| am not pregnant or on maternity leave

12

11

23

| am pregnant or on maternity leave




Guidance states that anonymised data for sex and age can be published without permission. The
data in Table 2 was collated from 162 responses to the questionnaire.
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Sex
Female 1 12 17 17 4 20 44 7
100% | 80% | 71% | 89% | 67% | 69% | 76% | 70%
Male 0 3 7 2 2 9 14 3
0% |20% | 29% | 11% | 33% | 31% | 24% | 30%
Age
20-29 0 1 7 3 0 22 4 1
0% | 13% | 29% | 18% | 0% 76% 7% | 11%
30-39 0 0 5 3 0 5 21 3
0% 0% | 21% | 18% | 0% 17% | 37% | 33%
40-49 0 1 4 3 4 0 16 4
0% |13% | 17% | 18% | 67% | 0% 28% | 44%
50-59 0 2 6 7 2 2 16 0
0% | 25% | 25% | 41% | 33% 7% 28% | 0%
60+ 0 4 2 1 0 0 0 1
Conclusions

Analysis of most characteristics in terms of career progression was not possible because numbers

were small.

Analysis of the impact of biological sex on career progression for teachers and support staff shows
little difference between the sexes. There are significantly more females in all pay grades.

It is not surprising that age has an impact on career progression as experience is often essential for
promotion. However, there is good representation of younger age cohorts in the Upper Pay Scale
and Senior Leaders categories, reflecting a fair recruitment policy.




Equality Objectives 2024-25

As part of the PSED the school sets Equality Objectives each year. To determine the Equality
Objectives for 2024-25 we reviewed the school’s work towards the objectives of the School
Improvement Plan 2023-24, analysed examination and attendance data in 2023-24 and analysed
feedback from annual audits for staff, students and parents/carers.

Information in ‘Analysing School Performance’ [ASP] and the ISDR was also scrutinized so that school
could identify any trends/issues of concern in terms of student attainment, and address any newly
identified equality issues.

e Equality Objective 1: Ensure teachers know their students well [particularly SEND/
Disadvantaged cohorts] and utilise in-class adaptive teaching strategies/intervention to meet
their needs

e Equality Objective 2: Review and strengthen our programme of intervention for our weakest
readers at Key Stage 3



