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workforce.” 

 
 
Developments since the 2022/23 statement 

  
Since the last publication of this statement of action the Chartered College has: 
 

¶ Developed and (from October) integrated a Code of Professional Conduct for all 
members. The Code makes explicit reference to both our Values and the Framework 
for Ethical Leadership in Education, as key tenets of professionalism and member 
commitments to greater diversity, equity and inclusion. 

 

¶ For our Fellowship applications process, integration of the Framework of Ethical 
Leadership in Education as a specific commitment. 

 

¶ Refreshed our membership diversity monitoring to measure the extent to which our 
membership reflects the diversity of the profession. 

 

¶ Continued to engage and represent the Chartered College with other partners such 
as the WomenEd Network, Diverse Educators Group, BAMEed Network and Senior 
Leaders EDI group, to learn and share experiences and mutual efforts. 

 

¶ Continued to provide a range of webinars, discussions, research and events to 
support teachers in areas of diversity and inclusion, including: 

 
 

o a new series of six learning modules on Leading Inclusive Schools 
o an ongoing series of six learning modules on Decolonising and Diversifying 

the Curriculum 
o articles on areas such as ‘Collaboration for Inclusion’, ‘The retention and 

progression of teachers from minority ethnic groups’, ‘Supporting and 
celebrating LGBT school leaders’, ‘Supporting improved ethnic diversity in 
school leadership’ and ‘Professional development for career progression: 
Through the lens of ethnic diversity and gender’ 

o ongoing celebration and advocacy of key commemorative periods, including 
International Women’s Day, LGBQT+ History month, with a focus on 
supporting inclusion, and Black History month, focussing on supporting 
greater diversity and equity in leadership positions 

o webinars on areas such as ‘Ethnic diversity in the teaching workforce, and 
why it matters’, ‘Wellbeing of ethnic minority teachers, a roundtable 
discussion with Education Support’ and, in collaboration with WomenEd 
‘Leading equitable schools: success stories from female leaders #IWD2023 
#EmbraceEquity 
 

¶ Continued to ensure that our MyCollege member website follows accessibility 
guidance and, informed by our accessibility audit, improved user accessibility 
functions 

¶ 

https://my.chartered.college/themes/leading-inclusive-schools/
https://my.chartered.college/module-1-defining-decolonisation/
https://my.chartered.college/module-1-defining-decolonisation/
https://my.chartered.college/impact_article/collaboration-for-inclusion-when-research-and-practice-spark-new-possibilities/
https://my.chartered.college/event/ethnic-diversity-in-the-teaching-workforce-and-why-it-matters-2/
https://my.chartered.college/event/ethnic-diversity-in-the-teaching-workforce-and-why-it-matters-2/
https://my.chartered.college/event/teacher-wellbeing-a-roundtable-discussion-with-education-support/
https://my.chartered.college/event/teacher-wellbeing-a-roundtable-discussion-with-education-support/
https://my.chartered.college/event/leading-equitable-schools-success-stories-from-female-leaders-iwd2023-embraceequity/
https://my.chartered.college/event/leading-equitable-schools-success-stories-from-female-leaders-iwd2023-embraceequity/


 
 

¶ Maintained an ongoing self-



 
 

In October 2020, we published our Essay Collection, On Diversity. Since then, we have been 
developing an Academy Trust Governance Code. The Code, now published, embeds an 
expectation on board diversity.  

Strand two: Racial Equality in the School Workforce  

We contributed to the research report commissioned from NfER on Racial Equality in the 
School Workforce (May 2022). We disseminated this research through our membership with 
a call to action on these two main points, and ran a seminar with NFER to directly speak to 
membership on this research. Building on the findings of the NfER report, we have worked 
with trust as employers to understand their duties as employers and to contribute to 
diversifying the workforce. 

Strand three – School Cultures (SEND) 

With Ambition Institute, we published a landmark paper in 2022 A Good Life: Towards 
Greater Dignity for People with Learning Disability (Newmark and Rees, 2022). The paper 
explores ways in which the outcome of the Green Paper consultation could shift thinking 
away from deficit framing to affirmative language and a broader, more ambitious vision of 
what constitutes a good life.  

We have since worked with Ambition Institute to curate and convene a series of round tables 
on specific aspects of special educational needs and disability policy. We will shortly be 
publishing Five principles of SEND reform, which will form the basis for our newly 
established Trust SEND and Inclusion professional community.  

Our 2023 annual conference is on the theme of #Belonging, and there is a strong theme of 
inclusion and focus on SEND running through the programme.  

 

Commitments for 2023/2024 
 
Over the course of 2023– 2024 CST commits to: 
 

¶ Embed the Academy Trust Governance Code in our work to support boards, 

highlighting Principle 6: Equality, diversity and inclusion which asks board to have a 

clear, agreed, 

https://protect-eu.mimecast.com/s/3tujCpQLMigpmvsP4Ua6?domain=cstuk.org.uk
https://protect-eu.mimecast.com/s/lwe8CG5W4ir2k0UPPIq7?domain=atgc.org.uk
https://protect-eu.mimecast.com/s/MELTCrRVOuy4E1F4mO8a?domain=nfer.ac.uk
https://protect-eu.mimecast.com/s/MELTCrRVOuy4E1F4mO8a?domain=nfer.ac.uk
https://protect-eu.mimecast.com/s/k9cOCvoLVuJrx2HAogEN?domain=icm.cstuk.org.uk
https://protect-eu.mimecast.com/s/k9cOCvoLVuJrx2HAogEN?domain=icm.cstuk.org.uk
https://protect-eu.mimecast.com/s/P7bfCwm7WU5gKAh1zHJe?domain=cstuk.org.uk


 
 



 
 

To help provide a framework for schools, the Inclusion Group set up a number of 
workstreams to produce guidance or best practice to support schools. The workstreams 
have completed their initial tasks with materials available to schools on the member’s area of 
the ISC website. They had covered: schools policies/compliance; legal issues; staff training; 
recruitment; teaching and curriculum; use of language; and a schools role within local 
communities. Outputs included:  
 

¶ Towards an Equality, Diversity and Inclusion Strategy (AGBIS and Farrer & Co) – a 

guide for governors and senior leaders on developing a whole school strategy on EDI 

¶ A best practice guide on broadening recruitment 

¶ Legal guidance notes on EDI policies and procedures 

Alongside this, the ISC website signposts information for schools. Within our diversity pages 
schools can find: 
 

¶ A list of useful resources – including links to external organisations and information 

from the Equality and Human Rights Commission 

¶ School case studies on equality and diversity  

¶ Links to training provided by ISC member associations 

Individual associations within ISC will also have their own EDI committees and will be 
supporting schools through guidance, training and webinars. 

 
 

Institute of School Business Leadership (ISBL) 
 
Stephen Morales, Chief Executive Officer of ISBL, said: “Equality is about being valued 

https://www.thegec.education/who-we-work-with


 
 

ISBL continues to strive towards a school business professional workforce that better 
reflects the community it serves. We now enjoy better representation on our trust board and 
advisory panel. We continue to ensure speakers at our national conference and regional 
events properly represent our commitment to diversity. Last year, we enjoyed listening to 
Anita Asante talk about her remarkable career as a professional football player, broadcaster 
and campaigner. This year, we are delighted to be welcoming Diana Osagie as one of our 
keynote speakers. 
 
We believe in three anchor points that ensure the ISBL proposition is as inclusive as 
possible: 
 

¶ Access: Being able to fully engage and participate in all ISBL activity with equal ease 
and dignity 

¶ Treatment: To feel a sense of belonging 



 
 

¶ Hosting our second annual virtual conference, The Mother of All Pay Gaps... and 
what we can do about it 

¶ Expanding, and securing increased funding streams for our coaching programmes 
and workshops, increasing access to teachers on parental leave, and those who are 
parents 

¶ Running the first of four roundtable events with the Fair Education Alliance and 
Citizens UK, with key stakeholders from across the section, asking Can Teaching Be 
a Sustainable Career Choice?

https://www.naht.org.uk/Our-Priorities/Our-policy-areas/Equalities-and-diversity/NAHTs-equality-diversity-and-inclusion-statements


 
 

¶ Adopting the social model of disability as an official policy position and increasing 

understanding of this approach throughout our membership. 
¶ Continuing to support the growth and development of our member networks; Leaders 

for Race equality, LGBT+ and Disabled Members.  
¶ Sending delegations to Pride events across the UK, including London, Bristol and 

Manchester.  
¶ Becoming a Maternity Action union affiliate.  
¶ Developing joint guidance on provision for transgender pupils; while continuing to 

press for central guidance from Government, created in collaboration with the sector. 
¶ Continuing to press government for a centralised, anti-racist approach to education, 

underpinned by regular, mandatory anti-racism training for all staff as part of KCSIE 

training.  
¶ Engaging with the Department for Education to discuss collection of disability data as 

part of the School Workforce census. 
¶ Developing menopause guidance and a model menopause policy for members. 
¶ Releasing updated analysis on the ‘Gender Pay Gap’, in partnership with ASCL, 

NGA and WomensEd, and used this to support our calls for an equality analysis of 

the current pay system, through the School Teachers’ Review Body.  

 
Commitments for 2023/2024 
 
Over the course of 2023– 2024 NAHT commits to: 
 
¶ Creating guidance for members to support inclusive recruitment practices in their 

schools and/or Trusts. 
¶ Explore the creation of a Womens member network. 
¶ Undertake an Equality Rep and/or Ambassador pilot scheme within our democratic 

structures. 
¶ Undertake a membership survey exploring the experiences of leaders with protected 

characteristics.  
¶ Continue to develop and collate advice and guidance, from across the sector, to 

support NAHT members in developing and leading a diverse and inclusive school 

culture for their pupils and staff. 
¶ Continue to press the Department for Education to increase its focus on the lack of 

diversity in school leadership, through its recruitment and retention work and commit 

to initiatives to improve this, including re-instating or replacing the EDI hub funding.  
¶ Continuing to promote our NAHT mentoring scheme and supporting a diverse range 

of members to engage as both mentors and mentees.  

 

National Governance Association (NGA) 
 
Emma Knights and Emma Balchin, co-chief executives of the National Governance 
Association said: “Governing boards have an important role in ensuring a culture of 
equality, diversity and inclusion in their schools and trusts. Through the decisions they make 
and the scrutiny and support they give, they can drive significant progress and impact for 
leaders, staff and pupils. NGA will continue to act in creating the expectation and resources 
for boards to develop in their composition and culture and in their role of encouraging 
diversity and ensuring equality throughout their organisation.” 
 



/Knowledge-Centre/Governance-structure-roles-and-responsibilities/Roles-and-responsibilities/Composition/The-right-people-around-the-table-a-guide-to-recru.aspx
/Knowledge-Centre/Governance-structure-roles-and-responsibilities/Roles-and-responsibilities/Composition/The-right-people-around-the-table-a-guide-to-recru.aspx


 
 

¶ Integrate intersectionality into EDI discussions, recognising that individuals may have 

multiple identities that contribute to their experiences and perspectives. 

¶ Continue to engage with external organisations, particularly in terms of continuing the 

Everyone on Board campaign.  

 

 

Oasis Community Learning  

Steve Chalke, MBE, Founder of Oasis said “Exclusion of all forms are based on complex 
systems of privilege and poverty, of advantage and disadvantage, of power and oppression. 
They are explicit and implicit. Conscious and unconscious. They are the air that we breathe. 
They i



 
 

Over the course of 2023–2024 Oasis Community Learning commits to:  

¶ Conduct an EDI survey with all staff, share the results and develop action plans 
based on these 

¶ Continue to update staff regularly on Gender and Ethnicity Pay and focus on 
improving any gaps through our staff networks 

¶ Launch our People Statement of Intent, which has Inclusion at its heart 
¶ Further expand the role and range of our staff networks 
¶ Expand our Inclusion training offer  
¶ Add to our range of resources supporting staff and students with Inclusion 

 

Teach First 
 
Our challenge is to unlock the potential in all of our children and not just some. To do that, 
we are creating a culture where everyone can do their best work, whether you are on our 
programmes or an employee at Teach First.  
 
Our commitment is to reflect the communities we serve. We believe it is important for pupils 
in partner schools to have access to teachers and leaders from all backgrounds. We 
therefore strive to recruit candidates from diverse backgrounds and support them to thrive on 
our programmes, from starting as a trainee teacher to becoming a senior leader in schools, 
education and beyond.  
 
We want to support an education system that has diversity in its curriculum and in its 
workforce. And, lastly, we want to help our community to take action to create such a system 
so that all pupils get a brilliant education. You can read more about our work here. 
 
  
Developments since the 2022/23 statement  

 

https://www.teachfirst.org.uk/diversity-inclusion
https://www.teachfirst.org.uk/reports/ethnicity-pay-gap-report-2023
https://www.teachfirst.org.uk/reports/socio-economic-pay-gap-report-2023
https://www.teachfirst.org.uk/mission-44


 
 

¶ Launched Reasonable Adjustment Passports with training provided across our 
delivery teams and made changes to our processes and systems to ensure effective 
management of reasonable adjustments 

¶ Ensured we use equality impact assessment for development of new policy and 
process 

¶ Embedded content on racial bias across our programmes, including in National 
Professional Qualifications and content on inclusive teaching in our Training 
Programme 

 
 
Commitments for 2023/2024 
 
Over the course of 2022–2023, Teach First is committed to:  
 

• Ensure we are working towards achieving our diversity targets as an employer and 
publish our employee diversity statistics twice a year 

• Increase the percentage of trainees from eligible schools, male identified, LGBT, 
disabled trainees and ethnic minority backgrounds, including targeting universities with 
higher proportion of diverse students 

• Develop a foundational EDI module for all programmes and continue to take a multi-
programme approach to embedding wider EDI curriculum content  

• Continue to provide guidance and training relevant to role group on embedding EDI 
in their “day-to-day" work 

• As new programmes and products develop, we will use an equality impact 
assessment approach to ensure we have considered positive and negative impacts 
on diverse groups with mitigations to address these 

• 

https://www.teachfirst.org.uk/diversity-inclusion


 
 

¶ Continued to reach more women educators and leaders in support of their leadership 
journey, with over 47000 followers on our social media channels, 37 global networks, 
120 network leaders and begun work on a third book. 

¶ Collaborated with the School Leadership and Management Journal (SLAM) to 
produce a WomenEd edition, forthcoming 2024 

¶ Supported our network teams to be as diverse, accessible, and representative of the 
education sectors within their context and to ensure each network serves its 
community and all women can belong 

¶ Supported women not on social media through our books, regular newsletters and 
our website which has been significantly developed with a comprehensive catalogue 
of research, reports, and resources to support women educators and leaders, 
particularly with our 4 campaigns 

¶ Continued to focus our work on 4 campaigns:  
o to increase the representation of women in leadership roles;  
o to increase the diversity of women with an ethnic heritage in leadership roles;  
o to advocate for flexible working;  
o to reduce the gender pay gap. 

¶ Women in Leadership and WomenEd are being researched by numerous members 
of our community in Masters and PhD dissertations and explored in chapters in 
several books 

¶ We are a member of the Department of Education’s Flexible Working Advisory 
Group. 

¶ We continue to curate flexible working case studies for publication on the Chartered 
College of Education’s website. 

¶ We continue as a partner with The National College of Education with 20% of places 
in each cohort reserved for women of an ethnic heritage. Over 150 women have 
participated so far and gained new roles or promotions, the impact we had hoped for 
in terms of our campaigns.  We have further WomenEd cohorts progressing through 
the programme. 

¶ We are partners with EdConnect to support early career teachers. 

¶ We collaborate with NAHT, ASCL and NGA in annual updates of our comprehensive 
report into the Gender Pay Gap in schools which was cited 7 times in the Department 
of Education advice to the School Teachers’ Pay and Conditions Board.  

¶ Our events continue to have a clear focus on equity, diversity, and inclusion with over 
300 since 2017, involving 1000+ women and men:  our first event for male allies in 
2022 was successful 

¶ We became a Registered Charity in 20222 
 

 
 
Commitments for 2023/2024 
 
Over the course of 2023–2024 WomenEd commits to: 
 

¶ write a third book focusing on our 4 campaigns and the difference they have made  

¶  develop further learning opportunities by collaborating on cohorts for NPQH and 
coaching qualifications 



 
 

¶ continue our call to action to reduce the gender pay gap by asking schools and 
organisations to remove the current salary question on application forms and 
references.   

¶ collaborate with more partners so that equity for women leaders is addressed more 
widely, including DfE Teaching School Hubs and Multi-Academy Trusts 

 


