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This book is dedicated to Sir Tim Brighouse, an inspiration to so many teachers and education leaders. His commitment to inclusion and diversity was infectious. He quite simply made me want to be a better leader every time I heard him speak or had the pleasure of talking with him.










ACKNOWLEDGEMENTS AND THANKS


Thank you to Professor David Woods for first encouraging me to write and for his professional support and friendship for many years.

Thank you to David Swain and Eric Macfarlane for their assistance, feedback and proofreading.

Thank you to colleagues in the schools I have worked closely with, those who have joined programmes I have led in recent years and those who have written case studies on inclusion and diversity, extracts from some of which are included in this book.

And thank you to my inspiring colleagues at HFL Education, and in particular the Race Equity Advisers, the members of the Closing the Gap Strategic Group and the members of the Eliminating Economic Exclusion Working Party; I have learned so much from you.










CONTENTS


Foreword by Roy Blatchford

Section One

Ambition

Belonging

Cavalcade

Data

Equity

Food

Gaps

Hyper-visibility

Invisibility

Judgement

Knowledge

Language

Metacognition

Noticing

Outlay

Participation

Questions

Relationships

Status

Transitions

Unconscious

Voice

Welcome

Xtra

Yes

Zero

Section Two

1 Dining at Isaac Newton Academy

2 Some language scenarios

3 Some suggestions for the start, middle and end of productive conversations with parents

4 Rethinking Assessment learner profile template June 2023

5 Job description for an equality, diversity and inclusion rep at Nicholas Breakspear School

6 HFL Education annotated pupil premium strategy statement template

Bibliography










FOREWORD



Inclusion is the celebration of diversity put into action.

Ilene Schwartz



All education establishments are unique in their composition, just as all learners and educators in them are individuals, with their own lived experience, character, motivations and behaviours. Yet wherever the school is and whatever the cohort it serves, we see diversity; they all have this in common.

This A–Z focuses on the various ways in which diversity manifests itself: through the ethnicity of the members of the school community, the languages they speak, their cultural heritage, their class background, their sexuality, their family situation, their gender, their religious beliefs and practices, their economic circumstance, any special educational needs or disabilities they have, any traumas or displacement they may have experienced.

Each and any of these make learners and educators individual and distinct from their peers. This diversity enriches an organisation immeasurably and makes it a fascinating and dynamic environment in which to learn and work. It can also, if we are not careful, result in inequity of provision and marginalisation. It can lead to certain individuals becoming less visible and less well served than others.

Section One explores 26 different faces or aspects of inclusion and diversity, one for each letter of the alphabet. The chapters provide practical suggestions and ideas for implementation in your organisation, drawing on examples of good practice and case studies from some of the many schools and settings in which, and with which, the author has worked during her career in education.

The author refers skilfully to pertinent research and recommends a rich array of follow-up reading. Each chapter ends with an Aside: questions for consideration, prompts for discussion with colleagues, or a quote to reflect on.

Section Two contains resources that the reader may find helpful when striving for inclusive provision in their school. The resources take the form of checklists, audit tools, policy extracts, provocations, questions, forms and activities.

Rachel Macfarlane brings her rich and authoritative experience – as a teacher, headteacher, system leader and education adviser – to the text. Leading us from Ambition and Cavalcade to Xtra and Zero, via Language and Transitions, she also includes a number of great quotations from some unlikely sources!

What she writes with impressive conviction – and provocation – will unquestionably challenge a number of orthodoxies and promote new ways of seeing.

Roy Blatchford, series editor










SECTION
ONE












AMBITION



Ambition is a dream with a V8 engine.

Elvis Presley



A is for ambition and it is the perfect place to start. A deeply rooted and unwavering ambition, shared by all staff and extended to all in the organisation, is the foundation stone of every truly inclusive school.

But what do we mean by ambition in this context?

We are not talking about personal ambition – encouraging every member of staff to seek promotion and aim for headship or fostering an aspiration in every child to become an astronaut or prime minister. I’m describing a collective ambition for every learner (adult and child) to be seen, represented and included; for their needs to be met and for any barriers they are experiencing to be understood, tackled and overcome. An ambition for knowledge and skills gaps to be identified, addressed and closed. For those starting behind their peers to make accelerated progress and to be supported to achieve in line with others, leaving school with the same opportunities and life chances.

There are, of course, many students in our special schools and some pupils with education, health and care plans (EHCPs) in our mainstream schools for whom, due to specific disabilities and profound special educational needs, it is not appropriate to expect the same levels of attainment as for the majority of our learners. But the number of learners who currently fail to attain the age-expected levels at each key stage across our education system is vastly higher than it should be and higher than it would be if we had consistently and truly inclusive practices in all our schools.

Each summer we see around one-third of five-year-olds fail to reach a good level of development (GLD) across the key learning areas in Reception, around a third of 11-year-olds fail to reach the age-related expected (ARE) levels in reading, writing and maths in their key stage (KS) 2 standard assessment tests (SATs), and the same proportion of 16-year-olds fail to attain a standard pass grade in English and maths at GCSE (General Certificate of Secondary Education).

In Obstetrics for Schools (2021), I wrote about how there would be a public outcry and urgent investigations into the tragedy if this rate of failure, in terms of safe deliveries, was experienced in an obstetrics ward. Yet in our society the education fatality rate is not seen as a scandal; the ‘baked-in’ failure is too often accepted as a natural status quo and somehow inevitable. When we look at which learners are failing to reach the expected attainment benchmarks at each key stage, we see that, as well as students with special educational needs and disabilities (SEND), those from economically disadvantaged backgrounds, looked after children, learners of certain ethnicities and those belonging to other minoritised groups are vastly over-represented.

Ambition starts at the top, with school and trust leaders – CEOs, heads, principals, chairs of trust boards and governing bodies. In truly inclusive schools, leaders aspire to achieve as near to a 100% rate of successful delivery as is humanly possible (as measured by attendance, participation in the full curriculum and a range of attainment and engagement metrics; these will inevitably be different for mainstream and special schools).

What leaders who are ambitious about inclusion have in common is a determination to disrupt and eradicate the inequities seen in the knowledge and skills profile of each cohort on entry and a commitment to guarantee that no stone is left unturned in efforts to ensure that every individual is prepared to thrive in their life beyond the institution. As Steve Jobs famously said: ‘Those who are crazy enough to think they can change the world usually do.’

What leads inclusive leaders to have this drive varies from individual to individual. For some it will be because of their own personal lived experience. They may have been the only Black, or Muslim, or looked after, or non-binary, or neurodiverse child in their class and remember feeling different from their peers, invisible or hyper-visible, unrepresented in the curriculum. They may have lived in poverty as a child and remember the sense of self-consciousness, even shame, associated with not having the material possessions that others had.

For some it will be a deep sense of the injustice around the inequalities in our society and a commitment, driven by religious belief or personal moral values, to effect change, in whatever way they can, in their institution. For others, the driver will be as simple as the wonderful feeling that comes with knowing you have done the best job possible; supporting a class to achieve stunning test or exam outcomes or to progress to high-quality further education or university courses or prestigious apprenticeship opportunities.

Inclusive leaders recognise that they have the power, afforded by their status and position, to influence others and to set and steer the culture of the school. And they do not miss any opportunity to do so.

These leaders are skilled at communicating their ambitious vision of great outcomes for all to everyone in the school community: to their staff, to parents and carers, and to the learners themselves. They describe such a compelling future that others are infected by the attraction of the goal. Recognising what motivates themselves to strive for 100% inclusion and success, they help others to identify their own motivators and support them to dare to believe that the ambition of high performance for all is both realistic and achievable.

They share tales of less-advantaged learners achieving great outcomes, in other schools and settings as well as in their own and in wider life. They showcase and augment the stories of learners making exceptional progress and mastering skills they previously struggled with and of prior low-attaining individuals or groups excelling. They dissect the factors that contributed to these achievements and replicate them in their school.

They surround themselves with adults who display a growth mindset, who refuse to place glass (or class) ceilings on their expectations of any pupil or group of learners. They ask well-chosen questions at job interviews to gauge the drive, values and prior track record of applicants. They create the conditions for everyone to fly and provide the support that is needed for colleagues to achieve remarkable outcomes.

They don’t pretend that it will be easy to become a fully inclusive school. They anticipate challenges, blockages and barriers. They help staff and students to manage the frustration and despondency that can set in along the way, when they might have invested considerable time and energy in certain projects, initiatives or pieces of work without seeing any demonstrable impact or gain. They support them to see failures as a key part of the journey to success.

You will never hear such a leader saying ‘This is society’s problem’ or ‘They’ve just got too many issues’ or ‘We’ve tried everything’ or ‘It’s too big a divide/gap for us to impact’. They never give up and they refuse to allow the school or any adult in it to give up on any child either. Their ambition keeps the flywheel turning.

As well as generating a culture of collective ambition in the staffroom and across all teams in the school, ambitious leaders work to ensure that key adults in their pupils’ lives also demonstrate high aspirations for their children. We know that all parents and carers want the best for their children, even when the behaviour of some might not always convey this. But some parents are not as aware as others of the correlation between 100% attendance, test/exam success and ongoing life chances, earning potential, health and even life expectancy. Others want to support their child’s education and to work with the school but are not altogether sure how to do so.

Inclusive schools take very seriously their responsibility to guide and support parents to be confident co-educators. Some make it their business to involve certain parents in their careers education, information, advice and guidance in order to widen their horizons and expand the breadth of options that they may consider for their children.

I recently worked with leaders at Lonsdale School, a special school for pupils with physical and neurological conditions. The school has huge ambitions for its children, as articulated clearly in the headteacher’s welcome on the website:


For all of us who learn, teach and work here, three things in particular matter – belief, ambition and community.

Belief, because we share a vision that shapes each day – to be a safe, caring and open school for each and every one of our pupils, whatever their needs.

Ambition, because we want everyone to reach beyond what they think they can do, to grow and develop throughout their time with us; so that they go on to the next stage of their lives as confident, outward-looking young people who believe in themselves and what they can achieve.

Community, because that’s what gives us our identity …



Leaders at the school have worked hard over many years to ensure that every child has a high-quality placement to progress onto at age 18 and the necessary skills to live independently or semi-independently post school. In certain cases, a key aspect of this work has been in persuading the parents along with potential employers and higher education (HE) providers to have the same belief in and ambition for the students as the staff (and the students themselves) have. So, the school development plan currently has a targeted focus on building parental aspirations and beliefs for their children and actions to influence the perceptions and limiting assumptions of some of the institutions that the learners progress to.

In the following example, leaders from a primary school demonstrate ambition for a member of staff, in this case a midday supervisor, from a racially minoritised background.


WINDERMERE PRIMARY SCHOOL

In the autumn of 2017, senior leaders of Windermere Primary School approached one of the school’s Bangladeshi parents to see whether she would be interested in applying for a midday supervisor vacancy, her youngest child having just started school. She was successful in her application and her firm but fair interactions with pupils at lunchtimes meant that, when one of the class teaching assistants was absent, she was offered the opportunity to gain some in-class experience. She enjoyed this and expressed interest in any future vacancies.

When a vacancy arose, colleagues helped her to complete the application form to the required standard. Although she lacked teaching assistant (TA) experience and would require some support and additional training for the role, leaders used their knowledge of her commitment to the school and the skills that she brought with her to ‘sanction’ her appointment. In this role, she is not only a successful adult role model for pupils of colour, but she has also encouraged other racially minoritised members of staff to put themselves forward when opportunities arise. The majority White staff have benefited from the cultural diversity that this appointment led to.




ASIDE

Ambition is like love, impatient both of delays and rivals.

The Buddha

10 questions to consider


	What motivates you to be ambitious for all learners?


	How do you support your peer educators to maintain a belief in the potential of all learners to achieve great outcomes?


	How ambitious are all teams and all adults in your school/trust for all learners?


	How do you know?


	Are there any individuals or groups that need to be challenged or supported to be more ambitious?


	What steps might you take with them?


	Think about a recent time when you could have challenged someone to raise their level of ambition but didn’t. What could you have done differently?


	What stopped you?


	What can you do to address that?


	When was the last time you shared a story with a colleague or pupil of ambitious goals being reached? What was it and what was the impact?
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