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1. Introduction 

The Governing Body of the school recognises its responsibilities in the employment of staff in the 

school. In accordance with those responsibilities, it wishes to ensure the fair and equal treatment 

of its entire staff, all those who are applicants to work in the school and those individuals who 



 
undertake work on school premises. This policy sets out the principles under which the Governing 

Body of the school will operate to meet these aims. 

 

The policy has been discussed and agreed with all staff representatives and with the trade unions 

and professional associations. It is available to all staff in the school and to any prospective 

applicant. The Governing Body welcomes any comments or contributions to the policy document. 

 

2. Statement of Intent 

The Governing Body of the school is committed to equality for all in the appointment, 

development, training and promotion of staff, and in all dealings with pupils and parents of the 

school. This policy focuses specifically on the employment of staff in the school.  

 

The Governing Body recognises the value of a diverse and inclusive workforce. The Governing 

Body and managers of the school will operate at all times within the requirements of anti 

discrimination legislation and will promote equality positively in its staffing decisions.  

 

All decisions, including advertising of vacancies, shortlisting, selection, induction, appraisal, 

training, development, promotion, terms and conditions of employment, dismissal and pay will be 

based on an objective and fair assessment of school requirements.  

 

The only personal characteristics, which will be taken into account, will be those which are 

necessary for the requirements and proper performance of the work involved. There will be no 

generalised concepts or assumptions about the characteristics of groups. 

 

All staff will have a right, through the agreed procedures, to challenge any decision or action which 

they believe to be in breach of these principles. Any member of staff who deliberately and 

knowingly contravenes the policy will be liable to formal disciplinary action. 

 

 

 

 

 

3. Statutory Requirements 

The Governing Body is bound by law not to discriminate on certain grounds. The Equality Act 

2010 has brought together all the current discrimination laws into one and sets out the ‘protected 

characteristics” that qualify for protection from discrimination as: - 



 
➢ Age 

➢ Disability 

➢ Gender reassignment 

➢ Marriage and civil partnership 

➢ Pregnancy and maternity 

➢ Race 

➢ Religion or belief 

➢ Sex; and 

➢ Sexual orientation 

 

The Governing Body will give sympathetic consideration to requests for time off or for religious 

observance from staff who are active members of particular religions or beliefs, although such time 

off will be unpaid and will be considered only subject to the operational requirements of the school. 

 

The Governing Body will wherever possible make reasonable adjustments to recruitment 

processes, working conditions or the working environment, including terms and conditions of 

employment, to help overcome practical difficulties created by applicants or members of staff who 

have a disability. 

 

The Governing Body acknowledges these areas of regulation and confirms its commitment to 

enforce these statutory requirements in the school. 

 

The over-riding premise that will be adhered to in matters of equality, by all governors and staff in 

the school, is that everyone has the right to be treated with dignity and respect whatever their age, 

disability, gender reassignment, marriage and civil partnership, pregnancy and maternity, race, 

religion or belief, sex or sexual orientation. 

 

4. Advertisement of Vacancies 

Vacancies will be advertised openly and will normally be available for members of staff in the 

school to apply. In most cases vacancies will be advertised externally unless there are exceptional 

reasons why this should not occur, for example in situations of potential redundancy. 

 

5. Selection for Appointment or Promotion 

All decisions relating to appointments or promotions will be conducted in accordance with the 

following principles: 

i. A detailed role profile will be drawn up which accurately describes the duties of the post; 



 
ii. An objective and sufficiently detailed person specification will be defined from the role 

profile 

iii. From these documents a list of objectively assessed selection criteria will be drawn up 

iv. Role profiles, person specifications and selection criteria will be available to all 

candidates 

v. Shortlisting will be carried out against the selection criteria and a written record retained of 

the assessment of each candidate 

vi. All interview panel members must be trained in selection techniques 

vii. At least one person on each panel will be trained in equality and the requirements of anti-

discrimination legislation 

viii. Selection decisions will be made against the agreed criteria and no other criteria will be 

used 

ix. A written record of the selection decision relating to the agreed criteria will be retained 

x. Reasonable adjustments will be made to the recruitment and selection process where 

necessary to ensure that people with disabilities are enabled to compete for appointments 

in the school 

 

6. Specific Issues 

 

Age 

The Governing Body is opposed to any direct or indirect discrimination based on age. 

 

Disability 

The Governing Body is opposed to any discrimination against people with disabilities based on 

assumptions of their ability or otherwise to carry out the duties of a post in the school. (Where 

applicable for discussion -- All candidates with disabilities who meet the basic essential criteria for 

a post will be interviewed.) Where a candidate who has a disability is appointed to a post in the 

school, reasonable provision will be made for adjustments to the working conditions or 

environment where this is practicable. 

 

 

 

Gender Reassignment 

The Governing Body is opposed to any discrimination as a result of a person proposing to 

undergo, undergoing or having undergone a process (or part of a process) for the purpose of 

reassigning the person’s sex. 



 
 

Marital Status or Civil Partnership 

The Governing Body is opposed to any discrimination against employees who are married or in a 

civil partnership. 

 

Pregnancy and Maternity 

The Governing Body is opposed to any discrimination against a woman because of her pregnancy 

and/or maternity leave. 

 

Race 

The Governing Body is opposed to any direct or indirect discrimination based on race, colour, 

ethnic or national origin. There may be situations in the school which require special consideration 

and where an occupational requirement may apply to justify the employment of someone of one 

particular race or ethnic origin. However, these situations will be unusual and exceptional, and will 

be discussed with the staff in advance. 

 

Religion or Belief 

The Governing Body is opposed to any direct or indirect discrimination based on religion or belief. 

 

Sex 

The Governing Body is opposed to any direct or indirect discrimination based on gender. There 

may be situations in the school which require special consideration and where a genuine and 

determining occupational requirement may apply to justify the employment of someone of a 

particular sex. However, these situations will be unusual and exceptional, and will be discussed 

with the staff in advance. 

 

Sexual Orientation 

The Governing Body is opposed to any direct or indirect discrimination based on 

perceived or actual sexual orientation. 

 

 

 

Harassment or Bullying 

The Governing Body is opposed to any unwanted conduct relating to a protected characteristic 

that has the purpose or effect of violating a person’s dignity or creating an intimidating, hostile, 

degrading, humiliating or offensive environment. The Governing Body is further opposed to any 



 
act of victimisation, harassment or bullying against any member of staff either by an employee or 

third party based on assumptions about their status in the above categories or any other grounds. 

Such action will be investigated in accordance with the school’s procedure and may lead to formal 

disciplinary action. 

 

Non-statutory aspects 

Although there is no statutory requirement not to discriminate against other groups, or 

characteristics of staff, the Governing Body wishes to state that it will not in any way discriminate 

against members of staff or applicants for posts on the grounds of their political affiliation. 

 

7. Positive Action 

The Governing Body recognises that the avoidance of discrimination is not sufficient to ensure that 

equality exists in the school. The Governing Body will therefore give full consideration to measures 

of positive action which may assist in achieving the aims of this policy. This is action designed to 

encourage or facilitate the employment or training of minority or disadvantaged groups. 

 

The Governing Body will not discriminate in favour of individuals from specific groups 

(“positive” discrimination), but it will take positive action which enables members of those groups 

to compete on an equal basis. Positive action measures may include: 

➢ Encouraging applications from specific groups which are under-represented in the school 

➢ Encouraging people with disabilities to apply for posts 

➢ Advertisements which encourage applications from individuals of a particular sexual 

orientation, or religion or belief, but make it clear that selection will be on merit 

➢ Flexible working – promoting the use of job shares and flexible working where 

           operational factors make this possible 

➢ Language/literacy training 

➢ Supporting training measure for under-represented groups 

➢ Assistance with applications for candidates with language problems 

➢ Provision of childcare facilities or support with the costs of childcare facilities for staff  

➢ Exploring the possibility of career breaks for women to assist with family commitments 

➢ Commitments to interviewing disabled people who meet the basic criteria for the post 

➢ Encouraging staff to become representatives of trade unions/associations 

8. Harassment and Grievance Procedures 

Harassment has the effect of destroying dignity and undermining the confidence of employees. It 

can take many forms including physical contact, bullying, threatening or ignoring someone. It can 

be a series of offensive remarks or a single incident. It can be behaviour that staff find offensive 



 
even if not directed at them or harassment because of perception or association. The Governing 

Body is committed to the principles of dignity at work for all its staff in the school. This includes the 

right to be treated with respect by all managers and colleagues. 

 

The Governing Body will consider any acts of harassment including those on the grounds of age, 

disability, gender reassignment, marital status and civil partnership, pregnancy and maternity, 

race, religion or belief, sex or sexual orientation, as totally unacceptable and outside the ethos and 

culture of the school. Any such act by a member of staff against any adult or child will be treated 

as a disciplinary offence, and action taken accordingly. 

 

The school has procedures to resolve grievances and for the handling of complaints of 

harassment and bullying at work. The Governing Body is committed to investigate any such 

complaint. These procedures will be followed carefully and promptly in response to any such 

complaint. The first point of contact for any such complaint should be the Head Teacher of if the 

complaint refers to the Head Teacher then the Chair of Governors. In addition, staff have the right 

to approach their professional association or trade union representative for support.  

 

9. Monitoring the Policy 

Given the scope of our policy, this means monitoring both the existing staff of the school and all 

applications from outside of the school. The school will therefore keep records of existing staff and 

new applicants which can be analysed to provide data to assess whether this policy is working in 

practice. 

 

The Governing Body will regularly monitor the effectiveness of this policy by the following 

methods: 

i.  The existing workforce will be asked to complete a monitoring form so that data is available 

on the composition of the staff group. 

ii.  All applicants for posts will be asked to complete a monitoring form to enable monitoring of 

our selection decisions against the principles of this policy. 

iii.  All applicants for posts will be invited to indicate whether they have any special 

requirements or require reasonable adjustments to enable them to submit an application, 

attend an interview or carry out the duties of that post.  

Responses to this question and appropriate actions taken by the school to accommodate 

people with disabilities will also be monitored as part of this process. 

iv.  Information arising from this data collection process will be published on an annual basis 

and will be available to all staff and governors. 



 
v.  Staff and governors will be invited to give feedback from time to time, and to make 

suggestions for improvements. 

vi.  The incidence of complaints under the above procedures and any other aspect of this policy 

will also be monitored, and figures published on a regular basis. 

vii.  The Governing Body will ensure that information is stored in an appropriate and confidential 

format in accordance with the Data Protection Act 1998. 

 

10. Non-Employment Aspects of Equality 

This policy relates only to the employment aspects of the activities of the school. The 

principles outlined here by the Governing Body of fair and equal treatment apply equally to our 

approach to pupils and parents of the school and to our dealings with members of the local 

community and all outside agencies. The school’s policy on equality in the curriculum and the 

treatment of pupils is set out in a separate policy document. (See Accessibility Plan) 

 

11. Training 

The principles outlined above in relation to fair and equal treatment will also apply to selection for 

training. Requests for training will be considered in accordance with the school’s operational 

priorities, based on the school’s overall development plan and budget allocations. Similarly, the 

training of the school managers and governors in issues of equality and discrimination, is an 

essential part of our Equality policy. Where training is scheduled to take place on site, the school 

will, where possible, adapt the methods of training delivery if current arrangements disadvantage 

particular individuals or groups of staff. 

 

12. Ongoing involvement 

We have strategies in place to promote the participation of pupils in decision-making and in 

making a positive contribution to school life. We will embed equality and inclusion into these 

strategies so that learners from diverse backgrounds are involved in shaping provision and 

improving practice. We ensure that outcomes from these involvement activities are acted upon by 

the school’s senior leadership team. One member of the Senior Leadership Team has specific 

responsibility for capturing pupil, staff and parent’s contribution to school life. 

 

 

Information gathering 

We will collect a broad range of qualitative and quantitative information to monitor our policies and 

practice and to demonstrate our progress in equality, inclusion and community cohesion. Our 

single equality approach helps us to more effectively monitor our progress and performance, as 



 
our pupils and staff may face more than one barrier to achieving their full potential. We recognise 

that many of the protected characteristics under equality law mirror highlight sensitive personal 

data, set out under data protection laws. The school ensures that extra care is taken when 

collecting, processing and storing this highly sensitive personal information, to ensure that the data 

protection laws are complied with and the security of all personal data (children and staff) is 

secure. 

 

a) Pupils 

We gather, disaggregated by gender, race and disability. For example, 

➢ Admissions 

➢ Attendance 

➢ Achievement and progression 

➢ Rewards and sanctions 

➢ The views of the student council 

➢ Participation in the student council 

➢ Take up of extended school provision and extracurricular activities 

➢ Other equality information for example complaints and incidents of race discrimination or 

bullying 

 

Our termly pupil assessment information from staff identifies children at risk in every year group 

across the following groups: 

➢ Gender 

➢ Ethnic 

➢ SEN 

➢ G&T 

➢ FSM 

➢ Vulnerable 

 

We will ensure that the information we gather will be used to promote equality by: 

• Attendance is closely monitored for those at risk, parents and EWO involved where 

necessary. 

• No child misses a trip/residential week or enrichment activity due to financial constraints. 

b) Staff 

We collect the following information:- 

➢ Staff exit surveys 

➢ Outcomes of performance management reviews 



 
➢ Disability reviews 

➢ Staff opinion 

Priorities are identified in the Annual Impact Statement for Governors which ensures robust 

monitoring takes place annually. 

 

a) Race Equality 

What we have already achieved: 

➢ Equality of achievement by ensuring that all children of an ethnic origin attain their potential.  

➢ All children feel safe from racial harassment and bullying. 

➢ Reduce equality gaps in achievement for learners by combating underachievement. 

➢ We want to do more by: 

➢ Involving our hard to reach families in the life of the school community. 

➢ Promote a deeper understanding of our children and communicating in the realities of a 

multi-cultural Britain. 

➢ Promote and model respect for those of different backgrounds, faiths or cultures. 

 

c) Disability Equality 

What we have already achieved: 

➢ Developing actions to eliminate bullying and harassment, and any mentoring programmes. 

➢ Providing for the needs of two visually impaired pupils to enable them to partake fully in 

school-life. 

➢ Providing for the needs of two hearing impaired pupils to enable them to partake fully in 

school-life. 

We will want to consider all six elements of the general duty, namely: 

➢ Promote equality of opportunity between disabled people and other people 

➢ Eliminate unlawful discrimination 

➢ Eliminate disability- related harassment 

➢ Promote positive attitudes towards disabled people 

➢ Encourage participation by disabled people in public life 

➢ Take steps to take account of disabled peoples’ disabilities, even where that involves 

treating disabled people more favourably than other people. 

 

We want to do more by: 

Developing actions to eliminate bullying and harassment, and any mentoring programmes. 

 

d) Gender Equality 



 
What we have already achieved:  

➢ RAISE on line shows little difference between the achievement of boys and girls.  

➢ Where a discrepancy is identified, the achievement of individuals is monitored and 

appropriate intervention programmes are used. 

➢ We want to do more by: 

➢ Promoting further gender equality 

➢ Reduce the gender gap where identified 

 

e) Other Equality Areas 

What we have already achieved: 

➢ Undertaken inter-faith initiatives 

➢ Implemented government sex and relationship guidance to support teachers to deal 

honestly and sensitively with sexual orientation issues and questions made explicit within 

our anti-bullying policy that homophobic or faith bullying and harassment will not be 

tolerated 

➢ Provided specific training to support staff to implement this policy. 

➢ We want to do more by: 

➢ Provide further access for learners who are denied access at home to the internet. 

➢ Provide ICT clubs after school at which these children are given priority. 

 

14. Impact Assessment 

We will carry out equality impact assessments on our policy and practice which will cover all 

aspects of equality: race, disability, gender (including gender identity), age, sexual orientation, 

religion and belief. We will look for ways to improve practice as well as ways to eliminate 

discrimination and harassment. We have a programme of carrying out impact assessments on our 

existing policies and practice and we will build the impact assessment process into all new policy 

development and decision making activities. 

15. Working in Partnership 

We recognise that achieving equality, inclusion and good community relations involves working 

effectively and in partnership with others, including parents, community groups and local 

organisations. Our school Newsletter distributed in hardcopy format and online ensures 

information is accessible to all. 

18. Roles and responsibilities 

The Governing Body will: 

➢ Ensure that all governors are aware of their legal responsibilities under equality legislation. 

➢ Receive and discuss regular equality reports on progress and performance. 



 
➢ Monitor achievement of equality targets. 

 

The Head Teacher will: 

➢ Provide proactive leadership to create a community that recognises and celebrates 

difference within a culture of respect and cooperation 

➢ Provide effective leadership on equality, inclusion and community cohesion 

➢ Respond in a timely and appropriate manner when dealing with any incidents or issues of 

discrimination, harassment or victimization. 

➢ Provide an annual Impact Statement for the Governors. 

 

All staff will: 

➢ Recognise that they have a role and responsibility in their day-to-day work to:- 

➢ promote equality, inclusion and good community relations 

➢ challenge inappropriate language and behaviour 

➢ tackle bias and stereotyping 

➢ respond appropriately to incidents of discrimination and harassment and report these 

➢ Highlight to the head teacher any staff training or development that they require to carry out 

the above role and responsibilities. 

 

All staff will also ensure that students are encouraged to 

➢ Recognise that they have a role and responsibility to themselves and others so that they 

understand and are able to 

➢ promote equality, inclusion and good community relations 

➢ challenge inappropriate language and behaviour 

➢ tackle bias and stereotyping 

➢ work to promote anti-bullying strategies 

 
 
 
 
 
 
 
 
 

This policy will be reviewed in February 2020 
Approved by the Governing Body 

 
 

Signature of committee chair:  



 

 
 
 

Date: 
 
 
 

 

 


