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PART 1
EQUAL OPPORTUNITIES POLICY - EMPLOYEES AND APPLICANTS

1. SCHOOL'S POSITION

The School supports the principle of equal opportunities and opposes discrimination on the basis of
age, sex, marriage and civil partnership, gender reassignment, race, disability, sexual orientation,
religion or belief, pregnancy and maternity and part-time or fixed-term employment (defined as
Protected Characteristics). Being a committed equal opportunities employer, the School will take
every possible step to ensure that employees are treated equally and fairly. All policies and
practices will conform with the principle of equal opportunities in terms of recruitment, selection,
training, promotion, career development, discipline, redundancy and dismissal.

2. APPLICATION: TO WHOM DOES THIS POLICY APPLY?

This policy applies to the School’s employees, whether permanent, temporary, casual, part-time or
on fixed- term contracts, to ex-employees, to job applicants and to individuals such as agency staff
and consultants and volunteers who are not our employees, but who work at the School (collectively
workers).

3. WORKERS’ DUTIES

All workers have a duty to act in accordance with this policy, to treat colleagues with dignity at all
times, and not to discriminate against, harass or victimise other members of staff, whether junior or
senior to them. In some situations, the School may be at risk of being held responsible for the acts
of individual members of staff and will not tolerate any discriminatory practices or behaviour.

4. PERSONNEL RESPONSIBLE: OVERALL RESPONSIBILITY

The Principal has overall responsibility for the effective operation of this policy and for ensuring
compliance with the relevant statutory framework prohibiting discrimination. The Principal has
delegated day-to-day responsibility for operating the policy and ensuring its maintenance and
review to the Headmaster.

5. MANAGEMENT

Those working at a management level have a specific responsibility to set an appropriate standard
of behaviour, to lead by example and to ensure that those they manage adhere to the policy and
promote the aims and objectives of the School with regard to equal opportunities.

6. QUESTIONS ABOUT THIS POLICY

All members of staff are responsible for the success of this policy and must ensure that they
familiarise themselves with the policy and act in accordance with its aims and objectives. If you are
involved in management or recruitment, or if you have any questions about the content or
application of this policy, you should contact the Headmaster.



7. FORMS OF DISCRIMINATION

Discrimination may be direct or indirect and it may occur intentionally or unintentionally.

7.1. Direct discrimination

Direct discrimination occurs where:

e Someone is treated less favourably because of one or more Protected Characteristics. For
example, rejecting an applicant because they would not “fit in” because of their race or
sexual orientation would be direct discrimination.

e Someone is less favourably treated because of their association with someone who has a
Protected Characteristic. For example, an employee may be treated less favourably because
they have a disabled child.

e Someone is treated less favourably because they are perceived to have a Protected
Characteristic. For example, an employee may be treated less favourably because they are
believed to be (but may not actually be) homosexual.

7.2. Indirect discrimination

Indirect discrimination occurs where an individual is subject to a provision, criterion or practice,
applied to a group of people, which puts them at a particular disadvantage because of a Protected
Characteristic, and it cannot be objectively justified. An example might be a minimum height
requirement for a job. This is likely to eliminate proportionately more women than men. If this
criterion cannot be objectively justified, because it is not a proportionate means of achieving a
legitimate aim, then it will be indirectly discriminatory on the ground of sex.

7.3. Victimisation and harassment

Discrimination also includes victimisation (suffering a detriment because of action the employee has
taken or may take to assert legal rights against discrimination or to assist a colleague in that regard
(called a Protected Act) and harassment.

8. RECRUITMENT AND SELECTION: SCHOOL'S POSITION

The School aims to ensure that no job applicant receives less favourable treatment because of a
Protected Characteristic. Recruitment procedures will be reviewed regularly to ensure that
individuals are treated on the basis of their relevant merits and abilities and that sufficiently diverse
sectors of the community are reached. Job selection criteria are reviewed from time to time to
ensure that they are justifiable on non- discriminatory grounds as being essential for the effective
performance of the job.

9. STAFF TRAINING AND PROMOTION AND CONDITIONS OF SERVICE: THE
SCHOOL'S POSITION
Staff training needs shall be identified through regular staff appraisals. All workers will be given an

equal opportunity and access to training to enable them to progress within the organisation. All
promotion decisions shall be made on the basis of merit.



10. TERMS AND CONDITIONS

Our conditions of service, benefits and facilities will be reviewed from time to time to ensure that
they are available to all workers who should have access to them and that there are no unlawful
obstacles to accessing them.

11. DISABILITY DISCRIMINATION

11.1. Informing the School

If you are disabled, or become disabled in the course of your employment, you are encouraged to
tell us about your condition. This is to enable us to support you as much as possible and to ensure
that you are not treated less favourably because of something related to your disability.

11.2. Reasonable adjustments

You may also wish to advise the Headmaster of any reasonable adjustments to your working
conditions or the duties of your job which you consider to be necessary, or which would assist you in
the performance of your duties. This may involve the provision of an additional piece of equipment
or assistance in helping you to perform your work. The Headmaster may wish to consult with you
and with your medical adviser(s) about possible reasonable adjustments. Careful consideration will
be given to any such proposals and they will be accommodated where possible and proportionate
to the needs of your job. Nevertheless, there may be circumstances where it will not be reasonable
for us to accommodate the suggested adjustments and we will ensure that we provide you with
information as to the basis of our decision not to make any adjustments.

11.3. Physical features

The School will monitor the physical features of its premises to consider whether it can make any
changes to help remove disadvantages which these may create for disabled users. Where possible
and proportionate, the School will take steps to improve access for disabled users of the premises.
Fixed-term employees

11.4. Monitoring

We will monitor our use of fixed-term employees and their conditions of service, to ensure that they
are being offered appropriate access to benefits, training, promotion and permanent employment
opportunities. We will, where relevant, monitor their progress within the School to ensure that they
are accessing permanent vacancies.

12. PART-TIME WORKERS
12.1. Monitoring

The School will monitor the conditions of service of part-time employees and their progression to
ensure that they are being offered appropriate access to benefits and training and promotion
opportunities. We will also ensure requests to alter working hours are dealt with appropriately.



13. BREACHES OF THE POLICY
13.1. Complaints

If you believe that you may have been disadvantaged or harassed because of a Protected
Characteristic, you are encouraged to raise the matter through the School’s grievance procedure.
Allegations regarding potential breaches of this policy will be treated in confidence and investigated
in accordance with the relevant procedure.

13.2. False allegations

These procedures apply during and after termination of your employment. Workers who make such
allegations in good faith will not be victimised or treated less favourably as a result. False allegations
of a breach in this policy which are found to have been made in bad faith will, however, be dealt
with under the School’s disciplinary and dismissal procedure.

13.3. Disciplinary action

If, after investigation, you are proven to have engaged in any unwanted conduct because of a
Protected Characteristic, or otherwise acted in breach of this policy, you will be subject to
disciplinary action. In serious cases, such behaviour may constitute gross misconduct and, as such,
may result in summary dismissal. The School will always take a strict approach to serious breaches of
this policy.

14. TRAINING

All staff at the school receive training in Equality and Diversity as part of their induction to the
school.

15. REVISION OF POLICY

This policy is reviewed annually. Recommendations for any amendments are reported to the
Principal and Headmaster.

Other relevant policies and documentation
e Staff recruitment policy
e Grievance policy and Whistleblowing Policy
e Disciplinary and dismissals policy
e Disability policy and associated accessibility plans
e Anti-Bullying Policy
e Discipline Policy
e Admissions Policy
e Prevent Duty Policy

This equal opportunities policy has been created using the legal requirements established in the
Education Act 1988, Race Relations Act 1976, Children’s Act 1989 and Sexual Equality at Work Act.
Equality Act 2010



PART 2

EQUAL OPPORTUNITIES POLICY - PUPILS

1. SCHOOL'S POSITION

The School supports the principle of equal opportunities and opposes discrimination of its pupils on
the basis of sex, race, disability, religion or belief or sexual orientation, gender reassignment,
pregnancy or maternity.

The School also acknowledges that it is unlawful to discriminate because of the sex, race, disability,
religion or belief, sexual orientation or gender reassignment of another person with whom the pupil
is association.

Parkgate House acknowledges that it is unlawful to discriminate because of a characteristic which
you think a person has, even if you are mistaken e.g. a teacher picking on a pupils for being gay
whether or not the pupils is gay.

2. UNLAWFUL BEHAVIOUR

In accordance with The Equality Act 2010 Parkgate House supports the principle of not
discriminating against, harassing or victimising a pupil or potential pupil:

e in relation to admissions,

e in the way it provides education for pupils,

e in the way it provides pupils access to any benefit, facility or service, or
by excluding a pupil or subjecting them to any other detriment.
Unlawful Behaviour includes: direct discrimination; indirect discrimination; harassment and
victimisation.

3. CURRICULUM

The content of the school curriculum has never been caught by discrimination law, The Equality Act
2010 now states explicitly that it is excluded. However, the way in which a school provides
education — the delivery of the curriculum - is explicitly included.

Valid complaints that the curriculum is being delivered in a discriminatory way might well arise in
situations such as the following:

e A teacher uses the fact that ‘The Taming of the Shrew’ is a set book to make derogatory
generalisations about the inferiority of women, in a way which makes the girls in the class
feel belittled. Or, in teaching ‘The Merchant of Venice’, he encourages the class to laugh at
a Jewish pupil.

e In class discussions, black pupils are never called on and the teacher makes it clear that she
is not interested in their views.

e Girls are not allowed to do design technology or boys are discouraged from doing food
technology. This is not intrinsic to the curriculum itself but to the way in which education is
made available to pupils.

e The girls’ cricket team are not allowed equal access to the cricket nets, or the boys' hockey
team is given far better resources than the girls’ team. This would be less favourable
delivery of education rather than to do with the sports curriculum per se.



4. ACTS OF WORSHIP

Parkgate House School is a non-denominational school. However, it notes that there is a general
exception, which applies to all schools, to the religion or belief provisions which allows all schools to
have acts of worship or other forms of collective religious observance. This means the daily act of
collective worship, which for maintained schools is mandatory and should be of a broadly Christian
nature, is not covered by the religion or belief provisions. The exception means that schools will not
be acting unlawfully if they do not provide an equivalent act of worship for other faiths.

5. UNIFORM

Parkgate House is committed to ensuring that its uniform policies do not discriminate because of
race, religion or belief, gender, disability, gender reassignment or sexual orientation.

The school acknowledges that there are potential issues around school uniform policies and religion
and belief. Parkgate House is sensitive to the needs of different cultures, races and religions and act
reasonably in accommodating these needs, without compromising important school policies, such
as school safety or discipline. It is well established that it would be race discrimination to refuse to
let a Sikh child wear a turban because of a school policy requiring that caps be worn, but legal
judgments have not supported the absolute right of people of faith to wear garments or jewellery to
indicate that faith.

6. BULLYING

Parkgate House School acknowledges that the issue of bullying motivated by prejudice is a
particularly sensitive issue. The school ensures that all forms of prejudice-motivated bullying are
taken seriously and dealt with equally and firmly. Please see the school’s Anti-Bullying Policy.

The Department for Education has published specific guidance on bullying including homophobic
and transphobic bullying and bullying related to sexual orientation, transgender, disability, race and
religion. This is available on GOV.UK.

The Gender Identity Research and Education Society have published ‘Guidance on Combating
Transphobic Bullying in Schools’.

And Stonewall have a wealth of material on homophobic bullying on their website.

At Parkgate House School we ensure that through our vision, school virtues, rules, broad
curriculum and teaching, we promote tolerance and respect for all cultures, faiths and lifestyles.
We have a duty to prepare our pupils for life in modern Britain and to help keep themselves
safe. This includes safeguarding them from the risk of being drawn into terrorism (see Prevent
Duty Policy).

7. SINGLE SEX CLASSES

Whilst there is no express exemption in the same way that there is for same sex schools, it is not
necessarily unlawful to have some single sex classes in a mixed school, provided that this does not
give children in such classes an unfair advantage or disadvantage when compared to children of the
other sex in other classes. For example, it would be lawful to teach sex education to single-sex
classes, as long as the classes were provided to both boys and girls, but unlawful to provide
remedial classes just for boys who needed help with reading without doing the same for girls in a
similar position. A positive action initiative specifically to help boys in such a position would not



necessarily be unlawful but the school would need to be able to show that this was a proportionate
way of dealing with a specific disadvantage experienced by boys and connected to their gender. It
would not be proportionate simply to refuse help to girls with reading difficulties in order to help
boys as a group catch up with the higher average attainment of girls. Pupils undergoing gender
reassignment should be allowed to attend the single sex class that accords with the gender role in
which they identify.

8. SINGLE SEX SPORT

Although the Equality Act forbids discrimination in access to benefits, facilities and services; the Act
does contain an exception which permits single sex sports. It applies to participation in any sport or
game, or other activity of a competitive nature, where the physical strength, stamina or physique of
the average woman (or girl) would put her at a disadvantage in competition with the average man
(or boy). But while this exception might permit a mixed school to have a boys only football team,
the school would still have to allow girls equal opportunities to participate in comparable sporting
activities.

The judgment on whether girls would be at a physical disadvantage needs to take into account the
particular group in question, so it is much less likely to justify segregated sports for younger
children. Where separate teams exist, it would be unlawful discrimination for a school to treat one
group less favourably — for example by providing the boys’ hockey or cricket team with much better
resources than the girls’.

9. THE PUBLIC SECTOR EQUALITY DUTY

The Equality Act 2010 introduced a single Public Sector Equality Duty (PSED) (sometimes also
referred to as the ‘general duty’) that applies to schools, and extends to certain protected
characteristics - race, disability, sex, age, religion or belief, sexual orientation, pregnancy and
maternity and gender reassignment. This combined equality duty came into effect in April 2011. It
has three main elements. In carrying out its functions, Parkgate House School has due regard to the
need to:
e Eliminate discrimination and other conduct that is prohibited by the Act,
e Advance equality of opportunity between people who share a protected characteristic and
people who do not share it,
e Foster good relations across all characteristics - between people who share a protected
characteristic and people who do not share it.

The School’s Senior Leadership Team are aware of the duty to have “due regard” when making a
decision or taking an action and must assess whether it may have particular implications for people
with particular protected characteristics.

The School’s Senior Leadership Team considers equality implications before and at the time that
they develop policy and take decisions, not as an afterthought, and are aware that they need to

keep them under review on a continuing basis.

The PSED is integrated into the carrying out of the school’s functions, and the analysis necessary to
comply with the duty has to be carried out seriously, rigorously and with an open mind.

Parkgate House cannot delegate responsibility for carrying out the duty to anyone else.
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10. HAVING DUE REGARD FOR THE PSED

Parkgate House School keeps a written record to show that they have actively considered their
equality duties and asked themselves relevant questions in the form of the school’s new initiative
form which has a section relating to the Public Sector Equality Duty. It also includes an Equality
Impact Analysis Form which is completed to ensure fairness of the new proposals/policy and to
identify any action needed to redress any potential discrimination, positively promoting equal
opportunities, improved access and participation for all.

11. COMPLIANCE

The specific duties required by Parkgate House are:
a) to publish information to demonstrate how they are complying with the Public Sector
Equality Duty, and
b) to prepare and publish equality objectives.
Parkgate House meets this objective by publishing its Equal Opportunity Policy on its website to
ensure that the information is accessible to those in the school community and public who want to
see it.

12. FURTHER INFORMATION

The Equality and Human Rights Commission (EHRC) has developed detailed technical guidance for
schools available on their website. It goes into more detail than this advice and may also be helpful
for schools seeking good practice guidance on particular areas.

13. REVIEW

This policy is reviewed annually. Recommendations for any amendments are reported to the
Principal and Headmaster.

Other relevant policies and documentation
e Staff recruitment policy
e Grievance policy and Whistleblowing Policy
e Disciplinary and dismissals policy
e Disability policy and associated accessibility plans
e Anti-Bullying Policy
e Discipline Policy
e Admissions Policy
e Prevent Duty Policy

This equal opportunities policy has been created using the legal requirements established in the

Education Act 1988, Race Relations Act 1976, Children’s Act 1989 and Sexual Equality at Work Act.
Equality Act 2010
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APPENDIX A
The School’'s Statements on:

1. Parental/Community /Staff Involvement in Equal Opportunities

We value the involvement of parents and visitors from the local community. We endeavour to
inform children of the world and its cultures through the curriculum. As a staff we respect the
agreed equal opportunities policy statement and are committed to its implementation. We will not
accept discrimination of any form; written, verbal, emotional or physical, or any form of bullying
or racial or sexual harassment. Ensuring that these positive ideas are promoted and implemented
is the responsibility of all teaching support and non-teaching staff whether inside the classroom,
around the school or in the playground.

2. Racism

We all value the children equally, giving them the same quality of care, educational opportunities
and support. We are therefore opposed to racism which negates treating all children equally.
Cultural bias is disadvantageous to all pupils. Culture is central to the child’s identity and the
learning environment reflects the cultures of those learning within it and within society at large.
Teachers are aware of the cultures from which their children come from and the customs and
attitudes within the home. Staff are aware that we have the responsibility to try and ensure that
children do not develop unfavourable opinions or feeling towards other racial groups based on
ignorance, feelings of superiority, lack of knowledge or thought.
a) Pupil's and adult’'s names should be pronounced correctly, and nicknames should not be
used.
Attention will be paid to spelling names correctly at all times.
Literature at the school should include names from a wide variety of cultures.
Racist language will not be tolerated.
Racial stereotypes should never be used or allowed.
Bi-lingualism is an asset and pupils are free to use the home language as and when they
need to.
g) Lack of fluency in speaking English language is not an indication of academic potential or
lack of it.

ST

3. Sexism

Sexism is a term used to describe discrimination based on gender. As a staff we believe that by
countering sexism we are extending choices and opportunities for everyone and contributing
towards a more just and humane society. In our school no pupil is excluded from receiving the
curriculum on the basis of their sex. Our aims to combat sexism are very similar to racism. We
identify sexism and racism to be a result of feelings of inferiority/superiority, ignorance, prejudice,
appearance, insecurity, anger, violence, abuse (physical and mental), fear, negative role models,
stereotyping or passiveness.

The staff at Parkgate House School actively promotes tolerance, understanding, respect and
achievement which enables the school to function as an orderly community.

4. Disability — other/abled

We are committed to giving access to the curriculum to all children regardless of disability. We will
endeavour to increase access to the building for all adults and children with disability. In addition,
we will offer support, providing suitable equipment and resources.

12



5. The School’s Equal Opportunities Code of Practice

This gives all people within our school rights and responsibilities and is a practical statement
demonstrating the way in which we implement our statement of intent and the aims of the school.
The serious incident book protects the school against possible challenges and provides evidence of
what incidents happened, where, who was involved and action taken. Children, teachers, parents
and support staff have knowledge of the book and are in agreement with it. The book remains
confidential to the school.

We believe that both the victims and the perpetrators must be supported, and we endeavour to
educate children in the issues related to sexism and racism. The code of practice enables us to
identify short and long term targets and address them either immediately or over time.

The Discipline Policy is closely linked to the code of practise and indeed the equal opportunities

policy.

We will not tolerate:
a) Physical attacks
b) Racist intimidation
c) Verbal abuse
d) Racist or sexist jokes
e) Refusal to co-operate
f) Inclusion/exclusion in activities on racial/sexist grounds
g) Any form of behaviour related to extremism or radicalisation

Steps to be taken to combat this:
a) Incidents must be reported to the class teacher, Head of Department, Deputy Head or

Principal if appropriate.

b) A letter could be sent home - these letters get more serious if incidents reoccur.
c) Discussion is offered to perpetrator and victim.

d) Change groupings (if the situation is relevant to the classroom).

e) Monitor playground behaviour.

f) Temporary exclusion.

g) Permanent exclusion.

The Principal, Headmaster and teachers will monitor children’s behaviour and look for a pattern i.e.,
is it one child, one race of children etc., and decide on strategies to change this. The code of
practice ensures consistency in the school and its approach to equal opportunities and that children
and adults are aware of what is expected of them.

Policy Reviewer: School Secretary
Date of Policy Review: April 2025
Date of Next Policy Review: April 2026
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