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St. Francis Catholic Primary School

Bradford

Pastoral Policy No. 31
Equal Opportunities Policy
 [Also includes Curriculum statement, Gender equality, Race equality and Staff recruitment and selection.]  
Together we are exploring our special gifts; together we are growing closer to God.

Background:
This policy is based mainly on the Leeds Diocesan model Equal Opportunities Policy and was drawn up in July 2010 and confirmed at the Governors’ meeting held on Feb 15th 2011. It is reviewed regularly.

Rationale:
This policy is divided into three sections:
· General statement of principles and ethos of the school
· Provision of educational facilities and curriculum

· Recruitment, employment and promotion of staff

Each section covers discrimination on grounds of gender, race and disability. The policy aims to support accessibility in and to the school and should be read alongside the various Inclusion policies.

General Statement of Principles: 

“All people are endowed with a rational soul and are created in God’s image; they have the same nature and origin and, being redeemed by Christ, they enjoy the same divine calling and destiny; there is here a basic equality between all people and it must be given even greater recognition.

Undoubtedly, not all people are alike as regards physical capacity and intellectual and moral powers.  But forms of cultural discrimination in basic personal rights on the grounds of sex, race, colour, social conditions or language must be curbed and eradicated as incompatible with God’s design”.

(Gaudium et Spes N29)
Policy Statement
The Governors of the school, in accordance with the Church’s teaching and concern for justice and equality support the principle that all individuals should have an equal right to develop and achieve their full potential through the education system. Discrimination by structures, institutions and individuals, is a barrier to many, depriving them of that opportunity; it means that society loses skills and talents and individuals lack fulfilment.  This policy supports the school’s intention, expressed in our Mission Statement, of being a place of justice and equality for pupils, staff and visitors alike.

The Governors will develop a programme of action including the adoption of appropriate procedures for monitoring the effectiveness of this policy and training of staff in furtherance of its implementation so that they are fully aware of their legal, moral and spiritual obligations to promote equal opportunities for all pupils and staff regardless of race, ethnic origin, gender or disability.  

General Statement of Educational Policy
The Governors have responsibility for the curriculum and general conduct of the school.  Much of the curriculum will concern itself with the provision of opportunities in a wide range of areas of learning for the development of each individual’s potential, value and self-worth.  It is the Governors’ policy that pupils will be treated on their individual merits without regard to sex, race, or disability in accordance with Gospel values and with the relevant legislative provisions. The Governors shall, however, in matters pertaining to the curriculum and conduct of the school, be under no obligation to go beyond the strict legislative requirements, and in particular, shall not be obliged to introduce into the curriculum or into the school any subject or practice which is contrary to the teachings and practices of the Roman Catholic Church.

General Statement of Employment Policy
In the case of Voluntary Aided schools such as this, the Governors are the employers of staff and are responsible for equal opportunities in employment.  It is their policy that no job applicant or employee shall receive less, or more favourable treatment because of his or her sex, marriage, disability, colour, nationality or national or ethnic origin, nor be disadvantaged by any other condition or requirement which cannot be shown to be justifiable.  Such policy is in accordance with the relevant legislative provisions but does not go beyond the requirements of such legislation.

Training and Guidance
Governors and employees involved in interviewing and selection or in other aspects of the implementation of this policy shall be encouraged to seek guidance and training in relation to the law, school policy, their own personal liability under the law and the nature of discrimination to ensure that procedures are carried out with full regard to this policy.

Likewise within the resources available, appropriate training shall be provided to enable employees to perform their job effectively and to progress within the school.

Provision of Educational Facilities and the Curriculum:
In the classroom teachers will:

· Seek to organise the children to work together regardless of race, ethnic origin, gender or disability so that they are less likely to develop stereotyped attitudes.  Children will be encouraged to line up in mixed pairs. The lining up of boys and girls separately will be avoided. The register and class lists will be kept in alphabetic order.

· Ensure that areas in the classroom and playground do not become predominantly the domain of one particular group of children e.g. home corner or construction area.

· Ensure that children are not singled out because of their ethnic origin. Names, whatever their ethnic origin, will be pronounced correctly and children with less usual or complicated names, will not be made the subject of humour, name calling or unwelcome attention.

· Enable children with physical or mental disability, or statemented children to achieve their potential and ensure that these children are treated by all staff and pupils with the special care and respect that is due to them.

· Use teaching aids when appropriate to challenge sexist assumptions, practices and stereotypes, providing positive alternatives.

· Challenge children’s language where it reflects sexist stereotyping.  The child will be asked to explain what he/she means and be encouraged to reflect on it.

· Use drama and role-play as techniques to enable the children to empathise with the experience of others.

· Take care to avoid the use of sexist language and statements.

· Endeavour to develop their awareness of how they divide their time between boys and girls and ensure equal attention is given to both.

In school Organisation and Management the school will:
· Promote an environment in which all staff, pupils, governors and visitors to the school are conscious of the sanctity of human life and the dignity that should be afforded to God’s creation in all its manifestations.

· Avoid unnecessary separation of the sexes, races or persons with disability, unless a specific educational purpose is being met.

· Ensure that staff roles are not limited to one sex.

· Provide an opportunity for children to see men and women in a wide variety of work roles and roles associated with the home.

· Ensure that the discipline/behaviour policy, and its application, is the same for both boys and girls.

· Ensure, where reasonably possible, that extra-curricular activities are available to all children and timed so to avoid stereotyped assumptions or choices.

· Ensure that married staff are not disadvantaged by their status e.g. by assuming that married women would not be seeking promotion. Consideration should be given wherever possible to the fact that men and women have family and home responsibilities. As a Catholic school we not only ensure compliance with the law in this respect but acknowledge the sanctity of marriage as a Sacrament and affirm the desirability of presenting appropriate role models to children at our school, in the home and in the life of the parish.

· Ensure that children whose parents are separated or divorced or are of single parents are not disadvantaged at school or alienated by the fact that their parents do not follow the Christian ideal of a mother and father, married to each other, providing a loving, stable and secure home.

· Ensure that any physical changes to the building take into account the needs of the disabled and those resources, wherever possible, are made available for the improvement of access to the school and its use by the disabled. The Governors will carry out an annual audit of facilities for the disabled.

· Ensure that all members of staff are seen as parts of an inclusive corporate body in which all staff views will be listened to and through which all will be offered the opportunity to be involved fully in the life of the school and the social life of the staff.

The Curriculum
All children should have equal access to all aspects of the curriculum and school life.

Being a Catholic school there should be particular awareness that the whole curriculum has a spiritual dimension and the school should be committed to the aims, values and teachings of the Catholic Faith, whilst at the same time being sensitive and supportive to the needs of children of other faiths who have been admitted.  In designing the curriculum the primary concern should be the full personal development of individual pupils with particular potential, needs and background.  This will demand that the curriculum has breadth, balance, relevance, differentiation, progression and continuity and is one which, above all, provides opportunities for all pupils to experience success.

All children will have the opportunity:

· To participate fully in the curriculum without assumptions being made about the suitability of any activity for boys and girls.

· To gain self-worth and self-confidence.

· For equal educational experiences so that later they can make choices from a base of common skills and knowledge.

· To work with equipment, books and materials which do not present men and women in stereotyped roles and to have equal access to resources such as computers, books, technology, equipment and playground space.

· To work and play in an environment in which wall displays show positive, non-discriminatory role models, people of different race or ethnic origin and disabled people.

· To participate in a curriculum, the factual content of which is underpinned by attitudes and values which are consistent with the Catholic vision of individuals, of relationships and of society as a whole.
Recruitment, Employment and Promotion of Staff:
Application of the Policy

This policy applies to all staff, and reference to ‘person’ includes any individual or employee whether full or part time or in temporary employment who acts on behalf of the school in the course of his or her duties.

Suitability for Employment

In the application of this policy, it is essential that persons responsible for appointments, when short listing or interviewing applicants, should seek to appoint the most suitable person for the position and during this process not discriminate either directly, or indirectly in matters of sex, marriage, disability, race, colour, ethnic or national origin or nationality.

Direct Discrimination

Direct discrimination which means treating one candidate less favourably than another for reasons of race, sex or disability will be avoided.

Indirect Discrimination

Indirect discrimination which occurs when the same conditions are imposed on everyone, but the conditions themselves are of such a nature that they have a disproportionately adverse effect on one sex rather than the other, or one race or ethnic group rather than another, and where the conditions themselves cannot be objectively justified, will be avoided. However, the concept of indirect discrimination does not apply to disability discrimination.

Examples of Discrimination

Examples of discrimination in a school context are:

· An assumption that certain types of work are suitable only for members of one sex (e.g. cleaner, site manager, mid-day supervisor or headteacher).

· A refusal to consider male applicants who wear beards for cultural or religious reasons.

· An assumption that qualifications obtained outside the UK, but recognised by the Department for Education and Employment, are of less value than those obtainable with the UK.

· An assumption that persons from certain nationalities/cultures are more likely to be lazy.

· An assumption that a married woman teacher would be less committed to the job than a single woman.

Such types of discrimination are unacceptable.

Employment of Catholic Teachers

The Governors have statutory obligations to secure, preserve and develop that character of the school as a Catholic Voluntary Aided School and to conduct the school in accordance with the Trust Deed. As part of this duty, preference will be given to professionally competent applicants who are committed to the practice and teachings of the Catholic Faith.  In this respect it should first be noted that there is no legislation in mainland Britain which prohibits religious discrimination. Likewise there is no employment legislation which deals with discrimination on grounds of sexual orientation.  It is noted that, although the Sex Discrimination Act 1975 prohibits discrimination on grounds of marriage, there is not case law to suggest that governors must give equal consideration to a Catholic candidate for employment or promotion who (by reason of having entered into a marriage which the Catholic Church considered to be irregular) is unable to contribute to and participate fully in the religious dimension of the school.  Although governors must at all times show due regard and sensitivity for the privacy of staff, the Governing Body is nonetheless entitled to satisfy itself that the lifestyle of Catholic employees is in keeping with the beliefs and moral teachings of the Catholic Church.

Recruitment and Promotion

Applicants for vacancies shall be given information about posts through advertisements or communicated via job details or interviews in order to enable them to assess their own suitability for the post.  Information about posts shall be prominently displayed to ensure the full implementation of this policy.

Vacancies shall be advertised internally within the school to attract staff who are likely to possess appropriate qualifications or have relevant experience. External advertisements and recruitment drives will be on a sufficiently wide basis to attract suitably qualified and experienced candidates and will be placed in the denominational press as well as the general media.

All applicants shall be informed that the school operates an Equal Opportunities Policy.  Such information shall be conveyed on all post information details.

All personnel specifications of posts shall include only requirements under headings of ‘essential’ and / or ‘desirable’ as shall be justifiable for the effective performance of the job.  Requirements which are placed in personnel specifications which impose limitations on potential applicants must be assessed for discrimination.

Against the background of this guidance, persons making appointments shall conduct interviews on an objective basis and will deal only with the applicant’s suitability for the job and ability to fulfil the job requirements. Questions directed exclusively and in isolation at domestic commitments are not justifiable.
Genuine Occupational Qualifications

Should the Governors seek to appoint on the basis of Genuine Occupational Qualifications they will first obtain advice from the Diocesan Officers and Bradford LEA Personnel Department.
Positive Action

Whilst the school intends that recruitment, transfer/re-deployment and promotion will be on merit and devoid of discrimination, the legislation allows limited action to be taken by employers to redress the effects of previous unequal opportunity. The employer’s action applies where there have been few or no members of a particular sex or race in a category of their employment for the previous twelve months. Even in these circumstances, positive discrimination will not be applied in the actual filling of job vacancies.  

Special Provisions relating to Disability
The Disability Discrimination Act 1995 makes it illegal to discriminate against disabled job applicants or employees on the basis of their disability.

Under Section 29 of the Act Governors will publish the following information for parents and visitors:
· the arrangements for the admission of disabled pupils

· the steps taken to prevent disabled pupils from being treated less favourably than other pupils

· the facilities provided to assist access to the school by disabled pupils
Job Sharing

The Governors regard most jobs as being capable of being shared and refer to guidance given by the Diocesan School Commission with a letter dated 21st November 1996.

Bullying and Harassment

Sexual and racial harassment are increasingly the subject of Industrial Tribunal claims.  Harassment can, however, be unrelated to sex or race.  For this reason harassment has not been included in this policy and reference should be made to a separate policy.  

Complaints

Where the Clerk to the Governors receives a complaint that this policy is not being followed, the circumstances will in the first instance be investigated by the Headteacher and a report will be sent to the Governors. Disciplinary action will be taken if appropriate.  Existing employees may use the grievance procedure.
Monitoring: 

Personnel and curricular policies and procedures shall be kept under review by the Governors to ensure that they comply with the policy. The Governors will undertake monitoring of the curriculum and of staff recruitment.
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APPENDIX 1

Special provisions relating to disability

Disability is defined as a long-term and significant impairment to an individual’s ability to perform normal day to day duties. The impairment may be physical or mental and its adverse effect must be substantial. If the impairment is mental, then it must be clinically well recognised to qualify. ‘Long term’ means that is has lasted at least twelve months.  Day to day activities include: mobility, manual dexterity, physical co-ordination, continence, ability to lift and carry everyday objects, speech, hearing, eyesight, memory or ability to concentrate and perception of risk and danger. Severe disfigurement would also count as impairment: thus it could amount to unlawful discrimination if governors took the view that a candidate with facial adornments such as tattoos and body piercing was excluded.

The Act also imposes a positive duty on employers to make reasonable adjustments to prevent employees or applicants from being at a disadvantage. These adjustments include alterations to premises. Other examples of adjustments are: allocating some of the disabled person’s duties to someone else, altering working hours, allowing absences during working hours for treatment or assessment, acquiring or modifying equipment, modifying instructions or reference manuals, providing supervision. In deciding what is reasonable, cost is a factor which will be taken into account.

At St. Francis Catholic Primary School we have suitable access and equipment for all people with disabilities concerning mobility to enable them to move safely around the school.
It is not unlawful for an employer to treat a disabled person less favourably if it can show that the treatment is justified for a reason which is both material to the circumstances of the particular case and substantial. Unlike discrimination on grounds of sex and race, it might be possible to justify direct discrimination against disabled people. For example, a candidate with arthritis, which prevents him/her from typing, applies for the post of school secretary. If it can be shown that it is essential for the post holder to type, then it would not amount to disability discrimination to reject such a candidate. If on the other hand the arthritic candidate could type but needed more time to adjust in the morning, allowing him/her to come in an hour later might be considered ‘a reasonable adjustment’ which the employer would be obliged to make if he/she were in other respects the best candidate for the job.
