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General Policy Statement 

St Albans School is committed to securing equality of opportunity through the creation of an 
environment in which individuals are treated on the sole basis of their relevant merits and abilities. 
This commitment is shared by pupils, staff, parents and governors.  The School recognises the 
benefits of having a diverse community of staff and pupils who value one another and the different 
contributions everyone can make. 
 
The School is committed to the principle of equal opportunities and opposes discrimination based 
upon age, sex, marriage and civil partnership, gender identity, race (including colour, nationality, 
cultural, ethnic or national origins), SEN and disability, sexual orientation, religion or belief, 
pregnancy and maternity (defined as protected characteristics).  The School will take all 
reasonable steps within its powers to ensure that staff and pupils 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.  Staff are selected according to their suitability for the post, irrespective of background 
or protected characteristic. Academic merit and teaching ability or potential in the case of 
newcomers to the profession are the criteria used. All applicants are interviewed and appropriate 
recruitment checks are carried out. 
 
The School has been designated by the Secretary of State as having a religious character. It is 
therefore permissible in connection with teaching appointments for the school to have regard to 
the compatibility of a candidate’s religious beliefs and/or conduct with the religious objectives 
stated in the School’s scheme of Governance.  
 
The School will also take all reasonable steps to provide a work environment in which all staff are 
treated with respect and dignity and that is free from harassment, victimisation, intimidation or 
other forms of bullying based upon age, sex, gender identity, race (including colour, nationality and 
ethnic or national origins), disability, sexual orientation, religion or belief (defined as anti-
harassment protected characteristics). 
 
In some situations the School may also be responsible for the actions of our employees towards 
each other and towards third parties.  In certain circumstances harassment can amount to unlawful 
discrimination.  This policy serves to demonstrate the School’s commitment to identifying and 
wherever possible eliminating such unlawful behaviour. 
 
This policy applies to employees that are permanent, temporary, casual, part time or on fixed term 
contract, to ex-employees (in respect of their period of employment), to job applicants and to 
individuals such as agency staff, consultants, advisors and volunteers who are not our employees 
but who carry our work at the School (collectively known as staff).  All staff are responsible for the 
success of this policy and must ensure they familiarise themselves with the policy.  All staff have a 
duty to act in accordance with this policy, to treat colleagues with dignity at all times, 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 behaviours.  
 
Those staff with line management duties have a specific responsibility to set an appropriate 
standard of behaviour, to lead by example, to ensure that those they manage adhere to this policy 
by promotimg the aims of the policy and acting upon behaviour that falls below these standards. 
 
Types of Discrimination 
 
Discrimination may be direct or indirect and may occur intentionally or unintentionally. 
 
Direct discrimination occurs where: 
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• Someone is treated less favourably because of one or more protected characteristic.  For 
example, rejecting an applicant because they would not ‘fit in’ because of their race or 
sexual orientation is direct discrimination. 

• Someone is treated less favourably because of their association with someone who has a 
protected characteristic.  For example, treating a member of staff less favourably because 
they have a disabled child. 

• Someone is treated less favourably because they are perceived to have a protected 
characteristic.  For example, treating a member of staff less favourably because they are 
believed to be (but may not actually be) homosexual. 

 
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. 
 
Victimisation and harassment: Discrimination includes victimisation, which occurs where a 
member of staff suffers a detriment because of action they have taken or may take to assert legal 
rights against discrimination or to assist a colleague in that regard (called a Protected Act), and 
also harassment. 
 
Staff Recruitment, Advertising and Selection 
 
The School aims to ensure that no job applicant receives less favourable treatment because of a 
protected characteristic.  The School is committed to applying its equal opportunities policy 
statement at all stages of recruitment and selection.  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. 
 
Where having regard to the nature and context of the work, having a particular protected 
characteristic is an occupational requirement and that occupational requirement is a proportionate 
means of achieving a legitimate aim, the School will apply that requirement to the job role and this 
may therefore be specified in the recruitment advertisement. 
 
With disabled job applicants, the School will have regard to its duty to make reasonable 
adjustments to work provisions, criteria and practices or to physical features of work premises or 
to provide auxiliary aids or services in order to ensure that the disabled person is not placed at a 
substantial disadvantage in comparison with persons who are not disabled. 
 
 
 
 
Staff Training, Promotion and Conditions of Service 
 
Staff training needs shall be identified through regular staff appraisals.  All staff will be given an 
equal opportunity for, and access to, training, as appropriate, to enable them to improve skills 
relevant to their employment, develop and/or progress within the organisation.  All promotion 
decisions will be made on the basis of merit.   
 
Our conditions of service, benefits and facilities will be reviewed from time to time to ensure that 
they are available to all staff who should have access to them and that there are no unlawful 
obstacles to accessing them. 
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Disability Discrimination 
 
If a member of staff is disabled, or becomes disabled during the period of their employment, they 
are encouraged to inform their line manager/head of department or the HR Manager as soon as is 
practicably possible.  This is to enable the School to provide support and to ensure that staff are not 
treated less favourably because of something related to that disability. 
 
Staff should also advise the appropriate line manager/head of department and the HR Manager of 
any reasonable adjustments to working conditions or duties which the member of staff considers 
to be necessary by reason of disability, or which would assist the member in the performance of 
his or her duties.  The School may wish to consult with the member of staff and their medical 
advisor(s) and /or the School’s occupational health consultants 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 the job, or the School will propose 
alternative adjustments.  Nevertheless, there may be circumstances where it will not be reasonable 
for the School to accommodate the suggested adjustments.  In such circumstances, the School will 
provide the member of staff with information as to the basis of the decision not to make any 
adjustments.  
 
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 people with disabilities.  Where 
possible and proportionate, the School will take steps to improve access for disabled users of the 
premises. 
 
Fixed Term Employees 
 
The School will monitor the use of fixed term employees and their conditions of service, to ensure 
that they are being offered appropriate access to benefits and training and promotion 
opportunities.  Where relevant the School will monitor their progress to ensure that they are 
accessing permanent vacancies. 
 
Part Time Workers 
 
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 
under the School's flexible working policy. 
 
Agency Workers 
 
The School will monitor agency workers to ensure that they are treated no less favourably than a 
comparable worker in relation to accessing collective facilities and amenities at the School.  The 
School will also monitor the use of temporary work agencies and subject to the exceptions set out 
in the Agency Workers Regulations 2010, will ensure that all agency workers have the same basic 
working conditions they would have been entitled to had they been recruited by the School directly 
into a comparable role. 
 
Bullying and Harassment 
 
This policy covers bullying and harassment in the workplace and in any work-related setting 
outside the workplace, for example, cyber-bullying, during trips and at work-related social events 
on or off the School premises. Bullying and harassment may be verbal, non-verbal, written or 
physical.   
 
Bullying 
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Bullying means offensive, intimidating, malicious or insulting behaviour or an abuse or misuse of 
power intended to undermine, humiliate, denigrate or injure a colleague.  Bullying does not include 
legitimate and constructive criticism of performance or behaviour, an occasionally raised voice, or 
an argument.  Examples of bullying include ridiculing or demeaning others, particularly junior 
colleagues, overbearing supervision and unjustifiably excluding colleagues from meetings or 
communications. 
 
Harassment 
 

• A member of staff is deemed to be harassing another member of staff if they engage in 
unwanted conduct which has the purpose or effect of, violating an employee’s dignity, or 
creating an intimidating, hostile, degrading, humiliating or offensive environment for other 
staff.  Such conduct is commonly related to an anti-harassment protected characteristic or 
perceived protected characteristic or to the protected characteristic of someone associated 
with that member of staff. 

 
• A member of staff is deemed to be harassing another member of staff if they engage in 

unwanted conduct of a sexual nature, and the conduct has the purpose or effect of violating 
the other member of staff’s dignity, or creates and intimidating, hostile, degrading, 
humiliating or offensive environment for that member of staff.   

 
• A member of staff is deemed to be harassing another member of staff if they engage in 

unwanted conduct of a sexual nature that is related to gender identity or sex, the conduct 
has the purpose or effect of violating the other member of staff’s dignity, or creates an 
intimidating, hostile, degrading, humiliating or offensive environment for that member of 
staff, and because of member of staff’s rejection of or submission to the conduct, they treat 
that other member of staff less favourably than they would treat them if they had not 
rejected, or submitted to, the conduct. 

 
• Unwanted conduct will still amount to harassment if it is based on the anti-harassment 

protected characteristic of a third party with whom the member of staff is associated and 
not on the member of staff’s own anti-harassment protected characteristic, or if it was 
directed at someone other than the member of staff, or even at nobody in particular, but 
they witnessed it.  In addition, harassment can include cases where the unwanted conduct 
occurs because it is perceived that a member of staff has a particular anti-harassment 
protected characteristic, when in fact they do not. 
 

• This policy applies to acts of harassment which occur in the course of employment even if 
carried out by individuals who are not employees of the School.  You should not be 
subjected to harassment by third parties and must report any such instances by third 
parties immediately. 

 
Conduct may be harassment whether or not the person intended to offend.  Something intended as 
a ‘joke’ or as ‘banter’ may offend another person.  This is because different people find different 
levels of behaviour acceptable and everyone has the right to decide for themselves what behaviour 
they find acceptable to them. 
 
Behaviour which a reasonable person would realise would be likely to offend another will always 
constitute harassment without the need for the other person having to make it clear that such 
behaviour is unacceptable, for example, touching someone in a sexual way.  With other forms of 
behaviour, it may not always be clear in advance that it will offend, for example, ‘jokes’ and ‘banter’.  
In these cases, the behaviour will constitute harassment if the conduct continues after the member 
of staff has made it clear, by conduct or words, that such behaviour is unacceptable to him or her.  
A single incident can amount to harassment if it is sufficiently serious.   
 
Admissions  
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The School is open equally to pupils of all backgrounds and is committed to equality of opportunity 
for participation in all pupil activities and advancement.  We select pupils principally on academic 
merit without reference to race, ethnic background or culture. Girls and boys from all ethnic groups 
go on to higher education to read a wide range of subjects.  
 
The School selects pupils on academic criteria, interview and previous School’s report, irrespective 
of background or any applicable protected characteristic.  Our principal criterion when making our 
selection is whether the pupil will thrive in a highly academic but tolerant and friendly 
environment. The mix of pupils at the School varies therefore according to the intellectual quality 
of applicants over the years. 
 
Assemblies and PSHEE Programme 
 
We provide a separate assembly (BLR) on Mondays and Fridays for all pupils whose faith 
background would make their presence in the Abbey uncomfortable. The BLR assembly is on 
occasions addressed by visiting speakers from a variety of faiths represented at the School. Whole-
school and year group assemblies may also be addressed by representatives of a range of faiths. 
 
The School’s PSHEE programme actively promotes diversity, and equality of opportunity for all 
races is attested to by many examples of pupils from ethnic minorities representing the School in 
sport, serving as prefects, taking part in drama and music and all other school activities. Members 
of ethnic minority groups have held the highest positions open to pupils including Head of School, 
Deputy Head of School and Senior Prefect. 
 
Pupil Monitoring 
 
There is no discernible pattern related to race, ethnic origin or culture in the academic achievement 
of pupils within the school nor in the behavioural pattern as demonstrated by disciplinary 
sanctions. Both are monitored periodically.  In addition, A level results are analysed by gender. 
 
The School will regularly monitor the effects of staff and pupil selection decisions and personnel 
and pay practices and procedures in order to assess whether equal opportunity and dignity at work 
standards are being met.  This policy will be reviewed periodically and adjustments will be made 
to accommodate changes in legislation.   
 
The Headmaster will ensure that all members of staff (teaching and non-teaching) and governors 
are kept fully aware of their responsibilities in respect of equal opportunities, harassment and 
discrimination on grounds of race, gender or disability. 
 
Breaches of the Policy by Staff 
 
All allegations of discrimination, harassment or bullying will be dealt with seriously, confidentially 
and expeditiously. 
 
Discrimination 
 
If a member of staff believes themselves to have been disadvantaged or discriminated against 
because of a protected characteristic, that member of staff is encouraged to raise the matter 
through the School’s grievance procedure.  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 disciplinary procedure.  If, after 
investigation, a member of staff is 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, 
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may result in summary dismissal.  The School will always take a strict approach to serious breaches 
of this policy. 
 
Bullying and Harassment 
 
With cases of bullying or harassment the School encourages staff who believe themselves to be 
bullied or harassed to initially attempt to resolve the problem informally, explaining clearly to the 
person responsible that the behaviour in question is not welcome and that it is offensive or causes 
them to feel uncomfortable. 
 
If this is too difficult or embarrassing to be done alone staff should seek support from their Head of 
Department/Faculty who can provide confidential advice and assistance and will assist in the 
resolution of any problems, whether through formal or informal means.  If the person concerned is 
your Head of Department, advice should be sought from the person at the next level of 
management. 
 
The School recognises that actual or perceived power and status disparities may make such 
confrontation impractical.  If the conduct continues, if it is not appropriate to resolve informally, if 
such informal direct communication is either ineffective or impracticable, or the situation to too 
serious to be dealt with informally, you should follow the procedure set out below. 
 
If a member of staff wishes to make a complaint of harassment, whether against a fellow employee 
or a third party, such as a contractor or supplier, the following procedure would apply: 
 

1. In the first instance, make a written record of the incident and report it to your line manager 
or head of department.  If you are unable to approach your line manager, you can instead 
speak to an alternative manager or the HR Manager.  Details should include the name of the 
harasser or bully, the nature of the harassment or bullying, the date(s) and time(s) when 
the harassment or bullying occurred, the names of any witnesses and any action taken so 
far to attempt to stop the harassment or bullying. 

2. Such reports should be made promptly, as soon as possible after the incident, so that 
investigation may proceed and any action taken expeditiously. 

3. The investigation will be carried out by a senior manager with no prior involvement in the 
complaint and will be thorough, impartial and objective, and will be carried out with 
sensitivity and with due respect for the rights of all parties concerned.  As part of the 
investigation, the person investigating the complaint will meet with you to hear your 
account of the events leading to your complaint.  You may be accompanied by a colleague 
or a trade union official of your choice.  The person investigating will also meet with the 
alleged harasser or bully who may also be accompanied by a colleague or trade union 
official of his / her choice.  It may also be necessary to interview witnesses to any of the 
incidents mentioned in your complaint.  Where it is necessary to interview witnesses, the 
importance of confidentiality will be emphasised to them.  

4. Confidentiality will be maintained throughout the investigatory process to the extent that 
this is practical and appropriate in the circumstances.  However, in order to effectively 
investigate an allegation, the School must be able to determine the scope of the 
investigation and the individuals who should be informed of or interviewed about the 
allegation.  For example, the identity of the complainant and the nature of the allegations 
must be revealed to the alleged harasser so that he or she is able to fairly respond to the 
allegations. The School reserves the right to arrange for another manager to conduct the 
investigation other than the manager with whom you raised the matter.  If the matter 
becomes subject to disciplinary or other legal action, witness statements will have to be 
disclosed as part of that process 

5. At the conclusion of the investigation, the person investigating will prepare a report.  You 
and the alleged harasser will be provided with a copy of the report together with any 
findings.  You will be informed of your rights of appeal. 
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6. If it is found that harassment or bullying has occurred, prompt action will be taken to stop 
the harassment or bullying immediately and prevent its recurrence.  The findings will be 
dealt with under the School's disciplinary procedure.  Consideration will be given to 
whether the harasser or bully should be dismissed and, if not, whether he or she should 
remain in his or her current post or be transferred. 

7. If your complaint is upheld and the harasser remains in the School’s employment, the 
School will take all reasonable steps to ensure that you do not have to continue working 
alongside him or her if you do not wish to do so.  The School will discuss potential options 
with you. 

8. If your complaint is not upheld, (for example, where evidence is inconclusive), 
consideration will be given to how the ongoing working relationship between you and the 
alleged harasser or bully should be managed.  This may involve, for example, arranging 
some form of mediation or counselling or a change in the duties or reporting lines of either 
party.  Both parties are expected to make every effort to resume and maintain a positive 
and professional future working relationship. 

9. If you are not satisfied with the outcome of the investigation, you have the right to appeal 
the decision within five working days of being notified of the outcome.  If you need more 
time to appeal, you should notify the HR Manager within the five day period.  You should 
submit your full written grounds of appeal to the HR Manager.  Arrangements will then be 
made for your appeal to be heard at an appeal meeting by the Head (or a Governor if the 
Head has investigated the original complaint).  You may be accompanied by a colleague or 
a trade union official of your choice.  You will be notified of the outcome of the appeal within 
seven days of this meeting.  This is the final stage of the formal procedure.    

 
Staff that have been subjected to any such intimidation or victimisation may raise a complaint in 
writing under this procedure or the grievance procedure.   
 
Line Managers who had knowledge that such discrimination or harassment had occurred within 
their area of jurisdiction but who had taken no action to eliminate it will also be subject to 
disciplinary action under the School’s disciplinary procedure. 
 
As a general principle, the decision to progress a complaint rests with the member of staff.  
However, as an employer we have a duty to protect all employees and we may pursue a complaint 
independently if we consider it is appropriate to do so in all the circumstances.   
 
The above procedures apply during and after termination of your employment.  If a complaint is 
raised by following termination of employment, if appropriate the School may follow all or part of 
this procedure at its discretion.  Members of staff who make such allegations in good faith will not 
be victimised, intimidated 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 procedure. 
  
Breaches of the Policy by pupils 
 
All allegations of discrimination or harassment will be dealt with seriously, confidentially and 
expeditiously.  In the event of a complaint of discrimination or harassment by a pupil the following 
procedure will apply: 
 

1. Any such incident must be reported as soon as possible to the Headmaster, Second Master 
or Head of Section; 

2. Two senior members of staff will investigate and interview within 72 hours of the alleged 
offence the individual or group against whom it was alleged to have been committed.  
Signed, written statements may be taken at the interview.  If, in their judgement, the 
allegation may be substantiated, the following measures will be taken. 

3. Two senior members of staff will then interview the individual(s) who is/are alleged to 
have caused the offence. Signed, written statements may be taken at the interview/s.   



 

9 
 

4. Parents/guardians of all pupils involved in the incident will be informed. 
5. Victims of harassment/discrimination will receive appropriate support and counselling 

from trained/qualified staff. 
6. Any such incident will be recorded. 

 
If a pupil or group of pupils is found guilty (by word or action) of discrimination or harassment, the 
School will apply an appropriate sanction which will be recorded in the pupil’s personal file. All 
members of staff will be informed. 
 
The following sanctions may be deemed appropriate: 

• perpetrators of a physical attack may be excluded temporarily or permanently; 
• offenders guilty of verbal abuse may be excluded temporarily or permanently, given School 

detention or withdrawn from lessons; 
• repeat offenders may be excluded permanently. 

 
Confidentiality and Policy Review 
 
Personal data relating to individual’s protected characteristics will be treated as confidential and 
cases relating to this policy will be managed with sensitivity and due regard for privacy.  Further 
information on the use and retention of personal data can be found within the School’s Recruitment 
and Selection Policy, Disclosure Policy and Data Protection Policy.  
 
This policy will be kept under regular review and an analysis of incidents will be undertaken with 
a view to informing or amending practices or procedures. 
 
This policy is in accordance with and should be read in conjunction with the School’s Disability 
Policy, Staff Disciplinary and Grievance procedures, Anti-Bullying Strategy and Policy to Promote 
Good Behaviour and Sanctions. 


