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POLICY NAME EQUALITY AND DIVERSITY INCLUSION 

POLICY REF: QEHSP23 

EFFECTIVE DATE: JANUARY 2026 

 
Introduction 

 
This policy describes the way in which QEHS will meet the requirements of the Equality Act 2010. This Act replaced 
all previous equality legislation such as the Race Relations Act, the Disability Discrimination Act and the Sex 
Discrimination Act. The UK has specific legislation on equality that outlaws discrimination and offers protection and 
redress to employees (including contract workers and agency staff and, in some instances, this may also apply to 
volunteers). 
 
This policy sets out our approach to equal opportunities and the avoidance of discrimination at work. It applies to 
all aspects of employment with us, including recruitment, pay and conditions, training, appraisals, promotion, 
conduct at work, disciplinary and grievance procedures, and termination of employment.   
 
This policy covers all staff, students, parents/guardians, officers, consultants, contractors, casual workers and 
agency workers. 
 
This policy does not form part of any member of staff’s contract of employment and QEHS may amend it at any 
time. 
 

  Who is responsible for this policy? 
 

• The Headteacher has overall responsibility for the effective operation of this policy and for ensuring 
compliance with discrimination law. Day-to-day operational responsibility for this policy, including regular 
review of this policy, has been delegated to the People and Premises Manager (for staff and recruitment) 
and the Deputy Headteacher (Students & Welfare), for those aspects relating to students and their 
families). 

• The governing body are responsible for ensuring that the school complies with legislation, and that this 
policy and its related procedures and strategies are implemented.   

• All staff must set an appropriate standard of behaviour, lead by example and ensure that those they 
manage adhere to the policy and promote our aims and objectives with regard to equal opportunities. 

• 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 People and Premises Manager. 

• This policy is reviewed by the Governors in consultation with the Headteacher. Recommendations for 
change should be reported to the People and Premises Manager and Deputy Headteacher (Students & 
Welfare). 

• Staff are invited to comment on this policy and suggest ways in which it might be improved by contacting 
the People and Premises Manager and/or Deputy Headteacher (Students & Welfare). 

 
Access 

 
Students and staff are made aware of the existence of this policy and have open access to it. It can be found online 
at www.qehs.lincs.sch.uk and within the School Policies section of the Staff Handbook. 

 
Staff and students are made aware of the contents and purpose of this policy.  

 
 

http://www.qehs.lincs.sch.uk/
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This policy may be revised in response to feedback from members of the school community or external 
organisations. 
 
Statement of values 
 
The protected characteristics under the Equality Act 2010 are: 

• Age 

• Disability  

• Gender Reassignment  

• Sex 

• Sexual Orientation  

• Marriage or Civil Partnership  

• Pregnancy and Maternity  

• Race (which includes colour, nationality and ethnic or national origins) 

• Religion or Belief  
 
Equality and diversity are embodied in the school’s published aims.  The school and all who work in it, therefore, 
aim to promote the spiritual, moral, cultural, mental and physical development of all students and to prepare them 
for the opportunities, responsibilities and experiences of life in a world where they will meet, live and work with 
people of different cultures, religions, languages and ethnic origins.  We are committed to providing equal 
opportunities for all and recognise that preparation for life in a diverse society is relevant to everyone. 
 
Statement of Principles 
 
The governors and staff of the school: 
 

• Believe that discrimination on the basis of disability, skin colour, culture, ethnic origin, gender, age, ability, 
nationality, language, religion, sexual orientation or personal appearance is unacceptable 

• Discourage all forms of stereotyping and promote the value of the individual 

• Actively encourage every student to have a positive self-image 
 
At QEHS we endeavour to: 
 

• Meet all students’ needs, encouraging them to achieve their full potential regardless of their sex, ethnicity, 
religious or socio-economic background and taking account of their individual needs 

• Tackle issues relating to any difference between groups (racial or otherwise) in their attainment, in 
admissions policy, in assessment, in access to educational opportunity and in the use of disciplinary 
measures 

• Create a positive, inclusive atmosphere, based on respect for people’s differences, and show commitment 
to challenging and preventing racism and discrimination 

• Prepare students to be full citizens in today’s society 
 
The governing body and Leadership Team will be proactive in promoting racial equality and good race relations and 
tackling unlawful racial discrimination.  The governing body will maintain an overview of implementation of this 
policy.  The school management will work in partnership with others to tackle racial discrimination and establish, 
promote and disseminate racial equality good practice. 
 
Equal Opportunities Statement 
 
QEHS is committed to equal opportunities and to preventing discrimination, victimisation, and harassment.  In 
particular: 

• No employee, volunteer, student, governor, parent or any other stakeholder shall suffer discrimination on 
the grounds of their sex, race, age, religion, sexual orientation or disability (discrimination) 
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• No employee, volunteer, student, governor, parent or any other stakeholder will be treated less favourably 
because of exercising his or her statutory rights (victimisation) 

• No employee, volunteer, student, governor, parent or any other stakeholder will be subjected to unwanted, 
unwelcome, upsetting or embarrassing behaviours based on their sex, race, age, religion, sexual orientation 
or disability (harassment) 

• It is the responsibility of all staff, students, governors etc. at every level of QEHS to adhere to this Equality 
and Diversity Inclusion Policy and to ensure it is effective 

• QEHS will provide a friendly and secure atmosphere for all students and staff 

• Every student should have the opportunity for full involvement in school activities 

• The contributions of all members of the school, students, teaching and support staff should be valued and 
respected 

• Resources should be free of inappropriate stereotypes, and, where appropriate, selected with a view to 
promoting the ethos of equal opportunities and to reflect the pluralism of society 

• All students should have equal opportunity to study any area of the curriculum to the level that best suits their 
ability and should be encouraged to take a full and active part in lessons 

• The whole curriculum should take account of the issues of equal opportunities 

• QEHS is committed to promoting equal opportunities in employment. Staff, students, parents/guardians, 
officers, consultants, contractors, casual workers and agency workers will receive equal treatment on the 
grounds of the 9 protected characteristics: age, disability, gender reassignment, marriage or civil 
partnership, pregnancy or maternity, race, religion or belief, gender & sexual orientation  

• All QEHS staff will abide by the Equality Act 2010 in the appointment and promotion of staff 

• When recruiting staff, health-related questions will not be asked until after a job offer is made 

• QEHS may decide to use the ‘Positive Action’ clause of the Equality Act 2010, which allows for the setting 
up of courses specifically for a certain group, such as Afro-Caribbean boys or Roma children 

• QEHS has a responsibility to promote good relationships and mutual respect. It is expected that every 
person in the organisation will make a positive contribution to this policy, namely:  

o All staff and governors 
o All visitors to QEHS 
o All students at QEHS 

• All staff have a duty to act in accordance with this policy and treat colleagues and students with dignity at 
all times, regardless of their status. Similarly, all students have a duty to act in accordance with this policy 
and treat fellow students and staff with dignity at all times, regardless of their status 

• In addition QEHS will: 
o Use all reasonable endeavours to ensure that the services it provides are accessible to all and 

endeavour to positively encourage and benefit people from disadvantaged groups 
o Where appropriate and practical, supply specialist aids and facilities to enable disabled people 
o Monitor any issues that arise within the organisation and take appropriate action, fully supporting 

any person in the organisation who is faced with prejudice or discrimination 
o Undertake an annual evaluation process to ensure that the policy is clear, in keeping with current 

legislation and being adhered to 
 
Minimum Standards  
 
Every school in Lincolnshire has a duty of care to provide a safe workplace for its employees, one that is free from 
discrimination. Discrimination will not be tolerated at any level, in any form.  
 
Schools will appropriately manage any employee found in breach of the school’s Equality and Diversity Policy; 
where appropriate, this may include the school following their schools Disciplinary Policy and Procedure.  
 
Discrimination 
 
Types of discrimination include: 

• Direct discrimination  

• Indirect discrimination  
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• Associative discrimination  

• Perceptive discrimination  

• Discrimination arising from disability 
 
All the above types of discrimination are defined on the Government’s website: Discrimination: your rights: Types 
of discrimination ('protected characteristics') - GOV.UK 
 
What to do if an employee believes they have been discriminated against  
The school is committed to ensuring that any complaint of discrimination is dealt with quickly and effectively. In 
the first instance employees may be able to resolve the issue by talking to the person they feel is discriminating 
against them and asking for the reasons for their behaviour. 
 
Where this is not appropriate the employee should raise the issue with the Head Teacher or Chair of Governors 
when the Head Teacher is being complained about. The allegations will then be investigated using the Grievance 
Resolution Policy to highlight concerns. 
 
Schools are strongly encouraged to attempt to resolve matters with the employee informally wherever possible. If 
you become aware of an employee citing discrimination HR and Legal advice should be sought at the earliest 
opportunity. 
 
Proportionate means of achieving a legitimate aim 
The Equality Act 2010 provides for exceptional circumstances (in some forms of discrimination) where unfavourable 
treatment, or any disadvantage caused to a claimant may not necessarily equate to unlawful discrimination. 
However, these will be rare and in such circumstances HR and legal advice must be sought.  
 

• Staff must not unlawfully discriminate against or harass other people including current and former staff, 
students, parents, job applicants, clients, suppliers, and visitors. This applies in school, outside of school 
when dealing with customers, suppliers or other school-related contacts (or when wearing a school 
uniform) and on school-related trips or events, including social events. 

• The following forms of discrimination are prohibited under this policy and are unlawful: 
o Direct Discrimination: treating someone less favourably because of a Protected Characteristic. For   

example, rejecting a job applicant because of their religious view or because they might be gay 
o Indirect Discrimination: a provision, criterion or practice that applies to everyone but adversely 

affects people with a particular Protected Characteristic more than others and is not justified. For 
example, requiring a job to be done full time rather than part-time would adversely affect women 
because they generally have greater childcare commitments than men.  Such a requirement would 
be discriminatory unless it can be justified 

o Harassment: this includes sexual harassment and other unwanted conduct related to a Protected 
Characteristic, which has the purpose or effect of violating someone’s dignity or creating an 
intimidating, hostile, degrading, humiliating or offensive environment for them 

o Victimisation: retaliation against someone who has complained or has supported someone else’s 
complaint about discrimination or harassment 

o Disability Discrimination: this includes direct and indirect discrimination, any unjustified less 
favourable treatment because of the effects of a disability, and failure to make reasonable 
adjustments to alleviate disadvantages caused by a disability 

 
Implications for Racism 
 
Definitions of incidents of a racial nature: 

• Incitement of others to behave in a racist way 

• Physical assault against a person or group because of colour, race or ethnicity 

• Derogatory name calling, insults racist jokes and language 

• Racist graffiti 

• Provocative behaviour, such are wearing racist badges or insignia 

• Bringing racist materials such as leaflets, comics, magazines or computer software into school 

https://www.gov.uk/discrimination-your-rights
https://www.gov.uk/discrimination-your-rights
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• Verbal abuse and threats 

• Racist comments in the course of discussions in lessons 

• Attempts to recruit other students to racist organisations and groups 

• Ridicule an individual for cultural or religious differences, e.g., food, music, dress, worship patterns 

• Refusal to cooperate with other students because of their race 
 
Bullying and Harassment  
 
Harassment is defined as unwanted conduct, related to one of the protected characteristics, that has the purpose 
or effect of: 
 

• Violating a person’s dignity  

• Or, creating an intimidating, hostile, degrading, humiliating or offensive environment. 
 
Employees or the public can complain of behaviour that they find offensive even if it is not directed at them. The 
complainant need not have the relevant characteristic themselves.  
 
Those who commit severe acts of harassment may be guilty of a criminal offence.  
 
Bullying an individual related to a protected characteristic can be unlawful behaviour.  
 
Bullying is offensive, intimidating, malicious, or insulting behaviour. It is an abuse or misuse of power. It undermines, 
humiliates, denigrates or injures an individual or a group of employees.  
 
Victimisation  
This occurs where an employee is treated less favourably because they have made allegations or brought 
proceedings under these acts; or given evidence or information in support of such proceedings or allegations.  
 
Recruitment and Selection 

 

• Recruitment, promotion and other selection exercises such as redundancy selection will be conducted on the 
basis of merit, against objective criteria that avoid discrimination. Shortlisting should be done by more than 
one person and with the involvement of the People and Premises Manager and Headteacher where possible. 
QEHS recruitment procedures are reviewed on a regular basis to ensure that individuals are treated on the 
basis of their relevant merits and abilities 

• Vacancies should generally be advertised to a diverse section of the labour market. Advertisements should 
avoid stereotyping or using wording that may discourage particular groups from applying. (They should 
include a short policy statement on equal opportunities and a copy of this policy will be made available on 
request) 

• Vacancies should generally be advertised to a diverse section of the labour market. Advertisements should 
avoid stereotyping or using wording that may discourage particular groups from applying. (They should 
include a short policy statement on equal opportunities and a copy of this policy will be made available on 
request) 

• QEHS takes steps to ensure that vacancies are advertised to a diverse labour market (and where relevant, to 
particular groups that have been identified as disadvantaged or unrepresented in our organisation). (Where 
appropriate, advice should be sought from the HR Manager to approve the use of lawful exemptions to 
recruit someone with a particular Protected Characteristic, for example where the job can only be done by a 
women. The advertisement should specify the exemption that applies) 

• Job applicants should not be asked questions which might suggest an intention to discriminate on the 
grounds of a Protected Characteristic. For example, applicants should not be asked whether they are 
pregnant or planning to have children 

• Job applicants should not be asked about health or disability before a job offer is made. There are limited 
exceptions which should only be used with the approval of the HR Manager. For example:  

o Questions necessary to establish if an applicant can perform an intrinsic part of the job (subject to 
any reasonable adjustments) 
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o Questions to establish if an applicant is fit to attend an assessment or any reasonable adjustments 
that may be needed at interview or assessment 

o Positive action to recruit disabled persons 
o Equal opportunities monitoring (in accordance with GDPR).  Please note, this will not form part of 

the selection or decision-making process 

• Job offers will be conditional on at least two satisfactory references, one of which must be from the 
candidate’s current or most recent employer. References should cover a period of at least five years. 

• We are required by law to ensure that all staff are entitled to work in the UK. Assumptions about immigration 
status should not be made based on appearance or apparent nationality. All prospective staff, regardless of 
nationality, must be able to produce original documents (such as a passport) before employment starts, to 
satisfy current immigration legislation. The list of acceptable documents is available from the HR Manager 

• To ensure that this Policy is operating effectively, and to identify groups that may be underrepresented or 
disadvantaged, QEHS monitors applicants’ ethnic group, gender, disability, sexual orientation, religion and 
age as part of the recruitment procedure. Provision of this information is voluntary and it will not adversely 
affect individuals’ chances of recruitment or any other decision related to their employment. The information  
is removed from applications before shortlisting and kept in an anonymised format solely for the purposes 
stated in this policy. Analysing this data helps us take appropriate steps to avoid discrimination and improve 
equality and diversity 

• QEHS will ensure that redundancy criteria and procedures are fair and objective and are not directly or 
indirectly discriminatory 
 

Training and Promotion and Conditions of Service 
 

• Training needs will be identified through regular performance development reviews. Staff will be given 
appropriate access to training to enable them to progress within QEHS. All promotion decisions will be 
made on the basis of merit 

• QEHS conditions of service, benefits and facilities are reviewed regularly 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 

 
Please also see the LCC Teacher Appraisal Policy and Support Staff Appraisal Policy. 
 
Termination of Employment 

 

• QEHS will ensure that redundancy criteria and procedures are fair and objective and are not directly or 
indirectly discriminatory 

• QEHS will also ensure that disciplinary procedures and penalties are applied without discrimination, 
whether they result in disciplinary warnings, dismissal or other disciplinary action 

 
Please also see the LCC Disciplinary Policy and Capability Policy. 
 
Disabilities 
 

• If staff are disabled or become disabled, QEHS encourages them to explain their condition in order for the 
appropriate support to be put in place 

• If a member of staff experiences difficulties at work because of their disability, the staff can contact their 
Line Manager or the HR Officer to discuss any reasonable adjustments that would help overcome or 
minimise the difficulty. QEHS will consider the matter carefully and try to accommodate the staff’s need 
within reason. If QEHS considers a particular adjustment would not be reasonable, QEHS will explain the 
reasons and seek ways to find an alternate solution where possible 

• QEHS will monitor the physical features of the premises to consider whether they might place anyone with 
a disability at a substantial disadvantage. Where necessary, the school will take reasonable steps to improve 
access 
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Reasonable Adjustments 
 
By law, reasonable adjustments must be made. These ensure that disabled people are not disadvantaged compared 
to those who are not disabled. Reasonable adjustments fall into three areas: 
 

1. Changing practices, policies and procedures. 
2. Physical feature, for example barrier 
3. Providing extra equipment or getting someone to do something to assist you. 

 
Reasonable adjustments are not limitless and will need to be balanced alongside cost, likely impact and the working 
environment. Adjustments will be considered on a case-by-case basis. 

 
Accessibility Plan 
 
The school is mainly on a single level. However, there are a number of areas which are on the first floor, including 
College House and the English block. To remain DDA compliant and meet the needs of the Equality Act, lifts have 
been installed to allow free access for all site users to some first floor areas of the buildings. The only inaccessible 
areas are the two rooms above the main reception, the three rooms above the upper school foyer and Room 1 
laboratory. All reasonably practicable measures are taken to allow students and staff with disabilities to have full 
access to the school’s facilities and curriculum without prejudice. 
 
Part-Time and Fixed-Term Work 

 
Part-time and fixed-term staff will be treated the same as comparable full-time or permanent staff and enjoy no 
less favourable terms and conditions (on a pro-rata basis where appropriate), unless different treatment is justified. 
 
Please also see the LCC Working Flexibly Policy. 

 
Breaches of this Policy 

 

• We take a strict approach to breaches of this policy, which will be dealt with in accordance with our 
Disciplinary Procedure. Serious cases of deliberate discrimination may amount to gross misconduct 
resulting in dismissal 

• If you believe that you have suffered discrimination you can raise the matter through our Grievance 
Procedure. Grievances will be treated in confidence and investigated as appropriate 

• Any person who experiences, witnesses or is reasonably led to believe that this Equality and Diversity 
Inclusion Policy has not been respected, should immediately bring the situation to the attention of the Form 
Tutor or Head of Year (in the case of a student) or the People and Premises Manager (in the case of a 
member of staff) 

• There must be no victimisation or retaliation against staff who complain about discrimination. However, 
making a false allegation deliberately and in bad faith will be treated as misconduct and dealt with under 
LCC’s Disciplinary Policy and Procedures 

 
All staff are expected to: 

• Deal with incidents of discrimination when they occur 

• Identify and challenge racial and cultural bias and stereotyping 

• Support students in their class from ethnic minorities or for whom English is an additional language 

• Incorporate principles of equality and diversity into all aspects of their work 
 

Recording Incidents of a Racist Nature 
 
The DCSF Circular 10/99 Social Inclusion states that school should record all racial incidents, and that governors and 
appropriate parents should be informed of such incidents and the action taken to deal with them.  Governing bodies 
should inform the LA annually of the pattern and frequency of any incidents.  Students who have suffered racial 
harassment, at or outside school, may need support. 
Effective procedures for recording racist incidents are needed because: 
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• It is a duty on schools, to be inspected by Ofsted 

• Schools are required to inform the LA of the frequency of racist incidents (this information is not published). 

• This report will also be issued to the governors by the clerk. 

• The information benefits the school in planning for school improvement 

• It enables the behaviour of individuals to be monitored and reviewed 
 
Racist incidents should be reported to the Headteacher or to a senior member of staff, who will investigate 
thoroughly.  If the serious nature of the incident is confirmed, the Headteacher or senior member of staff will record 
the incident.  The record will detail: 

• The details of the incident, including its location, day, date and time 

• The person(s) involved 

• The person(s) dealing with the incident 

• The action taken 
 
Recording the incident generates an automatic review of the situation after an appropriate amount of time.  All 
members of teaching and support staff are made aware of the recording and reporting systems. 
 
Responding to Incidents of a Racist Nature 
 
It is important to have a shared understanding of the sort of behaviour that is classed as a racist incident and how 
to determine the level of seriousness.   
 
Sensitivity is needed when dealing with incidents of a racist nature as discriminatory behaviour and abuse can touch 
on the deepest feelings both of the perpetrator and the victim.  Care needs to be taken not to reinforce or harden 
attitudes by the form and manner of the action taken.  Account needs to be taken of the context within which the  
 
behaviour occurred, the intention behind the act as far as this can be determined, the degree of hurt or 
disadvantage occurred and whether this was an isolated incident or part of a pattern. 
 
In light of this, staff should be mindful of the following guidelines when dealing with such incidents: 

• Listen carefully and obtain the full story before intervening 

• Avoid taking sides and try to remain objective 

• Defuse the situation by separating the parties involved 

• Empower victims by offering support or advocacy 

• Explain to the perpetrator why their behaviour was wrong, why it contravened the school policy, 
emphasising that it was unacceptable 

• Pay attention to body language and other signs 

• Ensure that both the victim and the perpetrator have the opportunity to communicate their feelings and 
reaction to the incident – this may include, where necessary, involving parents, bilingual interpreters, 
sensory and physical disabilities support teachers and peer support mechanisms 

• All members of teaching and support staff are made aware of the recording and reporting systems. 

• Inform parents/guardians, depending on the gravity of the offence, giving a clear account of school policy 
and explaining what action has been taken 

• Monitor all aspects of the incident closely and if necessary arrange further meetings to review progress. 
 
Publishing Information 
 
At times, schools may be required to publish information, and when doing so they must ensure that the only 
information published is that required by legislation (for example on the Schools Workforce Census).  
 
Areas of information schools are required to publish may include the following: 

• Workforce make up (all employees and new starters)  

• Applications for training  

• Grievances  

• Capability  
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• Disciplinary action 

• Performance appraisals  

• Employees leaving the authority  

• Gender pay gap information  
 
Legislation  
 
The Respect for Others Section of the Code of Conduct supplements the right of an employee to seek legal redress 
for harassment and/or discrimination through the relevant equality legislation as contained in the Equality Act 
2010.  
 
Under the Criminal Justice and Public Order Act 1994, it is an offence to intentionally cause a person harassment, 
alarm or distress. This is where someone; 

• uses threatening, abusive or insulting words or behaviour, or disorderly behaviour 

• displays any visible representation which is threatening, abusive or insulting 
 
Under the Protection from Harassment Act 1997, it is an offence for someone to: 

• behave in a way which they know, or ought to have known, causes another to fear the use of violence 
against them  

• behave in a way which they know, or ought to have known, causes another harassment 
 
Employees alleging harassment at work can complain to the police. Heads should also consider this where there is 
evidence to suggest criminal action. Employers may be liable for what employees do during their employment, 
whether or not the employer knows of those acts. Employers can avoid a successful claim of unlawful discrimination 
only if they can show that they took reasonable steps to prevent the offence being committed. 

 
Relevant Links    
 
Schools employment manual – Professional resources 
 
Equality Act 2010Technical guidance for schools in England | EHRC 
 
Technical guidance for schools in England | EHRC 
 
School workforce census guide 2025 
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https://professionals.lincolnshire.gov.uk/schools-employment-manual
https://www.legislation.gov.uk/ukpga/2010/15/contents
https://www.equalityhumanrights.com/equality/equality-act-2010/technical-guidance-schools-england
https://www.equalityhumanrights.com/equality/equality-act-2010/technical-guidance-schools-england
https://assets.publishing.service.gov.uk/media/690ddba947ad122f854627b0/school-workforce-guide-2025-v1.1.pdf

