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Pembroke House Equal Opportunity Policy
1. Policy Aims
● We aim, within Pembroke House School, to provide equality of opportunity for all
children and staff whatever their age, ability, gender, race or background.
● We want all our pupils to achieve their full potential during their time with us. As such,
we work to ensure that our expectations, attitudes, and practices do not prevent any child
from reaching that potential.
● Pembroke House School is committed, where possible to avoiding all forms of
discrimination as set out under the Protected Characteristics of the Equality Act 2010.
This applies to all pupils, parents, staff members and visitors and includes inappropriate
discrimination on grounds of gender, age, religion or belief, physical ability or disability,
learning ability, other special education needs or academic or sporting ability, race
(including colour, nationality, ethnicity, family, culture or linguistic background), marital
status, pregnancy and maternity and part time or fixed term employment.
● However, whilst the Kenya Constitution protects the rights and fundamental freedoms of
all people without exception, protected characteristics such as gender reassignment, civil
partnership and same sex unions are not recognised in Kenya law. Article 45 (2) of the
Constitution of Kenya 2010 in this regard stipulates that a marriage can only exist as
between persons of the opposite sex. Currently, there are no restrictions on what can be
taught in our schools as long as the content does not promote acts of conducts that are
prohibited in Kenya.

2. Gender Policy
● We recognise that a child's self-perception can be influenced by his/her environment and
so we aim to enhance our children's self-esteem and self-confidence by positively
working to reduce any gender bias and promoting equality of opportunity.
● As a school we work to incorporate our guidelines for Equal Opportunity into our primary
practice. Certain strategies are employed to ensure that the cross-curricular dimension of
equal opportunity permeates all of the life and work of the school. At the same time we
are aware that as children mature and their relationships with peers of both genders
develop, their perception of sex roles alters. We also recognise that such perceptions are
influenced by other factors including home, culture, peer group and the media.
● Children of both genders have equal opportunity within and equal access to all areas of
the whole school curriculum. This includes all areas of study and extracurricular
activities. All pupils are encouraged to participate equally in the full range of activities
both inside and outside the classroom.
● Efforts are made to recognise and be aware of the possibility of gender bias in both our
teaching and learning materials and our teaching styles.
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● Materials are carefully selected for all areas of the curriculum so as to avoid sexual
stereotypes and gender bias.
● Teacher time, attention and all resources are given equally to boys and girls.
● All children are encouraged to work and play freely with children of both genders.
● Opportunities are given for children to work with teaching and non-teaching staff of both
genders.
● Teaching and other groupings, such as lunch tables, assembly seating, classroom seating
and playground areas are organised on the basis of criteria other than gender, for example,
age, ability, friendship.
● Equality between the genders are recognised when giving / delegating responsibility and
noting the achievements of both staff and children.
○ Discipline procedures - notably rewards and sanctions - are the same for all
pupils.
○ Children and all staff are encouraged to value each other and build up and
maintain cooperative working relationships both within school and in the
community, such relationships being based on mutual respect for each other.
● Any differences involving gender which arise inside or outside the classroom are dealt
with sensitively and are discussed with the children.
● All teaching and non-teaching posts are not gender-specific. Both men and women are
encouraged to teach all age groups. All staff have equal access to in-service training and
posts of responsibility.
● Practices and approaches involving equal opportunity in terms of gender issues are
regularly reviewed by all members of staff.

3. Policy for Education Regarding Ethnic Diversity
‘Education For All'
● The school maintains the ideal of ‘Education For All', appreciating that in our pluralistic
society members of all ethnic groups, whether minority or majority, should be recognised
and valued.
● Children are prepared for life in a multicultural society. They are helped towards an
awareness that people come from a variety of cultural backgrounds and ethnic origins and
as such may have their own distinct language, religion, and culture, including such
aspects as music, food, literature and customs.
● We aim to help children to develop the necessary knowledge, understanding, skills and
attitudes with which to play a full and active part in our multicultural society.
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● As a cross-curricular dimension, an understanding and acceptance of other cultures is
involved in many aspects of school life. It is encompassed within the teaching of many
areas of the curriculum, e.g. Music, PSHEE, History, English, Drama, Art, Geography,
RS, PE and Sport.
● Through a variety of learning experiences the children will be able to explore the
contributions of different cultural, racial and religious groups in our society and at the
same time broaden their knowledge and understanding of such groups. In this way it is
hoped that the children's awareness and respect for cultural and ethnic diversity in the
classroom, the school or the community, will be developed.
● Work to develop this cross-curricular dimension may be included in both class and whole
school-based topics or themes. For example, a topic such as, ‘food’ or ‘light’ may focus
on various aspects of one (or more) of a community's culture and life. Both religious and
secular festivals provide excellent opportunities in which to consider ethnic diversity and
could be included in class and school assemblies. A topic in Geography will also provide
an opportunity to consider other cultures and ethnic backgrounds. The use of literature
may provide a useful vehicle for encouraging children to recognise and understand people
from other races, cultures and religions. Pembroke House School’s whole school focus on
values, promotes mutual respect and acceptance of individual differences, beliefs and
culture.
● Through the partnership that exists between home, school and the community, we hope to
enrich the curriculum by encouraging people from other cultures, religions and ethnic
backgrounds to visit the school and share their experiences and ideas with the children.
● Teachers are encouraged to consider the information they place before the children.
Resources are carefully selected for use with the children to ensure that they do not
display a cultural or racial bias or show stereotyping or prejudice. Such resources, where
possible, should reflect life in a multicultural society. Cultural similarities as well as
differences should be highlighted.
● As a school we actively promote attitudes and values that enable the children to recognise
the worth of every individual. The children are encouraged to respect themselves and
others, be it in pupil-pupil relationships, pupil-staff relationships and relationships with
others in the school and wider community. Tolerance and understanding of others is
promoted amongst children and staff who are encouraged to appreciate individual
differences.
● Through our general routines in school and in the classroom we strive to ensure that our
practices and procedures are not discriminatory in any way.
● As a school we acknowledge and respond to the differing needs of all individuals
whatever their religious beliefs, dietary needs, language, cultural or ethnic background
and experiences and aim to make all necessary provisions for these - both for adults and
for children. All individuals, therefore, receive equality of opportunity in our school.
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● Staff always try to eliminate any bias towards or against any particular group or
individual. They are asked to respond positively in their approach to incidents relating to
race, religion and disability, be it in the classroom or the playground or with parents.

4. Policy on Racism
a) Identifying Racist Behaviour
At Pembroke House School, all children and adults are encouraged to respect each
other's:
● cultural heritage
● beliefs and practices
● dietary and cultural needs
● language; and
● to understand that there are similarities and differences between all people.
There are occasions when a child or adult might exhibit racist behaviour towards another
person. These need to be swiftly identified and dealt with in accordance with the School’s
Behaviour Policy.
Racist behaviour can take a variety of forms. Some of these are more obviously offensive
than others. However, some apparently harmless incidents can be damaging in the long
term. Below are examples of the kinds of incidents that we may encounter.
● Derogatory name calling, insults, racist jokes and language
● Racist comments during discussion in lessons
● Ridicule of an individual for cultural differences, for example food, music, dress
● Refusal to cooperate with others because of their ethnic origin
● Verbal abuse and threats
● Physical assault against a person or group because of colour and/or ethnicity
● Racist graffiti
● Incitement of others to behave in a racist way
b) Incidents Involving Staff
● An allegation of racist behaviour on the part of any member of the teaching or
non-teaching staff is a serious disciplinary matter and will be the responsibility of the
Head and The Council and dealt with in accordance with the School’s Disciplinary
Procedures.
● Where the victim of alleged racist behaviour is a pupil, the Head should, after careful
investigation, seek to resolve the matter informally. If the matter cannot be resolved
satisfactorily at this stage then the person reporting the behaviour should submit the
complaint in writing to the Head who will investigate the case further and take the
appropriate action. This could involve the use of formal disciplinary procedures.
● Where a member of staff is the victim of racist behaviour by pupils or parents, it is
important that full support is given to the member of staff concerned and
whistleblowing procedures are followed.
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c) Racial Tension
It is important that teachers are sensitive to all signs of possible victimisation of
individual pupils or groups of pupils and that this should also be reported, even where
there is no identifiable incident. Similarly, all behaviour which can be seen as possibly
reflecting racial tension within the school as a whole should be reported, for example
small groups of pupils forming isolated groups within the playground or in the classroom.

5. Equal Opportunities Policy
● In order to promote an environment within which the school can call upon the widest
possible range of knowledge, skill and experience, as well as ensuring compliance with
the relevant legislation and codes of practice, we are committed to achieving and
maintaining a workforce which represents the population within our recruitment area in
terms of race or colour, nationality or national or ethnic origins, religion or belief, age and
disability.
● To this end, we shall regularly review the operation of our recruitment, promotion,
training and development policies to ensure that no applicant for employment or member
of staff is disadvantaged by conditions or requirements which cannot be shown to be
justifiable.
a) Recruitment and Selection
● The staffing process is governed by the school’s principles of non-discrimination and is
designed to achieve the best match between, on the one hand, the individual’s knowledge
and skills, experience and character and, on the other hand, the requirements of the vacant
post, recognising the need for flexibility to respond to changing conditions.
o the capability of the individual to perform in the position will be the major selection
criterion, but the ability both to work with others and to be trained, coupled with
individual potential will be taken into account.
o all applicants will be dealt with courteously and as expeditiously as possible.
o carefully selected and validated skills and tests may be used as part of the selection
process.
o appointments will be confirmed on receipt of satisfactory references and DBS checks
(where applicable), Relevant Police Checks, a satisfactory medical report and
satisfactory completion of a probationary period.
b) Employment
● No employee or prospective employee will receive unfair or unlawful treatment on the
grounds of above-mentioned Protected Characteristics, because they are perceived to
have a Protected Characteristic, or because they are associated with someone who has a
Protected Characteristic, in particular but not only; in relation to:
o recruitment and selection
o promotion, transfer and training opportunities
o grievance and disciplinary procedures
o termination of employment, including redundancies
o conduct at work
7

Pembroke House Equal Opportunity Policy
● The principles of non-discrimination and equality of opportunity also apply to the way in
which staff must treat visitors, pupils, parents and other individuals with whom they may
come into contact during the school day.
c) Implementation
The School with the assistance of the staff will:
● break down any barriers to equality of opportunity which may prevent staff members
realising their full potential or accessing benefits.
● advertise vacancies and ensure job selection criteria are appropriate for the job.
● promptly and fully investigate all complaints of discrimination and harassment, taking
appropriate action where necessary.
● ensure that all members of staff are fully informed and trained on this policy.
● Monitor the composition of the School and the effects of its recruitment practices.
● Review existing procedures to ensure they are not discriminatory in their operation.
d) Disability
● If you are disabled or become disabled, we encourage you to tell us about your condition
so that we can support you as appropriate.
● A disability will not of itself justify the non-recruitment of an applicant for a position at
the School. Such reasonable adjustments to the application procedures shall be made as
are required to ensure that applicants are not disadvantaged because of their disability. For
example, where written tests are used, alternative arrangements will be made for visually
impaired applicants.
● If you experience difficulties at work because of your disability, you may wish to contact
your Head of Department to discuss any reasonable adjustments that would help
overcome or minimise the difficulty. Your Head of Department may wish to consult with
you and your medical adviser about possible adjustments and you may be required to give
your consent to a report being produced about your state of health and ability to perform
your duties.
● We will consider the matter carefully and try to accommodate your needs within reason.
If we consider a particular adjustment would not be reasonable we will explain our
reasons and try to find an alternative solution where possible. Once an adjustment has
been made its operation may need to be reviewed at agreed intervals, to assess its
continuing effectiveness.
● The School will make such adjustments to work arrangements or School premises as are
reasonable to enable a disabled staff member to carry out his or her duties. This will
include, but is not limited to, consideration of the provision of specialist equipment, job
redesign, and flexible hours.
● Where during the course of their employment a disabled member of staff recognises their
need for a reasonable adjustment to be made to work arrangements or School premises,
he or she should discuss this requirement with the School.
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e) Dignity at Work
● No member of staff should engage in any behaviour or conduct which may amount to
harassment of another person at work. Harassment of any kind is regarded as a
disciplinary offence and in serious instances may lead to instant dismissal.
● Harassment may take the form of unwanted conduct which is related to a relevant
Protected Characteristic which is perceived as affecting an employee’s dignity at work. It
may also take the form of unwanted conduct towards someone based on their appearance
or other personal characteristics which is perceived as affecting their dignity at work. It is
not only unwanted physical contact, assault or propositions; it includes suggestive
remarks or gestures, pin-ups, graffiti, offensive comments, jokes and banter. Harassment
may include bullying, intimidating behaviour, persistent teasing or constant unfounded
criticism of the performance of work tasks, unfair allocation of work and responsibilities,
or exclusion from normal workplace conversation. It may be directed towards one
individual or a group. A single incident can amount to harassment if sufficiently grave.
● Procedure
o If you consider that you have been the recipient of unwanted conduct amounting to
harassment, it is open to you to try to resolve the problem informally with the other
person, either face to face or in writing.
o If this is not appropriate or has not been successful, you may raise a grievance in
accordance with the School’s whistleblowing or Staff Grievance procedures.
o All such grievances will be dealt with sensitively and in confidence as far as
reasonably practicable to progress the complaint/concern.
o False or malicious allegations will be treated as a disciplinary offence.
o Retaliation against a member of staff who complains of harassment can be expected
to lead to disciplinary action under the School’s Disciplinary Procedures.
f) Supporting the Victims
● It is important that the school creates a climate in which victims of incidents that
undermine the aforementioned Protected Characteristics, feel able to report them.
● All staff and pupils should be encouraged to report incidents that they witness and all
such reports should be followed up.
● Special attention should be paid to considering the particular vulnerability of pupils with
special educational needs who may also be prey to racism within the school but find
communication of their position and feelings difficult.
● Staff dealing with such incidents should be sensitive to the issue of retaliation on the part
of the victim, which may be a reaction to a long series of relatively minor incidents that
have not been reported or dealt with appropriately.
● Parents will be included when offering support to victims.
● The school recognises that the victims of incidents may require pastoral support over a
long period in order to regain personal confidence.
● In addition the school needs to demonstrate its willingness and ability to address the issue
of harassment.
g) Wider Implications
● In dealing with an incident that undermines Protected Characteristics, it is important to
recognise the wider implications for the school and the local community.
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● School procedures should set out clear lines of internal communication to ensure that all
appropriate members of staff are aware of any incident.
● Formal procedures involving senior management and The Board need to be considered.

6. Monitoring and Reporting
It is essential that records are kept of incidents to enable the school to identify any patterns of
behaviour whereby individuals or groups can be shown to be regular victims or perpetrators
of any form of racial or other harassment. These incidents will be recorded on the complaints
database. The examination of these records on a regular basis will also provide the school
with a picture of the frequency and nature of incidents and give some indication as to how
effectively the school is combating such behaviour.

7. Policy Linkages
This Policy is closely linked to and should be read together with the following School
Policies:
o HR Policy Manual
o Safer Recruitment Policy
o Staff Handbook & Code of Conduct
o Employee Grievance Handling Policy
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