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1. RATIONALE 

The Governers and Staff at The Hall School are committed to fostering an environment for the 

pupils which provides equality of opportunity and freedom from discrimination. We are 

committed to overcoming discriminatory attitudes with an approach which seeks to raise 

consciousness and develop positive attitudes. 

 

2. AIMS AND EXPECTATIONS 

 

• At The Hall, we do not discriminate against anyone, be they staff or pupil, on the grounds 

of their sex, race, disability, religion or belief, sexual orientation, gender 

reassignment, pregnancy or maternity. These are what are known as the protected 

characteristics.  

• We promote the principles of fairness and justice for all through the education that we 

provide in our school. 

• We promote the principles of fairness and justice for all through the education we provide 

and ensure that all pupils have equal access to the full range of educational opportunities 

provided by the school. 

• We constantly strive to remove any forms of indirect discrimination that may form barriers 

to learning. 

• We ensure that all recruitment, employment, promotion and training systems are fair to all, 

and provide opportunities for everyone to achieve. 

• We challenge stereotyping and prejudice whenever it occurs. 

• We celebrate the cultural diversity of our community and show respect for all minority 

groups. 

• We are aware that prejudice and stereotyping can be caused by low self-image and 

ignorance. Through positive educational experiences and support for each individual’s point 

of view, we aim to promote positive social attitudes and respect for all. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



3. ANTI-RACISM 

a) Why do we need an explicit anti-racist approach? 

• Race and racism are not well understood – ‘race’ is a social construct, but race is mistakenly 

and widely used to denote difference. 

• Racism is very real and yet often we deny it affects us, our behaviours or our school/ college 

– whereas it affects every single student. 

• The majority of the people around the globe are not white and yet ideas about white 

superiority are still deeply influential and prevalent. 

• Black teachers and staff face a range of discriminations, including in recruitment, career and 

pay progression rates and also in relation to issues such as appraisal and job evaluations. 

• There is a growing ‘blame the foreigners’ narrative for strains on schools and colleges, (and 

the NHS and all public services), which if unchecked will lead to increasing racism. 

b) Why do we need an anti-racist approach within education? 

• Schools can change pupils’ lives which is why it is important that all schools have an 

inclusive and supportive approach. 

• We face a growth in intolerance and racism, despite anti-racist legislation and agreements 

such as the International Declaration of Human Rights, all around the world and within the 

UK. 

• Young people’s ideas about race must be explored and discussed within educational 

contexts – if not within education, where? 

• Education is a crucial place where we can challenge the ‘normalisation’ of many forms of 

racism, including Islamophobia and Anti-Semitism. 

• Training and other interventions will not be effective unless there is a culture of open 

discussions about race and racism, where staff and young people are acknowledged as key to 

developing solutions. 

The Hall School aims to promote race equality and to actively tackle racial discrimination within 

all areas of school life: 

• to challenge racial discrimination, racist behaviour, racist language or harassment, prejudice 

and stereotyping, however thoughtless or unintentional; 

• to make sure that all students and staff are encouraged and supported to achieve their full 

potential; 

• to provide an environment which respects and values diversity and shows consideration for 

the traditions, cultures and religious practices of people from different racial groups and 

different geographical regions; 

• to prevent direct and indirect, overt and covert discrimination on grounds of race or 

geographical origin; 

• to assist in the identification of possible barriers to equality of opportunity for students and 

staff and to ensure that these barriers are addressed where possible; 

• to ensure all pupils understand that ‘Black Lives Matter’. 

 

 



4. DEFINITION OF RACISM 

Racism is a form of bullying. It can be both (a) institutional and (b) personal, overt or subtle, 

intentional or unintentional. 

a. Institutional racism  

• The Stephen Lawrence Inquiry Report defined this as: ‘The collective failure of an 

organisation to provide an appropriate and professional service to people because of their 

colour, culture or ethnic origin. It can be seen or detected in processes, attitudes and 

behaviour which amount to discrimination through unwitting prejudice, ignorance, 

thoughtlessness and racist stereotyping which disadvantage minority ethnic people.’ 

• When a child is subject to racist bullying or harassment, their behaviour and attainment are 

likely to be affected; if the behaviour is treated in isolation without taking into consideration 

the issues and effects of racism, this can be described as institutional racism. The racist 

element must be explicitly recognised and dealt with. 

• This type of racism is also covert and indirect and therefore can be difficult to identify and 

address. It is often evident in the assumptions, beliefs and values that affect people’s 

instinctive responses. It can be demonstrated subconsciously in subtle ways and the School 

recognises the need to consciously challenge such attitudes. 

 

b. Personal racism 

This is often direct and identifiable and can be manifested through harassment and offensive 

behaviour in the following ways: 

• Physical assault against a person or group due to their colour, ethnicity, geographical origin 

or culture;  

• Derogatory name calling, insults, ridiculing and racist jokes; 

• Racist graffiti; 

• Provocative behaviour such as wearing racists badges or insignia; 

• Verbal abuse and threats; 

• Incitement of others to behave in a racist way; 

• Racist comments within the context of lessons. 

It is the right of all pupils to receive the best education the school can provide, with access to all 

educational activities organised by the school. Furthermore, we provide materials for staff, such 

as the Show Racism the Red Card training, which they will complete as part of their induction, to 

empower them to deal with incidents. We do not tolerate any forms of racism or racist 

behaviour. Should a racist incident occur, we will act immediately to prevent any repetition of the 

incident. Guidelines to follow this are set out below in the Tackling Discrimination section. 

 

 

 

 

 

 



5. ANTISEMITISM & ISLAMOPHOBIA 

The following information should be used in conjunction with sections 3 and 4 above 

concerning racism. It comes from Farrer & Co. 

Despite the increasing awareness in society of the need to identify and counter racism and 

religious intolerance, Antisemitism and Islamophobia remain pervasive in British society and 

have been steadily rising.  

Schools of course bring together staff and pupils of many diverse faiths and races and are 

responsible for ensuring that they create a safe workplace and place of learning.  

Unfortunately, schoolchildren have not been spared the increase in Antisemitic violence. 

• CST Antisemitic Incidents Report January – June 2021 noted a 491 per cent increase of 

Antisemitic incidents towards Jewish schoolchildren at both faith-based and secular schools 

following the outbreak of conflict in Israel. For example, in May a group of boys in Jewish 

school uniform were waiting for the bus. They were harassed and assaulted by three other 

boys on the bus. 

• A survey from 2020 reported that 44 per cent of British Jews do not display visible signs of 

their faith in public - the highest figure recorded since 2016 and for the third year in a row, 

25 per cent have considered leaving the UK in the past two years. 

Similarly, Islamophobia is unfortunately common in the UK: 

• For the year ending March 2020, Home Office data shows that half of all recorded religious 

hate crime offences were targeted against people of the Muslim faith. 

• In the employment context, research from 2017 found that young people of the Muslim 

faith are being “held back from reaching their full potential at every stage of their lives”. For 

example, the report noted that teachers often had low expectations of Muslim children. 

There was little encouragement and guidance for Muslim children. There is a low prevalence 

of Muslim teachers in schools for young people to look up to. 

• The Islamophobic response unit noted it is common for them to receive complaints of 

schools not providing adequate prayer spaces and insufficient exceptions for uniform 

policies. 

Terminology 

Antisemitism 

Broadly speaking, Antisemitism can be described as hostility to, or prejudice against, Jewish 

people. As it stands, there is no legally binding definition of Antisemitism in the UK. In 2016, 

the British government (along with many other countries) adopted the International Holocaust 

Remembrance Alliance (IHRA) working definition of Antisemitism: 

“Antisemitism is a certain perception of Jews, which may be expressed as hatred toward Jews. 

Rhetorical and physical manifestations of Antisemitism are directed toward Jewish or non-Jewish 

individuals and / or their property, toward Jewish community institutions and religious 

facilities.” 

The IHRA gives illustrative examples of Antisemitism, which include: 

• making dehumanising, demonising or stereotypical allegations about Jews. 

https://antisemitism.org/wp-content/uploads/2021/03/Antisemitism-Barometer-2020-3.pdf
https://www.gov.uk/government/statistics/hate-crime-england-and-wales-2019-to-2020/hate-crime-england-and-wales-2019-to-2020
https://www.gov.uk/government/news/young-muslims-in-the-uk-face-enormous-social-mobility-barriers
https://www.lexico.com/definition/anti-semitism
https://www.holocaustremembrance.com/resources/working-definitions-charters/working-definition-antisemitism
https://www.holocaustremembrance.com/resources/working-definitions-charters/working-definition-antisemitism


• denying the fact, scope, mechanisms or intentionality of the Holocaust. 

• denying Jewish people their right to self-determination 

• holding Jews collectively responsible for actions of the state of Israel. 

The parameters of the IHRA definition have been the subject of controversy – the resistance 

within the Labour Party to adopting this definition may be recalled. The definition is seen by 

some to define criticisms of Israel’s policies and practices as Antisemitic, thereby impinging on 

freedom of expression. 

In response, the UK Government has cited the caveat in the definition, that “the criticism of 

Israel similar to that levelled against any other country can’t be regarded as Antisemitic”, as being 

sufficient to ensure that freedom of speech is preserved. 

Islamophobia 

Islamophobia is broadly understood to mean the fear of, hatred of, or prejudice against the 

religion of Islam or people of the Muslim faith in general. As it stands, there is no legally binding 

definition of Islamophobia. While not universally accepted, the All Party Parliamentary Group 

(APPG) on British Muslims’ working definition of Islamophobia is: 

“Islamophobia is rooted in racism and is a type of racism that targets expressions of Muslimness 

or perceived Muslimness.” 

The APPG gave contemporary examples of Islamophobia, including: 

• “Calling for, aiding, instigating or justifying the killing or harming of Muslims in the name of 

a racist / fascist ideology, or an extremist view of religion”. 

• Making “dehumanizing, demonizing, or stereotypical allegations about Muslims as such, or 

of Muslims as a collective group” including “the myth of Muslim identity having a unique 

propensity for terrorism, and claims of a demographic ‘threat’ posed by Muslims or of a 

‘Muslim takeover’”. 

• “Accusing Muslims as a group of being responsible for real or imagined wrongdoing 

committed by a single Muslim person or group of Muslim individuals, or even for acts 

committed by non-Muslims”. 

The UK Government rejected the APPG definition in 2019 on that basis that it raised “practical 

and legal challenges” and was “not in line with the definition [of racism] enshrined in the 

Equality Act 2010”. It announced that it would appoint two expert advisers to establish a new 

working definition of Islamophobia. 

In the meantime, the APPG definition has been adopted by city councils, various political parties 

include Labour, the Liberal Democrats, Plaid Cymru and the Scottish National Party, and has 

been endorsed by 750 British Muslim organisations, 80 academics and 50 MPs. The Muslim 

Council of Britain (MCB), the UK’s largest umbrella body for people of the Muslim faith, has 

endorsed the APPG definition. In a report published in March this year, the MCB stated the 

APPG definition reflects how discrimination is experienced by members of the community in 

practice. 

At the Hall, should an antisemitic or Islamophobic incident occur, we will act immediately to 

prevent any repetition of the incident. Guidelines to follow this are set out below in the 

Tackling Discrimination section. 

https://static1.squarespace.com/static/599c3d2febbd1a90cffdd8a9/t/5bfd1ea3352f531a6170ceee/1543315109493/Islamophobia+Defined.pdf
https://static1.squarespace.com/static/599c3d2febbd1a90cffdd8a9/t/5bfd1ea3352f531a6170ceee/1543315109493/Islamophobia+Defined.pdf
https://static1.squarespace.com/static/599c3d2febbd1a90cffdd8a9/t/5bfd1ea3352f531a6170ceee/1543315109493/Islamophobia+Defined.pdf
https://www.gov.uk/government/news/new-process-set-out-to-establish-a-working-definition-of-islamophobia
https://www.gov.uk/government/news/new-process-set-out-to-establish-a-working-definition-of-islamophobia
https://www.theguardian.com/politics/2019/mar/20/labour-formally-adopts-definition-islamophobia
https://mcb.org.uk/wp-content/uploads/2021/03/FULL-SPREAD-IslamophobiaReport_020321_compressed.pdf
https://mcb.org.uk/wp-content/uploads/2021/03/FULL-SPREAD-IslamophobiaReport_020321_compressed.pdf


6. GENDER EQUALITY 

At The Hall, we are committed to ensuring equal treatment of all our employed, pupils and 

visitors, regardless of gender or sexual orientation, and fostering an environment where everyone 

feels safe. 

a) Gender Stereotypes 

A gender stereotype is a widely held belief or generalisation about the behaviours, characteristics 

and roles performed by women and men. Female stereotypical roles include being emotional, 

caring and in need of protection. Male stereotypical roles include being rational, career driven 

and strong. These assumptions can be negative (eg women are irrational, men are insensitive) or 

seemingly benign (eg women are nurturing, men are leaders). However, all stereotyping can be 

limiting. 

b) Where do gender stereotypes come from? 

Gender stereotypes originate from local culture and traditions. Children learn what constitutes 

female and male behaviour from their family and friends, the media, and institutions including 

schools and religious bodies. The prevalence of gender stereotypes in our culture can have an 

adverse effect on both girls and boys, who are constantly bombarded with messages about how 

they should look, behave and play according to their gender. These socially accepted and often 

unconscious ideas start to form in infancy 

Gender stereotypes can have a negative impact on both boys and girls. 

c) What is the difference between sex and gender? 

Sex and gender are different concepts. Sex is determined at birth, is based on physiological 

differences, and is usually fixed: a person is born as a man, woman or intersex. Gender refers to 

sets of learned behaviours. These are socially defined characteristics and expectations attributed 

to being male or female. Gender is fluid and can change. The challenge comes if we confuse sex 

and gender and start to view gender as innate. Gender is not fixed and should not prevent girls 

or boys from participating in an activity or making a life choice. In reality, there are very few 

activities or choices that are not open to both boys and girls. 

d) The Gender Spectrum 

Girls, women, boys and men can have both female and male characteristics. Gender is not binary 

and is more complex than being simply female or male. It can instead be viewed as a spectrum, 

with people identifying at various points along it, or at multiple points at the same time (non-

binary gender). Some people feel they do not fit within the spectrum at all (agender). 

e) What is unconscious bias? 

We can minimise the harmful effects of gender imbalance and gender stereotyping by 

understanding unconscious bias. Unconscious bias refers to a bias that we are unaware of, which 

happens outside of our control. Our assumptions are influenced by our background, personal 

experiences, social stereotypes and cultural context. 

Unconscious bias arises because our brains have to process vast amounts of information every 

second. In order to avoid being overwhelmed, our brains have to make assumptions based on 

previous experience and find patterns to enable fast decisions. These assumptions however tend 



to be based on simple characterisation of people such as their age, race or gender. They are 

communicated through micro-messages such as body language and choice of words. They are 

more likely to manifest when we are stressed or tired, and can be problematic if they affect our 

beliefs and treatment of others. 

Everyone has unconscious biases. These biases do not necessarily make a person ageist, sexist or 

racist. An individual can be unconsciously influenced by a stereotype even if they do not 

rationally subscribe to the limitations implied by the stereotype. 

f) Unconscious bias in the classroom 

In the classroom, unconscious bias can manifest itself in teacher-learner interactions. For 

example, girls are more likely to be praised for being well-behaved while boys are more likely to 

be praised for their ideas and understanding. A disruptive girl may encounter more criticism than 

a boy who exhibits similar behavior, while quiet boys are often overlooked in classrooms. These 

expectations can be harmful to both groups. Girls may learn to be compliant and not take risks, 

while boys may opt out of education if understanding does not come readily. 

g) What is stereotype threat? 

Stereotype threat occurs in situations in which people are or feel themselves to be at risk of 

conforming to a stereotype about their social group. It has been shown to affect performance in 

a wide range of tasks, both mental and physical. For example, one study showed that in sporting 

activities, African American athletes did worse than their white counterparts when they were led 

to believe that they were being tested for strategic intelligence, but performed better than them 

when they were told they were being tested for natural ability. 

There seems to be just one prerequisite for stereotype threat to exert an influence - the person 

must care about their performance in the task. An individual does not have to believe in the 

stereotype to be vulnerable to it. They just have to be aware of the stereotypes held by others. In 

education, stereotype threat has been linked to academic performance. 

For example, girls who are aware of the stereotype that boys are better at mathematics perform 

worse on tests if they are asked to state their gender prior to the test. 

 

 

 

 

 

 

 

 

 

 

 



h) Tackling common misconceptions 

 

At the Hall, should a sexist incident occur, we will act immediately to prevent any repetition of 

the incident. Guidelines to follow this are set out below in the Tackling Discrimination 

section. 

 

 

 

 

 

 

 

 

 

 

 

 



7. ANTI-HOMOPHOBIA, BIPHOBIA AND TRANSPHOBIA 

As stated above, at The Hall, we are committed to ensuring equal treatment of all our employed, 

pupils and visitors, regardless of gender or sexual orientation, and fostering an environment 

where everyone feels safe. 

a) So what is homophobic, biphobic and transphobic bullying? 

Homophobic, biphobic and transphobic bullying is when a young person's actual or perceived 

sexual orientation/ transgender identity is used to exclude, threaten, hurt, or humiliate them. 

This type of bullying relates to an element of a person's identity, targeting their ‘inner being’ and 

is therefore an example of ‘prejudice-based bullying’. 

Some children and young people experience bullying because others think that they are LGBT, 

because they have LGBT family or friends or because they are seen as different or do not 

conform to traditional gender stereotypes (not viewed as a ‘stereotypical boy’ or a ‘stereotypical 

girl’). Indeed many children and young people will experience homophobic, biphobic or 

transphobic bullying whether they are LGBT or not. 

Homophobic, biphobic and transphobic bullying can include some of the following behaviours, 

but are not limited to: 

• Name calling; spreading rumours and gossip about a young person's sexual orientation 

and/or transgender identity. 

• Physical attack based on someone's perceived sexual orientation and/or transgender 

identity. It should be noted that this can also be classed as assault which may become a 

police matter. 

• Stealing from someone because of their perceived sexual orientation and/or transgender 

identity or damaging their property with homophobic, biphobic and/or transphobic graffiti. 

• Using texts or social media to threaten someone or spread rumours about their sexual 

orientation and/or transgender identity. 

• ‘Outing’ or threatening to ‘out’ someone as lesbian, gay, bisexual or transgender to their 

peers, teachers or family. 

• Harassment and/or intimidation because of their perceived sexual orientation and/or 

transgender identity. 

• Using threatening homophobic, biphobic or transphobic language or behaviour, including 

using the word ‘gay’ as an insult. 

• Not letting someone join in with group work, conversations or activities and games because 

of their perceived sexual orientation and/or transgender identity. 

• Non-verbal communication including gestures and looks. 

 

b) Biphobia and biphobic bullying 

Bisexual people can experience bullying that directly targets their bisexual identity. These can 

include, but are not limited to, being told they are secretly gay, or having assumptions made that 

they are promiscuous. While acceptance and understanding of lesbian and gay identities has 

increased in recent years, bisexual identities are still often dismissed, belittled and/or 

misunderstood. 



c) Transphobia and Transphobic bullying 

Transphobic bullying is behaviour or language that makes a child or young person feel 

unwelcome or marginalised because of their perceived or actual gender identity. This can include 

deliberately calling transgender young people the wrong pronoun or making fun of their gender 

identity or expression. 

Not all transphobic bullying is directed at transgender young people. Comparing people to 

transgender people in a derogatory manner, for example, would be an example of transphobic 

bullying. Transgender people may also experience homophobia or biphobia with regards to the 

relationships they are in 

d) Impacts of bullying 

Experiencing homophobic, biphobic and transphobic bullying can have a negative effect on the 

health and wellbeing of young people and of those around them. It can mean that young people 

internalise the prejudice they experience, resulting in feelings of shame or limiting their ability to 

talk to others, and it can undermine their confidence. Common impacts reported by LGBT 

young people who experienced homophobic, biphobic and/or transphobic bullying are (but are 

not limited to): 

• Anxiety and stress. 

• Low self-esteem and feelings of worthlessness. 

• Self-harm behaviours. 

• Suicidal thoughts and actions. 

• Isolation from their peers. 

• Feelings of shame and anger. 

• Behavioural issues and ‘acting out’. 

• Academic underachievement and non-attendance. 

e) Impact on all students 

Any child or young person can experience homophobic, biphobic or transphobic bullying, 

whether they are LGBT or not. This can be based on the perception of sexual orientation or 

transgender identity or simply not fitting into gender stereotypes. Homophobia, biphobia and 

transphobia in school environments, when left unaddressed can also have the following impact 

on students: 

• It can make it difficult for young people to be close friends with someone of the same 

gender for fear of being labelled as LGBT. 

• It can have an impact on learners' values and attitudes and can make it difficult for them to 

appreciate the diverse range of people whom they will meet and interact with in their lives. 

• It can create feelings of shame or upset in children and young people with LGBT parents, 

carers or family members. 

 

 

 



The glossary in Appendix 1 has been produced by Stonewall. This list will help you to 

understand some of the more common terms you might come across when tackling 

homophobic, biphobic and transphobic bullying and offering support to lesbian, gay, bisexual 

and trans (LGBT) young people. 

There are a wide range of terms that people may use to describe their sexual orientation or 

gender identity. The best way to get this right is to give people the opportunity to say how they 

would describe themselves, rather than making your own assumptions. For more information, 

see Stonewall’s guidance for teachers on supporting LGBT young people. 

Should a homophobic, biphobic or transphobic incident occur, we will act immediately to 

prevent any repetition of the incident. Guidelines to follow this are set out below in the 

Tackling Discrimination section. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



8. TACKLING DISCRIMINATION & FRAMEWORK FOR DEALING WITH 

INCIDENTS. 

Bullying and harassment on account of race, gender, disability or sexual orientation are 

unacceptable and are not tolerated within the school environment. It is essential that the school 

is proactive, as well as a reactive, in its approach to tackling discrimination. For example, through 

staff training and the curriculum. Therefore, as well as provide the students with an environment 

that is free from discrimination, The Hall also aims to establish a culture for staff where they feel 

supported and empowered to tackle discrimination.  

See Appendix 2 for details of Framework for dealing with an incident. This can also be found as 

a separate policy “Framework for dealing with a discriminatory incident”, which can be 

found on the website. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



9. EQUALITY AND THE LAW. 

 

• The Equality Act 2010 has replaced all existing equality legislation such as the Race 

Relations Act, Disability Discrimination Act and Sex Discrimination Act. It also provides 

some changes that schools need to be aware of.  

• The Equality Act 2010 provides a single, consolidated source of discrimination law, covering 

all the types of discrimination that are unlawful. It simplifies the law by removing anomalies 

and inconsistencies that had developed over time in the existing legislation, and it extends 

the protection from discrimination in certain areas. 

• As far as schools are concerned, for the most part, the effect of the new law is the same as it 

has been in the past – meaning that schools cannot unlawfully discriminate against pupils 

because of sex, race, disability, religion or belief, sexual orientation, gender 

reassignment, pregnancy or maternity. However, schools that are already complying with the 

law should not find major differences in what they need to do. The exceptions to the 

discrimination provisions for schools that existed under previous legislation such as the 

content of the curriculum, collective worship and admissions to single sex schools and 

schools of a religious character, are all replicated in the new act. However, there are some 

changes that will have an impact on schools as follows: it is now unlawful for employers to 

ask health-related questions of applicants before job offer, unless the questions are 

specifically related to an intrinsic function of the work. This means that schools should no 

longer, as a matter of course, require job applicants to complete a generic health 

questionnaire as part of the application procedure. Schools are advised to review their 

existing practices to ensure they are complying with both the Health Standards Regulations 

and Section 60 of the Equality Act. 

• The Single Equality Act reflects the Government’s commitment, ‘to narrowing gaps, and to 

tackling the barriers to equal opportunities and social mobility which hold individuals back, 

and bring heavy social and economic costs. Equality is central to building a strong economy 

and fairer society. It underpins the Coalition’s guiding principles of freedom, fairness and 

responsibility’. 

• The Government believes that they need to reform education to tackle educational 

inequality, which has widened in recent years. They believe, ‘that too many children are held 

back by disadvantage and discrimination. We want to build a fair society where social 

mobility is unlocked; where everyone, regardless of background, has the chance to succeed. 

We welcome the fact that the Equality Act gives us all an opportunity to do this in a more 

streamlined and effective way’. 

 

 

 

 

 

 

 



Appendix 1 

GENDER EQUALITY, ANTI-HOMOPHOBIA, BIPHOBIA & TRANSPHOBIA 

Glossary of Terms 

Sexual orientation a person’s emotional, romantic and/or sexual attraction to another person 

Gender identity a person’s internal sense of their own gender, whether male, female, or something 

else (see nonbinary below) 

Sex assigned to a person on the basis of primary sex characteristics (genitalia) and reproductive 

functions. Sometimes the terms ‘sex’ and ‘gender’ are interchanged to mean ‘male’ or ‘female’ 

Lesbian refers to a woman who has an emotional, romantic and/or sexual orientation towards 

women 

Gay refers to a man who has an emotional, romantic and/or sexual orientation towards men. Also a 

generic term for lesbian and gay sexuality – some women define themselves as gay rather than lesbian 

Homosexual this might be considered a more medical term used to describe someone who has an 

emotional romantic and/or sexual orientation towards someone of the same gender. The term ‘gay’ is 

now more generally used 

Bisexual refers to a person who has an emotional, romantic and/or sexual orientation towards more 

than one gender 

Trans an umbrella term to describe people whose gender is not the same as, or does not sit 

comfortably with, the sex they were assigned at birth. Trans people may describe themselves using 

one or more of a wide variety of terms, including (but not limited to) transgender, cross dresser, non-

binary, gender queer 

LGBT the acronym for lesbian, gay, bisexual and trans 

Questioning the process of exploring your own sexual orientation and/or gender identity 

Queer in the past a derogatory term for LGBT individuals. The term has now been reclaimed by 

LGBT young people in particular who don’t identify with traditional categories around gender identity 

and sexual orientation, but is still viewed to be derogatory by some 

A cisgender person someone whose gender identity is the same as the sex they were assigned at 

birth. Non-trans is also used by some people 

Non-binary an umbrella term for a person who does not identify as male or female 

Gender variant someone who does not conform to the gender roles and behaviours assigned to 

them at birth. This is usually used in relation to children or young people 

Intersex a term used to describe a person who may have the biological attributes of both sexes or 

whose biological attributes do not fit with societal assumptions about what constitutes male or female. 

Intersex people can identify as male, female or non-binary. 

 

 



It is important to remember that 

• the terms people use to describe themselves may change over time 

• sexual orientation and gender identity are not the same thing 

• not everyone thinks of themselves as ‘male’ or ‘female’ 

• not everyone identifies with the sex that they were assigned at birth 

Transgender man a term used to describe someone who is assigned female at birth but identifies 

and lives as a man. This may be shortened to trans man, or FTM, an abbreviation for female-to-male 

Transgender woman a term used to describe someone who is assigned male at birth but identifies 

and lives as a woman. This may be shortened to trans woman, or MTF, an abbreviation for male-to-

female 

A transsexual person this was used in the past as a more medical term (similarly to homosexual) to 

refer to someone who transitioned to live in the ‘opposite’ gender to the one assigned at birth. This 

term is still used by some although many people prefer the term trans or transgender 

Gender dysphoria used to describe when a person experiences discomfort or distress because there 

is a mismatch between their sex assigned at birth and their gender identity. This is also the clinical 

diagnosis for someone who doesn’t feel comfortable with the gender they were assigned at birth 

Pronoun words we use to refer to people’s gender in conversation – for example, ‘he’ or ‘she’. Some 

people may prefer others to refer to them in gender neutral language and use pronouns such as they / 

their and ze / zir 

Transitioning the steps a trans person may take to live in the gender they identify as. Each person’s 

transition will involve different things. For some this involves medical intervention, such as hormone 

therapy and surgeries, but not all trans people want or are able to have this. Transitioning also might 

involve things such as telling friends and family, dressing differently and changing official documents 

Gender reassignment is another way of describing a person’s transition. To undergo gender 

reassignment usually means to undergo some sort of medical intervention, but it can also mean 

changing names, pronouns, dressing differently and living in their self-identified gender. Gender 

reassignment is a characteristic that is protected in the Equality Act 2010 

Coming out when a person first tells someone/others about their identity as lesbian, gay, bisexual or 

trans 

Outed when a lesbian, gay, bisexual or trans person’s sexual orientation or gender identity is disclosed 

to someone else without their consent 

Homophobia the fear or dislike of someone who identifies as lesbian or gay 

Biphobia the fear or dislike of someone who identifies as bisexual 

Transphobia the fear or dislike of someone who identifies as trans 

Gender stereotypes the ways that we expect people to behave in society according to their 

gender, or what is commonly accepted as ‘normal’ for someone of that gender 

 

 



Appendix 2 

Framework for dealing with a discriminatory incident at The Hall School 

This framework should serve as a guide as to the steps to follow when dealing with a 

discriminatory incident at The Hall.  

This is an incident based on the following protected characteristics: sex, race, disability, religion 

or belief, sexual orientation, gender reassignment, pregnancy or maternity. 

This framework should be followed, even if there has not been a specific victim of the 

perpetrator’s discriminatory actions. 

Fundamentally, the steps you must follow are on the basis of: 

React. Report. Respond. Record. 

 

React: Acknowledge the incident immediately. Do not ignore. 

• If there is a victim, ensure they are offered support and space if requested 

• Treat the issue seriously 

• Respond calmly to the perpetrator and explain why the comment was not acceptable 

• Reinforce the school’s position and rules on discrimination (see policy for reference) 

• Make sure that any witnesses know that the behaviour will not be tolerated 

 

Report: Tell the victim and perpetrator’s Form Teacher(s) and Head of Year/Head of 

School what happened 

• As soon as possible, write a record of what happened 

• Speak to the victim and perpetrator’s Form Tutor and Head of Year 

• Send the written report to the victim and perpetrator’s Form Tutor, Head of Year and 

Head of School 

 

Respond: The Form Teacher(s) and Head of Year/Head of School must speak to those 

pupils involved as soon as possible 

The victim/perpetrator’s Form Teacher and Head of Year will interview the victim and any 

witnesses, to ensure the facts are established. The Form Teacher and Head of Year (and Head of 

School if required) will ensure the victim is offered support. They will then interview the 

perpetrator. 

 

Once the facts are established, the key aims of the meeting are the following: 

• To understand why the perpetrator discriminated against the victim 

• To ensure the perpetrator understands why what he said was wrong 

• Reinforce the school’s position and rules on discrimination (see policy for reference) 



• To explain to the perpetrator that the school will take time to consider what course of 

action will be taken, but that it will largely centre around ‘re-education’ 

• To explain that both the perpetrator and victim’s parents will be informed of the incident 

The Form Teacher and/or Head of Year/School will communicate with both sets of parents to 

explain what has happened. 

The Form Teacher/Head of Year/School should decide on an appropriate punishment, if 

required, and devise suitable re-education activities for the perpetrator to complete.  

 

Record: The details of happened must be recorded on CPOMS 

• The victim/perpetrator’s Form Teacher/Head of Year needs to write a record of 

everything that has occurred – from the incident, right the way through to the 

punishment, on CPOMS. 

• They need to mark it as a discriminatory incident, and assign it to both the victim and 

perpetrator 

 

 

 

 

 

 

 

 

 

 

 

 


