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Equality Statement  
 
Farlingaye High School values diversity, and is determined to ensure that everyone is 
treated fairly, with dignity and respect; where the opportunities we provide are open to all; 
and that we provide a safe, supportive and welcoming environment - for staff, students and 
visitors.  
 
Equality Impact Assessment (EIA)  
 
This policy has been assessed with regard to its impact on equalities issue, with specific 
reference to the aims of the Equality Act 2010. The equality impact assessment focused on 
race, gender, disability, pregnancy and maternity, age, sexual orientation, gender identity 
and religion/belief.  
 
EIA outcomes  
 
• No areas of potential negative impact were found and actions resulting in positive impact 
are in place where appropriate.  

 



 

 

Principles 
 
1. To attract good applicants to posts; 
2. To appoint the best staff for the post; 
3. To follow safeguarding procedures in all appointments; 
4. To ensure equality of opportunity and maintain fairness in all appointment 

processes. 
 
Processes 
 
1. All new or replacement posts will be advertised externally, except when it is 

necessary to recruit from existing staff.  In making this decision we bear in mind the 
costs of advertising. 

2. Advertisements must set out the nature of the post and the salary available.  They 
must appear publicly, at least on our website, before possible candidates are asked 
to apply.  This would not apply when recruiting NQTs from the Suffolk pool. 

3. Teaching advertisements are generally placed on our website, national and local 
newspapers and websites and Suffolk’s recruitment site.  Temporary and support 
staff posts are usually advertised locally. 

4. The school aims to provide, for all posts, top quality information about our school 
and the post.  This is regularly reviewed and updated.  It is available by post and on 
the website. 

5. Advertisements normally have a two-week closing date.  This will be less if we are 
close to a resignation date deadline. 

6. Applicants’ suitability is considered through how closely the person matches the 
specifications of the post.  All applicants are considered, regardless of age, gender, 
religion, race, disability, sexual orientation – indeed we are mostly unaware of this 
information. 

7. Two references are sought on all suitable applicants.  We explain that these will be 
sought in advance of interview and that they must be from people who know the 
applicant professionally.  Occasionally a support staff person is returning to work, in 
which case we accept references from professional people who have knowledge of 
them.  Occasionally, we receive telephone references; these are noted and, where 
possible, will be followed up by a written reference.  Some staff are already 
employed by us or are training with us and in these situations just one reference 
may be sought if they have been working at the school for more than six months.  
References are accepted on headed paper; where an email has been sent, we will 
check we can verify the sender through a phone link, the email address or asking for 
a written and posted copy. 

8. Candidates are selected for interview through matching the application to both our 
general criteria and anything specifically required for that post.  We aim to give 
applicants at least 5 days’ notice of interview, but this is not always practical.   

 
      Prior to interview, applications are read again carefully by all the interviewing  
      panel.  A summary is usually produced by the Head of Faculty or HR Support  
      Staff Officer. 
 
9. All teaching staff are required to teach a lesson or work with a group of students.  

Details of this are included in the pack we send out.  
       
      Candidates are always given time to view the school and area they’ll be working   
      in, to have a school tour and to meet the relevant staff.  This gives the school  
      time to informally ascertain their suitability for the post.  There are staff and,  



 

 

      sometimes, student interviews, activities and/or observations.  A final interview is  
      held. 
 
10.  Questions are drawn up in advance.  At least two people, usually three, interview 

for each post;  Governors are involved in higher level interviews and internal 
interviews.  Students are included in a variety of ways, eg speed dating, full student 
interview panel, students on the staff interview panel, meeting candidates, taking 
candidates to lunch and lesson observations. 

 
11. Candidates are informed of the outcomes that day or within 24 hours.  All posts are 

subject to references.  Feedback is offered to all candidates.  All candidates and 
applicants are written to thanking them. 

 
Safeguarding 
 
1. Details of post and the letters we write include a direct reference to our commitment 

to children’s safety and that we will be carrying out all necessary checks.  Our pack 
also contains references to professional behaviour. 

2. References are sought using Child Protection awareness strategies, as outlined in 
Point 7 in the previous section. 

3. All sets of questions include some recommended by the Bichard report guidelines. 
4. The Headteacher and Chair of Governors both undertook Bichard training and the 

Headteacher then trained other SLT and Heads of Faculty/Heads of Department.  
Newly appointed and existing relevant staff are taking up training now that the 
Bichard Training has been opened up to all staff. 

5. Application forms require all information recommended by Suffolk’s document, “The 
Implementation of the Key Safeguarding Employment Standards.” 

6. Evidence of identify is now brought to interview.  CRB checks are instigated as soon 
as we receive the appointed person’s documents – usually within one week. 

7. All referees are asked about any known concerns, disciplinary offences and the 
applicant’s suitability to work with students. 

8. All new staff are monitored during their induction period in terms of safeguarding 
with immediate follow up action taken by the Headteacher if there are concerns. 
 
 

Equality of Opportunity 
 
We use the Suffolk application form to ensure there is no discrimination through the 
application process.  All candidates are selected against criteria regardless of any 
information we have on age, race, religion, gender, or sexuality. On the interview day, 
all candidates are asked similar questions.  Again, final considerations are made 
against our criteria and regardless of age, race, religion, gender or sexuality. 
 
 


