A ‘how to…’ toolkit guide to promoting Gender
Equality effectively
For schools in Bristol
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“Primary schools are no utopia of skipping rope and gender blind
comradery. Instead girls are already learning to worry about their looks
– and boys are learning male privilege.”
Primary teacher in Gender in the Playground – www.thefword.org.uk
“Things are happening in schools that would never be allowed to
happen in the workplace…Yet schools are public institutions and kids
don’t have any choice about whether they are there or not.”
Maria Baños Smith from Womankind Worldwide quoted in Guardian 30/11/07
“Too often, casual sexism can permeate the culture of any organization
so that both girls and boys can learn young that sexism, and
discrimination on the grounds of sex, may not be met with the vigorous
challenge with which other forms of discrimination are met.”
Helen Mott, in Reporting and Dealing with Sexist Incidents and Sexual
Harassment in Bristol Schools, 2009
“What we learn in schools contributes to how we construct ourselves as
adults…Schools have an important role to play in helping us learn about
roles and relationships in connection with gender…Schools may not be
able to change the world but they can challenge, encourage and widen
horizons.”
Kate Myers in Myers and Taylor, 1997
“Whilst many schools have taken positive steps to address gender
inequality, many barriers that prevent pupils from achieving and making
the most of their opportunities remain…the entire school population will
benefit by taking well-planned action on gender equality. This should act
as a catalyst towards a society where we all can make the best of our life
chances.”
Equal Opportunities Commission (EOC), 2007
“An effective Gender Equality Scheme in school can offer children
important opportunities to reject damaging gender roles for the rest of
their lives”.
Katy Ladbrook, Bristol Feminist Network, 2010
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In 2006 the Equality Act required that all public bodies, including schools,
should have a Gender Equality Scheme from the end of April 2007. This
would lay out how the public body would meet its duty to promote gender
equality.
In September 2008, a Freedom of Information (FOI) request was made by
Bristol Fawcett to all schools in Bristol to establish how many were complying
with the duty. Bristol Fawcett only received copies of GES’s in place from 7
primary schools and none from secondary schools.
From the response it was clear that many schools in Bristol were unaware of
some of their legal obligations or were experiencing difficulties in
implementing the requirements of the Duty. In light of this, Children and
Young People’s Services (CYPS) commissioned this toolkit to support schools
to be able to meet the Duty. The legal context has changed slightly, but the
duty to promote gender equality remains. This toolkit was updated in
February 2011.
Equality Act 2010
The Equality Act 2010 provides a single, consolidated simplified source of
discrimination law and extends protection from discrimination in some areas
(relevant to gender).
Equality Duties
The three existing general and specific equality duties on schools (race,
disability and gender) to eliminate discrimination and advance equality of
opportunity are combined into a single, more outcome-focused duty extending
to all of the “protected characteristics” from April 2011.
The duty to promote gender equality is now part of a wider duty.
It will be unlawful to treat people less favourably because of their
sex,
race,
disability,
religion or belief,
sexual orientation,
gender reassignment,
pregnancy or maternity.
The new Act thus extends protection against discrimination on grounds of
pregnancy or maternity to pupils, so it will be unlawful for a school to treat a
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pupil unfavourably because she is pregnant or a new mother. It also gives
protection to pupils or staff engaged in gender reassignment.
There are exceptions: single sex schools are still able to refuse to admit pupils
of the opposite sex and single sex sport remains permissible where the
physical strength, stamina or physique of the average woman (or girl) would
put her at a disadvantage in competition with the average man (or boy) of a
similar age - although equal opportunity to participate in comparable sporting
activities must be provided. Single sex teaching groups are permitted where
this does not advantage one group over another.
The content of the curriculum is excluded; however the way in which the
curriculum is delivered is explicitly included.
This combined equality duty comes into effect in April 2011 and has three
main elements. In carrying out their functions, public bodies will be required to
have due regard to the need to:
!

Eliminate conduct that is prohibited by the Act,

!

Advance equality of opportunity between people who share a protected
characteristic and people who do not share it,

!

Foster good relations across all characteristics - between people who
share a protected characteristic and people who do not share it.

There are specific legal requirements for how public bodies need to
demonstrate that they are complying with the combined duty.
Demonstrating promotion of gender equality
Until April 6th 2011, schools still need to produce a Gender Equality Scheme
and this is still legally enforceable. From December 2011 (five months later
than for other public authorities) the duty to publish information on equality
(including gender equality) is also enforceable by law. This excludes
employment related information for public bodies with fewer than 150
employees. Equality objectives must be published by all schools, by April
2012.
Bristol City Council considers that, as public bodies required to advance equal
opportunity, schools still should demonstrate that they are doing so on the
grounds of gender, as they did in their Gender Equality Schemes produced
before April 2011.
Thus this tool kit shows you how to produce a Gender Equality Strategy
(GES). We have adopted use of the term “Strategy” to replace the term
“Scheme” in this toolkit to reflect the minor change in legislation.
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Aims of the toolkit
•
•

To help you produce and implement a good quality GES that will
lead to year on year improvements in gender equality in your school.
To re-energize a commitment to tackling gender inequalities for girls
and boys, men and women in your school

Why should schools have a GES?
1. It can help make your school a fairer place
“We found the process of developing our Gender Equality Scheme was really helpful
both for identifying problem areas, and for thinking more widely about the ways that
we consult with and engage parents and carers at our school… now the scheme is in
place it's a really useful tool for us to monitor what we are doing and what we could
do better. It's given us a head start, too, in terms of integrating gender equality and
specifically awareness about violence against women and girls into our PSHE
curriculum in advance of the new requirements”.
Hotwells Primary School Diversity and Inclusion Group

Schools – a place of gender equality for staff?

•
•
•

1 in 4 primary schools have no male teachers. (Independent, 25th September,
2009).
4 x as many male teachers reach the leadership scale within 4 years as female
teachers. (Leonard and Migniuolo in Myers and Taylor, 2007).
Women apply for headship and deputy headship posts at a later age than men
(MacBeath and Myers in Myers and Taylor, 2007).

Having an effective GES helps your school think proactively and in a
coordinated way about gender rather than waiting for a pupil, parent or
member of staff to say that something is wrong. If used well it can help reduce
gender stereotyping and discrimination both in schools and in the wider
society as well. The benefits of a robust approach to gender equality impacts
on 100% of the school community – not a bad reason to get started!
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2. You need to do it to comply with the law
The original GED stipulated that public bodies, including schools, should have
a GES in place by 30th April 2007. The scheme must be reviewed every 3
years and reported on annually. By not having a GES schools laid themselves
open to enforcement action by the EHRC.
Now that the law has changed, there is a legally enforceable requirement to
engage, publish information (December 2011) and set objectives by April
2012 on gender equality as in other areas.
What information to publish and which objectives to set will be determined by
your Gender Equality Strategy, which can stand alone or be a part of an
Integrated Equality Scheme or Strategy.

3. Ofsted will be judging your school on how it is working
towards gender equality.
“The equality and diversity grade will contribute to and may limit the grade for
overall effectiveness”– Ofsted Inspects, 2009.
“We have a legal responsibility to promote equality and eliminate
discrimination”

4. It can help your school deliver on its core work
Whether we look at Every Child Matters, the National Healthy School
Programme, raising attainment or eradicating bullying and violence in schools
- gender is a significant factor. Having a strategic and mainstreamed
approach to gender (through using a GES) can impact positively on many key
areas of school life. (EOC, 2007)
Every Child Matters and gender
1. Being healthy – encouraging and enabling girls as well as boys to
engage in sport and exercise.
2. Staying safe – bullying by girls and boys takes different forms, with girls
experiencing more sexual bullying and boys more homophobic bullying.
3. Enjoying and achieving – boys are still behind girls in overall
achievement, but girls’ educational achievement does not always lead
into well-paid jobs.
4. Making a positive contribution – children and young people need to
develop positive relationships and choose not to bully and discriminate.
5. Achieving economic well-being – more girls need to have access to full
information about the choices open to them.

( Whilst the new government may replace these specific outcomes it still
speaks in the same terms of its aim to ”help every child achieve more”)
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5. It can ensure you get ahead of the new government agenda
on ending Violence against Women and Girls
The Government’s strategy to end Violence Against Women and Girls
(VAWG) commits to making changes in schools to increase the support for
young people currently experiencing violence and to make schools more proactive in trying to prevent violence against women and girls. (Ofsted will
inspect this area among other gender issues). Gender equality and violence
against women will be included in the curriculum for PSHE and Sex and
Relationship Education (SRE) but schools will be expected not to limit work
only to these two subjects and to adopt a whole-school approach to gender
equality; the GES is a key tool to shape this approach. Meanwhile in Bristol a
city-wide strategy to tackle violence and abuse against women and girls is
being developed, and schools have a key role in this strategy.

6. To obtain the Bristol Inclusion Standard
If you would like to achieve the Bristol Inclusion Standard you will need to
have evidence of an effective GES in place.

GES = gender equality objectives + gender action plan
Your GES needs to be based on your specific real context and issues you
face. You are not legally covered by the Local Authority’s schemes or
strategies, you need to have your own.
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Key processes in making an effective GES a reality
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1.

Decide lead person and set deadlines

Everyone in the school needs to be aware that they are responsible (morally
and legally) for working towards gender equality in the school. A named
person or group, however, needs to lead on the GES - to put it together and to
ensure it is driven forward by the people outlined in the action plan.
It recommended that they are supported by a wider gender working group or
your inclusion group. It is also essential that there is full and active support for
this scheme at the highest level of the school management, including the
governors. If the person leading on the GES is not a senior manager then it is
essential that a senior member of the school oversees progress on this and
can push things if they slow down.
The person or group leading on the scheme must be given adequate time to
do this work. If data and information have not routinely been gathered and
impact assessments not done even more time will need to be allocated.
It is vital that your GES is built on good quality information but your scheme
should not be put off until a perfect state of data-gathering and consultation is
achieved if this means delaying writing your GES significantly. If some of
these information-gathering activities are going to take a long time you should
build these into your scheme as process objectives (see section on
objectives).

2.

Understand the issues
Sexism, a bit like smoking in public places used to be, is so ubiquitous and so
normalized, we sometimes fail to be conscious of it even as it seeps into our
organs. Or, if we are conscious of its unpleasantness, there is a resignation
that it can’t be changed, that it’s part of life. If we are to undo sexism we must
therefore give it more than a casual glance and we need to believe it can
change and work towards that change.

Humans are likely to protect themselves from unpleasant truths by finding
ways to imagine they do not exist. Do we or others do this when faced with
the existence of sexism?
“…those in charge of implementing it [GED] are not necessarily genderaware or [they] think of gender issues only in relation to dominant groups
(e.g. men/boys)…Although the under achievement of some boys is
problematic, it is also very problematic that other gender issues are put
aside (for example the under-achievement of some girls, as well as the
under-representation of women in the most prestigious segments of the
teaching profession)”. Moreau, 2007
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We cannot assume we know what is happening. Gathering good quality
information can help us see what is really happening around us. We may
have blind spots, however genuine our commitment to gender equality. We
need to gather data, consult and assess the impact of our policies and
procedures.
“Most schools did have a sex and relationships policy, although very few
made specific reference to gender based violence or issues of gender and
power in relationships.”
Bristol Fawcett annual report, 2008

We have included a checklist of areas within the school community (see
below) where there could be gender issues to investigate and to work on.
Before starting or reviewing your GES it would be useful to consider each of
these areas.
The checklist includes questions of evident fact, as well as areas where
gendered differences may not be so apparent.
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Checklist
2.1

Issues of concern for pupils

Prevalence of sexual, sexist and homophobic bullying and violence – “You don’t
grow out of sexual violence you grow into it, whereas a lot of bullying behaviors, such
as exclusion, cease as kids get older” (Nan Stein, US research Institute Wellesley
Centers for Women in Guardian 30/11/07).
Different bullying strategies used by girls and boys – Girls may be more subtle
and covert than boys are in the way they bully, and effects can last longer...
Teachers are reported to find quarrels between girls time-consuming and difficult to
resolve. Sometimes they ignore the girls’ hurtful behaviour or dismiss it as
unimportant.
Attainment and achievement - We often discuss and address boys’ recently
recorded under achievement, and do not focus on recent moves to a greater gender
equity in the context of the historic over achievement of boys.
Assessment preferences - Do girls and boys prefer different ways of being
assessed: course work versus exams? Girls tend to perform better under continuous
assessment than exams, and perform better at discursive questions rather than
multiple choice.
Subject choice – 91% of hairdressing apprentices are women; 98% of construction,
motor industry and plumbing apprentices are men. (EOC, 2007). What role does your
school have in addressing segregation by subject choice?
Quality of careers advice – Only 1 in 6 young people surveyed had received any
advice or information on work experience in non-traditional work sectors. (EOC,
2007)
Work placement opportunities – The uptake of non-gender traditional placements
by pupils was reported to be rare. However, in spite of this, challenging gender
stereotyping was not a priority. Gender issues generally appear to have fallen off the
agenda… coordinators talked about sexist workplace environments as deterring
uptake of non-traditional placements in male-dominated sectors, but there were no
attempts to challenge such employers.” (IPSE, 2004)
Mentors and buddies – Research suggests that girls tend to play a disproportionate
role as mentors and peer supporters. How is it possible to make caring acceptable to
boys?
Caring and domestic responsibilities – Do girls in your school have to do more out
of school than boys?
Gender relationships in class and outside of class and prevalence of gender
stereotyping – Are stereotypes challenged in the school environment, or are there
times and places when they are reflected?
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Sexualisation – The recent mainstreaming of ‘porn culture’, premature sexualisation
and body anxiety have negative consequences for girls’ mental health and selfesteem as well as for healthy relationships between boys and girls.
Take up of extra-curricular and optional activities – "We've been working on
enriching our curriculum and have used one afternoon a week as a time that pupils
can choose options like 'extreme PE', card games, making knots and felt work. It has
been interesting to monitor the gendered take up of these activities. It has been
reassuring to see that pupils have not gone for stereotypical options but have really
utilized the freedom to choose from a range of opportunities." (Primary teacher).

Mums and dads – Under 50% of pregnant young women attend school on a regular
basis. 40% of teenage mothers leave school with no qualifications. (The Equality Act
2010 specifically refers to a duty to consider pregnancy and maternity)
Domestic violence – Research by four universities found that over 75% of 11-12
year old boys thought it was acceptable that women get hit if they make men angry.
(EOC, 2007).
Culture and gender roles – Expectations of gender roles may culturally differ in
your school. What impact might different views of minority ethnic pupils and parents
have on how you promote gender equality? If there is a tension between “tradition”
and gender equality, it does not mean the latter should be abandoned.
Staff expectations of pupil behaviour, attainment and aspirations -“If sensitivity,
emotionality, and warmth are desirable human characteristics then they are desirable
for men as well as women… if independence, assertiveness, and serious intellectual
commitment are desirable human characteristics, then they are desirable for women
as well as men.” (Bem, 1970).
School responses to pupils with behavioural, emotional and social difficulties
(BESD) – Boys are 5 times more likely (especially middle class boys) to be labeled
as being autistic or having BESD. Girls’ difficulties may be more hidden and therefore
attract less resourcing.
Discipline and rewards systems - Are boys and girls disciplined and rewarded in
different ways?
Curriculum – Content of the curriculum is excluded from the law. But does the way
it is delivered favour one sex rather than the other?
Student satisfaction – Are girls and boys equally satisfied with school?
Choice of learning resources – What gender bias exists in electronic and hard
copy resources? E.g. do images and information show men in active responsible
leadership roles and women in a supportive role?
Selection of gifted and talented pupils – Evidence shows that when methods other
than tests are used in identification and selection, twice as many boys as girls are
likely to be identified.
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2.2

General issues for all people in the school

School environment – Is there any gender differentiation in the quality of toilets,
changing rooms, cloakrooms for pupils and adults? What is the corridor
environment, how is the school playground organised, does it give equal possibilities
for the different ways boys and girls typically like to play? Does the library give equal
numbers of books of interests to boys and girls? What are the images around
school: do they give a positive view of both women and men?
Transgender pupils, staff and parents – Has this issue been considered; how easy
would it be for anyone to transition and change gender identity? Are your
confidentiality procedures robust?
Allocation of budgets – Who gets how much of the budget? Is there a gender bias?
Level of mainstreaming thinking on gender - Do leaders in the school routinely
talk about and include a gendered perspective?
Gender information – Is this already collected? How often? Is it used in planning?

2.3

Issues for staff

Remember these include support staff, cleaners, caretakers, grounds staff as well as
teachers, including peripatetic teachers.
Recruitment, selection, ratios (of all staff including peripatetic staff), retention
and reasons for leaving – Nationally 87% of primary teachers are female, but only
75% or primary heads appointed in 2008 were women. In secondary schools they
make up 66% of full-time teachers and only 32% of heads. Does this lead to pay
inequality?
Pay gap – Do men and women teachers employed in the same role, in practice have
different take home pay because of where they are appointed on the scale or
discretionary payments? The coalition government specifically states in its Equality
Strategy: “Large public bodies to be transparent about the make-up of their
employees…For example, as part of this, we will strongly encourage them to include
information on their gender pay gap” (Equality Strategy December 2010).
Does this also impact on other staff? (A classroom assistant recently took an equal
pay case because she earned 20% less than her male comparator)
Occupational segregation – In Bristol 96% of the learning support assistants are
female. These are the lowest paid staff in Bristol’s children’s workforce (CYPS
children's workforce strategy 2006-09). Which gender predominates with pastoral
work and which with academic?
Part-time workers – Only 10% of teachers work part-time. The myth persists that
senior posts cannot be job-shared and that part-time teachers are not ‘career’
teachers. Are these attitudes limiting the career development of many teachers,
especially women?
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Performance management of staff – Is good practice in gender equality work
acknowledged in this process?
Support for pregnant staff and staff on, or recently back from,
maternity/paternity or adoption leave – Discrimination against pregnant workers
and women returning to work after maternity leave is widespread in Britain. Schools
should aim to create a positive working culture for pregnant staff… and back this up
with written guidance on managing pregnancy. What are the return to work rates like
at your school?
Access to CPD opportunities – Do part-timers have equal access? Are there
differences in what men and women take up and why?
Training – Is gender equality training offered?
Informal staff networks – Are these accessible to all? Who do these benefit and
how?
Prevalence of sexist incidents aimed at staff by pupils, colleagues and people
outside of the school – Do your staff experience this?
Response to bullying and sexist incidents in school community – Are your
policies robust and easy to use?
Grievance and disciplinary procedures – Are these easy to use in relation to sex
discrimination?
Communications about school ethos – Is gender mentioned in the schools’
Values? Is this mentioned in communication with pupils and parents?
Staff as role models – Who takes on what formal roles and what informal roles (e.g.
who is called if the DVD player will not work?)
Domestic violence – Is there recognition that this might affect people’s work
performance? Or that pupils may be impacted by this issue between their parents?

2.4

Issues for Governors

Representation - Are men and women equally represented, including on key sub
committees?
Responsible for gender - Is there a nominated person?

2.5

Issues for Parents

School to home correspondence including text and email alerts – “They
normally say mums…rarely do they say dads…they normally say give this letter to
your mum…” (Pupil comment from a Year 1 and 2 gender equality focus group at
Christ Church Primary School, Bristol).
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Settling in periods in first years of schooling – Do these prevent parents
(overwhelmingly mothers who facilitate this) from being at work?
Covering for sickness and in school holidays – Mothers are nine times as likely
as fathers to arrange not to work during school holidays (Fawcett Society, 2009).
Dropping off – Who tends to do this job? What does this mean for the school and
parents?
Parental engagement in school life (parents’ evenings, PTA, family learning
etc) – “Is it usually mothers who find information and make visits, while fathers are
brought in to support decisions?
Parent’s reactions to gender of teacher – A primary teacher on a recent gender
equality course commented, “When we told one parent that their child had a male
teacher the following year, they replied ‘Oh good – no discipline issues for them
then!’”
Perspectives of gender brought from home – "Parents' views on gender can
heavily influence their daughters and sons and this becomes apparent at
school. I've even had parents voice the opinion that their son's education is more
important than their daughter's. This attitude had a profound effect on girls' feelings
of self-worth and resulted in low self esteem." (Head teacher, secondary school).
Culture and role models – In some communities it may be harder to communicate
with mothers and female carers as there may be lower levels of fluency in English
and lower levels of literacy. Are there cultural practices such as female genital
mutilation or forced marriage which impact on your female pupils?

2.5

Other areas

Contractors and suppliers – Is there equalities compliance amongst contractors
partners and suppliers? Are they following Bristol council and the school’s values of
gender equality?
School facilities – Which community groups use (or do not use) the site?
Use of external speakers – Do you invite speakers to counterbalance any underrepresentations in staff?
External partners– Are work placement providers gender aware?
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"We have regularly dealt with cases where women teachers have had pupils
use their mobile phones to photograph their cleavage, make sexual remarks
to them, post comments of a sexually explicit nature on the internet and, on
rare occasions threaten them with sexual assault…That there is a problem is
undeniable. Many schools are, however, unaware of the extent of the
problem because of the failure to collect data."
Chris Keates, NASUWT's general secretary in Guardian 05/01/09

Look at the information that exists at a national, community and school level
to inform your planning. (See the useful organisations and references section
for some key sources of national and sectoral data on gender).
Some national statistics will clearly need to be incorporated into your GES.
For example, research on domestic violence reveals that: one in four women
will experience some form of domestic violence in their lives; women
experience more frequent and more serious incidents of domestic violence;
most perpetrators are male and the issue of violence cuts across class and
ethnic background. It is estimated that there is a case of domestic violence in
Bristol every 3 hours (Safer Bristol, 2008).
Other national statistics such as the number of girls at risk of being genitally
mutilated may or may not be particularly relevant to your school context.
In terms of school data, you will have a lot at your fingertips (see box below) –
check it is broken down by gender and that this is in an accessible form.
If this data is not broken down by gender or even collated in your school it
would be useful for your GES – add this to your GES as a priority action point.
Without good data it is very hard to monitor progress accurately.
Helpful Data
It will be helpful to gather data, broken down by gender, of the relevant issues in the
checklist and any others in your school.
Pupils:
Admissions, general ratios in school, attendance/unauthorized absence, attainment,
value added and contextual value added data, SEND, bullying and harassment
including sexist bullying and violence, internal and fixed term exclusions, subject
choices, work placements, post-16 destinations, mentors and buddies, caring roles,
participation in sport, participation in clubs and activities, school council
membership, take up of extra curricular activities, gifted and talented, pregnant
pupils and pupils as mums and dads, different cultures and gender roles, budget
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Admissions, general ratios in school, attendance/unauthorized absence, attainment,
value added and contextual value added data, SEND, bullying and harassment
including sexist bullying and violence, internal and fixed term exclusions, subject
choices, work placements, post-16 destinations, mentors and buddies, caring roles,
participation in sport, participation in clubs and activities, school council
membership, take up of extra curricular activities, gifted and talented, pregnant
pupils and pupils as mums and dads, different cultures and gender roles, budget
allocations, student satisfaction etc.
Staff:
Recruitment and selection, ratios, part-time staff, applications, appointments,
promotions, retention, pay (including payments of teaching and learning
responsibility payments, upper pay spine progression and other discretionary
payments), occupational segregation (estates, teaching assistants, administration
assistants), peripatetic teachers, non-teaching staff, support for pregnant staff and
new parents, CPD uptake, numbers who have attended equalities and specifically
gender equality training, staff satisfaction, informal staff networks, discipline and
grievance etc.
Whole school
School environment, Budgets, Transgender support
Parents/Carers:
Letters home, Parental attendances at parent’s evenings, PTA membership, helpers
in school, take up of parent/family learning opportunities, parent’s satisfaction etc.
Parents’ perspectives on gender,

1')2(/,+

Community groups using school facilities:
“Sometimes it is the most marginalized pupils who have the most of
say…single
schools are frequently more popular than
Mixed value
use ortodominated
bysex
onegirls’
gender?
single sex boys’ schools. Consequently, in some areas, mixed
secondary schools have more male pupils than female. Schools in this
situation need to pay particular attention to engaging with and hearing
the voice of the female pupils.”
Farrar and McQueen in Myers and Taylor 1997

Talking to your key stakeholders and gathering different perspectives on
gender equality in your school will enrich your GES and help it be broad in
vision and evidence -based.
Pupils, all staff (not just full-time or teaching staff), parents/carers, school
governors, the local authority, local partners (e.g. trade unions, local feminist
groups etc.) and other partner/feeder schools can all give their ideas. You
might want to ask open questions about gender issues more generally to
make sure you are not missing something. You might want feedback on your
strategy or specific gender equality actions you are planning more specifically.
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Some of these questions may explicitly mention gender issues; others may
yield interesting results if the responses are broken down by gender.
Methods of consultation that could be used…
On-line surveys e.g. Survey Monkey or online fora. (via school website).
Email questionnaire.
Mail out questionnaire.
Individual face-to-face interview.
Face-to-face fora, focus groups and discussions in form time.
Catching people while engaging in other school activity e.g. parents’ evening, PSHE
activities, school surveys.
Phone interview.
Suggestions box.

It is good to think about how representative your consultations are. Email or
on-line methods may, for example, be more cost and time-effective but may
exclude parents and carers who do not own a computer, are not IT confident
or who do not have high levels of literacy. Face-to-face meetings (if not
facilitated well) can be dominated by naturally more vocal people. It is good to
ask yourself if you are reaching out or just hearing the usual voices from, for
example, the school council, the PTA or a particular gender of parents. Using
a variety of methods over time with the same group can work well. Language
and cultural barriers also need to be considered.
The types of questions you ask will determine the type and quality of data you
collect so care needs to be taken. For example, if you ask pupils a question
about bullying generally you might not find out much about the prevalence of
gender-based bullying in your school because pupils might not think of this as
bullying. If however you ask ‘Have you ever been hurt, called names or picked
on because you are a girl or because you a boy?’ you are likely to collect
better information on the levels of sexist bullying in your school.
“Young people are not provided with the language and labels to define
sexual bullying or the processes to report it in schools.” EOC
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Examples of areas you could explore with…
All:

! What do you think the key gender inequalities are in the school?
! What would you see in your ideal picture of a gender equal school?
! What should your school do to improve equality between boys and girls and men
and women?
Pupils:
! How safe do you feel at school with other children? What would make you feel
safer?
! In the last year have you been called any names because you are a girl or
because you are a boy?
! Do you think that girls and the boys share the playground fairly? Is there anything
that would make things fairer?
! What would you like to play with/have in the outside areas of the school?
! Can girls and boys at this school choose any subjects they are interested in
without worrying about being teased?
! Would you like to try out a work experience option not usually associated with
being your gender (i.e. if you are a girl – being an engineer and if you are a boy being a nurse)?
! Do you feel that you have learned about issues of respect between boys and girls,
men and women, during your lessons at school?
! Which famous men and women have you learned about since you were at this
school?
Staff:
! Have you witnessed or heard about any sexist behaviour from students in the last
12 months? If so, what?
! Do you feel you have been supported in this school to think about gender issues
in your work and in the school more generally? What further support would you
like?
! Have you witnessed any sexist behaviour from colleagues or parents in the last 12
months? If so, what?
! Do you feel confident and competent to challenge sexist comments from pupils,
colleagues, parents and others in the school community when you hear them?
What further support would you like to be able to do this better?
! How well does the school support those taking maternity or paternity leave? What
could be done better?
! As a part-time member of staff do you feel you have fair access to CPD
opportunities and opportunities for promotion?
! When did you last do a gender review of your curriculum and learning materials?
Line Managers:
! Do you encourage colleagues to consider gender issues in their performance
management reviews?
! Is the school’s position on gender made clear enough to new staff in induction?
Parents/Carers:
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! How did the settling in period work for you as parents/carers? What could have
been improved?
! Do you think that the school is welcoming to fathers and male carers and
encourages their involvement as much as the involvement of mothers and female
carers? How could things be improved?
! Do you think the school is good at challenging gender stereotyping (i.e. the
stereotyping of men and women)? What’s been good? What needs improving?
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As well as consulting, you will need to look at all the functions, policies and
procedures in place in your school from a gender perspective to see if they
are equally relevant or disadvantageous to people on the basis of gender –
this is impact assessment.
The first step is to do a preliminary screen of all your policies and practices to
see which are most relevant to gender equality (EOC, 2007) and then to start
examining those for their impact on both genders. As there will be a large
number of policies and practices in your school, you will not be able to look at
them all over a short period. Those with a lesser impact on gender equality
can be looked at as part of your gender action plan.
An example of an impact assessment: if after screening all your policies you
felt your anti-bullying policy was key in achieving gender equality in your
school – you would then look to see if the policy was biased in any way, had
gaps that impacted negatively more on boys or girls etc. If your policy fails to
mention sexual or sexist bullying (a serious issue often particularly for girls) or
homophobic bullying (a serious issue often particularly for boys) then this
would need to be remedied.
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On the basis of the information you have gathered and in light of the vision of
gender equality you have for your school you now need to write your gender
objectives. Setting gender objectives was central to meeting the old legal
duties and for making progress: these objectives should be action and
outcome-oriented.
You are now required to set equality objectives (including on gender) by
April 2012
Remember, you need to make sure your objectives address all three areas
expected of your school in the new Public Duty:
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Eliminate unlawful discrimination, harassment and victimisation and
other conduct prohibited by the Act.
Advance equality of opportunity between people who share a protected
characteristic (men and women, boys and girls) and those who do not.
Foster good relations between people who share a protected
characteristic and those who do not.

When setting your objectives you need to know that you can measure
progress against these in four years time, so, for example, through your
consultations with pupils you may have been told about the prevalence of
sexist name-calling, an objective that says ’we aim to tackle sexist namecalling’ is less helpful than one that says ‘in a year’s time there will be an
increase in the number of students who can identify sexist name-calling in the
school as sexist’ or that measures ‘an increase in the number who identify
what to do in the event of sexist name-calling’ as these can be objectively
measured.
It is important that you have outcome objectives, as well as those focusing on
the process. Outcome objectives are those that have a direct impact on pupils
and staff. Examples of outcome objectives could be ‘to increase the numbers
of pupils who take up non-traditional work subject options for their gender’ or
‘to increase the number of men and single mums on the parents’ forum’.
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There are four key issues for gender and education:
Sexual and sexist bullying and violence
Challenging gender stereotypes in subject choice and careers advice
Pupil attainment
Health, sport and obesity

It is your legal duty to choose objectives that are going to have the most
impact on the most significant issues, based on the evidence you gathered.
(Don’t be tempted just to pick easily ticked off objectives, because omitting
key issues that came out of your consultation could mean you are not
complying with the law). However, you do need to ensure you implement
these within 4 years (starting from 2012) so be realistic about what you set.
The reason for your selection of your objectives should be clearly expressed
and clearly based on evidence
One area where there is clear guidance from the law is on pay. The gender
duty was unique in requiring public bodies to consider having an objective to
address the causes of any gender pay gap. To do this you must first see if
you have a gender pay gap in your school and, if you do, you should try to
establish what is causing this. (Further guidance on pay gaps auditing can be
found on the EHRC website at http://www.equalityhumanrights.com/advice-
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and-guidance/information-for-employers/equal-pay-resources-and-audittoolkit/).

“While teachers’ pay structure is fixed by law, there is scope for annual
progression for classroom teachers and some other discretion. This can lead
to significant differences in the pay of teachers, with women teachers overall
earning less than men.”
DfES Statistics for England and Wales (2006) state that full time women
classroom teachers in maintained schools earned 7% less than male
classroom teachers.
“..The pay gap is particularly wide for the category where women are most
under-represented, that is secondary headship (for which women earn 94.3%
of men’s salaries.”)
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Once your objectives are determined you need to establish how these are
going to be met, by whom and by when? (See below for one example of an
action plan template). This needs whole school buy-in. (This is when a wider
gender working group or inclusion group with representatives from all parts of
the school works really well).
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Outcome
wanted

Current
situation
in school

Gender
Objective

Actions to be taken

Person to
take action

Date for
action to
be
started

Date for
action to
be
completed

How will impact of action be
reviewed (by who and when)
and built upon?

From Year
8 20%
more boys
than girls
engage in
extra
curricular
sport.

To have
increased
the % of
girls (Year
8 and
beyond)
participati
ng in
extracurricular
sport by
10% by
the end of
academic
year
2011/2012
.

Run focus groups for Year 8-12 with
attending and non-attending pupils to
establish barriers to participation and
strategies to overcome them.

Yr 8,9,10
PE lead
Yr 11, 12
Staff
member X

1st May
2011

31st May
2011

Results of focus groups to be
analyzed by PE lead
discussed with other staff by
end of May 2011. (See third
actions box).

Research Youth Sport Trust, WSFF
and other schools’ activities to reduce
barriers to non-participation amongst
this group and share findings with
other staff.

PE lead to
research

1st May
2011

End of May
2011

PE lead to review how useful
doing this research was at end
of summer term by looking at
impact on school activity.

On basis of focus group results trial
some new activities at new
times/locations focused on increasing
participation from girls (in particular
non-participating girls). NB new
activities aimed at reducing barriers,
not perpetuating or encouraging
gender stereotypes
Review allocation of budgets to
activities identified as ‘girls activities’
and ‘boys activities’ and review
fairness.

PE lead to
design and
allocate.

June
2011

End of
summer
term 2011

PE lead
and Head
teacher

Sept
2011

Sept
2011

New activities to be evaluated
by pupils (attending and nonattending) by anonymous
questionnaire by end of
summer term. (To be reviewed
by PE lead). Successes to be
carried into next academic
year.
Financial analysis by PE lead
with other staff

Pupils
Equally high
levels of
participation
in extracurricular
sport by girls
and boys.
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Adapted from suggested template for schools by Leicestershire County
Council
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To get as much commitment to your GES as you can, make sure you communicate
your equality objectives (and action plan where appropriate) to all relevant
stakeholders through a variety of mechanisms, for example, to parents and partner
organizations through school newsletters, to pupils through assemblies, to staff
through meetings and training. Explain why the objectives have been chosen and on
what evidence. Do this regularly and with commitment.
Your GES should be easily accessible (for example, clearly positioned on your
website). This demonstrates your school’s commitment to working towards gender
equality and increases transparency and accountability. It can be published
separately or integrated into other documents as long as your gender work is clearly
identifiable.
You will need to publish information on your gender equality data by December
2011, and you will need to publish your objectives by April 2012.
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A sound system for monitoring progress can increase ownership of the actions in the
scheme and ensure that the actions are being implemented in a timely fashion. The
named people in the action plan need to know that they must report to the GES lead
at specified intervals. Again clear senior management support in this process can
smooth progress considerably.
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You need to report on the action you have taken against your stated objectives every
12 months. For example, if an objective was to ensure that all school staff should
have attended gender equality training - report the percentage of staff who attended.
(You will not be in breach of the law if you fail to meet your objectives if this was due
to unforeseen circumstances. In your report you should state why this failure
occurred and how this failure will be readdressed in the future).
This report can be a stand-alone document or it can be integrated into other school
reports. Use this report to reinforce your school’s commitment to gender equality by
using it as an opportunity to acknowledge and showcase good practice, celebrate
achievements and to act as a reminder to refocus energy where it is still needed.
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Your strategy should be reviewed and amended at least every three years although
this can be done more frequently if the need arises. Ongoing consultation,
information gathering and impact assessment should feed into this review and the
rewrite.
“As an inner city, ethnically diverse, inclusive school, race and disability
issues naturally had a high profile. However, when I began to write the
GES and action plan I realised that there were many areas where we
assumed there was not a gender bias, however, I had no hard evidence to
prove this. Through scrutinising resources and looking at gender
stereotyping we realised that there were many areas that could be
improved upon. The GES gave us the legal document in which to address
these issues and demonstrate progress.
The impact has been significant, particularly when thinking about parental
representation in school. Organised initiatives such as ‘Bring your Dad,
Step-Dad or significant male to school week’ were an immense success:
children invited significant males in their life in to school to talk to the class
about their jobs, hobbies or just to participate in the lesson. This has led to
many more volunteers from Dads and Step-Dads who said they would not
have felt comfortable volunteering in school had they not been invited in”.
Claire Smith & Helen Allen, St. Werburghs Primary School, 2010
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The exact format of your GES is up to you as long as you clearly include your gender
objectives and action plan. We have included two examples of formats here to give
you an idea of what other people have done. Each GES should be meaningful to
your school and its members.
You will need to begin with laying out how you are doing this work, and who the lead
person is.
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Key people
Names:
Person leading on GES (writing, reviewing and reporting):
Group supporting:
Senior member of staff responsible (may be same as above):
Governor responsible:

Key dates
Dates:
Date for gathering data:
Date for end of consultation:
Date for writing of draft strategy:
Date for presentation to governors:
Deadline for production of final GES:
Dates for monitoring progress:
Deadline for publishing information
Deadline for publishing objectives

Deadline for first report on GES (one year from completion date):
Deadline for first review (three years from completion date):
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December 2011
April 2012
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Example 1:
1. Title page - including the period of time the GES covers. (It is also helpful to have the
date for the annual reports and the 3 yearly reviews included).
2. Vision and values of school on equalities
3. School context including a brief description of the school and its community setting,
current situation on gender including standard procedures and processes on gender in
school
4. Legal background – statutory duties
5. Roles and responsibilities – chain of accountability, commitment to implementation
(i.e. how often people will report to lead on progress made), commitment to review,
commitment to publish, commitment to action (outlines responsibilities of governors,
head teacher and senior staff, line managers and staff)
6. Data gathered on gender
7. Stakeholder consultation – statement of intent to involve stakeholders in work on
equalities
8. Impact assessment
9. Priorities
10. Action plan
Adapted from equalities scheme published on Hertfordshire Grid for Learning

Example 2:
1. School ethos, vision and values
1.1 What do we understand by gender?
1.2 School’s strategic priorities
1.3 Strengths and weaknesses
2 Legal duties
3 How will we meet the duties?
3.1 Involvement of both males and females in developing the GES
3.2 Developing a voice for all pupils, staff and parents/carers
3.3 The Governing Body
3.4 Removing barriers
3.5 Gender in the curriculum
3.6 Eliminating bullying and harassment
3.7 School facility lettings
3.8 Contractors and procurement
3.9 Information, performance and evidence
a. pupil achievement
b. learning opportunities
c. admissions, transitions, exclusions
d. social relationships
e. employing, promoting and training male and female staff
3.10 Impact assessment
3.11 Reviewing/monitoring
From suggested template by Leicestershire County Council
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Inspection bodies such as Ofsted will be assessing schools’ equalities work (as part
of meeting their responsibilities under the Public Equality duty). However, ultimately,
the EHRC is responsible for ensuring implementation
Under a Freedom of Information request anyone can ask a school about its GES.
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BESD -

Behavioral, Emotional and Social Difficulties

BFN –

Bristol Feminist Network

CPD –

Continuous Professional Development

ED

Equality Duty 2011

EHRC -

Equality and Human Rights Commission

EOC –

Equal Opportunities Commission (EOC guidance is still available and
recommended by the EHRC)

FGM –

Female Genital Mutilation

FOI -

Freedom of Information

GED –

Gender Equality Duty

GES -

Gender Equality Scheme/Strategy

IPSE –

Institute for Policy Studies in Education

SRE -

Sex and Relationship Education
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EHRC – “Our job is to promote equality and human rights and to create a fairer
Britain.” – www.equalityhumanrights.com
CYPS School Improvement Officers and Equalities staff.
DfE – Advice for school leaders is available from the DfE website and further advice
will be made available from time to time. www.education.gov.uk/schools/pupilsupport/inclusionandlearnersupport/inclusion/eq
ualityanddiversity/a0064570/the-equality-act-2010
BFN and Bristol Fawcett – are unpaid, voluntary organizations so are not able to
give one-to-one support to schools but can try to signpost schools to paid
consultancy input.
EOC – Equal Opportunities Commission (for gender equality). Although this body is
no longer running, many of its resources are still used by the EHRC and are still a
guiding light in interpreting the Gender Equality Duty. Its archives are available
online via www.webarchive.org.uk
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ACAS – “to improve organizations and working life through better employment
relations” – www.acas.org.uk (has a helpline you can call to seek clarity on
employment rights and has online resources on sex discrimination).
Coalition on Men and Boys - “addresses masculinity issues across the range of
public policy.” – www.comab.org.uk
End Violence Against Women (EVAW) – “[a] coalition of individuals and
organizations who are calling on the Government, public bodies and others to take
concerted action to end violence against women.” –
www.endviolenceagainstwomen.org.uk
Equality and Human Rights Commission – www.equalityhumanrights.com
Fawcett Society – “Fawcett is the UK’s leading campaign for equality between
women and men.” – www.fawcettsociety.org.uk
Gendershift – “To help create a fairer world in which every person’s gender, gender
identity, gender expression and sexual orientation are accepted and respected.“ –
www.gendernetwork.com
The GERI Project – “Established in 2001 to breakdown the barriers of prejudice and
inequality in the workplace (e.g. has stories from people working in non-traditional
gender roles and a DVD of a 100 role models). ” – www.geriproject.org
Mermaids – “To support children and teenagers up to age 19, who are trying to cope
with gender identity issues.” (includes lots of young people’s testimony). –
www.mermaidsuk.org.uk
Opportunity Now – “Opportunity Now is a membership organization for employers
who are committed to creating an inclusive workplace for women.” –
www.opportunitynow.org.uk
Pinkstinks – “A campaign and social enterprise that challenges the culture of pink
which invades every aspect of girls' lives.” - www.pinkstinks.co.uk.
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Science, Technology, Engineering & Mathematics Equality and Diversity toolkit
for promoting STEM careers to young people aged 11-16 www.stem-e-and-dtoolkit.co.uk
Teachers TV – Useful clips on gender issues in schools at:
www.teachers.tv/video/34089 (women and equal pay);
www.teachers.tv/video/3299 (underachieving boys)
TUC (Has a publication sections with DVDs and resources on the fight to reduce the
pay gap for about £3) – www.tuc.org.uk
UKRC – UK Resource Centre for Women in Science Engineering and Technology –
“Government’s lead organization for the provision of advice, services and policy
consultation on under-representation of women in science, engineering, technology
and the built environment.” – www.theukrc.org
The White Ribbon Campaign – “The first male oriented organization to oppose
violence against women.” – www.whiteribboncampaign.co.uk
WISE – Women into Science, Engineering and Construction – “The WISE vision is to
have most young women understanding science, engineering and mathematics, and
many choosing it as a career.” – www.wisecampaign.org.uk
Women’s Aid – Has a range of resources for schools about domestic violence
including ‘The Expect Respect Education Toolkit’ which contains excellent lesson
ideas for primary and secondary pupils. – www.womensaid.org.uk
Working with Men – Support, advise and advocate for men/boys and those working
with them on a variety of issues relating to health, education, crime,
underachievement, fatherhood and homelessness. – www.workingwithmen.org
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BFN – Bristol Feminist Network – “We want to raise awareness of feminism and
gender issues within our community and act on the matters that we feel must
change. We believe that challenging gender stereotypes, resisting sexist oppression
and fighting for the rights of women can positively change the world for ALL who
inhabit it.” - www.bristolfeministnetwork.com
Fawcett Society, Bristol – Bristol Fawcett campaigns locally for gender equality.
The society has subgroups working on gender in education and on representations
of women in the media (including a look at children’s media). –
www.bristolfawcett.org.uk
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Bristol Domestic Violence/Abuse Strategy 2008/2011 – Safer Bristol (2008) – available at
www.bristol.gov.uk
Bristol Fawcett Annual report 2008 – available at www.bristolfawcett.org.uk
The Career Progression of Women Teachers in England: a study of the barriers to
promotion and career development – Moreau M, Osgood J. and Halsall A. (June 2005) –
final report of the women teachers’ careers and progression project.
Case Study of a Non-Conscious Ideology: Training the Woman to Know her Place –
Bem, S. in. Bem, D.J. (1970) Beliefs, Attitudes and Human Affairs. Belmont, CA:
Brooks/Cole.
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Developing gender equality objectives and a GES – Guidance for GB public
authorities – EOC (March 2007) – available at http://www.equalityhumanrights.com/adviceand-guidance/public-sector-duties/
Equality Act 2010 Advice for School Leaders, School Staff, Governing Bodies and
Local Authorities. Department for Education, 2010. - available at
http://media.education.gov.uk/assets/files/doc/e/equality act 2010 advice for school
leaders.doc
Fact sheet: The GED, Education and Violence Against Women – EVAW – available at
http://www.endviolenceagainstwomen.org.uk/pages/resources.html.
Gathering and using information on gender equality – guidance for GB public
authorities – available at http://www.equalityhumanrights.com/advice-and-guidance/publicsector-duties/
GED and schools – EOC guidance for public authorities (CSN) – Migniuolo, F. (April
2007) - available at www.schoolsout.org.uk/policy/docs/Gender_equality_duty_and_schools.doc
Gender equality in work experience placements for young people – IPSE (2004)
http://www.londonmet.ac.uk/research-units/ipse/research-projects/completedprojects/p27.cfm
Genderwatch – still watching…– Myers, K and Taylor H. eds (2007) Stoke on Trent;
Trentham Books.
One workforce – making a difference to each child – CYPS children's workforce
strategy 2006-09 available at www.bristol-cyps.org.uk/services/pdf/childrens-workforcestrategy.pdf.
Not Having It All. How motherhood reduces women's pay and employment prospects.
– Woodroffe, J. (July 2009) Fawcett Society available at
www.fawcettsociety.org.uk/documents/NotHavingItAll.pdf
Reporting and dealing with sexist incidents and sexual harassment in Bristol schools
– Mott, H (2009) on behalf of CYPS, Bristol City Council.
United Kingdom case study report 3: Implementing the GED in schools – Moreau,
Marie-Pierre (October 2007). Report written for IPSE - available from
http://www.epasi.eu/CaseStudyUK3.pdf
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Written by Jo Bloxham, partner of thinkingpeople – specialists in diversity and cross-cultural
competence - www.thinking-people.co.uk. thinkingpeople also provide training on working
towards gender equality for schools. Contact: jo@thinking-people.co.uk for further
information. Edited and updated 2011 by Di Parkin. Contact diparkin@cmps.uk.com
Without Bristol Fawcett this piece of work may never have got off the ground. Sincere thanks
go in particular to Helen Mott, the Coordinator of Bristol Fawcett, for her unerring enthusiasm
and guidance on the writing of this toolkit. Her advice was invaluable. Thanks also to Katy
Ladbrook from the Bristol Feminist Network and to Maria Baños Smith for their time and
support.
Thanks also go to the teachers who have given their precious time to feedback on this
toolkit: Robbie Edwards (teacher, Blenheim High School - secondary), Carole Chevalley
(former Head teacher Windsor Girls’ School - secondary), Alain Chevalley (former Assistant
Head teacher, The Bulmershe School - secondary), Gael Whelan (teacher, Cottingham
Primary School) and Linda Eade (former teacher Thurnham Infants’ School).
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Copyright - Cartoons can only be replicated with the permission of Emma Burgess
(contact: em_burgers@yahoo.co.uk), Bristol City Council and thinkingpeople. The written
contents of this document can be replicated as long as due acknowledgement is given.
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