future excellence

talent develop
talent
talent
future develop
develop
leadership
learning diversity
succession
succession develop
Equality
and
diversity
leadership develop
sexual orientation
excellence learnin
The leadership
challenge
developforfutur
excellence
learning
develo
leadership
develop talent
further
education
diversity
excellence
future
leadership
future develop leadership

diversity

succession

talent

excellence
December
2006

succession

leadership talent
diversity

diversity

diversity

develop

www.centreforexcellence.org.uk

“Equality and diversity is a core part of our remit from the DfES,
and sexual orientation equality currently stands out as an
underdeveloped policy area. The objective of the research, therefore,
was to provide a policy focus and place it on an equal footing with
other, more established equality strands. We wanted to make the
voices and experiences of lesbian, gay and bisexual college leaders,
staff and learners heard, and to help define the role of leaders in
treating sexual orientation as an integral part of the equality and
diversity agenda.”
Lynne Sedgmore CBE, Chief Executive, Centre for Excellence in Leadership

www.aoc.co.uk

Association of Colleges

“The Association of Colleges welcomes this report and believes that
colleges need to strive towards being inclusive institutions where
all staff and students should be able to work and study without fear
of harassment and bullying and are valued as individuals. It is clear
from the research carried out that further joint action between the
AoC, unions and colleges is required to ensure all individuals are
valued regardless of their sexuality.”
Sue Dutton, Deputy Chief Executive, Association of Colleges

www.acm.uk.com

“ACM welcomes this research and clearly much work is required to
ensure that gay and lesbian students and staff in further education
are treated fairly. This is a very good starting point.”
Peter Pendle, Chief Executive and General Secretary, Association of College Managers

www.ucu.org.uk

“UCU was delighted to be involved in a project on a topic which has
not received sufficient attention. The outcomes show how urgent
it is that all the partners in FE work together to eliminate the very
disturbing degree of homophobia and harassment that clearly exists
in the sector.”
Kate Heasman, Equality Official, University and College Union

Equality and sexual orientation: the leadership challenge for further education
www.unison.org.uk

“This is an excellent report, and a moving one. We are keen to
work with all the stakeholders in tackling homophobia and in
helping to enact the changes required. Clearly the issues are ones
we care passionately about and we will promote the findings and
recommendations widely.”
Dave Prentis, General Secretary, UNISON

www.nusonline.co.uk

“This piece of research will be a vital tool to aid our understanding of
the needs and experiences of LGB students in colleges. It confirms
many of the concerns that have been brought to our attention by
students. The poor levels of confidence in colleges’ ability to deal
with homophobia and high levels of bullying and harassment are
specific areas of concern for NUS. We are astounded that in this
day and age there is still such a lack of understanding about sexual
orientation. NUS is committed to working with colleges around the
country to provide advice, support and representation to all LGBT
students at what is often an incredibly difficult time for them.”
Scott Cuthbertson, LGBT Officer, National Union of Students
www.stonewall.org.uk

“I welcome this research report and I’m pleased to see that CEL is
working to make the further education sector a place where all staff
and students feel valued for who they are. People perform better
when they can be themselves and colleges across the UK play a
fundamental part in building a learning environment where this is
possible.”
Stephen Frost, Director of Workplace Programmes, Stonewall

“The report shows that homophobic bullying and harassment is still
a big problem in the workplace and active steps need to be taken
to tackle this. Equality policies and practice must go hand in hand
in order to achieve positive outcomes for gay and lesbian people in
further education.”
Johan Jensen, Education Officer, Stonewall
www.nbm.org.uk

“The Network for Black Managers welcomes the opportunity that
this CEL research provides to grapple with an issue that has been
skirted around for too long. If we are to style ourselves accurately
as guardians of equality and social justice, then we must make an
unequivocal commitment to sensible debate – and the resulting
action – about the support we must offer our staff and learners,
irrespective of their sexual orientation.”
Robin Landman, Chief Executive, Network for Black Managers
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Foreword
We believe strongly that leadership of learning requires an
understanding of, and response to, the widest variety of
learner and staff needs. Effective leadership is of everyone
in the sector, not just some. It is commonly accepted that
6 per cent of the population is lesbian, gay or bisexual (LGB)
which would indicate that leadership of diversity in further
education cannot succeed unless sexual orientation is taken
and acted upon as an integral part of the wider equality and
diversity agenda.
The research undertaken to produce this report shows that effective responses
to LGB learners, staff and leaders are already germinating in some colleges,
although in many others much still has to be done. We present this report to the
sector as a guide to how leadership and sexual orientation can be developed
and delivered effectively. We hope that college leaders will act on our
recommendations.
CEL’s research and report would not have been possible without the generous
and active support of our sector partners: the Association of Colleges (AoC),
Association for College Management (ACM), the University and College Lecturers
Union/ University and College Union (NATFHE/UCU), UNISON, the National Union
of Students (NUS), the Network for Black Managers (NBM) and Stonewall.
I would like to acknowledge their valuable contribution and offer my sincere thanks to them for helping us access their LGB
networks and for sharing their advice and wisdom with us. The partnership and cooperation achieved in creating this report
models that required to embed equality and diversity in general in our sector, and in particular, to provide an urgently
needed focus on sexual orientation equality. I also wish to thank Phil Barnett Associates Ltd for working with us to bring this
project to life, and in particular for their sensitive handling of the research.
Homophobia has no place in the learning environment. Our research shows, however, that it is a feature of the daily lives
of many of our learners and staff. The leadership challenge is to support the sector in ridding itself of this injustice, and to
mobilise learners and staff of all sexual orientations to play their part in doing so.
This report will inform CEL’s vital work in developing and delivering equality training and competencies for sector leaders.
That training will not be complete unless it empowers leaders to challenge homophobia confidently and to support and
empower LGB staff and learners.

Lynne Sedgmore CBE
Chief Executive, Centre for Excellence in Leadership
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Executive summary
Introduction
The Centre for Excellence in Leadership places great importance on the ability of further education leaders to lead for
equality and diversity, and on their ability to develop the skills and competencies to do so effectively.
The sector has made considerable strides in the past decade in delivering equality on grounds of gender, race and disability.
It still has a distance to travel in all of these areas but, nevertheless, there is a record of achievement, and a growing
familiarity with these subjects, and an inspection framework that both assesses and drives progress.
Sexual orientation equality stands out, however, as an underdeveloped policy area. CEL’s main purpose in commissioning
this research was, therefore, to provide a policy focus on this strand of equality and diversity to enable the sector to take
steps to place it on an equal footing to other, more established equality strands. There are legal, quality improvement,
educational and ethical imperatives for this. The findings of the research show that sexual orientation equality can be
achieved with imaginative and consistent leadership.
Sexual orientation is now the subject of legislation that outlaws unjustified discrimination in employment (Employment
Equality (Sexual Orientation) Regulations 2003). Legislation is now being prepared that will outlaw sexual orientation
discrimination in the provision of goods and services (Equality Act 2006). Further education leaders need, therefore, to
understand what the law requires and how they can best respond to it, ensuring compliance and striving for excellence.
This research project had four priorities:
z

to help prepare the further education sector for compliance with all relevant law

z

to help ensure that sexual orientation equality is given full attention within the wider equality and diversity
agenda

z

to help make the voices and experiences of lesbian, gay and bisexual (LGB) college leaders, staff and learners
available to the sector

z

to help support the role of sector leaders in driving this agenda forward.

The project would not have been possible without the valued support and advice of AoC, ACM, NBM, NUS, Stonewall, UCU
and UNISON in developing the research and allowing access to their networks.

Research methodology
The research methodology comprised:
z

self-completed questionnaires for i) all college principals, ii) LGB college staff and iii) all student governors and
student representatives

z

face-to-face interviews with individuals in colleges

z

focus group discussions with LGB college staff and learners

z

observation of sexual orientation equality awareness raising and training within colleges.

Questionnaires
The questionnaires assessed respondents’ level of awareness and understanding of relevant legislation, in relation to policy
and practice. Respondents also identified their own and sector needs in relation to professional development and to the
development of best practice in promoting sexual orientation equality.
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The respondents completed a combined total of 390 questionnaires over a two-month period. 161 college principals, 203
college teaching and non-teaching staff and 26 student governors/student representatives responded. Returns from
principals represent a significant proportion of the further education colleges in England. Despite a high level of publicity by
the NUS, returns from learners indicate that promotion to learner governors and representatives on this area of policy needs
improvement.

Focus groups
The focus groups explored experiences, feelings and ideas in relation to the theme of the research and probed for good/
effective practice. The focus groups resulted from invitations from colleges and project partners. They were conducted along
the same lines as the questionnaires to ensure that the quantitative and qualitative approaches were complementary.

Face-to-face interviews with college principals and other staff
Interviews were based on the relevant questionnaires but administered in an open-ended way to capture detailed
information which provided a robust qualitative base for the research. This enabled participants to explore individual
experiences in more detail and to offer an insight into how effective colleges are in the promotion of sexual orientation
equality.

Observing practice in colleges
Observation examined provision of training and other developmental activities designed to empower staff to deal with
issues relating to sexual orientation equality on its own or within the wider equality and diversity context.

Data analysis and reporting
Statistical analysis of the quantitative aspects of the research was undertaken using the Statistical Package for the Social
Sciences (SPSS) software to explore a series of relationships using descriptive statistics and cross-tabulations. In line with the
provisions of the Data Protection Act 1998 and the Human Rights Act 1998, the tabulations presented in this analysis and
report were designed to prevent the disclosure of personal information about any individual respondent and to prevent any
individual from being identified from information used in the report. Throughout the report, therefore, the lowest level of
desegregation is the region.
The qualitative information was analysed separately and the findings from both exercises were merged to give a
comprehensive picture.
No significant differences in the nature of information from face-to-face interviews or self completion returns was evident
and so the results of the analysis of each method have been combined to offer a comprehensive set of mutually reinforcing
results.
The research was conducted according to the Market Research Society Code of Conduct and the project leader was present
at the face-to-face and focus group sessions to ensure correct administration and to act as a point of reference and future
follow-up for respondents.
At the end of the study and prior to the publication of the final report, interim findings were presented to a stakeholder group.
The findings and recommendations are presented without prejudice and reflect the issues raised in the analysis of the
various data sets secured.

Assumptions and values of the researchers
The researchers are a diverse, multi-racial group of men and women of different sexual orientations. They had a
commitment to the values and practice of equality and diversity, and a commitment to LGB equality. They drew conclusions
only from evidence gathered using research instruments of accepted levels of objectivity and constructed in partnership with
all of the project’s partners.
They were surprised at the high degree of reported homophobic harassment and bullying identified during the research.
While their expectations were that such behaviour was a limited part of the FE environment, their findings indicate it to
be a serious problem for LGB staff and learners. The serious nature of this finding has influenced their recommendations
accordingly.
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Key findings
Within the sample of questionnaire returns and face-to-face responses, we found:
z

high incidences of homophobic bullying and harassment of learners and staff

z

low levels of recognition of such bullying and harassment by staff at all levels

z

high levels of LGB staff reticence in reporting such behaviour

z

low levels of LGB staff and learner confidence in colleges’ ability and willingness to deal with homophobic
behaviour

z

inadequate staff and learner induction addressing equality and diversity in general and sexual orientation
equality specifically

z

lack of clarity about the existence, content and purpose of college policies on sexual orientation equality

z

lack of understanding of legal rights and responsibilities

z

a tendency for LGB concerns and issues to be made invisible in colleges

z

dearth of recognised good practice – where it exists it is little known outside the home college

z

paralysing effects of community and college stakeholders who may have (or may be assumed to have) a
negative view of sexual orientation equality

z

concern that homophobia may negatively affect staff and learner retention.

BUT
z

a strong will from college leaders to engage with sexual orientation equality and learn from others’ effective
practice and guidance

z

clear messages from college leaders about how equality could best be achieved through working together with
LGB staff and learners.

Recommendations
z

Prominent college policy on sexual orientation equality to enable LGB learners and staff to be visible, valued
and vocal and to ‘come out’ if they wish to.

z

Colleges to develop policy to cover employment, goods, facilities and services.

z

College policy to ensure that homophobic bullying and harassment is reported, treated seriously and dealt with
effectively.

z

College equality policies to be actively and imaginatively promoted to all staff and learners.

z

Comprehensive monitoring by colleges, LLUK and the LSC of sexual orientation.

z

Staff and learner induction to include high profile, activity based treatment of equality and diversity and an
explicit strand dealing with sexual orientation equality.

z

Training for college leaders, governors and staff in delivering and leading on sexual orientation equality to
assist them to support sexual orientation equality in colleges.

z

Colleges enter into the Joint Agreement on Sexual Orientation Equality agreed between the AoC and
recognised trade unions.
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z

Use by colleges and sector agencies of chartermarks of LGB-friendliness.

z

Sexual orientation equality to be included in college self assessment and equality impact assessment.

z

Support for the development and work of LGB staff and student groups.

z

Development, publication and promotion of sexual orientation equality guidance to colleges by leading sector
agencies.

z

CEL to build sexual orientation equality into its work in developing equality and diversity training and
competencies for college leaders.

z

LSC to incorporate sexual orientation into its provider quality/equality assurance programmes.

z

Ofsted to develop inspection handbook guidance on sexual orientation equality and include it in future versions
of the Common Inspection Framework.

Key outcomes
Key outcomes from principals’ questionnaire
The vast majority of principals who responded identified a need to increase their knowledge and level of confidence to
better promote sexual orientation equality.
Principals clearly understood that an inclusive college culture and ethos, underpinned by a good understanding of legislation
and the use of key partnerships with internal and external stakeholders, were vital to promoting sexual orientation equality
effectively.
Principals identified the lack of sector-specific guidance on sexual orientation equality and the absence of college-based
LGB staff and student groups as the main inhibiting factors in helping them achieve legal compliance and work towards
excellence.
Over two-thirds of principals did not anticipate colleges experiencing difficulties or conflicts between the sexual orientation
strand and other equalities strands. Of the 18% who did anticipate such conflicts, the overwhelming majority identified
religion and belief as the issue. There was a strong correlation between having the confidence and ability to lead for sexual
orientation equality and not anticipating conflicts of this type.
In working to resolve any such difficulties, the majority of principals identified writing sexual orientation equality clearly
into college equality policies, delivering a communication strategy to support those policies and personally making public
supportive statements as vital. They identified written briefings from sector organisations, case studies and trade union
support as the most helpful support mechanisms in doing this.
Principals prioritised written advice from the LSC and CEL as the most valuable aid to them in leading for sexual orientation
equality.
The most powerful mechanisms identified by principals to develop a leadership contribution by senior staff on sexual
orientation equality were strong college equality and diversity committees, and consulting and communicating with LGB
staff and learners.
Just over half of responding principals reported that their college has adopted or is planning to adopt the Joint Agreement on
Sexual Orientation Equality agreed between the AoC and recognised trade unions. Nearly a quarter do not plan to adopt the
agreement.
52% of principals who responded reported not having undertaken any continuing professional development (CPD) activity
relating to sexual orientation equality. Approximately one third have done so. Of those who have undertaken training
only 27% found it useful. The majority of principals identified good practice case studies, legal briefings and supporting
perspectives from different cultural and religious standpoints as the type of CPD they would find most helpful.
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Key outcomes from LGB staff questionnaire
Despite labelling the staff questionnaire prominently and clearly as a questionnaire for LGB staff, and circulating it through
LGB staff networks, 24% of respondents identified themselves as heterosexual. The full report analyses heterosexual and
LGB responses separately and makes comparisons between the group outcomes. Both sets of results reinforce each other.
For the purposes of this executive summary, only LGB responses are summarised.
Most LGB staff say they are ‘well’ or ‘very well’ informed about the law relating to sexual orientation equality. A similar
proportion of LGB staff indicate that they understand how the law applies to their role. However, significant minorities state
that they have little or no understanding of the law.
Of those staff who identified a good level of understanding, their information came from a mixture of college and extracollege sources. A majority sought information from external agencies such as Stonewall and trade unions.
20% of responding LGB staff provide or would consider providing leadership to help their college implement the law. They
lead or contemplate leading at a one-to-one, team or college-wide basis.
Of those LGB staff not planning to provide such leadership, the following reasons for not doing so were offered: those simply
not wishing to do so, those who fear discrimination as a result of doing so, those who do not believe it would be effective
due to a lack of support from their college, those who wish to avoid being the ‘LGB expert’ just because of their sexual
orientation, and those who see it as a role only for ‘management’.
The most valued mechanisms within colleges that would increase LGB staff confidence in dealing with discrimination on
grounds of sexual orientation were: the college equality committee, LGB staff and learner groups and a college-wide LGB
champion at a senior leadership level.
Of the college mechanisms available, LGB staff identified staff and learner induction, college policies and equality impact
assessments as most likely to improve sexual orientation equality.
33% of gay male respondents thought that their promotion prospects were affected negatively by homophobia. Fewer
(18%) lesbian respondents held this view.
48% of gay staff and 29% of lesbian staff respondents regarded their college as unfriendly to LGB people. Overwhelmingly,
the key change they identify to make the college LGB-friendly is a culture that positively supports LGB staff who wish to
‘come out’ or be ‘out’. They also identify a consistent corporate challenge to homophobic behaviour as a determinant of
LGB-friendliness.
In order to establish sexual orientation equality in colleges, LGB staff wanted college leaders to undertake training, support
the creation of LGB staff and student groups and to work with trade unions. They identified liaison with LGB organisations, a
college LGB champion and the explicit inclusion of sexual orientation in the Common Inspection Framework as key measures
that would support leaders in this respect.
Many LGB staff identified religion or belief as an area of real or potential conflict with sexual orientation equality. They
identified organised discussions between parties with different views, the involvement of trade unions and college debates
as the main mechanisms likely to help resolve such conflict.
45% of respondents had not received staff training on sexual orientation equality. Only 8% of those who had say they found
it helpful in responding to sexual orientation issues at work.
Only a small proportion of respondents had accessed college-provided training on sexual orientation equality. Just over half
of those said the training was designed to help them to respond to possible instances of discrimination on grounds of sexual
orientation and they found it ‘very helpful’ or ‘helpful’.
Staff identified good practice examples and input from LGB organisations as important elements in sexual orientation
equality training for further education leaders.
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Key outcomes from student governor and representative questionnaire
Due to the small number of responses to this questionnaire there were no statistically significant answers to all questions.
The points below summarise where a clear trend was present.
31% of the student governors and representatives said they are not very well informed about the law. The majority (46%)
say they are well informed. Nearly 40% of these respondents say they did not understand how this law applies to their role
in college.
Nearly a quarter of respondents said they are unable to support LGB students. The majority (62%) of respondents said that
they are able to do so.
The majority of respondents identified advice from NUS and LGB student groups as the main sources of support they would
like to have available to them.
Half of the respondents say they do not find difficulties or conflicts between sexual orientation equality and other equality
strands. Unlike the principals’ and LGB staff responses, they do not identify potential for conflicts/difficulties with the other
equality strands. The half who do identify difficulties do not identify religion or belief as a more significant source of difficulty
than any other equality strand.
In general, the respondents think that staff induction, student induction, student tutorial, and social programmes/events
would have the greatest impact on challenging discrimination on grounds of sexual orientation if used within their college.
Just over a quarter of the respondents have not undertaken training that deals with sexual orientation discrimination; a
similar proportion have. Those that have accessed training of this sort were reluctant to say how helpful it had been.

Key outcomes from fieldwork
Learner focus groups
A focus group was held at the national NUS LGBT conference on 17 June 2006. Forty FE learners attended. The purpose of
the focus group was to facilitate a qualitatively richer discussion than that allowed for by questionnaires, and to enable the
researchers to reflect back the directly expressed views of this group. Participants were asked a series of open questions,
and encouraged to think and discuss widely around them. The full report includes comprehensive verbatim reporting.
All participants felt that their colleges were LGB-unfriendly – sometimes drastically and threateningly so. The degree of
threat felt and reported surprised the researchers. All felt their colleges made the issue of sexual orientation and the
presence of LGB people in college invisible. There was a consensus that homophobic bullying was ubiquitous and that
achieving redress was all but impossible. A number of participants feared for their safety in college. One university student
union officer whose union displayed LGB student society posters in the neighbouring FE college only allowed postering to be
undertaken by students working in pairs, due to constant threats of violence.
Representative comments included:

“Equality policies need to mention us by name as gay people; unless the words are there we
become invisible.”
“Our college has a kitemark about good disability standards. That’s great. In an LGB-friendly college
we would have one for LGB standards if it really was LGB-friendly.”
“Every day I walk through the college and people shout ‘faggot/queer’ or ‘shoot the faggot.’ I try to
ignore it now. I have complained to staff – to tutors and I went to see the principal. They just say,
‘What can we do? Just ignore it.’ I can’t ignore it really. The words are said to me. If they called
me a ‘black bastard’ I might be able to get something done. But they know that if they call me a
‘faggot’ instead nothing will happen. I am scared, but I get used to it.”
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“Sex education ignores us. They concentrate on avoiding pregnancy, and putting condoms on
carrots. But, all of us need to know about safer sex, and we want to look at the emotional issues,
which for us are with people of the same sex. The teachers just won’t touch it with a bargepole.
The LGB issues for sexual health should be an ordinary part of standard sexual health programmes
in college. This would help everyone.”
A small focus group of LGB learners was held in a North of England college in May 2006. Similar findings emerged.
In both focus groups participants stressed that their experience of homophobic bullying at school had been a main reason for
choosing to go to college, where they assumed that no such bullying would occur. This expectation made the experience of
homophobic bullying in college particularly alarming and painful for them, even when the intensity of the bullying at college
was sometimes – although by no means always – less than at school.

Staff focus groups
A small focus group of LGB staff was held in a South West region college in May 2006. Participants reported significant
levels of homophobic bullying and harassment from their peers and from learners, and an unwillingness to report this to
line managers. In one case this had led to a member of staff considering leaving the college. The main reasons for failing
to report bullying was a reluctance to appear weak or victim-like, as well as an expectation that line managers would not
understand the impact and significance of the bullying. To complain was seen as tantamount to ‘coming out’ – a step which
staff did not necessarily wish to take.
The college HR director was interviewed directly after the focus group, and said:

”To be honest though, I don’t really think we have a problem in this college. It’s such a cool place.
People are honestly laid back. Many of our staff have been here for a long while and we have very
good staff relationships. I have heard informally through NATFHE of some problems, but by and
large I think we do well on this front. There are no complaints coming through. I like to think it is a
great place to work, whatever your sexual orientation.”
This illustrates the gap that can exist between the assumptions and awareness of management and the actual experience of
LGB staff and learners. It highlights the importance of direct consultation with LGB college members, and of having in place
mechanisms to facilitate that consultation effectively and regularly.

Interviews with LGB principals
Two LGB college principals were interviewed. Both lead large, successful, highly diverse, inner city general FE colleges. Both
are out as LGB. A comprehensive transcript of the interviews is included in the full report.
With reference to the research findings, both agreed that the FE sector is LGB-unfriendly:

“There are many principals for whom this is a no-go area. I think to be a junior staff member in a
college with that sort of leadership will be difficult, especially for younger people who are used to
being ‘out’. I think it could still blight a career, unfortunately.”
“In a previous college I had been acting in a senior post for two terms. I applied for the substantive
post and failed to get it. I requested feedback, and it was made clear to me in terms that, ‘We do
not consider it appropriate to appoint people like you to senior positions.’ It was obviously referring
to the fact that I am gay. I left the college as soon as I could. I have never looked back in terms of
my career progression, but it hurt at the time, and it still hurts.”
Both agreed on the central importance of a college culture that supports those LGB staff and learners who wish to come out
in college.
They both agreed, too, on the importance of staff training that ensured an understanding of the law, placed an emphasis
on dealing with homophobic harassment and bullying, enabled participants to explore what it is like to be an LGB college
member, and struck a balance between self-reflection and the development of practical skills.
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They both understood why there might be a perception of conflict between faith or belief-related equality and sexual
orientation equality in colleges. Both lead colleges with substantial Muslim populations and organised Christian groups.
However, their experience was that in a context of well understood and embedded college values of respect for difference,
equality on both grounds coexisted without difficulty.
Their priorities for action to support sexual orientation equality were: appropriate staff training and induction, learner
induction, the use of LGB-friendly chartermarks and the explicit inclusion of sexual orientation equality in the Common
Inspection Framework.

Conclusions
Leading from an informed position – the case for monitoring
The need for information as the basis for effective leadership is axiomatic. The questionnaire and fieldwork research
developed for this report consistently indicates the existence of a number of barriers to effective learning and staff
contribution of LGB people in further education.
The ubiquity of harassment and bullying stands out for both learners and staff. Colleges could, therefore, be in danger of
successful litigation, with all the costs in terms of money and reputation that that entails.
Given the observation by LGB learners that a key motivation for them joining a college was to escape homophobic bullying
at school, we believe it is reasonable to infer that the continuation of such bullying in college is likely to affect their
retention and success.
The need to manage this set of issues equitably and effectively, makes the case for the introduction of sexual orientation
monitoring, both of employment and of learning.
In one-to-one interviews and in comments made in response to questionnaires, many college principals indicated their
reservations about sexual orientation monitoring. Typically, they observed that it would constitute an unjustified invasion
of privacy and they expressed uncertainty about its value and purpose. However, given the findings of this report, it could
be argued that the lack of such monitoring could constitute unwitting collusion with discrimination, since if the extent and
detail of discrimination is not quantified, it is difficult to resolve.
The sector is used to undertaking monitoring on the basis of race, gender and disability in order to identify barriers to
equality, address the needs of groups of learners and measure the impact of policies and practice on different groups. Sexual
orientation monitoring would have the same effect.
Monitoring would enable colleges to determine if LGB student and staff retention was significantly different to that of
heterosexual peers, if LGB student success or access to curriculum areas differed from heterosexual learners, and if the
college successfully recruited learners and staff broadly in proportion to the LGB community at large. This knowledge would
enable colleges to understand any disparities and then take action to remedy them.
As with monitoring of race, gender and disability, sexual orientation monitoring would be voluntary and entirely
confidential. Practical guidance on how such monitoring can be implemented is contained in the full report.

The contribution of LGB staff and learner groups
We believe that the richness and importance of our discussions with LGB staff and learners makes the case for colleges to
establish appropriate mechanisms to consult with their LGB members. Our fieldwork confirms that, without an LGB voice to
articulate LGB experience, college leaders are unlikely to be aware of the extent and nature of homophobia that might exist
within their college.
Where LGB staff and learners have told us that they do not want to be part of groups specifically for them, their reason has
often been a fear of discrimination. These views must be respected. Equally, colleges should deal with the experiences that
have given rise to these fears. If they can be addressed, the demand for LGB staff and learner groups may well be stronger.
From the colleges’ point of view, LGB groups offer a strong and consistent basis for consultation. From LGB individuals’ point
of view, LGB groups provide a safe and supportive space and a platform from which to share views and experiences hitherto
gone unheard. Examples of the effective use of such groups are contained in the full report.
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Dealing with homophobic bullying and harassment
Our fieldwork research identified an overwhelming experience of homophobic bullying and harassment. The analysis of LGB
staff responses showed that 37% of respondents consider their college as LGB-friendly, 24% consider it to be LGB-unfriendly
and the remaining 39% did not respond. Interviews with LGB staff in a South West region college reflected the experience
of homophobic abuse alongside a view that other aspects of the college could be considered LGB-friendly. We conclude,
therefore, that homophobic bullying and harassment constitutes an issue for the sector across colleges with varying degrees
of LGB-friendliness. Interviews with LGB learners clearly identified levels of often extreme homophobic harassment and
bullying.
Homophobic bullying and harassment comprises unlawful direct discrimination, making colleges vulnerable to litigation. The
victims of such behaviour should receive a prompt, clear and serious response to their complaints. Colleges should ensure
that the unacceptability of homophobic bullying and harassment is written into all relevant disciplinary and other relevant
college codes, alongside other forms of bullying and harassment.
Unless homophobic behaviour is outlawed explicitly, by name, there is a possibility that it will not be picked up by a general
policy or code on bullying and harassment. The strong evidence from fieldwork focus groups and interviews is that issues
of sexual orientation tend to remain invisible unless specifically mentioned and profiled. There is a case for colleges to take
specific steps to encourage the safe reporting of homophobic behaviour, given that many interviewees stressed a reluctance
to complain.

Kitemarking or chartermarking the college as an LGB-friendly organisation – ‘coming
out’ the corporate way
Both LGB learners and staff, including college principals, identified the importance of colleges achieving and displaying a
recognised kitemark of LGB-friendliness. Respondents mentioned the Two Ticks – Positive About Disabled People kitemark
and said that an LGB equivalent would be valuable. Many LGB respondents identified the ‘invisibility’ of LGB people and
issues within colleges. Public kitemarking/chartermarking with a badge of LGB-friendliness and rigorous standards would
provide positive visibility.
At the time of writing, two such kitemarks are in use by a small number of colleges and may prove of value to the sector.
Stonewall operates its Diversity Champions scheme nationally, which embraces the public and private sectors. Navajo, an
LGB organisation based in North West Lancashire, awards its own kitemark to regional organisations. Stoke on Trent College
and Blackpool and the Fylde College currently display the Stonewall Diversity Champion’s kitemark as does the Centre
for Excellence in Leadership itself. Blackpool and the Fylde College alone displays the Navajo kitemark. Details of both
frameworks are provided in this report.

Staff training – empowering staff to make the college an LGB-friendly organisation
The need for improved staff training was identified in all responses to this project. Interviews with staff and learners and
the experience of sexual orientation equality training in both Oldham and Blackpool and the Fylde colleges examined during
research indicate that the key purposes of staff training should be:
z

ensuring an understanding of the law and the duties of colleges

z

facilitating an understanding of how homophobia is experienced by LGB people

z

facilitating an understanding of the significance and importance of ‘coming out’ and being ‘out’ at work

z

enabling participants to connect this to their everyday work so they can identify how they can support/lead for
sexual orientation equality in their particular role

z

enabling participants to develop the confidence and techniques to effectively challenge homophobic behaviour
wherever they find it in college

z

enabling participants to examine their personal responses to sexual orientation equality

z

enabling participants to understand and negotiate with a variety of cultural and religious approaches to
sexuality within a context of supporting equality on grounds of sexual orientation
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z

enabling participants to distinguish between corporate and personal values, where they may be in some
conflict, and associated appropriate behaviours.

Full details of the Oldham College and Blackpool and the Fylde college training programmes are contained in this report.

Learner induction
Given the reported experiences of LGB learners and staff, learner induction is an early opportunity to set out college values,
expectations and requirements in relation to sexual orientation equality.
There is a danger of important issues of all kinds being lost in a welter of information at induction. Simply distributing a
college equality policy may not, therefore, make significant impact. More effective approaches might include linking key
themes and issues first raised in induction to subsequent tutorial programmes.
This is as true for equality on grounds of sexual orientation as it is of health and safety, library use, and learner support etc.
Examples of how colleges have used and developed induction in this way are included in the full report.

College policy
Written equalities policy should make specific reference to sexual orientation equality. This can be a discrete policy or part of
a wider equality and diversity policy with explicit and clear reference to sexual orientation.
Policy should set out how the college plans to comply with the law and to then move beyond compliance towards
excellence. It should address employment and key learning functions, including college ethos, curriculum, induction, tutorial
and behaviour. It should set out the unacceptability of homophobic harassment and bullying and link this to the college
disciplinary code. The policy should include a SMART action plan.
Examples of college sexual orientation equality action plans are included in the full report.

The importance for LGB staff and students of the freedom to ‘come out’
One key goal of sexual orientation equality policy should be the creation of a college culture that supports LGB staff and
learners to ‘come out’ if they wish to. During our fieldwork and in responses to questionnaires, LGB respondents repeatedly
stressed the importance of this issue.
Our statistical research found that where LGB staff said their college is LGB-friendly, their qualitative comments indicate that
this is because they are able to be ‘out’, and that often, they have ‘out’ LGB peers. LGB learners in focus groups stressed
how important it was for them to see visibly ‘out’ LGB staff in their college. Thus it appears that the central element of
college LGB-friendliness is an enabling and inclusive ethos, leading to the possibility of those college members who wish to
be ‘out’ to be so, and with the encouragement and support of college leaders.

Drivers of action and change
The full report provides key extracts from and an analysis of how
{
{
{
{
{
{

Every Child Matters
the government White Paper, Further Education: Raising Skills, Improving Life Chances
Stand up for us, published by DfES and Department of Health
Education for All (Stonewall)
the Employment (Sexual Orientation) Regulations
the Joint Agreement on Guidance for Sexual Orientation Equality in employment in further education colleges
between the AoC and college trade unions

provide a legal and policy framework within which a robust and consistent approach to sexual orientation equality has to be
taken by colleges and their leaders.
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Statistical research outcomes
Analysis of the returns from the three targeted questionnaires are presented below, following the order in which questions
were asked in each of the questionnaires, with each of the questions stated above analysis of responses.

Questionnaire 1 – College principals’ survey
Respondent profile
A total of 161 further education college principals completed and returned valid responses to the equality and diversity
sexual orientation survey questionnaire. Of these responses, 16 of the principals did not provide the name of their college.
Only nine (6%) of the returned questionnaires are known to be from sixth-form colleges. The questionnaires that were
completed by universities and by colleges outside England and were not considered in this analysis.

The profile of responding colleges
Of the 143 responding colleges whose location is known, London colleges (25) have the highest representation among
respondents. The lowest level of representation (11) is from the North East region. The following chart shows the
distribution of responses by region.

Responses by region
East Midlands

25

Eastern

20

London
North East

15

North West
South East

10

South West

5

West Midlands

0

Yorkshire & Humberside

Part one – The practice of leadership
Q1. How confident are you of being able to provide strong leadership in your college to implement fully equality on
grounds of sexual orientation as required by current and forthcoming legislation?
Of the 142 principals who responded to this question, over half (54%) are confident, over a quarter (27%) are very confident
and 11% are not confident. One in ten of the principals who returned the questionnaire did not respond to this question.

Principals' level of confidence
60
50
%

40

Not confident

30

Confident

20

Very confident

10
0
December 2006 | 13

The vast majority of principals identify a need to increase their knowledge and level of confidence to better promote sexual
orientation equality while a minority suggest that much is already in place.

“I am surprised if this is seen to be a priority in colleges at the moment. All of us are equal
opportunity employers and have a culture of non-discrimination on any grounds both in relation to
our staff and our learners.”
Principal, college in London region

“I need to know much more about this legislation and would welcome you sending information.
I am fairly ignorant about this and so websites etc would help.”
Principal, college in South West region
Q2. Which of the following activities have you personally, or has the college taken, or anticipate taking, to encourage a
consideration of this strand of the equality agenda within your senior management team?
The activities the principals identify are set out in the following table:

Activities to encourage sexual orientation equality
consideration in the college
100
80
60
40
20
0

AoC advice
Circulating guidance
Discussing guidance
LSC advice
Consulting TUs
Legal advice
Outside speakers
Consulting LGB organisations
CEL advice

*Multiple responses

Other suggestions provided by the principals include:
{
{
{
{
{
{
{
{

advice from Beacon Colleges
advice from internal ‘expert’ diversity manager
equalities training for all staff
external LGB reps on college diversity groups
impact assessment
professional updating for HR managers
external consultants
Sixth Form Colleges’ Forum (SFCF) advice and guidance.

While guidance and advice are seen to be important, other mechanisms and resources are seen as equally important in
promoting sexual orientation equality as suggested below:

“It is not solely about offering guidance. There should be more support for discussions on what the
implications are for staff and students. We need practical solutions and possibly the development
of wider standards across the sector to firmly put equality and diversity on the agenda.”
“In my experience many colleges are well developed in this area of support for equality without the
legislation requiring it to be so. There has been much progress over the last five or six years in this
respect.”
Principal, college in Yorkshire & Humberside region
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Level of confidence and approaches considered/used within the college
Level of
confidence
Not confident
Confident
Very confident
Total

Legal
advice
3
24
21
48

AoC
advice
5
61
25
90

LSC
advice
2
42
15
59

CEL
advice
3
11
5
19

Outside Circulating Discussing
speakers guidance guidance
1
6
17
29
56
43
14
22
29
44
84
89

Consult
TU
2
23
22
47

Consult
LGB orgs.
1
20
12
33

Those principals who are very confident or confident are more likely to consider, or have used, advice and guidance in
exercising strong leadership on sexual orientation equality in their college. The ones who are not confident have not used
and have not considered using the above support.
Q3. Which of the following factors in your college might make full compliance with legislation on sexual orientation
easier and more likely?
There is recognition among principals that an inclusive college culture and ethos, underpinned by a good understanding
of the legislation and the use of key partnerships internally, and with external stakeholders, are vital to promoting sexual
orientation equality effectively.

Factors that might make full compliance easier and more likely
140
120
100
80
60
40
20
0

College ethos that supports
equality
Good general understanding
of the legislation
Good TU relations
A lesbian/gay friendly
environment

The principals suggest the following in addition to those above:
{
{
{

leadership commitment and action
support both for LGB staff and students
strict compliance with equality legislation.

Some are already taking specific action as follows and are identifying what would help them to pursue compliance:

“The college’s Equal Opportunities Manager is currently establishing Equality Duty forums (for
disability, gender and diversity) with a view to complying with the Equalities Act. A student LGB
group already exists and the formation of a staff LGB group is currently being explored. Continued
professional development (CPD) is also being investigated and we are currently considering using
the diversity training offered by the local police service.”
Principal, college in London region

“Developing my own confidence with the issues in order to be credible when talking to LGB
colleagues and those who will be dismissive. There may be regional differences or urban/rural
dimensions which will make the issues harder to lead on in some colleges.”
Principal, college in South West region
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“We have found promotion of equality and diversity to be fundamental to all strands. In a small FE
college it is difficult to encourage the formation of any student groups and so we use promotion
as much as possible. We are a Hate Crime Reporting Centre (homophobia and racism) which we
publicise clearly around college. We ensure we have positive images and visible posters for LGB
organisations around college. We have explored LGB case studies in relation to ‘Every Child Matters’
in whole-college staff development.”
Principal, college in Yorkshire & Humberside region

“We have renamed our Equality and Diversity policy to include clear and positive guidance on sexual
orientation.”
Principal, college in South East region
Q4. Which of the following do you think would support and strengthen those factors?
The factors that principals suggest would support and strengthen the college’s ability to be compliant with the legislation are
as follows:

Factors that would support and strengthen the
college's ability to be compliant
120
100
80
60
40
20
0

Tasking equality and
diversity committees
Consulting LGB staff and
learners via focus groups
Consulting and taking advice
from LGB learner groups
Consulting and taking advice
from LGB staff groups
Encouraging formation of
LGB learner groups
Encouraging formation of
LGB staff groups

Other suggestions include:
{
{
{
{
{

policies, training and establishing a code of conduct
clarity and commitment from leading national sector organisations
senior management promotion of sexual orientation equality
networking with other colleges who have effective practice
staff development.

“Establish an LGB managers’ network similar to that for BME managers within the sector.”
Principal, college in North East region

“One must take a similar approach as one does for other strands of equality and diversity ie taking
account of perceptions, sensitivities, the legal framework, and thus determine appropriate actions
for the institution.”
Principal, college in South East region

“Benchmarking with other organisations. Identifying and implementing good practice. Use of impact
assessment and consultation with groups of LGB learners/community members.”
Principal, college in North West region
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Q5. Please identify those factors in your college that may make full compliance with legislation on sexual orientation
more difficult and less likely.

Factors that might make compliance difficult
and less likely
70

Lack of appropriate written guidance

60

Absence of LGB staff groups

50
40

Absence of LGB learner group

30

Lack of information

20

Lack of support

10

None

0
The other suggestions include:
{
{
{
{
{
{
{

a discriminatory climate
a college culture where being ‘out’ and gay is not at all easy. It seems that homosexuality/ bisexuality doesn’t
exist here
disinterest by LGB staff &students
intolerance in local population
lack of visibility of sexual orientation equality information
managers not prepared to tackle discrimination formally
peer attitudes and some religiously based bias.

“I worry that some of the proposed approaches miss the central point of organisational culture,
which is the critical element in successfully tackling the issue of diversity overall.”
Principal, college in Yorkshire & Humberside region

“We firmly support all the legislation to promote equality. However, the management of change
within a large organisation is costly. Some transition ‘management of change’ funding should
be available with every piece of legislation especially when there are so many ramifications in
education.”
Principal, college in South East region

“Need more awareness training on sexual orientation in terms of legal requirements, case studies,
problems that might occur in FE and support groups available.”
Principal, college in West Midlands region

“I think this legislation is to be welcomed but it will be difficult to ensure observance. My concern is
that it is rather more intrusive potentially in relation to people’s private lives.”
Principal, college in Eastern region
Q6. Do you anticipate the college experiencing difficulties or conflicts between the sexual orientation strand and other
strands (e.g. gender, age, religion, race etc.) of the equality and diversity agenda?
More than two-thirds (69%) say they do not anticipate any conflicts or difficulties. Of the minority (18%) who perceive
difficulties or conflicts between these strands, the strands they identify are religion or belief (26%), race (14%), gender
reassignment, disability and, to a much lesser extent, age. The qualitative comments provide some reasons for these
responses.
Those principals with a greater level of confidence in their ability to provide strong leadership on sexual orientation equality
tend not to anticipate conflicts to the extent of those who are less confident.
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Anticipate conflicts with other equality strands
Level of confidence
Not confident
Confident
Very confident
Total

Yes
3
22
4
29

No
7
64
37
108

“We do not anticipate major cases in this area because of the college’s strong culture of
inclusiveness. Our June 2006 inspection report states that equality of opportunity is the lifeblood
of the college. In our next review of policies and procedures we will look at them through this lens
and we could measure the impact of these on the LGB community.”
Principal, college in London region
The perceived areas of conflict that are of particular concern are presented in the following chart:

Perceived difficulties/conflicts between sexual
orientation and other equality strands

30
20
10

Religion or belief
Race
Gender reassignment
Disability
Age

0

The following explanations are provided to support the above picture:

“If we did experience conflict it is most likely to be on the basis of faith or belief. It’s possible that
some people of faith might object to a higher profile for sexuality issues. This is just an assumption
as there is no proof of this at the minute.”
Principal, college in South East region

“Have had real issues with this part of equality in previous role where large numbers of students
were from different ethnic groups who had real prejudice against LGB staff and students. It
was very difficult to monitor behaviour. Many LGB staff felt discriminated against and students
definitely had a difficult time at college despite all our efforts.”
Principal, college in North East region

“In an area with increasing religious fundamentalism, both Christian and Islamic, this is becoming
a contentious issue. We have diversity in our staff represented by BME staff, gay and lesbian
staff and staff with disabilities. However, some staff in these groups do not display the degree of
tolerance we should expect. ‘Talking Cures’ are not the sole answer. We have had to take legal
advice.”
Principal, college in London region
Q6b. How do you anticipate such difficulties or conflicts being managed?
The principals anticipate the following as factors that might help to manage difficulties or conflicts between the sexual
orientation and other equality strands.
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Mechanisms for managing difficulties / conflicts
70

Ensuring written into policies

60

Communicating information to
staff and students
Clear public statements from
college leaders
Use of college rules

50
40
30

Brokered discussions
Establish relationships with
LGB organisations

20
10
0

Some have already put systems in place as follows:

“We have recruited trainers to deliver specific training on all areas of sexual orientation, to all staff,
governors and sessions for students as a rolling programme.”
Principal, college in Yorkshire & Humberside region

“The student union has close links with local LGB organisations who attend our freshers fayre, and
diversity week to promote awareness and provide support to individuals.”
Principal, college in East Midlands region
Q6c. What support do you think would be helpful in delivering the above?
All of the options offered in the questionnaire are popular with principals, as shown in the following chart. However, there is
a preference to learn from what has already worked across the sector.

Support that would be helpful in managing potential conflicts
70

Good practice case studies

60

Briefings

50

Trade union support

40

LSC guidance

30
20
10
0

CEL guidance
LGB organisations support
Community organisation support

In addition to the above, a principal offers the following examples of approaches used:
{
{
{

tutorial sessions – involve challenging homophobia in a light-hearted, non–censorious and interesting way to
change behaviour.
enrichment activities eg a poetry evening involved a black lesbian poet who challenged perceptions and was a
positive role model for LGB students.
may be a good idea to explore an organisation used by Blackpool and the Flyde College called ‘Navajo’ (an LGB
organisation). They provide training on practical ways of tackling homophobia.
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Part two – The experience of others’ leadership
Q7. Have you found any sources of leadership/support, other than continuing professional development (CPD), helpful
in enabling the college to lead the sexual orientation strand of the equality agenda?
Nearly two-thirds (63%) of respondents said they have found some sources of leadership/support, other than continuing
professional development (CPD), helpful. Just under a quarter (21%) said they had not. They provide the following examples
of leadership support they found helpful:
{
{
{
{
{
{
{
{
{
{
{
{
{

advice, guidance and support from the AoC and ACAS
advice from an AoC Beacon Award college
general advice from legal experts and sharing information between legal and HR
an internal equality committee and internal specialist knowledge
local input from the Terrence Higgins Trust
local LSC equality network – guest speaker from Oldham College
LSC and AoC legal briefings
meeting and sharing of good practice with other colleges
published materials from companies such as Rainbow Strand and Stonewall
explicit support from colleagues and senior management
the college has achieved the Navajo chartermark for gay, lesbian and bisexual-friendly service
recruited trainers to deliver specific training on all areas of sexual orientation, to all staff, governors and sessions
for students as a rolling programme
young people’s projects with specialist workers working with young LGB people – works with tutorial groups
eg PULSE and NUS.

Q8. What kind of learning and skills sector leadership and support on equality on grounds of sexual orientation would
you find helpful (other than CPD) in developing your own leadership on this issue?
LSC and CEL guidance are preferred here, in keeping with their role and remit in the college sector. The more formal
mechanisms are less favoured by principals.

Leadership resources and tools that would help develop
sector leadership on sexual orientation equality
120

LSC guidance

100
80
60
40
20

CEL guidance
Quality Improvement
frameworks
Inspection frameworks

0

In addition to the above, the college principals’ suggestions include the following:
{
{
{

Equality Commission leadership
not just guidance, but practical support to incorporate in practice
sharing of good practice.

One of the principals suggests that they do not know the sexual orientation of their staff and would certainly never dream of
asking them.
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Q9. How do you anticipate supporting the development of a leadership contribution by senior staff and others in your
college on this strand of the equality agenda?
The principals suggest the following:

Activities to support leadership contribution to achieving
sexual orientation equality
120
100
80
60
40
20
0

Tasking equality and diversity
committees
Communicating with LGB staff
and learner focus groups
Consulting and taking advice
from LGB learner groups
Encouraging formation of LGB
learner groups
Consulting and taking advice
from LGB staff groups
Encouraging formation of LGB
staff groups

Other suggestions include:
{
{
{
{

continue working with LGB groups
CPD polices
encouraging LGB staff and learners to join the Equality & Diversity working group
ensuring senior staff are briefed, trained and knowledgeable; that they champion equality issues and are role
models of good practice and ensuring that messages are clear and consistent.

Q10. Has your college adopted, or is it planning to adopt, the Joint Agreement on Sexual Orientation Equality agreed
between the AoC and the recognised FE unions developed to equip colleges to meet their legal obligations under the
Employment Equality (Sexual Orientation) Regulations 2003?
Just over half of the principals (51%) say their college has adopted, or is planning to adopt, the Joint Agreement. Nearly a
quarter (24%) report that they are not.

Part three – Continuing professional development
Q11. Have you taken part in any CPD designed to empower you to act on sexual orientation equality issues?
Nearly one-third of the principals have taken part in this type of CPD. A significant majority (52%) have not. Of those who
took part in such training, only just over a quarter (27%) said they found it useful.

Principals’ rating of CPD designed to empower them to act on
sexual orientation equality issues
30

Not useful

20

Useful

10

Very useful

0
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Q12. What kind of CPD resource/activity would you find most helpful in improving your level of confidence in
implementing fully equality on grounds of sexual orientation in your college?
As with previous responses, there is a preference for tried and tested approaches set out in resources such as case studies.

Principals’ rating of CPD they would find most helpful
140
120
100
80
60
40
20
0

Good practice case studies
Legal briefings
Supporting perspectives from
cultural and religious standpoints
Working with LGB organisations
Information about sexual
orientation

“Any training or awareness-raising work must equip managers to be able to speak on this subject
without embarrassment and from an informed viewpoint. A good CPD programme would be for
senior managers from a number of colleges, with a facilitator to explore their approaches to
managing these issues and really get them comfortable with the subject.”
Principal, college in West Midlands region
The principals’ preferred method of delivery of training/awareness-raising sessions on the equality and diversity sexual
orientation agenda are as follows:

Preferred delivery methods for training / awareness raising
activities
100
80
60
40
20

Mixture of methods
Team-based activities
Coaching
Drama-based training
Grade-based training

0

Other suggestions are:
{
{
{
{

anything but drama-based/simulation
case study / best practice / distance learning
discussion around values
guidance documents/written materials.

(i) FE should make more use of the Equality Challenge Unit materials for higher education which are well developed
and cover all issues for colleges.
(ii) It is difficult to isolate one aspect of equality and diversity. To be an effective leader it is necessary to address
equality issues as a coherent whole.
(iii) There are some practical problems in drawing together groups which should be recognised and addressed. In
addition, to have groups representing all aspects of every equality would be impossible. Leaders need practical and
achievable examples of methods by which feedback can be obtained and which will provide a useful and meaningful
input into college life and activities.
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Questionnaire 2 – LGB staff survey
This survey questionnaire targeted LGB college staff. The questionnaire was clearly marked for LGB staff and circulated
largely through LGB staff networks. Nevertheless, 24% of its respondents identified their sexual orientation as heterosexual.
We were interested to know what the questionnaire analysis would look like without the heterosexual responses,
particularly because we have been concerned to identify and present an ‘LGB voice’ to inform our recommendations.
In addition, we wanted to find out what the heterosexual analysis on its own would reveal and whether this would be
significantly different from the LGB analysis.
For the purposes of this report, LGB respondents are those people responding to the LGB college staff questionnaire who
identify their sexual orientation as other than heterosexual. The heterosexual respondents in this report are those people
who identified their sexual orientation as heterosexual in the LGB college staff survey.
Throughout this analysis, where there are sufficient heterosexual responses and where the similarities and differences are
significant, there will be comparisons made between the responses from LGB staff and those staff who identify their sexual
orientation as heterosexual. Where there are less than five responses from one or other group of respondents to a particular
question or an element of a question, we report analysis on an aggregated basis – ie one that does not distinguish between
LGB and heterosexual respondents. Throughout this report all percentages are rounded to the nearest whole number.

Part one – Background information
Analysis of the heterosexual responses included large numbers of non-responses to individual multi-choice questions. Often
these represent less than five valid responses which make the results, on their own, statistically unreliable. The qualitative
comments accompanying the responses improve the quality of the information from this respondent group. Moreover, the
results provide some interesting insights when the heterosexual responses are compared with LGB staff responses. When
compared with the heterosexual staff responses, the 162 LGB staff responses are of a number and quality that remove any
concerns about statistical reliability. This is helpful in establishing the impacts of the heterosexual responses within the
overall LGB staff questionnaire analysis and in identifying any divergent views within these respondent sub-groups.

The heterosexual respondents’ profile
Nearly two-thirds of the heterosexual respondent group are aged up to 44 years. 60% are female, 32% are male and a
small proportion identifies as transgender. Three quarters of these respondents are white British and the others are from
various white, black, Asian and mixed ethnic groups. One is disabled. The majority (38%) do not have a religion and,
consistent with the analyses of principals and LGB staff, the vast majority of those who have a religion are Christian. These
respondents are from colleges distributed across eight regions and they occupy various teaching and non-teaching roles.
They have worked in their college for between two and thirty-two years.
The majority (62%) of heterosexual respondents have non-teaching roles and another third are lecturers. More than half are
full-time fractional and the working arrangements for a third are unknown. More than 90% are on permanent contracts. A
small number hold a college union position.

LGB respondents’ profile
The age profile of the LGB respondents shows a broadly even distribution with approximately a quarter of the respondents
across each of the under 35, 35–44 and 45–54 age groups.
Nearly half (48%) of the LGB respondents are female, more than one-third (37%) are male and 4% identify themselves as
transgender. Some respondents prefer not to say what they consider their sexual orientation to be. Given, however, that
they have responded to a questionnaire clearly labelled as being for LGB staff, and given too that the greater part of the
circulation of this questionnaire was through LGB networks, we have classified this group as LGB.
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LGB staff respondent profile
40

Bisexual
30

Gay
Lesbian

% 20

Prefer not to say
10

Unknown

0

The regional distribution of respondents shows a high level of responses for the London region. Like the overall respondent
profile, a significant majority of the LGB respondents (26%) are located in London, with 17% located in the East Midlands.
The remainder are distributed throughout the other English regions in very small numbers.

Respondents by region
London

35

Not known
30

East Midlands

25

West Midlands

20

Yorkshire & Humberside

%

North West
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South West

10

North East

5

South East

0
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Region and sexual orientation of respondents

Region
Unknown
East Midlands
Eastern
London
North East
North West
South East
South West
West Midlands
Yorkshire & Humberside
Total
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Did not say

Bisexual

8
3
0
7
0
1
0
1
2
1
23

6
0
0
7
0
0
0
0
1
3
17

Sexual orientation
Gay
Heterosexual
11
8
0
9
1
5
1
2
5
3
45

15
5
1
16
0
1
2
1
3
4
48

Lesbian
12
14
0
18
2
1
0
2
4
3
56

Prefer not
to say
3
2
1
5
1
0
1
1
0
0
14

Total
55
32
2
62
4
8
4
7
15
14
203
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Sexual orientation and work hours

Sexual Orientation
Did not say
Bisexual
Gay
Heterosexual
Lesbian
Prefer not to say
Total

Unknown
5
7
12
18
11
5
58

Work hours
Full time
Seasonal
fractional
17
0
8
0
30
0
25
2
41
0
8
0
129
2

Term time only

Total

1
2
3
3
4
1
14

23
17
45
48
56
14
203

More than two-thirds (68%) of the LGB respondents work on full-time fractional arrangements and nearly three quarters
(73%) are in permanent jobs. There is wide variation in the length of time the responding staff have been working at their
college. More than four in ten (43%) have been working at their college for up to five years, 20% for between six and ten
years, 11% between 11 and 15 years and 7% for 16 years or more.

Part two – The practice of leadership
Q16. How well informed are you about the law relating to equality on grounds of sexual orientation?
Comparison suggests that LGB staff are better informed than heterosexual staff about the current and forthcoming law
relating to equality on grounds of sexual orientation. On the basis of the responses to this question, LGB staff are far less
likely to say they are ‘not at all informed’ about this law and far more likely to say they are ‘well’ or ‘very well informed’.

How well informed about sexual orientation law
40

Not at all

30

Not very well
Well

% 20

Very well

10
0

Did not say
Heterosexual

LGB

Q16a. How well do you understand how the law on equality on grounds of sexual orientation applies to your role in
the college?
LGB staff seem to have a far better understanding of how sexual orientation law applies to their own role in the college than
their heterosexual counterparts. However, the heterosexual staff responses also exhibit a good level of understanding about
this law and how it applies to their role in the college.

Understanding of how sexual orientation law applies to their role in
the college
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30
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Not very well
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Very well
Heterosexual
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Q16b. If you answered ‘very well’ or ‘well’, please identify the sources of your information.
For the 10% who responded with ‘very well’ and the 28% who responded with ‘well’, the sources of their information are a
mixture of internal college sources and information from external organisations. More than half actively sought information
from external sources as shown in the following chart:

Information sources

30
25
20
15
10
5
0

Briefing/guidance for other
organisations
College briefing
Trade union briefing
College run/funded training
College induction
None of these

The results show that in aggregate, respondents gained their information on sexual orientation equality from sources
external to the college. Some accessed information from the news and other media sources including the LGB press, the
internet, Stonewall, reading newspapers, union publications and college newsletters.
Other staff sourced their information through having more active involvement in activities such as co-facilitating an LGB
youth group, involvement in issues outside of the workplace, membership of equality and diversity committees or equality
and diversity panels in the college and taking part in government research. Some tutors did their own research into this law.
Q17. Do you / how do you plan to provide leadership, at any level, to help the college to implement the legislation on
sexual orientation?
In addition to being better informed about sexual orientation law and more knowledgeable about how it applies to their role
in the college, LGB staff are more likely than heterosexual respondents to provide or consider providing leadership on this
issue in their college.
LGB staff (20%) are slightly more likely than heterosexual staff (16%) to provide or consider providing leadership to help
the college to implement this law. The majority of heterosexual (58%) and LGB (53%) respondents do not, and would not,
consider providing such leadership. Similar proportions of respondents from each of these groups (26%) did not respond to
this question.
The LGB respondents who would consider providing leadership in the college indicate that they would do so on a
one-to-one, team, department or college-wide basis. The few heterosexual respondents provide/plan to provide this
leadership on a department and college–wide basis. They also suggest that the curriculum would be a vehicle for such
leadership.

How should leadership on sexual orientation issues be exercised?

20
15
10
5
0
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One-to-one
Team
Department
College-wide
Within a staff union
Senior management team
None of the above

Equality and sexual orientation: the leadership challenge for further education
LGB respondents who do not wish to provide sexual orientation equality leadership in their college give some of the
following reasons:

“‘I am not in a position to provide leadership although I intend to advise colleagues on an informal
one-to-one basis if they are interested.”
Lesbian non-teaching staff member
The heterosexual respondents provide some of the following reasons for not wishing to provide leadership on sexual
orientation equality in the college:

“I will be doing this as part of the Equality & Diversity Committee rather than being a designated
lead personally.”
Heterosexual non-teaching staff member

”I intend to ‘lead by example’ and challenge any discriminatory behaviour or comments.”
Heterosexual teaching staff member
Q17b. If you answered ‘no’, please say why you do not plan to provide leadership in your college in the application of
legislation on sexual orientation?
We found a mixture of those who do not know enough about the sexual orientation legislation and those who do not want
to lead on this issue – including those with a negative experience of providing such leadership in the past. It is important to
note the high number of instances in which the term ‘fear’ is mentioned in the comments provided by LGB staff responding
to this survey and this question in particular. There is much reference to fear of discrimination, fear of being ‘outed’, fear of
colleagues and students finding out about their sexual orientation and fear of the disadvantage that could result from being
open about their sexuality. The qualitative responses and explanations provided by respondents fall into categories showing:

1

Those who do not want to provide such leadership

“I’m not interested in doing it.”
Lecturer, North East region

”Because I don’t feel in a position to provide ‘leadership’ regarding this issue and because I believe
that the current management should be able to do this. It’s not only for LGB staff to provide
leadership on LGB issues.”
Lesbian non-teaching staff member

2

Those who do not understand and therefore do not know how to provide such leadership

“I don’t understand the law enough to be able to. I do not understand how I can provide leadership.
Within teaching I do not allow any inappropriate behaviour linked with people’s sexual orientation
& encourage students not to discriminate.”
Lecturer, London region

“I wouldn’t object to doing it, but I don’t know what platform I would have, or where to start. I’m
happy to help if I can, but I’m not sure how.”
Lecturer, Yorkshire & Humberside region

3

Those who fear discrimination and victimisation as a direct result of providing such
leadership

“There is always a fear of being publicly the ‘only gay in the village.’ It’s like gay issues and people
do not exist here – although my immediate workmates are great. I have always picked up an
implicit message that I must not ‘come out’ to the students. I’m afraid I have bought into this. It
would be good if equality and diversity was not a special ‘issue’ but on a level with other training
subjects and treated/publicised/taken for granted as such.”
Lecturer
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4

Those who see such leadership as not making a difference because of a lack of real
commitment within the college

“I feel that sexual orientation issues end up as tokenistic actions quite often. People comply because
they feel they should but day-to-day practices/conversations often indicate hypocrisy. The only
time this was mentioned in my presence all turned to me when the VP asked who might lead on
this. I invariably find LGB staff are asked to lead it. But I think heterosexuals should be in the mix at
the front end...some elements of homophobia amongst staff makes it difficult to be ‘out’.”
Lecturer, East Midlands region

5

Those who are concerned about tokenism and the college seeing this only as an LGB issue
rather than an issue for the whole college.

“Within our college I find a reticence to take on board the whole sexual orientation remit. Unlike
working in my last job where there was a large proportion of gays/lesbians, there seems to be only
a few here. Maybe there are many ‘not out’. I am on an uphill struggle and I get tired of being the
only person that gets actively involved.”
Lecturer, London region

“Whilst I have participated in such activities when working in a university, I feel this college is so
insidiously homophobic (and racist)- with those in charge of equality issues among the worst
culprits – that I do not feel prepared to put myself on the line any longer.”
Lecturer, London region

6

Those who consider it a management role

“I have no idea how I could go about it. I do not have any say about what happens because this is a
management role. I am not management. It is not my responsibility.”
Lecturer, East Midlands region

“Because as an ordinary member of staff the senior manager responsible for equality is hardly likely
to let me and I am worried about victimisation.”
Lecturer, East Midlands region

“We have a specific co-ordinator whom I’m confident would provide effective leadership. I don’t see
that my sexual orientation should make me the obvious person to follow this through.”
Lecturer, Northern region
Q18. Please identify the resources you plan to/would like to use to support your leadership on this issue in your
college.
For those respondents who had provided leadership on sexual orientation equality and those who plan to do so in the
future, 69% identified external sources such as LGB organisations, union and legal advice and external speakers as providers
of the information, guidance and advice resources they plan to/would like to use. Support from these organisations is placed
well ahead of that which might be available from AoC, LSC and CEL.
Q19. How confident are you that in your college role you would be able to respond appropriately in dealing with an
issue relating to discrimination on grounds of sexual orientation?
LGB respondents have a higher level of confidence than heterosexual respondents in their ability to deal appropriately
with discrimination on grounds of sexual orientation. However, the levels of confidence for heterosexual respondents
are relatively high, and overall, only gay and lesbian people (but not bisexual) are slightly more likely than heterosexual
respondents to say they are very confident in dealing with this issue in their college.
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Confidence in being able to respond appropriately in the college to
an incident of sexual orientation discrimination
50
40
30
%
20
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0

Not confident
Confident
Very confident
Did not say
Heterosexual

LGB

Confident response in the college by sexual orientation

Sexual orientation
Unknown
Bisexual
Gay
Heterosexual
Lesbian
Prefer not to say
Total
% of total (all
percentages rounded*)

Confident to respond appropriately in the college
Did not say
Not confident
Confident
Very confident
87%
4%
9%
29%
47%
24%
9%
29%
42%
20%
44%
15%
27%
15%
18%
29%
36%
18%
71%
14%
14%
70
47
60
26
35%
23%
30%
13%

Total
100%
100%
100%
100%
100%
100%
203
100%

*Rounded percentages might total slightly more or slightly less than 100%

Q20. What do you think within the college would help to increase your level of confidence in dealing with
discrimination on grounds of sexual orientation?
A summary of the responses is presented in the following chart:

Resources staff think would increase confidence levels
70

An equality committee

60

LGB student discussion
groups

50

An LGB society

40

A college LGB champion

30

Trade Union group

20

LGB representation at SMT
meetings

10
0

LGB representation at
corporation level

The heterosexual respondents think that an equality committee, a college LGB champion, an LGB student discussion group and
LGB representation at corporation level would help increase their level of confidence in dealing with this issue in the college.
The LGB respondents, in significantly high proportions, think that an LGB society, and a trade union group in addition to the
options suggested by heterosexual respondents, would help to increase their level of confidence. Respondents suggested
other mechanisms that would also improve their confidence levels including, “an equality committee that really cared
about equality”, “a properly skilled and aware officer in charge of equality who doesn’t present homosexuality as a ‘freak
show’”, “access to external advisors for LGB staff facing discrimination”, “a culture of respecting all forms of diversity and
challenging homophobic behaviour and clear action plans that include sexual orientation targets.“
December 2006 | 29

Q20a. If you ticked more than one option, please place your selection in order of importance
From the options below, the respondents placed their selection in order of importance as shown in the following chart:
Option
College LGB champion
LGB society
Equality committee
LGB representative at SMT meetings
LGB student discussion group
LGB rep. at corporation level meetings
Trade union group

1st choice
22
19
16
10
8
6
5

2nd choice
10
14
12
14
12
15
6

3rd choice
10
9
9
9
10
9
3

The results are inconclusive as the distribution of first, second and third choices for the first three options are not significantly
different. However, having a college LGB champion, college LGB society and/or a college equality committee are the
preferred mechanisms for increasing the level of confidence to lead on sexual orientation equality.
Q21. Which college mechanisms do you think are important for promoting and achieving equality on grounds of sexual
orientation?
LGB respondents think that college mechanisms of staff induction, college policies (for example, harassment and bullying),
student induction, sexual orientation equality monitoring and equality impact assessment – in that order – are important for
promoting and achieving equality on grounds of sexual orientation.
Heterosexual respondents prioritised response was college policies (for example, harassment and bullying), student
induction, equality impact assessment and equality monitoring on grounds of sexual orientation. It is interesting to note that
both respondent groups perceive similar mechanisms to be important in this respect.
Q22. Do you know whether your college has (i) a separate equality policy on sexual orientation or (ii) coverage of sexual
orientation in a general equality policy? If you reply ‘yes’ to either question, do you think the policy is adhered to?
The knowledge of both heterosexual and LGB respondents in relation to their colleges’ policy approach to promoting sexual
orientation equality show similar patterns. However, some differences appear when these groups are asked to comment on
whether the policy is adhered to.

Knowledge of college policy approach to promoting sexual
orientation equality
40

Separate policy

30

Included in other

% 20
10
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0
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LGB staff comment that they think the policy is adhered to, but have some reservations as follows:

”I think it is stated in the policy but in terms of day-to-day college life, LGB issues and LGB staff/
students are not considered or acknowledged and daily homophobic comments go unchallenged by
all but a very small minority.”
Lesbian business support staff member

”I and other members of staff talk about how we implement our policies and help each other to do
so with our students. Within the union I feel free to talk about the college adhering to our policies.”
Lesbian business support staff member
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”We have some good practice which adheres to the policy and some bad practice – the organisation
will not tolerate discrimination and uses the policy when necessary – it is still a new area for
monitoring though.”
Lesbian lecturer

”The policy possibly just remains a policy and while many staff abide by the principles of equality
the college does not offer any special training or induction on the matter of sexual orientation.”
Gay lecturer

“The agenda is focused on race/ethnicity and gender. The inclusion of LGB issues was an add on
following complaints from LGB staff.”
Lesbian lecturer
Q23. Do you think your own promotion prospects within the college are affected by others’ perception of LGB people?
33% of gay respondents think their promotion prospects are affected by other people’s perception of LGB people, but nearly
half of LGB respondents (45%) do not think this is the case. Overall, while nearly half of the respondents did not provide a
view on this issue, 29% do not think other people’s perceptions of LGB people affect their promotion prospects while 15% do.

Others’ perceptions affecting own promotion prospects

Sexual Orientation
Unknown
Bisexual
Gay
Heterosexual
Lesbian
Prefer not to say
Total
% (All percentages rounded*)

Others’ perceptions affecting own promotion
prospects
Did not say
No
Yes
87%
9%
47%
35%
18%
24%
27%
33%
69%
27%
25%
45%
18%
86%
7%
7%
98
59
30
48%
29%
15%

Total
100
100
100
100
100
100
203
100

*Rounded percentages might total slightly more or slightly less than 100%

Q24. Do you think that LGB college staff who are ‘out’ are discriminated against in any way because of their sexual
orientation when seeking promotion?
LGB are far more likely than heterosexual respondents to offer an opinion on this issue and to have the belief that LGB staff
who are ‘out’ are discriminated against on grounds of their sexual orientation when seeking promotion (19%). However, a
slightly greater proportion of LGB respondents (44%) than heterosexual respondents (38%) also think that discrimination of
this nature does not occur when ‘out’ staff are seeking promotion.
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promotion
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Part three – The experience of others’ leadership
25. Do you consider your college to be an LGB-friendly place in which to work?
More than two-thirds of all respondents think their college is lesbian/gay-friendly and just under a quarter (24%) do not
think this is the case. Heterosexuals make up 20% of those who think the college is lesbian/gay-friendly, 10% of those who
say it is not and over a third (35%) of those who did not provide a view.
Within the LGB group, those who identify their sexual orientation as lesbian (45%) are more likely to think the college is
lesbian/gay-friendly but also highly likely to say it is not. Those who identify as gay (48%) are likely to think the college is
not lesbian/gay-friendly.

Staff perceptions of the LGB-friendliness of the college

Sexual orientation
Unknown
Bisexual
Gay
Heterosexual
Lesbian
Prefer not to say
Total
% of total (all percentages rounded*)

Did not say
2%
8%
6%
35%
11%
15%
81
40%

Lesbian/Gay-friendly
No
2%
8%
48%
10%
29%
2%
48
24%

Yes
3%
8%
23%
20%
45%
1%
74
37%

Total
11%
8%
22%
24%
28%
7%
203
100.0%

*Rounded percentages might total slightly more or slightly less than 100%

Overall, LGB respondents are more likely than heterosexual respondents to perceive the college as a lesbian/gay-friendly
place in which to work.
When asked how they think this has been achieved, heterosexual respondents comment as follows:

”By treating people (regardless of sexual orientation) fairly and according to their needs.”
Heterosexual business support staff member

”Equality and diversity days.”
Lecturer

”Not making a big fuss about it [sexual orientation].”
Heterosexual business support staff member

“Through inclusion and positive management.”
Heterosexual business support staff member
LGB respondents suggest the following examples of good practice in their colleges have contributed to a positive ethos:

“A progressive attempt at training staff in a recognised equality course.”
”People’s attitudes; we need to openly discuss issues and the discrimination people face.”
“I have been involved in awareness sessions for all staff and been supported by other LGB staff in
my work. Students are involved in promotional activity such as LGB History Month.”
“Active and ‘out’ staff members who are lesbian and gay. Good equality and diversity leadership.”
“The Learning Centre has promoted lesbian and gay books and literature & LGB month displays for
the last two years.”
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”In respect of staff it is a friendly and diverse place to work. Students are encouraged to attend
equality and diversity seminars and discrimination is not tolerated.”
”There are quite a number of lesbians and gay men who work here and my line manager is very
aware & supportive regarding my sexual orientation. I think this helps to make the college seem
lesbian/gay-friendly.”
25b. If ‘no’, what is the most important thing that needs to change?
For those staff who say their college is not LGB-friendly, the things they identify as needing to change are:

“More events could take place to educate and include LGB and non-LGB staff about issues relating to
discrimination based upon sexual orientation. Greater acknowledgement and inclusion for LGB staff
is needed.”
Lecturer

“I work in a college where generally there is no climate of openness about anything! So really it’s
a matter of a change of management style generally and of communication that’s needed rather
than anything specific.”
Lecturer, East Midlands region

“Most colleagues are very happy to be ‘out’ to other staff but not happy about being ‘out’ to
students because of possible parent reactions etc.”
Lesbian business support staff member

“Staff and student attitudes.”
Lecturer, Yorkshire & Humberside region

“We need a feeling of openness – because you are working with a younger group of students who
can be homophobic, teaching staff shy away from engaging in any discussion. Within my job, I’m
open to my colleagues yet feel reticent to ‘out’ myself to students – that shouldn’t be. Surely a
large proportion of students will be lesbian/gay and we are not providing a good enough service
for them if all of us [shirk this responsibility].”
Lecturer, sixth-form college, London region

“The attitude that LGB staff are different or ‘other’ needs to change. However, this will take time to
change.”
Lecturer

“The behaviour of the students.”
Lecturer

“Attitude to equalities in general and acknowledgement of differences.”
Lecturer

“More awareness and more information. An LGB society for students/staff is needed. There is
nothing for students.”
Lecturer

“Raise levels of awareness – including it in student induction/ staff briefings – having LGB literature/
images around the college. Student Union setting up LGB group.”
Lecturer, college, East Midlands region

“Management of this issue needs to be undertaken by someone with a real (probably personal)
understanding of equality issues (of any kind).”
Lecturer, London region
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“Religious groups need to be given training in equality for the LGB community. The students
particularly need education and awareness training. Support needs to be given to LGB students.
They need to be able to establish an LGB society with a safe and discreet place to hold meetings.”
Lecturer, South West region

“When I worked at another college – in the late ‘80s we had a well established Lesbian and Gay
Staff Group and the Student Union had an active LGB group – this really helped in making LGB
people feel safe. As a group we produced a booklet called ‘Heterosexism for Beginners’ aimed
at teaching staff and academic managers. We based a training programme around this and
awareness of the issues that affect us was so much better understood. But, a new principal forbade
us from advertising our group in the college newsletter and as all of us gradually left the college
the group folded.”
Lecturer, East Midlands region
Q28. What would you like college leaders to do to establish equality on grounds of sexual orientation and to challenge
discrimination?
The preferences are mainly for action-orientated approaches to training and establishing support mechanisms. The range of
suggestions is presented below in order of respondents’ preferences.

Suggestions of what college leaders should do to promote sexual
orientation equality in the college
80
60
40
20

Undertake training
Support the creation of LGB staff groups
Support the creation of LGB learner groups
Make public statements
Agree policy and practice with trade unions
Publicise the terms of legislation
Task equality/diversity committees
None of the above

0

“The college and its leaders need to more clearly articulate that it welcomes LGB people. My
impression is that the college culture prefers to pretend that we do not exist. Nothing explicit is
done to assure gay staff that they can be ‘out’, encourage gay students to enrol, etc. The equality
policy needs to be firmly embedded and the college MUST work hard to be more inclusive especially
with regard to LGB people – both staff and students.”
Lecturer, South West region

“Challenge perceptions and stereotypes – we still haven’t achieved this in terms of black staff
despite legislation being over 30 years old – if this area of equality still provokes backlash then
there’s a long way to go for all aspects of equality.”
Lecturer, London region

“Homophobic behaviour needs to be challenged by senior management. Social functions at an
executive and senior management level are totally gay-unfriendly.”
Lecturer, London region
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Q29. What do you think would support your college leaders to establish equality and challenge discrimination on
grounds of sexual orientation?
LGB respondents provided practical comments on this issue as follows:

“Positive promotional posters in public areas.”
Gay business support staff member

”Promotion of LGB week. Development days with LGB speakers.”
Gay business support staff member

Staff suggestions for enabling college leaders to challenge sexual
orientation discrimination
80
70
60
50
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30
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Liaison with LGB organisations
A college LGB champion
Inclusion in college inspection
LGB representation at
corporation level
Advice from the LSC
Advice from the AoC
Advice from CEL
None of the above

The other suggestions are as follows:

“Inclusion in investors in people.”
Lecturer, London region

“Advice from Stonewall and other LGB organisations.”
Lecturer

“If it was a mandatory issue at Inspection this college would have to do something though I fear
that much of what would be done, at least initially, would be for presentation purposes only.”
Lecturer, South West region

“Raising the profile of equal opportunities as a whole.”
Lecturer, London region
Q25b. What is the most important thing that needs to change to make the college lesbian/gay-friendly?
LGB respondents suggest:

”I feel that more education and training is needed for senior managers and support staff to help
them to understand sexual orientation discrimination.”
Gay business support staff member

“Religious groups need to be given training in equality for the LGB community. The students
particularly need education and awareness training.”
Gay business support staff member

“The college should articulate that it welcomes LGB people. My impression is that the college culture
prefers to generally pretend that we do not exist. Nothing explicit is done to assure gay staff that
they can be ‘out’.”
Gay business support staff member
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“Awareness that there are colleagues and students at the college who are LGB and that LGB people
are entitled to be open about their sexuality if they wish.”
Lesbian business support staff member

“Staff conference/ workshops, updated policies. Promotion of equality & diversity along with a direct
challenge to the homophobic beliefs of some community groups working with the college.”
Gay business support staff member
The heterosexual respondents’ comments complement the above:

“The attitude that LGB staff are different or ‘other’ needs to change. This will take time.”
Heterosexual business support staff member
Q30. Do you think there are any difficulties/conflicts between the sexual orientation strand and other strands of the
equality agenda?
The majority of respondents who expressed a view think the religion or belief equality strand is the main area of potential,
or real, conflict with the sexual orientation strand of the equality agenda. Race was also seen as a significant area of conflicts
or difficulties, with age and gender featuring to a much lesser extent.
More than a quarter of LGB respondents think there are conflicts or difficulties between the sexual orientation and other
equality strands. 14% do not think so and a further 14% don’t know.
Nearly a quarter of the heterosexual respondents think there is such a conflict and almost a third of this group do not think
there is a conflict with other equality strands.
For those who think there are difficulties/conflict, there are similar patterns. Both groups perceive the religion or belief
strand, followed by race to a lesser extent to be the main areas of potential conflict or difficulty. LGB staff are more likely
than heterosexual staff to hold this view.
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When asked what would be effective in resolving conflicts or difficulties of this sort the responses from heterosexual staff
are spread over a wide range of options. However, the small number involved does not allow a reliable judgment to be
reached on that basis.
For LGB respondents, the preferences are discussions between parties with different views of equality on grounds of sexual
orientation, active support of staff unions for this agenda, college debates and social events that bring together LGB and
other groups.
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Part four – Continuing professional development
Q31. Have you been able to access any college-provided training on equality on grounds of sexual orientation? If ‘yes’,
was it designed to help you to respond to possible instances of discrimination on grounds of sexual orientation?
A substantial percentage (45%) of respondents have not received college-provided training. Only 8% of those who have, say
they found it helpful in responding to sexual orientation issues in the college.
Only a small proportion of the 162 LGB respondents had accessed college-provided training on sexual orientation equality.
Just over half those said the training was designed to help them to respond to possible instances of discrimination on
grounds of sexual orientation and they found it ‘very helpful’ or ‘helpful’.
Q32. What further training do you think you need to enable you to take the lead on this issue in your college?
The heterosexual respondents suggest training for senior managers would be helpful. The LGB staff suggest:

“Facilitation skills in managing difficult situations; understanding of different cultural and religious
stances on homosexuality.”
Business support staff member

“Discussion of LGB issues in general and of LGB issues at work for senior managers.”
Lecturer

”Monitoring tools/ targets and case studies.”
Business support staff member
Q33. What CPD do you think college leaders would find helpful in supporting them to lead on equality on grounds of
sexual orientation?

Suggestions of CPD college leaders would find helpful in leading on
sexual orientation (numbers)
100
80
60
40
20
0

Examples of good practice from
colleges
Basic information about sexual
orientation
Input from LGB organisations
Legal briefing
Testimony from LGB individuals
Frequently asked questions and
model answers
None of the above
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Conclusion
While the analysis of the heterosexual responses to some of the survey questions, on their own, yielded small numbers
that, on their own would not provide reliable conclusions, the consideration and comparison of the survey results for LGB
respondents and those who identify their sexual orientation as heterosexual helps to confirm the validity of the findings. This
analysis confirms there are no significant variations in the views and perceptions of LGB and heterosexual respondents, at
least in ways that would affect the survey results. The main difference is that LGB respondents are able to draw significantly
on their experiences to contextualise and illuminate their quantitative responses and in some key instances express or
reflect a more strongly held view/belief or more unequivocal experience.
There are broadly similar results in the comparisons of statistical data. That is, both heterosexual and LGB acknowledgement
of discrimination and what colleges might do to improve the working environment and to make LGB learners and staff feel
welcome and safe. Importantly in this analysis, both of these respondent groups recognise the crucial roles for heterosexual
college staff in promoting equality on grounds of sexual orientation.
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Questionnaire 3 – Student governors and representatives survey
Respondent profile
A total of 26 valid questionnaire responses were returned from individual student governors and representatives in 25
colleges. This represents a very low response rate when compared with the principals and LGB staff surveys. Therefore
the results, when used on their own, should be treated with caution but they add useful insights when combined with the
other questionnaires, and additional qualitative information that has been collected as part of this research project. This low
response rate affects the quality of the analysis as small numbers will not be reported for reasons of validity and in terms of
data protection; in particular to protect the identity of individual respondents. Therefore, the reporting on this aspect of the
research project will not be as comprehensive as that for the others.
The respondents have a very young age profile with the majority (89%) aged under 24. More than two-thirds (69%) are
male. Full-time students from across a wide range of curriculum areas and levels of study account for more than 60% of the
overall total. Very few consider themselves to be disabled.
Just over half (54%) are white British and the remainder from other ethnic groups including black Caribbean, Pakistani,
Indian, African and mixed backgrounds. Most of them (39%) identify themselves as Christians while Hindu, Sikh and Muslim
faiths also feature in this group. The majority of the governors and representatives are heterosexual (65%). The group
includes people of different sexual orientations.
Summary of respondents’ roles:
{
{
{
{
{
{
{
{

Student union president
LGBT officer and president of the LGBT society
Student governor
President, equality and diversity committee, LGBT officer and further education officer
Deputy course representative uniformed services student governors
President elect of student union
LGBT representative, co-chair of the LGBT student group
NUS liaison officer.

This wide range of roles provides the potential to support LGB people in the college. It is important to note that some of
these are specifically LGB support roles.
Q11. Is your college’s record in equality part of your decision to study there?
Four respondents say that the colleges’ record on equality was part of the reason they decided to study at their college. The
following comments explain the reason further:

“I am pleased to say the college is doing things to represent gay and lesbian staff and students
here. Since last February they recognise Gay, Lesbian and Transgender History Month with a book
display in each centre, and posters on various boards. I was involved in compiling a booklist of gay
writers. I am also on the Equality and Diversity Committee in which I feel I am allowed to have a
voice on gay matters which affect staff and students.”
“It was very important for me that I choose a college that was respected in the local LGB community
as well as providing good quality in their lectures.”
Student Governor
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Part two – The practice of leadership
Q12. How well informed are you about the law relating to equality on grounds of sexual orientation?
31% of the student governors and representatives say they are ‘not very well informed’ about the law. 46% say they are
‘well informed’.
Q12a. How well do you understand how the law on equality on grounds of sexual orientation applies to your role in
the college?
Nearly 40% of these respondents say they do not understand how this law applies to their role in the college. For those who
say they do understand its application ‘very well’ or ‘well’, the sources of their information are as follows:

Sources of information used by student governors and representatives
Sources of information use
Briefing or guidance from other organisation
Student union induction
College briefing
Student representative training
College student induction

Responses
10
7
4
4
4

In addition to the above, the student governors and representatives used the following sources:

“Help, advice and resources from the NUS are really good.”
President, equality and diversity committee, LGBT officer

“Through website and mobile phone.”
President, equality and diversity committee, LGBT officer and further education officer

“By email and telephone conversation.”
Student governor and student president
The comments suggest that the student governors and representatives received their information on sexual orientation
equality from a variety of sources. It also appears that they have not accessed formal training on this issue in great numbers.
Q13. As a student governor or representative, are you able to support LGB students?
Nearly a quarter of the respondents say they are unable to support LGB students in the college. The majority (62%) of
respondents say that they are able to do so. They manage to do this using the mechanisms featured in the following chart.
While student union meetings might provide a forum for discussing sexual orientation equality issues, the one-to-one
sessions, LGB society and focus groups might be the most productive approaches for personal discussions.

Ways of supporting LGB students

15
10
5
0
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Student union meetings
One-to-one sessions with LGB students
LGB student society
LGB student focus groups
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Q14. If you manage to identify LGB students’ needs and opinions, how do you represent them in the college?
The respondents identify student union meetings, governors meetings, briefing senior college staff and departmental
meetings. They elaborate further on the effects this has had below:

“We do not single LGB students out. Students say the college is a haven from the city where they are
free to express themselves; we have LGB papers and magazines to read.”
Student union president

“Although the issues we have identified have been minor, the fact that students feel comfortable
reporting them to me, knowing that I can effect changes is very positive – my relationship with
the staff at the college is also positive and this means they will listen to anything I have to say on
this subject and act on it. This has resulted in more reporting of homophobic incidents and students
raising more issues that affect them.”
Student president

“The college governors and senior staff are really supportive and we all are looking at the college
policies, one by one, and updating them.”
President, equality and diversity committee, LGBT officer

“The Student Union has always been welcoming in terms of representing LGB students and has been
keen for them to form a club or a society and to get involved in a variety of events.”
Student governor

“We have a lot of cross dressing at college and a lot of same sex couples. But the college is so
small the percentage of LGBs is small. To represent them specifically would be to draw attention
to them. We have equality and diversity questionnaires but results show more problems out in
the community rather than the institution. We plan, through art, writing and performance to raise
awareness and reduce ignorance in local schools towards this issue.”
Student union president
Q15. Please identify the resources you plan to/would like to use to support you on this issue in your college.
The results are shown in the following chart:

Sources planned / would like to use
15

NUS advice
Advice from LGB student groups

10

Outside speakers
Legal advice
LSC advice

5

Advice from LGB organisations
AoC advice
CEL advice

0
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Q16. How confident are you that as a college governor or representative you are able to support students who are
discriminated against because of their sexual orientation?
10% of respondents are ‘unconfident’, while the majority say they are ‘very confident’, as shown in the chart below.

Levels of confidence
Not confident

30

Confident

20

Very confident

%
10
0

Q17. What do you think would help to increase your confidence in dealing with discrimination on grounds of sexual
orientation?
The resources the governors and student representatives suggested would help to increase their levels of confidence are set
out in the following chart. NUS advice is the most popular choice.

Ways to increase confidence in dealing with discrimination on
grounds of sexual orientation
18
16
14
12
10
8
6
4
2
0

NUS advice
An equality committee
LGB student discussion groups
A college LGB champion
LGB representation at
corporation level
A LGB student society
LGB representation at SMT
meetings

It is important to note that union representatives are more likely than governors to access NUS advice and therefore the
above represents a skew in the respondent group.
Q18. When dealing with equality issues, do you find difficulties or conflicts between the sexual orientation strand and
other strands (e.g. gender, age, religion, race etc.) of the equality agenda?
Half of the respondents say they do not find difficulties or conflicts. Unlike the principals’ and LGB staff surveys, they do not
identify differential potential for conflicts/difficulties with the other equality strands. For example, while religion or belief
feature strongly in response to this question in the other surveys it does not feature more strongly than the other equality
strands in this one.
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The student governors and representatives do, however, strongly support the use of some mechanisms to deal with any
such conflict. The preferences are as follows:

Preferred approaches to dealing with difficulties / conflicts across
equality strands
College debates
College IT chat rooms
Social events that bring LGB and
other groups together

10
8
6

Student union equality support
Discussion between parties
with different views

4
2
0

When asked to identify from a list any good practice in their college that supports full compliance with the legislation on
sexual orientation, college induction, student services, tutorial, student union work and teaching were identified.

Part three – The experience of others’ leadership
Q21. Have members of college staff helped you to deal with sexual orientation issues in the college?
The responding student governors and representatives who say they have been helped by college staff to deal with sexual
orientation equality issues explain that they do this in the following ways:

“By identifying local support groups and putting any issues I have had to the fore of their agendas.”
Student president

“Members of the college student adviser team have answered questions.”
Student union president, student governor, FE college
It is of concern that governors and representatives feel that college staff have helped them to deal with sexual orientation
issues in the college when college LGB staff indicate that they are not happy with the way staff in general deal with sexual
orientation issues. Nearly half of the respondents did, however, say that they access equality training, legal briefing,
guidance on equality issues and good practice case studies to support their equality work.
Q23. As a student governor or representative, what support do you think would help you to challenge discrimination on
grounds of sexual orientation if it arises in your college?

Support student governors and representatives would find helpful
14
12
10
8
6
4
2

NUS advice
Legal advice
AoC advice
CEL advice
Equality guidance
Supportive statements from
college leaders
Input from LGB organisations
LGB individuals sharing
experiences

0
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Q24. Which of the following do you think would have the greatest impact on challenging discrimination on grounds of
sexual orientation if used?
In general, the respondents think that staff induction, student induction, student tutorial, social programmes/events in that
order would have the greatest impact on challenging discrimination on grounds of sexual orientation if used within the
college.
Q25. How easy do you think it is for ‘out’ LGB students to take on the student representative role in your college? (‘Out’
LGB students are those who are open about their sexuality and do not hide it.)
In general, the respondents’ answers to this question were distributed evenly across the categories of ‘difficult’, ‘easy’, ‘very
difficult’ and ’very easy’. Just under half of the 26 respondents did not answer this question. There is not enough information
on which to draw a reliable conclusion and no qualitative statements provided to provide an indication of support for any
particular option on offer.
Q26. Do you consider your college to be a ‘lesbian/gay-friendly’ place in which to study?
A few of the student governors and representatives think their college is not a lesbian/gay-friendly place to study and
double that number thinks their college is lesbian/gay-friendly. Eleven of the 26 respondents did not answer this question.
Those who provide comment on this issue identify some of the things that need to change to create a lesbian/gay-friendly
environment as follows:

“The students need more knowledge about sexual orientation and that it’s up to an individual and
NOT up to the student or religious groups to say if you can or can’t be LGB. I think they are just
scared of something that they have no knowledge of.”
President, equality and diversity committee, LGBT officer and further education officer

“… the lead from the corporation and implementation by the management, and staff members;
[For] staff members to keep an open mind and address the issues when anti-LGB bullying happens
on college premises. There should be social activities like clubs and societies where LGB students
can meet and feel free to be themselves.”
Student governor and sabbatical president
Q27. What would you like college leaders to do more of to promote equality on grounds of sexual orientation in your
college?
The respondents identify a number of actions:

“College must have a strict policy regarding homophobic bullying and enforce it.”
Student governor

“Encourage participation of LGB students in the Student Union, representation on college committees
(from corporation to the lowest board), clubs and societies, events in celebrating sexual
orientation.”
Student governor and sabbatical president

“Issue public statements, do something about the harassment LGB students have to go through at
the hands of ‘normal’ students.”
President, equality and diversity committee, LGBT officer and further education officer

“Make sure that there is no discrimination about sexual orientation though campaigns and events.”
Student union president, student governor

“Encourage more diversity weeks.”
President of student union, student governor

“Get someone to come into the college to speak to the students about the issue.”
Student union president, student sovernor
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Part four – Training
Q28. In your role as a student governor or representative, have you been able to access training that deals with
discrimination on grounds of sexual orientation?
Just over a quarter of the respondents have not accessed any training that deals with sexual orientation discrimination and
a similar proportion has. Those that have accessed some training of this sort seem reluctant to say how helpful the training
was as very few provide a response to that question.

Conclusion
The small number of respondents makes it difficult to generate, with great confidence, a set of findings and
recommendations from the data provided in response to this survey.

December 2006 | 45

Fieldwork outcomes
The voice of LGB learners
Under the auspices of the National Union of Students LGBT student network, a focus group was held at the national NUS
LGBT conference on 17 June 2006. Forty FE learners attended, comprising an ethnically diverse group of men and women,
including a small number with visible physical disabilities. The purpose of the focus group was to facilitate a qualitatively
richer discussion than that allowed for by project questionnaires, and to enable the researchers to hear and reflect back in
this report, the directly expressed views of this group. Focus group participants were asked a series of open questions, and
encouraged to think and discuss widely around them and their answers.
Participant responses are reported and analysed below under the headings of each of the questions put to the group.
All of the responses reflected a view that their colleges were LGB-unfriendly – sometimes drastically and threateningly so.
The degree of threat felt and reported surprised the researchers, who had not anticipated such a uniformly negative set of
experiences. All agreed that they felt their colleges made the issue of sexual orientation and the presence in the college
of LGB people as invisible as possible. There was a consensus that homophobic bullying was ubiquitous and that achieving
redress was all but impossible. A number of participants feared for their safety in college. One university student union
officer whose union displayed LGB student society posters in the neighbouring FE college only allowed postering to be
undertaken by students working in pairs, due to constant threats of violence. The authors felt it was important to report
using the language used by the learners themselves.
Q. What makes/would make your college an LGB-friendly place?

Policy
“Equality policies need to mention us by name as gay people. Unless the words are there, we
become invisible.”
“Words aren’t enough. The college would need to do something serious if I thought it was
LGB-friendly. The people who write these policies are the same people who ignore us.”
“Where you have equality committees there should be an LGB subgroup.”
“There should be one well informed sympathetic person with overall responsibility for LGB policy
throughout the college. “
“A commitment to diversity is good for us, so long as we aren’t left out. An LGB-friendly college
would also be anti-racist.”
“At induction we were given a copy of the policies on racism and disability. No one discussed them,
we were just given piles of paper, which no one read. These policies need to be written in plain
English and they should be short!!”
“They would put equality policies up on the walls, in the canteen, the gym etc, so people actually
see them.”
“Part time students would know about college LGB policies and would know that homophobic
bullying and name-calling was unacceptable.”
Name-calling and bullying
“If I was called racist names I would be able to complain and get something done. As it is I can be
called anti-gay names in the corridor in front of staff and they completely ignore it. If the college
was LGB-friendly I would be able to walk anywhere and not think what route to take to avoid the
name callers. It can be very scary.”
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“Homophobic name-calling would always be dealt with firmly by all members of staff.”
“We would be able to report homophobic bullying and harassment on-line and to have it dealt
with as a hate crime. Other groups can complain, and do, so it’s very unfair. I was bullied at
school for being gay and I don’t want it to continue in college. I thought I was coming to an adult
environment in college but I was wrong.”
“I would feel safe.”
Visibility
“We would have images of gay people up around the college – posters, information, in the
prospectus, on screen savers etc.”
“I would see other ’out’ gay people – including staff.”
“Our college has a kitemark about good disability standards. That’s great. In an LGB-friendly college
we would have one for LGB standards if it really was LGB-friendly.”
“We would celebrate LGB events like Pride, or LGBT History Month, and this would be for everyone,
not just LGB people.”
“There would be gay books and mags in the library.”
Sexual health
“Sexual health week would include something on the needs of LGB students.”
“It’s not just sex – we would also look at relationships, and falling in love, and this would include
lesbian and gay relationships.”
“Sex education at school was abysmal. College students come hoping for high quality sex education
because of this. It must not be patronising, and it must be clear and honest. It can all be a bit
embarrassing with some teachers who are obviously ill at ease with the issues in general and LGB
issues in particular. If straight students start being difficult when LGB stuff is mentioned then the
staff should just deal with it and not let it go.”
Training
“Staff and governors would be trained to understand LGB issues. They would understand the law,
and they would understand that Section 28 has been repealed. They still use it as an excuse for not
doing anything.”
Support
“The college would provide information about the local LGB scene, facilities and organisations.”
“We would have LGB student societies, and they would be there to help LGB students ‘come out’.
‘Coming out’ is totally positive. It’s the best thing I ever did in my whole life. It would have been
much easier if I had had support at college to do it. My mum and dad and family were supportive,
so why can’t the college be too? You are not going to ‘come out’ if you think you will be bullied or
beaten up are you?”
“Outside local LGB groups would be coming in to the college to hold meetings, or give out materials
about their work.”
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Q. If your college is LGB-unfriendly, what makes it so?

Name-calling and bullying
“Every day I walk through the college and people shout ‘faggot/queer’ or ‘shoot the faggot’. I try to
ignore it now. I have complained to staff – to tutors and I went to see the principal. They just say,
‘What can we do? Just ignore it.’ I can’t ignore it really. The words are said to me. If they called
me a ‘black bastard’ I might be able to get something done. But they know that if they call me a
‘faggot’ instead nothing will happen. I am scared, but I get used to it.”
Male BME student from Midlands college

“When students call me a ‘fucking ugly dyke’ in corridors it upsets me. I have learned not to let
it show. It happens most days. They think it’s clever because I can’t see them [student is blind].
I have complained to my tutor but he says that nothing can be done to prevent this because of
Section 28. When I tell him that Section 28 is gone, all he says is ‘this is difficult’ and will not do
anything. He is right – it is difficult, for me, not for him.”
Female student from Midlands college

“When I complained to student services about anti-gay name-calling from other students they told
me to try not being so obvious (i.e. obviously gay). I don’t want to be less obvious, I can’t be less
obvious!! I am obviously different. I move like I do. I talk like this. I am not going to change. This
is who I am. This is what I am like. When I tell student services that I am scared of being attacked
they say they can’t do anything because of Section 28. When I tell them it’s been repealed they just
ignore me. They just don’t want to know.”
Male BME student South Eastern college

“I have reported anti-gay bullying and name-calling to college governors. They say that it is society
at fault, not the college. They are not responsible for changing society. They asked me if I really
thought they could be present in the college corridors to stop this happening. I told them that all
we wanted was a safe college. They had nothing more to say. I don’t think they would respond in
this way if it was disabled students being harassed.”
Male student London FE college

“I will only let people from the university who are putting up posters for the student LGB society in
the FE college to do it in pairs. It is too dangerous for them otherwise.”
Male HE student union officer Southern region

“In our college we had LGB society posters ripped down again and again. So, we asked for a
lockable display board for our posters and information, just like other student societies. The staff
person in charge of the boards would never let us have one, even though the sports groups and
religious societies and lots of others had them.”
Female student North Eastern region college

“We put posters up advertising LGB events in the local area over the coming months. They were all
ripped down, placed in a pile and set alight. Nothing was done about it except the security guards
were called to put the fire out. Nothing was done to find out who did it. I told the vice principal that
this was harassment and that it was illegal. He said it was not. He said he couldn’t make people
like gays against their will. He said some people had objections on religious grounds. They just
want excuses to ignore the whole thing, even minor acts of arson!”
Male student Northern region college

“We haven’t got a safe space in college. We need a safe space for LGB students where we can meet,
not have name-calling, where we are in control. We need this because the rest of the college can
be very scary.”
Male student Eastern region college
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Poor sex education
“Sex education ignores us. They concentrate on avoiding pregnancy, and putting condoms on
carrots. But, all of us need to know about safer sex, and we want to look at the emotional issues,
which for us are with people of the same sex. The teachers just won’t touch it with a bargepole.
The LGB issues for sexual health should be an ordinary part of standard sexual health programmes
in college. This would help everyone.”
‘Coming out’
“It is so difficult for LGB students in college. People are scared to ‘come out’. I am ‘out’ and if I see a
college person in a gay club they usually run away. I think they are terrified of being seen with me
in college. This is so sad. I am fed up with the college. It is not bothered at all about complaints I
have made to them about bullying and name-calling. They want to brush it under the carpet.”
Female student South Western region college
Q. What do you want college leaders to do?

“Talk about LGB issues in public and condemn homophobia when it occurs.”
“The principal should tell her staff that section 28 is history – it’s gone – it’s dead.”
“LGB principals should ‘come out’!”
“Make sure that homophobic bullying and name-calling is stopped. Staff should be told to deal with
it and not to ignore it. This should come from the top.”
“All staff should be trained to understand how homophobia works and what they can do in college
to stop it.”
“We should have LGB governors who are able to be out.”
“Make sure that staff and students stick to policies – it’s pointless if we have great policies but no
one does anything about them.”
“Design induction for students so that everyone knows that this is an LGB-friendly college.”
“Encourage AoC and LSC to promote LGB equality and to provide advice and encouragement to
colleges to do so.”
“Principals should get their colleges to become Stonewall Diversity Champions.”
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LGB learners at a Northern college
A small focus group with four LGB learners was held on 24 May 2006. The group comprised one man and three women, all
of whom were white and none had any visible disabilities. All were local.

Name-calling and bullying
All learners reported experiencing a high level of homophobic bullying at school. The young man in the group had received
death threats at school. His mother had complained to the headteacher but nothing happened or changed. This was the
main reason he came to college – to find a safe learning environment.

“Basically, if I had stayed at school I would have been murdered. I was really scared. I think the
school thought it was a bit of a laugh to be honest. They thought I was camp, and that the bullying
was inevitable. They did nothing.”
Two of the female learners, a couple, confirmed that they too experienced bullying at school. They too decided to come to
college because they expected it to be a safer more supportive environment in which to learn and make friends.

“I got a lot of shit at school, and the teachers joined in. It’s been very different at college. A lot
better. It’s not perfect, but it’s definitely better.”
All four learners reported a continuing level of verbal abuse from groups of fellow learners they identified as “the tossers”.

“Compared to school it’s a piece of cake, but it still drives me mad. I hate it really. Why don’t they
just mind their own flipping business? What’s my private life got to do with them? It’s the usual
stuff – like ‘all you need is a good shagging and you wouldn’t be a dyke’. But it still gets to me.”
The third female learner concurred.

“I hate the verbal stuff I get at college, but it’s much safer here than at school so I tend to let it go.
But, really, it’s not on to be honest. If it was racial names I was being called I bet something would
be done about it.”
When asked if they had complained to staff about the name-calling all insisted that they would not.

“The tossers aren’t worth bothering about. They are just thick. I ignore them.”
All four argued strongly that they did not want to complain about the name-calling. They did not expect that anything would
be done if they did complain. During the course of the discussion all four conceded that while they tried to make light of the
behaviour, it was very disturbing for them. They agreed that they would like it to stop but did not expect it to.
The young man in the group made the following point to general agreement:

“We don’t want straight do-gooders getting hot and bothered and making it worse. They won’t have
to deal with the tossers in town. We will. It’s something we just have to put up with.”
The single female made the point:

“I did complain once to my tutor who said that I should try and take it as a joke. What’s the
point of complaining if that’s the response? I was more upset about that than I was about the
name-calling!”
LGB student group
When asked if they would like to be part of a student LGB group or society all four initially said, emphatically, that they
would not.

“What’s the point of that? I’d never go – wouldn’t have time.”
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“It would make us very obvious. I don’t think I would go.”
In discussion it was suggested that an LGB learner group might provide a source of friends and a college space in which
verbal abuse was absent, and a platform from which to offer views to the college.
All four began to rethink their initial opposition.
The male learner made the point:

“…if there was a group in the first term that you were here, where you could meet other gay
students that would be good. I only meet other gay people if I am pissed, in a bar or on the pull. It
would be fantastic just to meet ordinary gay people just as friends. We could get information about
gay stuff, like activities, clubs, health. That would be cool.”
The female couple added:

“…we are like an old married couple (laughter), so we don’t go out and we don’t meet many
people on the local scene. We keep our distance if we go to clubs because it is such a small town so
everyone gets to know your business and starts to gossip. It would be good to meet gay people in
college.”
The third female learner said:

“…if there was a gay group – can we call it a lesbian group? (laughter) – it would help me think, this
is not like school all over again. If we could have a gay social or get together I would know I’m not
going to get bullied. I do my A-levels here because the bullying at school was doing my head in.
That’s why I came here.”
Q. What would an LGB-friendly college be like?

“I would want to feel really valued – not just that they want the bullying to stop, but to know that
they are really OK with me and that I am really welcome.”
“When we start college it would be good to know about all the gay-friendly policies.”
“There would be lots of ‘out’ gay and lesbian staff. There are some now and that’s great, but we
want more! It feels good when we see gay staff walking around. It feels like, the college must be
ok if they are there and they are obviously gay.”
“All staff would automatically get stuck in if they heard anti-gay stuff going on. They would just get
on with it immediately.”
“I don’t know much about the new gay laws, apart from we can get married. It would be good if the
college taught us about this – what this law is about, and what it says.”
Student counselling service
The role of the counselling service came up in discussion. All four participants unanimously asserted that they would never
go to the college counselling service with any LGB-related problems.

“I would prefer to speak to my mum. She is my best mate.”
“They would just be embarrassed. It would be a waste of time. I would end up being sorry for
them.”
“If I had boyfriend problems I would definitely not go to the counsellors. They wouldn’t understand
would they? I’d rather discuss it with my gay mates. Mind you, lets get a boyfriend first!” (laughter)
It was clear that the learners did not fully understand the counsellors’ role, nor that their service was confidential, nor that
they were well informed and supportive on LGB issues.
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The voice of LGB staff
A focus group with five LGB business-support and teaching staff was held in a South West region college in May 2006. The
group comprised three women and two men (who were a couple). All were white and none had visible disabilities.

Name-calling and bullying
“I’ve never had any problem from other staff, and quite a few colleagues know we are a couple.
There have been problems with students though.
“It sounds silly, but it really got on top of me. One class in particular – I think one of them had seen
us (lecturer and his partner) at the supermarket together and had put two and two together. They
started commenting on my clothes, and I just ignored it. I took them twice a week, and it just got
worse and worse – more and more threatening. Then they started making fun of my voice, and
said I sounded like Dale Winton. As soon as I walked in the anti-gay cat-calls started and I couldn’t
really say that I was in control of that class.
“I felt so stupid. I have been teaching in colleges for 20 years. I am a good teacher. I love teaching,
but these lads just got to me. I began to dread coming to work. I began to think that my clothes
were provocative in some way, when really, to be honest, I’m a bit of a beige Marks & Sparks
man (laughter). I began to get very self-conscious about my way of speaking (the speech of the
participant was entirely clear, standard English, with nothing unusual about it.) I almost got to
the point when I thought I would try for early retirement. It never stopped until this group left the
college.
“I didn’t want to complain because it made me feel incompetent. If I went to my line manager and
said that a group of lads made fun of my clothes, well, it sounds pathetic! He would not understand
how threatening it was because of the anti-gay undertow. In the end, I just put up with it and then
they left – but it almost drove me to the point of leaving, for the sake of my health. I even began to
get paranoid about going into town with my partner in case the lads saw us together and it would
be like throwing petrol on a fire.”
Lecturer

“My line manager is from the ’old school’. I think he has problems working with women, but, he
certainly does not like lesbians! There is a constant attitude towards me. Nothing is said directly,
but it is very difficult, very uncomfortable, being with him.
“I deal with it by keeping my head down in the office and just getting on with my work. The
problem is that his attitude sort of gives a green light to other people who want to have a go. So I
just withdraw. I tend not to join in conversations and banter because as soon as home or family is
mentioned and I mention my partner it all gets difficult.
“At one departmental Christmas party I took my partner and everyone on the table we joined just
got up and left over 20 minutes and never came back. We were just left on our own, and the others
joined other tables. Then, when I don’t go to ’dos’ and stay quiet in the office, they say that I’m a
snob!! I feel I just can’t win. I get used to it, but talking about it now in this group reminds me how
horrible it is for a lot of the time.”
Business support staff member

“I find that the students call anything or anybody they don’t like ’gay’. Such and such or such a
person ‘is so gay’, it’s the ultimate put–down and I feel very uneasy when I hear it. I have never
heard it challenged. I think it would be challenged if kids said ’such and such is so Jewish’, or ’so
black’ in the same way.”
Lecturer
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“I do challenge use of language and I find that students are very receptive to thinking about
language. I find that opening up a discussion on the implications of what they say can be very
effective. They have also learned not to speak like that in my classes. It’s still a pain though.”
Lecturer

LGB staff group
There was a consensus against having an LGB staff group.

“I don’t want to make a big issue about being gay. I just want to get on with my job. Obviously I
have gay friends but I think that having a gay group in college would make us all very visible and
possibly vulnerable.”
“I want the college to treat me properly. I want my pension rights transferred to my partner if I
die, and I want the college to deal with all that. It’s the new law. But I would feel a bit awkward
if we had a group and sort of got more involved. I am interested in many things and I would join
a college group about some of them if groups existed. But on this, in a small town everyone soon
knows your business and I would rather not.”
Q. Would you say that your college was LGB-friendly?
The participants stressed that there were many aspects of the college that were supportive and LGB-friendly. Some senior
managers had been particularly supportive of approaches by NATFHE on LGB issues. There was recognition of the need for
staff training that was reflected in discussions with the deputy principal.
It was also recognised that this positive response from key college leaders had yet to permeate the college and impact on
all aspects of its day-to-day life.
Q. What would an LGB-friendly college be like?

“All gay staff could be ‘out’ if they wanted. In fact, ideally, it would not be like putting a huge
emphasis on LGB issues. It just wouldn’t be an issue. It would be irrelevant. At the moment it is not
irrelevant at all.”
“We could rely on anyone who hears anti-gay banter to stop it – not to ignore it, but to put a stop to
it.”
“I could talk about my partner in the office without feeling self-conscious or without getting up
people’s noses.”
“I would enjoy bumping into students in Sainsburys!”
“The college would recognise that there is homophobia here. I think it thinks of itself as so laid back
that it’s blind to what goes on. I don’t think most staff understand the sorts of things we have
discussed today. They would be surprised – even shocked. It would challenge their self-image.
There’s possibly a bit of complacency.”
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The voice of LGB college leaders
During the course of the project we were able to interview two LGB college principals. Both are white. One is a man, the
other a woman. Neither have any visible disabilities. Both lead large, successful, highly diverse, inner-city, general FE
colleges. Both are ‘out’ as LGB and were interviewed separately. The male principal is identified as P1 and the female
principal as P2 below.
Q. What is it like being an ‘out’ principal?

“It makes me a rather rare and exotic plant, I fear! I don’t find it an issue on a day-to-day basis.
I guess that can’t be taken to mean that LGB staff in general have no problems (in this college).
I might not know about it if they do. Outright homophobia is unlikely to be thrown in my face
because of my position. But, there is a significant body of LGB staff here and I feel that the
environment is a good one. Mind you, the flip side of that is that staff say that if you want to get
on here you need to be part of the ‘LGB mafia’ – so there is a level of resentment. You can’t win
really.”
P1

“I think it is just generally known (that I am LGB). There is no problem as far as I am concerned. The
college is so committed to equality and diversity that anyone who comes to work here is not likely
to have negative attitudes. We would explore this sort of thing at interview too.”
P2

“I can envisage situations in which this could be used against a senior manager, as a sort of proxy
for other problems, but I do not have that situation here.”
P1
Both principals noted that there were other LGB principals known to them who were not ‘out’, and both acknowledged that
there are likely to be LGB principals whose sexual orientation is unknown to them.
Q. Is the sector LGB-friendly in your experience?

“No. It is not. There are many principals for whom this is a no-go area. I think to be a more junior
staff member in a college with that sort of leadership will be difficult, especially for younger people
who are used to being ‘out’. I think it could still blight a career, unfortunately.
“In a previous college I had been acting in a senior post for two terms. I applied for the substantive
post and failed to get it. I requested feedback, and it was made clear to me in terms that, “We
do not consider it appropriate to appoint people like you to senior positions.” It was obviously
referring to the fact that I am gay. I left the college as soon as I could. I have never looked back in
terms of my career progression, but it hurt at the time, and it still hurts.”
P1

“There is still a lot of hostility. It’s patchy in the sector, and it’s likely to be patchy within colleges.
There are colleges where, if I were being interviewed for a principal’s post and I said I was a
lesbian, I could forget any chance of the appointment. That’s why it is so important to create
colleges that have a positive ethos – because there are so many that don’t have.”
P2

“Unfortunately this issue seems to be the one that has waited longest for consideration. We
are reasonably good – but not good enough – at dealing with disability, or race. With sexual
orientation, I think the issues can still tend to be invisible. Hopefully the legislation will begin to
change this.”
P1
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“There is a lot of paranoia about dealing with sexual orientation in a context dominated by young
people. Child protection issues obviously are vitally important. But, the issues are simply not the
same.”
P1

“It’s been a real struggle to get race equality looked at by the sector – it’s taken decades to get to
where we are now, and that’s not far enough. With sexual orientation, we are about fifteen years
behind that. Hopefully the legal changes will begin to drive change.”
P2
Q. What would an LGB-friendly sector, or college, be like?

“It would have to include the possibility of everyone who wanted to being able to be ‘out’. I think
sexual orientation would be part of our framework of quality assurance, and inspection, just as
race and gender are. Funnily enough I think an LGB-friendly sector would be one in which the issue
would have been dealt with so that it was no longer a high profile issue – it would be an issue, but
not an issue at the same time. It would just be part of the environment. But, we are not there yet.”
P1

“We would all be comfortable bringing ourselves to work! No one would need to hesitate about who
they referred to when they spoke about their life at home. Anyone who experienced homophobia
would know that they could get it sorted out. There would be more ‘out’ LGB college leaders.
We would naturally include sexual orientation in the list of equality ’issues’ and there would be
genuine respect for difference, not just lip service. Saying it like that makes me realise that we
have a long way to go.”
P2
Q. What sort of staff training on sexual orientation do you think would be most valuable and effective?

“We need to make sure that colleagues understand the law – and that would mean that a lot of
bullying or harassment that might be ignored would then get dealt with properly. I think we need
to give people quite a bit of information about what it’s like, for example, being a young gay
person in this part of the world. I think we will need to strike a balance between self reflection
and practical skills. Some people do find this issue threatening, and so we can’t push forward and
not take that into account. We need to deal with this absolutely professionally. We have had some
very helpful training put on by consultants, and it struck this balance. The priority is to get staff
to understand that there is an agenda here, that it is of relevance to colleges and they need to
understand what is required of them.”
P1

“There needs to be a consideration of ’who am I?’ A lot of homophobia springs from insecurity that
leads people to feel threatened by difference. So, we need to help people reflect on who they are
and to feel good about that. We must help colleagues think through the implications of the law. We
also need to provide a platform for LGB young people to share their experiences.”
P2
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Q. Do you think that there are parts of the wider diversity environment, including religious communities, that make
progress with equality on grounds of sexual orientation more difficult than it might otherwise be?

“No. We have students from all religions here. All of those religions will have somewhat negative
stances towards homosexuality. That has not meant though that we have had any sort of
opposition to our policies on sexual orientation.
“We establish a framework for respect for diversity from the word go, and this is picked up in
induction and tutorial. So, people tend to accept that this is where the college stands. Even if they
hold views personally that are different, they understand how to behave in college. We must
respect their personal views but insist on commonly agreed standards of behaviour in college. We
have not had a problem with this from either Muslim or Christian students.”
P1

“This college has a very high proportion of Muslim students, and increasingly of staff. We have
not experienced a clash between religion and sexual orientation. When people know each other
personally, even if they take negative positions towards LGB people, they find it difficult to sustain.
The context we work in, which values and celebrates diversity is the optimum environment for
pushing forward with this issue.
“Some of our religious students, be they Muslim or Christian, will be LGB themselves. So there are
not always clear dividing lines – even if there are sometimes in our heads.”
P2
Q. What are your two priorities for achieving equality on grounds of sexual orientation in the FE sector?

“Without doubt, it needs to be included in the Common Inspection Framework, alongside the other
equality issues. Also, if we could devise a kitemark for LGB-friendly colleges, that would empower
prospective students and staff to make choices. We have the two ticks for being positive about
disability. We need something similar geared towards sexual orientation.
“Good quality training that leads to staff exemplifying respect for difference, and not colluding with
homophobia. Appropriate induction for students.”
P1

The value of listening to LGB staff and learners
The stories and experiences of LGB staff and learners are a vital and rich source of intelligence and quality check for college
leaders. The messages that have come through from both the project questionnaires and field work interviews and focus
groups contradicted the initial assumptions made by the researchers – principally that homophobia and in particular its
manifestation in very threatening harassment and bullying in colleges is rare. The testimony of LGB people in the sector
makes this assumption impossible to sustain.
We believe it is likely that many college leaders may share our initial untested assumption, and that if they do, in the
absence of corrective information from LGB people themselves, they are unlikely to recognise the need to take action, or to
invest time and resource in determining what sort of action to take and then following through on it.
This is illustrated by an interview conducted with the HR director of the same South West region college whose LGB staff
focus group is reported above. The HR director was very positive and well informed about implementing the Employment
Regulations in the college, and stressed that she personally felt it was a long overdue change that chimed completely with
her personal views and the ethos of the college. Her comments quoted below represent, remarkably, almost a perfect mirror
image of some of the comments made by LGB members of her staff quoted above:
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“It’s important that we look at possible discrimination (on grounds of sexual orientation) in the
same way that we do for disability or race. To be honest though, I don’t really think we have a
problem in this college. It’s such a cool place. People are honestly laid back. Many of our staff have
been here for a long while and we have very good staff relationships. I have heard informally
through NATFHE of some problems, but by and large I think we do well on this front. There are
no complaints coming through. I like to think it is a great place to work, whatever your sexual
orientation.”
The views and experiences of LGB learners and staff in the sector illuminate a day-to-day reality that is an important
determinant of the quality of college life that would otherwise remain hidden from many college leaders.

LGB issues in a context of diversity
LGB communities are as diverse as the population at large. Disappointingly, however, the researchers interviewed only one
BME LGB member of college staff. It is, therefore, not possible to draw robust conclusions about any particular needs that
BME LGB staff might have. Nevertheless, some general points can be raised, albeit tentatively.
The single BME staff interviewee had left the FE sector largely as a result of claimed homophobic harassment and
inadequate college management response. The harassment had come from heterosexual BME colleagues, one of whom had
’outed’ her colleague as a lesbian. Learners had become aware that the lecturer concerned was a lesbian, and some BME
learners, boycotted her classes, claiming that they did not wish to come under a ‘lesbian’ influence.
The lecturer raised the problem with line managers. They failed to take any action against the colleague who ‘outed’ her
(such ‘outing’ would constitute unlawful harassment and direct discrimination under the new legislation) and agreed to
move learners who were boycotting the lecturer to other classes. This was followed by a programme of compulsory training
for all college staff on LGB issues. The lecturer was then moved to another college site, and finally left the college. The
colleague who ‘outed’ her was finally provided with a financial package and left the college.
The lecturer who had been ‘outed’ felt that those who ‘outed’ her should have been disciplined and that students who
boycotted her classes should not have had their entirely unreasonable behaviour accepted as a basis for finding them new
classes. She believed that learners should have been told that her classes were the only ones available and that the college
had full confidence in her to teach them.
The ‘outed’ lecturer believed that college management failed to take clear and decisive action of this sort because they
hesitated to challenge the behaviour of BME colleagues and learners for fear of being accused of racism.
A white lesbian lecturer interviewed in her London college reported being homophobically harassed by a BME colleague
whom she line-managed. She claims that her line manager stated directly that it would be ‘very difficult’ to discipline a BME
colleague ‘in a black college’. No action was taken and the lecturer accused of harassment eventually left the college to take
up another post.
There is a widespread perception on the part of both white and BME LGB staff and learners that other strands of the
equality agenda are ‘privileged’ over and above sexual orientation and that this allows harassment and bullying to continue
unchecked. If true, this also places colleges at risk of successful litigation.
College leaders should be able to make clear sighted objective decisions about staff or learner behaviour irrespective of
sexual orientation or race.
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Conclusions
Leading from an informed position – the case for monitoring
The need for information as the basis for effective leadership is axiomatic. The questionnaire and fieldwork research
developed for this report consistently indicates the existence of a number of barriers to effective learning and staff
contribution of LGB people in further education.
The ubiquity of harassment and bullying stands out for both learners and staff. Colleges could, therefore, be in danger of
successful litigation, with all the costs in terms of money and reputation that that entails.
Given the observation by LGB learners that a key motivation for them joining a college was to escape homophobic bullying
at school, we believe it is reasonable to infer that the continuation of such bullying in college is likely to affect their
retention and success.
The need to manage this set of issues equitably and effectively, makes the case for the introduction of sexual orientation
monitoring, both of employment and of learning.
In one-to-one interviews and in comments made in response to questionnaires, many college principals indicated their
reservations about sexual orientation monitoring. Typically, they observed that it would constitute an unjustified invasion
of privacy and they expressed uncertainty about its value and purpose. However, given the findings of this report, it could
be argued that the lack of such monitoring could constitute unwitting collusion with discrimination, since if the extent and
detail of discrimination is not quantified, it is difficult to resolve.
The sector is used to undertaking monitoring on the basis of race, gender and disability in order to identify barriers to
equality, address the needs of groups of learners and measure the impact of policies and practice on different groups. Sexual
orientation monitoring would have the same effect.
Monitoring would enable colleges to determine if LGB student and staff retention was significantly different to that of
heterosexual peers, if LGB student success or access to curriculum areas differed from heterosexual learners, and if the
college successfully recruited learners and staff broadly in proportion to the LGB community at large. This knowledge would
enable colleges to understand any disparities and then take action to remedy them.
As with monitoring of race, gender and disability, sexual orientation monitoring would be voluntary and entirely
confidential.
An explanation for equality monitoring is usually included on equality monitoring forms, and this would apply to sexual
orientation monitoring. Because sexual orientation monitoring is a relatively new addition to equality monitoring,
colleges may feel that a specific brief explanation is needed to support its completion along with a specific guarantee of
confidentiality.

Building support for sexual orientation monitoring
Historically there have been objections to monitoring race, sex and disability similar to those now sometimes raised
against sexual orientation monitoring. These objections have tended to subside in the face of patient argument and actual
experience. Such monitoring is now a standard part of college life and a key source of data for quality improvement and
inspection. Today, no college would wish to be deprived of data indicating how well learners from one racial group achieve
compared to those of another, or how well learners with disabilities were retained in comparison with able-bodied learners.
Colleges may wish to devise strategies for introducing sexual orientation monitoring that builds support for its practice and
purpose. This might entail, for example, cumulatively phasing in elements of such monitoring over a period of time. Phase
1, for example, might comprise monitoring staff and learner complaints of bullying and harassment. Phase 2 might comprise
monitoring staff exit. Phase 3 might comprise learner progression to HE etc. The cumulative benefits of such incremental
monitoring may have the effect of providing valuable data and thus build the case for and confidence in comprehensive
monitoring.
Wherever possible, colleges should consult specifically and confidentially with LGB staff and learners about if and how best
to monitor sexual orientation. In some colleges where such consultation has been carried out LGB staff have opposed such
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monitoring on the basis that they were not confident that monitoring data would remain confidential, that they feared it
would lead to them being ‘outed’ and that they would be discriminated against.
Colleges are used to dealing with the failure of staff and learners with disabilities to disclose their disabled status – for many
of the same reasons. Colleges will need to determine how best to provide reassurance and guarantees of confidentiality
and fair treatment to LGB staff and learners in these circumstances. This response may be taken as a measure of how
LGB-unfriendly a college is, and how important it is, therefore, for a systematic approach to equality on grounds of sexual
orientation being taken.

Comprehensive sexual orientation monitoring
The findings of this report make the case for the ultimate goal of comprehensive sexual orientation monitoring across all the
relevant functions of colleges – to parallel ethnic monitoring and the monitoring of other equality and diversity categories.
Therefore it should cover:
{
{
{
{
{
{
{
{
{
{
{
{
{
{
{
{
{
{
{

staff applications
staff shortlisting
staff appointment
staff appraisal
staff complaints/grievances
staff discipline
staff progression
staff training
staff pay and conditions
staff sickness and absence
staff exit
learner applications
learner recruitment
learner retention
learner progression
learner success
learner complaints
learner exit
learner discipline.

This approach would, effectively, simply represent the addition of a further field to existing equality monitoring systems.
The importance of LGB learners and staff feeling that they can be ‘out’ in college emerges from our research as a key
indicator of how LGB-friendly or otherwise a college may be. This raises the desirability of seeking to determine objectively
how free LGB staff and learners feel to be ‘out’. For LGB people to feel they cannot be ‘out’ would indicate that there may
be problems in college practice that need to be addressed.
Nottinghamshire County Council uses an anonymous staff diversity survey to ask LGB staff if they are ‘out’. In the survey’s
first year 30% of LGB staff were not ‘out’ in the workplace. 38% were ‘out’ selectively and 33% were ‘out’ completely. The
following year 26% were not ‘out’, 38% were ‘out’ selectively and 37% were ‘out’ completely. This indicated the impact of
the council’s policies on LGB staff. Colleges could adapt this approach as part of staff satisfaction surveys and could use their
existing learner satisfaction surveys to ask this question of LGB learners.
Stonewall’s Monitoring – How to monitor sexual orientation in the workplace suggests that the main sexual orientation
monitoring question should be phrased as follows:
“What is your sexual orientation?
{
{
{
{

bisexual
gay man
gay woman/lesbian
heterosexual/straight
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{
{

other
prefer not to say.”

Stonewall also suggest the following format for a question to determine the extent to which LGB people feel able to be ‘out’
in college:
“If you are lesbian, gay or bisexual, are you open about your sexual orientation:
{
{
{
{

at home
with colleagues
with your manager
at work generally.”

Experience of sexual orientation monitoring
Stonewall’s Monitoring – How to monitor sexual orientation in the workplace identifies a number of major employers who
are currently monitoring sexual orientation in the workforce. They include:
{
{
{
{
{
{
{
{

Barclays Bank Plc
Home Office
IBM
J P Morgan, the financial services organisation
NACRO, the crime reduction charity
Nottinghamshire County Council
Staffordshire Police Authority
The Greater London Authority.

The Stonewall publication provides numerous examples of how these organisations are implementing and benefiting from
sexual orientation monitoring. Stonewall reports that year on year experience of monitoring and the continuing support for
it of corporate leaders ensures that returns increase numerically and in robustness. Joke responses are sometimes recorded
in the early stages of the roll out of sexual orientation monitoring and can be a helpful indication of a problem in need of
solution, rather than of the unworkability of the system.

Joint Agreement on Guidance for Sexual Orientation Equality in Employment in Further Education Colleges
The 2004 joint agreement between AoC, ACM, ATL, GMB, NATFHE, T&G and UNISON sets out a powerful framework for action
in support of equality on grounds of sexual orientation. Its agreements broadly correspond to the findings of our research.
The agreement includes at clause 6 an optional clause on monitoring:
“The college is committed to ensuring that it is making progress in achieving equal treatment for staff, regardless of
their sexual orientation. To ensure progress is made, it may undertake monitoring of the following in relation to sexual
orientation:
{
{
{
{
{

the taking and outcomes of grievance and harassment procedures
the content of equality training
a question in anonymous staff attitude surveys and in information from exit interview
equal access to family/partner benefits
language and images used in internal and external communications.

The college recognises that monitoring individual staff for sexual orientation is a sensitive issue and there is no legal
obligation to do so. It undertakes to keep the question of whether such monitoring should occur under review with the
recognised trade unions and other relevant staff groups. If it is agreed to undertake such monitoring it will be explained to
staff that there is no legal obligation to answer the question, that the results will be used to combat discrimination and that
the information is entirely confidential.
Once the results of any monitoring are available the college will consider relevant action to reduce any disadvantage
suffered by staff of any particular sexual orientation.” 1
1

The full text of the 2004 Joint Agreement is found at appendix 4.
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Leadership for monitoring
The clear, emphatic support of senior college leaders, including college principals, over time, for the introduction and use of
sexual orientation monitoring will be vital for its success.
In the light of the findings of this project and of the considerable successful experience of sexual orientation monitoring
across the public and private sectors the partner signatories to the 2004 joint agreement may wish to revisit this issue
and place it on a footing congruent with current best practice, no longer optional, but comprehensive and recommended
unequivocally.

The contribution of LGB staff and learner groups
We believe that the richness and importance of our own discussions with LGB staff and learners makes the case for colleges
establishing appropriate mechanisms to consult and speak with their own LGB members. Our fieldwork confirms that without
an LGB voice articulating LGB experience college managements are likely to remain unaware of the extent and nature of
homophobia within the college.
Where LGB staff and learners have told us that they do not want to be part of groups specifically for them, their reason has
often been a fear of discrimination. These views must be respected. Equally colleges should deal with the experiences that
have given rise to these fears. If they can be dealt with the demand for LGB staff and learner groups may well be stronger.
From the college’s point of view, they provide a strong and consistent basis for consultation. From LGB individuals’ point of
view they provide a safe and supportive space and a platform from which to share views and experiences with the college.
Alton Sixth Form College is a Beacon Award status college in Hampshire. It achieved outstanding inspection grades in each
of the five areas in which it was inspected in July 2006, including for Leadership and Management. This is the category
that includes the promotion of equality and diversity. The college runs an LGBT learner group. Its terms of reference are as
follows:
“Alton College LGBT student group offers support to students who are lesbian, gay, bisexual, transgender, or are
confused or unsure about their sexuality.
It meets in confidence to explore and discuss issues including:
{
{
{
{
{
{

sexual health
coming ‘out’ to friends/family/at college
sex education
homophobia
bullying and discrimination
any other concerns.

The group is supported by an experienced and trained Connexions personal adviser. In the first instance, interested
students should contact the student services manager in confidence.”
The group is run and funded as part of the college Enrichment Programme, and is publicised in the Enrichment
Courses handbook. Inspectors noted with particular approval the content of Alton College’s Enrichment Programme
in their 2006 inspection report.

It should also be noted that LGB staff respondents identified the creation of LGB groups/societies as one of the most
important mechanisms available to increase confidence in dealing with homophobia.
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Dealing with homophobic bullying and harassment
Our fieldwork research identified an overwhelming experience of homophobic bullying and harassment. The analysis
of completed questionnaires by LGB staff, shows that 37% of respondents consider their college as LGB-friendly, 24%
consider it to be LGB-unfriendly and the remaining 39% did not respond. Interviews with LGB staff in a South West region
college reflected the experience of homophobic abuse and a view that other aspects of the college could be considered
LGB-friendly. We conclude, therefore, that homophobic bullying and harassment constitutes an issue to be addressed by the
sector across colleges with varying degrees of LGB-friendliness. Fieldwork interviews with LGB learners clearly identify highly
significant levels of often extreme homophobic harassment and bullying.
Homophobic bullying and harassment can comprise unlawful direct discrimination, making colleges vulnerable to litigation
if ignored. The victims of such behaviour should receive a prompt, clear and serious response to their complaints. Colleges
should ensure that the steps to prevent homophobic bullying and harassment is written into all relevant disciplinary and
other relevant college codes.
Unless homophobic behaviour is identified explicitly, by name, there is a possibility that it will not be picked up by a general
policy or code on bullying and harassment. The strong evidence from fieldwork focus groups and interviews is that issues of
sexual orientation tend to remain invisible unless specifically mentioned and profiled. There is a strong case for colleges to
take specific steps to encourage the reporting of homophobic behaviour given that many interviewees stressed a reluctance
to complain.
Colleges with well established anti-bullying and harassment policies in place will not find the challenge of incorporating a
sexual orientation strand into these policies over difficult. Colleges without robust policies of this sort may find the necessity
to outlaw homophobic behaviour a helpful catalyst for developing more general policies on behaviour.
Despite differences in mission and culture between schools and colleges, their shared learner cohorts make it likely that
many aspects of pupil and learner behaviour and attitude will be similar. Stonewall research undertaken for its Education for
All campaign identifies homophobic bullying as “endemic in British schools.” They find that:
{
{
{

four in five secondary school teachers say they are aware of verbal homophobic bullying
one in four secondary teachers is aware of physical homophobic bullying
only 6% of British schools have fully inclusive anti-bullying policies which address homophobic bullying.

Stonewall stress that homophobic school bullying impacts many pupils in addition to those who are LGB. A culture in which
homophobic bullying can take place is one in which anyone can be victimised for appearing or being different, and in which
no one is safe. The same is self evidently true for the FE sector. Stonewall’s guidance, Tackling Homophobia in Schools, sets
out ten key steps schools should take to create an inclusive culture. These points can be directly transferred to colleges and
are set out below at appendix 3.

Kitemarking or chartermarking the college as an LGB-friendly organisation – ‘coming
out’ the corporate way
Both LGB learners and staff, including college principals, identified the importance of colleges achieving and displaying a
recognised kitemark of LGB-friendliness. Repeatedly respondents mentioned the Two Ticks – Positive About Disabled People
kitemark and suggested that an LGB equivalent would be valuable. Many LGB respondents identified the ‘invisibility’ of LGB
people and issues within colleges. Public kitemarking or chartermarking with a badge of LGB-friendliness would provide a
significant counterweight to this institutional myopia.
At the time of writing, two such kitemarks are in use by a small number of colleges and may prove of interest to the
sector. Stonewall operates its Diversity Champions programme nationally, which embraces the public and private sectors.
Navajo, an LGB organisation based in North West Lancashire awards its own chartermark of LGB-friendliness to regional
organisations. Stoke on Trent College and Blackpool and The Fylde College currently display the Stonewall Diversity
Champion’s kitemark as does the Centre for Excellence in Leadership itself. Blackpool and The Fylde College alone displays
the Navajo chartermark.
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Stonewall Diversity Champions
Stonewall’s Diversity Champions programme is Britain’s leading LGB policy good practice forum in which employers
work with Stonewall and with each other to promote diversity and LGB equality in the workplace. The programme
currently has 245 members, with over 3.4 million employees. It includes Barclays Bank, Manchester City Council
and The Royal Navy. Membership enables:
{
{
{
{
{
{
{
{
{
{

networking across a diverse range of major public and private sector employers
access to a seminar programme and programmes of other events
a dedicated Stonewall point of contact and advice
access to all Stonewall work, advice and guidance
use of Stonewall’s logo
free and exclusive entry in the Stonewall recruitment guide, distributed to every university and FE
college in the country
discounted registration and priority booking for Stonewall’s Leadership programme and Workplace
conference
access to benchmarking services
research and guidance
sponsorship and branding opportunities.

Stonewall’s Workplace Equality Index benchmarks and showcases Britain’s top 100 employers for LGB staff.
Employers use the Index as a benchmarking tool, measuring their own performance in relation to competitors as
well as to ensure that they are delivering world class services.
The Index measures 20 criteria covering policy and practice, from having a non-discrimination policy promoted to
all staff that includes sexual orientation, to advertising in the LGB media, and from supporting an LGB employee
network to having openly gay senior staff.
Further information about the Stonewall Diversity Champions’ programme and its Workplace Equality Index can be
obtained on www.stonewall.org.uk/workplace
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Navajo
This organisation provides a chartermark to organisations across North West Lancashire and in doing so offers
an NVQ level 3 award. In order to achieve the chartemark organisations need to demonstrate achievement and
progress on a number of fronts:
{
{
{
{
{

policy
practice
structure for implementation
support for LGB people
training.

Blackpool and The Fylde College, which has achieved the Navajo chartermark, went through the following
assessment procedure:
{
{
{
{
{
{
{
{
{
{
{

initial introductory meeting with members of Navajo chartermark committee
an assessment meeting at which an agreement was reached on the criteria the college would meet in
order to be awarded the chartermark
a three-month period during which the college prepared and presented a report assessing where it was
and what it would do
college principal and another senior colleague interviewed by Navajo chartermark committee
college awarded the chartermark subject to a review a year later
college produced an action plan during that year to be assessed at the end of it
college chartermark then confirmed – with no further review but need to hold an annual internal review
college agreed the terms of reference for its sexuality group
this group produced its action plan
this action plan was implemented
implementation was reviewed.

Further information about Navajo, its work and its chartermark can be obtained on www.navajoonline.org.uk
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Experience of kitemarking or chartermarking
Blackpool and The Fylde College
Staff at Blackpool and The Fylde College stress that the involvement of Navajo as an outside body with status and
expertise that offered an ’award’ was of enormous importance in establishing the necessary dialogue on sexual
orientation within the college. The ‘distance’ of Navajo was helpful in enabling the college to listen and respond.
The ’award’ offered a positive context of recognition rather than a punitive one.
The Navajo chartermark provided a college-wide framework within which to develop and implement policy. It also
provided a high status network with other chartermarked organisations, including the Primary Healthcare Trust, the
police service, Connexions and the youth service and drug and addiction agencies. Where relationships with these
partners had already been in place, the preexistence of the link added prestige to the Navajo project. Where it had
not existed, the Navajo link was valued as its cause.
Having gained Navajo accreditation the college became seen by others as an increasingly attractive and fit
for purpose partner. For example, agencies working with LGB clients needing to provide staff development to
help them do so saw the college as an appropriate agency to provide that training. This has helped support the
recognition of a strong business case for sexual orientation equality. Blackpool itself has an economically significant
LGB ’scene’ and population, which again made the chartermark make strong business sense.
Blackpool and The Fylde College is also part of the Stonewall Diversity Champions’ scheme.

Stoke on Trent College
At the time of writing, staff at Stoke on Trent College stress that they are ‘at the beginning of a journey’ in their
use of the Stonewall Diversity Champion kitemark. They say that the value to them of using the logo and scheme
is that it provides a helpful, practical, strategic framework, with practical support, within which they can develop a
bespoke approach to equality on grounds of sexual orientation.
Responsibility for employment issues has been allocated to a specific HR manager. Responsibility for learner issues
has been given to a member of teaching staff with a small allocation of time to progress the work.
The college supports an active LGB student group, has provided staff training on homophobic bullying and LGB
awareness and has taken a systematic approach to developing an LGB-friendly ethos through the use of an LGB
awareness week, opening up an LGB information site on the intranet, beginning to integrate LGB issues into the
citizenship curriculum and using nationally produced campaign posters.

Colleges should explore both the Stonewall and Navajo chartermarking schemes, determine which might suite them best
and then systematically go about achieving the award. The award should be displayed on all appropriate media, including
the college letterhead, prospectuses, website, posters, advertisements etc.
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Staff training – empowering staff to make the college an LGB-friendly-organisation
The need for staff training was identified across the research methodologies used by this project. Interviews with staff and
learners and the experience of sexual orientation equality training in both Oldham and Blackpool and The Fylde Colleges
examined during research indicate that the key purposes of staff training should be:
{
{
{
{
{
{
{
{
{
{

ensuring understanding of the law and its requirements of colleges
facilitating an understanding of how homophobia is experienced by LGB people
facilitating an understanding of the significance and importance of ’coming out’ and being ‘out’ at work
enabling participants to connect this to their everyday work so they can identify how they can act/lead for
equality in their particular role
enabling participants to develop the confidence to challenge homophobic behaviour wherever they find it in
college
enabling participants to develop techniques for effectively challenging homophobia in college
enabling participants to examine their personal responses to sexual orientation equality
enabling participants to understand and negotiate with a variety of cultural and religious approaches to sexuality
within a context of supporting equality on grounds of sexual orientation
enabling participants to explore how to use conflict resolution techniques
enabling participants to distinguish between corporate and personal values, where they may be in some conflict,
and associated appropriate behaviours.

A precondition of its effectiveness is that high status is attached to training by college leaders and that college leaders
themselves fully take part in the training. Given that this agenda is driven partly by primary legislation and the need to
protect the college from avoidable litigation, colleges may decide that in the interests of consistency of application, all
college staff should be trained. This may necessitate a differentiated approach, including induction for new staff, legal
updates for HR staff, awareness training for customer facing support staff, specialist training for counsellors etc. Our research
suggests that training that includes information about the law and practical case studies that draw on established good
practice will be appreciated. There is a powerfully held view too that effective training should support participants both to
recognise LGB experience and to examine their own personal responses to the sexual orientation equality agenda.
Issues identified above dealing with sexual orientation equality within a context of diversity, suggest too that training should
be based on a model of diversity that explicitly recognises the tensions between its different strands. Equality and diversity
might best be seen as a site of contest and contradiction rather than, in an oversimplified way, a blandly harmonious unified
entity. Sexual orientation equality training, and diversity training more generally, particularly for managers and leaders
should, therefore, concern itself with conflict management, and with strategies for enabling staff and learners to operate
and abide by corporate values and codes of behaviour while these might not always accord entirely with their personal
values.
For those colleges that are part of the Stonewall and Navajo chartermarking programmes ,staff training will be a
requirement of the chartermark award. Stonewall produces a variety of training packages and materials for use by
programme participants as well as running a series of masterclasses on a number of current issues of importance. Navajo
runs a five-day course, Understanding Sexuality, which trains participants to deliver its accredited training package. Details
are available on both websites.
Colleges may wish to develop their own training packages and/or to employ community organisations, partners or
stakeholders to help them deliver such training.
The staff training programme, Sexuality Awareness: An Introduction, designed and used by Blackpool and The Fylde College
is attached at appendix 6.
The staff induction programme dealing with sexual orientation equality used by Oldham College is attached at appendix 7.
Both these examples of training combine information giving, examining and empathising with aspects of LGB experience,
exploring and challenging stereotypes and locating the LGB agenda within the wider equality and diversity agenda.
In identifying appropriate training packages and trainers or in developing their own, colleges will be helped by the advice,
views and inputs of their own LGB staff and learners.
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Learner induction
Given the reported experiences of LGB learners and staff, learner induction as an early opportunity to set out college values,
expectations and requirements in relation to equality on grounds of sexual orientation is particularly important.
There is a danger at induction of important issues of all kinds being lost in a welter of overload. The mere distribution,
therefore, of a college equality policy, may not make significant impact. Much less, is any one strand or element of such a
policy likely to impact significantly. Therefore, it may be necessary to rethink the content and process of learner induction if
key issues and data are to get through to overloaded learners. It may also be appropriate to link key themes and issues first
raised in induction to subsequent tutorial programmes.
This is as true for equality on grounds of sexual orientation as it is of health and safety, library use, and learner support etc.
In order to make an impact colleges may like to explore activity based induction activities including activities dealing
specifically with equality on grounds of sexual orientation. Activities might include:
{
{
{

{
{

equality quizzes2
use of Stonewall and Greater London Authority DVD, Spell it Out – tackling homophobia in our schools, (highly
appropriate for use in FE colleges) (www.stonewall.org.uk/education for all)
use of Spare Tyre Theatre Company’s DVD, Burning (an anti-homophobia DVD resource for teachers that supports
the PSHE curriculum KS3 and KS4 – highly appropriate for use in FE colleges)
(www.sparetyretheatrecompany.co.uk)
inclusion of LGB organisations at induction fairs or events
the concerted promotion of local LGB organisations that provide services to young LGB people.3

West Herts College
West Herts College has developed an integrated package of induction and other learner activity designed to
promote the college’s inclusive values. Learners are given an ’equality and diversity credit card’ during induction
which very briefly summarises the college commitment. This visibly and explicitly includes prominent mention
of sexual orientation equality. The strap lines used on the card are each the subject of attractive, colourful
promotional posters displayed prominently throughout the college. One or other of the straplines appears at the
bottom of each page of the college prospectus, and is also the subject of a tutorial. Thus sexual orientation equality
is prominently established as an important component of the corporate commitment to inclusion and respect.

A copy of the card appears within this report.4

2

See example used in Blackpool and The Fylde College at appendix 8

3

See poster for “Freedom Youth” circulated within Alton College at appendix 9.

4

The card is reproduced at appendix 14.
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Effective, clear policy
Blackpool and The Fylde College
Blackpool and The Fylde College has become a twice winner of the AoC Beacon Award for Equality and Diversity. It
opens its 2005/06 Student Charter and Handbook with a chapter titled “Our Commitments to You.” It foregrounds
equality and diversity in this opening section in the following way:
“You can expect equality for all who learn and work here:

Equality Charter
Commitment – Blackpool and The Fylde College is committed to equality in all its activities for those who learn and
work here and will respect differences in race and ethnic origin, gender, disability, mental health, sexuality, age,
religion and belief, additional learning and economic and social need.
The college will be a place where:
{
{
{
{

all who learn, work and visit here will have the opportunity to participate fully and achieve their full
potential
we will strive to eliminate physical, social and economic barriers to access
the college environment is welcoming and supportive
all staff, students and visitors accept their responsibility to uphold equality and show respect to others.

The college will:
{
{
{
{
{
{

actively promote equality by valuing and respecting differences between people
ensure staff are equipped to recognise diversity and challenge discrimination
investigate all allegations of discrimination sensitively
monitor the curriculum and learning to ensure they are free from discrimination and respond to the
needs of the wider community
reflect the contributions of all members of the community in promoting its activities
face up to the challenge of improving year on year as an outstanding equality organisation which listens
to and cares for all its students and staff.”

It is this clearly defined environment and ethos of respect for difference including a specified sexual orientation strand that is
likely to provide the most positive framework for the development of an LGB-friendly ethos and culture, which in turn is the
ethos and culture most likely to be inimical to homophobic bullying and harassment.
Colleges should develop a written policy on equality on grounds of sexual orientation. This can be part of a wider equality
and diversity policy, or a discrete policy. If the former, it should be explicit and clear.
Policy should set out how the college plans to comply with the law and to move beyond compliance and towards
excellence. It should address employment and key relevant learning functions, including college ethos, curriculum, learner
induction, tutorial and behaviour. It should set out very clear prohibition of homophobic harassment and bullying and link
this prohibition to the college disciplinary code.
The policy should include a SMART action plan.5
Colleges should create an appropriate committee structure to support policy implementation. This might include tasking an
existing equality and diversity committee with oversight, or establishing a sub committee to do the same.
Some colleges, for example, Blackpool and The Fylde College, have established equality committees that have a focus on all
aspects of sexuality, including relevant heterosexual and transgender issues.
5

Examples of college sexual orientation action plans (Stoke on Trent College and Blackpool and The Fylde College) are set out at appendix 5.
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Park Lane College
Park Lane College in Leeds has established an equality group that tasks other committees in the college with
creating appropriate equality action plans that it receives, thereby mainstreaming equality into the core everyday
business of the college.

The need for consistent application of policy and law
Our statistical research shows that staff and learners tend to acquire their information about the law from a variety of
sources outside the FE sector. In order to ensure the quality of information and the consistency of its application, advice on
law and policy should be developed and disseminated by the key sector agencies, including CEL, LSC and AoC.6
In addition to the law, there are a number of other policy drives that require careful and consistent application in colleges.
The policy frameworks provided by:
{
{
{
{

Every Child Matters
the DfES White Paper, Raising Skills, Improving Life Chances
Stand up for us, published by DfES and Department of Health
Education for All (Stonewall)

create an impetus and legitimacy for a concerted and determined approach to placing sexual orientation equality firmly on
the FE agenda.7
Our statistical research shows too that a significant proportion of LGB staff believe that college policies on sexual orientation
equality are unlikely to be used to protect them from discrimination – even though they are more confident that policy
would be used to protect LGB learners. Similarly, 15% of LGB respondents believe their own promotion prospects within
their college are negatively affected by homophobia. This argues the case for unambiguous, high profile policy which is
actively and consistently promoted and endorsed by college leaders.

Sexual orientation equality as a driver of sector leadership
Our statistical research shows that 18% of LGB respondents have provided, or plan to provide, college level leadership on
sexual orientation equality. While this represents a minority of respondents, it does, nevertheless, represent a significant
pool of leadership motivation and practice. Colleges should be alert to the possibilities of developing and capitalising on this
as a source of leadership potential that may be able to bring forward individuals who might otherwise not have considered
themselves to be sector leaders.
Colleges should also note that 30% of LGB respondents are confident of their capacity to respond appropriately to
homophobic incidents in college. Thus colleges should recognise their LGB staff as a valuable resource in this respect, as well
as in others.

The importance for LGB staff and students of the freedom to be or to ’come out’
The very heart of homophobia is the pressure experienced by LGB people to hide their LGB identity. One key goal of
sexual orientation equality policy should be the creation of a college culture that supports LGB staff and learners to ‘come
out’ if they wish to. Repeatedly during our fieldwork and in responses to questionnaires, LGB respondents stressed the
fundamental importance of this issue.
Our statistical research finds that where LGB staff say their college is LGB-friendly, their qualitative comments indicate that
this is because they are able to be ‘out’, and that often, they know of other ‘out’ LGB peers. LGB learners in focus groups
stressed how important it was for them to see ‘out’ LGB staff, visible in their college. Thus it appears that the central,
indispensable element of college ‘LGB-friendliness’ is an enabling and inclusive ethos, leading to the possibility of those
college members who wish to be ‘out’ to be so, and with the encouragement and support of college leaders.

6

A summary of the law is found at appendix 1.

7

A summary of how these drivers impact on FE is found at appendix 10.
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Oldham College
Oldham College sets out systematically to create and reinforce its inclusive ethos and culture by, among other
actions, running annually its “Celebrating Diversity” competition. This invites all learners to create and submit a
piece of work that reflects the theme of diversity, for cash prizes. The scheme is substantially promoted throughout
the college. A promotional poster for the scheme clearly uses the well-known LGB symbol of the rainbow flag
as one of a number of visual signifiers of diversity. It is noteworthy that a number of such religious signifiers
are included in the poster design. The scheme is supported throughout the tutorial programme and within the
curriculum.

A copy of the poster appears within the appendices.8

The business case for sexual orientation equality
Much the same business case for developing and promoting equality on grounds of sexual orientation can be made for the
development of equality and diversity more widely. The FE sector is well used to this case. In an FE environment driven by
the need to improve learner success and to renew and upskill staff, it is no longer affordable to leave in place any barriers
to learner success or to recruiting and retaining the very best staff. That commitment is at the heart of all measures taken to
ensure equality and to celebrate and benefit from diversity.
As with race or disability equality, the business case for action on each comprises both a core case for equality and diversity
plus some group specific factors.
While the average proportion of LGB people in the population is 6% – and it is doubtful, given the nature of human sexual
orientation, if this average drops on a geographical basis as, for example, some minority ethnic populations do – there
are also some important major concentrations of LGB population where culturally, politically and commercially, LGB
communities are particularly powerful and highly vocal and visible. Communities will typically support a range of businesses,
entertainment venues, websites, voluntary organisations and printed and broadcast media. These population centres are
often identified (this is not a comprehensive list, and as the national population census does not monitor sexual orientation
validation of this list on any basis other than observation and local experience is not possible) as Blackpool, Birmingham,
Brighton, Leeds, London and Manchester, with their wider catchment areas being influenced as well. There may also be a
tendency for young LGB people to migrate to these population centres, thus bringing their communities significantly within
the priority learner groups colleges are funded to attract.
Therefore all colleges, irrespective of their location, will, with varying degrees of success, be employing and providing
learning for many LGB people and operating in locations that will often host significant LGB populations.
The questions for colleges, therefore, are:
{
{
{
{
{

8

how to identify and remove any barriers to success that may impact on LGB people
how to do this within the law
how to move beyond compliance and towards excellence in creating LGB-friendly environments
how to give visibility and status to a specific sexual orientation strand within a wider equality and diversity agenda
how to reach out effectively to those LGB people who have not yet considered either working or learning in a
particular college.

Poster reproduced at appendix 12.
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On the basis of our research the following points can be said to comprise a business case for action in this area that is
already in place and recognised in embryonic form in the FE sector:
{
{
{
{
{
{
{
{
{
{

improving staff satisfaction and retention
improving staff performance and loyalty
making the college an attractive potential employer to more potential staff
improving learner satisfaction and retention
improving learner success
making the college attractive to potential learners who may not have considered the college before
raising the profile of the college in communities often untouched by its publicity
improving the reputation of the college
establishing beneficial links with new community stakeholders
avoiding litigation.

This business case brings issues of equality on grounds of sexual orientation right into the heart of our sector’s core.

Dealing with tensions within the diversity agenda
Our statistical research and fieldwork indicate a high degree of concern that the assertion of religious practice and values in
the sector will inhibit the development of sexual orientation equality.
The degree of concern about this, however, is not matched by actual experience. LGB college principals, for example,
observe that in their ethnically and religiously diverse colleges there has been no clash between religious and sexual
orientation equality due to the clarity with which inclusive college values are established and promoted.
Our statistical research and fieldwork suggest that key to enabling both religious and sexual orientation equality to thrive
together is the development of a clear policy framework that can contain private views within a broader public policy
framework which guarantees respect and safety to all staff and learners.
LGB staff at Oldham College stress this approach and point to a complete absence of tension between sexual orientation and
religious equality within the college due to this clear set of college values that promote inclusion and which are backed up
with comprehensive staff and learner induction and training.

Creating an LGB-friendly college ethos
Our fieldwork and statistical research show that LGB staff and learners place great value on visible manifestations of LGB
equality – eg posters, display material, advertised programmes of activity during, for example, diversity weeks, or LGBT
History Month. The public presentation of LGB community speakers is also noted as valuable in establishing a positive ethos
as are LGB kitemarks and chartermarks.
An example of a highly colourful, visible, LGB equality display used in the centre of Oldham College is reproduced at
appendix 11.
Greenwich College in South London has produced a series of colourful and attractive posters for display throughout the
college. The posters are designed to provoke and stimulate discussion. The series includes a poster specifically portraying
sexual orientation equality.9
Other key actions that LGB college members identify as signalling LGB-friendliness are public statements made by college
leaders and a strong, unequivocal response by all college staff to homophobic harassment and bullying.

9

Poster is reproduced at appendix 13.
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Appendix 1: The law
The law and our duties – a summary
While CEL believes that there is a strong educational basis for taking steps to remove homophobia from our sector,
irrespective of legal imperatives, there are now a set of legal requirements placed on the FE sector, in common with all
others, that colleges must understand and with which they must comply. Sector leaders have a clear responsibility to ensure
that colleges are, at the very least, compliant with this as with other pieces of legislation. As with other equality laws, CEL
believes that sector leaders should be striving to move beyond mere compliance and towards excellence. Comprehensive
guidance on the law can be found in The Employment Equality (Sexual Orientation) Regulations – Guidelines for Employers –
Second Edition published by Stonewall. What follows is a very brief summary, which should be read alongside the Stonewall
guide.
The Employment (Sexual Orientation) Regulations (the Regulations) became law on 1 December 2003. They make
discrimination in employment or training on grounds of sexual orientation unlawful. In the same way that legislation
protects employees against discrimination on grounds of their race, sex or disability, people now have legal protection
against discrimination on grounds of their sexual orientation. CEL welcomes this as just, and helpful in achieving a common,
consistent approach to all aspects of equality and diversity. Consistency will help in the development of unified procedures
and policies, help cut back on unnecessary bureaucracy and simplify an overall approach to equality and employment in
colleges.
For the purposes of the law, ‘sexual orientation’ is defined in regulation 2(1) as meaning ’a sexual orientation towards
persons of the same sex, and of the opposite sex.’ Therefore, the Regulations provide protection to all those who are
lesbian, gay, bisexual or heterosexual. (Guidance on a range of terms commonly used in discussing sexual orientation is
provided at appendix 2)
The legislation outlaws, on grounds of sexual orientation:
{
{
{

less favourable treatment in, for example, recruitment, promotion, terms and conditions and dismissal
disadvantage by workplace practice and policy – eg failure to access certain benefits or entitlements
harassment.

In all cases the law will apply on grounds of actual or assumed sexual orientation, or to staff, irrespective of sexual
orientation who claim discrimination because they have associated with LGB people.
As is the case with other equality legislation, discrimination can occur whether or not the perpetrator intended it to do so.
Impact is the key determinant of lawfulness.
The law identifies three types of discrimination – in line with other areas of anti-discrimination law:
{
{
{

direct discrimination (regulation 3(1)a)
indirect discrimination (regulation 3(1)b)
harassment (regulation 5).

Direct discrimination occurs when a person is treated less favourably on grounds of sexual orientation. Indirect discrimination
occurs when an organisation has employment policies and practices which put people of a particular sexual orientation at
a particular disadvantage when compared to others. Harassment is defined as conduct that has the purpose, or effect of,
violating a person’s dignity or creating an intimidating, hostile, degrading, humiliating or offensive environment for them.
Regulation 7(1) of the Regulations, sets out the circumstances in which discrimination is permissible where sexual
orientation is a “genuine and determining occupational requirement” and in the case of “employment for purposes of an
organised religion.”
The former is a scenario that may be used in colleges, seeking, for example, to appoint someone to outreach LGB learners,
or provide counselling support to them. Colleges will be used to using the provision of a ‘Genuine Occupational Qualification’
in the context of race and sex.
The latter scenario is unlikely to apply in LSC-funded colleges.
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The Civil Partnership Act 2004 requires that all public sector pension schemes will be obliged to provide survivor partner
pensions to same sex couples who register their partnership. It also establishes parity of treatment between civil
partnerships and spouses in all other employment related benefits.
The Stonewall Guidelines for Employers, which provides detailed advice on implementing the Regulations identifies the
following eight areas of activity as necessary for full compliance:
{
{
{

{
{
{
{
{

Building a culture of respect: creating a workplace culture that genuinely values people and all their differences.
Recruiting and selecting fairly: recruiting and retaining the best possible people from the widest possible field.
Tackling workplace bullying and harassment: harassment is demotivating and unlawful. It can comprise being
ignored or excluded, physically or verbally abused, ‘outed’ as gay, made the subject of jokes and offensive
remarks.
Reviewing terms and conditions: LGB people do not always enjoy terms and conditions of employment equal to
those of their heterosexual colleagues.
Managing performance fairly: managing people properly, openly and with respect.
Establishing employee networks: forums for staff who share one or more aspects of their identity.
Delivering to stakeholders: LGB people are likely to comprise at least 6% of your learners and of your staff, and to
be included among those with whom your college has a wide variety of business and strategic links.
Monitoring and evaluation: are central to ensuring any activity is successful, and to checking whether or not the
college equality and diversity policy and other key policies are being implemented effectively.

As law banning homophobic discrimination in the provision of goods and services comes into force in early 2007 (Equality
Act 2006), all major functions of colleges other than employment will come under its ambit. Thus the curriculum, student
services, estates, finance, learning, etc will all need to be conducted in ways that do not discriminate and which develop
LGB-friendly approaches. This report sets out a number of approaches to delivering on this new legal duty.
In addition to the Regulations dealing with sexual orientation, colleges will wish to be mindful of the implications for them
of the Human Rights Act 1998 and the European Convention for the Protection of Human Rights and Fundamental Freedoms,
as well as the Children Act 1989 and the forthcoming Equality Act 2006.
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Appendix 2: Questionnaires
Questionnaire for college principals
Questionnaire for lesbian, gay and bisexual college staff
Questionnaire for student governors and representatives

74 | December 2006

Equality and sexual orientation: the leadership challenge for further education

Equality and Diversity Sexual Orientation
A Questionnaire for College Principals
The Centre for Excellence in Leadership (CEL) is using this questionnaire as part of its work to support the
development of high quality, effective leadership for equality.
Because we understand the pressures on your time, this questionnaire for college principals has been designed
to be completed within 15 minutes. Your cooperation in completing it is greatly appreciated and will contribute
directly to our support for college leaders. All your answers will be received in strict confidence. They will not be
attributed in any CEL publication.
Our purpose in conducting this work is to gauge the needs of sector leaders in complying with legislation dealing
with equality on grounds of sexual orientation so that we can plan appropriate guidance and support.
Some of our questions ask about college responses to legislation. To help you answer these questions there is
a brief explanatory note about the law relating to sexual orientation at the very end of this questionnaire.
We are sending a related questionnaire to student governors and representatives and to lesbian, gay and
bisexual (lgb) college leaders and staff as part of this same project.
This questionnaire is formatted for electronic completion. Electronic copy can be accessed on
www.centreforexcellence.org.uk/prin. A hard copy is also provided. When completing the electronic
questionnaire please tick all the boxes that apply and type your comments in the spaces provided. When
completing the hard copy please write in blue or black ink, and post it to:
Emma Goreeph
Centre for Excellence in Leadership
10 Greycoat Place
London
SW1P 1SB
Please return your completed questionnaire, in whichever format you prefer, by 31 July 2006 at the latest.
Thank you.
Name of college: ________________________________________________________________________

Part One
1.

The practice of leadership
How confident are you of being able to provide strong leadership in your college to implement fully
equality on grounds of sexual orientation as required by current and forthcoming legislation?
Very confident

2.

Confident

Not confident

Which of the following activities have you personally, or has the college taken, or anticipate taking, to
encourage a consideration of this strand of the equality agenda within your senior management team?
Please tick all that apply.
Legal advice

AoC advice

LSC advice

CEL advice

Outside speakers

Circulating guidance

Discussing guidance
documents

Consulting trade unions

Consulting lesbian, gay
and bisexual (LGB)
organisations

None of the above

Other (please specify
________________________________

1

December 2006 | 75

3.

Which of the following factors in your college might make full compliance with legislation on sexual
orientation easier and more likely? (see explanatory note on the law at the end of this questionnaire)
Please tick all that apply.
Good general understanding of legislation
on sexual orientation

Good relationships with trade unions

College ethos that supports equality and
diversity

Good relationships with trade unions

A lesbian/gay-friendly environment

None of the above

Other (please specify):
___________________________________________________________________________
4.

Which of the following do you think would support and strengthen those factors? Please tick all that
apply.
Encouraging the formation of LGB learner
groups

Consulting and taking advice from LGB
staff group

Encouraging the formation of LGB staff
groups

Consulting with LGB staff and learners via
focus groups

Consulting and taking advice from LGB
learner groups

Tasking equality/diversity committees

None of the above

Other (please specify):
________________________________

5.

Please identify those factors in your college that may make full compliance with legislation on sexual
orientation more difficult and less likely. Please tick all that apply.
Absence of LGB learner groups

Lack of appropriate written guidance

Absence of LGB staff groups

Lack of support for equality on grounds of
sexual orientation

Lack of legal information

None of the above

Other (please specify):
___________________________________________________________________________

6.

Do you anticipate the college experiencing difficulties or conflicts between the sexual orientation
strand and other strands (e.g. gender, age, religion, race etc.) of the equality and diversity agenda?
Yes

6a.

No

If you answered yes to question 6, which of the following are of particular concern? Please tick all that
apply.
Gender

Race

Disability

Age

Religion or belief

Gender reassignment

None of the above

Other (please specify):
________________________________

2

76 | December 2006

Equality and sexual orientation: the leadership challenge for further education

6b.

How do you anticipate such difficulties or conflicts being managed?
Communicating information to staff and
students

Clear public statements from college
leaders about equality on grounds of
sexual orientation

Ensuring equality on grounds of sexual
orientation is written into relevant policies
e.g. harassment and bullying

Brokered discussions between parties
with different views on equality on
grounds of sexual orientation

Establishing relationships with LGB
organisations

Use of college rules

None of the above

Other (please specify):
________________________________

6c.

What support do you think would be helpful in delivering the above?
Support from trade unions

Good practice case studies

Support from LGB organisations

CEL guidance

Support from other community
organisations

LSC guidance

Briefings on sexual orientation equality

None of the above

Other (please specify):
___________________________________________________________________________

Part Two
7.

The experience of others’ leadership
Have you found any sources of leadership/support, other than continuing professional development
(CPD), helpful in enabling the college to lead the sexual orientation strand of the equality agenda?
Yes

7a.

No

If yes, please give details
______________________________________________________________________________

8.

What kind of learning and skills sector leadership and support on equality on grounds of sexual
orientation would you find helpful (other than CPD) in developing your own leadership on this issue?
Please tick all that apply.
LSC guidance

AoC guidance

CEL guidance

Inclusion in sector quality improvement
frameworks

Inclusion in inspection frameworks

None of the above

Other (please specify):
___________________________________________________________________________
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9.

How do you anticipate supporting the development of a leadership contribution by senior staff and
others in your college on this strand of the equality agenda? Please tick all that apply.
Encouraging the formation of LGB learner
groups

Consulting and taking advice from LGB
staff groups

Encouraging the formation of LGB staff
groups

Consulting with LGB staff and learners via
focus groups

Consulting and taking advice from LGB
learner groups

Tasking equality/diversity committees

None of the above

Other (please specify):
________________________________

10.

Has your college adopted or is it planning to adopt the Joint Agreement on sexual orientation equality
agreed between the AoC and the recognised FE unions developed to equip colleges to meet their
legal obligations under the Employment Equality (Sexual Orientation) Regulations 2003?
Yes

Part Three
11.

Continuing professional development

Have you taken part in any CPD designed to empower you to act on sexual orientation equality
issues?
Yes

11a.

No

No

If yes, did you find it:
Very useful

12.

Useful

Not useful

What kind of CPD resource/activity would you find most helpful in improving your level of confidence in
implementing fully equality on grounds of sexual orientation in your college? Please tick all that apply
Legal briefings

Working with LGB organisations

Good practice case studies

Supportive perspectives from several
cultural and religious standpoints

Basic information about human sexual
orientation

None of the above

Other (please specify):

Other (please specify):

________________________________
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13.

What would be your preferred methods for the delivery of training/awareness-raising sessions on the
equality and diversity sexual orientation agenda?
Coaching

Drama based training

Team based activities

A mixture of methods

Grade-based

None of the above

Other (please specify):
________________________________

Part Four
14.

Supporting information

If you have any further thoughts or views please use the space below to:

•

comment further on any relevant aspect of your experience or views

•

identify what you consider to be good/effective practice on this issue

•

identify what would develop effective leadership on this issue

•

identify examples of good/effective training you have experienced

•

make suggestions for improved college leadership on this issue

•

share any other observations, views, recommendations etc

______________________________________________________________________________
______________________________________________________________________________
______________________________________________________________________________
______________________________________________________________________________
______________________________________________________________________________
______________________________________________________________________________
______________________________________________________________________________
______________________________________________________________________________
______________________________________________________________________________
______________________________________________________________________________
______________________________________________________________________________

Thank you for completing this questionnaire
If want to know more about the survey, please contact:
deborahpersaud@centreforexcellence.org.uk or philbarnett100@aol.com.
If you are returning a hard copy, please send it to:
Ms Emma Goreeph, Centre for Excellence in Leadership, 10 Greycoat Place, London, SW1P 1SB
Questionnaires, in either electronic or hard copy format must be returned by 31 July 2006.
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Explanatory note on the law
The Employment Equality (Sexual Orientation) Regulations became law on 1 December 2003. They make it
unlawful to discriminate in employment or training on grounds of sexual orientation. They apply to further
education colleges.
The legislation means employers now risk legal claims from staff who:

•

have been treated less favourably in, for example, recruitment, promotion, training or dismissal
than others because they are gay or someone has assumed they are gay or because they
associate with gay people

•

are disadvantaged as a group by workplace practice and policy because of their sexual
orientation

•

have been offended - either intentionally or unwittingly – by homophobic actions or comments

The forthcoming Equalities Act will extend the ambit of current legislation to the provision of goods and services.
Therefore, all aspects of the work of colleges – both employment and learning, will be covered.

6
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Equality and Diversity Sexual Orientation
A questionnaire for lesbian, gay and bisexual college staff
The Centre for Excellence in Leadership (CEL) is using this questionnaire as part of its work to support the
development of high quality, effective leadership for equality.
To do this effectively, we need to understand the views and experiences of lesbian, gay and bisexual (LGB)
college leaders and staff, for whom this questionnaire is designed. A related questionnaire is being sent to all
college principals and all student governors and representatives as part of the same project.
We understand the pressures on your time, so the questionnaire has been designed to be completed within 15
minutes. Your cooperation in completing it is greatly appreciated. All your answers will be received in strict
confidence. Your confidentiality and anonymity in completing this questionnaire are absolutely guaranteed.
We are conducting this work to gauge the needs of sector leaders in complying with legislation dealing with
equality on grounds of sexual orientation so that we can plan appropriate guidance and support for them.
Some of our questions ask about college responses to legislation. To help you answer these questions, there is
a brief explanatory note about the law relating to sexual orientation at the very end of this questionnaire.
This questionnaire is formatted for electronic completion. Electronic copy can be accessed on
www.centreforexcellence.org.uk/staff. A hard copy is also provided. When completing the electronic
questionnaire, please tick all the boxes that apply and type your comments in the spaces provided. When
completing the hard copy please write in blue or black ink, and post it to:
Emma Goreeph
Centre for Excellence in Leadership
10 Greycoat Place
London
SW1P 1SB
Please return your completed questionnaire in whichever format you prefer by 31 July 2006 at the latest.
Thank you.

Part One

Background information

About you
1.

Please indicate to which age group you belong:
Under 35

2.

45-54

55- 59

60+

Please indicate whether you are:
Female

3.

35 – 44

Male

Transgender

Please specify your job title, e.g. lecturer, technician, caretaker etc.
Job title: _______________________________________________________________________

4.

What is the name of your college:
______________________________________________________________________________

5.

Working hours – are you:
Full time fractional

Seasonal

Term time only

1
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6.

Employment status
Permanent

Temporary

Seconded

Other (please specify)
________________________________

7.

Department:
______________________________________________________________________________

8.

What is your main role in the college?
Teaching

9.

Disability: Do you consider yourself to have a disability?
Yes

10.

Non-teaching

No

Ethnic background: Please choose one section from (A) to (E) and then tick the appropriate box to
indicate your ethnic background.
(A)

White

(B)

Mixed

British

White and Black Caribbean

Irish

White and Black African

Any other white background, please
specify:

White and Asian

________________________________

Any other mixed background, please
specify:
________________________________

(C)

Asian or Asian British

(D)

Black or Black British

Indian

Caribbean

Pakistani

African

Bangladeshi

Any other black background, please
specify
________________________________

Any other Asian background, please
specify:
________________________________
(E)

Chinese or other ethnic group
Chinese

Any other ethnic group, please specify:
________________________________

2
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11.

Religion or belief:
Christian

Muslim

Hindu

Sikh

Jewish

Buddhist

None

Prefer not to say

Other (please specify):
___________________________________________________________________________
12.

Sexual orientation
Lesbian

Gay

Heterosexual

Bisexual

Prefer not to say
13.

How long have you been employed at your college?
______________________________________________________________________________

14.

Is the reason you decided to work at this college related in any way to its track record in equality of
opportunity?
Yes

14a..

No

If yes, please explain:
______________________________________________________________________________
______________________________________________________________________________

15.

Do you hold a union position in the college?
Yes

15a.

No

If yes, please give details:
______________________________________________________________________________
______________________________________________________________________________
______________________________________________________________________________

Part Two
16.

16a.

The practice of leadership
How well informed are you about the law relating to equality on grounds of sexual orientation? See
explanatory note on the law at the end of this questionnaire.
Very well

Well

Not very well

Not at all

How well do you understand how the law on equality on grounds of sexual orientation applies to your
role in the college?
Very well

Well

Not very well

Not at all
3
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16b.

If you answered ‘Very well’ or ‘Well’ to question 16a, please identify the sources of your information.
Please tick all that apply.
College briefing

College induction

Trade union briefing or training

Briefing or guidance from other
organisation

College-run or funded training

None of the above

Other (please specify):
___________________________________________________________________________
17.

Do you/do you plan to provide any leadership in your college at any level to help the college to
implement the legislation on sexual orientation?
Yes

17a.

No

If you answered yes to question 17, at what level in the college do you/will you exercise such
leadership?
One-to-one

College-wide

Team

Within a staff union

Department

Senior management team

None of the above

Other (please specify):
________________________________

17b.

If you answered ‘No’ to question 17, please say why you do not plan to provide leadership in your
college in the application of legislation on sexual orientation
______________________________________________________________________________
______________________________________________________________________________

18.

Please identify the resources you plan to/would like to use to support your leadership on this issue in
your college? Please tick all that apply.
Union advice

CEL advice

Legal advice

Outside speakers

AoC advice

Advice from LGB organisations

LSC advice

None of the above

Other (please specify):
________________________________
19.

How confident are you that in your college you would be able to respond appropriately in dealing with
an issue relating to discrimination on grounds of sexual orientation?
Very confident

20.

Confident

Not confident

What do you think within the college would help to increase your level of confidence in dealing
discrimination on grounds of sexual orientation? Please tick all that apply.
An LGB society

Trade union group

A college LGB champion

LGB representation at SMT meetings

An equality committee

LGB representation at corporation level

LGB student discussion groups

None of the above

Other (please specify): ________________________________________________________
4
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20a.

21.

If you ticked more than one option, please place your selection in order of importance
1

________________________________

2

________________________________

3

________________________________

Which of the following college mechanisms do you think are important for promoting and achieving
equality on grounds of sexual orientation? Please tick all that apply.
Staff induction

College policies e.g. harassment and
bullying

Student induction

Equality impact assessment

Equality monitoring on grounds of sexual
orientation

None of the above

Other (please specify):
________________________________
22.

Do you know whether your college has:

22a.

A separate equality policy on sexual orientation?
Yes

22b.

Coverage of sexual orientation in a general equality policy?
Yes

22c.

No

If Yes to either 22a or 22b above, do you think the policy is adhered to?
Yes

22d.

No

No

Please give the reason for your answer to 22c:
______________________________________________________________________________

23.

Do you think your own promotion prospects within the college are affected by other people’s
perception of LGB people?
Yes

24.

Do you think that LGB college staff who are ‘out’ are discriminated against in any way because of their
sexual orientation when seeking promotion?
Yes

Part Three
25.

No
The experience of others’ leadership

Do you consider your college to be a ‘lesbian/gay-friendly’ place in which to work?
Yes

25a.

No

No

If yes, how do you think this has been achieved?
______________________________________________________________________________

25b.

If No, what is the most important thing that needs to change?
______________________________________________________________________________
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26.

Please describe any examples of good practice found in your college relating to equality on grounds of
sexual orientation.
______________________________________________________________________________
______________________________________________________________________________
______________________________________________________________________________

27.

What have college leaders done that has been effective in establishing equality on grounds of sexual
orientation and challenging discrimination?
______________________________________________________________________________
______________________________________________________________________________
______________________________________________________________________________
______________________________________________________________________________

28.

What would you like college leaders to do to establish equality on grounds of sexual orientation and to
challenge discrimination? Please tick all that apply.
Make public statements

Publicise the terms of legislation

Undertake training

Agree policy and practice with the trade
unions

Support the creation of LGB staff groups

Task equality/diversity committees

Support the creation of LGB learner
groups

None of the above

Other (please specify):
___________________________________________________________________________
29.

What do you think would help support your college leaders to establish equality and challenge
discrimination on grounds of sexual orientation? Please tick all that apply.
A college LGB champion

Advice from the AoC

LGB representation at corporation level

Advice from CEL

Liaison with LGB organisations

Inclusion in college inspection

Advice from the LSC

None of the above

Other (please specify): _________________________________________________________
30.

Do you think there are any difficulties or conflicts between the sexual orientation strand and other
strands (e.g. gender, age, religion, race etc.) of the equality agenda?
Yes

30a.

No

Don’t know

If yes, which of the following are of particular concern?
Gender

Race

Disability

Age

Religion or belief

Gender reassignment

None of the above

Other (please specify):
________________________________
6
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30b.

What do you think would be effective in resolving any difficulty/difficulties or conflicts of this sort?
College debates

Active support of staff unions for this
agenda

College IT chat rooms

Discussions between parties with different
views on equality on grounds of sexual
orientation

Social events that bring together LGB and
other groups

None of the above

Other (please specify):
________________________________

Part Four
31.

Continuing professional development

Have you been able to access any college provided training on equality on grounds of sexual
orientation?
Yes

31a.

If Yes, was it designed to help you to respond to possible instances of discrimination on grounds of
sexual orientation?
Yes

31b.

No

How did you find it?
Very helpful

31c.

No

Helpful

Not helpful

If you answered ‘Very helpful or ‘Helpful’, please identify the provider of the training:
______________________________________________________________________________

31d.

If you answered ‘Very helpful or ‘Helpful’, please say what you found helpful about the training:
______________________________________________________________________________

32.

What further training, if any, do you think you need to enable you take a lead on this issues in your
college?
______________________________________________________________________________
______________________________________________________________________________

33.

What CPD do you think college leaders would find helpful in supporting them to lead on equality on
ground of sexual orientation? Please tick all that apply
Basic information about human sexual
orientation

Testimony from lesbian and gay
individuals (on video etc)

Legal briefings

Input from LGB organisations

Examples of good practice from colleges

Frequently asked questions and model
answers

None of the above

Other (please specify):

7
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Part Five
34.

Supporting information
If you have any further thoughts or views please use the space below to:

•

comment further on any relevant aspect of your experience or views

•

identify what you consider to be good/effective practice on this issue

•

identify what would develop effective leadership on this issue

•

identify examples of good/effective training you have experienced

•

make suggestions for improved college leadership on this issue

•

share any other observations, views, recommendations etc

______________________________________________________________________________
______________________________________________________________________________
______________________________________________________________________________
______________________________________________________________________________
______________________________________________________________________________
______________________________________________________________________________
______________________________________________________________________________
______________________________________________________________________________
______________________________________________________________________________
______________________________________________________________________________

Thank you for completing this questionnaire
If want to know more about the survey, please contact:
deborahpersaud@centreforexcellence.org.uk or philbarnett100@aol.com.
If you are returning hard copy, please send to:
Ms Emma Goreeph, Centre for Excellence in Leadership, 10 Greycoat Place, London, SW1P 1SB
Questionnaires, in either electronic or hard copy format must be returned by 31 July 2006.

Explanatory note on the law
The Employment Equality (Sexual Orientation) Regulations became law on 1 December 2003. They make it
unlawful to discriminate in employment or training on grounds of sexual orientation. They apply to further
education colleges.
The legislation means employers now risk legal claims from staff who:

•

have been treated less favourably in, for example, recruitment, promotion, training or dismissal
than others because they are gay or someone has assumed they are gay or because they
associate with gay people

•

are disadvantaged as a group by workplace practice and policy because of their sexual
orientation

•

have been offended - either intentionally or unwittingly – by homophobic actions or comments

The forthcoming Equalities Act will extend the ambit of current legislation to the provision of goods and services.
Therefore, all aspects of the work of colleges – both employment and learning — will be covered.

8
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Equality and Diversity Sexual Orientation
A questionnaire for student governors and representatives
The Centre for Excellence in Leadership is using this questionnaire as part of its work to support the
development of high quality, effective leadership for equality.
To do this effectively we need to understand the views and experiences of student governors and
representatives, for whom this questionnaire is designed. We are sending related questionnaires to all college
principals and to lesbian, gay and bisexual (LGB) college leaders and staff as part of the same project.
This questionnaire can be completed within 15 minutes. Your cooperation in completing it is greatly appreciated
and all your answers will be received in strict confidence. Your confidentiality and anonymity in completing this
questionnaire are absolutely guaranteed.
We want to use our questionnaires to help us meet the needs of college leaders, including student governors
and representatives, in complying with the laws relating to equality on grounds of sexual orientation. Your
completion of this questionnaire will support that work directly and be of benefit to many students and colleges.
Some of our questions ask about college responses to the law. To help you answer these questions there is a
brief explanatory note about the law relating to sexual orientation at the very end of this questionnaire.
This questionnaire is formatted for electronic completion. Electronic copy can be accessed on
www.centreforexcellence.org.uk/reps. A hard copy is also provided. When completing the electronic
questionnaire, please tick all the boxes that apply and type your comments in the spaces provided. When
completing the hard copy, please write in blue or black ink, and post it to:
Emma Goreeph
Centre for Excellence in Leadership
10 Greycoat Place
London
SW1P 1SB
Please return your completed questionnaire in whichever format you prefer by 31 July 2006 at the latest.
Thank you.

Part One

Background information

About you
1.

Please indicate to which age group you belong:
16-19

2.

25 –34

35-44

45- 54

55+

Please indicate whether you are:
Female

3.

20-24

Male

Transgender

What is the name of college?
______________________________________________________________________________

4.

Are you studying:
Full time

5.

Part-time

Other

Department:
______________________________________________________________________________
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6.

If you have a specific student representative role in the college please say what it is.
____________________________________________________________________________

7.

Disability: Do you consider yourself to have a disability?
Yes

8.

No

Ethnic background: Please choose one section from (A) to (E) and then tick the appropriate box to
indicate your ethnic background.
(A)

White

(B)

Mixed

British

White and Black Caribbean

Irish

White and Black African

Any other white background, please
specify:

White and Asian

________________________________

Any other mixed background, please
specify:
________________________________

(C)

Asian or Asian British

(D)

Black or Black British

Indian

Caribbean

Pakistani

African

Bangladeshi

Any other black background, please
specify
________________________________

Any other Asian background, please
specify:
________________________________
(E)

Chinese or other ethnic group
Chinese

Any other ethnic group, please specify:
________________________________

9.

Religion or belief:
Christian

Muslim

Hindu

Sikh

Jewish

Buddhist

None

Prefer not to say

Other (please specify):
________________________________

2
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10.

Sexual orientation
Lesbian – a woman who is mainly
attracted to or have relationships with
other women

Gay – a man who is mainly attracted to or
have relationships with other men

Heterosexual – women and men mainly
attracted to or have relationships with
people of the opposite sex (sometimes
called ‘straight’)

Bisexual – a person who is attracted to or
have relationships with persons of the
same sex and the opposite sex

Prefer not to say
11.

Is your college’s record in equality part of your decision to study here?
Yes

11a..

No

If yes, please explain:
______________________________________________________________________________
______________________________________________________________________________

Part Two
12.

12a.

12b.

The practice of leadership
How well informed are you about the law relating to equality on grounds of sexual orientation? See
explanatory note on the law at the end of this questionnaire.
Very well

Well

Not very well

Not at all

How well do you understand how the law on equality on grounds of sexual orientation applies to your
role in the college?
Very well

Well

Not very well

Not at all

If you answered ‘Very well’ or ‘Well’ to question 12a, please identify the sources of your information.
Please tick all that apply.
College briefing

College student induction

Student union induction

Community organisations

Student representative training

Briefing or guidance from other
organisation

None of the above

Other (please specify):
________________________________

13.

As a student governor or representative, are you able to support LGB students?
Yes

13a.

No

If yes, how do you manage to do so?
One-to-one sessions with LGB students

LGB student society

LGB student focus groups

Student union meetings

None of the above

Other (please specify):
________________________________
3
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14.

If you manage to identify LGB students’ needs and opinions, how do you represent them in the
college?
Governors meetings

Briefings to senior college staff

Departmental meetings

Student union meetings

None of the above

Other (please specify):
________________________________

14a.

Please describe what effect this had?
______________________________________________________________________________
______________________________________________________________________________

15.

Please identify the resources you plan to/would like to use to support you on this issue in your
college? Please tick all that apply.
NUS advice

CEL advice

Legal advice

Outside speakers

AoC advice

Advice from LGB student groups

LSC advice

Advice from LGB organisations

None of the above

Other (please specify):
________________________________

16.

How confident are you that as a college governor or representative you are able to support students
who are discriminated against because of their sexual orientation?
Very confident

17.

Confident

Not confident

What do you think would help to increase your confidence in dealing with discrimination on grounds of
sexual orientation? Please tick all that apply.
An LGB student society

LGB representation at senior
management team meetings

A college LGB champion

LGB representation at corporation level

An equality committee

NUS advice

LGB student discussion groups

None of the above

Other (please specify):
___________________________________________________________________________
18.

When dealing with equality issues, do you find difficulties or conflicts between the sexual orientation
strand and other strands (e.g. gender, age, religion, race etc.) of the equality agenda?
Yes

19.

No

If yes, which of the following are of particular concern?
Gender

Race

Disability

Age

Religion or belief

Gender reassignment

None of the above

Other (please specify):
________________________________
4
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19a.

What do you think would help to sort this out? Please tick all that apply.
College debates

Student union support for the equality
sexual orientation agenda

College IT chat rooms

Discussions between parties with different
views on equality on grounds of sexual
orientation

Social events that bring together LGB and
other groups

None of the above

Other (please specify):
___________________________________________________________________________
20.

Please identify from the following list any good practice in your college that supports full compliance
with the legislation on sexual orientation? Tick all that apply.
Induction

Curriculum

Student services

Student union

Tutorial

Teaching

None of the above

Other (please specify):
________________________________

Part Three
21.

The experience of others’ leadership

Have members of college staff helped you to deal with sexual orientation issues in the college?
Yes

21a.

No

If yes, please say how they did this:
______________________________________________________________________________
______________________________________________________________________________
______________________________________________________________________________
______________________________________________________________________________

22.

Which of the following options have you used/would you consider using for advice/support on dealing
with discrimination on grounds of sexual orientation? Please tick all that apply.
Equality training

Good practice case studies

Legal briefing

Frequently asked questions with model
answers

Legal case studies

Working with LGB organisations

Guidance on equality issues

Working with staff unions

None of the above

Other (please specify):
________________________________
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23.

As a student governor or representative, what support do you think would help you to challenge
discrimination on grounds of sexual orientation if it arises in your college? Please tick all that apply.
NUS advice

Equality guidance

Legal advice

Supportive public statements from college
leaders

AoC advice

Input from LGB organisations

CEL advice

LGB individuals (on video etc) sharing
experiences

None of the above

Other (please specify):
________________________________

24.

Which of the following do you think would have the greatest impact on challenging discrimination on
grounds of sexual orientation if used? Please tick all that apply.
Student induction

Course content

Staff induction

Social programmes/events

Student tutorial

Health promotion

Curriculum

Basic information about sexual orientation

Teaching

Curriculum enrichment programmes

None of the above

Other (please specify):
________________________________

24a.

25.

25a.

If you ticked more than one option, please place your selection in order of importance.
1

___________________________________________________________________________

2

___________________________________________________________________________

3

___________________________________________________________________________

How easy do you think it is for ‘out’ LGB students to take on the student representative role in your
college? (‘Out’ LGB students are those who are open about their sexuality and do not hide it.)
Very easy

Difficult

Easy

Very difficult

Please give the reason/reasons for your answer.
______________________________________________________________________________
______________________________________________________________________________

26.

Do you consider your college to be a ‘lesbian/gay friendly’ place in which to study?
Yes

26a.

No

If yes, what do you think helps the college to achieve this?
______________________________________________________________________________

6
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26b.

If no, what do you think needs to change to welcome and value LGB students?
______________________________________________________________________________
______________________________________________________________________________

27.

What would you like college leaders to do more to promote equality on grounds of sexual orientation in
your college?
______________________________________________________________________________
______________________________________________________________________________

Part Four
28.

Training

In your role as a student governor or representative, have you been able to access training that deals
with discrimination on grounds of sexual orientation?
Yes

28a.

No

If Yes, did you find it?
Very helpful

28b.

Helpful

Not helpful

If you ticked ‘Very helpful’ or ‘Helpful’ please say which organisation provided this training:
______________________________________________________________________________

29.

What, support/training do you think student governors and representatives would find useful to support
them to help LGB students more effectively?
______________________________________________________________________________

Part Five
30.

Supporting information
If you have any further thoughts or views, please use the space below to:

•

comment further on any relevant aspect of your experience or views

•

identify what you consider to be good/effective practice on this issue

•

identify what would develop effective leadership on this issue

•

identify examples of good/effective training you have experienced

•

make suggestions for improved college leadership on this issue

•

share any other observations, views, recommendations etc

______________________________________________________________________________
______________________________________________________________________________
______________________________________________________________________________
______________________________________________________________________________
______________________________________________________________________________
______________________________________________________________________________

7
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Thank you for completing this questionnaire
If want to know more about the survey, please contact:
deborahpersaud@centreforexcellence.org.uk or philbarnett100@aol.com.
If you are returning hard copy please send to:
Ms Emma Goreeph, Centre for Excellence in Leadership, 10 Greycoat Place, London, SW1P 1SB
Questionnaires, in either electronic or hard copy format must be returned by 31 July 2006.

Explanatory note on the law
The Employment Equality (Sexual Orientation) Regulations became law on 1 December 2003. They make it
unlawful to discriminate in employment or training on grounds of sexual orientation. They apply to further
education colleges.
The legislation means employers now risk legal claims from staff who:

•

have been treated less favourably in, for example, recruitment, promotion, training or dismissal
than others because they are gay or someone has assumed they are gay or because they
associate with gay people

•

are disadvantaged as a group by workplace practice and policy because of their sexual
orientation

•

have been offended - either intentionally or unwittingly – by homophobic actions or comments

The forthcoming Equalities Act will extend the ambit of current legislation to the provision of goods and services,
e.g. the way teaching, learning and student support are provided. Therefore, all aspects of the work of
colleges — both employment and learning — will be covered.

8
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Appendix 3: Extract from ‘Tackling Homophobia in Schools’
Extract from Tackling Homophobia in Schools (Stonewall, 2005), with FE contexting notes added.
z

Acknowledge and identify the problem of bullying
Bullying and harassment take place in colleges. Our research has shown that homophobic bullying occurs
between learners and between learners and staff. Homophobic bullying may remain invisible unless it is
treated as a stated category of bullying and unless it is possible and legitimate to report it as such. Many
colleges record racist bullying and harassment. Thus, the principle and practice of recording different kinds of
harassment and bullying is already accepted, making its extension to include homophobia straightforward.

z

Develop policies that recognise the existence of homophobic bullying
College policies can draw on a range of national guidance, including that referenced in this report. The
issue of homophobic bullying can be referenced in disciplinary codes, college charters, mission statements,
prospectuses etc.

z

Promote a positive social environment
Harassment and bullying can best be dealt as part of the overarching ethos of the college. Therefore, clear
policy, active challenge of homophobic behaviour at all times, removal of graffiti, the genuine respect and
celebration of difference, the use of LGB-friendly images in the college, encouragement and support for LGB
staff and learners to be out, all contribute to the creation of a learning and working environment that is safe
for everyone.

z

Address staff training needs
Effective training will recognise the real difficulties and challenges this issue will present to some staff, and
work with that creatively and respectfully. It will be informed by the culture and role of the FE sector, and it
will avoid tasking LGB staff with a pre-eminent role. Many LGB staff will find it particularly difficult to take a
lead. This is an issue for everyone. A key outcome of training should be the motivation and ability to challenge
homophobic abuse, harassment and bullying.

z

Provide information and support for pupils
Many learners may find it difficult to discuss LGB issues with tutors or counsellors – although colleges should
aim to make it as easy as possible. Information about LGB issues, services and support can also be made
available in learner diaries, on the college website, through the student union, on notice boards etc.

z

Integrate sexual orientation into curriculum planning
This may be easier in some subjects than others. However, it can be addressed at many levels, from
acknowledging that key figures/personalities are known to be LGB, to making LGB issues a part of service
delivery/customer care training.

z

Use outside experience
Colleges may find it helpful to call on the expertise of external agencies (eg Stonewall, Navajo, LGB youth
groups, charities etc) to input and advise.

z

Encourage role models
The visible presence of LGB staff, college leaders, governors and learners may strike many staff and learners as
making the college more like the communities in which they live, more welcoming and positively LGB-friendly.

z

Don’t make assumptions
Not all staff and learners in a college are heterosexual.

z

Celebrate achievements
Mark success and progress – eg reducing the incidence of reported homophobic bullying, changing the
curriculum, establishing LGB groups etc, by including these achievements in newsletters, on the website etc.
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Appendix 4: Joint Agreement on Guidance for Sexual Orientation Equality
Joint Agreement on Guidance for Sexual
Orientation Equality in Employment in Further Education Colleges
Between
The Association of Colleges (AoC)
and
Association for College Management (ACM)
Association of Teachers & Lecturers (ATL)
GMB
National Association of Teachers in Further and Higher Education (NATFHE)
Transport & General Workers’ Union (T&G)
UNISON
April 2004
1

Introduction

1.1

This Joint Agreement on Guidance has been developed to equip Colleges to meet their legal obligations under the
Employment Equality (Sexual Orientation) Regulations 2003. The regulations implement the sexual orientation
aspects of the EC Equal Treatment Framework Directive (No. 2000/78), which sets out a framework for eliminating
discrimination in employment, or occupational inequalities, based on sexual orientation.

1.2

Promoting equality between staff of different sexual orientations has long been a moral duty, and has recently
become a legal one. This Guidance is intended to support colleges towards achieving that end.

2

Commitment

2.1

The College encourages, celebrates and values the diversity brought to workforce by individuals. It believes that the
College will benefit from engaging staff at all levels of responsibility, and across all areas of work regardless of their
sexual orientation, thus helping to provide positive role models for students of differing sexualities. The College is
committed to equality of treatment for all employees. This will apply to the operation and implementation of all its
employment policies. The College will treat all employees with dignity and respect, and seek to provide a positive
working environment free from discrimination, harassment or victimisation in relation to an individual’s sexual
orientation.

2.2

The College should seek not only to eliminate discrimination on the grounds of sexual orientation, but also to create
a positive working environment based on professional working relations between all employees. The aim is to
create a positive inclusive ethos with a shared commitment to challenging and preventing stereotyping, prejudice
and discrimination, to respecting diversity and difference and to encouraging good working relations between
heterosexuals, lesbian, gay and bisexual people within the College.

2.3

The College should work towards the elimination of prejudice and discrimination, whether overt or covert, and will
seek to ensure that all staff have equal access to the full range of college facilities.
Where personal information is divulged in confidence, every attempt will be made to respect this.

3

Legal duties

3.1

The College should undertake to fulfil all the legal duties established by the Employment Equality (Sexual Orientation)
Regulations 2003 (“the Regulations”) and to set out a framework for eliminating employment or occupational
inequalities based on sexual orientation ie to ensure there will be no discrimination against staff, either directly or
indirectly on the grounds of sexual orientation in access to employment, training, promotion or dismissal, in the
provision of work-place benefits, or the provision of references.
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The regulations deal with discrimination or harassment on the grounds of sexual orientation, which is defined in Reg.
2(1) as meaning “sexual orientation towards persons of the same sex; persons of the opposite sex; or persons of
the same sex and of the opposite sex”. The law therefore protects people from discrimination whatever their sexual
orientation.
3.2

The wide range of other legislative provision which might relate to sexual orientation discrimination, including:
{
{
{
{
{
{
{

4

Employment Rights Act 1966
Human Rights Act 1988
Pensions Act 1995
Protection from Harassment Act 1977
Maternity and Parental Leave [Amendment] Regulations 2002
Maternity and Adoption Leave Regulations 2002
Employment Act 2002

Meeting our legal duties
The College may wish to refer to the ACAS Guide “Sexual Orientation in the Workplace”.

4.1

The College should not discriminate on grounds of sexual orientation in the way it recruits and selects staff.

4.2

The College should ensure that all employees regardless of their sexuality shall have equal rights to training,
promotion and other aspects of career development.

4.3

The College should ensure that all employees regardless of their sexuality shall have equal rights to training,
promotion and other aspects of career development.

4.4

The College should ensure that there is no discrimination on the grounds of sexual orientation in relation to dismissal
of staff. In particular, should a redundancy situation occur, it should ensure that sexual orientation is not a factor in
the selection of those to be made redundant.

4.5

Harassment on the grounds of sexuality is viewed by the College as a very serious offence, which if proven may in
certain circumstances lead to the dismissal of a member of staff, or, if an employee is harassed by a student, the
expulsion of that student.

4.6

The College should ensure that any benefits [facilities and services] which it offers to heterosexual staff will be
equally available to lesbian, gay, and bisexual staff. This includes any benefits offered to a partner if such benefits are
available to unmarried opposite sex partners, and any provisions for special leave relating to partners.

4.7

The College should ensure that any references provided to staff who are leaving are not influenced in any way by the
sexual orientation of the departing staff member.

5

Ensuring Equality
The College values its entire staff equally, and will endeavour to create an environment in which all staff, whatever
their sexual orientation, feel equally valued and welcomed.
The College is committed to creating an environment in which everyone is treated equally and with respect. The
College aims to eliminate sexual orientation discrimination in its structures and employment practices as well as to
encourage change in individual behaviour and attitudes, and ensure equality of opportunity and treatment for all
staff, regardless of their sexuality. The holding of religious beliefs which regard homosexuality as a sin will not be a
justification for harassment, abuse, propaganda insults etc. directed against lesbian, gay or bisexual staff.

5.1

The College environment, in terms of its pictures, images, publicity materials, literature etc., should reflect the
diversity of its staff and students, including diverse sexualities.

5.2

Homophobic abuse, harassment or bullying (e.g. name-calling, derogatory jokes, unacceptable or unwanted
behaviour and intrusive questions) are serious disciplinary offences, and should be dealt with under the appropriate
procedure.
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5.3

Homophobic propaganda, in the forms of written materials, graffiti, music or speeches will not be tolerated. The
College undertakes to remove any such propaganda whenever it appears on the premises.

5.4

The College should provide a supportive environment for staff or students who wish it to be known that they are
lesbian, gay, or bisexual. However, it is the right of the individuals to choose whether they wish to be open about
their sexuality in the College. To ‘out’ someone, whether staff or student, without their permission is a form of
harassment, and should be treated as such.

5.5

Assumptions will not be made that partners of staff and students are always of the opposite sex. Workplace benefits
within the College’s control, should apply equally to same sex partners.

5.6

Lesbian, gay and bisexual issues should be included in all equality training and internal attitudinal surveys.

5.7

The College welcomes and will facilitate lesbian, gay and bisexual staff groups.

5.8

The College recognises that lesbian, gay, and bisexual staff and students come from diverse backgrounds, and will
strive to ensure that they do not face discrimination either on the grounds of their sexual orientation or with regard to
other aspects of their identity (e.g. race, gender, age, religion, disability).

6

Monitoring (optional clause)

6.1

The College is committed to ensuring that it is making progress in achieving equal treatment for staff regardless of
their sexual orientation. To ensure that progress is made, it may undertake monitoring of the following in relation to
sexual orientation.
{
{
{
{
{

the take and outcomes of grievance and harassment procedures;
the content of equality training;
a question in anonymous staff attitude surveys in information from exit interview;
equal access to family/partner benefits;
language and images used in internal and external communication.

6.2

The College recognises that monitoring individual staff for sexual orientation is a sensitive issue, and there is no legal
obligation to do so. It undertakes to keep the question of whether such monitoring should occur under review with
the recognised trade unions and other relevant staff groups. If it is agreed to undertake such monitoring it will be
explained to staff that there is no legal obligation to answer the question, that the results will be used to combat
discrimination, and that the information is entirely confidential.

6.3

Once the results of any monitoring are available, the College will consider relevant action to reduce any disadvantage
suffered by staff of any particular sexual orientation.

7

Confidentiality
The College recognises that because of the existence of heterosexism and homophobia, confidentiality is a major
issue for some lesbians, gay men and bisexuals. The College aims to create an environment in which staff feel safe to
be “out at work”. However, until this is achieved:

7.1

The College will nominate a member of staff in the personnel department to whom lesbian, gay and bisexual staff
can go to who are appropriately trained where confidentiality will be maintained.

7.2

Areas to be covered by the named person include:
{
{
{

a confidential complaints procedure;
confidential handling of special leave;
confidential managing of partner benefits etc.

8

Division of responsibilities

8.1

Governors should aspire to ensure that the membership of the Corporation welcomes diversity in sexuality.
Governors are responsible for ensuring that:
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{
{
{

8.2

Managers are responsible for ensuring that:
{

{
{
{
{
{

8.3

The College’s strategic plan includes a commitment to sexual orientation equality;
Equalities training features as part of the College’s strategic plan;
They are aware of the Corporation’s statutory responsibilities in relation to sexual orientation legislation as an
employer.

the College principal/chief executive and senior management team have responsibility for taking the lead in
challenging homophobic behaviour on the part of the managers, staff or learners and creating a positive, inclusive
ethos;
they are aware of the College’s statutory duties in relation to sexual orientation legislation;
all aspects of college policy and activity are sensitive to issues in relation to lesbian, gay and bisexual staff;
the procedures for the recruitment and promotion of staff enshrine best practice in equal opportunities;
the College’s publicity materials present appropriate positive and non-stereotypical messages about people of
diverse sexualities;
appropriate training and development is provided to support the appreciation and understanding of diversity.

Staff are responsible for ensuring that:
{
{

they are aware of the College’s statutory duties in relation to sexual orientation legislation;
they challenge homophobic behaviour, whether witting or unwitting, by learners, work placement providers,
outside contractors or other members of staff whenever practicable.

9

Publicising our policy and progress

9.1

To the public (including learners, work placement providers and staff):
Our commitment to equality, including sexual orientation equality will be highlighted in our prospectus, annual report
and annual financial statement.

9.2

To staff:

9.2.1 All staff will have access to or receive a full copy of the policy.
The staff induction programme should highlight the College’s commitment to sexual orientation equality, action
that can be taken by staff who suffer discrimination and the action to be taken against any perpetrators of such
discrimination.
10

Complaints

10.1

The College should seek to provide a supportive environment for staff who make claims of discrimination or
harassment.

10.2

Acts of discrimination, harassment, victimisation or abuse on the grounds of sexual orientation will be treated as a
serious disciplinary offence.

10.3

Staff who feel they are being discriminated against on grounds of their sexual orientation by other members of staff
should raise the matter under the Harassment or Grievance Procedure, which will, if the accusation is upheld, be
treated as a serious disciplinary offence.

10.4

If, in the course of their work, College staff suffer sexual orientation discrimination from members of the public, the
College will take appropriate action and provide appropriate support.

10.5

Any behaviour directed against staff by students will be dealt with under the student disciplinary procedure.

11

Review and consultation

11.1

This Joint Agreement on Guidance will be reviewed on a regular basis in accordance with legislative developments
and the need for good practice, by the College.
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11.2

As part of the review the College should seek and take into account the views of stakeholders including the
consultation/negotiating arrangements within the College, and appropriate equality bodies.

12

Implementation

12.1

The College, working in partnership with the recognised trade unions and employee representatives, will seek to
ensure that all staffing policies and procedures (e.g. Recruitment and Selection Procedure) are non-discriminatory,
and that monitoring and positive action processes are regularly reviewed.

13

General

13.1

This policy should not be read in isolation, but cross-referenced with all relevant college employment policies.

14

Definition of joint agreement

14.1

The Agreement on this guidance is intended as a recommendation to colleges relating to Equality in Employment
issues.

JOINT AGREEMENT ON GUIDANCE FOR SEXUAL ORIENTATION IN FURTHER EDUCATION COLLEGES
SIGNATURES OF THE PARTIES TO THIS AGREEMENT
(a) AoC

_____________________________________________________

(b) ACM

_____________________________________________________

(c) ATL

_____________________________________________________

(d) GMB

_____________________________________________________

(e) NATFHE

_____________________________________________________

(f) T & G

_____________________________________________________

(g) UNISON

_____________________________________________________

Date of Commencement of this Agreement:

_____________________________________________________
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Appendix 5: Examples of college sexual orientation equality action plans
Blackpool and The Fylde College
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Stoke on Trent College
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Stoke on Trent College
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Stoke on Trent College
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Stoke on Trent College
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Appendix 6: ‘Sexuality Awareness - An Introduction’
“Sexuality Awareness – An Introduction” – Blackpool and Fylde College
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Appendix 7: ‘Equal Opportunities – Sexuality Awareness’
‘Equal Opportunities – Sexuality Awareness’ – Oldham College

EQUAL
OPPORTUNITIES
‘Sexuality
Awareness’
Information and
Resource Guide

Tony Simmons

External Relations Manager
The Oldham College
Tel: 0161 785 4228
tony.simmons@oldham.ac.uk
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OPENING QUESTIONS
Is this college a place where:
•

Lesbian, Gay or Bisexual (LGB) students receive an education that helps them to develop a
positive self identity.

•

Students can feel secure confiding to staﬀ that they are, or might be, Lesbian, Gay or Bisexual.

•

Students can let their peers know that they are, or might be Lesbian, Gay or Bisexual and be
accepted and not victimised.

•

Lesbian, Gay and Bisexual staﬀ can be open about their sexuality, should they wish to do so.
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SHOULD WE CARE?

Educational establishments have an obligation to support and enhance the self-esteem of all students.
Research suggests that 1-3 of every 10 students is either lesbian or gay, or has an immediate family member
who is. Therefore, between 3 and 9 students in every class of 30 has had some direct experience with the
issues of homosexuality and homophobia.
A further, and more significant, reason for schools and colleges to address sexuality issues among young
people is that young people are asking them to do so. To remain silent on these ma ers is communicating
negative a itudes and values and simply colludes to the status quo.
The following are statements from UK students:
There was no-one in my school for me to talk to about my issues. I felt completely alone and unsupported. I had
nowhere to unload the burden I was feeling unless I ended it.
I don’t feel safe from abuse at my school. I am relentlessly persecuted for being gay. Up to now, a person has
masturbated in front of me while I was in the school lavatory, I have had cigare es thrown at me, students have
driven their cars within a foot of me to drive me oﬀ the road while I was walking and people call me vulgar names
almost daily. What I am describing now is not simple child’s play and name calling. It is very specific harassment and
threatens my safety.
People kept coming up to me and making fun of me. They would call me horrible names and I would cry all the time.
Le ers were le for me saying things about AIDS and how my parents should not have had me and I should die. Noone should go through what I went through at school.
The eﬀects of homophobia are by no means confined to school and college. In 1999 the National Association
Group for Policing Lesbian and Gay Communities (NAG) reported a UK national survey of homophobic
crime. Descriptions of incidents included;
Excrement was smeared over my front door and two female dolls stuck together were shoved through my le er box. I
didn’t report it because I had nowhere else to stay. I was very concerned for my partner and my two dogs.
(50 year old lesbian)
I was raped by a man because he thought I was ‘sick’ just because I was. A lesbian and he thought he could change me.
I reported it and got good treatment because a female oﬃcer was very understanding.
(18 year old lesbian)
I was stripped, kicked and beaten up. They broke my arm. I couldn’t report the crime because one of the assailants was
a police oﬃcer. He burned oﬀ my pubic hair with a lighter.
(23 year old gay man)
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What is Sexuality and Sexual Orientation?
Sexuality and Sexual Orientation is about the predominant focus of your desires and sexual practice. In
other words it is about whether you are a racted to someone of another sex, someone of your own sex, a
mix of both or non at all.
•

There are four main types of sexuality or sexual orientation;

•

Heterosexual (a racted to the other sex)

•

Homosexual (a racted to the same sex)

•

Bisexual (both sexes)

•

Celibate (No sexual desires)

Homosexual people are o en referred to as GAY. ‘A gay man’, ‘a gay woman’, ‘a gay girl’ etc. However the
term GAY is now usually meant to refer to a male homosexual and LESBIAN refers to a female.
In this booklet the term ‘gay’ will refer to a gay man, lesbian to a gay woman. Homosexuals will refer to gay
men and lesbians, together.
Many will take on board the negative messages that society conveys towards sexuality that is other
than heterosexual (homophobia) and some individuals will take this on board personally (internalised
homophobia) and may spend years coming to terms with themselves. As adults, and in the workplace, it is
very common for Lesbians, Gays and Bisexuals (LGBs) to conceal rather than acknowledge their sexuality
or sexual orientation.
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SEXUALITY TERMINOLOGY
Sexual Orientation
A person’s emotional, physical and sexual a raction and the expression of that a raction. Many people
prefer the term ‘orientation’ rather than ‘preference’ since the la er implies a choice is being made. Most
people would agree that sexuality is not a ma er of choice
Gender
Gender is about whether you identify as a feminine or masculine, female or male.
Heterosexuality
A sexual orientation in which a person feels physically and emotionally a racted to people of the opposite
gender. Heterosexual people are o en referred to as ‘straights’.
Homosexuality
A sexual orientation in which a person feels physically and emotionally a racted to people of the
same gender. Homosexuality has been regarded as an illness that can and should be cured. It was only
withdrawn as a recognised Psychiatric Illness in 1973 (USA).
Bisexuality
A sexual orientation in which a person feels physically and emotionally a racted to people of both genders.
The a raction may be in one or more way eg emotional, sensual, and sexual. It may not be as strong for
one sex as it is for the other, mayor may not shi during the person’s life time and mayor may not be acted
upon. Research shows that homosexuality and heterosexuality are o en transitional phases in their corning
out process for bisexuals.
Homophobia
This is an aversion to homosexual people or their lifestyle or culture OR behaviour or acts based on this
aversion. Some academics have defined the terms as ‘an irrational fear of homosexuals and homosexuality’.
Internalised Homophobia
The fear and ‘self hate’ of one’s own homosexuality or bisexuality that occurs in may LGB’s who have
learned negative ideas bout homosexuality throughout childhood and adulthood. Once LGB youth realises
that they belong to a group of people that is o en despised and rejected in society, many internalise an
incorporate the stigmatism of homosexuality and fear and hate themselves.
Heterosexism
A term used in the same way that racism, anti-semitism and sexism have developed into usual speech.
It describes an ideological system that denies, denigrates and stigmatises any non-heterosexual form of
behaviour, identity, relationship or community.
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Transvestitism
Transvestites are usually heterosexual (straight). A small minority are homosexual or bisexual. Transvestites
have an episodic and fetishistic urge to dress in the clothing of the opposite sex. Transvestites are rarely
latent or potential transsexuals; although both wear clothing of the opposite gender, they do so for diﬀerent
reason. Transvestites seldom voluntarily confess their desire to cross dress to their partners out of fear of
non-acceptance. However, some couples are able to accommodate this within their relationships.
Transsexualism
A state of being in which a person experiences a discontinuity between their assigned sex and what they
fell their core gender to be. If this sense is strong and persistent they may decide to make the transition to
the sex that conforms to their sense of gender. Transsexuals may identify as heterosexual, homosexual and
bisexual. For example a male to female transsexual may identify as a lesbian and a female to male as a gay
man.
It is estimated that there are over 20,000 transsexuals in the UK.
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EXERCISES
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SEXUALITY AWARENESS: TRUE OR FALSE?
Please read through the following statements and mark them true or false. . . . . .
1.

AIDS has spread primarily through homosexual intercourse.

2.

The majority of sexual assaults on children are commi ed by heterosexual men.

3.

The British Medical Association states that homosexual people have chosen to be gay.

4.

Sexual orientation, especially homosexuality and bisexuality, is easily changed.

5.

People can be ‘easily’ converted to homosexuality.

6.

Young gay people are seduced into homosexuality by older gays.

7.

No-one knows what causes sexual orientation.

8.

Homosexual people flaunt their sexuality, heterosexual people do not.

9.

Most lesbian, gay and bisexual people are comfortable with their own biological sex and do not wish to
change this.

10. In homosexual couples, one partner assumes a masculine role, the other a feminine role.
11. Heterosexual couples are happier in their relationships than lesbians or gay men.
12. Lesbian and gay couples experience a more equal sharing of power in their relationships than
heterosexual couples.
13. Lesbian, gay and bisexual people have maternal/paternal instincts.
14. Children raised by lesbian or gay parents are more likely to be gay than those reared by heterosexual
parents.
15. Children of lesbian mothers experience greater psychological and social problems when growing up
than children with heterosexual parents.
16. Male children raised by homosexual fathers are at greater risk of sexual abuse from their parents than
children raised by heterosexual parents.
17. All sexually active gay men engage in anal intercourse.
18. At any given moment in the UK there are more heterosexual people having anal intercourse than
homosexual people.
19. Homosexual males have more sexual partners than heterosexual males.
20. Gay male promiscuity, when it occurs, is an issue of gender, not of sexuality.
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THINKING ABOUT HETEROSEXUALITY
What do you think is the cause of your own heterosexuality?
When did you first realise that you might be heterosexual?
Have you told your friends or colleagues and what do they think of it?
Are there others like you in your family?
Would you say that you had an adequate mother or father figure?
Don’t you think your heterosexuality might be a phase you’re going through?
Are you afraid of members of your own sex?
Isn’t it possible that what you need is a good gay lover?
What do you actually do in bed?
You put what where?
But how can people of the opposite sex really please each other when there are such vast emotional and
biological diﬀerences between them?
Although society gives considerable support to the institution of marriage, the divorce rate is spiralling.
Why are there so few stable relationships among heterosexuals?
Is it because heterosexuals are so promiscuous?
There seem to be very few happy heterosexuals. Have you considered aversion therapy?
Why do you feel compelled to seduce others into your sexual activities?
Why do you insist on making such a public spectacle of your heterosexuality? Marriages and wedding
rings and photos on your desk, cha ing people up in public all over the place. Can’t you just keep quiet
about it?
More than 90% of child molesters are heterosexual. Do you feel comfortable entrusting your child’s
education to heterosexual teachers?
Why do people like you emphasise the heterosexual qualities of people such as famous film stars? Is it
because you need to validate your own condition?
Penetrative sex is most common amongst heterosexual couples. Aren’t you worried about the risk of ge ing
AIDS?
If everyone were heterosexual like you, what would happen to the world’s population? Don’t you think it is
rather unreasonable and irresponsible of you to insist on sleeping with people of the opposite sex?
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SUGGESTIONS FOR REDUCING HOMOPHOBIA IN YOUR ENVIRONMENT

1.

Make no assumption about sexuality. If a student has not used a pronoun when discussing a
relationship, don’t assume one. Use neutral language such as “are you seeing anyone” instead of “do
you have a boyfriend”. Additionally, do not assume that a female student who confides a “crush” on
another girl is a lesbian. Labels are o en scary for people and sometimes not accurate. Let students
label themselves, if they wish to do so.

2.

Have something gay-related visible in your oﬃce. A sticker, a poster, a flyer, a brochure, a book, a
bu on. This will identify you as a safe person to talk to and will hopefully allow a gay, lesbian, bisexual
or questioning youth to break his/her silence.

3.

Support, normalise and validate students’ feelings about their sexuality. Let them know that you
are there for them. If you cannot be supportive, please refer to someone who can be. Then work on
your own biases by reading, learning and talking to people comfortable with this issue. And always
remember, the problem is homophobia not homosexuality.

4.

Do not advise youth to come out to parents, family and friends as they need to come out at their own
pace. Studies show as many as 26% of gay youths are forced to leave their home a er they tell their
parents. IT IS THEIR DECISION and they have to live with the consequences. Help them figure out
what makes sense to them.

5.

Guarantee confidentiality with students. Students need to know their privacy will be respected or they
will not be honest about this important issue. If you cannot maintain confidentiality for legal reasons,
let students know this in advance.

6.

Challenge homophobia. As a role model for your students, respond to homophobia immediately and
sincerely. Encourage in-service training for staﬀ and students on homophobia and its impact on gay
and lesbian youth.

7.

Combat heterosexism in your classroom. Include visibly gay and lesbian role models in your classroom.

8.

Learn about and refer to community organisations. Familiarise yourself with resources and call them
before you refer to make sure they are ongoing. Also, become aware of gay-themed bibliographies and
refer to gay positive books.

9.

Provide role models. Gay and straight students benefit from having openly gay teachers and
administration. Straight students are given an alternative to the inaccurate stereotypes they have
received and gay students are provided with the opportunity to see healthy gay adults. You, as
teachers, can help by making gay and lesbian students feel more welcome.
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CLASSROOM EXERCISES TO EXPLORE AND REDUCE HOMOPHOBIA
Insults take many forms, and they all hurt. Racial, ethnic and sexual slurs are particularly abusive. Whereas
most of us would not allow a racist remark to occur without a response, we don’t always respond similarly
to remarks made at the expense of lesbian and gay people. Sometimes such slurs don’t even get recognised
as being hurtful and may be considered socially acceptable. Many young people use terms like “lezzie”,
“faggot” or “puﬀ ” when referring to gay or lesbian people or to people who they don’t like or respect. This
behaviour a acks the self-esteem of lesbian and gay youth and teaches all young people that hatred of
homosexuals is condoned by society.
Words, actions, or other verbal, wri en or physical conduct which ridicules, scorns, mocks, intimidates,
or otherwise threatens any individual because of his or her sexual orientation constitutes homophobic
harassment.
When teachers are contemplating sessions which focus on homosexuality, their most commonly expressed
fear is that such work will inevitably lead to a wave of homophobia that they will find diﬃcult to counterbalance. It is important to remember that some students, particularly boys, will have very strong reactions.
For this reason, reinforcement of existing ground rules in the classroom and within the school/college is
very important.
It is recommended also that homosexuality is not treated in isolation, but rather than within a wider context
of sex and sexual behaviour. Discussions about homosexuality could be brought into work on prejudice,
equal opportunities, gender issues, or part of sex education programme which focuses on relationships and
sexuality.
Below are some sample exercises for establishing an inclusive classroom.
Exercise 1: Name Calling
1.

Have students brainstorm names they have heard people call others, both within class or elsewhere in
the college or school.

2.

Write all of these words on a board.

3.

Assign categories: racial, ethnic, sexual or religious bias.

4.

Discuss them.

5.

Make students aware all name calling involves prejudice and disempowerment and is harmful to the
person being oppressed.

* State that none of the listed names is acceptable in your classroom, and help class participants to
brainstorm/agree upon the social consequences of breaking this rule.
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Exercise 2: Recognising Prejudice
The aim of this exercise is to demonstrate the way in which society provides advantages and disadvantages
for individuals according to their sexual orientation.
Materials: One card for each student, with one heading on each card as follows:
A Gay man B Lesbian C Bisexual man D Bisexual woman E Straight man F Straight woman
Make as many sets of these six as you need for the size of your class. The class then stands in a line and the
following statements are read out to them one at a time.
Can you openly or easily:

Kiss your lover in public?

Adopt a child?

Hold hands on the bus?

Join the Army?

Get life insurance?

Marry?

Plan a family?

Discuss your social life at school?

Chat someone up?

Expect support from your friends?

Expect support/sympathy/understanding from your family?

Legally have sex at age 16?

Go abroad wherever you want on holiday?

Feel safe walking the streets at night?

Be honest with your friends?

At an interview be open about yourself?

Be open about yourself with a new landlord?

Apply for a joint mortgage?

Find support for who you are within religion?
Etc (ask the group for other statements)

If they answer ‘yes’ to the statement (depending what is on their card) the person takes a step forward. At
the end of the statements, note who has taken the most and the least steps. As people to stay where they are
for a li le while and to state:
A)

How it feels to be there?

B)

How they feel about where other people are?

C)

What they could do to change their position?
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Exercise 3: Developing Empathy

Objective:
1.

To enable students to understand the eﬀect of homophobia on gay, lesbian and bisexual people.

2.

To give participants an opportunity to explore diﬀerent responses from others:
Prejudice

-v-

Understanding

Rejection

-v-

Acceptance

Shame

-v-

Self-confidence

Either give the group a scenario or ask them to come up with one of their own. Get them to work on a
presentation which will show two versions of the same scenario to demonstrate two opposites as above.
This can take the form of a drama, debate or freeze frame.
Suggest characters for each scenario.

Suggested scenarios:
You have begun a relationship with someone who is the same sex as yourself. You feel happy and excited
but what do you tell your family?
You have been best friends with A since you were small children and you suspect that he/she might be gay
buy afraid to admit it. She/he seems to be unhappy. How do you tackle it?
You are waiting at a bus stop. Two young women approach holding hands. You see some of your friends
shouting abusive comments at them. What do you do?

Discussion:
1.

How did it feel to be treated positively/negatively?

2.

How did it feel to act negatively/positively?

3.

Do you think you would behave in the way you did without the influence of others?

4.

How easy/diﬃcult is it to resist peer pressure to act in certain ways?
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ADVICE FOR EMPLOYEES COMING OUT AT WORK
Many LGB people choose not to reveal their sexuality at work, and sometimes with good reason. Some
invent partners and life events to maintain a heterosexual image, some studiously avoid using personal
pronouns to avoid revealing the sex of their partners, and some integrate their partners into their social
lives surrounding work but introduce them merely as friends or acquaintances.
To come out at work is a major step for many individuals, and is entirely a ma er of personal choice. If
someone is thinking of doing so it might be useful to consider the following:
•

Does my employer have an Equal Opportunities Policy which covers discrimination on the
grounds of sexuality?

•

What is my Union’s stance and history on upholding the rights of gay and lesbian members?

•

What has been the experience of other lesbian, gay and bisexual members of staﬀ within this
organisation?

•

What evidence is there that my colleagues are homophobic?

•

Do I feel suﬃciently secure with my colleagues that our working relationships will not be
irrevocably damaged?

•

How physically secure would I feel working as an openly gay, lesbian or bisexual member of staﬀ
in this environment?

As with advice on coming out above, it is important to test the water and canvass opinion discreetly before
doing so. Bear in mind also (with reference to the section in this booklet on Sexuality and The Law) that it is
now illegal in the UK (and has recently been enforced in law) for an individual to be discriminated against
at work on the grounds of sexuality.
If you are having problems at work, or uncertainty around these issues, an extremely useful organisation to
contact on these issues is called LAGER (Lesbian and Gay Employment Rights):
Tel: 020 7704 2205. Address: Unit 1G, Leroy House, 436 Essex Road, London N1 3QP
LAGER provides information about starting work, discrimination, unfair dismissal along with free legal
advice and advocacy.
Free legal advice can also be obtained from GLAD. The la er advise on ma ers such as employment,
housing, immigration, employment, criminal and other legal problems. They hold a national referral list of
gay-friendly solicitors: Mon–Thu 7 pm –9.30 pm 0207 837 5212.
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USEFUL CONTACTS
GENERAL ADVICE
Manchester Lesbian and Gay Foundation. Provides advice, support and information services on a wide
range of areas. Includes Stepping Stones (a women’s support group), Icebreakers (a men’s coming out
group) and a forthcoming Black Gay Men’s group, confidential one-to-one counselling, telephone helplines,
info on social events, and outreach services
Address: 15 Pritchard Street, Manchester, M1 7DA. Administration: 0161 235 8035, LGB Helpline 0161 274
3999, TV/TS Helpline 274 3705.
Email: info@lgfoundation.org.uk Web: www.lgfoundation.org.uk
LEGAL
Lesbian and Gay Employment Rights (LAGER). Free and confidential legal advice. Mon-Fri noon-4 pm.
Lesbians phone (and minicom) 0171 704 8066 and gay men phone (and minicom) 0171 704 6066.
Address: Unit 1G, Leroy House, 436 Essex Road, London N1 1QP Tel: 0207 704 8066.
GLAD. Gay and lesbian legal advice. Mon-Thu 7pm-9pm on 0207 837 5212. Free help with housing,
immigration, employment, criminal and other legal problems. Also hold a national referral list of
gay-friendly solicitors.
Victim Support. National charity which helps victims of crime. 0161 490 8330.
Police. Reporting hate crime or harassment (in confidence). Oldham: PC Bob Brierley, Janet Garner or
liaison oﬃcer Neil Gardiner 0161 872 5050. Manchester: PC Steve Dodd (community liaison oﬃcer) 0161
856 3228.
Pink Paper: Cedar House, 72 Holloway Road, London, N7 8NZ. Weekly free sheet available nationally in
pubs and clubs. Available on subscription.
YOUTH
Peer Support Manchester. Support and advice for young lesbian, gay and bisexual people, with specific
help for dealing with homophobic bullying in schools. 0161 274 4664. Youthline (Tuesday 6:30-9pm,
Saturday 1-3pm) 0800 169 7384 (0800 calls are free and do not appear on a phone bill). Address: PO Box 153,
Manchester, M60 1LP.
42nd Street. Counselling, drop-ins, groups, one to one support for young people (aged 15-25) feeling lonely,
bullied, anxious, suicidal, depressed. 0161 832 0170. Address: 4th Floor, Swan buildings, 20 Swan Street,
Manchester, M4 5JW
Albert Kennedy Trust. For homeless lesbian and gay teenagers, 23 New Mount Street, Manchester M4 4DE.
0161 953 4059.
Shelter. Advice and support with housing. 0161 834 4809.
Samaritans. 0161 236 8000.
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PARENTS AND FAMILIES
FFLAG (Families and Friends of Lesbians and Gays) run by parents of gay children. 0161 628 7621.
Parents Friend. Nationwide support and advice literature for the parents of gay people c/o V.A. Leeds,
Stringer House, 34 Lupton Street, Hunsle , Leeds LS10 2QW. Phone 0113 267 4627 Mon-Fri 19:30-23-00.
Positive Parenting. Support for lesbian and gay foster and adoptive families. Dept7, 1 Newton Street,
Manchester M1 1HW.
Acceptance Helpline. Helps parents concerned about their son’s or daughter’s homosexuality. 01795 661462
Tues-Fri 19:00-21:00.
Greater Manchester Family Mediation Service. 0161 7979910.
Holts Family Centre. Oldham 0161 6260534.
Relate. Support for families/individuals with relationship problems. 0161 745 8486 or Rochdale 01706
633834.
HEALTH
George Town Trust. A HIV voluntary organisation for the North West, providing services for people either
living with or aﬀected by HIV. 77 Ardwick green North, Manchester M12 6FX. Tel: 0161 274 4499.
National AIDS Helpline: 24 hour information & support service. 0113 2444209.
Drinkline. National Alcoholic Helpline 0171-332 0202.
ETHNIC & RELIGIOUS
BHAF. Black HIV & AIDS forum. Manchester based organisation oﬀering information and support for the
black gay community.
Black Angels. Arranges periodic social events for gay black people.
Manchester Community Church. For gay Christians. 0161 273 1567. PO Box 19, Manchester M34 3XF.
42 St. Afro Caribbean Project to support troubled young black people. 0161 832 0170.
Pakistani Community Centre. Oldham (0161) 628 4800.
Bangladeshi Welfare Community Services. Mossley 225833.
Shakti (South Asian L&G support) PO Box 93, 28a Seymour Place, London W1J 5WJ. 0207 837 3337
The Naz Project London based organisation providing support for the black gay community. Tel: 0181 741
1879.
Al-fatiha Organisation for gay, lesbian, bisexual, trangenered Muslims Al-Fatiha – London/UK UK
telephone: +44 (0) 7747636010 Email: alfatiha_london@h..
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INTERNET RESOURCES
Campaigning
Outrage A radical campaigning group of lesbians, gays and bisexuals
Stonewall National lobby group for lesbian, gay and bisexual equality
TORCHE Tory campaign for homosexual equality
Youthspeak A national campaigning group of young lesbians, gays and bisexuals
General
Gaybritain
Gav.com
Gavdar
Planetout
Rainbownetwork
History
Gavhistory.com
Gavhist
National
Gays The Word Bookshop
Gay Times and Diva Magazines
Outcast Magazine
Peter Tatchell Homepage
SONOW.net ISP associated with the weekly Pink Paper
Terrance Higgins Trust AIDS education and support
Occupational/Trade Union
h p://www.tht.org.uk/gaymen/homophobia/info_teachers_schools.htm School’s Out! National
[Working for Lesbian, Gay, Bisexual and Transgender Equality in Education]
Organisation for LGBT workers in education. URL h p://www.schools-out.org.uk/ site includes information
on how to subscribe to their E-mail news bulletins.
Email secretary@schools-out.org.uk
Address: - BM School’s Out National, London WC1N 3XX
National phone contacts: Sue Sanders 020 7635 0476 or Tony Fenwick 01582 451 424
UNISON The trade Union of many non-teaching staﬀ in schools.
Religion
Action for Gay and Lesbian Ordination
Al-fatiha Organisation for gay, lesbian, bisexual, trangendered Muslims Al-Fatiha – London/UK UK
telephone: +44 (0) 7747636010 Email: alfatiha_london@h..
Gay and Lesbian Humanist Association
Lesbian and Gay Christian Movement
Teacher Resources
Bullying at school Good information and links
National Union of Teachers Includes reports of their Pride LGBT Equality conferences and details of the
their guidance on lesbian and gay issues in education.
School’s Out! National Organisation for lesbians, gays, bisexuals, and transpersons working in education.
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Terrance Higgins Trust: Information for Teachers and Schools
A resource and reading list.
Youth Resources
Being Gay is OK Information and support
Bullying at school Good information and links
Bullying.co.uk Excellent site for school students and parents
Childline
Gay Teen Resources Dot Org Excellent site run by a teenager
Gay youth Internet magazine and more
GAYN Online community for gay, lesbian, bisexual and transgendered youth
Mermaids Family support group for Children and Teenagers with Gender Identity Issues
Parents Friend Organisation for families of lesbians and gays
Pu a.co.uk UK Gay Youth community. Run by a teenager.
Rainbow links. A page of links for gay youth.
Safety on the internet Advice for teenagers
Teenaids Useful site on HIV/AIDS
The Albert Kennedy Trust Helping homeless lesbian and gay teenagers
Watching Out for Yourself in Online Relationships Sensible advice about personal safety
TEACHING & INFORMATION PACKS
A DIFFERENT STORY
Video ILEA, 1988. From: Educational Media Film and Video Ltd, 235 Imperial Drive, Rayners Lane,
Harrow, Middlesex, HA2 7HE.
Two 25-minute programmes. Interviews with 18-21 year old gay men and lesbians from a variety of cultural
backgrounds. In the first programme students describe coming to terms with their sexuality and coming
out. The second shows their lives at the time of the video was made (but not gay or lesbian venues or
relationships) and a debate in a London sixth form.
LIVING PROOF: A video Resource Pack about sexual and social identity
North Derbyshire Health Authority Health promotion service. Tel. 01246 231255 etx. 4345. Video with three
scenes performed by students of the Dronfield school. A young gay man Phil is coming to terms with his
sexual and social identity and dealing with the reaction to it from others. On the forth part section of the
video young gays and lesbians relate their experiences. The video tackles issues relating to homophobia,
social isolation, peer pressure, coming out, masculinity, diversity, and prejudice. It explores how and why
homophobic bullying occurs. The accompanying teaching pack sets homophobia within a broad context of
dealing with diﬀerence and prefudice in general. It has been designed for use within both school and youth
work se ings. The materials have been developed by teachers and are suitable for use in a range of subject
areas including PSHE, Drama and English.
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READING LIST
There is a wealth of supportive and informative material available via the internet. In addition to that …
Sources suitable for students …
Young gay & proud! Don Romesburg (ed) 1995. Alycat Books.
How to be a happy homosexual Terry Sanderson. 1998. The Other Way Press
Girl 2 Girl. Norina Rashid & Jane Hoy. 2000. Diva Books.
In your face. Stories from the lives of queer youth. Mary L Gray. 1999. Harlington Park Press.
Queer Kids. The challenges and promise for lesbian, gay and bisexual youth. Robert E Owens. 1998.
Howarth Press.
It’s not unusual. A history of lesbian and gay Britain in the twentieth century. Alkarim Jivani. 1997. Michael
O’Mara Books.
Gay men and women who enriched the world. Tom Cowan. 1988. Alyson Publications.
Sources suitable for teachers, parents, youth workers etc
A stranger in your family. How to cope if your child is gay. Terry Sanderson. 1996. The Other Way Press.
The Intimacy dance. A guide to long term success in gay and lesbian relationships. Be y Beizen. 1996
Plume Books.
Sexual Justice. Morris B Kaplan. 1997 Routledge.
Living diﬀerence. Lesbian perspectives on work and family life. 1998. Gillian A Dunne. Harrington Park
Press.
Playing it safe. Douglas, N et al (1997). Responses of secondary school teachers to lesbian, gay and bisexual
pupils, HIV and AIDS. London Institute of Education.
Challenging lesbian gay and inequalities in education. Epstein D (ed) (1994). Buckingham, Open
University Press.
Coming out of the closet: gay and lesbian students, teacher and curricula. Harbeck K (ed) (1993)
Bi any other name. Bisexual people speak out. Hutchins L and Kaahumany L (eds). Boston, Alyson
A parent’s guide to homosexuality. Joy (1989). Parent’s Friend, c/o 36 New Market Street, Otley, W. Yorks
LS21 3AE. Tel: 01532 674627
The gay teen: educational theory and practice. Unks G (ed) (1995). London, Routledge.
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Appendix 8: Equality quiz used in learner induction
Equality quiz used in learner induction – Blackpool and The Fylde College
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Appendix 9: Promotional poster
Promotional poster used by Alton College
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Appendix 10: Key drivers of action
In addition to the law, determined action to remove homophobia from the sector and to create an LGB-friendly environment
within it can be driven by the following policy sources:
{
{
{
{

The FE White Paper: Raising Skills, Improving Life Chances
Stand up for us, published by DfES and Department of Health
Every Child Matters
Education for All.

Raising Skills, Improving Life Chances
The White Paper establishes a historic core commitment for the sector – to create a “powerful commitment to equality and
diversity” as an integral part of a quality improvement strategy. No such commitment can be delivered without a clear and
specific strand dealing with sexual orientation.
The development of the wider equality and diversity agenda has been uneven, piecemeal and driven by specific historical
and political pressures. As a result, different issues eg race, gender, or disability, may have been seen by some to take
precedence in the sector at one time or another. The chronology of legislation has given this de facto moving prioritisation
an apparently natural rhythm and logic. What it has not done, however, is to positively facilitate a holistic, sector specific,
strategic consideration of inclusion, equality and diversity, centred on a learner focused mission. As a result, many in the
sector and beyond operate equality and diversity policy in a partial way, foregrounding some issues, while giving less
attention, if any, to others.
CEL believes that the introduction of a number of new equality laws and regulations, including those dealing with sexual
orientation, age and religion/belief, and the forthcoming reality of a new, ’unified’ Equality Act, in the form of the Equality
and Human Rights Act, to be enforced by a new single body, the Equality and Human Rights Commission, requires us now to
grasp a vision of equality and diversity that is integral and holistic.
This will mean ‘joining up’ much thinking, practice, policy and funding that hitherto has been separate, and sometimes in
competition. It will mean, for example, that it should be impossible to understand the phrase “a powerful commitment
to equality and diversity” in any other than in such an integral and holistic way, thus, unavoidably including a serious
treatment of sexual orientation.
This development will facilitate a more appropriate framework for action than perhaps we have had hitherto, as in practice,
individuals always bring multiple factors to the definition of their identity. Rarely, if ever, for example, is someone only
understood by their ethnicity and not also by their sex, age and social class. Sexual orientation has always been a factor in
this ’identity mix’ and the time is right now to fully recognise and take account of that reality.
The White Paper also includes a number of proposals that, in the light of the above, place equality on grounds of sexual
orientation firmly on the FE agenda. These include:
{
{
{
{

reviewing the diversity of the FE workforce
taking steps to broaden the inclusivity of the FE workforce
taking particular steps to address the relative lack of diversity at senior levels of the FE workforce
impact assessing the sector’s equality and diversity policies and procedures.

Stand up for us
Published by the DfES and the Department of Health in 2004, this document addresses the experience of homophobia by
school pupils, and suggests strategies for dealing with it effectively, and in particular with homophobic bullying. While it
is not specifically an FE sector document, it nevertheless deals with the experiences of many young people who go on to
become FE learners, and who, even while at school, are within the age cohort now prioritised by the FE sector.
Our research shows that this school experience often shapes learner expectations and experiences of FE. Indeed, many of
the LGB learners we have interviewed cite their experience of homophobia in school as their prime reason for joining FE, in
the expectation – often desperate – of escaping a threatening and dangerous environment. Should colleges fail to meet such
expectations there is evidence that this will impact negatively on both learner retention and success.
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Furthermore, the anti-homophobic bullying strategies suggested by Stand up for us are likely to transpose easily to an FE
setting.
Therefore, this document provides an authoritative source of information about the experiences of many of our learners and
a highly legitimate source of advice and guidance that places sexual orientation issues on the FE agenda and establishes a
basis for effective interventions. CEL believes that FE colleges should be using Stand up for us in this way.

Every Child Matters
FE colleges are now inspected against the criteria of Every Child Matters (ECM), and increasingly are developing an
ECM-related focus on the well being of learners, following the Children Act of 2004. This Act is designed to facilitate a ‘joined
up’ approach to all the inspection of children’s services, so as to deliver improvement in the monitoring and planning of the
services that protect and promote their interests.
The care and support of all students, including young and vulnerable learners who can be as young as 14, is a distinctive
strength of our sector. It is one of the functions of colleges that chimes and is congruent with a learner centred approach
and individualised learning, which is so much at the core of what equality and diversity, in the sector, is about. In an ECM
context, as in so many others, an immediate challenge is to ensure that the needs of LGB young people are factored into
the matrix, and that sexual orientation as a determinant of vulnerability – eg to abuse or bullying – is specifically, visibly
acknowledged and responded to. The importance of this is highlighted by the findings of our research on homophobic
bullying in colleges and by the findings of others on homophobic bullying in schools.
ECM specifies five outcomes, set out below. Each of these has significant implications for equality on grounds of sexual
orientation. It is arguable that the five outcomes are not completely achievable without having demonstrably taken sexual
orientation into account. Evidence of college activity with an interface with equality on grounds of sexual orientation is listed
below.

Being healthy
Evidence includes promotional activity linked to physical health, participation in sport, healthy diet, mental, emotional and
sexual health, the ability to recognise and combat personal stress and the avoidance of drug taking including smoking.
For young LGB people finding difficulty in coming to terms with their sexual orientation, or experiencing homophobic
bullying, specific support may be needed to ensure that stress does not become damaging, or that self esteem is not
damaged, or indeed, that physical harm is prevented. Bullying may take the form of harassment on the sports field or in
the changing rooms. ’Self medicating’ stress relief might include the problematic consumption of alcohol, cigarettes or other
drugs, or the ’comfort eating’ of unhealthy fast foods. Sexual health programmes may concentrate only on heterosexual
behaviour, leaving LGB learners ill equipped to make informed decisions about their own sexual behaviour and health.
Unless the impact of possible homophobia is understood, and the presence of LGB learners acknowledged and factored in to
all relevant college activities, the needs of LGB learners could well be ignored, to their cost.

Staying safe
Evidence includes compliance with child protection legislation, undertaking CRB checks, actively combating bullying and
discrimination and ensuring that all relevant staff are appropriately trained. College self assessment also takes account of
how well learning protects children from bullying, harassment and discrimination and sexual exploitation.
For young LGB people our research, and that of others, has shown that homophobic bullying is an every day feature of
much of college life, and life elsewhere. Therefore any anti bullying strategy deployed by colleges should include a full
and appropriate treatment of homophobic bullying, in the same way as it should do so, for example, for racial bullying and
harassment. Colleges should also be able to demonstrate that none of their functions discriminate, deliberately or otherwise,
on grounds of sexual orientation, and that staff are trained to understand how homophobia impacts on young LGB people,
and to support them to overcome it while also being able to deal with its college based sources. It should also be possible to
demonstrate that CRB checks do not discriminate in any way unfairly against staff on the basis of their sexual orientation.

Enjoying and achieving
Evidence includes attending and enjoying college, and learner progress.
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The experience of an LGB-unfriendly college ethos, or the more direct experience by LGB learners of homophobic bullying
or harassment may well lead to learner drop out or low achievement. If as our research has found, one of the principal
reasons many LGB learners choose to attend FE colleges is their attempt to escape homophobic school bullying, for them to
experience it again in college is likely to have a significant negative impact on them.
This raises the question of how colleges can know what is happening to their LGB learners (and thereby meet their ECM
obligations) and what their rates of retention and success are when compared to their heterosexual peers. On the basis
of this research, CEL believes that colleges cannot know what happens to their LGB learners unless they begin to monitor
sexual orientation in the same way that they currently monitor race, sex and disability and cross refer all these factors
against recruitment, retention and success as well as reporting of bullying and harassment.

Making a positive contribution
Evidence includes measures to ensure understanding of rights and responsibilities, consultation with learners about
significant decisions, opportunities for learners to lead college activities and an emphasis on enabling learners to develop
appropriate independent behaviour and avoiding anti social behaviour.
This should include the rights of learners of all sexual orientations and the responsibility not to discriminate on grounds
of sexual orientation, the full participation in all aspects of college life by learners of all sexual orientations, and an
understanding of the impact of homophobic bullying.

Achieving economic well being
Evidence includes arrangements for developing self confidence, enterprise and teamwork, provision of high quality careers
advice and accessibility of opportunities for work experience and work based learning.
This should include support for young LGB people who are struggling with their identity and sexual orientation, steps to
ensure that homophobia does not disrupt effective teamwork and non-discriminatory careers advice and support in dealing
with possible homophobia in the workplace.
These five themes will be inspected in college inspections, the findings of which will inform Joint Area Reviews. Inspection
will concentrate on the teaching and support provided to all learners aged 14 – 19, with particular attention being paid to
vulnerable groups, including:
{
{
{
{
{
{

learners with disabilities including learning difficulties
looked after learners
learners at risk of underachievement
young carers
statemented learners
14 – 16 year old learners.

Inspectors and colleges should keep in mind that many of the young people in these categories might be LGB
individuals, with the specific experiences and needs that this might create. It may also be the case, in the light of our
evidence and that of others of homophobic bullying that LGB status might in some circumstances in and of itself bring an
individual within the ambit of the ’vulnerable group’ category. At the very least, inspectors and colleges may wish to pay
particular attention to the actual vulnerability or otherwise of LGB learners.

Education for All
Education for All is an umbrella campaign run by Stonewall. It is designed to eliminate homophobic bullying in schools,
and its framework and approach are directly transferable to the FE sector. CEL believes that there is positive advantage in
colleges adopting this 10-point anti-bullying framework because consistency of approach between school and FE will be of
direct benefit to LGB young people. Colleges may also wish to review the effectiveness of their general anti-bullying policies
in the light of Stonewall’s 10-point approach, which is transferable to all bullying issues.
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Appendix 11: College LGB display
Oldham College LGB display
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Appendix 12: ‘Celebrating Diversity’ competition poster
Oldham College ‘Celebrating Diversity’ competition poster
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Appendix 13: College posters
Greenwich Community College posters

Positive about Equality
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Greenwich Community College posters

Positive about Equality
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Appendix 14: Diversity credit card
West Herts College ‘diversity credit card’
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Appendix 15: Terminology
These first five definitions are taken from Stand up for us (DfES and DoH, 2004).
Heterosexuality

The term given to the expression of attraction and the associated sexual behaviour of those who
have relationships with members of the opposite gender.

Homosexuality

The term given to the expression of attraction and the associated sexual behaviour of those who
have relationships with members of their own gender.

Bisexuality

The term given to the expression of attraction and the associated sexual behaviour of those who
have relationships with members of both genders.

Homophobia

A fear or dislike of someone who is LGB. It can vary in intensity from passive resentment to active
victimisation.

Heterosexism

Describes the presumption that everyone is heterosexual. It refers to a culture in which individuals,
families and their lifestyles are categorised according to a heterosexual model. Examples include the
assumption that a male learner will have or be looking for a girlfriend: or that a female parent, when
talking about her partner, is referring to a male. Such a culture can make LGB learners and staff feel
marginalised, and not valued or understood within the college community.

Gay

Describes the sexual orientation of homosexual men and women. The term has achieved currency
due to the preference of many LGB people who wish not to describe their sexual orientation with
a medicalised – and thereby pathologised – term – ie ‘homosexual’. Increasingly it has come to
describe the sexual orientation of gay men in particular.

Lesbian

Describes the sexual orientation of homosexual /gay women.

LGB

Describes men and women who are gay, lesbian or bisexual as a group and comprises a commonly
accepted shorthand. Similar to using ‘BME’ to denote ‘black and minority ethnic’.

LGBT

Describes men and women who are gay, lesbian, bisexual and transgender as a group. This report
has not used this term because the scope of the report was the experiences and needs of learners
and staff who are lesbian, gay or bisexual. Transgender issues, relating to gender identity and
gender reassignment relate to people of all sexual orientations including heterosexuals.

Coming/being ’out’

Declaring one’s LGB status/ having one’s LGB status known routinely in all relevant forums and
situations.

Being ‘outed’

Having one’s LGB status revealed, usually without permission and often against one’s will/intention.
The process of ’outing’ may often be progressed in order to do harm or cause embarrassment to the
individual concerned. In some circumstances this could comprise unlawful harassment and direct
discrimination.

Camp

Deliberately mannered or exaggerated speech or behaviour, often dramatised, self deprecating, and
humorous.
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Centre for Excellence in Leadership

The Centre for Excellence in Leadership (CEL) was launched in October 2003,
as a key national agency within the Government’s Success for All initiative,
and has a crucial role to play in developing organisational leadership in
the learning and skills system to anticipate, influence and respond to
government policy initiatives.
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CEL’s remit is to foster and support leadership improvement, reform,
transformation, sustainability and quality improvement. It serves the
existing and future leaders of all providers within the further education
system, including FE colleges, training and work-based learning providers,
adult and community providers, offender learning, specialist colleges and
voluntary organisations.

Following the publication of the White Paper, CEL will be involved in the
introduction of a mandatory principal’s qualification and the development
of the quality improvement strategy for further education. The White Paper
also heralds an expansion of CEL’s diversity and equality remit.
CEL now operates through a charitable trust formed by its operating
company on 1 April 2006.
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