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TRANSFORMATION POLICY

1. PREAMBLE

 St Cyprian’s School firmly believes in the strategic imperative of transformation and 
 the culture of belonging as a school representative of the diverse sectors of the South 
 African community and deeply affected by our shared apartheid history and other 
 discriminatory laws and practices.

 St Cyprian’s School is an Independent Anglican, Round Square School for girls with a   
 values-based approach to education and is guided inter alia:

 By Scripture – all people are created in ‘God’s image’ and as such inalienable human rights  
 (balanced by responsibilities) belong to them. 

 The Constitution of the Republic of South Africa
 The School endorses and subscribes to the Constitution of the Republic of South Africa, 
 Act 108 of 1996 and related legislation, by:
 •  Recognising the injustices of our past
 •  Honouring those who suffered for justice and freedom in our land
 •  Respecting those who have worked to build and develop our country
 •  Believing and respecting that South Africa belongs to all who live in it, united in our   
  diversity, believing that the Constitution will assist in healing the divisions of the  
  past and establishing a society based on democratic values, social justice and 
  fundamental human rights, laying the foundations for a democratic and open
  society in which every citizen is equally protected by law, improving the quality of 
  life of all citizens and freeing the potential of each person and building a united and 
  democratic South Africa, able to take its rightful place as a sovereign state in the 
  family of nations.

 The School consequently endorses and subscribes to the Bill of Rights enshrined in 
 Chapter 2 of the Constitution as the cornerstone of democracy in South Africa, enshrining 
 the rights of all people in our country and confirming the democratic values of human 
 dignity, equality and freedom. Discrimination, whether overt, covert, or systemic, in regard 
 to race, gender, sex, ethnic or social origin, colour, sexual orientation, culture, religion, 
 language, national origin, disability status, socio-economic status, age, and ideology shall  
 be eliminated and a policy of zero tolerance shall be implemented.



Therefore, the School will not tolerate the expression of racism, prejudice or discrimination in 
any form: speech, written, attitudes or actions. Derogatory, hurtful or hateful practices are not in 
line with the school’s values or ethos. All members of the SCS community should feel respected, 
valued, and welcome - irrespective of race, citizenship, ethnicity, language, gender, religious 
beliefs, social class or sexual orientation.

This policy is required to be read and considered with all school policies which have been and will 
be amended to include and reflect the focus on equity and belonging. Transformation at the school 
will take account of the legislative framework within which it should occur, inter alia, 
The Constitution of South Africa, 1995; Labour Relations Act, 1995; The South African Schools 
Act, 1996; The Employment Equity Act, 1998; The Promotion of Equality and Prevention of Unfair 
Discrimination Act, 2000; The Basic Conditions of Employment Act, 1999, The Schools Employee 
Grievance, Disciplinary Procedure and Disciplinary Code and so on.

2.  DEFINITION: TRANSFORMATION

 Transformation is conceptualised as a reorientation from past values, policies and 
 practices to a future defined by the elimination of all forms of unfair discrimination, 
 addressing the effects of past discriminatory policies, practices and unconscious bias, 
 working towards the attainment of equality and equity in a non-racist, non-sexist and 
 socially just society and promoting reconciliation and national unity among South Africa’s 
 diverse population. Transformation must create an empowering environment for students’ 
 success and must develop an institutional culture that engages diversity, especially through 
 promotion of non-discrimination, multiculturalism and multilingualism in the journey towards 
 “BEING, BELONGING, BECOMING”.

3.  GOVERNANCE STRUCTURES

 A Transformation and Diversity Committee has been established as a sub-committee of 
 Council with a general mandate to report to Council, existing within the other bodies of the 
 school and answerable to Council. Its powers are granted by Council. It consults and works 
 with the principal and leadership of the school to establish the transformation and diversity 
 strategy and its implementation across all levels of the school.

 The Governance structures recognise Transformation and Diversity as strategic imperatives 
 and shall strive to promote transformation and redress in order to achieve an excellent, 
 relevant and socially just school.



4.  COMPOSITION OF THE TRANSFORMATION SUB-COMMITTEE

 Council shall from time to time direct the composition of the Transformation and Diversity   
 Committee.

 It shall be representative of the diversity of the population , all three phases of the School, 
 and shall consist of 14 members:

 •  A representative of the School Council, who shall be the Chair of the Committee
 •  The School Principal
 •  The Deputy Head Equity & Belonging
 •  The Heads of the School in the Woods and the Prep School
 •  Two Interfaith representatives
 •  Three Parents
 •  One Alumni
 •  Two Independent Experts
 •  One representative of the Anglican Church

 The Committee shall be entitled in its discretion to invite the students, a representative of 
 the Parents Association and other related interested parties to its meetings or part of its  
 meetings from time to time. Such invitees shall have no voting rights. They shall be
 regarded as observers, except when asked to participate in the meeting by the Chair of the  
 Committee.

5.  INITIATIVES OF THE TRANSFORMATION AND DIVERSITY COMMITTEE

 Transformation and Diversity shall be a permanent agenda item of each Council meeting  
 and the Committee shall regularly report back to Council.

 The initiative of the Transformation and Diversity Committee includes but is not limited to:

 • Assisting in developing resources to help the school improve its diversity, 
  facilitating the collection of resources and its allocation;
 •  Ensuring that all policies in the School underpin and support transformation and 
  diversity.
 •  Facilitating training to create awareness and appreciation, respect of differences   
  and an inclusive institutional culture characterised by fair processes;
 •  Taking steps to eliminate unfair discrimination, racism and unconscious bias;
 •  Addressing the effects of past discriminatory policies and practices.
 •  Ensuring access to developmental opportunities for all, especially the 
  underdeveloped and previously marginalised sections of the population.
 • Promoting reconciliation and unity among the diverse stakeholders.



 •  Working towards the attainment of true equality in a non-racist, non-sexist, 
  non- discriminatory and socially just society.
 •  Promoting reconciliation and unity among the diverse stakeholders.
 •  Offering regular Transformation and Diversity Workshops whilst facilitating training
  in regard to Transformation and Diversity.
 • Facilitating the strategic imperative of promoting and supporting Transformation and 
  Diversity in Council, and the School.
 • Facilitating the evaluation of and monitoring the implementation of the    
  transformation strategy and policy.
 • Facilitating an organisational culture of diversity and inclusivity.
 • Facilitating progress in the workforce to broadly reflect demographic diversity.
 • Facilitating diverse representation amongst governance structures and staff.
 • Monitoring the compliance with relevant legislation procedurally and substantively.
 • Facilitating the identification of key transformation and diversity issues and areas 
  of concern, focus, amd designing a Transformation and Diversity Plan in consultation 
  with Council, and reviewing the Plan from time to time;
 • Facilitating consultation with stakeholders.
 • Facilitating sustainable funds for disadvantaged black students.

6.  INTENT AND PURPOSE

 St Cyprian’s School is a proudly Independent Anglican South African School for girls with a 
 significant African and global footprint.  Within its identity as a values-driven Christian 
 School and in line with its stated organisational culture of belonging, it is committed to 
 offering a transformational educational experience to equip its students with the 
 foundational literacies, competencies and character qualities to enable them to flourish in
 a diverse, fast-changing world as leaders and agents of change. St Cyprian’s School is 
 committed to a Transformation and Diversity journey, the purpose of which is to 
 meaningfully and authentically engage all stakeholders in courageous conversations and 
 social interactions, to identify historical trauma, to challenge prevailing or current biases 
 and to build an equitable society, where the value of “ubuntu” is cherished.

7.  TRANSFORMATION PROCESSES

 The transformation processes envisaged are set out in Annexure “SCS1” hereto.

8. POLICY CHANGES

 The school shall consider and document the resulting changes in policy that would be   
 required as a result of the collected data and the vision and policy on transformation for the 
 school from time to time.



9.  EVALUATION AND FEEDBACK

 There should be consistent evaluation of the Transformation and Diversity process and  
 feedback to the Council and the Principal.  The Transformation and Diversity Team shall  
 have the primary focus of establishing, contributing to, and monitoring with a view to report  
 back to Council a Transformation and Diversity strategy, its monitoring and its 
 implementation. This is an evolutionary policy that is subject to annual review in the third 
 Term of school.

10.  INFORMATION AND EDUCATION

 10.1 The School’s formal and informal curricula should reflect and promote values of   
  inclusivity, diversity, equality and human dignity.

 10.2 Students shall regularly be made aware of their constitutional rights and    
  responsibilities; the history and impact of ideologies and practices of racism and  
  discrimination; the meaning and practice of diversity, inclusivity and tolerance and   
  the relevant SCS policies.

 10.3 The teaching faculty shall promote equity and demonstrate sensitivity to context   
  and diversity in their courses.
 
 10.4 St Cyprian’s School is thus committed to:

  10.4.1 Eliminating racism and other forms of unfair discrimination at every level of
   institutional governance and the school.

  10.4.2 Engendering through its policies, procedures, practices and structures
   an anti-racist and rights-based culture, which includes respect for human
   dignity and diversity.

  10.4.3 Challenging and inviting deep reflection on racist and discriminatory beliefs 
   in order to shift attitudes within its community.

  10.4.4 Ensuring that reported incidents are not trivialised or ignored but acted  
   upon immediately.



POLICY RELATING TO PARENTS, STUDENTS AND STAFF

11.  EDUCATION AND PARTNERSHIP

 St Cyprian’s School is first and foremost an educational institution. In partnership with 
 parents and guardians, we acknowledge our responsibility to provide a range of 
 opportunities for our students and the wider community to be educated about racism, 
 prejudice and discrimination.

12. THE OBJECTIVES OF THIS POLICY AND PROCEDURES ARE TO:

 - communicate clearly the school’s stance on diversity and belonging
 - create an environment within which all stakeholders are challenged to reflect on t
  their personal attitudes and behaviours.
 - regularly interrogate practices, policies and structures through the lens of our  
  values position statement
 - consciously develop a culture of learning and listening, to better understand 
  conscious and unconscious bias and become sensitised to hurtful words, actions 
  and practices.
 - communicate the attitudes and standards of behaviour expected on and off campus  
  in relation to students of SCS or any other school, staff and visitors to SCS
 - eliminate from the SCS community any words or actions that arise from racist or   
  discriminatory belief systems
 - ensure that there are always choices and effective processes available to those 
  who report incidents of racism or discrimination. 

13. ANY BEHAVIOUR SET OUT BELOW IS PROHIBITED:

 13.1 racist, or

 13.2 unfairly discriminating against any individual or group.

The contravention of the above may lead to formal disciplinary action.

It is the responsibility of every student to read and apply the requirements of this policy.



14. RACIST AND/OR DISCRIMINATORY PRACTICES MAY COMPRISE, 
 BUT ARE NOT LIMITED TO, ANY OF THE FOLLOWING PRACTICES:

 14.1 Direct racism or discrimination – i.e. a clear and overt act of racism or unjustifiable   
  discrimination.

 14.2   Indirect racism or discrimination - i.e. when a rule or practice seems to treat     
  everyone fairly, but actually unfairly discriminates against individuals or groups. 
  Examples of direct racism and discrimination could include, but are not limited to,   
  the following utterances, actions and practices:

15. Hate speech, i.e. spoken or written words that are intended to offend, insult, intimidate,
 or threaten an individual or group based on a trait, attribute or identity marker such as race, 
 gender, colour, ethnicity, ability, class, country of origin, sexual orientation, religious belief, 
 political conviction, etc. Hate speech can encourage further discrimination, intimidation, 
 and/or violence toward the group or individual being targeted.

 15.1 Derogatory remarks concerning a person’s race, gender, colour, ethnicity, ability,   
  class, country of origin, sexual orientation, religious belief, political conviction, or any 
  other marker of identity or difference and/or derogatory comments about a person 
  based on any of the abovementioned attributes.

 15.2 Use of slang terms to refer to someone of another race, gender, colour, ethnicity, 
  ability, class, country of origin, sexual orientation, religious belief, political conviction, 
  or any other marker of identity or difference.

 15.3 Cat-calling, wolf-whistling or any other attempt to embarrass or humiliate someone 
  publicly in relation to their race, gender, colour, ethnicity, ability, class, country of 
  origin, sexual orientation, religious belief, political conviction, or any other marker of 
  identity or difference.

 15.4 Physical abuse e.g. hitting, shoving, tripping, pinching, slaping, punching or threats 
  of physical abuse which the offender overtly associates with the victim’s race, 
  gender, colour, ethnicity, ability, class, country of origin, sexual orientation, religious 
  belief, political conviction, or any other marker of identity or difference.

 15.5 Creation and publication of memes or other representation of persons in social 
  media which are derogatory or offensive to any person on the basis of race, 
  gender, colour, ethnicity, ability, class, country of origin, sexual orientation, religious 
  belief, political conviction, or any other marker of identity or difference.

 15.6 Wearing racist insignia.



15.7 Declining to participate in school activities (such as groupwork) or share living/working
 space for overt reasons pertaining to race, gender, colour, ethnicity, ability, class, country 
 of origin, perceived or actual sexual orientation, religious belief, political conviction, or any 
 other marker of identity or difference.

15.8 Offensive physical gestures or body language referring to persons of a particular group.

15.9 Deliberately excluding individuals from activities on the grounds of race, gender, colour, 
 ethnicity, ability, class, country of origin, sexual orientation, religious belief, political 
 conviction, or any other marker of identity or difference.

15.10 Telling jokes that are derogatory or offensive to members of a particular race, gender, sex, 
 class, sexual orientation, language or religious group.

15.11 Slang terms or derogatory comments about interracial relationships.

15.12 Telling someone that they do not belong in the School based on some perceived or  
 real characteristic or telling someone to go back to wherever they may be from (implying 
 non- belonging).

15.13 Imitating accents or speech patterns with the intention of mocking or ridiculing.

15.14 Negative, discriminatory or offensive comments about individuals or groups pertaining to:

15.15 Any other form of negative or derogatory action, behaviour or treatment related to markers   
 of identity or difference.

16. GUIDING PRINCIPLES

16.1 SCS commits itself to promoting an environment in which the dignity of all is respected and  
 protected. Victims of racism or discrimination should never feel that their grievances are   
 ignored or trivialised, or fear reprisals.

16.2 All staff and students have a role to play in creating and maintaining an environment in   
 which racism and discrimination are unacceptable. They should strive always to ensure that  
 their conduct does not cause offence and they should discourage unacceptable behaviour  
 on the part of others.

- appearance clothes
- food
- accent or dialect language
- social status financial status

- physical ability intellectual ability culture
- religion
- country of origin
- family
- perceived or actual sexual orientation



16.3 All staff members must take appropriate action in accordance with this policy when    
 instances of racism and/or discrimination at the School are brought to their attention.

16.4  Allegations of racist or discriminatory words, actions or practices will be taken very
 seriously and investigated rigorously and promptly. If allegations are found to have    
 substance, the procedures outlined will be initiated, as appropriate.

16.5  Unsubstantiated, frivolous or malicious allegations will also be viewed in a serious light and  
 the person making such allegations may themselves face disciplinary action.

17.  PROCEDURES

 The first consideration of any action taken will be within the context of SCS being first and   
 foremost an educational institution.

 The age and maturity level of both the complainant and the respondent, as well as the 
 following criteria, will be considered when the severity of the incident is assessed and the 
 decision around the next appropriate steps is made:

 - was the behaviour hurtful?
 - was the behaviour intentional?
 - has the behaviour continued in spite of warnings to desist?

 17.1 Processes

 The processes to be followed in the instances of alleged racism/discrimination are    
 progressive in nature, but not necessarily mutually exclusive.

 17.2 Reporting

  It is recognised that allegations of behaviour motivated by racism or other forms   
  of discrimination are both serious and potentially sensitive in nature. As such, 
  the complainant is encouraged to approach a member of staff for advice or 
  assistance with the processes outlined below. While a complainant may approach 
  any member of staff with whom s/he feels comfortable, the Class Teacher,
  Counsellor, Chaplain, a Deputy Head, a Head or the Principal or the Deputy Head 
  Equity & Belonging are considered a good first port of call.

  Whoever is approached will:

  - Listen and ask questions to obtain a full account of the incident
  - Provide support and advice
  - Assist the complainant in clarifying whether the offending behaviour does   
   indeed constitute racism or discrimination



  - Discuss ways in which the problem could be resolved, should the 
   complainant not wish to institute formal procedures
  - Provide ongoing support and care through the processes, whatever course 
   of action is taken

 17.3 The initial discussion will be confidential and the identity of neither the alleged 
  victim nor the alleged offender need not to be revealed at this stage.

 17.4 Formal Initial Inquiry

  Should the complainant wish to proceed to a formal initial inquiry or should the staff 
  member consulted judge that the complaint warrants further purposeful action, the 
  complainant shall be encouraged to lay a formal complaint with the Deputy Head 
  Equity & Belonging.  A formal initial inquiry will then be facilitated by the Deputy 
  Head Equity & Belonging. The complaint must be recorded in writing, either by the 
  complainant or by the assisting staff member (if the complainant is too young 
  to write the complaint themselves).  In consultation with the Deputy Head Equity & 
  Belonging, the complainant may be guided to proceed to a remedial discussion, 
  restorative intervention or disciplinary committee referral.  The complainant may 
  also request that the complaint/report simply be noted for tracking purposes and 
  that no further action be taken at that stage.  The Deputy Head Equity & Belonging 
  in consultation with the Principal makes the final decision regarding the course of 
  action.  Counselling may be provided.

  Both parties will be required to be present during the formal initial inquiry, although,  
  at the Deputy’s discretion, they might be called upon to give evidence separately. 
  Both parties would be entitled to choose a member of staff to represent them if this 
  was their choice.

  The results of this formal initial inquiry will inform the next steps.

  The need for parents to be informed and perhaps drawn into a process will be 
  assessed on a case by case basis in consultation with the complainant, but with an 
  emphasis on alerting them sooner rather than later.

 17.5 Reporting on the anonymous reporting app 

  Alternatively, a complainant can post any report of racism or discrimination on the  
  anonymous reporting app, which all girls have access to on their iPads or 
  cellphones. This can be posted anonymously. Every report is received by the  
  Deputy Head Equity & Belonging and the administrators of the app who respond 
  to each report. The administrators may request additional information in order to 
  assist the complainant in clarifying whether the offending behaviour they describe 



 17.6 Remedial discussions

 17.6.1 If the complainant wishes to remain anonymous, and/or does not wish to pursue a   
  restorative intervention or a disciplinary process, and if the Deputy Head Equity & 
  Belonging feels that the complaint warrants it, or if multiple minor complaints have   
  been made about a particular person, a remedial discussion may be instituted.

 17.6.2 A remedial discussion involves the Deputy Head Equity & Belonging or senior staff 
  member holding a conversation with the alleged offender in which she/he would 
  indicate that concerns have been raised about the student’s behaviour and 
  describe the nature of the concerns, without revealing the identity of the 
  complainant if she/he wished to remain anonymous. The alleged offender will 
  have an opportunity to respond to these concerns. The Deputy Head Equity & 
  Belonging may then describe the forms of speech and behaviour which constitute 
  racism and/or discrimination and which are unacceptable at SCS and explain that,   
  to whatever extent that the student has been involved in such behaviour (which she
  has now been made aware of), this must stop immediately. The student may be 
  provided with a copy of the Transformation Policy.

 17.6.3 The Deputy Head Equity & Belonging will take the following into consideration 
  when deciding if a remedial discussion would be appropriate:

  17.6.3.1 the wishes of the complainant
  17.6.3.2 risk to the complainant
  17.6.3.3 risk to any other person
  17.6.3.4 severity of the offence and the hurt or harm caused
  17.6.3.5 the history of the alleged offender with regard to similar offences.

 17.6.4 Remedial discussions serve an educative (remedial) purpose in that they alert 
  offenders, who may be unaware of the offence that they are causing, to the  
  unacceptable nature of racist/discriminatory behaviour, and the hurt and/or harm 
  caused by such behaviour. They invite the alleged offender to reflect on their 
  attitudes and behaviour and to consider making changes where necessary. These 
  discussions also signal to the school community at large the school’s intolerance of 
  any forms of racism or discrimination.

 17.7 Restorative intervention

  17.7.1 A restorative intervention (RI) can be instituted if a complaint has been   
   investigated and verified and if the complainant, those supporting her 
   and the Deputy Head Equity & Belonging, believe that a discussion or action 
   that involves the alleged offender can potentially resolve a matter. 
   A restorative intervention would focus on the consequences of the offence 



  (hurt and/or harm caused) with the emphasis being on a response of    
  acknowledgement of hurt and/or harm by the alleged offender as well as a sincere   
  expression of remorse. Collective problem solving is then used to agree upon some 
  form of restitution/amends to be made, which would include concrete steps to avoid 
  recurrence of offending behaviours. The decision to initiate a restorative
  intervention rests with the Deputy Head Equity & Belonging in consultation with the   
  Principal.

 17.7.2 If a restorative intervention seems appropriate, the alleged offender will be 
  provided with a description of the complaint and invited to an RI meeting. The  
  alleged offender may accept or decline the invitation. If the alleged offender 
  disputes the allegation, the RI cannot proceed. A restorative intervention can 
  only proceed if both parties agree to participate and if the alleged offender accepts 
  responsibility for hurt and/or harm caused. If the alleged offender disputes the 
  allegation, refuses to attend or refuses to accept responsibility for hurt and/or harm 
  caused, the matter will be referred to the disciplinary committee for further 
  investigation and action.

 17.7.3 If the alleged offender accepts the invitation and acknowledges hurt and/or harm  
  caused, the restorative intervention meeting will, as a matter of necessity, involve 
  a senior teacher as witness, a School psychologist or person qualified to facilitate 
  the Intervention, the complainant, the alleged offender and one representative each 
  of their choosing from within the school community.

 17.7.4 The proceedings of such meetings will be confidential, with a record kept only of 
  the mutually agreed upon outcome of the meeting. This record may be used in later 
  disciplinary processes (aggravating circumstances relating to sanction) should there 
  be a repeat offence.

 17.7.5 If a restorative agreement is reached which satisfies the complainant and is 
  accepted by the offender, the meeting will be concluded. Practices of accountability 
  will be implemented to ensure that the agreements reached are honoured. 
  A restorative agreement is binding and failure to abide by the agreement could 
  result in disciplinary action. Restorative agreements will always include the provision 
  that the unacceptable behaviour in which the offender engaged should not be 
  repeated with the complainant or any other person. Should this occur, it would 
  constitute a breach of the restorative agreement and could be used in evidence in 
  further disciplinary processes.

 17.7.6 If the matter remains unresolved once the restorative intervention meeting is 
  concluded, or if the agreements made in the process are not honoured, the matter 
  will be referred to the SCS Disciplinary Committee for further investigation and   
  action.



17.8 Disciplinary hearing

 Should the matter be unresolved after the formal initial inquiry or should either the
 complainant or the respondent choose NOT to engage in a restorative intervention, 
 the school’s disciplinary processes will be invoked and a formal disciplinary hearing will 
 be called. The SCS Disciplinary Code for Students (at each level of the school) and/
 or the SCS Staff Disciplinary Procedures will become effective to allow for both parties to 
 be heard, a judgement to be made by an impartial chairperson and  sanctions will be 
 decided upon and implemented.

17.9 Record Keeping

 For every formal report of racism and/or discrimination, a standard incident report will be   
 completed. Any action taken, or a decision not to take action, will be recorded and signed 
 by all concerned. Should a remedial discussion, restorative intervention or disciplinary 
 process ensue, records will be kept of these interventions and their outcomes.

18. CONFIDENTIALITY

 The School will make every effort to ensure that at all times complaints about racism and 
 discrimination are handled in a manner which keeps the identities of persons involved 
 confidential within the wider School community.

19. PROVISION FOR REVIEW OF POLICY AND PROCEDURES

 The policy and procedures will be reviewed from time to time and appropriate changes 
 made if necessary.

20. EVERY STAFF MEMBER SHALL READ AND APPLY THE REQUIREMENTS 
 OF THIS POLICY.

21. PROCEDURES RELATING TO STAFF

 21.1 These procedures will apply in instances when there are allegations of racism and/
  or discrimination as outlined.

 21.2 This policy document is recognised as serving alongside the Employee Grievance,   
  Disciplinary Procedures and Disciplinary Code. Where appropriate, the provisions in 
  those procedures will apply.

 21.3 The procedures aim to resolve any complaints / reports of racism/unfair 
  discrimination in a sensitive, efficient and effective way. Procedures commence 
  with the first conversation a complainant initiates with an advisor and the particular 
  steps taken thereafter will depend on the severity or seriousness of the matter 



  reported.  Restorative action may be taken when racist incidences between 
  members of staff occur.  Racist incidences will not be tolerated.

 21.4 The School expects that all involved in such procedures will display alertness, 
  sensitivity, discretion and emotional maturity in protecting the dignity of all 
  complainants and respondents.

 21.5 Level 1: Advice and Assistance

 21.5.1 Allegations of unfair discrimination (such as behaviour motivated by racism,  
  homophobia and sexism) or implicit bias are sensitive issues and a complainant may 
  feel unable to approach the perpetrator, lodge a formal grievance or turn to friends 
  or colleagues for support. 

 21.5.2 Complainants may therefore approach the Principal, Deputy Head Equity & 
  Belonging or chair of the Transformation Committee for confidential advice; 
  or any other internal person with whom they feel comfortable to discuss 
  such issues. 

 21.5.3 The purpose of the advice and assistance is to: 

  i. Identify the extent of the perceived harm;
  ii. Identify whether the alleged unfair discrimination falls within the ambit of the  
   definition;
  iii. Assess the extent to which the alleged unfair discrimination breaches the 
   standards of conduct;
  iv. Provide a confidential, private and non-threatening advisory to the 
   complainant, without prejudice, to ensure s/he is enabled to assess 
   the situation and the options objectively, but with full cognisance of the 
   intrinsic right to a non-discriminatory working environment.
  v. Support the complainant in making a carefully considered personal decision 
   on the preferred way forward to restore equity.

 21.5.4 These discussions will be confidential and the identity of neither the alleged victim 
  (if the complainant is a witness) nor the alleged offender needs be revealed at this 
  stage.  

 21.5.5 If the matter can be resolved to the satisfaction of the complainant at this stage, it 
  will be concluded. The complainant may also choose for the matter to simply be 
  noted. In all cases a record must be kept of the interaction by the confidant(e).

 21.5.6 If the matter remains unresolved, the complainant with his / her confidant(e) may 
  choose to proceed to mediation or, on the advice of the Principal or Deputy Head 
  Equity & Belonging, it could be referred directly to the Disciplinary Procedures  



 21.5.7 If the Principal or Deputy Head Equity & Belonging is de facto compromised in any 
  matter of alleged unfair discrimination, the matter must be referred to the  
  Chairperson of Council.

22. LEVEL 2: REMEDIAL DISCUSSION

 22.1 If the complainant wishes to remain anonymous, and/or does not wish to pursue 
  mediation or a disciplinary process, and if the Principal feels that the complaint 
  warrants it, OR if multiple minor complaints have been made about a particular staff
  member, OR if the nature of the offence suggests implicit bias rather than conscious  
  or deliberate unfair discrimination, a remedial discussion may be instituted.

 22.2 A remedial discussion involves the Principal, Deputy Head Equity & Belonging, 
  Transformation Portfolio Holder or other senior staff member holding a 
  conversation with the alleged offender in which he/she would indicate that 
  concerns have been raised about the staff member’s behaviour and describe the 
  nature of the concerns, without revealing the identity of the complainant if she/he 
  wished to remain anonymous. The alleged offender will have an opportunity to 
  respond to these concerns. The Principal must describe the forms of speech and 
  behaviour which constitute unfair discrimination and/or implicit bias and which are  
  unacceptable at SCS and explain that to whatever extent that the staff member 
  has been involved in such behaviour (which s/he has now been made aware of), 
  this must stop immediately.

 22.3 The Principal will take the following into consideration when deciding if a remedial  
  discussion would be appropriate:  

  i. the wishes of the complainant
  ii. risk to the complainant
  iii. risk to any other person
  iv. nature/severity of the offence and the hurt or harm caused
  v. the history of the alleged offender with regard to similar offences.

 22.4 Remedial discussions serve an educative (remedial) purpose in that they alert 
  offenders, who may be unaware of the offence that they are causing, and the hurt 
  and/or harm caused by such behaviour. They offer the alleged offender an 
  opportunity to reflect on their attitudes and behaviour and to make changes as 
  necessary.



23 LEVEL 3: MEDIATION

 23.1 Mediation can be sought if the complainant or confidant(e) believes that a 
  discussion or action that involves the alleged perpetrator can potentially resolve a 
  matter.

 23.2 Prior to a mediation process being instituted, it is necessary to:
 
  i. Assess whether, subject to the above, there is a basis for the complainant 
   and alleged offender to meet with the view to resolve the matter, with the 
   assistance of a mediator;
  ii. If mediation is deemed appropriate, establish the scope and structure of the 
   mediation process, including a mutually acceptable mediator who must be a 
   senior manager.
  iii. Establish alternatively that the nature and extent of the offence places the 
   matter beyond mediation, thereby formulating the basis for formal 
   disciplinary action.

 23.3 With reference to the ‘Internal Mediation Process’ in matters of unfair discrimination 
  in the workplace:
 
  i. The process must remain informal and confidential, but certain steps and 
   structure must be observed, in the event of failure of the mediation.
  ii. On condition that the complainant agrees, the senior manager will offer 
   the alleged offender the option of a mediated meeting, without prejudice, 
   and at their earliest convenience.
  iii. The senior manager must, in consultation with the Deputy Head Equity & 
   Belonging and the HR Officer, set up and continue with the mediated 
   meeting in a manner appropriate to the content of the matter and the 
   interests and personalities of the complainant and alleged offender.
  iv. Ensure that the right to representation from within the school community is
   adhered to.
  v. Ensure that the process remains focused on a mutually acceptable insight 
   and concurrence between the parties, and not on fault or liability.
  vi. Ensure that only the outcome and agreed actions arising from that process 
   are recorded, and are agreed to by both parties.
  vii. If either party refuses an offer of mediation at Level 3, or if the mediation
   fails to find an outcome acceptable to both parties, the process may 
   immediately escalate to Level 4.

 23.4 If the matter can be resolved to the satisfaction of both parties at this stage, the 
  process will be terminated.



 23.5 If the matter remains unresolved, the matter must be referred to the Principal, who, 
  on reasonable consideration of the situation, may invoke Level 4.
 
 23.6 In the event s/he elects not to refer the matter to Level 4, The Principal must   
  provide written reasons to the complainant.

24. LEVEL 4: DISCIPLINARY PROCESS IN MATTERS OF UNFAIR DISCRIMINATION
 
 24.1 If the matter is pursued to Level 4 by the Principal, it will result in a disciplinary
  process, by which the matter must be investigated on the basis of valid and 
  reasonable evidence, and on the basis of prima facie confirmatory evidence, 

 24.2 In this event, the provisions of the SCS Employee Grievance, Disciplinary 
  Procedures and Disciplinary Code apply.

 24.3 The SCS Employee Grievance, Disciplinary Procedures and Disciplinary Code will 
  make specific provision for the sensitivities relevant to this form of conflict.

25. PROTECTED DISCLOSURES
 
 25.1 The school recognises the rights afforded to staff members in relation to the 
  Protected Disclosures Act (26 of 2000, amended). The School will respect and 
  protect the right of a staff member to disclose matters of this nature to an external 
  third party with the view to exposing unlawful conduct or with the view to taking 
  reasonable actions in the failure of the School to provide reasonable protection to  
  alleged victims of unfair discrimination, per definition in this Policy.

 25.2 For the purposes of this Policy, an external third party means:

  i. The media, formal and informal
  ii. The DOE, DOL and any other Department of State.
  iii. The Private Education Sector regulatory authorities

 25.3 Such protection is conditional on: 

  i. The allegations of unfair discrimination being based on reasonable belief   
   and / or objective facts.
  ii. Reasonable steps having first been taken internally to alert the School to the 
   alleged unfair discrimination, and to provide reasonable opportunity for the 
   School to respond to, recognise and eliminate the alleged unfair 
   discrimination.



26. MANAGEMENT OF HUMAN DIGNITY
 
 26.1 It is recorded that the processes applied in this Policy assume that the dignity and  
  protection of all parties to a dispute of this nature are protected, in terms of the 
  constitutional protections afforded to both the alleged victim and alleged 
  perpetrators of harm.

 26.2 In this regard, regardless of the outcome of the above process, the School will offer 
  to the parties relevant support and assistance in order to restore a fair and 
  equitable working environment. Such assistance may include further counselling, or 
  any other relevant intervention, that may assist to restore the status quo.



ANNEXURE “SCS1”

27.1 INSTITUTIONAL TRANSFORMATION PROCESS

Key steps in the process of transforming the school as an institution are -

Developing a clear transformation and diversity policy

Establishing a transformation and diversity task team

Identifying key diversity issues

Designing a transformation and diversity plan

Consulting stakeholders

Identifying key focus areas

Allocating resources and measuring and evaluating progress and implementation

The commitment to transformation and Diversity must be fostered and communicated so that it is 
understood, accepted and supported by all key stakeholders at the school. The institutional culture 
of diversity and transformation should be transparent, accountable and democratic.

An enabling environment shall be established with respect for diversity and an appreciation that 
to achieve unity in our diversity is a source of strength. An open platform through constructive 
dialogue in a safe space within a framework of ethical and value-based rules should be established 
to discuss diversity, dissonance and transformation.

Complaints relating to discrimination, racism, human rights violations and breaches of the 
transformation and diversity policy shall be addressed in terms of the ‘Discipline Policy’, and 
ultimately to the Principal and, if not resolved, to Council. Should issues not be able to be resolved 
through these bodies, an independent arbitrator (who shall be a legal person) shall be appointed 
by Council to hear the complaint. The arbitrator shall be entitled to issue directives as to how 
arbitration shall be conducted, how evidence should be presented and generally regarding the 
conduct of the arbitration. The parties, once arbitration is decided upon, shall be bound by the 
directives of the arbitrator.

An anonymous reporting App shall be made available, e.g. The Guardian Anonymous Reporting 
App, for anonymous reporting of issues related to racism and discrimination.



28 TRANSFORMATIONAL AND DIVERSITY LEADERSHIP

The principal shall be directly involved in helping to develop, define and contextualise the 
transformation and diversity policy and should provide visible leadership by being the main 
communicator of the policy. An inclusive institutional culture, respectful of differences and diversity, 
promoting fair processes and equity, shall be a moral and strategic imperative.
A position for a Deputy Head Equity & Belonging has been created, tasked to oversee the strategic 
implementation of actions that are aligned to the School’s values in order to redress past injustices 
and lead the School to a future characterised by respect for all in the School’s community.

29 STUDENTS

The student body should be diverse, inclusive and widely representative of the diverse sectors of 
the South African community.
Behavioural awareness in regard to diversity, non-discrimination and transformation should be 
entrenched by programmes, workshops, presentations, honest discourse and engagement.
The admissions policy should be directed towards:

•  Diversifying the student body
•  Entrenching an organisational culture of belonging in a diverse, non-racist, non-  
 discriminatory and transformed society
•  Creating sustainable funding mechanisms
•  Ensuring a racially and culturally diverse student body
•  Promoting diversity
•  Eliminating the disadvantages of the past

Prejudice, bias (whether conscious or unconscious), racial profiling, human rights abuses, 
and racism as concepts should be eradicated against the values of democracy, rights and 
responsibilities.

30 COUNCIL

Diversity and transformation issues should feature on all Council agendas as a permanent item and 
should be addressed regularly in a focused and purposeful manner. The Transformation Committee 
shall regularly report back to Council.

31 ORGANISATIONAL TRANSFORMATION

 31.1 Organisational transformation and diversity management is guided by the 
  employment Equity Act (EEA, No. 55 of 1998) – 
  “The purpose of the act is to achieve equity in the workplace by promoting equal  
  opportunity and fair treatment in employment through elimination of unfair 



  affirmative action measures to address the disadvantages in employment 
  experience by designated groups, in order to ensure equitable representation in all 
  occupational categories and levels in the work force.”

 31.2 The levels of representation amongst the workforce, students and parents 
  shall consistently and intentionally be improved to reflect the diversity of our 
  country by way of recruitment, admission, retention, funding, redress and 
  professional training.

 31.3 The composition of the workforce is to be diversified to broadly reflect the 
  demographics of the Western Cape Province.  Recruitment strategies shall be 
  developed to attract a diversified work force to broadly reflect the demographics of 
  the country.

 31.4 An Employment Equity Monitoring and Evaluating Committee shall be established 
  who shall report to Council on a regular basis as to the development related to 
  transformation and diversity.  A senior manager shall take responsibility to 
  implement and monitor the employment equity plan and to report back to the 
  Transformation and Diversity Committee who shall in turn regularly report back to 
  Council.  An employment equity plan has to be developed to achieve reasonable 
  progress towards employment equity.

 31.5 Management and employees shall be developed and trained to be aware of 
  diverse cultures, social transformation, to support and implement the transformation 
  agenda and to develop an inclusive institutional culture.   

 31.6 All staff shall be committed to a curriculum relevant within the context of South 
  Africa and Africa addressing the inequalities of society and its marginalisation, and 
  the legacy of apartheid in an explicit manner in all subjects and teaching and at 
  every opportunity.   A responsible academic focus within the curriculum and the 
  guidelines of the Schools Act shall be established to promote social cohesion and 
  diversity, within the dynamics of cross-cultural complexities, with a clear commitment 
  to democratic principles and taking into account the enriched ethos of Round 
  Square.

 31.7 Equity and Redress

  Community partnerships between the School and the wider community, based on 
  transformation, non-discrimination, respect, humility, dignity and inter-cultural 
  understanding shall be entrenched.



31.8 PROPOSED SCHOOL COMMUNITY TRANSFORMATION AND MONITORING

Council

Staff

Students

Procurement

Social Development

• Diversity (numbers)
• Independents numbers/background
• Community services initiatives

• Diversity (numbers)
• Community service (initiatives) 
• Training/assessment (progress)

• Diversity (numbers)
• Financial assistance (% and background)
• Community service (initiatives) 
• Curriculum (changes)

• BEE Spending (%)
• New suppliers (% change)
• Enterprise development (initiatives)

• Community service (initiatives)
• Community support (financial)
• Parent involvement (initiatives)



SCORECARD COMMENT ACTION
BOARD
Race
Nationality
Gender
Independence
Community        
STAFF: ACADEMIC
Race
Nationality 
Gender
Diversity Training 
Community
STAFF: TEMPORARY
Race
Nationality 
Gender
Diversity Training 
Community            
STAFF: NON-ACADEMIC
Race
Nationality 
Gender
STUDENTS
South African: White
African
Coloured
Indian
Asian
Other Nationalities
& black non-South Africans
Bursaries: % total
Bursaries: % black (African, 
Indian, Coloured)
Community service
PROCUREMENT
BEE Rating
Enterprise Development
SOCIO-ECONOMIC
External business 
External other funding 

Community Services      
Parents


