
Discrimination must not take place because of:-

•	 Age.  
•	 Disability.
•	 Gender Reassignment.
•	 Marriage and Civil Partnership
•	 Pregnancy and maternity 
•	 Race
•	 Religion or belief
•	 Sex
•	 Sexual orientation

You have the following statutory rights:

•	 The right not to be treated less favourably because of a protected characteristic.
•	 The right not to be treated unfavourably because of pregnancy or maternity.
•	 Right not to be indirectly discriminated against because of a protected 

characteristic. 

For example:

An employer refuses to give a worker access to facilities because of a protected 
characteristic.

•	 Right not to be treated unfavourably because of something arising in 
consequence of a disabled person’s disability.

For example: 

An employer decides to apply a ‘no hats or other headgear’ rule to staff. If this rule 
is applied in exactly the same way to every member of staff, Sikhs, Jews, Muslims 
and Rastafarians who may cover their heads as part of their religion will not be 
able to meet the requirements of the dress code and may face disciplinary action 
as a result. Unless the employer can objectively justify using the rule, this will be 
indirect discrimination.

•	 Right not to be treated worse than someone else because you are associated 
with a person who has a protected characteristic. 

 For example: 

An employer imposes a ‘no beards’ rule as part of a dress code and tells staff they 
will be disciplined if they do not shave. An employee is a disabled person who 
has a skin condition that makes shaving very painful. They have been treated 
unfavourably (threatened with disciplinary action) because of something arising 
from their disability (their inability to shave). Unless the employer can objectively 
justify the requirement, this may well be discrimination arising from disability if 
they knew, or could reasonably be expected to know, that the employee had this 
condition. It may also be a failure to make a reasonable adjustment.

DISCRIMINATION AND YOUR STATUTORY RIGHTS



•	 Right not to be treated worse because it is incorrectly thought that you have a 
protected characteristic (perception). 

For example:

A manager gives the father of a disabled child a bad report because they 
disapprove of the man’s requests to attend his child’s hospital appointments.

For example:

An employer incorrectly thinks one of their workers is gay. They tell them they 
must change their clothes in a dusty stock room, rather than in the communal 
changing area. This is likely to be discrimination because of sexual orientation 
based on the employer’s perception, even though the worker is not gay (if the 
worker is gay, it would almost certainly be direct discrimination).

•	 Right not to be discriminated against by a failure to comply with a duty to make 
reasonable adjustments (in relation to disability discrimination).

For example: 

An employee is subjected to homophobic ‘banter’ and name calling, even though 
his colleagues know he is not gay and he is aware that they know he is not gay.  
Nevertheless this may amount to harassment related to sexual orientation.

•	 Right not to be harassed by unwanted conduct relating to a protected 
characteristic.

For example: 

An employer usually gives workers a written copy of their draft annual appraisal 
and a morning to read it and to send any comments to their line manager. The 
employer arranges for a worker with severe dyslexia to meet their line manager 
instead and talk through the draft and provide comments. This is likely to be a 
reasonable adjustment for the employer to make.

For example:

A transsexual woman is subjected to offensive ‘banter’ at work, relating to her 
gender reassignment. This creates a hostile and offensive atmosphere for her, and 
is likely to be harassment.

Male members of staff looking at pornography on work computers may create an 
intimidating or offensive environment for their female colleagues. Even though 
they do not specifically draw the women’s attention to the pornography or speak 
about it with them, this could amount to harassment.



•	 Right not to be sexually harassed.

•	 Right not to be treated less favourably for rejecting or submitting to sexual 
harassment or harassment, related to gender reassignment, or sex.

For example:

A shopkeeper propositions one of his shop assistants, she rejects his advances and 
is then turned down for promotion. The shop assistant believes she would have 
achieved promotion if she had accepted her boss’s advances.

•	 Right not to be victimised because of a protected act (a protected act is either 
bringing proceedings under the Equality Act 2010, or giving evidence or 
information in connection with proceedings under the Act, or doing any other 
thing for the purposes of or in connection with the Equality Act 2010, or making 
an allegation (whether or not express) that someone has contravened the 
Equality Act 2010.

For example: 

A worker helps a colleague with a sexual harassment claim against another 
worker. As a consequence, the worker receives lower marks at their annual 
performance review, with the comment that they are ‘not very loyal’. This would 
almost certainly be victimisation.

•	 Right as a part time worker not to be treated less favourably than a comparable 
full time worker.  

•	 Right as a fixed term employee not to be treated less favourably than a 
comparable permanent employee.

•	 Right to a sex equality clause (equal pay for equal work).

•	 Right to a maternity equality clause.       
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