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In the UK, there is legislation covering discrimination in areas of:
• Gender (the Sex Discrimination Act, 1975)
• Race (Race Relations Act 1976, amendments 2000) 
• Disability (Disability Discrimination Act 1995)

There’s currently no legislation covering discrimination on the grounds 
of age or sexual orientation, but it’s not considered good practice for those
factors to be the basis of any discrimination.

If you’re not based in the UK, you’ll need to check your country’s current
discrimination law with the appropriate Government department.

Wherever you’re based, it’s necessary to be aware of discrimination factors
at every stage of the recruitment process, from defining the job title, 
to writing the advertisement and making the eventual appointment.
Discrimination can be direct or indirect. For example, if you insist that
evening work is obligatory, it might be said that you’re discriminating against
those with childcare responsibilities (usually women).

The UK Sex Discrimination Act 1975 forbids the use of words, such as
‘school dinner lady’ and recommends a term such as ‘catering assistant’.
This may not be adequate if the job in question has enjoyed a single sex
connotation in the past. If there is likely to be any confusion, advertisements
should make it clear that men and women may apply.

Advertisements should not:
• suggest the vacancy is open only to persons of one sex, race 

or particular marital status
• specify length of residence or experience in the UK
• specify a particular qualification without making it clear that a

comparable qualification may also be acceptable
• use terminology such as ‘must be physically fit’ or ‘must be mobile’ 

(as these may deter disabled applicants)
• discriminate on grounds of age or impose age ranges or cut-off points.

You don’t need to be an expert in increasingly complex employment law,
but it is strongly advisable to check these issues out with an expert before
you start your recruiting process. Your personnel support service is the
best source of this advice.

For an example of how an organisation organises and presents its good
practice Equal Opportunities and recruitment guidelines, visit the Oxford
University website –
http://www.admin.ox.ac.uk/eop/eopolicy.shtml/%20shtml 

Resource 16: Discrimination and data protection issues 
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It’s important to be aware of Data Protection issues in your country. In the
UK, the best guidance resource is the government website –
www.dataprotection.gov.uk.

Below, there’s an extract from the principles of Data Protection website.
For specific guidance, it’s advisable to consult your personnel support
organisation. If you’re a UK school, this will probably be your LEA, although
in sometimes it’s outsourced to private companies. If you’re an overseas
school, you’ll need to find out who provides your personnel guidance. You
don’t need to be an expert, but you need to check with someone who is.

"Anyone processing personal data must comply with the eight enforceable
principles of good practice. They say that data must be: 

• fairly and lawfully processed 
• processed for limited purposes 
• adequate, relevant and not excessive 
• accurate 
• not kept longer than necessary 
• processed in accordance with the data subject's rights; 
• secure 
• not transferred to countries without adequate protection 

Personal data covers both facts and opinions about the individual. It also
includes information regarding the intentions of the data controller towards
the individual, although in some limited circumstances exemptions will apply.
With processing, the definition is far wider than before. For example, it
incorporates the concepts of 'obtaining', holding' and 'disclosing'. "


