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[bookmark: _Toc929764174]Executive Summary


By evaluating and analysing Otto’s circumstances that has occurred in his workplace and a situation that has happened outside the workplace relating to a purchase of a laptop. The breakdown of information will show and present Otto’s concerns for himself in the workplace that relates to how he is treated, and whether the Equality Act 2010 has been breached at any stages. The purpose of the evaluation is to understand Otto’s concerns, research and apply the legislation and then to advise Otto the conclusion and if the legislation has been breached. Otto’s concerns include theft under criminal law, the Equality Act 2010, discrimination, harassment and victimisation. An argument presented would be in relation to the £200 cheque that Ottos sent, and whether this is going to be an issue for Otto. 
















[bookmark: _Toc720825366]Introduction 

With all arguments and research presented, a summary of the scenario has been broken down to assist understanding the situation. Otto, a 57-year-old worker, experiencing what seems like unfairness in the workplace, discrimination, bullying and name calling based on Otto’s age, which is being done by the manager, Blue. Otto has been working for the company for 10 years, and Blue has not been the manager of the company for a long period of time. Otto currently wants to purchase a laptop to search for new employment and by doing so, he communicates with Evan, who has a laptop for sale via written letters. Otto has sent a cheque out to Evan regarding the laptop for sale, but there were claims that Evan did not receive the cheque and so he decided to sell the laptop to another customer. Otto has raised concern regarding this, and to fully understand the situation, an analysis on the criminal law, employment law and contract law will be applied. Throughout the research, case law and statutes will be applied in relevance to the topic and issue. This will help Otto to understand more on his situation and similarities to relevant cases, a research method that focus mainly on analysing and being able to explain legal documents like statutes, case law and many other legal principles. It has a focus point on case law, statutes and legal sources. It is a knowledge-based research method and is used by lawyers and judges which will support the research and advice to the client, Otto (More, 2023). It is important to apply the relevant sources and case law correctly so that there are grounds to proceed and support a conclusion that is legally defensible (The Legal School, No Date).  
The use of the Equality Act 2010 will be applied through the research. Other legislations will be presented within the report this includes Employment law, Employment Rights Act 1996, and unfair dismissal and criminal law.   



[bookmark: _Toc1623189084]The Nature of conduct within the workplace: Otto’s concerns 

A key pointed issue in Otto’s circumstances is the unwanted name calling made by his manager, Blue in the workplace. From what is known, these names were made towards Otto indirectly, as Blue has used them to refer to Otto to other team members. These names include; “The old boy”, “A little more on the feminine side”, and “The ancient leather handbag”. It has been confirmed that Otto has overheard these comments on many occasions and now dreads to come into work due to it. Otto has brought this up to Human Resources, but after the claim was made, and he manager was spoken to, the name calling that Otto was experiencing became worse and has overheard Blue say “I will make the old git’s life as hard as possible until he quits, he does not belong here, coffin dodger’’ and from these words, it is clear that Otto has become a lot more targeted in the workplace. 
The names mentioned is a clear indication towards Otto’s age and an indication on how Otto looks, using a gender basis term. Under the Equality Act 2010, Age and many other characteristics are protected to harmonise the discrimination law. These protected characteristics appear and list under section 4 of the Equality Act 2010 and the age clause falls under section 5 in context of age and the meaning of age (The Equality Act, 2010). 
Applying the protected characteristic of age to Otto, under section 5 of the Equality Act 2010, age is only to be reference on the basis of an age group, provided example being that in a workplace, the age groups consist of “over 50s”, “21 year old and over”, “18 year old and over”, and lastly, “under 18s”. These are used for national minimum wages, surveys and employment code of practices that is issued by the Equality and Human Rights Commission (EHRC) (IDS Employment Law Guide, 2010, p.2). 
Regarding to Otto’s experience with the possibility of age discrimination, harassment or victimisation, there will be a breach of Article 8 of the Human Rights Act which is an act that protects the respect for a private life, which includes how an individual looks, identifies and their sexual orientation, which also protects against age discrimination (Equality and Human Rights Commission, 2021). 
There are grounds to believe that Otto is experiencing age discrimination in the workplace by his manager Blue and this could lead up to serious harassment in the future of working there and that Blue is going against conduct regarding to the Equality Act 2010 and the Human Rights. Due to all this, as stated above that Otto has claimed that he now ‘dreads’ doing to work, this indicates that the behaviour from the manager has affected Otto personally, and will continue to affect his ability to want to work in the future. A case following this type of circumstances in relation to the offensive and unnecessary behaviour is the Richmond Pharmacology v Dhaliwal in which the case supports the grounds of similarities to Otto’s case of harassment and discrimination towards an employee (Thompsons Solicitors, 2009). 




















[bookmark: _Toc1326097961]Discrimination Directly and indirectly in a workplace

To determine whether Otto has grounds to claim discrimination, it is important to be able to confirm the difference between direct discrimination and indirect discrimination. Discrimination is a term that is used towards an act or behaviour that shows less favourable treatment that can cause a disadvantage to an individual's protected characteristic. There is not a legal definition of putting an individual at a disadvantage, but discrimination includes not allowing someone to have the same opportunities or benefits as others, causing emotional stress and even attempting to make a person's job and work harder than what it is (Acas, 2025). 
Continuing with Acas (2021) guided information, the meaning of an indirect discrimination is when in work the same rules and opportunities apply for everyone, but it has a worse effect on individuals who has a protected characteristic. The point of the definition is that it is indirect towards someone by action, an example could be to hire an individual who has a disability which limits their ability to walk upstairs but hiring them to work in an office on a top floor with no lift. This is considered as indirect discrimination as it was not intended to discriminate the individual with a disability, but there still was not a thought behind the process which has then caused the individual to suffer. The other form of discrimination is known as direct discrimination. This form of discrimination is when an individual directly says something or act in a particular way to discriminate them. A case that has been researched in relevance to direct discrimination is the Mid-Staffordshire General Hospital NHS Trust v Cambridge [2003] where a team leader in the reception service has been caught up in an incident where she ended up suffering with a case called tracheitis and was advised to return to work with reduced hours and light work but the manager would not accept this and gave her the choice of either continuing her full-time hours and work or a dismissal. This case was an example used to indicate the seriousness of direct discrimination (Daniels and Macdonald, 2005, p.105). 
In the case of Otto, he has grounds to claim that Blue has been discriminating him on the basis of his age. Blue has been using Otto as a target in the workplace, and this shows based on the fact Blue has from what was told, that he has only been making these comments about Otto to other team members. Unfortunately for Blue, despite not saying them directly to Otto, he has still overheard these comments, and it has affected his motivation to go to work. On top of this, there was a clear statement that showed Blue’s intentions to make Otto’s work life harder with the statement saying “I will make the old git’s life as hard as possible until he quits, he does not belong here, coffin dodger”. This is clearly a direct threat towards Otto because Otto reported him to the Human Resources which has caused Otto’s situation to escalate even more. 
In conclusion, Blue’s behaviour stands more on a biased reasoning than a valid reasoning in which would allow Otto’s discrimination case to be saucerful on the basis of Blue’s age discriminating behaviour and comments. 




















[bookmark: _Toc1873708854]Harassment 

Under the Equality Act 2010, there are different forms of breaches based on whether it is discrimination in the workplace, bullying and harassment and victimisation. 
The difference between bullying and harassment does not have too much of a difference between is that bullying is characterised and viewed as offensive, malicious, intimidating and insulting behaviour. The only difference that harassment is under section 26 of the Equality Act 2010 as meaning for unwanted conduct and behaviour that is related to a protected characteristic (The Law Society, 2024). Age is protected by this legislation and due to this any form of harassment towards the protected characteristics is a breach of the Equality Act 2010 (The Equality Act 2010). 
Applying this to Otto’s case, the names that Blue has called Otto and all the comments he made towards him is considered as unwanted behaviour. The law will take 2 things in account when it comes to this kind of situation. The law will look at the facts of what was said to Otto and how it made him feel, and they must put into consideration on what could possibly happen in the future if the name calling and harassment was to continue. 













[bookmark: _Toc917613264]Victimisation

The definition of victimisation is form of discrimination that is formed in a workplace. This is when an individual discriminates someone for reporting a case of discrimination. Anyone who gets discriminated and reports the incident is at risk of being a victim of victimisation (Britton, 2021). 
The Equality Act 2010 can only protect the individuals who have been facing harmful behaviour from attempting to stop discrimination in the workplace (Britton, 2021). 
 



















[bookmark: _Toc70393200]Nature of conduct in relation to the Laptop

Otto attempted to purchase a laptop from someone who had a laptop for sale. The only form of communication that was made was via written letters. In context, Otto has sent a letter asking about a laptop and has received a letter back stating and confirming that there was a laptop for sale. Otto has sent out a letter enquiring about the price of this laptop and it has then received an answer with a price quote of £200. 
Seeing this, Otto has sent a £200 cheque via post to the owner of the laptop, but during the process of this cheque being posted, the owner of the laptop ended up selling it to another customer due to not receiving the money that Otto has sent. 
First issue is whether an act of theft in criminal law has been committed. since there is no clarification on whether the cheque has been ‘cashed out’ we cannot determine if theft has been committed this is due to the fact that if the cheque has been lost in general via the posting process, then it becomes invalid and the money does not leave the bank until it has been cashed out. If Otto goes to the bank and query about the cheque and if it was cashed out or cleared and it has been, then this is considered theft as the money was take from Otto, but we cannot prosecute on the grounds if that has happened as we cannot prove that it was Evan, the owner of the laptop who has cleared the cheque that Otto has sent (Legal Clarity Team, 2026) 













[bookmark: _Toc455026648]Letter of legal advice to Otto
Chloe-Louise Griffiths
16 View Lane
Cardiff
CF43 2JP
07592011011
Otto West
67 Cripps Avenue
Cardiff
CF26 4LK
07983710450

Dear Mr. West,
After a careful evaluation on your current case, based on your circumstances in the workplace involving your manager, it is clear to us that you currently have a strong case using the Equality Act 2010 and the Human Rights Article 8: the respect on a private life. 
After looking at section 4 and 5 of the Equality Act 2010, it is clear to us that age is under the protected characteristics and based on the comments and name calling that your manager has been making about you, it is enough information to tell us that your manager has breached section 5 of the Equality Act 2010 and Article 8 of the Human rights. 
In relation to Discrimination, after carefully considering which form of discrimination your manager is committing, we looked at a case of Mid-Staffordshire General Hospital NHS Trust v Cambridge [2003] and with this, we have come to the decision that the form of discrimination that your manager is doing towards you is known as direct discrimination. 
Regarding to Harassment, the definition of harassment includes unwanted conduct and behaviour which in your case, all the comments and names that was made towards you has given us a clear indication that you did not want any of these comments as you have stated due to overhearing these, you now ‘dread’ to go to work in the company you have been working at for over 10 years at. 
After looking into other possibilities, we have also noticed you are a victim of victimisation. This is a form of discrimination that occurs when an individual gets discriminated after reporting an incident of discrimination before. The reason I am advising to put a claim forward for this is due to your managers behaviour after he has found out about your report. This is a clear indication that your manager refuses to take accountability for his behaviour and decided to continue his unwanted conduct and has made you more of a target with intention to harmfully affect how you feel about working at the company. There are grounds for this claim since you have spoken to the Human Resources, and they have spoken to your manager about it which states that there should be records of your claim with them. A case that has had similarities to yours in relation to victimisation is the St Helens BC v Derbyshire [2007] this law is there to protect employees against being treated unfairly and to help against harassment, discrimination and victimisation. 
The employer has the responsibility to hold themselves accountable for behaviour like this. An employer could also be held responsible and accountable because they did not take or seek any proper action that could help avoiding the behaviour after they were told about it. As so, Human resources should have taken further action instead of just having a talk with the manager, as that bis a huge risk to causing victimisation, so Human Recourses could have been one of the main causes of your victimisation claim. They need to take further action to make sure the managers behaviour stops immediately. If the behaviour continues or increasable become worse off after your complaint, this suggests their response was not good enough and that further action by law will need to take place. 

If you have come to the decision to hand in your notice due to how you have been treated and you have been made to feel whilst working there, you could seek more information regarding to unfair dismissal under Employment Rights Act 1996.  
In relation to the laptop, it is important to seek further evidence such as proof ig the cheques has been cashed out or cleared before deciding what actions to take as to prosecute an individual, the evidence must be at reasonable doubt as we cannot confirm whether Evan, the owner of the laptop has actually received the cheque and that it is not lost in the process of delivery. 
I sincerely hope that this has helped you, 
Feel free to contact for any more information via the contact number above
Kind regards,
Chloe-Louise Griffiths




[bookmark: _Toc865019728]Conclusion

[bookmark: _Int_GIwup5q5]After evaluating and analysing Otto’s circumstances, it is clear that he has grounds to claim for discrimination, harassment and victimisation due to his managers behaviour towards in regarding his age in the workplace. 
[bookmark: _Int_aRSfjiYc][bookmark: _Int_IH966j2E]On the basis of the laptop, there is not enough evidence to prove whether Evan the owner of the laptop has actually received the cheque. 




















[bookmark: _Toc1141505074]Reference list
1. Acas (2025) Discrimination at work Discrimination and the Equality Act 2010. Available at: Discrimination and the Equality Act 2010 - Discrimination at work - Acas (Accessed: 08th May 2026)
2. Acas (2025) Discrimination at work Indirect discrimination. Available at: Indirect discrimination - Discrimination at work - Acas (Accessed: 08th May 2026) 
3. Britton (2021) What is Victimisation? Five things you must know. Available at: What Is Victimisation? Five Things You Must Know. (accessed: 08th May 2026)
4. Daniels, K. and Macdonald, L. (2005) Equality, Diversity and Discrimination: A Student Text. Charted Institute of Personnel and Development. 
5. Equality Act 2010, Section 5. Available at: Equality Act 2010 (Accessed: 08th May 2026)
6. Equality and Human Rights Commission (2021) Article 8: Respect for your private and family life. Available at: Article 8: Respect for your private and family life | EHRC (Accessed: 08th May 2026)
7. IDS Employment Law Guide (2010) The Equality Act 2010. 1st edn. Incomes Data Service Limited. 
8. Legal Clarity Team (2026) How to Verify if a cheque has been cashed: 4 ways. Available at: How to Verify if a Check Has Been Cashed: 4 Ways - LegalClarity (accessed: 8th may 2026) 
9. More, H (2023) Doctorial and Non-Doctorial Research. Available at: Doctrinal Research: Meaning, Purpose, Methodology, Merits and (Accessed: 27th February 2026)  
10. The Legal School, (no date) Doctrinal Legal Research: Methodology, Advantages & Disadvantages. Available at: Doctrinal Legal Research: Methodology, Advantages & Disadvantages (Accessed: 27th February 2026)
11. The Law Society (2024) Understanding workplace harassment. available at: Understanding workplace harassment | The Law Society (Accessed: 08th May 2026)
12. Thompsons Solicitors (2009) Definitely Harassment. Available at: Definitely harassment | Thompsons Trade Union Solicitors (Accessed: 08th May 2026) 

























	
	
	



