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1.0 Introduction
This equality impact assessment (EIA) covers the Commission’s three-year strategic plan and strategic planning framework from April 2009 to March 2012.
2.0
Aims, purpose and outcomes of the Strategic Plan
The Strategic Plan aims to;
· Set out the Commissions strategic direction, ensuring that the statutory remit of the Commission as set out in the 2006 Equality Act is efficiently and effectively discharged, identifies;

· Our priorities and work programmes from April 2009 – March 2012 across each strategic priority

· Provide a reference document for our partners, stakeholders and the public
3.0   The equality strands being assessed 
The Strategic Plan is relevant to all the equality mandates within our remit including Human Rights. 
The aim is this EIA is to ensure that the implications for equality for all the protected mandate areas have been properly assessed during the development of the strategic plan, taking account of views expressed, and to provide assurance that changes needed to mitigate any potential adverse impacts have been identified and ways to further promote equality identified. 
Although the current legal requirements to assess impacts on equality relate only to race, disability and gender (gender re-assignment), this EIA also considers the impacts on age, religion or belief and sexual orientation and human rights and is in line with the commitment we have given in our three-year equality scheme and the integrating policy of the Equality Bill.
4.0 
Our strategic priorities:
1. Secure and implement an effective legislative and regulatory framework for equality and Human Rights

2. Create a fairer Britain, with equal life chances and access to services for all 

3. Build a society without prejudice, promote good relations and foster a vibrant equality and human rights culture.

4. Promote understanding and awareness of rights and duties- deliver timely and accurate advice and guidance to individuals and employers

5. Build an authoritative and responsive organisation 
5.0 
Our Strategic Work Programmes
In February 2009, the Commission agreed its work programmes in order to provide detail on how we will achieve the aims under our five strategic priorities.  The work programmes define both where we will focus our resources and how we will work with others. All of our work programmes our linked to key performance indicators.
Programme 1: Securing, implementing and promoting legislative change 
Programme 2: Fairer public services for all and improving equality of civic participation 
Programme 3: Advancing equality in employment with a focus on the private sector 
Programme 4: Building a Generation without Prejudice 
Programme 5: Promoting good relations throughout Britain 
Programme 6: Delivering high quality information, advice and guidance on rights 
Programme 7: Developing a high performing organisation 
Programme 8: Building an authoritative, evidence-based organisation 
Each programme area has a number of individual projects that set out in detail how the aims of the programme will be met. 
Who will benefit from our strategic plan?
Our integrated mandate means that we will act across all the areas for which we are responsible, promoting fairness through structural change that benefits everyone in Britain. We are here to ensure everyone is treated with dignity and respect. We believe that no one should have to deal with the pernicious effects of discrimination and that prejudice has no place in a modern, open society.
6.0 
Aspects/activities of the policy are particularly relevant to equality
This EIA is unique in the sense that the entire purpose of the strategic plan is to tackle discrimination and promote equality of opportunity creating a fairer Britain for all. 
Thus, the strategic plan will be based on the available evidence of the areas of significant inequality or discrimination identified across each of the protect grounds.
This EIA will focus on the processes used to develop this plan.
We used a four step process to build our strategic plan for equality, human rights and good relations, considering implications for all the strands throughout this process
6.1 
Gathering a comprehensive evidence-base 
We gathered a comprehensive evidence-base of the impact of discrimination and disadvantage and agreeing the core requirements of the Commission’s remit.
The evidence we used came from a range of sources and included:
· Summarised recommendations from the 'State of the Nation' reports produced by EHRCs predecessor commissions (the Commission for Racial Equality, the Equal Opportunities Commission and the Disability Rights Commission), as well as the Equalities Review.
· Commissioned reports from Ipsos Mori, The Future Foundation and our internal Foresight team that set out the expected demographic, economic and political developments to define the expected context in which we will be working. 
· Research 

· In addition a series of domains were considered by our internal experts who added their knowledge with respect to the available evidence of each mandate area to identify potential gaps. 
The domains considered included:
· Employment

· Education

· Crime and criminal justice

· Health and Social care

· Goods and services

· Representation and engagement

· Legislative protection

· Good relations

· Review of our 2008/09 business plan to assess what progress we had made and what concrete outcomes we had delivered.
6.2 
Formulating clear strategic priorities and testing these 
against the available evidence.
We developed proposals for the strategic priorities and tested these against the available evidence.
The main questions we initially asked in developing our 3 year strategy were:

· What are the most persistent and stubborn obstacles to equal citizenship and fair treatment today and who faces them?

· What will be the biggest challenges to equal citizenship, fair treatment and social cohesion in the next 3 years and how can we best prepare for them?

· Which challenges is public policy currently failing to meet?

· How can we most effectively address these failings?
The aim was to focus on the biggest challenges where the Commission was uniquely placed to act and could have the greatest impact.
We examined the types of criteria we should use to prioritise which of these challenges the Commission should address, this was based on our public benefit tool to assess the importance, urgency and the ability of the Commission to have an impact. Our public benefit tool is detailed in appendix 1.
The importance score was based on whether it is a statutory requirement; urgency was based on external drivers, such as the legislative programme; and potential for impact considered whether there was wider indirect and direct benefits and whether the Commission was uniquely placed to act.
We evaluated the rate of progress and balance of resources required to address different issues and initiatives. From this we identified whether there were any imbalances and evaluated the causes.

We then prioritised based in accordance with the best available evidence of greatest need.
The rational for our priorities can be found in our three year strategic plan on our website.
 
6.3
Undertaking extensive consultation and involvement with 
stakeholders and the public.
We undertook extensive consultation and involvement with stakeholders and the public throughout the process of developing our strategic priorities.
Stakeholder engagement

Between November 2008 and March 2009 we carried out an extensive programme of consultation and engagement, this included externally facilitated involvement events for stakeholders as well as public on-line consultation. Stakeholders were invited to take part through an open invitation process and advertisements were placed on our website and via the e-bulletin .We received over 400 contributions to the online consultation and welcomed more than 784 stakeholders to events across England, Wales and Scotland.

We analysed all of the responses we received and used these to inform the development of our three year strategic plan. A selection of reports summarising the findings of the consultation can be found on our website.
 
Phase one
The involvement and consultation in support of our strategic plan began in November 2008 with an initial consultation focusing on a five key questions that we considered to be critical areas for discussion to help develop our strategic priorities. 

Stakeholders were asked to consider the following questions to help us to build an initial picture of where our priorities should lie.
Phase one key question:
1. As the Commission is here to support all 60 million people living in Britain, where should it focus its resources for the greatest public benefit?
2. Do the seven protected grounds (age, disability, gender, gender reassignment, race, religion or belief, and sexual orientation) in the Equality Act adequately describe the drivers of inequality that persist in Britain?
3. In what ways will changes in the economic and political landscape over the next three years, impact on equality and human rights in Britain?
4. Over the next three years, what are likely to be the most significant forms of disadvantage that the Commission should focus on?
5. What can the Commission uniquely do to tackle these forms of disadvantage?
Phase two

Building on our initial consultation we launched a further period of consultation in February 2009 to set out and refine the proposed strategic priorities. These  are the foundation on which we based the final three-year strategic plan and associated programme of work.
The feedback was collected in the form of an online consultation and a series of events over the period of two months.  The document included our draft strategic priorities, objectives and key aims along with descriptions of the areas of work under each strategic priority. 
Phase two key questions
As part of the consultation process we asked stakeholders to provide feedback on the following:
1. To what extent do you believe this approach would promote changes needed to build a society without prejudice?
2. To what extent do you believe this approach would promote changes needed to create a fairer Britain for all?
3. To what extent do you believe the approach we are proposing will promote changes needed to secure and implement an effective legislative and regulatory framework?
4. To what extent do you believe this approach would promote awareness and understanding of rights?
5. To what extent do you believe this approach would promote awareness and understanding of rights?
Engagement by equality mandate area and sector type

Online consultation:
727 participants registered to take part in our online consultation of which 400 participants contributed their responses.

Of the 727 registered participants, 348 selected that they were responding as an individual, 354 on behalf of an organisation and 25 did not select an option. Of the 80 participants who submitted responses 23 were responding as an individual, 56 on behalf of an organisation and 1 did not select an option.
Those participating on behalf of an organisation were asked which type of organisation they worked for:

	Central Government                  
	88

	Local Authority                  
	39

	Other public sector                
	68

	Not for profit/voluntary                 
	236     

	Not specified                     
	275

	Private sector              
	21


Those participating on behalf of an organisation were asked which equality / mandate area they were concerned with:

	General/Cross Strand
	47

	Race 
	60

	Disability    
	31

	Religion or Belief
	12

	Sexual orientation  
	6

	Transgender  
	7

	Human Rights  
	17

	Gender  
	22

	Age  
	11

	Non-selected
	0


Event consultations:

The number of organisations who contributed to our consultation is detailed below by sector:

Central Government                               
9

Local Authority                                    
35

Other public sector                               
67

Not for profit/voluntary                         
267     
Private sector                                      
5

 
The number of organisations who contributed to our consultation detailed below by strand interest:

General/Cross Strand                         
246

Race                                                   
46

Disability                                             
39

Religion or Belief                                
15

Sexual orientation                               
13

Transgender                                        
5

Human Rights                                      
5

Gender                                                 
8

Age                                                      
17

Non-selected                                      
0
The number of organisations does not match the number of attendees. This is because more than one representative from an organisation may have attended an event. Also, some organisations attended more than one event.

A large number of organisations who responded to the consultation were representing all of the equality strands within our remit (over 50% of the on-line submissions). Overall representation across the strands was excellent.

Government organisations were well represented, however representation from private sector organisations was lower than had been expected.

In parallel to the strategic plan consultations, the responses from over 600 stakeholders who contributed to our equality scheme consultation which included feedback from our independent externally – facilitated ‘New Voices’ events. Through these events we have engaged with young people, gypsies and travellers, faith groups as well as representatives from more mainstream equality strands.

At these events an additional opportunity was given to our disabled participants to contribute to the development of our strategic plan. They were asked to comment on the following questions:
· What actions should the Commission focus on in order to promote equal opportunities for disabled people?

· How can the Commission maintain contact with its disabled stakeholders and share information more effectively?
Stakeholder feedback

The following section provides a summary of the views of stakeholders used to inform the development of the strategic plan.
Common themes emerging during both phases of the consultations included:

· Strong support for the Commission to exercise its statutory legal powers robustly to ensure that public and private sector organisations meet their duties.
· Recognition of the value of early education to instil awareness of equality and human rights in children and young people.
· The need to address the link between social class, poverty and equality of life opportunities was recognised with a strong view that the Commission should adopt a cross mandate approach. 
· Continued relevance of the equality agenda with the changing economic and political environment need to be considered; with the impact of the recession on the most vulnerable groups and the Commission’s role in protecting them.
· The need for improved awareness of the Commission’s role and functions. 
· Requirement for increased and improved provision of accessible information and guidance on rights by the Commission.

· Clear recognition that the Commission can only deliver on its wide remit by working in partnership with other organisations and capitalising on local projects.

· Concern expressed that the equality and human rights agenda is not currently communicated vigorously enough.

· Recognition that ongoing research is essential in continuing to inform the Commission’s strategy and policies and ensure it is based on evidence.

· Strong view that human rights should underpin all our work and should be strengthened within our strategic plan.
· The need for greater focus our work within the private sector.
Consultation with staff
Commission staff were engaged throughout the development of the Commission’s three year strategic plan and all staff were invited to provide feedback via the on-line consultation process.

In November 2008 all Directors were issued with briefing packs to engage staff in the development of the plan. 

A number of internal staff events were held across office sites enabling colleagues to find out more on how we were developing the plan using the initial feedback from stakeholders, and how they could remain involved in the development process.
In addition to this we issued regular communications throughout the consultation period via email and created a dedicated area within the staff intranet to post updates. 

Prior to the publication of the Strategic plan, staff were given the opportunity to attend a workshop with their Director to discuss the strategic plan in depth with colleagues. The workshops enabled Commission staff to consider how the plan applies to each and every one of us in our day to day work.
6.4
Putting in place resources.
We finalised the plan by putting in place resources, infrastructure and performance measures to ensure delivery of the outcomes and value for money.
Ongoing consultation 
The Commission is committed to ensuring that we continually engage and consult with stakeholders in the development of our plans. 

Over the coming year a number of major consultations will take place on key project areas. These will include:

· A number of consultations to inform the development of codes of practise and guidance with respect to the Equality Bill; 
· Consultations for evidence gathering with respect to our inquiries; 

· A consultation on how private and voluntary sector employers can measure and report on their gender pay gap; and

· A consultation for the Triennial Review. 

The outcomes from these consultation will inform and shape the development of our future work and the 20100/11 business plan.
7.0 
Evidence 
The following section presents the evidence available to identify the issues for each of the equality strands and what we are planning to do about those issues.

When reviewing the evidence and prioritising our work for the strategic plan, we recognised that there were gaps within our evidence base and knowledge. As such we will need to evolve from a hypothesis-driven strategy to a more evidence-based strategy over the next three years. 

This is because we need to take into account;
· The lack of data and evidence in relation to the newer mandate areas.

· Uncertainty of how the new equality legislation will develop and affect our work. 

· The need to grow our understanding for human rights and good relations in the near future.

· The character of disadvantage and discrimination is ever changing; labour markets and service providers are also adapting to changes in the global economy; and we have to take account of the transformed economic situation. 
In the future, our equalities measurement framework (EMF) will provide a baseline of evidence for evaluating progress and deciding priorities across all the equality strands.

The Commission will maintain a reactive capability to respond to unexpected events, crises and societal ‘shocks’. As a result our plans will need to be flexible. 

We also needed to think beyond individual ‘strands’ – there is a combination of factors that affect us all. In practice, this means taking a person-centred approach. 

Our programmes of work therefore reflect a combination of cross-strand and strand specific work. For information relating to specific strand work we will also publish ‘What our Plans mean for you’.

The following section presents the evidence available used to identify the issues for each of the equality strands and what we are planning to do about it.
When reviewing the activity planned, it is important to recognise that the Commission has a number of ongoing activities that we undertake in relation to our statutory role across all strands such as the provision of information and advice through the helpline, legal casework and the promotion and enforcement of the public sector duties. 

In addition, the Equality Bill presents the Commission with one of the biggest opportunities to leverage change over the next three years, alongside plans to introduce a new single equality duty which will cover all seven equality strands and will come into force in 2011.
7.1
Gender 
Summary of evidence

There has been significant progress over the last decades in achieving gender equality but inequalities remain. Women are employed in greater numbers and more women complete higher education degrees, even overtaking men. However, women are hit by unemployment in greater numbers than men. Legislation has helped reduce the pay gap between women and men but on average women earn 12% less than men and often remain confined to lower paid jobs. Several initiatives have been taken to improve reconciliation of family and working life but nevertheless, women continue to take on the better part of the responsibility of caring for children and other dependents. Women continue to be under–represented in political and economic decision-making, and women and girls continue to be victims of intolerable acts of violence.
The Commissions work in this area

The Commission has a significant programme of work focussing on the key gender issues such as the gender pay gap and flexible working practices. We will work alongside key government departments, including our sponsor, the Government Equalities Office (GEO) and the Women’s National Commission (WNC) to deliver much of this work.
The Commission has a legal duty to work towards the elimination of gender discrimination and to promote equality of opportunity between the sexes.  In addition it has a responsibility to enforce the Sex Discrimination and Equal Pay Acts and to keep the working of the legislation under review. Therefore much of the Commissions work will focus new opportunities arising from the implementation of gender specific provisions of the equality bill, specifically clauses to improve transparency in pay systems. 
As Great Britain's independent statutory body for equality and human rights and a UN accredited national human rights institution, we will continue to protect and monitor implementation of the UN Convention on the Elimination of Discrimination against Women (CEDAW) in Britain and work with stakeholders and partners, such as the EU Gender Advisory Committee, to raise awareness of CEDAW and optimise the opportunities the CEDAW presents.   
	Issue identified


	Evidence
	What we are going to do about it?



	The full and part time gender pay gap 


	Women working full-time earn 17.1 per cent less per hour on average (12.8 per cent median) than men working full-time 

The pay gap is even greater for part-time female workers who earn 36.6 per cent per hour (39.9 per cent median) less per hour than men working full-time (part-time male workers also earn 27 per cent less per hour compared to men working full-time) 

Combining full-time and part-time earnings, the overall average gender pay gap for hourly earnings is 21 per cent (22.6 per cent based on median earnings) 

More female than male employees work part-time (41 per cent of women compared to just 11 per cent of men) 

The full-time gender pay gap is wider in the private sector at 21.7 per cent compared to the public sector at 13.8 per cent 

17 per cent of private sector employers and 24 per cent of public sector employers have taken action to close the gender pay gap by completing Equal Pay reviews 

Pay and employee statistics above are from the Commission's analysis of data from the ONS' Annual Survey of Hours and Earnings 2008 and ONS' Labour Market Statistics Bulletin Historical Supplement 2009. All pay gaps are calculated from mean hourly earnings excluding overtime.

Data on Equal Pay Reviews are from Lorna Adams et al, Equal pay reviews survey 2008 (EHRC, 2008) and the figure for Executive Directorships is from Sealy, R et al, The Female FTSE Report 2008: a decade of delay (Cranfield University School of Management, 2008).


	Continue to monitor compliance of HM Prison Service’s agreed action plan, following the suspension of the Equal Opportunities Commission formal investigation into sexual harassment of staff. The action plan remains in force until December 2009 when we will review all steps taken in accordance with the agreement. 

Conclude the s20 investigation into equal pay for teaching assistants in Glasgow city council, and publish a report of findings and recommendations. 

Scope the root and branch review of the legislative framework for equal pay, and commission research into the outcomes of claims and factors that prevent equal pay.

Work in partnership with the Confederation of British Industry, the TUC and others to develop a set of metrics for reporting on the gender pay gap in the private and voluntary sector to create greater transparency and produce employer guidance. We will also commission research and carry out detailed statistical analysis to produce a baseline report on pay transparency for the government.

Conduct an annual review into how many organisations report on gender pay, to continue to build evidence on their effectiveness and promote their role to businesses and employers.

Continue to work in partnership with the Welsh Assembly Government and Wales TUC, and also with the Scottish government on the Close the Pay Gap campaigns.

	The gender power gap – employment and political representation gap 
	Women hold just 19.3 per cent of the positions in Parliament. (UK Parliament (2008) Members of Parliament by gender: numbers, updated 25 July 2008.)

15% of council leaders are women. (LGA (2007) Unpublished data on gender breakdown of council leaders in England and Wales following May 2007 elections; COSLA (2007) Scottish local government: council leaders list, accessed 5 June 2007; EOC (2007) Sex and power: who runs Britain? 2007 )


	Work alongside key government departments, including our sponsor, the Government Equalities Office (GEO) and the Women’s National Commission (WNC) who are undertaking a programme of work to improve equality of representation and involvement in public and political life.
Commission research to identify the barriers to civic and political participation and undertake pilot projects to influence practice in public appointments and political parties.

Conduct a survey of MPs on their ‘pathways to parliament’ and make recommendations on how people from under-represented groups can break into politics in support of the speaker’s conference.

Continue to use our annual Sex and Power reports to monitor and highlight the number of women in positions of power and influence, and prepare to extend this to the other strands. 


	
	Only 11.7% of directorships in the FTSE 100 are held by women and are still 22 companies in the FTSE 100 with no women on their boards (The Female FTSE Report 2008: A Decade of Delay, Cranfield University School of Management)

Only 16 out of the 149 new appointees to FTSE 100 boards were women, representing 10.7%. (Of those board directors appointed between 8 September 2007-8 September 2008)

Only 19.6% of Partners in the top 100 UK law firms are women (The Lawyer UK 200 Annual Report, September 2008)

FTSE 100 banks have an even lower proportion of women directors – only 8.1% of board seats are held by women.  (Improving Representation of Women on Public and Private Sector Boards, Interim Report from Cranfield School of Management)


	

	
	In 2008, only 0.8% of councillors were BME women This is significantly lower than the proportion of councillors who are white women which is 30.3 %.(Based on National Census of Local Authority Councillors in England in 2008)

There are only 8 ethnic minority women directors in FTSE 100 companies  and there are no Black British female directors in FTSE 100 companies (The Female FTSE Report 2008: A Decade of Delay, Cranfield University School of Management)

	

	Women and men are not being treated fairly and appropriately by the criminal justice system in sentencing and prison arrangements
	In 2008, only 12 percent of police officers at Chief Inspector grade and above were women; less than a quarter of prison governors were female and less than one in four prison officers were women. ( The Institute for Criminal Policy Research, Statistics on Women and the Criminal Justice System, A Ministry of Justice publication under Section 95 of the Criminal Justice Act 1991)
Only 15.9 percent of partners in the UK’s ten largest law firms were women in 2008 and there were only 42 female compared to 479 male silks. The number of female applicants for Queen’s Counsel was at its lowest level for ten years. (The Lawyer UK 200 Annual Report, September 2008)

In 2008, just over 10 percent of the 109 High Court Judges were women and just 3 out of the 37 Lord Justices of Appeal were women. There is only one female law lord. (6) In contrast, the Supreme Court of Canada is 44 percent female and the High Court of Australia is 43 percent female. (Judicial Office Statistics, April 2008) 

On 3 April 2009, the female prison population stood at 4,309 compared to a mid-year female prison population of 2,672 in 1997. Population projections released by the Ministry of Justice in January, indicate at best the female prison population may decrease by 200 by 2015, at worst it will increase to 5,100. (Statistics taken from Statistics on Women and the Criminal Justice System, Ministry of Justice, January 2009)

Too many women are being imprisoned for short sentences for non-violent crime, including the non-payment of fines and television licences. In 2007, 63.3 percent of women were sentenced to sentences of six months or less.

Imprisoning mothers affects children too – almost 18,000 children are separated from their mothers each year. Between April 2005 and July 2008, 283 children were born to women in prison. 

	Continue to monitor compliance of HM Prison Service’s agreed action plan, following the suspension of the Equal Opportunities Commission formal investigation into sexual harassment of staff. The action plan remains in force until December 2009 when we will review all steps taken in accordance with the agreement. 

Identify the critical improvements the criminal justice system needs to address systemic discrimination and disproportionate effect and promote respect for human rights.

Work in partnership with the Ministry of Justice and the courts to ensure fair sentencing across all strands.

Work in partnership with the National Policing Improvement Agency and Inspectorate of Constabulary to develop an equality standard for police services in England and Wales.



	The high offending rates of young men
	Young males are over-represented in violent incidents - both as perpetrators and victims:
· 13% of young men were the victim of a violent crime in 2006, 80% higher than for young women (7%). (British Crime Survey data 2005/06) 
· Between 2000 and 2003 young men were over-represented in prosecutions for violent crime (Violence against the person, Sexual Offences and Robbery), making up two out of every five prosecutions. (NIO 2005)
· 54% of the immediate custody prison population were aged between 17 and 29 years,   and 95% of these were male. Individuals aged between 18 and 20 years old have the highest prosecution rate, at 770 per 10 000 population. (NIO, 2003).
· Three quarters of all males aged 16-17 who appear in youth courts are NEET. Those leaving custody are also likely to immediately re-enter the NEET category and are prone to re-offending. The rise in the NEET figures puts the community more at risk from crime by disaffected young people. Without the focus of a job, education or training, teenagers are more likely to turn to petty offending. They are also more at risk of falling prey to the false glamour of gang, drug and weapons related crime. (Lost Talent - NEET, October 2008, British Chambers Of Commerce).

	Promote equality goals to increase ‘staying on’ rates in education and secure improved participation and attainment: Publish the findings and recommendations of our ‘staying on’ initiative which explored the education and aspirations of young people and examined whether staying on in education to age 18 achieves better outcomes for equality groups.

	Educational attainment of boys compared to girls. 
	Attainment levels are higher for girls than for boys, which affect access to the labour market, income levels, career prospects and class position. Girls are more likely than boys to stay on in secondary school after compulsory schooling. (Gender and education: the evidence on pupils in England. Department for education and skills. 2007). 
	Work in partnership with education inspectorates and regulators, including OFSTED and the Higher Education Funding Council for England to address inequalities in educational outcomes.



	Forced marriage
	Data from the Forced Marriage Unit reveals that there were 1,618 instances in which the joint Home Office and Foreign and Commonwealth Office Forced Marriage Unit gave advice or support related to possible forced marriage in 2008.  Most cases reported in the UK involve South Asian families. Given that the prevalence of learning disabilities in South Asian families is up to three times higher than other ​communities, it follows that forced marriage is likely to become a serious issue. some parents saw forced marriage as a way of ensuring their learning disabled children would be cared for when they could no longer do so themselves. (Forced marriage of people with learning disabilities, Community Care, 2008)


	Contribute to the Commission’s Violence Against Women programme and investigate the nature, extent and effect of forced marriages of disabled people.



	Occupational segregation
	65% of occupational groups are dominated by either women or men:
· In the financial sector, the share of female managers and senior officials is only 36.3% compared to 63.7% of male managers and senior officials. 
· In the wholesale, retail and motor trade sector the share of female managers and senior officials is only 34.4%, compared to 65.6% of male managers and senior officials. 
· Women in the education sector fill 73% of all jobs. However, they hold only 56.2% of manager and senior official positions. Men on the other hand hold 27% of jobs and 43.8% of manager and senior official positions. 
(ONS Labour Force Survey: employment status by occupation and sex, April-June 2006, accessed 28 June 2007)

	Work in partnership with education inspectorates and regulators, including Ofsted and the Higher Education Funding Council for England to identify and address the root causes of occupational segregation including careers advice and training provision.


	The lack of workplace practices and public policies designed to meet the needs of mothers, fathers and carers
	Eight out of 10 new dads say they would take three months paternity leave if it was available; but only just over a third take the statutory two weeks leave and seven out of 10 new dads say they are not as involved in childcare as they would like (EOC 2006) 
45% of pregnant women employees experience tangible discrimination. (Pregnancy discrimination at work: a survey of women. Manchester: EOC. (2005 GB statistics). Tangible discrimination covers a range of outcomes such as leaving their job, facing financial loss, denial of training opportunities and changes in job descriptions. This may have occurred during pregnancy or maternity leave or on return to work following absence for maternity.)

14% of women are carers, compared with 11% of men. So women are 28% more likely than men to be carers. (ONS (2004) Census 2001: national report for England and Wales. London: ONS; General Register Office for Scotland (2004) Scotland’s Census 2001 CD-ROMs version 2. Edinburgh: GROS.)

	Publish the findings of ‘Fathers, family and work’ which focuses on fathers and their experiences of and attitudes towards work and care as part of our Working Better initiative.
Produce and promote good practice guidance for employers on the benefits of flexible working practice. 
Work together with business to embed equality and diversity in practice in the private sector with a high-level business board and advisory group established and targeted research undertaken to build our evidence base in this area.

Engage with regulatory bodies, professional, employer institutions and trade unions to improve employment policy and diversity.




7.2
Disability 
Summary of evidence

The ageing society and developments in medicine are likely to significantly increase the proportion of disabled people in the population over the next twenty years. People with severe impairments are able to lead long and satisfying lives. But the evidence suggests that outcomes for disabled people in areas such as education, employment, transport and housing have barely improved over the last twenty years, and any reduction in negative attitudes has not been accompanied by discernable improvements in life-chances.
The Commissions work in this area

The Commission aims to create a society in which all disabled people have real freedom and opportunity to participate fully and to contribute to society as equal citizens. This work builds on the initiatives and significant progress of the Disability Rights Commission.
To ensure that we adequately reflect the needs and priorities of disabled people and involve them proactively in our work, there is a statutory Disability Committee. To achieve our strategic priorities, the Disability Committee will offer expert advice to the wider Commission to make sure disability matters are effectively addressed throughout the Commission’s strategic work programmes. The Disability Committee will develop its own work programme and activities in parallel to the Commission’s strategic work programmes.

The Commission has a duty to eliminate unlawful discrimination and harassment of disabled persons, promote equality of opportunity, promote positive attitudes towards disabled persons and encourage participation, and to take steps to take account of disabled persons’ disabilities under the Disability Discrimination Act.
Much of the Commissions work around Disability will focus on ensuring the Equality Bill improves and builds on the Disability Discrimination Act, working closely with the Disability Charities Consortium and other stakeholders to influence the implementation of the disability specific provisions of the equality bill.  
The Commission will identify new opportunities arising from the Public Sector Equality Duty and ensure that there is no regression from the level of protection afforded to disabled people by the existing Disability Equality Duty but furthers the rights and opportunities of disabled people; this will include the production and promotion of guidance to increase awareness of public bodies of their obligations under the duties, specifically focusing on equality impact assessments, involvement and revisions to the disability equality scheme. 
Furthermore, the Commission will continue to protect and monitor implementation of the UN Convention on the Rights of Persons with Disabilities (UNCRPD), engaging disabled people’s organisations from across Britain and building their capacity to optimise the opportunities this presents.   
	Issue identified
	Evidence
	What we are going to do about it?



	Barriers to participation in the built environment and transport
	The number of disabled people experiencing any difficulties in using transport related to their health condition / disability has remained fairly constant between 2005 and 2007 at around 1 in 4 disabled people. (ONS Omnibus Survey)
Mobility difficulties tend to affect older people more than younger people. 45% of those aged 70 and over experience mobility difficulties, compared with 5% of those aged 16 to 49. Rates are also higher among women than men. (National Transport Survey 2006)

Adults who live in the poorest fifth of households are five times as likely to have mobility difficulties as those in the wealthiest fifth. (Health Related Travel Difficulties – Personal Travel Factsheet – January 2007, The Department of Transport)

Adults with mobility difficulties make a third fewer trips on average than those without.  (Health Related Travel Difficulties: Personal Travel Factsheet, January 2007, The Department of Transport)


	Work to shape and secure a progressive EU anti-discrimination directive on goods and services, including new provisions on manufactured goods, transport and premises.

Review progress towards the development of physically accessible goods, facilities and services five years on from the implementation of the DDA in this area, and bring forward proposals for action. 

The Commission has an ongoing responsibility to manage the Air Travel Complaints Handling Body that deals with complaints concerning air travel accessibility for disabled people and those with reduced mobility. 




	Issue identified
	Evidence
	What we are going to do about it?



	Low employment rates, of all disabled people of working age.
	The employment rate of the working age disabled population has risen from 38.1% to 47.2% between 1998 and 2007, and the gap between the employment rate of disabled people and the overall employment rate, (which was 74.9% in 2007) is 26.5%, which has fallen from 35% in the same period. (Labour Force Survey 1998-2007)

Employment rates differ across impairments and are particularly poor for those with learning difficulties (less than 1 in 5) and mental health problems (just over 1 in 10).  The highest employment rates of over 6 in 10 exist for those with diabetes, skin conditions or chest/breathing problems. (Labour Force Survey 2007)

Almost 4 in 10 disabled people had not received any on the job training compared to 1 in 3 non-disabled people. (Workplace Employee Relations Survey 2004)

The average annual rate of disabled people making a transition from benefits into employment is 4%,  while it is six times higher for non-disabled people, with disabled people citing 5 main reasons for viewing the transition as a risky/complicated process:
· Incapacity Benefit claimants are worried that looking for work will trigger benefit reviews
· The financial incentives of employment are not strong enough; many disability benefit claimants experienced no change or a loss of income from entering employment. 
 (Improving the Life Chances of Disabled People’, Prime Minister’s Strategy Unit, 2005)

Over half of disabled people currently out of work, have been out of work for over 5 years. (Labour Force Survey 2007) 


	Build on our Working Better initiative to promote innovative and flexible working practices and extend our research to identify the most pertinent workplace issues shaping disabled people’s opportunities to get into, get on and stay at work and evidence of effective practice.
Produce and promote good practice guidance for employers on the benefits of flexible working practice. 
Facilitate a mental health and employment working group to contribute thinking to the Commission’s employment focussed activities.

Build on our Working Better initiative to promote ways to make workplaces more open and accessible to disabled people, and particularly people with mental health conditions, and people with autism and other ‘neuro-diverse’ profiles.

Influence policy and practice aimed at narrowing the employment and skills gap between disabled and non-disabled people, including via the ‘right to control’ and engagement with the UK Commission for Employment and Skills.



	Disability pay gap
	Disabled men and women have low and similar rates of overall economic activity (47% and 45% respectively), though disabled men are more likely to be in full-time work than disabled women (29% compared to 21%). Disabled men earn 11% less and disabled women earn 22% less than non-disabled men. (Pay Gaps Across Equalities Areas, Equality and Human Rights Commission 2008)
The average gross hourly pay for disabled employees is £11.08 compared to £12.30 for non disabled employees. (Office for National Statistics Labour Force Survey, Jan - March 2009) 
	The Commission is undertaking a long term systematic approach to tackle pay discrimination across the equality areas. A significant programme of work focusing around the gender pay gap will commence to inform our long term strategy to address pay gaps across other equality areas. 

	Issue identified
	Evidence
	What we are going to do about it?



	Barriers to participation in the built environment and transport
	The number of disabled people experiencing any difficulties in using transport related to their health condition / disability has remained fairly constant between 2005 and 2007 at around 1 in 4 disabled people. (ONS Omnibus Survey)
Mobility difficulties tend to affect older people more than younger people. 45% of those aged 70 and over experience mobility difficulties, compared with 5% of those aged 16 to 49. Rates are also higher among women than men. (National Transport Survey 2006)

Adults who live in the poorest fifth of households are five times as likely to have mobility difficulties as those in the wealthiest fifth. (Health Related Travel Difficulties – Personal Travel Factsheet – January 2007, The Department of Transport)

Adults with mobility difficulties make a third fewer trips on average than those without.  (Health Related Travel Difficulties: Personal Travel Factsheet, January 2007, The Department of Transport)

	Work to shape and secure a progressive EU anti-discrimination directive on goods and services, including new provisions on manufactured goods, transport and premises.

Review progress towards the development of physically accessible goods, facilities and services five years on from the implementation of the DDA in this area, and bring forward proposals for action. 

The Commission has an ongoing responsibility to manage the Air Travel Complaints Handling Body that deals with complaints concerning air travel accessibility for disabled people and those with reduced mobility. 



	Civic Participation
	About 1 in 20 civil servants are disabled. This number has increased since 2001 when this same figure stood at around 1 in 33. (Civil service statistics - 2006 Sept.)

Although this figure has risen, it is still below the national average of approximately 1 in 5 people in Great Britain being disabled. (Civil Service Statistics 2006 report)
Nearly 4 in 10 disabled and non-disabled people participated in civic life. This figure has not significantly changed since 2001. (Civic participation is defined as undertaking at least one of the following activities in the previous 12 months: contact a councillor, local official, government official or MP; attending public meeting or rally; taking part in demonstration or signing petition, Citizenship Survey 2005)

1 in 100 disabled people compared to 1 in 50 non disabled people participated in a civic role i.e. being local councillor, school governor, volunteer special constable, or magistrate. (National Census of Local Authority Councillors in England 2004)

Just over 9 in 20 disabled people formally volunteered in 2006/7 compared to 13 in 20 non-disabled people. (Helping out:  A national Survey of Volunteers and charitable giving, 2007.
	Complete the ‘pathways to politics’ review which examines the pathways to politics followed by current members of parliament and report on phase one to the speaker’s conference.

Launch and complete the Diversity Delivers project in partnership with the Office of the Commissioner for Public Appointments in Scotland which will pilot the delivery of the Get on Board course designed to promote greater participation of mandate groups in the public appointment system within Scotland.

Launch an outreach programme using the Commission’s regional networks to encourage greater civic participation.

	Issue identified
	Evidence
	What we are going to do about it?



	Finding accessible housing
	In 2005/6, 75% of disabled persons were satisfied that they lived in suitable accommodation, compared to 80% in 2004/5. (Survey for English Housing, 2008)
The number of wheelchair users is estimated to be 648,000 in 2005/6, of 20% thought their accommodation was unsuitable.  73% of non wheelchair users thought their accommodation was suitable. (Survey for English Housing, 2008)
Unsuitable housing is most prevalent in the privately rented sector, with 53% of disabled people living in privately rented accommodation finding it suitable compared to 75% in social sector accommodation. (Survey for English Housing, 2008)

	Continue to support the Independent living in Scotland project which aims to strengthen the independent living movement in Scotland and support the involvement of disabled people in shaping the Scottish governments policy.
Commission a cost benefit analysis of independent living in Scotland to influence the development of the government’s policy.



	Low educational attainment
	On average 40% having no formal qualification (Disability Rights Commission, Increasing life chances through learning and skills: creating an alternative future)

Under half of disabled people aged 16–74 had any educational qualifications compared with seven in ten of the general population of the same age (ONS, 2001). 

The likelihood of holding formal qualifications declines with age among disabled people (71 per cent of disabled people aged 16–34 had any formal qualifications, compared with 24 per cent of those aged 75 or over), reflecting patterns in the general population (Labour Force Survey data reported in DRC Disability Briefing, 2006). However, within each age band, disabled people were still significantly less likely than the general population (DRC, 2006) to hold formal qualifications.

Almost 4 in 10 disabled people had not received any on the job training compared to 1 in 3 non-disabled people. (Workplace Employee Relations Survey, 2004)

	Input into the review of the special educational needs and disability policy led by the Department for Children, Schools and Families.

Produce guidance on how the public duties can help schools and educational institutions to tackle inequalities in educational outcomes.


	Issue identified
	Evidence
	What we are going to do about it?



	Disability – safety and security and hate crime. 
	22 per cent of disabled respondents in 2002 suffered harassment in public due to their impairment (DRC 2003). This was an increase from 20 per cent from the previous year (DRC 2002)

Eight per cent of disabled people suffered a violent attack compared to four per cent of non-disabled people in London during 2001/2002 (GLA 2003)

Disabled people are four times more likely to be victims of crime compared to non-disabled people (British Council of Disabled People 2007)

47 per cent of disabled people had either experienced physical abuse or had witnessed physical abuse of a disabled companion (Scope 2007)
One in five disabled people in Scotland were found to have experienced disability-related harassment, 47 per cent had experienced hate crimes due to their disability (DRC and Capability Scotland 2004).

Within the disabled population, the evidence suggests that those with learning disabilities and/or mental health conditions are particularly at risk and suffer higher levels of actual victimisation:

71 per cent of those with mental health issues had been a victim of crime in the past two years, 22 per cent had experienced physical assault, 41 per cent experienced ongoing bullying, 27 per cent experienced sexual harassment (with 10 per cent experiencing sexual assault), with only 19 per cent feeling safe at all times within their own home (MIND 2007); 90 per cent of people with learning disabilities have experienced harassment and bullying, with 32 per cent stating that bullying was taking place on a daily or weekly basis (Mencap 1999)

	Promoting safety and security and reductions in targeted hate crime and harassment:
Produce and promote guidance to increase awareness of public bodies of their obligations under the duties, specifically focusing on equality impact assessments, involvement and revisions to the disability equality scheme. We will host a conference for public authorities and disabled people’s organisations concerning the revision of disability equality schemes in December 2009.

Good relations guidance, promotion and best practice: Seek to enhance disabled people’s real and perceived sense of safety and security. We will follow up our 2008/9 research with a themed review of the actions of public authorities to eliminate harassment and promote positive attitudes, by stimulating innovation in the provision of independent advocacy, by promoting access to justice through practice development and by legal intervention.
Identifying the influencers and triggers of prejudice: Undertake research to understand what influences positive attitudes and triggers prejudice among young people, and use the findings to promote long-term cultural change.



	Issue identified
	Evidence
	What we are going to do about it?



	Health inequalities including Nero-diversity
	Some groups of disabled people (such as those with learning difficulties/impairments or long term mental health problems) die younger than non-disabled people, often from preventable conditions such as respiratory illness. Learning disabled people are four times more likely to die from a treatable illness. The term "learning disabled" covers the 1.5m people in the UK with an IQ of 70 or under. It includes conditions like Downs Syndrome, severe autism and brain damage through head injury, or oxygen deprivation. (DRC's formal investigation into health inequalities experienced by people with learning disabilities or mental health problems, DRC, 2006)

Learning-disabled people were 58 times more likely to die before the age of 50 than other non-disabled members of society. They do not die younger purely because of their impairments. Other reasons include deprivation, lifestyle and barriers to accessing health promotion, assessment, screening and treatment. (DRC's formal investigation into health inequalities experienced by people with learning disabilities or mental health problems, DRC, 2006)


	Continue to influence the forthcoming green paper on care and support.

Support the implementation of a sustainable infrastructure of care and support, with seminars held on regulating social care markets, a review undertaken on implications of commercialisation and an equality guide produced on procurement in health and social care.

Ensure effective advice and information framework is in place to support personalisation, with a guide to the equalities duties for health and social care users produced, personalisation projects supported by grant funding, and research commissioned to map the availability and quality of independent advocacy services.

Work collaboratively with the Care Quality Commission and other regulatory bodies to help build an equality and human rights culture across the care sector, with a memorandum of understanding in place to cover joint work on developing equality and human rights indicators for inspection frameworks.

Launch the Equality Caring project to continue to influence the health and social care reform agenda to ensure equality of access to healthcare, and secure agreement from the Department of Health and the Care Quality Commission on an approach to embed equality and human rights in care pathways.

Facilitate a mental health and employment working group to contribute thinking to the Commission’s employment focused activities.

Produce a good practice case study concerning the employment of people with ‘neuro-diverse’ profiles in partnership with Government Communications Headquarters.


7.3
Religion or Belief
Summary of evidence

Religion or belief can itself be a source of discriminatory treatment in employment, as well as in access to goods and services. In the National Survey of Prejudice, 19 per cent of respondents reported negative attitudes towards Muslims while many religious communities fear that public authorities will discriminate against them in the provision of services locally. At the same time, some faith communities express deep unease about the consequences of a secular framework for public policy, and believe that faith groups can help to improve the reach and impact of public services. Secular organisations are similarly concerned that the growth of faith-based provision will undermine the rights of the non-religious.

The Commissions work in this area

We recognise that there is a disparate stakeholder community and a range of different voices in relation to religion and belief. The main work on religion and belief for the Commission over the next three years will therefore focus on evidence gathering to increase our understanding and inform our future, as well as starting to develop relationships with stakeholders in this area through our work on promoting good relations.

	Issue identified
	Evidence
	What we are going to do about it?



	Limited evidence suggests that there are issues associated with education, employment and health


	Employment rates
Unemployment rates for Muslims are higher than those for people from any other religion, for both men and women. In 2004, Muslims had the highest male unemployment rate in Great Britain, at 13 per cent. This was about three times the rate for Christian men (4 per cent). Unemployment rates for men in the other religious groups were between 3 and 8 per cent. The unemployment rate for Muslim women at 18 per cent was about four times the rate for Christian and Jewish women (4 per cent in each case). Unemployment rates for women in the other religious groups were between 6 per cent and 9 per cent. Unemployment rates were highest among those aged under 25 years for all religious groups. Muslims aged 16 to 24 years had the highest unemployment rates. They were over twice as likely as Christians of the same age to be unemployed – 28 per cent compared with 11 per cent. (Source: Annual Population Survey, January 2004 to December 2004, Office for National Statistics)
Pay gap
Women of all religious denominations (and those with none) had pay gaps relative to Christian men and these were highest for Sikh and Muslim women (22%). Muslim men had a pay gap of around 17% relative to Christian men. Jewish men had a pay advantage of around 37% relative to Christian men. (Source: Pay Gaps Across Equalities Areas. Equality and Human Rights Commission 2008)
Educational attainment
In 2004 a third (33 per cent) of Muslims of working age in Great Britain had no qualifications – the highest proportion for any religious group. They were also the least likely to have degrees or equivalent qualifications (12 per cent). After Muslims, Sikhs are the next most likely to have no qualifications (20 per cent). Seventeen per cent of Buddhists and a similar proportion of Christians (15 per cent), Hindus (15 per cent) and people with no religion (14 per cent) had no qualifications. Jews were the least likely to have no qualifications (7 per cent). (Source: Qualifications: Annual Population Survey, January 2004 to December 2004, Office for National Statistics)

	Produce a report reviewing ‘Religion and Belief’ in employment, education or services. 
Work with employers and key stakeholders to identify whether there are issues to do with religion or belief within the 'workplace' and then develop guidance and strategies to overcome them as appropriate. 
Report on a series of workshops we have hosted on Religion or Belief in civic life.
The Commission is undertaking a long term systematic approach to tackle pay discrimination across the equality areas. A significant programme of work focusing around the gender pay gap will commence to inform our long term strategy to address pay gaps across other equality areas.

	Relationship between faith and secular groups
	Secularist organisations such as the British Humanist Association argue against aspects of new equality legislation, particularly the exemptions for religion, and there is currently lobbying activity against the religion strand in the proposed Equality Bill being fully harmonised with the other strands. In other words, there is some evidence of growing tension between religious and secular interests in society.

	Hold informed research and enquiry activity on the relationship between faith and secular communities in Britain and undertake preparatory scoping and research to inform those discussions
Hold a high profile lecture with the Royal Society of Arts on 'Do human rights come before religious rights?'  


	Issue identified
	Evidence
	What we are going to do about it?



	Attitudes toward religion, in particular Islamophobia
	Attitudes towards other religions
Three in ten people (30%) describe themselves as very or a little prejudiced against people of other races or religion, down from 34% in 1985. But there has been an increase in racial prejudice since 2001, when only 25% described themselves in this way. This is likely to reflect the impact of events such as 9/11. The increase however has been among those who feel ‘a little prejudiced’ rather than ‘very prejudiced’ (which has remained unchanged at 2% since 1991).(Source: 24th annual British Social Attitudes Survey)
Community cohesion:
A survey of attitudes towards British Muslims found that 84 per cent of people were open to living together in society and 79 per cent were not completely in favour of Muslims giving up their way of life. However, 84 per cent of the respondents ‘tended to be more suspicious of Britain’s Muslims since September 11 (2001). Around two thirds of the respondents admitted a lack of knowledge of Islam and little or no first hand contact with Muslims, which indicates the need for dissemination of information to dispel myths, misunderstandings and prejudice. (Source: Attitudes Towards British Muslims: a survey commissioned by the Islamic Society of Britain and conducted by YouGov, November 2002) 

Islamophobia 
European Union research reported that after the events of 11 September 2001, Muslim communities across Europe have increasingly become targets of hostility and hatred. (Summary report on Islamophobia in the EU after 11 September 2001, European Monitoring Centre on Racism and Xenophobia)

	Define the Commission’s role in addressing conflict and tension between religion, faith, and community and position as a recognised facilitator of resolution through engagement. 

Host a series of workshops on religion or belief in civic life and hold 'adaptive transformational' regional events focussing on reducing tension in public life.

Produce guidance for public authorities who have employees who may be members of extremist organisations.

Grant fund good relations projects that advance tolerance and community cohesion, in particular promoting greater understanding and acceptance of migrant groups.

Hold a series of high-profile events recognising the contributions and developing leadership profile of specified under-represented groups, including Muslim women of all ages and disabled young people.



	Relationship between faith and secular groups
	Secularist organisations such as the British Humanist Association argue against aspects of new equality legislation, particularly the exemptions for religion, and there is currently lobbying activity against the religion strand in the proposed Equality Bill being fully harmonised with the other strands. In other words, there is some evidence of growing tension between religious and secular interests in society.

	Hold informed research and enquiry activity on the relationship between faith and secular communities in Britain and undertake preparatory scoping and research to inform those discussions
Hold a high profile lecture with the Royal Society of Arts on 'Do human rights come before religious rights?'  


	Issue identified
	Evidence
	What we are going to do about it?



	Crime and criminal justice


	Disproportionate number of Muslim prisoners:
Muslim prisoners constitute an increasing proportion of the prison population.  Since 1993, the number of Muslim prisoners has risen threefold, from 2,106 in March 1993 to 6,136 in June 2003 (Offender Management Caseload Statistics, 2003).  
Discrimination in Prison
A Home Office study in 2001 suggests that discrimination against Muslims inside prison may be particularly significant.  Out of thirty-eight Muslim organisations that took part in this study, thirty-four reported physical abuse from prison staff, as well as a lack of provision of halal food and white favouritism (Weller, Feldman & Purdam: 2001: 53).  Moreover, thirty-four out of thirty-eight Muslim organisations indicated unfair treatment from prison staff, compared to only twenty-one out of one hundred and twenty-four Christian organisations (Weller, Feldman & Purdam:2001:53).  
Religiously aggravated crime and religious hatred/ faith hate crime
The Crown Prosecution Service collates data about the actual or perceived religion of victims of religiously aggravated crime. In England and Wales during the period 2004/05, the actual or perceived religion of the victim in 23 of the 34 cases was Muslim (68 per cent). (Source: Racist Incident Monitoring, Annual Report 2004 - 2005 (including Report for Religiously Aggravated Crime 2004 - 2005) (England and Wales), Crown Prosecution Service 2006)
Anti-terrorism laws
The disproportionate increase in the stop and search of civilians is a major cause for concern among Muslim communities. A Guardian/ICM poll (16 March 2004) reported that over two thirds of Muslims feel that the anti-terrorist laws are being used unfairly against Muslim communities. There is no breakdown of the numbers of people in each faith group stopped and searched.

	Improve the human rights of Muslim prisoners and reduce discrimination by following up the study undertaken by the National Offender Management Service in the treatment of Muslim prisoners.
Conduct research to explore the impacts of the counter-terrorism legislation and relevant counter-terrorism policies on ethnic minority groups.




7.4
Sexual Orientation 
Summary of evidence
Lesbian, gay and bisexual people continue to suffer a disproportionately higher incidence of hate crime and violence, alongside discriminatory treatment in employment and in access to goods, facilities and services. Despite changing social attitudes since the 1970s, Britain has long way to go in fully embracing diversity: 22 per cent of respondents to the 2005 National Survey of Prejudice in England and Wales expressed negative attitudes to lesbian, gay and bisexual people. 10 per cent of LGB respondents reported experiencing prejudice over the previous twelve months.
The Commissions work in this area

The Commission believes one of its key roles in this area, given the lack of available data on sexual orientation, will focus research by improving the collection of date, influencing key data providers and conducting research into the experience of Lesbian, gay and bisexual people.

We also have a significant role to play in consolidating the gains made through the introduction of legislative protection for gay men, lesbians and bisexual people by ensuring the Equality Bill and the EU's equal treatment directive extends protection against discrimination on the grounds of sexual orientation.

	Issue identified
	Evidence
	What we are going to do about it?



	Lack of a good evidence base
	There are major gaps in quantitative information on LGB people.  There is no ‘real’ estimate of the LGB UK population, by countries or regions, or in the workforce. This was acknowledged in the recent Office for National Statistics (ONS) consultation on the inclusion of a question about sexual orientation in the 2011 Census. (Abrams, D. and Houston, D.M. (2006), Equality, Diversity and Prejudice in Britain. Results from the 2005 National Survey.)
	Launch the findings of our sexual orientation research with the publication of our policy position, and work with the government, public bodies and stakeholders to bring a harmonised and effective approach to collecting and using data on sexual orientation. 
Continue to coordinate the Commission’s LGB research network to provide a platform for debate and discussion on critical sexual orientation issues.
Investigate and take action where there are significant gaps in data on sexual orientation to help support the population of the equalities measurement framework for the triennial review.


	Homophobic hate crime and the and the response of the criminal justice system 
	The findings from Homophobic Hate Crime, 2008 suggest that one in eight of lesbians and gay men and one in 20 bisexuals had experienced a hate crime or incident in the year to February 2008. 
Yet only a quarter of hate crimes and incidents are reported to the police. Seven in 10 victims report the incident to no one. (Homophobic Hate Crime, 2008).

Seven in 10 LGB people think they are at greater risk of being insulted, harassed than someone who is heterosexual and half think they are at greater risk of being physically assaulted. (Homophobic Hate Crime, 2008).
Only a quarter of hate crimes and incidents are reported to the police. Seven in 10 victims report the incident to no one. Gay men and young people are far less likely to report incidents to the police than lesbians and older people respectively. (Homophobic Hate Crime, 2008). 

Nine in 10 victims did not actively seek advice and support after experiencing a hate crime or incident. The reasons for not seeking advice and support include lack of awareness that it is available, or where to obtain it, and fear of homophobia from support workers (Homophobic Hate Crime, 2008).

	Monitor progress of the criminal justice system in addressing homophobic hate crime against the actions within the 10-point plan detailed within the Homophobic Hate Crime: The Gay British Crime Survey 2008 to improve monitoring and reporting of homophobic hate crimes and strengthening support mechanisms to victims.
Work in partnership with the National Policing Improvement Agency and Inspectorate of Constabulary to develop an inclusive equality standard for police services in England and Wales.

	
	
	

	Poor access to health and social care
	Studies suggest that up to 25% of health service staff have expressed negative or homophobic attitudes. (Beehler, GP (2001) Confronting the Culture of Medicine: Gay Men’s Experiences with Primary Care Physicians, Journal of the Gay and Lesbian Medical Association). 

A number of factors influence whether or not LGB people will come out, including confidentiality of patient records, and how information is recorded and who will have access to patient records (including employers, mortgage providers and insurance companies). They also may fear lower standards of care or a negative or inappropriate response where a health problem may be attributed to their sexual orientation. (Julie Fish, Reducing health inequalities for LGBT. The Department of Health, 2007).

There is a lack of knowledge and awareness among NHS staff about LGBT health needs; the undergraduate medical curriculum, nursing education and the training of allied health professionals include little input about sexual orientation. (Pringle, A (2003) Towards a Healthier LGBT Scotland, Stonewall Scotland and NHS Scotland, Glasgow).

LGB people delay seeking help for a health problem and are less likely to access routine health screening. This includes breast and cervical screening for women, and presenting with early signs of prostate or anal cancer for men. It also means that LGB people are less responsive to preventative healthcare messages because they think the health sector has little to offer them. (Julie Fish, Reducing health inequalities for LGBT. The Department of Health, 2007).
Higher rates of mental anxiety, substance use disorders and suicidal behaviour among lesbian and gay people, as a result of discrimination and intolerance (Mental health and quality of life of gay men and lesbians in England and Wales. The British Journal of Psychiatry, 2003)

	Work closely with the health and social care sectors to ensure they develop strategies to embed the different requirements of LGB people to address the health inequalities they experience. 

Continue to argue for clarification of the obligations of EU member states regarding the recognition of same-sex couples, encourage the expansion of legal rights to protect them and recognise the validity of partnerships concluded here and abroad.

Research older LGB people's experiences in accessing social care, identify the barriers to inclusion and work with social care providers to develop good practice.

	Issue identified
	Evidence
	What we are going to do about it?



	Discrimination in the workplace
	Homophobia in the work place has a massive impact on lesbian and gay people. It leads to secrecy at work, and employees consequently underperform. There are no statutory duties to help prevent homophobia. 
· 36% of gay people would change jobs if they experienced homophobia.55% of those who had experienced homophobia at work, stated that it had a negative impact on their work. 
· The majority of LGB employees do not report experiencing discrimination or harassment during the past four years, with just 18% saying that they had experienced discrimination and 22.7% experienced harassment. 
· More than half (57.8%) of LGB employees make their sexuality public to everyone at work. While 8.4% say that they are ‘out’ to very few people or nobody at work. 
(Sexual Orientation Research Review: The Equalities Review, Stonewall)

	Publish ‘Integration in the workplace: emerging employment practice on age, sexual orientation and religion and belief’, which will examine  good practice in relation to recruitment, promotion or advancement at work based on the three equality strands of age, sexual orientation and religion or belief.


7.5
Age
Summary of evidence 

As Britain’s population ages, issues concerning discrimination against older people will become increasingly prominent. For the first time in 2007 the number of people at or above the state pension age exceeded the proportion of those aged 16 or below (ONS, 2008). The Black and Asian ethnic minority population has a much younger age structure than the population as a whole. For example, 38 per cent of the Bangladeshi community were aged 16 or under compared to only 19 per cent of the white population at the time of the last census. Overall there will be fewer young people leaving education and entering the labour market, and a greater proportion of these young people will be from ethnic minorities.
The Commissions work in this area
The Commission has a significant programme of work focusing on addressing barriers to equality and participation faced by old and young people alike, aiming to tackle the attitudes and stereotypes that can lead to age discrimination.

Public awareness of ageism as an equality issue is particularly low, and some forms of prejudice or discrimination towards older people are still seen as acceptable. While older people face the most obvious discrimination, younger people are still unfairly judged by their age. We also need to consider the rights of children, who cannot always speak for themselves, and who are therefore the most vulnerable group in our society.
Many of the issues relevant to children and young people – such as homophobic bullying or educational attainment of ethnic minority children – are addressed under our programmes in relation to sexual orientation or race.

	Issue identified
	Evidence
	What we are going to do about it?



	Children and young people- High numbers of young people not in education, employment or training (NEET)
	In 2007, 56% of 16-24-year-olds were employed, compared to 61% in 1997. (Jobs for Youth, OECD, 2008).

In 2007, the youth unemployment rate was 14%, compared with just 11% in 2004. (Jobs for Youth, OECD, 2008).

In 2008, 28% of 16 to 17-year-old young men and 23% young women were economically inactive (neither in employment nor unemployed). (Social Trends, No. 39, 2009).

In 2008, one in five 18 to 24-year-olds had been unemployed for more than 12 months. (Social Trends, No. 39, 2009).

In 2007/08, 107,000 young people aged 16 to 18 started an apprenticeship under the government's apprenticeship programme. (Commons written answer 22 June 2009).
In 1998, when the New Deal for Young People programme was introduced, 64% of young people leaving the programme found employment.  This fell rapidly thereafter, from 55% in 1999 to just 47% in 2006. (Jobs for Youth, OECD, 2008).

In 2007, one in five young people who found work through the New Deal for Young People programme held a job lasting less than 13 weeks. (Jobs for Youth, OECD, 2008).

	Promote equality goals within the Staying On education agenda in England, and publish research and recommendations on agendas for equality issues for young people not in education, employment or training and other at-risk or marginalised groups.
Work with young people at school to develop a range of resources to support teachers in promoting equality and human rights, and assist the delivery of the citizenship agenda to young people, including a citizenship guide.



	Children and young people -Children’s poverty and start in life
	In 1997 there were 4.2 million children living in poverty in Great Britain. A Government progress report for 2004-5 reveals there are now 700,000 fewer children living in relative low income than in 1998-99. (Department for Work and Pensions, Making a difference: Tackling poverty - a progress report, 2006).

In 2003 around 700,000 children were living in poverty in rural areas, (accounting for 18% of all poor children in the UK). In 2005 1.76 million children were living in workless households. (Working with Children 2006-7, NCH / Society Guardian, 2005; Opportunity for all: seventh annual report 2005, Department for Work and Pensions, 2005).

A 2007 report published by the Commission for Racial Equality states that rates of poverty are particularly high among children of African (56%), Pakistani (60%), and Bangladeshi (72%) origin, compared with a rate of 25% for white children. (A lot done, a lot to do. Commission for Racial Equality, 2007).

	Continue to advocate a fair start in life for every child through adequate preschool provision, particularly where English is a second language, through our Early Years, Life Chances and Equality review.
Continue to work with our stakeholders  to influence Child Poverty Bill 

Work in partnership with the British Institute of Human Rights and Oxfam to conduct a pilot project looking at how to use a human rights-based approach to alleviating poverty. 

	Older people - issues with access to health and social care systems
	In 2006/07 an estimated 2.5 million older people had some need for care and support (Securing good care for older people: taking a long term view,, State of Social Care in England 2006-2007, 2008)

Of these, 850,000 older people had high levels of need. This comprises just over 10% of England’s 65+ population (Commission for Social Care Inspection, The State of Social Care in England 2006-07, 2008).
It is estimated that around 6,000 older people with high support needs and 275,000 with less intensive needs receive no services and have no informal care (Commission for Social Care Inspection, The State of Social Care in England 2006-07, 2008).

The number of people aged 65 and over with care and support needs is estimated to rise by 87 per cent between 2001 and 2051 as our society ages. (From Safety net to Springboard, EHRC, February 2009)

In 2001, 6 million unpaid family and friends provided informal care in the UK (Office for National Statistics, Census 2001: national report for England and Wales, 2003). It is estimated that 70% of those cared for are aged 65 years and over (Carers UK, Facts about carers, 2005)

In 2001, 946,974 people aged 65 and over in England and Wales provided unpaid care per week (Office for National Statistics, Census 2001: national report for England and Wales, 2003).

Levels of funding allocated to support older people, both in the community and in residential care, are less generous than for other age groups, rarely matching the levels of need. Though older people make up 62% of social services’ clients‚ they only see 47% of the budget (What Price Care in Old Age? July 2005)

Older people may not be referred for specialist treatment for depression or addiction, and adult mental health services are often restricted to those under a certain age. (Age discrimination in Public Policy: a review of evidence, Help the Aged,  2002)

	Influence the debate on age discrimination in the health and social care systems by identifying and challenging the discriminatory aspects of the present social care system.

Submit evidence to the Department of Health’s National Review of Age Discrimination in Health and Social Care who will report to the Secretary of State.

Implementation of the driving reform in health, social care and independent living programme



	Older people- Pensioner poverty and financial inclusion 
	2.5 million pensioners (23 per cent) live below the poverty line (£151 for single pensioners and £226 for a couple). (Households below average income: an analysis of the income distribution 1994/5 – 2005/06‚ DWP 2006)

33 to 41 per cent of older people in Great Britain eligible for pension credit are not taking up their entitlement. (Households below average income: an analysis of the income distribution 1994/5 – 2005/06‚ DWP 2006)

15 per cent of pensioners are in persistent poverty. (Households below average income: an analysis of the income distribution 1994/5 – 2005/06‚ DWP 2006)

Help the Aged estimate that one in three pensioner households in the UK are currently in fuel poverty. (Fuel Poverty Policy Statement, Help the Aged, 2008)

58 per cent of households with one or more adults over pension age receive the majority of their income (50 per cent or more) from state support. (Pensioners’ incomes series 1994/5-2005/6)
29 per cent of pensioner couples have less than £1,500 in savings. For single male pensioners, the figure is 42 per cent and for single female pensioners, it is 48 per cent. (Financial Exclusion among Older People, Help the Aged, September 2007)

8 per cent of people aged 85 and over have no bank account. 3 per cent of pensioner couples have no account, 4 per cent of single male pensioners and six per cent of single female pensioners. (Financial Exclusion among Older People, Help the Aged, September 2007)

Nearly a quarter (23 per cent) of single female pensioners have no savings at all. For single male pensioners, it is 20 per cent and for pensioner couples, it is 14 per cent. (Financial Exclusion among Older People, Help the Aged, September 2007)

	Contribute to the government review of the default retirement age, working with key age lobby stakeholders.
Build on our Working Better initiative to promote innovative and flexible working to identify the benefits for older workers.
Engage with Age Concern and Help the Aged on Just Ageing, examining equality and ageing to develop an understanding of the dynamics of inequality over the life course and identify solutions to address inequalities and disadvantage in later life.
Work with Grandparents Plus to publish a report which will examine inter-generational poverty, and explore the links between the role grandparents play in child care and poverty across three generations of the family.
Continue to work with our stakeholders  to influence: 

· Pensions Acts

· Fuel Poverty Bill 

· Welfare Reform Act
Publish analysis of the inequalities in financial inclusion and the accrual of assets across the life course.


	Older people - Access to education
	There is  a need to increase access to education for older people - 41% of the total population participated in some sort of learning in 2007, compared to 21% of people aged 65 to 74 and 15% aged 75 and over (The Road to Nowhere? The NIACE Survey on Adult Participation in Learning, NIACE, 2007).  

Participation rates for all types of learning decrease with age. In 2008, 40% of people aged 45-54 described themselves as current or recent learners, compared with 29% of those aged 55-64 and 19% of those aged 65-74. (Keeping the Grey Matter Ticking Over, Age Concern, 2008/The NIACE Survey on Adult Participation in Learning, 2008)

Older people are seriously under-represented throughout adult education; student loans are not available to those aged 55 and over, and many Government initiatives, such as modern apprenticeships, have an age barrier and are specifically aimed at those under a certain age. (Age discrimination in Public Policy: a review of evidence, Help the Aged,  2002)

In a survey of the career ambitions of the over-50s, 61% of those working said they wanted the chance to learn new skills as did 16% of those who had retired. Almost one in three (31%) said they felt they were not equipped with the skills to make a career change or fulfil a job ambition. (Learndirect, April 2008)

A third of older people report feeling out of touch with modern life and a further one in eight say they are often or always lonely. Yet, as technology revolutionises the way we manage our money, care and health, older people are likely to find themselves even more excluded if they are unable to develop the skills they need to manage their lives at this time of change. Research by Demos has highlighted that ‘digital skills’ are actually key ‘life skills’ in today’s society. (Ageing, the internet and digital inclusion, Demos, 2007).

	Publish the findings of our research ‘Older workers: employment preferences, barriers and solutions’ which will identify barriers to employment, preferences and propose potential solutions to these based on a survey and a review of employer good practice and interviews with stakeholders and employers.

	Both- Attitudes to age
	More adults (29 per cent) reported suffering age discrimination than any other form of discrimination (Age Concern, How Ageist is Britain? (2005), a study carried out in partnership with the University of Kent)

In the UK, 34 per cent of people aged 65 and over said that older people experience age discrimination in their daily lives. (Help the Aged, Spotlight Report 2006: spotlight on older people in the UK, 2006).

A report by Age Concern exploring the nature and prevalence of prejudice and discrimination about age and ageing found that

· Nearly 30% of people believed there is more prejudice against the old than five years ago‚ and that this will continue to get worse 
· One third of people thought that the demographic shift towards an older society would make life worse in terms of standards of living‚ security‚ health‚ jobs and education 
· One in three respondents said they viewed the over 70s as incompetent and incapable
 (Age discrimination in Public Policy: a review of evidence, Help the Aged, 2002)
Differential service provision on the grounds of age has been perceived not only as legal, but also acceptable. 

· car insurance: increased premiums based on age (and not driving record), and refusals to quote for those aged 75 and over;

· travel insurance: increased premiums based on age 
· loans and mortgages: the provision of financial services is limited for those over a certain age

(Age discrimination in Public Policy: a review of evidence, Help the Aged, 2002)
The public holds a negative view of all children, despite the vast majority of children making positive contributions to their communities, attending school, taking part in activities and a significant number volunteering.   The findings show:
· 49% of people agree that children are increasingly a danger to each other and adults 

· 43% agree something has to be done to protect us from children 

· 35% of people agree that nowadays it feels like the streets are infested with children 

(YouGov, 2008) 

The public felt young people committed up to half of all crime when in actual fact young people are responsible for only 12% of crime.(Youthnet and the British Youth Council (2006): Respect? The Voice behind the Hoodies.)

	Undertake research to understand what influences positive attitudes and triggers prejudice among young people, and use the findings to promote long-term cultural change. We will commission the Being Young in Scotland survey to understand attitudes and promote change. 

Build on our youth programme to promote good relations between young people of different backgrounds, bringing them together with a view to breaking down barriers to understanding and tolerance. 

Partner with Scotland’s national information and citizenship organisation, Young Scot, to reach a large new audience of young people in Scotland and raise awareness our work. 

Continue to influence the Equality Bill, to address age discrimination in the provision of goods and services.




7.6
Race 
Summary of evidence

Nearly nine per cent of the UK’s population are from ‘non-white’ ethnic groups. Black and Asian ethnic minorities are no longer ‘newcomers’ or a ‘small minority’, and Britain is an increasingly diverse and multi-ethnic society with a plurality of groups, communities and identities. Some ethnic minorities such as those from Indian and Chinese backgrounds outperform whites in education, while others such as black Caribbean people continue to experience a significant employment and education disadvantage (DfES, 2005). In this context there is a need for a dialogue about shared values such as mutual respect, dignity, human rights and equality that can help to bind people and communities together. 

The Commissions work in this area

The Commission aims to promote equality of opportunity, to work to eliminate unlawful and institutional racial discrimination, and to promote good relations between persons of different cultures and backgrounds. 
The Commission has responsibility for enforcing the Race Relations Act, which protects all racial groups, regardless of their race, nationality colour, national or ethnic origins. We undertake a wide range of activities to build awareness about the rights and responsibilities that individuals and organisations have under the act. 

In parallel, we will continue to examine the nature and cause of race discrimination; for example, we will complete a formal inquiry and publish findings into race discrimination in the construction industry. 

Much of the Commissions work around Race will focus on ensuring the Equality Bill improves and builds on the Race Relations Act, by establishing a close relationship with the Winning the Race Coalition to support their ongoing work on the equality bill.
The Commission will also continue to protect and monitor Britain’s compliance with the UN Convention on the Elimination of all forms of Racial Discrimination (CERD) and engage with and brief stakeholders including the UN committee members to optimise the opportunities CERD presents.
	Issues identified
	Evidence
	What we are going to do about it?



	People from ethnic minority communities are disproportionately overrepresented in the adult criminal justice system as both victims and defendants


	Ethnic minority men make up 19% of the male prison population (12% for black men compared to a UK population rate of 2%) (Social Exclusion Unit (July 2002) Reducing Re-offending by Ex-prisoners). 

People from ethnic minority communities are more likely to be remanded in custody (Social Exclusion Unit (July 2002) Reducing Re-offending by Ex-prisoners)

Indian, Bangladeshi and Pakistani people are more likely to be victims of crime than any other ethnic group (The University of Manchester (June 2005) An Overview of Equality and Human Rights Statistics in the UK and Identification of the Current Evidence Gaps)

Risk of being a victim of a racially motivated incident higher for ethnic minority people than white people (The University of Manchester (June 2005) An Overview of Equality and Human Rights Statistics in the UK and Identification of the Current Evidence Gaps)

The police force areas with the highest number of racial harassment reports included the Metropolitan Police, Greater Manchester and West Midlands force areas (Burney and Rose Statistics on Race and the Criminal Justice System, HORS 244, Home Office 2003). 

The detection and clear-up rate for racially motivated incidents is lower than for all reportable crimes except criminal damage (Source: Statistics on race and the criminal justice system. A Home Office publication under section 95 of the Criminal Justice Act 2003)


Data about stop-and-search rates since the mid-1990s suggest that people from ethnic minority groups (mainly black and Asian groups) are more likely to be stopped and searched than white or other ethnic groups. 

· Black people were eight times more likely to be stopped and searched than white people (Race and the Criminal Justice System: An overview to the complete statistics 2004–2005.Nov 2006)

· Asian people were almost three times more likely to be stopped and searched than white people.  (Race and the Criminal Justice System: An overview to the complete statistics 2004–2005.Nov 2006)

A study of the CPS (John 2003, Race to Justice) found that:

· Black African-Caribbean defendants were more likely to have bail refused and to be tried in Crown Courts than white defendants.

· Black African-Caribbean defendants were more likely than white defendants to have their cases discontinued before trial, while Asian defendants were less likely than white defendants to have their cases discontinued before trial. 


	Ensure criminal justice agencies have the information they need to deliver equality across all seven strands when the new single public sector duty is introduced in 2011.

Work with the National Policing Improvement Agency and HM Inspectorate of Constabulary to develop an equality standard in the police service in England and Wales.

Ensure the courts have fair sentencing procedures across all the equality strands

Ensure greater respect for equality and human rights in the prison system and improve the rehabilitation of offenders in prison and probation

	
	
	Carry out an assessment – ‘Stop and Think’ – to report on race disproportionality in the use of stop and search by the police and influencing Home Office policy development.

Ensure that the Metropolitan Police Authority Race and Faith Inquiry is robust and its findings are fully implemented.

Work with the Ministry of Justice to ensure fair sentencing for ethnic minorities through effective monitoring.
Review the progress of the prison service in monitoring the treatment of ethnic minority prisoners and staff, through the evaluation of their equality scheme and annual report.

	Issues identified
	Evidence
	What we are going to do about it?



	Gaps in educational attainment. There are entrenched patterns of under achievement in certain ethnic groups throughout the education system
	Education protects against disadvantage in employment and earnings. However, this is a question of degree: many people from ethnic minority groups with higher levels of education, experience poorer employment rates and lower incomes than White people.
· In 1996/7, men had higher rates of degree-level qualifications than women (21 per cent and 19 per cent respectively. By 2004/5, the two groups had the same rate (26 per cent each). Thus, there was a major improvement in women's qualifications over the period.
· Black Caribbean men and Pakistani / Bangladeshi men and women were the least qualified: 16 per cent, 17 per cent and 11 per cent had degree-level qualifications in 2004/5. Moreover, the increase in qualifications gained by Black Caribbean men and Pakistani and Bangladeshi women from 1996/7 to 2004/5, were the least of all ethnic groups.

(Research report 10: Equality group inequalities in education, employment and earnings: A research review and analysis of trends over time, 2008, EHRC)
The provision of education for Traveller pupils needed to be dramatically improved. It estimated there were 10-12,000 Traveller children of secondary age who were not registered at school. The average attendance rate for Traveller pupils was around 75 per cent - well below the national average and the worst attendance profile of any minority ethnic group. ( Provision and Support for Traveller Pupils, 2003, Office for Standards in Education)

Researchers examined the extent of, reasons for, and strategies to counter, the disproportionate numbers of minority ethnic pupils excluded from schools. Within schools in the same local education authorities, there was considerable variation in rates of exclusion and in the extent to which any minority ethnic group was disproportionately excluded. LEA training on the Race Relations (Amendment) Act 2000 was not reaching large numbers of teachers or governors. (Carl Parsons et al., Minority Ethnic Exclusions and the Race Relations (Amendment) Act 2000: Interim summary, Department for Education and Skills).


	Publish the findings and recommendations of our ‘staying on’ initiative which will explore the education and aspirations of young people and examine whether staying on in education to age 18 achieves better outcomes for equality groups.
Publish the findings and recommendations of our research into ‘Inequalities experiences by Gypsy and Traveller communities’.



	Unemployment gap.
	There is a significant gap of 14.2% between the employment rate of ethnic minorities and that of the general population. Annually, this costs some £1.3 billion in benefits and lost tax revenue, and some £7.3 billion to the UK economy in lost output. The employment gap has changed little in 20 years and is only 1.3% lower than in 1987. (Increasing employment rates for ethnic minorities. House of Commons Committee of Public Accounts. Thirty fourth Report of Session 2007–08)

	Continue to examine the nature and cause of race discrimination in employment; for example, we will complete a formal inquiry and publish findings into race discrimination in the construction industry.

Improve workforce diversity and fairness in the labour markets by influencing major regeneration programmes: For example, we will publish an ‘olympic charter’ which will set out best practice in procurement to address supplier diversity strategies and access to employment opportunities.

	Issues identified
	Evidence
	What we are going to do about it?



	Employment gap between ethnic minority employees and their white counterparts. 
	Compared to men, overall, women are less likely to be in full-time employment and, with some exceptions, more likely to be in part-time employment. Women are less likely than their male counterparts to be self-employed or unemployed, and more likely to be out of the labour force. However, the proportion of Chinese and Black Caribbean women in full-time employment is very similar to the proportion of men from those groups in fulltime employment. Pakistani and Bangladeshi men seem more likely than women from those groups not only to work full-time, but also to work part-time. Black Caribbean women are the most likely of all women to work full-time (45%) though the proportion of inactive women is lowest for White British women (26%). Inactivity is strikingly high for Pakistani and Bangladeshi women (71% and 73%). Such differences in employment status across ethnic groups have to be born in mind when analysing pay gaps of workers in full-time employment across ethnic groups. (Research report 9: Pay gaps across equalities areas. 2008. Equality and Human Rights Commission)
	Work with The Department of Work and Pension (DWP), members of Ethnic Minority Employment task Force (EMETF) and Ethnic Minority Advisory Group (EMAG) on initiatives to close the ethnic minority employment gap.
Publish our research into the ‘Employment experiences, skills and aspirations of ethnic minorities in the five host Boroughs of London Olympic in relation to Olympic Games 2012’. 

	Access to healthcare

	It is well evidenced that people from minority ethnic groups experience poorer health than their white counterparts.  There is prevalence of certain conditions, such as Diabetes and Hypertension, and evidence of how discrimination and disadvantage impact on their health experiences (Keating, 2007, Karlssen, 2007). In addition, health policy and initiatives have had limited impact in reducing these inequalities (Social Exclusion Unit, 2005, Butt, 2007), with statutory sector organisations still experiencing difficulties in engaging and supporting African, Asian and African Caribbean communities (Race Equality Foundation)
People from ethnic minority backgrounds are six times more likely to be detained under the Mental Health Act than white people (Social Exclusion Unit (2004) Breaking the Cycle2)
	Complete an assessment of PSD compliance of key health sector organisations including the SHAs and a selection of PCTs in England.

Work collaboratively with the Care Quality Commission to help build an equality and human rights culture across the care sector, with a MoUs in place to cover joint work on developing equality and human rights indicators for inspection frameworks.


	Representation in political institutions 
	In 2008

· 19.4% of MPs are women

· 30.8 % of councillors are women

· 5.6% of the population of England are ethnic minority women 

· 0.3% of MPs are ethnic minority women

· 0.8% of councillors in England are ethnic minority women

(Government Equalities Office Factsheet-Black, Asian and Minority Ethnic Women in Political and Public Life in the UK-November 2008)
	Work alongside key government departments, including our sponsor, the Government Equalities Office (GEO) and the Women’s National Commission (WNC) who are undertaking a programme of work to improve equality of representation and involvement in public and political life.


	Civic and political Participation 
	In 2001 ethnic minority women significantly less likely to vote than male counterparts (The Electoral Commission (April 2004) Gender and Political Participation) 

Civic participation rates show that White British were most likely to participate in a range of civic activities (39%) closely followed by White Irish, people from mixed race backgrounds and Bangladeshi backgrounds. People of other Asian origin (25%) and Chinese people (26%) were the least likely to participate. (Office for National Statistics (2004) Focus on Social Inequalities)
	Conduct a survey of MPs on their ‘pathways to parliament’ and make recommendations on how people from under-represented groups can break into politics in support of the speaker’s conference.



	Issues identified
	Evidence
	What we are going to do about it?



	Asylum seekers and migrants facing multiple barriers 
	Refugees and asylum seekers are virtually invisible in official data sets, resulting in a scarcity of data to enable quantitative analyses, and this is itself a barrier to change. However, a growing body of qualitative research reveals experience of inequality, racism and discrimination, language barriers and poor knowledge about social and legal rights. These studies also consistently highlight the need to involve refugees and their communities in service planning, development and delivery. Key areas of disadvantage and inequality include the following:

· Employment: Refugee unemployment is exceptionally high. The barriers to employment are complex but studies show these to include racism, discrimination and language (ICAR Media Image and Community Impact 2004)

· Education: Bullying and racism towards refugee children is a problem identified by teaching professionals as well as organisations working with refugees. In one study (Lets Spell it Out; HAYS and Save the Children Fund 1998) over half of the refugee children reported bullying and over 25 per cent reported the existence of racism. Refugee children experienced racism from both white pupils and UK born BME children. Underachievement in the school system by children from certain national and ethnic groups is of concern, as is the issue of access to a school place. (Refugee Students’ experiences of the UK education system; Jeremy McDonald 1998)

· Health: The evidence points to poor access to health care. One study found a 14 per cent non-registration rate amongst the Horn of Africa community compared to 1 per cent non-registration rate for individuals from the host community (Bariso, E.Y.U., 1997, The Horn of Africa Health Research Project). Similar experiences are to be found with mental health services, where poor access is further compounded by staff who are often unaware of refugees’ specific needs or rights to health and social care.

· English Language: Studies illustrate the importance of language to integration and in particular to access the labour market and services. However, research shows a chronic lack of supply of classes particularly in dispersal areas(Home Office Online Report 14/03 David Griffiths 2003).

· Racial harassment: In the first 18 months of the dispersal programme, over 1,000 incidents of racial harassment were reported to the National Asylum Support Service.( National Asylum Support Service-Investigation Team Statistics)

· Refugee Women: The socio-economic and legal position of refugee women requires attention. Recent studies have highlighted the particular disadvantage and multi discrimination they face. The lack of information about refugee women even within official data sets and the absence of a gender perspective in decisions about policy and service design are fundamental barriers to equality.

· Financial services: Access to financial services ranging from bank accounts through to credit based services and home insurance is a key indicator of social inclusion and essential for integration. Yet the Refugee Council has received correspondence over a number of years, which highlight the difficulties of access.

· The social, economic and legal position of asylum seekers: There have been five major pieces of asylum legislation in the past 11 years, and a plethora of initiatives that have placed asylum seekers in a very different (in many ways less favourable) social, economic and legal position from other groups. The impact of dispersal, detention, removal and support policies continue to raise concerns from the point of equality and good race relations.
(Source: The Refugee Council’s response to the Government’s White Paper: “Fairness for All: A New Commission for Equality and Human Rights” August 2004)
	Publish the finding of our research into ‘Refugees and asylum seekers: a review of equality and human rights implications, which examines the recent research and policy evidence and explore the situation of refugees and asylum seekers from an equality and human rights perspective, and to draw out the implications.
Publish ‘Room to Manoeuvre’ which will examine the options for addressing immigration policy divergence between Holyrood and Westminister.


7.7
Transgender

Summary of Evidence
People of transgender status still suffer markedly high levels of intolerance and abuse, much of it the result of fear and ignorance. Their treatment in publicly provided services such as the National Health Service is a continuing source of concern. According to a recent survey, almost half of all transgender people did not use social or public services for fear of discrimination. In a recent survey, 73 per cent of transgender respondents reported threatening behaviour, and physical and verbal abuse in public spaces
The Commissions work in this area

The Commission believes one of its key roles in this area, given the lack of available data, will be to focus on research to inform our future work. 

The Commission will:

· Produce guidance on how to prevent discrimination on the basis of gender identity in the provision of goods, facilities and services, such as housing services and leisure facilities. 

· Work with European stakeholders to ensure that EU legislation provides adequate protection against discrimination against trans people, and propose changes where gaps exist.

· Conduct a monitoring exercise to help assess what action public bodies have taken to enable them to meet the gender duty in relation to trans people, providing valuable information for future guidance on the new equality duty.
· Develop an evidence base on key issues and good practice to inform future guidance on the new public sector duty on gender reassignment. 

· Undertake research on the experiences and needs of lesbians, gay people, bisexual people, transgender people and communities.

	Issue identified
	Evidence
	What we are going to do about it?



	Access to healthcare (both for transitioning and general care); 
	For trans people, the biggest barriers include waiting times for surgery for gender reassignment and inappropriate general healthcare. (Julie Fish, Reducing health inequalities for LGBT. The Department of Health, 2007).


	Work with the health and social care sector to promote policy and practice reforms across public services to promote dignity, respect and fairness and deliver measurable and effective improvements in access to healthcare for trans people.


	Hate Crime
	Research by Hill and Willoughby (2005) reviewed the current academic knowledge on the experience of the effects of transphobia in various settings. Most research on the subject of transgender has reported high levels of victimisation including harassment by strangers on the street, verbal abuse, assault with a weapon, and/or sexual assault .
	Work with key agencies to tackle transphobic hate crime and hate incidents



7.8
Human Rights
Our Human Rights inquiry highlighted a number of challenges:  a lack of leadership in recent years to transform human rights into everyday realities; the security climate post 9/11 which has threatened even our most ancient liberties; widespread misrepresentation of the purpose and impact of our human rights law; the likely pressures on public expenditure over the coming decade; and the complacency which leads people to assume human rights abuses are what happen in faraway places, not in 21st Century Britain.
But there are major opportunities too. Our Human Rights Inquiry gave much reason for optimism. It showed how human rights can fortify individuals to challenge bureaucracies, shifting the balance of power between individuals and public authorities; how they can empower people to participate more fully and effectively in decisions that affect their lives; and how they help public officials to design policies that are more respectful of the most vulnerable people in their care. And, most of all, it is encouraging to discover such overwhelming support for human rights in Britain. Over 80 per cent of the public recognise the importance of human rights in creating a fair and equal society with decent public services. 
The Commission will:
· Promote the findings of the Human Rights Inquiry for England and Wales. 
· Develop a three-year strategy to implement the recommendations and actions published in the HRI and mainstream human rights across the Commission’s work. 
· Publish the Commission’s response to the government’s bill of rights green paper to ensure any future bill of rights strengthens human rights protection. 
· Promote the benefits of a human rights approach to service providers providing guidance and examples of best practice.
· Support the effective implementation of UN human rights treaties in Britain including the UN Convention for Elimination of Racial Discrimination (CERD) and the UN Convention on the Rights of Persons with Disabilities (CRPD).
· Produce an independent shadow report on the CERD. 
· Produce an independent shadow report on the Convention Against Torture (CAT) and engage with and brief stakeholders including the UN committee members. 
· Commission a paper and host a seminar on end of life decision making from a human rights perspective. 
· Develop policy, consult with key stakeholders and make public recommendations regarding the introduction of a public sector human rights duty. 
8.0 
Assessment of likely or actual adverse impact and strengthening our future plans
The following section identifies the likely impacts identified by stakeholders and/or the policy owner for each stage of the strategic planning process:
8.1
Gathering a comprehensive evidence-base 

We gathered a comprehensive evidence-base of the impact of discrimination and disadvantage and agreeing the core requirements of the Commission’s remit.

Potential impact: Missing equality issues due to an incomplete evidence base across the newer strands in our mandate
Affecting: Transgender, Sexual orientation, Religion or Belief and Age
Highlighted by: Stakeholders and policy owner      
Central to our regulatory approach is the proposition that we should start with the evidence of where the most significant and intractable inequalities lie and identify the drivers behind those inequalities.

It is recognised, however, that this approach is reliant on the availability of robust data and evidence.  A full evidence base across our newer equality mandate areas was not available when our strategic plan was being developed.
Two conflicting opinions were voiced by our stakeholders: some participants argued that the Commission’s priority should be to concentrate on action, based on the comprehensive research which is already available; whilst others felt instead that ongoing research is essential in continuing to inform the Commission’s strategy and policies
Strengthening our plan:
The strategic planning process will evolve from a hypothesis-driven strategy to an evidence-based strategy over the next three years. It is probably most true of all in relation to the new mandates, where there is a lack of data alongside relatively low visibility of such evidence that exists. 

Our equalities measurement framework
 (EMF) will provide a baseline of evidence for evaluating progress and deciding priorities across all the equality strands in the future. 

In addition, to build and strengthen our evidence base we will:
· Commission gap filling research 

· Engage with interest groups and experts in the mandate areas to bring the available evidence and expertise together;

· Continue to collect intelligence on current issues through the helpline and stakeholder networks;

· Ensure that the grants programme supports our newer mandate areas and focus capacity-building work on any gaps;

· Identify and supporting strategic legal cases in the newer mandate areas;

· Train and develop the skills of staff; and

· Plan recruitment taking into account the need to secure expertise where there are gaps.
8.2 
Formulating clear strategic priorities.

We developed proposals for the strategic priorities and tested these against the available evidence.

Potential impact: Not integrating an equality and human rights approach to our work
Affecting: Human Rights
Highlighted by:  Stakeholders
The Equality Act 2006 places a responsibility on the EHRC to promote human rights and to encourage public authorities to comply with the Human Rights Act. The Commission is committed to encouraging public bodies to adopt a “human rights approach” to the planning and delivery of their services. 

Some stakeholders believed that an integrated human rights approach was not explicit enough in the Commission’s strategic plan. Many expressed views that human rights was the way forward to deal with the inconsistencies and gaps in equality legislation and consequently those not protected by current legislation and also those experiencing multi-discrimination.
Strengthening our plan:
The Commission’s Human Rights Inquiry will be launched in 2009. We will develop a three-year strategy to address the findings and implement the recommendations and mainstream human rights across the Commissions work, strengthening our work in this area.
Our approach to promoting and mainstreaming human rights will be addressed with work programme one and a human rights based approach will be adopted across all areas of our work where applicable. 
Potential impact: Adopting a cross strand and a strand specific approach to our work
Affecting: All equality areas
Highlighted by: Stakeholders
Our strategic plan is built on a ‘cross strand’ approach alongside some specific strand work. However some stakeholder groups expressed concern that a ‘cross-strand’ way of working may result in the specific needs of the some mandate groups being ignored or not recognised. Our consultation exercise identified that the majority of stakeholders were supportive of our cross mandate approach. 
Strengthening our plans:
We do recognise that strand specific work is not just necessary but an essential aspect of our work.

Examples of this include, our work around the gender pay gap, our inquiry into race and the construction industry, liaising with the Disability Charities Consortium and individual leaders to influence the implementation of the disability specific provisions of the Equality Bill and research and enquiry activity on the relationship between faith and secular communities in Britain.
We will have measures in place to ensure that our cross strand work considers all seven equality strands and do not inadvertently discriminate against any group or community.
This includes:

The delivery of our equality impact assessment framework and the collation of equality monitoring data used to inform our assessments. This will allow us to look at our operational plans in more detail and pick out disparities in access and representation within our service delivery and also through our working practices. Our assessment process will not only ensure that where cross-mandate work is required the ‘appropriate’ strands are considered, it will also address ‘multi-discrimination’ in the delivery of our programme work.

However, we need to think beyond ‘strands’ – there’s a combination of factors that affect us all. In practice, this means taking a person-centred approach, and getting away from strand labels. It’s not about special services for minorities, but about opening up everything to everyone.

For this reason our work has been developed across a number of themes including, legislative protection and enforcement, Health and social care, Representation and engagement, Goods and services, Crime and criminal justice, Employment and Education. Where cross strand issues will be addressed. 
There are many examples of cross cutting work in our 2009/2010 produced to deliver year one activity of our strategic plan and include;
· Help local authorities engage with their good relations duties by spreading best practice on good relations in action.  

· Help the police to use positive action to diversify their workforce.

· We will continue to engage with the Ministry of Defence to tackle sexism, homophobia and racism, to try and achieve culture change in the armed forces.

· We will complete our inquiry into the pay and conditions of agency and temporary workers in the meat and poultry processing sector. 

8.3
Undertaking extensive consultation and involvement with 
stakeholders and the public.

We undertook extensive consultation and involvement with stakeholders and the public throughout the process of developing our strategic priorities.

Potential impact: Limited consultation and involvement with stakeholders across the newer mandate areas

Affecting: 
Transgender, Sexual orientation, Religion or Belief and Age
Highlighted by: 
Stakeholders
Stakeholders were keen for the Commission to ensure that we are reaching those organisations representing the newer strands as well as those organisations we have established links with in particular those working across the disability, race and gender mandates. They were not convinced that we were in a position to provide reassurance that this was the case.

Strengthening our plan:
We will ensure that we consult with and develop links with experts across all the equality mandate areas including human rights. 

A mapping exercise will be carried out in 2009 to identify and enhance our stakeholder networks in all equality strands and subject areas.
Potential impact: Limited consultation and involvement with private sector organisations
Affecting:  All equality areas

Highlighted by: Policy owner

An active campaign to invite private sector organisations to our consultation events resulted in lower level of attendance than was hoped.
Strengthening our plans:
Engagement with private sector organisations will continue as a result of our continuing project work to build capacity within the private sector. 
This includes, for example:

Working Better - We will be holding a series of meetings with business to inform our working better campaign.

 

Narrowing pay gaps - Businesses will be invited to contribute to our plans to address the gender pay gap through an on-line consultation.
 

Accelerating improvements in the workplace - There will be a series of themed ‘dialogue with business’ events on key equality and diversity themes to inform EHRC policy development (2 National, Regions-London, Midlands, North, Wales, Scotland – one every 6 months-2009-2010-2011-2012)

8.4
Putting in place resources.
We finalised the plan by putting in place resources, infrastructure and performance measures to ensure delivery of the outcomes and value for money.

Potential impact: Gaps in Commission staff expertise across newer mandate areas
Affecting: All equality areas 
Highlighted by: Stakeholder and policy owner
Expertise within the Commission has historically been grounded across the disability, race and gender mandate areas. Our remit now encompasses the newer protected grounds, age, sexual orientation, religion or belief, transgender and human rights. Stakeholders wanted reassurance that expertise was present within the organisation to be able to deal with our wider remit.
Strengthening our plan:
Comprehensive learning and development activities, including e-learning, mentoring, shadowing and secondment opportunities has been  be used to support all staff to gain the knowledge required to perform their role.

Strand specific training and access bite-sized e-learning has also been used to develop expertise amongst staff across all the equality areas now in our remit.

Over the next twelve months a capability mapping exercise will take place to determine what and where the technical gaps in knowledge still are and revise the current training offer.

Our learning and organisational development strategy will be the key driver to take this forward.

Potential impact: Failure to develop effective partnership working
Highlighted by: Stakeholders

Affecting: All equality areas

Stakeholders expressed concern that the Commissions ambitious approach may result in it taking on too much, at the expense of working with others better placed to deliver and support the equality agenda.
Strengthening our plan

The Commission has limited resources but an immensely wide and challenging remit. This has been reflected within our strategic choices. The Commission recognises that other bodies throughout the public sector, business, trade unions, and the voluntary and community sector can help to give our work credibility and reach. Our strategic approach will emphasise ‘co-production’ achieving outcomes by working in partnership with others best placed to meet a need.

9.0 Action Planning

	Area for improvement
	Action(s)
	Timescales
	Responsible Directorate

	Address gaps within our evidence base and knowledge, particularly in relation to the newer mandate areas to increase our understanding and inform our future work to provide a baseline of evidence for evaluating progress and deciding priorities across all the equality strands

	Continue to develop our Equality Measurement Framework and Triennial Review

	On-going
	Strategy

	Integrating an equality and human rights approach to our work by implementing the recommendations and actions published in the Human Rights Inquiry and mainstream human rights across the Commission’s work. 

	Consult, publish and implement our Human Rights Strategy 
	September 2009


	Group Legal

	Learning and development strategy designed and implemented to support all staff to gain the knowledge required to perform their role and increase staff expertise particularly across newer mandate areas .

	Develop and implement a learning and organisational development strategy
	2009/10
	Corporate Management



	Stakeholder mapping to access our stakeholder networks across all equality strands to ensure the widest possible consultation and involvement with stakeholders across all mandate areas.
	Complete a mapping exercise to ensure we have an up to date and accurate list of stakeholders across all of the equality strands.


	2009/10
	Corporate Communications

	
	Publish our stakeholder engagement strategy

	2009/10
	Corporate Communications

	Ensuring that all strands are considered when developing policy and project work by completing robust EIAs.
	Embed our equality impact assessment framework across policy and programme development activities.

	October 2009
	Corporate Management


10.0 Monitoring and Review

Review date
This Strategic plan EIA will be reviewed as part of the 2010/2011 business planning process. This will take place between October 2009 and March 2010.

How we will monitor our strategic plan and action plan
The EIA action plan will form part of the 2009/10 business plan and will be monitored by the performance management team.
A number of Key Performance Indicators (KPIs) have been developed to help measure our progress against delivery of our strategic plan over the next three years. The performance measures and KPIs within our strategic plan and business plan will be monitored and reported to our Board on a regular basis and in published in our annual report and accounts.
The Commission will also demonstrate how its performance contributes towards the delivery of government Public Service Agreements (PSAs), in particular PSA 15 on Equality, the Scottish Government’s national performance outcomes, and relevant targets set by the Welsh Assembly

Government. 
Appendix 1 - Public Value Test
We developed criteria as a ‘ten-step’ Public Value Test to prioritise and justify our interventions in terms of value for money.   

To judge importance and urgency, we considered:

Q1: How many people or groups are affected?

Q2: Are there important direct benefits in tackling the issue?

· On the life chances of the people affected (i.e. does it tackle an issue that if not tackled has severe or multiple subsequent consequences)
· In terms of broadening the relevance of/promoting human rights across the GB or in one of the nations
· In terms of improving good relations
Q3: Are there important indirect benefits in tackling the issue?

· In terms of indirect impacts on others (e.g. informal care)
· In terms of demonstrating remedies for other groups/situations
· In terms of impacting indirectly in areas where it is hard to impact directly
Q4: Are there additional benefits to the EHRC of tackling this issue?

· In terms of our reputation throughout GB
· In terms of demonstrating leadership
· In terms of the standing/future effectiveness of the commission
· In terms of providing lessons to other areas of EHRC work
Q5: Is there anything in the nature of the issue that creates additional reason to prioritise it?

· The issue impacts on new strands; on key stakeholders; or on groups that have little or no voice
· The issue is one of the most intractable or persistent ones or one in which little progress is being made
· The “direction of travel” is negative 
· The issue is disproportionately damaging i.e. the group affected may be small but the impact substantial
· It is an issue which impacts on groups across GB, or is it nation specific
· Acting will equalise rights across the three nations where there presently is inequality
To test the ‘do-ability’ - should the EHRC tackle an issue that has been prioritised as important or urgent - we suggest:
Q6: Are there any reasons to think that significant progress will be made on the issue without action form the EHRC? 

· Social and economic change means the disadvantage will reduce significantly over time without EHRC action
· There are other institutions tackling the issue already
· There are political agendas/legislative proposals etc already existing in the relevant nations that make it likely the issue will be tackled in the future by others
Q7: Are there risks that current policies or proposals in relation to an issue will be implemented in ways that the EHRC believes to be detrimental to equalities, human rights or good relations?

Q8: If the answer to Q6 is no or to Q7 is yes, then:

· Is there an evidence base to support the work
· Does the EHRC have sufficient awareness and understanding to act taking into account our knowledge and experience across the three nations
· Does tackling the issue lend itself to the use of the particular powers and influencing that the EHRC has
· Would the use of these powers and influencing be more effective than those available to others
· Is acting in line with our statutory duties in the relevant nation/s
Q9: If the answer to question 8 is broadly yes, then:  

· How good/appropriate are our relationships with the Westminster Government, and/or Scottish Government and/or Welsh Assembly, and others we would need to partner with or influence
· Would acting be an effective use of our relationships and resources – would the likely outcome justify the resources required
Q10: To what extent would taking action be ‘pushing at an open door’?

· In terms of government policy/agendas; public opinion; other stakeholder agendas; events/other opportunities that would make action timely
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� � HYPERLINK "http://www.equalityhumanrights.com/our-job/our-strategic-plan/strategic-priority-1/" �http://www.equalityhumanrights.com/our-job/our-strategic-plan/strategic-priority-1/�.


� � HYPERLINK "http://equalityhumanrights.dialoguebydesign.net/bgo/documents.asp" �http://equalityhumanrights.dialoguebydesign.net/bgo/documents.asp� 


� The Measurement Framework defines a range of quantitative equality, human rights and good relations indicators which measure the relative social outcomes of our various strand groups across Great Britain. These national level indicators will allow us to assess progress and identify challenges in relation to equality, human rights and good relations. The Measurement Framework fulfils a statutory requirement outlined in section 12 of the Equality Act 2006. The Act requires the Commission to both identify the ‘outcomes’ to aim at and to identify the ‘indicators’ for measuring those outcomes, for evaluating progress towards greater equality and human rights as envisaged in the Act.








