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Who we are and what we do

The Equality and Human Rights Commission (the Commission) is working to promote fairness, eliminate discrimination, reduce inequality, protect human rights and to build good relations, ensuring that everyone has a fair chance to participate in society. The Commission is a non-departmental public body established under the Equality Act 2006 – accountable for its public funds, but independent of Government.

The Commission brings together the work of the three previous equality commissions, the Equal Opportunities Commission, the Commission for Racial Equality and the Disability Rights Commission and also takes on responsibility for the other aspects of equality: age, gender identity, sexual orientation and religion or belief, as well as human rights. A separate Scottish Commission for Human Rights, with whom we work closely, covers aspects of the human rights remit in Scotland.

Promoting Equal Rights and Equal Opportunities

The way we live has changed dramatically over the last 30 years. The roles of men and women have been transformed in a fast-paced social revolution but in some cases, life around us has not really caught up. 

Individually we face the challenge of fitting together work, children, family and relationships. Collectively, men and women face the challenges of an ageing population, a 24/7 global economy and concerns about our fragmented communities.

Increasingly, ‘breadwinner dads’ and 'stay at home mums' are a thing of the past. Fathers today want to spend more time with their children but long working hours make this hard. Most mothers want or need to go to work, but despite their qualifications, many have to trade down pay if they want to work part-time. Also many adults, women and men, need and want to provide more support to their older relatives. 

But our workplaces, services and institutions are, in many instances, designed for an age when 'women stayed at home', which makes it a struggle for those trying to combine work and care. Men are still paid more than women and economic and political power is still mostly held by men. 

Gender inequality still underpins life and death issues for women. The Commission believes there are some key issues that need tackling if we are to achieve true sex equality in Britain. 
A - EQUAL RIGHTS 

1. The Gender Pay Gap 
Forty years since the Equal Pay Act, women are still on average paid 20.2 per cent less per hour than men (combining full-time and part-time earnings). The gap remains wider in the private sector at 25.6 per cent than in the public sector which sits at 18.8 per cent. This means many women face an unfair and lifelong disadvantage. 
A pay difference can have many causes, only one of which may be pay discrimination.  But it is nonetheless possible to infer that on average a woman working full-time from age 18 to 59 could stand to miss out on £361,000 in gross earnings over the course of her working life
, as compared to an equivalent male. Differences on this scale contribute to women’s poverty in work and in retirement, and also impact on their partners and their children.
Transparency

A contributing factor for this gross discrepancy is a lack of transparency in the workplace. Transparency remains much less common in the private sector, and secrecy much more widespread.   The Commission has welcomed measures in the Equality Bill, currently going through parliament, to prohibit the use of gagging clauses.   
According to the Commission’s figures half of all employers view reducing pay discrimination as a high priority, with more than half of employers (57 per cent) analysing or planning to analyse their gender pay gap. 
However, only nine per cent of employers currently report pay gap information to staff outside of the human resource team.
Research shows that far fewer private sector employers are taking action to close the gender pay gap. The Commission believes that increasing transparency is crucial to addressing the difference between what women and men earn.

The Equality Bill and the gender pay gap
As part of the Commission's drive to increase gender equality in the workplace, we support the Gender Pay Gap clause (clause 78) in the current Equality Bill which introduces voluntary reporting of gender pay gap in organisations with more than 250 employees. The clause would also enable the Government at some future date – but not before 2013– to oblige employers to publish information on any gender pay gap in their organisation if they find that voluntary reporting is not satisfactory.
As part of the Equality Bill process, the Commission has worked with key stakeholders from business, the voluntary sector, trade unions and equal pay experts, to develop metrics for reporting and publicly sharing gender pay gap information on a voluntary basis.   The menu of measures being proposed includes reporting on:
· the single figure difference between the median hourly earnings of men and women;
· the difference between the average basic pay and total average earnings of men and women by grade and job type; and
· the difference between men and women’s average starting salaries. 

The Commission has recently produced a briefing on this project which is available on request. 
Financial Sector Inquiry 

In 2009, the Commission began a timely inquiry into sex discrimination in the finance sector.  This ongoing inquiry has found that women in some of the UK’s leading finance companies receive around 80 per cent less in performance related pay than male colleagues. This disparity is a major factor behind the massive gender pay gap in the finance sector, with far fewer women in senior roles than in other sectors. The Inquiry examines the underlying causes as well as reports of a high level of sexual harassment in the sector. 
Our findings showed:

· Women in the finance sector working full-time earn up to 55 per cent less annual average gross salary than their male colleagues. This compared to the economy-wide gender pay gap of 28 per cent.
· Men receive five times the performance pay of women, an average of £14,554 in annual performance related pay compared to the female average of £2,875 (based on full-time equivalent earnings).
· The Inquiry found that no improvements in relation to these issues appear to have been made. Responses to our questionnaires showed that women in new jobs were still on average receiving lower salaries than men. The high proportion of workers in the 25-39 age groups - the age at which employees tend to have children - also makes it harder for women to have a viable career in the sector that balances family life.

· The report showed a lack of transparency over pay and working conditions, direct discrimination, long working hours and the difficulties faced by those with caring responsibilities all contribute towards the significant difference between what men and women earn.

The Commission’s recommendations include incorporating equality and diversity into organisational and individual objectives, promoting pay transparency and developing non-discriminatory job descriptions and analytical job evaluations.
2. Working Better

There have been huge changes in women’s participation in employment over the last 30 years; however men’s contribution to childcare has not increased at the same rate. In most cases, women continue to shoulder the responsibility for childcare, even in households where both parents work full-time.
The Commissions flagship Working Better
 project is about setting a new agenda to meet the changing needs of families, workers and employers in the 21st century. The project was launched in 2008 and examines the limitations of current legislation, work organisation and culture. 
Maternity and Paternity leave

Maternity provisions shaped around the traditional role of women as the main carers for children and dependents no longer reflect the reality of lives in the 21st century. The importance of fathers in parenting and caring and the aspirations of women for equal careers with men demand new policy that supports sharing of caring and equal career opportunities throughout the lifecycle. 
This points to the need to take a new, counter-intuitive approach to the provision of support for working parents, where more equal and even-handed entitlements remove the caring penalty currently attached to women by providing better supported shared caring and careers choices for both women and men.  

Working Better has recommended a series of incremental changes to increase the take up of paternity leave and make it longer, better paid and more flexible. Our ultimate objective is a gender neutral policy that offers genuine choice to both parents around the balance of childcare and employment responsibilities. 
The Commission broadly welcomes the recent Government announcement of proposals for the introduction of Additional Paternity Leave (3 months statutory flat rate and 3 months unpaid) by 2011 
The Commission recommends higher paid paternity leave for two weeks and the introduction of paternity allowance (currently no equivalent to maternity allowance for fathers). We also recommend ring fenced, non-transferable parental leave for fathers with high earnings related compensation and benefits for children of better engagement of both parents
There is no equivalent to maternity allowance for fathers and the Commission is recommending a paternity allowance for low paid fathers.
In general we found a tendency towards underutilisation of entitlements, especially where leave is unpaid or at a low level of pay. Take-up is particularly low among certain socio-economic groups. Whether parents can afford to take time off work after the birth of a child is a key factor influencing take-up of leave entitlements. 

The current maternity, paternity and parental leave arrangements also impact on the choices and constraints for lone parents. 
Constraints for lone mothers

Although women are traditionally perceived as chief home carers and therefore those most likely to benefit from maternity leave, there are still discrepancies in this system. Research shows that lone mothers are less likely to take the full period of entitled maternity leave due to financial restrictions and lack of job security
Key Findings
· Around 25 percent of lone mothers do not qualify for statutory maternity pay. Those lone mothers who do qualify are far more likely than ‘couple’ mothers to rely on it alone, without additional employer maternity pay. This is because they are more likely to be in jobs offering less favourable maternity provisions

· Evidence shows that mothers who were lone parents were more likely to take a short period of maternity leave. There is a risk of a widening gap between families with secure income and good access to parental leave, and those with less job security and less chance of taking leave

· Lone mothers are more likely than ‘couple’ mothers to report having no flexible arrangements in their workplace that would enable them to use inflexible childcare. The Government’s Child Poverty Unit and the Joseph Rowntree Foundation have identified more flexible jobs as one of the key ways to get people into work and tackle child poverty.

3. Violence against women

Each year, 3 million women in Britain experience rape, domestic violence, stalking or other violence. 
The Commissions Map of Gaps project is a unique campaign in partnership with the End Violence Against Women coalition which maps the availability of services for women who have experienced violence. Whilst men and boys may also experience some of these forms of violence, they are disproportionately experienced by women. The scale of violence in women's lives, the contexts it takes place in, its meaning and consequences, all make violence against women part of the continued inequality between women and men.
Our research found that one in four local authority areas provide no specialised support services in their area for women who experience violence. This means a woman's access to crucial support is vastly influenced by where she lives and women living in some areas continue to suffer violence without any specialised support at all. The Commission’s second report, Map of Gaps 2, revealed that the situation in May 2009 remains worrying, 
Key findings on local authority provisions of domestic violence services:
· Over a quarter of local authorities in Britain offer no specialised service at all. 

· Other forms of violence are represented by no more than a quarter of Britain’s specialised services, so women suffering violence such as sexual assault and female genital mutilation are even more under-supported. 

· Fewer than 3% of local authorities, or 11 out of 408, offer a diversity of services. 

· Over the last twelve months investment has been focused on the statutory sector, and criminal justice based responses: sixty per cent of all new services mapped are located here, whereas in the women’s voluntary sector specialised services have remained static or in some cases diminished. 

· All Local Authorities in Wales and Scotland have at least one service, but 30 per cent (109) in England have no service. 

· Women living in Glasgow have the best support because the Local Authority prioritises women's safety and takes a strategic approach to violence against women. 
EU Strategy on Violence Against Women:

· The Commission welcomes the EU Council’s recent commitment to devise, support and promote a European Strategy for preventing and combating Violence Against Women. This could include better data collection across the EU, the establishment of a European Observatory on Violence Against Women and a review of legal instruments for combating Violence Against Women.

B - EQUAL OPPORTUNITIES
4. Pathways into politics: Diversity in political representation
The House of Commons features the greatest gender imbalance of all the elected political institutions in the UK with only 20 per cent of MPs being female. The Welsh Assembly is the most balanced, 47 per cent of Assembly Members are female. 

Making parliament more diverse is essential, as our government should be truly representative of the people of Britain.  To achieve this, the Commission has supported the proposals emanating from the recent Parliamentary Speaker’s Conference on Political Representation that are designed to break down the barriers that stop people from getting into politics. 
The Commission was pleased to see some of its own recommendations included in this report, including the need for parties to better monitor and advertise the diversity of its candidates.
Political parties have a central role to play in the promotion of diversity in public life.   However, there is currently no duty on the political parties to ensure they take action in this area because the public sector equality duties do not extend to them.  This is why the Commission is supporting the Government’s amendment to the Equality Bill which will increase the reporting by parties on the diversity of its candidates.   
This amendment to the Equality Bill introduces a requirement on political parties to monitor the diversity of successful and unsuccessful candidates at the point of nomination, as well as election.  This will draw attention to groups who may be missing out at the early stages, or who may not be coming forward for selection at all and this will provide the evidence base for adopting measures under clause 101 (selection of candidates).   


Why this is needed: 

The Commission believes that there is greater imperative for requirements to be placed on political parties given the Government's obligations under international human rights treaties. For example article 5(c) International Convention on the Elimination of All Forms of Racial Discrimination (ICERD) provides for the right to:

· participate in elections - to vote and to stand for election;

· to take part in Government;

· to take part in the conduct of public affairs at any level; and 

· to have equal access to public services. 

A similar provision is contained in article 7 Committee on the Elimination of Discrimination against Women (CEDAW) and Article 29 of the UN Convention on the Rights of Persons with Disabilities which the UK Government ratified in July 2010. [1]
5. Gender Stereotypes in education

Research conducted as part of the Commissions ‘Staying On’
 report released in 2009, showed that race, gender and disability still contribute significant hurdles to securing good jobs and having fulfilling lives. 
In addition, a child realising their potential is determined to a much greater extent by their social class, than by ability and effort.
However, gender still appears to be a more important differential than social class in accounting for differences in career aspirations.  
Our research showed that: 

· Boys are more likely than girls to expect to work in engineering, ICT, skilled trades, construction, architecture or as a mechanic.
· Girls are more likely to expect to work in teaching, hairdressing, beauty therapy, childcare, nursing and midwifery.
· Amost half (46 per cent) of girls from lower socio-economic backgrounds worried about not succeeding at school. This compared to just 28 per cent of boys from middle class backgrounds. 
Careers advice, the choice of subjects to study at school, apprenticeships, and work experience placements are all subject to stereotyping that tend to have an impact more significantly on distinct groups, including girls, the disabled, the working class and some ethnic minorities. The result is that young people’s options and aspirations are limited at an early age.
The Commission’s research highlighted major issues in the way the current system works. Without changes there is a danger that distinct groups of young people will miss out on the opportunity to stay in education or training until the age of 18. We acknowledge that much excellent and effective work is on-going, yet our study strongly suggests that we need to do more for those who fail the current academic contest. The traditional linear route of GCSEs, A-Levels, and degrees, does not work for many young people

6. New UN Gender Agency

Following a General Assembly resolution of September 2009, UN member states are negotiating the set up of a new UN gender agency re-organising and revitalising current UN efforts in the area of gender equality. 
The Commission welcomes the UK Government’s commitment to the new agency and is keen for the agency to have power and profile within the UN system. We have cautioned against the danger that the agency is seen as a ‘women’s rights’ agency or a development agency, rather than an agency charged with the promotion of gender equality. As such, we have recommended that the government promote the following issues during the negotiations:

· That the agency’s mandate should be informed by a human rights approach, should be comprehensive across all areas of the UN’s work and should be guided by the aim of equality between women and men. 

· That the entity should coordinate and consolidate UN work in all aspects of gender and have power to hold agencies and governments accountable on their progress towards gender equality.

· That the agency should be appropriately resourced both at central and local level be led by an undersecretary general to ensure maximum impact and legitimacy.

· That the agency should fully and formally involve national human rights institutions and civil society.

� EHRC analysis based on ASHE 2009 Table 6, ONS, November 2009 Lifetime-equivalent earnings are calculated from mean gross annual full-time earnings at each year of age from 18-59 using 2009 data disaggregated by age group..


� www.equalityhumanrights.com/workingbetter


[1] The right to freedom of movement in article 19 TEC also includes the right to stand as a candidate in municipal and European Parliament when a person is a resident in a Member State of which they are not a national.


� The Staying On Report, June 2009, included a survey of more than 1,000 young people and represents one of the most comprehensive pictures to date into the education and career aspirations of 14 to 18 year olds. 





