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Welcome to our interim visual identity 
guidelines. By using these guidelines 
carefully and creatively, you will make 
sure that our communications are 
both distinctive and consistent.
The Equality and Human Rights Commission is  
the independent advocate for equality and human rights in 
Britain. It aims to reduce inequality, eliminate discrimination, 
strengthen good relations between people, and promote and 
protect human rights.



Design 
principles



01  
Overview
Our visual style has been designed to create fresh  
and engaging materials that are accessible to a 
wide range of readers.
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Overview: accessibility

These guidelines have been developed to help ensure that  
our published information is accessible to as many  
people as possible.

As a service provider, the Equality and Human Rights Commission 
has a legal duty to ensure that information is accessible  
to disabled people under the Disability Discrimination Act  
1995 (DDA).

The aim of these guidelines is not only to meet these duties  
but also to promote best practice in this area. Following  
these guidelines will also enable everyone to benefit from the 
production of clear and accessible publications.

Detailed information on using type correctly, selecting suitable 
paper stocks and binding techniques can be found in the relevant 
sections throughout the guidelines.

Text informing people on how to obtain alternative formats  
and/or languages can be found on the inside front cover of  
our printed publications.

For additional information  
also refer to chapter 3 of  
the book ‘See it Right  
– Making information 
accessible for people  
with sight problems’,  
published by the RNIB  
(ISBN 978-1-85878-704-6).
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Georgia
ABCDEFGHIJKLMNOPQRSTUVWXYZ
abcdefghijklmnopqrstuvwxyz
0123456789!@&(),.

Our logo, the Georgia typeface, 
a vibrant colour palette and 
strong, natural photography 
combine to create a distinctive  
look and feel. Considered,  
well-structured typography  
and the use of the highlight 
device make our documents 
easy to read and create a 
professional tone.

Use a highlight device 
to emphasise key words 
and phrases.

Overview: basic elements
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Overview: applications

www.equalityhumanrights.com Our
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If you require this publication  
in an alternative format and/or  
language please contact the 
Commission to discuss your needs.  
All publications are available to 
download and order in a variety  
of formats from our website  
www.equalityhumanrights.com
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Thinking about 

Career choices 
Training 
Apprenticeships 
Further/higher education 
Getting a job 
Finding somewhere to live

Know

rights...
your
www.equalityhumanrights.com/youth

1

Equality 
Bill

House of Commons 
Second Reading 
May 2009

Parliamentary 
Briefing

For further information please contact:
Denise Morrisroe on 020 3117 0314
denise.morrisroe@equalityhumanrights.com

090501 EHRC Bill2.indd   1 1/5/09   11:55:29

Gypsies and travellers

1

Gypsies

travellers
and
Simple solutions for living together

www.equalityhumanrights.com/youth

Know

rights...
your
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02  
Logo
Our logo is a unique and clearly recognisable 
symbol. It is a valuable brand asset, and it is 
important that it is used correctly and consistently.
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Logo: variants

Standard version:  
this is the version for use  
on corporate applications.

Welsh version:  
this is the version for  
use on all Welsh  
language applications.

Scottish version:  
this is the version  
for use on all  
Scottish applications.

Welsh-English bilingual 
version: this is the version  
for use on all Welsh bilingual  
language applications.
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The grey logo version is always used  
on white or light coloured backgrounds  
(i.e. all colours from our secondary 
palette and EHRC Yellow from the 
primary palette). Please refer to section 
4 (page 24) for our full colour palette.

Please seek permission from the  
EHRC Publication team before using  
the logo on a coloured background.

Logo: colourways

When placing our logo in a layout, we have to make sure it stands out 
and has a high contrast against the background it is used on. 

EHRC Light pink EHRC Light orange

EHRC Yellow EHRC Light purple

EHRC Light green EHRC Light blue

Grey version
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The white logo version is used on EHRC 
Black or darker coloured backgrounds 
(i.e. all colours from our primary  
palette, except EHRC Yellow and  
EHRC Green). Please refer to section 4 
(page 24) for our full colour palette.

Please seek permission from the 
Publication team before using  
the logo on a coloured background.

Logo: colourways

White version

EHRC Black EHRC Orange

EHRC Pink EHRC Purple

EHRC Blue
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On the EHRC Grey coloured  
background, the logo may appear  
in any of the colours of our secondary 
colour palette. Please refer to section 4 
(page 24) for our full colour palette.

These colour versions also apply online. 
However, please note that EHRC  
Yellow and EHRC Orange are approved 
only for use as ‘accessible’ versions  
i.e. on our alternate colour schemes  
for users with visual impairment. 

Please seek permission from the 
Publication team before using  
a colour version of the logo.

Only for use on mono applications,  
for example, black and white press ads.

Logo: colourways

Colour versions

Black version

EHRC Light pink logo EHRC Light orange logo

EHRC Yellow logo EHRC Light purple logo

EHRC Light green logo EHRC Light blue logo
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Logo: sizing, exclusion zone and placement

Standard logo sizes (height of double bar)

Minimum size 11mm

Smaller than A4 11mm

Special size (270 x 210mm) 14mm

A4 (297 x 210mm) 14mm

A3 (420 x 297mm)  20mm

A2 (594 x 420mm) 28mm

A1 (840 x 594mm) 40mm

A0 (1188 x 840mm) 56mm

11mm

Minimum size

Exclusion zone Placement

The exclusion zone is the minimum 
area around the logo that must 
remain clear of text or any other 
graphic devices. The measurement 
is calculated by using the height of 
the bar.

Do not use the logo below the 
minimum size of 11mm high to ensure 
that the logo wording is at least 12pt.

The bottom left corner is the preferred 
placement of the logo. Refer to the 
table opposite for the correct logo size, 
depending on format.

Our strategic plan 2009–2012

1

Our

2009–2012

plan
strategic

Executive summary 
2009–2012
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If you require this publication  
in an alternative format and/or  
language please contact the 
Commission to discuss your needs.  
All publications are available to 
download and order in a variety  
of formats from our website  
www.equalityhumanrights.com

Our

plan
strategic
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Logo: endorsement and co-branding

The EHRC will partner with a number of other organisations. This is one 
of the ways we will ensure we connect with the broadest possible target 
audience and raise awareness of our work and the issues involved.

Endorsement

If another organisation is 
supported by the EHRC, the 
‘Supported by’ grey version of 
the logo should be used. If this 
logo is required please contact 
the Publication team.

Do not use the logo below the 
minimum size, 11mm height 
of the double bar, to ensure 
that the logo wording and 
‘Supported by’ wording is at 
least 12pt.

Co-branding

The Equality and Human 
Rights Commission may 
support an initiative,  
campaign or event with  
other organisations.

A co-branded venture should 
clearly show the relationship 
between those involved. It is 
important that logos are used 
with equal emphasis next to  
the ‘In partnership with’ or  
‘In association with’ version  
of the EHRC logo. If either  
of these logo versions are  
required please contact the 
Publication team.

Do not use these logos below the 
minimum size, 11mm height of 
the double bar, to ensure that the 
logo wording and ‘In partnership 
with’ or ‘In association with’ 
wording are at least 12pt. 

The logos of the partner 
organisations should appear 
next to the EHRC logo. 
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Logo: aligning with web address

Thinking about 

Career choices 
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Know
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your
www.equalityhumanrights.com/youth
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Commission to discuss your needs.  
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The EHRC web address must appear on all our printed materials.

On brochures: the web address 
appears on the back cover at a type 
size of 20pt. It should vertically align 
with the main title on the front cover 
and horizontally align with the logo.

On other items: ensure that 
the web address is positioned 
prominently at a minimum  
size of 20pt. It should left align 
with other design elements  
on the page.



03 
Typography
Our chosen typeface is Georgia. Like our logo, 
it is an integral part of our identity and should 
be used to make our communications consistent 
and more recognisable. 
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Georgia

Typography: typeface

Regular
ABCDEFGHIJKLMNOPQRSTUVWXYZ
abcdefghijklmnopqrstuvwxyz
0123456789!@&(),.

Bold
ABCDEFGHIJKLMNOPQRSTUVWXYZ
abcdefghijklmnopqrstuvwxyz
0123456789!@&(),.

Georgia was chosen for its 
relatively large x-height and its 
flexibility to be used on both 
print and digital media. It is a 
serif typeface that was designed 
for easy on-screen reading. It is 
available as a standard system 
font on PCs and Macs. 
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However 12pt is the minimum 
type size for our printed 
documents. Use it ranged left with 
16pt leading to ensure good legibility. 
For large paragraphs of text use 1mm 
space before and 2mm space after.  

14pt is the recommended type 
size for our printed documents. 
Use it ranged left with 18pt leading 
to ensure good legibility. For large 
paragraphs of text use 2mm space 
before and 3mm space after. 

For all type and point sizes  
use bold for emphasis.  
Never use italics as it is harder 
for partially sighted people to read.

The RNIB recommends that 
body copy should always be 
reproduced in EHRC Black.

For large print documents, 16pt is the 
minimum type size should that should be 
used. Use it ranged left with 20pt leading to 
ensure good legibility. For large paragraphs of 
text use 3mm space before and 4mm space after. 

Typography: recommended sizes and leading

Some of the information has been referenced from 
‘See it Right – Making information accessible for 
people with sight problems’, published by the RNIB.  
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Typography: house style

■	 		the kerning (letter spacing) 
should be kept open, 
especially on body copy

■	 	text should always be 
aligned to the left and 
never justified

■	 	try to avoid breaking 
sentences over two 
pages. Ideally sentences 
should finish at the  
bottom of a page

■	 	don’t use hyphens to  
break words over lines as  
this disrupts reading flow

■	 	text should never be  
laid out at different 
angles, e.g. diagonally, 
vertically, or directly  
over images or graphics 
(refer to page 32 for guidance 
on image captioning)

■	 	as a rule, avoid using 
abbreviated words  
(e.g. use telephone instead  
of tel, department instead  
of dept)

■	 	spell out ‘and’ except when 
part of a company name 
such as ‘Marks & Spencer’, 
or in the case of a standard 
abbreviation such as A&E 
(accident and emergency)

■	 	use ‘per cent’ not ‘%’ 
though it is acceptable to use 
‘%’ to save space in tables, 
or in documents with lots of 
percentage figures

■	 	spell out numbers from 
one to nine; use figures for 
numbers from 10 to 999,999; 
thereafter 1 million,  
7.5 billion, etc

■	 	do not use punctuation in 
dates, e.g. 1 January 2008, 
7 December, not January 1st 
2008, 7th December

■	 	for editorial purposes,  
a full set of the House Style 
Guide and Jargon Guide  
are available by contacting 
ehrcpublicationteam@
equalityhumanrights.com
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Typography: how to use the highlight device

Use a highlight device 
that is 2pts taller than 
your text size.

Use the highlight device as we 
have done in the typographic 
examples featured on this page. 
Note that punctuation marks, 
such as commas, should be 
included within the highlight 
device. Use it sparingly to 
highlight key words and 
phrases in professionally 
designed documents. Do not 
use it in Word documents.

Centre the highlight bar vertically and horizontally with 1 pt above, 
below and on either side of the words you want to highlight. 

Text below 16pt should be 
emboldened so there is 
sufficient contrast between it 
and the highlight device.  

Text at 16pt and above 
is not emboldened 
as the larger size has 
sufficient contrast.37pt hg

1pt above 
ascender

1pt below 
descender

1pt

1pt

39pt
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Typography: how to use the highlight device

Example how to use the highlight device with 12pt text Example how to use  
the highlight device  
on divider pages

EHRC Black

EHRC Light greenEHRC YellowEHRC Light pink

EHRC Light blueEHRC Light purpleEHRC Light orange

1

‘We are one community 
– the Travellers and 
our settled neighbours. 
We’ve all got something 
in common: we want our 
children to be healthy 
and educated.’
Gloria Buckley MBE  
Romany Gypsy and manager of three authorised sites

Our strategic plan 2009–2012

24 25

■  Monitoring the law: monitor the 
effectiveness of existing statutes.

■  Monitoring progress: identify relevant 
changes in society; define results at  
which to aim and indicators of progress; 
consult and involve the public and take 
account of representations; monitor 
progress and publish a report on  
progress to Parliament.

■  Planning: prepare and publish a plan  
of activities, priorities and principles; 
review and revise the plan as necessary.

The seven protected grounds under  
anti-discrimination legislation in the 
Commission’s remit are gender, race, 
disability, gender reassignment, age,  
sexual orientation, and religion or belief. 
We will continue to focus on those  
grounds that were previously excluded 
from anti-discrimination protection,  
namely age, sexual orientation, religion  
or belief, and gender reassignment, as well 
as embracing other groups experiencing 
disadvantage such as carers, migrants and 
Gypsy and Traveller communities. We will 
report on our performance by strand in the 
Commission’s Annual Report.

2.3 The major legislation from  
which the Commission derives its 
duties and powers are:

■ the Equal Pay Act (1970)

■ the Sex Discrimination Act (1975)

■ the Disability Discrimination Act (1995)

■ the Human Rights Act (1998)

■  the Race Relations (Amendment)  
Act (2000)

■  the Special Educational Needs  
and Disability Act (2001)

■  the Employment Equality (Sexual 
Orientation) Regulations (2003)

■  the Employment Equality (Religion  
or Belief) Regulations (2003)

■ the Disability Discrimination Act (2005)

■  the Employment Equality (Age) 
Regulations (2006), and

■ the Equality Act (2006).

Further equality legislation and 
constitutional reform will assist the 
Commission in meeting its statutory  
duties. We welcome the Government’s 
determination to harmonise the law  
into a single statute, ensuring positive  
steps towards equality for all. The 
implementation of the Equality Bill is at  
the core of our plan for the next three years.

2.4 In pursuit of its duties the 
Commission may use various powers 
and undertake a range of activities:

■  The use of evidence-gathering powers to 
carry out an Inquiry or an Investigation.

■ The provision of education and training.

■  The issuing of Codes of Practice and 
statutory guidance.

■ The ability to award grants.

2.1 The Commission is required  
to encourage and support the 
development of a society in which:

■  People’s ability to achieve their  
potential is not limited by prejudice  
or discrimination.

■  There is respect for and protection of 
each individual’s human rights, and for 
the dignity and worth of all.

■  Each individual has an equal opportunity 
to participate in society.

■  There is mutual respect between groups 
based on understanding and valuing of 
diversity and on shared respect for 
equality and human rights.

2.2 The Commission shall undertake 
the following tasks:

■  Equality and diversity: promote 
understanding, encourage good practice, 
and promote equality of opportunity; 
promote awareness and understanding  
of rights; work towards the elimination of 
unlawful discrimination and harassment.

■  Human rights: promote understanding  
of the importance of human rights; 
encourage good practice; promote 
awareness, understanding and 
protection; encourage public authorities 
to comply fully with the Human Rights 
Act in England and Wales.

■  Good relations: promote understanding 
of the importance of good relations; 
encourage good practice; work towards 
the elimination of prejudice, hatred  
and hostility; work towards enabling 
participation.

The Commission has a set of statutory obligations  
that it must fulfil in advancing equality, human rights 
and good relations across Britain.

Chapter 2
Our mission

Our strategic plan 2009–2012

8

Our Working Better report, published  
in March 2009, drew on examples  
of flexible working like the bakery  
at Sainsbury’s in Camden Town, 
pictured. The report set out detailed 
plans for reforming parental leave  
and promoting greater flexibility in  
the workplace.

Working better

Our mandate derives from  
an approach to equality and 
opportunity which builds on  
a history of progress by our 
legacy commissions and many 
others. We are a modern 
regulator charged with 
upholding fair treatment  
and addressing inequality. 

We are here for the 60 million 
people of Britain, to ensure 
everyone is treated with  
dignity and respect. We  
believe no one should have  
to deal with the pernicious 
effects of discrimination and 
that prejudice has no place  
in a modern, open society. 

Parliament has set us the tasks 
of promoting equality, enforcing 
the law, protecting the human 
rights of all and ensuring good 
relations in society. They are 
ambitious aims that can only  
be achieved in partnership with 
our stakeholders and with the 

support of the public. We are 
living through rapidly changing 
times, both economically and 
socially. We believe that there  
is a ‘diversity dividend’; that  
the more inclusive we are the 
more benefits we will reap.  
By ensuring that we draw  
upon the skills of everyone  
we will be better as a country.

To help us fulfil our objectives 
we have unique powers. We  
can take legal cases on behalf  
of individuals to test and  
extend the right to equality  
and human rights; set up 
inquiries to investigate the 
behaviour of institutions; 
enforce the public sector 
equality duties; use our 
influence and our authority  
to lead new debates, building  
our arguments from the 
evidence we collect and  
publish. We are an independent 
publicly funded body. 

What we do



04 
Colour palette
Our colour palette consists of a vibrant set of 
primary and secondary colours. Used as full 
bleed backgrounds, and with care in our typography, 
they create a fresh, engaging look for our printed 
communications.
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Colour palette: corporate colour, primary and secondary palettes

EHRC Grey
PMS 445 
CMYK:50,20,20,65

Corporate colour

Our main corporate colour for our 
print and digital media is EHRC Grey.

Secondary palette

The secondary colour palette 
should be used in conjunction 
with, and to support the primary  
colour palette.

Primary palette

The primary palette should be used 
for all printed documents. It is there 
to add interest and highlight specific 
information. 

Note: refer to page 30 for HEX values 
and contrast checks online.



26  Equality and Human Rights Commission | Visual identity guidelines (interim) | Version 1: 23 September 2009

Colour palette: print – primary colour swatches and breakdowns

EHRC Pink
PMS Magenta 
CMYK: 0,100,0,0

EHRC Yellow
PMS 7404  
CMYK: 0,9,86,0

EHRC Green
PMS 382  
CMYK:34,0,100,0

EHRC Orange
PMS 144  
CMYK: 0,58,100,0

EHRC Purple
PMS 241  
CMYK: 33,100,1,2

EHRC Blue
PMS Cyan 
CMYK: 100,0,0,0
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EHRC Light pink
PMS 223 
CMYK: 1,50,0,0

EHRC Yellow
PMS 7404  
CMYK: 0,9,86,0

EHRC Light green
PMS 380 
CMYK: 20,0,80,0

EHRC Light orange
PMS 142 
CMYK: 0,25,78,0

EHRC Light purple
PMS 256  
CMYK: 9,22,0,0

EHRC Light blue
PMS 297  
CMYK: 52,0,1,0

Colour palette: print – secondary colour swatches and breakdowns
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Colour palette: print – approved colour combinations for supporting swatches and coloured text on white

EHRC Black
PMS Black 
CMYK: 0,0,0,100

Use secondary coloured, or white,  
text in Georgia regular at 16pt or above. 
Coloured text smaller than 16pt should 
be emboldened.

16pt EHRC Light green

16pt EHRC Light orange

16pt EHRC Light purple

16pt EHRC Light blue

16pt EHRC Light pink

16pt EHRC Yellow

Only the colours shown below are approved for 
accessibility and contrast on white. Coloured  
text smaller than 16pt should be emboldened.

16pt EHRC Blue 12pt EHRC Blue

16pt EHRC Purple 12pt EHRC Purple

16pt EHRC Orange 12pt EHRC Orange

16pt EHRC Pink 12pt EHRC Pink

EHRC Black backgrounds White backgrounds
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Our strategic plan 2009–2012

32 33

3.7 The downturn will have unpredictable 
consequences, including potential 
reductions in public services. We will be 
closely monitoring the equalities, human 
rights and good relations impacts of the 
recession in areas such as household 
income, employment, savings, pensions 
and public expenditure. 

3.8 The recession will have a differential 
impact on particular groups and 
communities. As a result the nature of 
public debates on migration and asylum 
may change, with greater stress on the 
perceived impacts on local job availability 
in some areas or reduced pressures on 
public services in others. This could lead  
to rising tensions in some communities  
and to the possibility of discrimination  
and violence against certain groups. It is 
important to recognise that the drivers of 
change in a global economy and the wider 
landscape of good relations are not limited 
to what happens in Britain: they are 
affected by events across the world.

3.9 The impact of the downturn may also  
be to strengthen the public’s commitment 
to fairness in our society. It is vital that we 
plan and prepare Britain for the recovery, 
breaking down barriers that hold people 
back and widening access to opportunity. 
The UK Commission for Employment and 
Skills estimates that by 2017, there will  
be two million new jobs in the British 
economy. We have to ensure that everyone 
can share in recovery and rising prosperity.

4.1 The focus of the Commission’s work is 
tackling and eliminating disadvantage in 
terms of ‘unexplained penalties’ for those 
that fall within our mandate. Penalties are 
estimates of the disadvantage experienced 
by an individual in comparison with the 
general population. This includes pay gaps 
and lower labour market participation,  
hate crime, violence and unequal political 
representation. It is important to 
emphasise that disadvantage is not 
necessarily caused by discrimination. 
Neither is it always experienced by small 
minorities: employment policies may 
disadvantage parents regardless of income 
and occupational status, for example.

4.2 The Commission has involved and 
consulted a wide range of public and 
private sector bodies, the voluntary and 
community sector as well as individual 
stakeholders, to identify its key objectives. 

In the Equality Measurement Framework  
– drawing on the Equalities Review and the 
human rights-based approach – we set out 
ten fundamental ‘freedoms’. These are 
rights to which we believe every individual 
should be entitled:

■ to be alive

■ to live in physical security

■ to be healthy

■  to be knowledgeable, to understand  
and reason, and to have the skills to 
participate in society

■  to enjoy a comfortable standard of living, 
with independence and security

■  to engage in productive and  
valued activities

■ to enjoy individual, family and social life

In a demanding environment, we will work to  
tackle and eliminate disadvantage and human  
rights abuses experienced by the groups that fall 
within our mandate.

Chapter 4
Our principles and priorities

Our strategic plan 2009–2012
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Work to bring about a landmark  
Equality Act that eradicates unjustified 
discrimination and releases talent through  
a simpler legislative framework.

Ensure that the law works for 
individuals, breaking through injustice, 
making strategic interventions and 
supporting individual cases. We will  
also work with others to increase the 
availability of legal representation.

Deliver a grants programme that helps  
to widen the reach of the voluntary and 
community sector, fulfilling our mandate  
to strengthen good relations and bring 
people together.

Work with the public and private  
sector to provide high-quality advice  
and guidance on the law and ensure  
that the law is enforced.

Prepare public authorities for the next 
generation of the public duty, delivering 
practical guidance and promoting best 
practice focused on achieving results, 
namely better outcomes for  
disadvantaged groups.

Inspire the next generation to  
embrace the values of equality  
and human rights. 

Protect and promote the human 
rights of all, implementing the 
recommendations of our Human Rights 
Inquiry to ensure a culture of dignity  
and respect in public services, and 
safeguarding our civil liberties.

Build the capabilities of our organisation  
to act as a modern regulatory body 
ensuring that breaches of the law are dealt 
with swiftly, proportionately and efficiently.

Communicate directly with the 
public, developing new platforms and 
tools through the Commission’s digital 
strategy, and give people information 
so they are empowered to seek redress.

Publish an agenda-setting triennial 
review to assess the state of equality and 
human rights across Britain, and make 
concrete recommendations for reform.

Create meaningful partnerships  
with our stakeholders to advance  
equality and human rights across Britain.

We will...

We want all to flourish, 
not some at the expense 
of others. Nobody wants 
assumptions made about 
them because of their 
background or identity. 
We believe this is the 
modern consensus.

Our key message 

Colour palette: print – approved colour combinations for coloured text on white
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10

The Commission took the case of 
Sharon Coleman, pictured with her 
disabled son Oliver, to the European 
Court of Justice. The case established 
new rights for the millions of carers 
across the UK, protecting them against 
discrimination by employers.

Sharon and Oliver Coleman

‘I think we’ve gone as 
far as we can with the 
single identity group. 
We need to bring others 
along with us. If we 
create a bigger voice, 
the Government is 
going to respond to it.’
Baroness Jane Campbell 
Commissioner, 
Equality and Human 
Rights Commission

Our strategic plan 2009–2012
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We make sure that public authorities  
are fulfilling their legal duties to 
promote equality and good relations. 
We have investigated local authorities’ 
provision of authorised Gypsy and 
Traveller sites, like the three managed  
by Gloria Buckley, pictured.

Gloria Buckley

It is not enough for us  
to identify problems:  
we must find solutions.
We want to enable 
people and organisations 
to act fairly, rather than 
simply punish them if 
they step out of line.
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Colour palette: web – HEX values and contrast check

EHRC Grey – #3D3A3B

EHRC Pink – #C33E96

EHRC Light pink – #F17BB0

EHRC Light purple – #CCA3CC

EHRC Blue – #009FEE

EHRC Light blue – #6DCFF6

EHRC Aqua – #7AC9AD

EHRC Light green – #A9D051

EHRC Green – #6AA602

EHRC Orange – #FC802D

EHRC Light orange – #F4B638

EHRC Yellow – #F8E143

EHRC Light yellow – #FFEABF

Text box grey – #E3E3E3

✗

✗

✗

✓*

✗

✓*

✓*

✓*

✗

✗

✓*

✓

✓

✓

✗

✗

✓

✓

✓

✓

✓

✓

✓

✓

✓

✓

✓

✓

✓

✗

✗

✗

✗

✗

✗

✗

✗

✗

✗

✗

✗

✗

✓

✓*

✗

✗

✗

✗

✗

✗

✗

✗

✗

✗

✗

✗

HEX values Contrast check
on #3D3A3B  
(EHRC Grey) 

on #000000  
(EHRC Black)

on #E3E3E3  
(Text box grey) 

on #FFFFFF  
(White)

* Acceptable only  
if the text is 18pt 
Georgia regular or 
above, or 14pt  
Georgia bold or above.

Tested against  
WCAG 2.0 contrast 
ratio formula.
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Photography
Photography plays an important role in our 
communications. Our pictures are positive, 
engaging and inspirational and they reflect  
a diverse range of people in real life settings.
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Our images should:

■	 	be positive, bright, lively and engaging

■	 	capture real people in natural situations  
and environments

■  reflect a diverse range of ages and backgrounds

■	 	have a vibrancy to compliment our colour palette

■  avoid stereotyped and cliched images

■  avoid showing victims 

■  be clearly and consistently captioned throughout all 
documents.(1) Image captions should be body copy 
size, emboldened, EHRC black, on a white highlight 
device (refer to page 22) and be positioned either 
top left or bottom left of the page.

■  have a sufficient clear area to put a logo in the 
bottom left hand corner if being used on a front 
cover of a showcase document. The RNIB states that 
the image should be completely even in tone in this 
area therefore we recommend that photographs are 
commissioned for this particular type of document.

Photography: key points for sourcing and commissioning

(1) ‘See it Right – Making information accessible for 
people with sight problems’, published by the RNIB.



06 
Print formats
There are standard and special size  
formats for all our printed documents. 
Choose the size most suitable for the 
communication you are producing.
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Executive summary 
2009–2012

www.equalityhumanrights.com Contents
01 Introduction 

02 Foreword

06 Who we are

08 What we do

12 What we believe

14 A new story

16 We will...

18 Our strategic approach

20  Our priorities

26 Measuring our progress

32 Contacts

If you require this publication  
in an alternative format and/or  
language please contact the 
Commission to discuss your needs.  
All publications are available to 
download and order in a variety  
of formats from our website  
www.equalityhumanrights.com

Our

plan
strategic

4

www.equalityhumanrights.com/youth

Know

rights...
your

5

Print formats: standard and special sizes 

The EHRC Communication 
team will advise on the size  
and format of publications  
and other marketing collateral 
at the point at which it is 
briefed. Standard sizes and 
some examples are featured 
below, though this may differ 
across material.

(height x width):
1.  297 x 210mm (A4) 

Corporate documents, 
Parliamentary briefings  
and policy reports.

2.  210 x 148.5 mm (A5)

3.  270 x 210mm 
For example,  
showcase documents. 

4.  220 x 175mm 

5.  190 x 190mm 

Special sizes:Standard sizes:

1

Equality 
Bill

House of Commons 
Second Reading 
May 2009

Parliamentary 
Briefing

For further information please contact:
Denise Morrisroe on 020 3117 0314
denise.morrisroe@equalityhumanrights.com

090501 EHRC Bill2.indd   1 1/5/09   11:55:29
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Paper, printing  
and binding
We choose our paper, printing and binding 
carefully, based on considerations for the 
environment and accessibility for all our readers.
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Paper, printing and binding: overview

Paper stock and weight will be determined on a project  
by project basis. The Commission’s preferred standard is  
as per the specifications on the following pages.

Preferred paper stock

There are two paper options to choose from:

Litho printing:
■  9lives Offset from The Paper Company

■  Greencoat Offset from Howard Smith Paper

Digital printing: 
■  Greencoat Offset Digital – for standard digital printing  

from Howard Smith Paper

■  Greencoat Offset Indigo – for Indigo digital printing  
from Howard Smith Paper

Environmental qualities

Both papers have the environmental credentials suitable for  
a government organisation such as the Equality and Human  
Rights Commission.

9lives Offset:
■ 100% recycled fibre

■  FSC (Forest Stewardship  
Council) certified

■ TCF (Totally Chlorine Free) fibre

Greencoat Offset:
■ 100% recycled fibre

■ TCF (Totally Chlorine Free) fibre
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Preferred weight

It is important to make sure the paper is thick enough to  
minimise the amount of show through from the other side  
of the page. For printed documents we recommend:
■  Cover: 300gsm      ■  Text: 160 gsm (or closest available)

Preferred paper finish

Uncoated paper has been specified as it gives a professional  
quality and finish to any printed document. Uncoated paper  
is more accessible to people who are vision impaired as light  
will not reflect off the surface and obscure the print.

Alternative specification 

Alternative paper type and weights may be specified (please first 
seek permission from the Publication team) the minimum weight 
for any stock is 120 gsm and a quality uncoated stock used. 

Binding

Consider the shelf life and usage of the document before selecting 
your method of binding. Perfect binding, burst binding, thread 
sewn, otabind, wirebind or comb binding are all options for larger 
documents. Saddle stitching works well for shorter documents. 

People who use scanners or Closed Circuit Televisions (CCTVs)  
to read, need to place documents flat, so be aware of the number  
of pages and binding for your document. However, data CDs  
and electronic formats will be made available via email or to  
download on the internet. 

Printed on 9lives Offset, manufactured from 
FSC certified 100% recycled TCF (Totally 
Chlorine Free) fibre. Vegetable-based inks 
were used throughout.

Designed by Precedent  www.precedent.co.uk

© Equality and Human Rights Commission 
Published June 2009 
ISBN 978-1-84206-120-6

If you require this publication in an 
alternative format and/or language  
please contact the Commission to  
discuss your needs. All publications  
are available to download and order  
in a variety of formats from our website  
www.equalityhumanrights.com

Paper, printing and binding: overview

Ensure you obtain the correct FSC 
logo and/or recycled logos for 
your chosen stock and printers. 
Each printer who has an FSC 
accreditation has a specific code, 
therefore a unique FSC logo, so it is 
important that you liaise with them 
and use correct artwork. Note: if 
your printer is not FSC accredited 
then you cannot include any FSC 
information (including text) about 
your stock on the document. 

Position all elements on the inside 
back cover with any accompanying 
information. 
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08 
What we 
don’t do
In order to maintain the quality of the 
Commission’s communications we have  
put together a list of things we don’t do. 
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Quality is integral to our brand. Below is a  
simple guide to maintaining the quality of  
the Commission’s communications.

Design and print

This document contains comprehensive guides  
for commissioning professional design and print.

Avoid
■ designing pieces in Word

■  printing on glossy or thin paper stocks,  
refer to pages 36-37

Branded items

On occasions it may be necessary to brand items for 
example, events and campaigns. Whilst the designed  
items must meet the requirements of the target  
audience, it is important to make sure they remain  
of a high quality. 

Avoid
■  applying the brand to low quality items 

■  applying the brand to items and accessories which do not 
reflect the status of the Commission, such as plastic bags, 
cheesecloth bags, mousemats, stickers and badges 

For further advise please contact the Communication team.

Photography

A checklist for buying or commissioning imagery is 
provided on page 32. Whilst we endeavour to only 
commission imagery for our showcase documents it  
may sometimes be necessary to use stock imagery.  
In this instance the stock imagery must comply  
with our photographic guidelines.

Avoid
■ showing victims and other negative images

■  stereotyped or cliched stock photography

■  visual puns or unrealistic images

■  applying effects such as vignettes,  
photomontages or ornate frames

What we don’t do



Design 
applications



09
Publications
The following pages show how to apply  
the general layout principles to some of  
our applications. Full style guides and 
templates are available in our Publications 
Style Guide. These are for guidance and 
illustrative purposes. The Communication  
team will provide direction for application  
and development of these on a project by 
project basis.
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Publications: corporate documents

Front cover

Note: for corporate documents 
that need to be laid before the 
House of Commons please refer 
to page 45.

It is important that the EHRC 
publish documents in English 
and Welsh. Please allow and 
plan for this in all designs. 
Remember that Welsh text  
can often be longer than 
English, so designs must be 
able to accommodate this.

Narrative/case study spread
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Our legal work allowed Jack Thomas,  
14, pictured, from Swansea to compete 
in the UK Schools Games. Learning 
disabled athletes had been excluded 
from the Games and the Paralympics  
as a result of cheating at the 
Paralympics in 2002. 

Jack Thomas

A new story

The pursuit of equality  
has, historically, been one of  
fighting discrimination against 
individuals. It has been geared 
towards redress for offences  
that have already been 
committed. Essential as that 
approach is, we cannot only  
rely on people taking their  
cases through the legal system. 
We must also focus on working 
for systemic change and culture 
change, as our predecessors  
did, as well as individual justice. 
This is where fairness and 
equality intersect and support 
one another – fairness is  
about a culture of equality,  
an instinctive reaction against 
discrimination and prejudice,  
a celebration of difference  
where all talents can flourish. 
Equality is about the set of 
principles we hold dear and 
ensuring, with the law if 
necessary, that they are upheld.

It is not enough for us to  
identify problems: we must  
find solutions. We want to 
enable people and organisations 
to act fairly, rather than simply 
punish them if they step out  
of line. We will work with  
those who do well, help those 
who want to improve, and act 
against those who do not.

Our work must engage  
people’s emotions. We tell 
people’s stories – and we learn 
from them. We listen and we 
deal with the world as it is, 
rather than as we would like  
it to be. We act as a broker, 
bringing judgement and legal 
authority to difficult, fractured 
debates. We will often need 
legislation to do our work but  
we will also need the power  
of voice, argument and 
authoritative evidence  
to make our case.

Our strategic plan 2009–2012
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■  Monitoring the law: monitor the 
effectiveness of existing statutes.

■  Monitoring progress: identify relevant 
changes in society; define results at  
which to aim and indicators of progress; 
consult and involve the public and take 
account of representations; monitor 
progress and publish a report on  
progress to Parliament.

■  Planning: prepare and publish a plan  
of activities, priorities and principles; 
review and revise the plan as necessary.

The seven protected grounds under  
anti-discrimination legislation in the 
Commission’s remit are gender, race, 
disability, gender reassignment, age,  
sexual orientation, and religion or belief. 
We will continue to focus on those  
grounds that were previously excluded 
from anti-discrimination protection,  
namely age, sexual orientation, religion  
or belief, and gender reassignment, as well 
as embracing other groups experiencing 
disadvantage such as carers, migrants and 
Gypsy and Traveller communities. We will 
report on our performance by strand in the 
Commission’s Annual Report.

2.3 The major legislation from  
which the Commission derives its 
duties and powers are:

■ the Equal Pay Act (1970)

■ the Sex Discrimination Act (1975)

■ the Disability Discrimination Act (1995)

■ the Human Rights Act (1998)

■  the Race Relations (Amendment)  
Act (2000)

■  the Special Educational Needs  
and Disability Act (2001)

■  the Employment Equality (Sexual 
Orientation) Regulations (2003)

■  the Employment Equality (Religion  
or Belief) Regulations (2003)

■ the Disability Discrimination Act (2005)

■  the Employment Equality (Age) 
Regulations (2006), and

■ the Equality Act (2006).

Further equality legislation and 
constitutional reform will assist the 
Commission in meeting its statutory  
duties. We welcome the Government’s 
determination to harmonise the law  
into a single statute, ensuring positive  
steps towards equality for all. The 
implementation of the Equality Bill is at  
the core of our plan for the next three years.

2.4 In pursuit of its duties the 
Commission may use various powers 
and undertake a range of activities:

■  The use of evidence-gathering powers to 
carry out an Inquiry or an Investigation.

■ The provision of education and training.

■  The issuing of Codes of Practice and 
statutory guidance.

■ The ability to award grants.

2.1 The Commission is required  
to encourage and support the 
development of a society in which:

■  People’s ability to achieve their  
potential is not limited by prejudice  
or discrimination.

■  There is respect for and protection of 
each individual’s human rights, and for 
the dignity and worth of all.

■  Each individual has an equal opportunity 
to participate in society.

■  There is mutual respect between groups 
based on understanding and valuing of 
diversity and on shared respect for 
equality and human rights.

2.2 The Commission shall undertake 
the following tasks:

■  Equality and diversity: promote 
understanding, encourage good practice, 
and promote equality of opportunity; 
promote awareness and understanding  
of rights; work towards the elimination of 
unlawful discrimination and harassment.

■  Human rights: promote understanding  
of the importance of human rights; 
encourage good practice; promote 
awareness, understanding and 
protection; encourage public authorities 
to comply fully with the Human Rights 
Act in England and Wales.

■  Good relations: promote understanding 
of the importance of good relations; 
encourage good practice; work towards 
the elimination of prejudice, hatred  
and hostility; work towards enabling 
participation.

The Commission has a set of statutory obligations  
that it must fulfil in advancing equality, human rights 
and good relations across Britain.

Chapter 2
Our mission

Chapter start spread
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The Commission took the case of 
Sharon Coleman, pictured with her 
disabled son Oliver, to the European 
Court of Justice. The case established 
new rights for the millions of carers 
across the UK, protecting them against 
discrimination by employers.

Sharon and Oliver Coleman

‘I think we’ve gone as 
far as we can with the 
single identity group. 
We need to bring others 
along with us. If we 
create a bigger voice, 
the Government is 
going to respond to it.’
Baroness Jane Campbell 
Commissioner, 
Equality and Human 
Rights Commission

Quote and image spread
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1897 1918 1919 1928 1948 1965 1967 1970 1975 1976 1979                     1984 1993 1995 1998 1999 2001 2003 2004 2006 2007

Our journey... building 
on a century of progress

National 
Union of 
Women’s 
Suffrage 
Societies 
launched.

Nancy Astor 
becomes 
first woman 
to take a 
seat in 
Parliament.

Arrival of 
the Empire 
Windrush.

Partial 
decriminalisation of 
homosexuality. Age 
of consent for gay 
men set at 21. 

Margaret 
Thatcher 
elected as 
UK’s first 
female 
Prime 
Minister.

Disability 
Discrimination 
Act. 

Disability 
Rights 
Commission 
created.

Equal Pay Act.

Universal Declaration of  
Human Rights recognises that 
‘the inherent dignity and of the  
equal and inalienable rights of  
all members of the human family 
is the foundation of freedom, 
justice and peace in the world’.

Trade Union 
Reform and 
Employment 
Rights Act gives 
every working 
woman right to 
maternity leave.

Equality Act 
creates the new 
Equality and 
Human Rights 
Commission. 

Employment 
Equality (Age) 
Regulations 
make 
discrimination 
in employment 
on grounds of 
age unlawful.

Employment 
Equality 
Regulations 
make 
discrimination  
in employment 
on grounds  
of religion  
or belief or 
sexual 
orientation 
unlawful.

Women 
over 30 
get the 
vote.

Representation 
of the People 
Act gives 
women the 
vote on equal 
terms  
to men.

First Race 
Relations Act 
passed, 
forbidding 
discrimination 
on the ‘grounds 
of colour, race, 
or ethnic or 
national origins’.

Equal 
Opportunities 
Commission 
created.

Commission  
for Racial  
Equality created. First 

independent 
living centre 
opens, aiming  
to ‘promote the 
meaningful 
inclusion of 
disabled people 
into the 
community’.

Human Rights  
Act passed.  
It is ‘the most 
significant 
statement  
of human 
rights in 
domestic  
law since  
the 1689  
Bill of Rights’, 
according to 
Jack Straw.

Gender 
Recognition 
Act creates 
a legally 
recognised 
process  
for people  
to change 
their  
gender.

Age of  
consent 
equalised for 
gay men, 
lesbians and 
heterosexuals.

Sex Discrimination Act.

The Equality 
and Human 
Rights 
Commission 
opens its 
doors for  
the first  
time on 
October 1.

Timeline spread
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1 in 3 women agree 
that mothers have the 
same access to good 
jobs as fathers

Strongly agree/tend to agree

Neutral

Tend to disagree/strongly disagree

Figure 22: Mothers have the 
same access to good jobs as fathers
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21 39

1  All (n=4,334)

2 Women (n=2,430)

3 Men (n=1,905)

4 Ethnic minority (n=382)

5 White (n=3777)

6 Non-religious (n=2,089)

7 Jewish-Christian (n=1,806)

8 Hindu, Muslim, Sikh and Other (n=369)

(Base: all respondents, excluding don’t knows)
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7.5 Our Equality Scheme

We are subject to legal duties to  
promote equality in everything we do.  
Our commitments to action under the  
race, disability and gender equality duties 
are contained in our Equality Scheme for 
2009–12, along with commitments on  
age, religion or belief, gender reassignment 
and sexual orientation. The document is 
closely linked to our strategic plan and is 
available at: www.equalityhumanrights.
com/equalityscheme

7.6 Our key tools are:

Digital strategy

Using online resources effectively will be 
vital if we are to achieve our aims. We have 
ambitious plans for promoting our work 
online in different ways and to different 
audiences. Our digital strategy includes 
setting up an interactive video channel as 
well as using social networking to raise  
our profile. For many people, our website 
will be the way they first come across  
our organisation. As well as providing 
information and advice about legal rights 
and responsibilities, it is our main vehicle 
for informing people about us and our 
work. We will use the site to encourage 
people to influence what we do either 
through consultation and involvement  
or more general debate. We will be 
developing our site over the next  
12 months to ensure it is accessible, 
informative, exciting and engaging.

Our regional network in England

In order to act as a trusted local source of 
information on equality and human rights, 
we will maintain a strong regional presence. 
To help us achieve this we have a network 
of nine small offices across the English 
regions, co-located with Government 
Offices. We will work closely with regional 
and local government offices as well as 
private, voluntary and community sector 
groups to develop relevant work plans for 
different areas. Our focus is leading and 
influencing other strategic public bodies  
to drive change, as well as encouraging 
bottom-up solutions through local 
communities. This allows us to link local 
concerns and contexts into our overall 
national strategy and work programme  
and helps us to build up a more accurate 
picture of the state of equality and human 
rights across Britain.

Grant-making

Under section 17 of the Equality Act  
2006 we have the right to give financial 
assistance to organisations promoting 
equality and diversity, good relations and 
human rights. We are providing a capacity 
development programme to help 
organisations improve the services they 
provide. The future programme will focus 
particularly on the newer equality areas  
in our remit – age, gender reassignment, 
religion or belief, and sexual orientation 
– as well as human rights. 

The Commission expenditure on staffing  
in 2009/10 is assumed at 40 per cent of  
our revenue budget, which compares 
favourably with other Non-Departmental 
Public Bodies. 

The Commission will seek to contain 
inflationary pressures within the  
2009/10 budget envelope for our 
administration budget, and maintain  
the level of funds allocated to programme 
activity in order to deliver the strategic 
priorities. In 2009/10, the Commission  
will review its ways of working and how  
it delivers services to drive cost efficiency, 
releasing further resources for programme 
and project activity. 

7.3 Risk management

We have a robust management framework 
in place to identify the potential risks 
associated with our strategic and business 
plan, and any actions we can take to 
mitigate them. Every month our Risk 
Appraisal Group, chaired by our Chief 

Executive, reviews the risks we face  
and the Audit and Risk committee also 
looks at them each quarter. The Senior 
Management Team and the Board consider 
and discuss individual risks in turn.

7.4 Our principles as a Commission 

In everything we do, we will be: 

Accessible

Accessibility is a fundamental part of who 
we are, what we say and what we do. It is 
only by being truly accessible that we can 
be inclusive. And it is only when we are 
accessible and inclusive that we can 
promote equality.

Authoritative

Through the quality of our work, our 
thinking, and by the examples we set,  
we are a leader in the field of equality and 
human rights. We are known and respected 
for our judgement and our guidance.

Ambitious

We want to make a difference. We want  
to be successful in bringing about change.  
To achieve this, we are bold and courageous 
in the decisions we make.

Accountable

We are responsible for the decisions  
we make and the actions we take.  
We acknowledge our responsibilities. 

Agile

We want to be able to respond quickly  
and effectively to rapidly changing events.

£m

39.4 Administration costs 
including salary, estate  
and day-to-day running 
expenditure

23.6 Programme activity

63.0 Total Revenue budgetS
trategic p
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rogram

m
e 4

   71

Projects and work areas Objectives Key deliverables and milestones Delivery date

 1 Scoping work to 
underpin future 
projects creating  
a generation 
without prejudice

To understand what influencers 
shape and trigger prejudice 
promoting long-term cultural 
change through research  
and analysis.

Attitudinal research completed  
to understand what influencers  
shape young people’s attitudes to 
prejudice and the drivers behind it.

2009/10

 Create effective 
partnerships with 
government 
departments,  
NGOs and the  
creative industries 

To develop the right partnerships 
and build alliances to help support 
delivery of our youth programme.

Partnerships in place with national 
players in the youth sector. 

2009/10

2 Developing young 
equality leaders

To challenge intolerance and 
prejudice, improving young  
people’s access to knowledge  
about equality and human  
rights, and limiting the impact  
of segregation through greater 
inter-community contact.

Continue our youth programmes  
to identify effective models  
of intervention that can be 
implemented in partnership with  
key players in the youth sector. For 
example, building on the Our Space 
and Croeso projects amplifying their 
reach and impact on greater numbers 
of young people.

2009/10  
– 2011/12

Strategic priority 3: build a society without prejudice, promote good relations  
and foster a vibrant equality and human rights culture

Programme 4: building a generation without prejudice

3 Working with 
young people  
at school

To improve awareness and 
understanding of young people  
so they can relate to equality, 
citizenship and human rights  
in their daily lives. 

A range of resources developed to 
support teachers in the delivery of the 
citizenship agenda to young people, 
particularly Key Stage 3 (11-14 year 
olds) by Q4 2009/10.

2009/10

 Support educators 
to spread best 
practice

To ensure that those who teach 
young people have access to the 
right materials and resources.

Programme of teacher and educator 
engagement and training to share 
best practice in delivering the 
citizenship curriculum in schools  
and Sixth Form colleges.

2010/11

 Build greater 
contact between 
schools and 
equality and  
human rights 
stakeholders

To develop new partnerships 
between schools and equality  
and human rights organisations. 

Network of excellence established 
bringing together educators and the 
equality and human rights sector.

2010/11

4 Putting Generation 
without Prejudice  
on the map

To raise awareness of the 
Commission’s ambition to  
reduce prejudice across society.

High-impact national campaign 
launched to ‘make prejudice history’.

2011/12
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The Equality and Human Rights Commission 
(the Commission), established on 1st October 
2007 is working to eliminate discrimination, 
reduce inequality, protect human rights and  
to build good relations, ensuring that everyone 
has a fair chance to participate in society.

Our approach to equality, opportunity and 
human rights builds on the achievements  
of our predecessors, the Equal Opportunities 
Commission (EOC), the Commission for  
Racial Equality (CRE) and the Disability  
Rights Commission (DRC). We are here  
for the 60 million people of Britain and  
Parliament has set us the task of:

■  Protecting and promoting equality
■  Protecting and promoting human rights, and
■  Ensuring good relations.

The Equality and Human  
Rights Commission

The Equality Bill

Equality to drive our recovery

The Commission strongly welcomes 
the Government’s Equality Bill.  
It will ensure Britain is well placed  
to find and support the talent we  
need to drive our economic recovery. 
It will ensure this recovery is founded 
within a cohesive society, where 
difference is a cause for celebration 
and where all citizens are treated 
fairly and with dignity and respect 
allowing them to flourish and  
make their contribution to the  
society we share.

21st century equality legislation

Overall, we think the Bill is well 
framed and proportionate. It will 
help unblock some of the systemic 
problems that get in the way of 
equality and achievement for 
everyone in Britain. By simplifying 
legislation, it will improve public 
service delivery and business 
performance whilst extending 
equality protection to the wide  
range of groups that still face 
discrimination today.

The importance of partnership 

The Bill promotes a partnership 
approach to equality which  
the Commission supports.  
It acknowledges that the  
public and private sectors need 
practical support and guidance  
to deliver equality objectives,  
but recognises these must exist 
within the context of a strong 
legislative framework, particularly 
when necessary progress is slow.

Fairness at work 

For business, we believe the Bill  
will ease the burden of complying 
with equality legislation, providing 
for a more proportionate and level 
regulatory playing field that will 
encourage companies to treat  
staff fairly and root out inequality.  
We will continue to work with  
the business community to develop 
the most practical ways of delivering 
equality objectives.

12

Equality Bill | Parliamentary Briefing
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Printed on 9lives Offset, manufactured from FSC certified 100% 
recycled TCF (Totally Chlorine Free) fibre. Vegetable-based inks 
were used throughout.

If you require this publication in an alternative  
format and/or language please contact the Commission 
to discuss your needs. All publications are available to 
download and order in a variety of formats from our 
website www.equalityhumanrights.com

8. What else would the 
Commission like to see? 

We believe the Equality Bill 
represents a once in a generation 
opportunity to improve the way 
fairness and equality are pursued  
in Britain.

Thus, while we welcome the  
Bill, the Commission will also  
use this opportunity to also argue  
in favour of:

■  An Equality Guarantee:  
An Equality Guarantee would 
extend the commitment to equality  
beyond this Bill and would mean 
equality was considered in every 
action of the state and in every 
piece of future legislation.

■  A Purpose Clause: A provision  
at the start of a Bill which states  
the goals and underlying principles 
of the Bill. This is a useful tool in 
clarifying the law and is particularly 
helpful in ensuring legislation is 
not misinterpreted.

■  Protection from age 
discrimination for under 18s: 
We believe everyone should be 
protected from age discrimination 
not just those over 18. While older 
people face the most obvious 
discrimination, younger people are 
still unfairly judged by their age. 
We believe extending the law to 
protect younger people will also go  
some way towards addressing the 
alienation young people experience.

■  Abolishing mandatory 
retirement age: Being forced  
to stand down from a job because 
of your age not your ability is one  
of the most blatant forms of age 
discrimination older people face. 
The Commission would like 
mandatory retirement ages to  
be abolished through the Equality  
Bill. If this is not possible,  
the Commission is calling for  
a strengthening of the right to 
request to carry on working,  
with employers required to give  
a business case for refusing  
any requests. 

Equality Bill | Parliamentary Briefing

86

The Commission aims to publish  
a consultation document in the 
summer, followed by initial  
proposals on headline indicators. 
Leading on from this consultation, 
the Commission will produce an 
annual report on the gender pay gap.  
By 2012/13, the Commission will 
produce a final report which will  
set out the reporting structure to  
be adopted by all companies with 
more than 250 employees.

To maximise the effectiveness of the 
Bill on Equal Pay we are supporting: 

■ representative actions

■ hypothetical comparisons

■  the extension of powers of 
employment Tribunals, and

■  root and branch review of the  
equal pay legislation to secure  
long term reform.

5. Procurement 

The public sector spends billions  
of pounds every year on procurement. 
The Commission welcomes measures 
that will enable public bodies to 
choose suppliers who treat their 
workers fairly and equally, as well  
as delivering value for money for  
the taxpayer.

Many businesses, small and large, 
want to access these contracts 
available through the public sector 
and we need to provide them with 
simple and clear guidance to help 
them do so.

We believe that the single Public 
Sector Equality Duty should 
therefore make explicit the  
need to give due consideration  
to equality and diversity when 
making procurement decisions.  
The Commission has been working  
with the Government Equality Office 
and Office of Government Commerce 
(OGC) to reform the Pre Qualification 
Questionnaire used in public sector 
procurement, which we hope will 
simplify the process for both 
contractor and bidder. We will 
continue to work with the OGC  
to streamline the procurement 
process and to develop clear  
equality standards.

6. Enforcement and clarifying  
the law

The incremental way our 
discrimination laws have developed 
has resulted in unnecessary 
complexity and has left some gaps 
where protected grounds are not 
afforded similar protection under  
the law.

The Commission therefore 
welcomes the Government’s 
proposals that the Bill should bring 
together the three existing equality 
duties into a single Public Sector 
Equality Duty. We support the 
extension of the Duty  
to cover age, sexual orientation,  
and religion and belief, as well  
as the clarification and extension  
of existing coverage for gender 
reassignment. Clarifying these  
laws will help businesses and public 
services avoid confusion, and 
provide consistency across 
different groups rather than risk 
the growth of a ‘hierarchy of rights’.

The distinctive nature  
of disability

The Commission recognises the 
distinctive nature of disability 
discrimination and will scrutinise  
the Bill carefully to ensure that  
the current protections available  
to disabled people are carried 
through to the new Act.

Malcolm vs. Lewisham

We also believe the Equality  
Bill offers an ideal opportunity  
to restore the original purpose of  
the Disability Discrimination Act, 
following a recent House of Lords 
judgement. In the Malcolm vs. 
Lewisham case, a council tenant 
with schizophrenia was evicted  
for sub-letting his home without 
seeking prior permission from the 
council. Mr Malcolm’s solicitors 
argued that the subletting was 
caused by his schizophrenia,  
which involved a susceptibility  
to distortions in thinking. The 
council was therefore seeking 
possession for a reason related to 
his disability, in breach of the DDA.

The Lords decided that there was 
no breach of the DDA, as his case 
should be treated in the same way 
as any other tenant who had sublet, 
regardless of his disability.

The Government pledged to  
address the gap left by the  
Malcolm judgement and consulted 
on its proposals in late 2008.  
The Commission and others  
were critical of the Government’s 
proposals to rely entirely on 
‘indirect discrimination’. 
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page to highlight important 
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and refer to page 28 for print 
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documents laid before the 
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Chapter 1
Families today – the case  
for change

We commissioned YouGov to provide us with a  
‘state of the nation’ report on how families in Britain 
today manage the parallel demands of work and 
caring. The research comprised an online survey  
of 4,500 parents, in-depth discussions with 18 
families, and six online forums carried out between  
mid-December 2008 and mid-January 2009.  
Quotes from parents in our study are found 
throughout this chapter and Chapter 4.

Our survey captured the changing face of 
modern families and our findings show a 
strong shift away from traditional attitudes 
and behaviour. Modern parenting is a  
team effort, shared between mothers, 
fathers, partners and other carers.

Fathers want to spend more time with  
their children and are less focused on  
work than in past generations. For mothers, 
the motivation to work in order to sustain 
their career is as strong as it is for fathers. 
25 percent of women versus 28 percent of 
men cited this factor in our YouGov Survey 
and 37 percent of women identified 
personal development and fulfilment as an 
important factor in deciding to work.

The research also reveals that current 
policies and practices on parental leave  
and flexible working are pushing parents 
into difficult compromises, creating 
barriers to genuine choice, and hampering 
decisions about sharing work and care 
more equitably. 

Many fathers continue to work long hours. 
Women’s careers are still held back by 
caring responsibilities. The big gap between 
mothers’ and fathers’ rights to leave when 
their children are born contributes to 
women continuing to shoulder most of the 
care. Many parents are not aware of their 
rights to request flexible working.

There are solutions. Our findings reveal  
a desire for more equitable and flexible 
leave arrangements for parents. Changes  
to family leave provisions could 
substantially reduce the gender divisions in 
working and caring, as we show in 
Chapters 2 and 3. Parents with access to 
flexible work arrangements describe hugely 
positive benefits for family life and well being.

Our YouGov survey found that flexible 
workers spend more time with their family 
(69 percent) and many believe that it 
improves the quality of their (59 percent) 
and their children’s (62 percent) lives.  
This reinforces the case for flexibility for all 
who need it, as set out in Chapter 4.

A shift away from ‘traditional’ roles 

Our research shows that there has been a 
significant shift in attitudes away from 
‘traditional’ expectations about the role  
of mothers and fathers. Parents are jointly 
making decisions about managing tasks 
and responsibilities to meet the needs of 
their children and the family.

The survey found that:
■  Childcare is no longer seen as largely 

women’s responsibility. Only 29 percent 
of parents agree that childcare is the 
mother’s primary responsibility, while  
42 percent disagree

■  Fathers are no longer necessarily 
assumed to be the ‘providers’. 38 percent 
of parents agree that fathers are 
responsible for providing economically 
for their family, and 27 percent disagree, 
with a third neutral (35 percent). There 
are gender differences, however: nearly 
half of men, but just under a third of 
women, say ‘fathers are responsible  
for providing’

■  Only 39 percent of parents think their 
current family arrangements reflect how 
they were brought up

■  56 percent think they can share work  
and care equally with their partners.

■  Nearly half of parents (47 percent) 
believe that whichever partner earns 
more should stay at work, regardless  
of gender. Men are more likely to agree  
(54 percent) than women (42 percent)

■  Children come first for 85 percent of 
parents – 80 percent of men and 89 
percent of women. Only 16 percent of 
fathers and 6 percent of mothers say  
that work should come first.

Constrained choices
We asked parents how much choice they 
have over work and caring, what barriers 
they face and what factors decide their 
current arrangements.

Just over half responding to our on-line 
survey (56 percent), say the way they 
manage is a ‘good compromise between 
work and children’, and more than  
two-thirds (68 percent) say it is good for 
the family’s wellbeing. However, the reality 
of their arrangements often does not match 
the beliefs they express about caring and 
working in the 21st century, indicating that 
they face constrained choices. For example:

■  76 percent of women say they have 
primary responsibility for children

■  Over half (53 percent) of parents say 
their current arrangements are ‘by 
necessity rather than choice’

■  Working mothers and fathers typically 
have very different working weeks. 
Among mothers, 36 percent work  
part-time. Fathers are most likely to  
work 40-49 hours a week
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Chapter 1:

Families today 
– the case for 
change

‘We work as a team in 
order to maintain 
childcare. My wife looks 
after the children during 
the day, and then three 
nights a week while she 
goes out to work I do it. 
It lets me do things for 
them which I wouldn’t 
otherwise get the 
opportunity to do.’
Young father,  
Young Families Online Forum
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Executive summary

The Working Better project is aimed at 
setting a new agenda to meet the changing needs 
of families, workers and employers in the 21st 
century. Its purpose is to find solutions that will 
increase choice, fairness and equality and improve 
the outlook for the economy over the long-term.

This report focuses on reforms  
to parental leave and the extension  
of flexible working. It contains  
two major new pieces of research:

1.  A ‘state of the nation’ study of parents’ 
attitudes to work, care and family life1 

2.  An investigation into flexible working 
policies in Britain and other countries2 
We have also used financial consultants 
to help us draw up new models of 
parental leave and calculate the costs  
and benefits.

We have consulted international experts 
and taken account of the views of 
employers, the Government, trade unions 
and other stakeholders. Bringing together 
influential people and organisations with 
an interest in better ways of working has 
helped create an exciting, credible and 
achievable agenda for change.

Reforming parental leave

We asked:
■  What affects the choices parents make  

in balancing paid work and care?

■  What would most help them to achieve  
a better balance?

■  Is the progressive extension of maternity 
leave entrenching the assumption  
that women do the caring and pay the  
career penalty?

■  Are men prevented from being active 
fathers by the economic cost of taking 
paternity leave?

■  What would enable fathers to play a 
bigger role in parenting?

We found:
■  Today’s parents defy stereotypes and 

want to share work and family care  
more equally

■  Their choices are constrained by 
inflexible and low paid family leave 
provisions based on a traditional  
division of paid work and care

■  Other countries offer flexible parental 
leave alongside flexible work. Britain 
does not

■  There is extensive unmet demand from 
fathers for more leave with their children

■  Parents primarily want a wider range  
of flexible job opportunities in all types  
of jobs. They also want: policies that 
reflect the social and economic benefits  
of integrating work and care; more 
financial support from the Government 
for paternity and parental leave; and 
more affordable childcare.

■  Experience in other countries shows that 
fathers respond quickly to policy changes 
on parental leave. Policies that achieve 
the greatest uptake combine:

 –  A non-transferable allocation of leave 
for fathers

 –  An incentive to take it, such as a ‘use  
it or lose it’ condition

 –  At least 60-80 percent replacement  
of fathers’ lost income

 –  Fathers’ leave as an add-on to mothers’ 
leave, rather than using part of 
mothers’ entitlement.

Key findings and recommendations
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For Government:
■ Legislation:

 –  Introduce a formal right to request  
a return to full-time work after a 
previous change in working hours, to 
be negotiated subject to business needs

 –  Remove the requirement that an 
employee can request flexible work 
only after 26 weeks in the job, in  
order to open flexible options to  
job applicants

 –  Extend the right to request to all 
employees, alongside consideration  
of our proposals for improvements  
to parental leave that include  
greater flexibility

■  Investment in training managers to 
introduce flexibility and manage a  
flexible workforce – through current 
skills programmes for managers for 
example, IIP and the new skills funding 
package for smaller businesses

■  Publicity drive to raise awareness of  
the right to request, particularly  
targeting fathers

■  Target campaigns at sectors and 
workplaces with little flexibility, to open 
up opportunities, particularly for men

■  Use the Quality Part-Time Jobs fund  
to target reluctant employers to try out 
flexible working by giving new fathers  
a ‘reserved’ month of reduced hours/
flexitime/compressed hours

■  The Department for Business, Enterprise 
and Regulatory Reform (BERR) to work 
with employers to develop and support 
creative ways of working, through 
leveraging and re-configuring tax 
arrangements, particularly for smaller 
businesses. This could be effective in 
supporting the retention of workers  
in different work arrangements through 
the recession

■  More flexible, affordable childcare. 

For the Commission for  
Employment and Skills:
■  Include flexible working as a key  

element of skills and employment policy 
with strategies for delivery at national 
and regional levels.

For local authorities:
■  Provide local, independent advice on 

flexible work opportunities to parents 
and to carers, as in Sweden and  
Germany where chambers of commerce 
and local government jointly provide 
advice centres on flexible working in 
several cities.

For employers:
■  Provide information on flexible  

working options that meet business  
and employee need

■  Encourage discussions and team 
negotiations to match flexibility and 
business need

■ Include flexible work options in job ads

■  Make clear that employees taking 
reduced hours have options to request 
more hours or return to full-time hours.

For the Commission:
■  Collaborate with employers’ 

organisations on a training package for 
managers in developing and managing  
a flexible workforce that brings benefits 
to business and employees

■  Reinforce campaigns to promote the 
benefits of flexible working, to counter 
the risk of employers closing down 
options during the recession

■  Collaborate on building and publicising 
flexibility benefits to business and 
creating advice and guidance for 
employers.

The Commission is working with  
employers to provide new tools, including 
an interactive website with examples  
of better ways of working, and a guide  
to be published in June 2009. We will  
be working with employers by sectors  
to identify innovative ways of working  
that deliver results for businesses and 
employees in a range of different jobs.
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Our project is about finding new solutions 
that will improve the outlook for the 
economy and society – for employers, 
individuals and families – over the long-
term. We are doing so in very difficult 
times. The scale and severity of the 
economic crisis is creating extreme 
challenges and uncertainties for  
businesses and individuals. 

Global economic turbulence is not a  
reason for giving up on improving work 
practices. Crises can sweep outdated 
structures away and enable new thinking 
and new approaches to emerge.

In this report, we look at what is possible  
in the downturn, with new approaches to 
flexibility helping employers, and at what 
matters for the economic recovery and 
beyond. Despite the recession, employment 
is forecast to continue to rise over the 
coming decade as a whole. There will be  
2 million new jobs and a need to replace 
11.5 million existing workers, the UK 
Commission for Employment and Skills 
forecasts. Employers are still reporting 
shortages of key skills, and long-term 
demand for skills will increase.

Britain will need to bring new people into 
the workforce, improve training, and make 
better use of skills that are already 
available. More than half of part-time 
workers, most of whom are women, are in 
jobs below their potential, often because it 
is the only way they can combine work and 
caring. This costs the economy dear. As 
many as 6.5 million people could be using 
their abilities more fully if they had greater 
flexibility at work.

We have consulted widely, and presented 
our emerging findings to an advisory  
group of senior representatives and  
experts, including employers, the 
Government, Whitehall, trade unions and 
other stakeholders. We have worked with 
businesses to ensure our recommendations 
for reform are grounded in reality, not 
wishful thinking. We have also spoken 
in-depth to the public about their hopes 
and aspirations.

Bringing together influential people and 
organisations with an interest in better 
ways of working has helped create an 
exciting, credible and achievable agenda  
for change.

Our objective is not to dictate what parents 
and families do, but to remove the barriers 
to genuine choice. Public debate has long 
focused on ‘working mothers’, especially 
so-called ‘Yummy Mummies’, and the 
challenges they face. The needs of ‘working 
fathers’ are often neglected. There is little 
discussion of the constraints facing them, 
or of the economic penalty for being active 
fathers. Yet fathers’ active involvement in 
bringing up children is important. There 
should be an opportunity for everyone to 
create the right balance between life and 
work, with all the economic and social 
advantages that this can bring.

This report contains results from  
two major new pieces of research  
we commissioned:

1.  A survey of parents’ attitudes to work, 
care and family life (YouGov)

2.  An international review of flexible 
working policies (Ariane Hegewisch)

The project was launched in 2008  
in response to concerns that:

•  While the number of women in the 
workforce is approaching equal numbers 
with men – in 2008, 14.3 million 
compared to 16.9 million men (3)  
– women’s skills are being seriously 
underused in the economy and  
their progress into senior jobs is 
extremely slow

•  Fathers’ desire to spend more time  
with their children is being frustrated

•  Family life and the quality of childhood 
are suffering from the intensification  
of work, inflexible workplaces, and the 
stresses parents face in juggling home 
and work

•  We also need an approach to flexibility 
that encompasses everyone, whether they 
have caring responsibilities as a parent, 
are disabled, are older or newly entering 
or re-entering the workplace. Flexibility 
has business value way beyond its benefit 
for employers and parents. 

At the campaign’s launch last July, 
Nicola Brewer, the Commission’s 
Chief Executive, set out the key 
questions we address in this report:

•  What affects the choices parents make  
in balancing paid work and care?

•  What would enable fathers to play a 
bigger role in parenting?

•  Should the ‘right to request’ flexibility 
become the ‘right to have’ flexibility?

•  How do we fundamentally change  
our approach to work to benefit all?

The Commission is charged with creating an 
environment in which people can live their lives well 
and carry out their work well. Our flagship Working 
Better project is about setting a new agenda to meet 
the changing needs of families, workers and employers 
in the 21st century.

Introduction
New solutions for  
the 21st century
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by a review of literature on rights to 
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of available policy documents and 
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work, with all the economic and social 
advantages that this can bring. (5)

3  Office for National Statistics (2008). First Release: Labour market statistics, May 2008.

4 April 2008 Working Better report.

5  Equal Opportunities Commission Working Paper Series No. 57, 2007.
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Our project is about finding new solutions 
that will improve the outlook for the 
economy and society – for employers, 
individuals and families – over the long-
term. We are doing so in very difficult 
times. The scale and severity of the 
economic crisis is creating extreme 
challenges and uncertainties for  
businesses and individuals. (3) 

Global economic turbulence is not a  
reason for giving up on improving work 
practices. Crises can sweep outdated 
structures away and enable new thinking 
and new approaches to emerge.

In this report, we look at what is possible  
in the downturn, with new approaches to 
flexibility helping employers, and at what 
matters for the economic recovery and 
beyond. Despite the recession, employment 
is forecast to continue to rise over the 
coming decade as a whole. There will be  
2 million new jobs and a need to replace 
11.5 million existing workers, the UK 
Commission for Employment and Skills 
forecasts. Employers are still reporting 
shortages of key skills, and long-term 
demand for skills will increase. (4)

Britain will need to bring new people into 
the workforce, improve training, and make 
better use of skills that are already 
available. More than half of part-time 
workers, most of whom are women, are in 
jobs below their potential, often because it 
is the only way they can combine work and 
caring. This costs the economy dear. 

As many as 6.5 million people could be 
using their abilities more fully if they had 
greater flexibility at work. 

We have consulted widely, and presented 
our emerging findings to an advisory  
group of senior representatives and  
experts, including employers, the 
Government, Whitehall, trade unions and 
other stakeholders. We have worked with 
businesses to ensure our recommendations 
for reform are grounded in reality, not 
wishful thinking. We have also spoken 
in-depth to the public about their hopes 
and aspirations.

Bringing together influential people and 
organisations with an interest in better 
ways of working has helped create an 
exciting, credible and achievable agenda  
for change.

Our objective is not to dictate what parents 
and families do, but to remove the barriers 
to genuine choice. Public debate has long 
focused on ‘working mothers’, especially 
so-called ‘Yummy Mummies’, and the 
challenges they face. The needs of ‘working 
fathers’ are often neglected. There is little 
discussion of the constraints facing them, 
or of the economic penalty for being active 
fathers. Yet fathers’ active involvement in 
bringing up children is important. There 
should be an opportunity for everyone to 
create the right balance between life and 
work, with all the economic and social 
advantages that this can bring. (5)

3  Office for National Statistics (2008). First Release: Labour market statistics, May 2008.

4 April 2008 Working Better report.

5  Equal Opportunities Commission Working Paper Series No. 57, 2007.
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Publications: special size brochures and A3 poster

www.equalityhumanrights.com/youth

Know

rights...
your

Brochure front cover

www.equalityhumanrights.com/youth

The careers adviser at our sixth
form college seems to think that
there are still ‘girls’ jobs and ‘boys’ 
jobs ... I told her I was interested 
in becoming a plumber. She 
wasn’t very helpful and said it was 
difficult for girls to get taken on as 
apprentices. She told my best mate 
Ryan, that midwifery was no place 
for a young guy. Lizzie, 17
What can we do 
about this kind 
of old-fashioned 
advice?

I am deaf and was recently 
picked on by a gang outside my 
school. When I stood up for 
myself, they started throwing 
stones at me and chased after 
me. Unfortunately, they caught 
me and have given me some 
nasty cuts and bruises. 
Simon, 16
Who can I turn to for 
help and protection 
against hate crime?

7

Brochure text spread 

www.equalityhumanrights.com/youth

ISBN 978 1 84206 102 2

Brochure back cover

Refer to page 32 for key points  
for commissioning photography. 

If appropriate images are not 
available use a text only design.

A3 poster

Thinking about 

Career choices 
Training 
Apprenticeships 
Further/higher education 
Getting a job 
Finding somewhere to live

Know

rights...
your
www.equalityhumanrights.com/youth



10 
Other  
applications
The following pages show how to apply the  
general layout principles to campaign material.
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Other applications: muslim women power list

BannerBag
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e-invite

Other applications: e-invite

Invites to our corporate  
events should not be limited  
to just print.

E-mail invites can also be used. 
They should contain direct 
links, to the specific event 
online, whether it be through 
images or web/e-mail addresses.



Contacts
These guidelines have been designed to support 
the use of the new brand and help clearly 
communicate the vital role the Commission  
plays in protecting people and safeguarding 
equality and human rights.
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If you have any further questions please contact 
the person who has commission you to work  
with these guidelines or the Publication team: 
T: 0161 829 8163 
E: xxxxxxxxxxxxxxxxxxx@xxxxxxxxxxxxxxxxxxx.xxx 
www.equalityhumanrights.com
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