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Introduction 

1. The Equality and Human Rights Commission (the Commission) is a statutory 

body established under the Equality Act 2006. It operates independently to 

encourage equality and diversity, eliminate unlawful discrimination, and 

protect and promote human rights. The Commission enforces equality 

legislation on age, disability, gender reassignment, marriage and civil 

partnership, pregnancy and maternity, race, religion or belief, sex and sexual 

orientation.  

2. It encourages compliance with the Human Rights Act 1998 and is accredited 

at UN level as an ‘A status’ National Human Rights Institution in recognition of 

its independence, powers and performance. As part of this role we are 

responsible for highlighting issues of concern, inform and guide good practice, 

engage others in solutions and influence change in employment practice. 

3. Work is an important aspect of personal fulfilment, and the right to work and fair 

conditions at work are fundamental human rights. However, some groups face 

disproportionate disadvantage and discrimination at work. As such, one of the 

Commission’s priority aims is that people in Britain have equal access to the 

labour market and are treated fairly at work. 

Summary 

4. The Commission welcomes this opportunity to respond to the Government’s 

call for evidence and good practice on in-work progression in low pay sectors, 

particularly as the coronavirus pandemic is having a huge impact on 

employment, particularly on workers in low paid sectors or in insecure work, 

and on future labour market options for Britain’s workers.  

5. While all workplaces and workers have been affected by the coronavirus 

pandemic, we knew even before the outbreak that certain groups faced 

persistent disadvantages in the labour market. Our state of the nation equality 

and human rights report, ‘Is Britain Fairer? 2018’, found that progress in some 

areas was overshadowed by alarming backwards steps in others: for example 

that women were more likely than men to be in low-pay occupations, and that 

younger people, disabled people, Pakistani and Bangladeshi people have 

consistently higher unemployment rates or are more likely to be in insecure 

work than other groups1.  

6. Our recent report ‘How coronavirus has affected equality and human rights’2 

has also identified that the immediate impact of the pandemic on the labour 

market has been one of greater underemployment, where people work fewer 

                                            
1 https://www.equalityhumanrights.com/sites/default/files/is-britain-fairer-accessible.pdf  
2 EHRC (Oct 2020) How coronavirus has affected equality and human rights’  

https://www.equalityhumanrights.com/sites/default/files/is-britain-fairer-accessible.pdf
https://www.equalityhumanrights.com/en/our-work/news/hard-won-equality-and-human-rights-risk-going-backwards-wake-pandemic
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hours or in jobs that don’t reflect their training and financial needs, rather than 

unemployment (although unemployment is expected to rise as government 

support schemes are reduced or ended) and that the loss of earnings from 

underemployment is contributing to a drop in living standards, most directly 

affecting groups who are already closest to the poverty line such as young 

people, ethnic minorities and disabled people,.  

7. While all workplaces and employees have been affected by coronavirus, the 

crisis is affecting different groups, and different parts of the country, in 

different ways. While noting that men comprise the majority of critical care 

cases, the Women’s Budget Group has also highlighted how women have 

been disproportionately affected – for example they comprise the majority of 

health and care workers and of low paid workers, in sectors where there is 

little opportunity for progression or career development.3  

8. A report by the Women’s Budget Group ‘Creating A Caring Economy’4 notes 

that the world of work is changing rapidly and that the coronavirus pandemic 

has helped change attitudes towards certain groups of workers. The key 

workers that have kept us going are low-paid carers, nurses, shelf-stackers, 

cleaners and delivery drivers. Key workers who had been branded ‘unskilled’ 

earlier in the year are now heralded as heroes. As we continue through the 

pandemic and move into recovery it is essential that the role of these workers 

is not diminished.  

9. As the country looks to 'build back better', we want to see an ongoing 

commitment to improving conditions of work in Britain. This means caring 

about the pay and conditions of workers, especially the low paid who were 

previously deemed as ‘low skilled’ and acting together to ensure that all 

workers have decent work with decent pay, development and progression 

opportunities.  

10. We have called for equality and human rights to be put at the heart of 

recovery strategies, so that long-standing concerns and structural inequalities 

can be tackled once and for all. Developing effective, tailored strategies to 

create good quality, sustainable employment with tangible opportunities for 

progression will contribute to addressing the drop in living standards that we 

are seeing, and will also contribute to addressing the disproportionate impact 

of the pandemic on certain protected groups so that people can enjoy greater 

agency, and make real and rewarding choices about their work.  

 

                                            
3 Women’s Budget Group (April 2020), Crises Collide: Women and Covid-19 
4 Women’s Budget Group Creating a Caring Economy: a call to action 
 

https://wbg.org.uk/wp-content/uploads/2020/04/FINAL.pdf
https://wbg.org.uk/wp-content/uploads/2020/10/WBG-Report-v10.pdf
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How equality and human rights apply 

11. The Equality Act 2010, and the Public Sector Equality Duty in particular, 

provides a clear legal framework for the UK Government and other public 

authorities when developing and implementing responses to the impact of the 

pandemic, ensuring they are informed by evidence and engagement with 

representative groups, and embed learning from different approaches across 

the UK. 

12. The Commission has called for the UK Government and other public 

authorities to seek to minimise the extent to which socio-economic 

disadvantage is compounded when developing responses to the pandemic5. 

In the longer term, we are urging the UK Government to bring Section 1 of the 

Equality Act 2010 (the socio-economic duty) into force at the earliest 

opportunity, to help ensure that everyone can share equitably in the post-crisis 

recovery. In the interim, we encourage the Department for Work and Pensions 

(DWP) to ensure that any strategies to increase the opportunity for in-work 

progression are driven by the principles underpinning that duty to actively 

consider how inequalities of outcome arising from socio-economic 

disadvantage can be reduced.  Decisions should take account of evidence 

and potential impact and be informed by consultation and engagement to 

understand the views and needs of those impacted by the decision. 

13. Workers’ rights are also protected in a number of legally binding international 

human rights treaties that the UK has ratified. In particular, the International 

Covenant on Economic, Social and Cultural Rights (ICESCR)  guarantees the 

right to just and favourable conditions of work, without discrimination, 

including the right to safe and healthy working conditions.6The UN Convention 

on the Rights of Persons with Disabilities (CRPD) guarantees the right of 

disabled people to work on an equal basis with others, and requires 

reasonable adjustments to be provided in the workplace.7  

The UN Convention on the Elimination of all forms of Discrimination Against 

Women (CEDAW)8 and the UN Convention on the Elimination of Racial 

                                            
5 EHRC submission WESC Inquiry evidence on coronavirus and the impact on people with protected 
characteristics 
 
6 Article 6 of ICESCR protects the right to work, and Article 7 of ICESCR sets out the right to just 
and favourable conditions of work. This entails in particular the right to fair wages and equal 
remuneration for work of equal value, and a decent living for workers and their families. It also 
includes the right to safe and healthy working conditions. Article 2 of ICESCR guarantees these 
rights without discrimination.   
7 See Article 27 of CRPD, which also prohibits discrimination against disabled people in recruitment, 
hiring, employment and career advancement.   
8 Article 11 of CEDAW sets out the State’s obligation to eliminate discrimination against women in 

the field of employment, including their obligation to prevent discrimination against women on the 
grounds of marriage or maternity. It also identifies the right to:  

 equal employment opportunities, and the application of the same criteria for selection;  

https://humanrightstracker.com/en/un-treaty/icescr/
https://humanrightstracker.com/en/un-treaty/icescr/
https://humanrightstracker.com/en/un-treaty/crpd/
https://humanrightstracker.com/en/un-treaty/crpd/
https://humanrightstracker.com/en/un-treaty/cedaw/
https://humanrightstracker.com/en/un-treaty/cedaw/
https://humanrightstracker.com/en/un-treaty/cerd/
https://www.equalityhumanrights.com/sites/default/files/parliamentary-briefing-wec-response-evidence-on-coronavirus-impact-on-people-with-protected-characteristics-1-may-2020.docx
https://www.equalityhumanrights.com/sites/default/files/parliamentary-briefing-wec-response-evidence-on-coronavirus-impact-on-people-with-protected-characteristics-1-may-2020.docx
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Discrimination (CERD) 9 also protect the rights to work and to just and 

favourable working conditions, without discrimination.  

14. The ICESCR Committee states the importance of equal opportunity for 

everyone to be promoted in their employment. This includes all workers 

having the right to equal opportunity for promotion through fair, merit-based 

and transparent processes, subject to no considerations other than those of 

seniority and competence. This should also include an assessment of 

individual circumstances, as well as the different roles and experiences of 

men and women. This also requires measures to reconcile work and family 

responsibilities, including affordable day-care services for children and 

dependent adults.10   

15. To improve in-work progression we recommend: 

 

 All government departments and other public authorities must comply 

with the Public Sector Equality Duty (PSED) by assessing the potential 

and actual impact of policies as they are developed, monitored and 

implemented, and stop or adapt them when evidence shows they can 

lead to unlawful discrimination or disproportionately adversely affect 

people with particular protected characteristics. 

 

 We encourage the DWP to ensure that any strategies to increase the 

opportunity for in-work progression are driven by the principles 

underpinning the socio-economic duty.  

 The UK Government should legislate to extend the right to request 

flexible working to apply from day one in all jobs,  and require 

employers to offer and advertise all jobs, including the most senior, on a 

flexible and part-time basis unless there is a genuine business reason 

that means these steps aren’t  possible  

                                            
 free choice of profession, the right to promotion, job security and all benefits and conditions of 

service, and the right to receive training, including apprenticeships;  

 equal remuneration, including benefits, and equal treatment in respect of work of equal value;  

 social security and paid leave; and  

 protection of health and safety in working conditions, including where it relates to women’s 
reproductive health.  
9 Similarly, Article 5 of CERD sets out the State’s obligation to guarantee rights without discrimination 
on the basis of ‘race, colour, or national or ethnic origin’. In relation to work, it identifies the right to 
free choice of employment, just and favourable working conditions, protection against unemployment, 
equal pay for equal work and to form/join trade unions.   
10 ICESCR Committee, article 7 in its General Comment No. 23. (paras 31-33) 
 

https://humanrightstracker.com/en/un-treaty/cerd/
https://tbinternet.ohchr.org/_layouts/15/treatybodyexternal/Download.aspx?symbolno=E%2fC.12%2fGC%2f23&Lang=en
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 To address gender pay inequality, we urge the Government to make time 

bound, target driven action plans mandatory as part of the Gender Pay 

Gap Reporting Regulations, enforceable by the EHRC; 

 The UK Government to introduce mandatory monitoring and reporting 

on the recruitment, retention and progression of disabled people and 

ethnic minority groups for employers with over 250 staff by April 2022 

and to also introduce mandatory action planning for employers to 

address the factors contributing to disability and ethnicity employment 

and pay gaps;  

 We also recommend that, before doing so, the UK Government reviews 

its existing proposals on ethnicity pay reporting, undertakes an 

evaluation of the Voluntary Disability Reporting Framework, and works 

with the EHRC  and the Office for National Statistics to develop 

standardised classification systems and practical guidance on 

consistent data collection and reporting for employers; 

 

Specific barriers to progression in the areas of retail, hospitality, construction, 

business support services and care work 

16. The Resolution Foundation reported in June 2020 that women in 

employment were more likely to be in shutdown sectors such as hospitality 

and retail than men in employment11, and that women were more likely to 

be in low pay, with 19 per cent of women paid below two-thirds of the 

median compared to 12 per cent of men.12  Disabled people, who already 

face significant challenges in securing and maintaining employment13, and 

ethnic minority workers are also more likely to work part-time, in insecure, 

lower paid or lower skilled roles14.  

17. As set out above, due to pre-existing labour market gender inequalities 

women are more likely to face significant barriers to progressing their 

career. They are more likely to work in part-time low paid employment in are 

                                            
11 Resolution Foundation (2020), The Full Monty. Facing up to the challenge of the coronavirus labour 
market crisis.  
12 Resolution Foundation (2020), A new settlement for the low paid: Beyond the minimum wage to 
dignitity and respect 
13 https://www.equalityhumanrights.com/sites/default/files/being-disabled-in-britain.pdf  
14 Disabled people are more likely to be self-employed 
https://www.leonardcheshire.org/sites/default/files/2020-04/Employment-Coronavirus-policy-
briefing.pdf or in part time, lower skilled or lower paid employment 
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/87
5199/employment-of-disabled-people-2019.pdf 

https://www.resolutionfoundation.org/publications/the-full-monty/
https://www.resolutionfoundation.org/app/uploads/2020/06/A-new-settlement-for-the-low-paid.pdf
https://www.resolutionfoundation.org/app/uploads/2020/06/A-new-settlement-for-the-low-paid.pdf
https://www.equalityhumanrights.com/sites/default/files/being-disabled-in-britain.pdf
https://www.leonardcheshire.org/sites/default/files/2020-04/Employment-Coronavirus-policy-briefing.pdf
https://www.leonardcheshire.org/sites/default/files/2020-04/Employment-Coronavirus-policy-briefing.pdf
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/875199/employment-of-disabled-people-2019.pdf
https://assets.publishing.service.gov.uk/government/uploads/system/uploads/attachment_data/file/875199/employment-of-disabled-people-2019.pdf


 

 

 

 

 

6 

over-represented in health and social care,15 childcare and education 

sectors, as well as currently shut-down sectors such as hospitality and retail  

low pay sectors that account for about a quarter of all employment in the UK 

economy.  

18. Working in low-paid sectors may be due to barriers limiting access to higher 

level roles, such as lack of flexible work or childcare, or may be as a result 

of having low level skills. It also reflects the changing nature of work with 

increasing numbers of workers on agency or zero-hours contracts or those 

in the ‘gig economy’. Workers on these contracts are less likely to get 

training or opportunities to progress.  

19.  In addition, evidence suggests that employees may be reluctant to engage 

in job progression if it requires significant time investment for slight financial 

gain, reduced flexibility or additional responsibilities with the expectation of 

working unpaid hours16.Employer attitudes further exacerbated this as it 

was found that non-measurable and unquantifiable attributes such as 

having a positive outlook, aptitude, and being the ‘right fit’ could lead to 

progression more than in-work training.  

20. While career pathways are more evident in managerial and professional 

occupations regardless of organisational size, many low-paid jobs are not 

connected into job ladders. Low paid, insecure or seasonal work and jobs 

with a high churn rate all have flatter structures that are a barrier to 

progression17. 18 

21. The lack of and poor management of flexible working is another barrier to 

job progression. Part time and flexible working are important ways of 

enabling many people to participate in the labour market, for example those 

with caring responsibilities, young people and disabled people. However 

part-time work is predominantly only available for low paid, low skilled jobs 

where women, disabled people and ethnic minorities are over-

                                            
15 According to the Women’s Budget Group, 77% of healthcare staff are women. 83% of those 
working in social care are women, and around 21% are ethnic minorities. See Women’s Budget 
Group (April 2020), Crises Collide: Women and Covid-19 
16 Wales Centre for Public Policy 2018 Promoting job progression in low pay sectors 
 
17 Joseph Rowntree Foundation 2014 Improving progression in low-paid, low-skilled retail, catering 
and care jobs examined the progression of low-paid workers in the retail, catering and care sectors of 
the economy. A large proportion of workers in each of these sectors is employed in lower-level and 
low-paid occupations, or on part-time or temporary contracts, and are less likely to get training or 
opportunities to progress.  
18 ‘We know that ethnic minority workers have been disproportionately impacted by the coronavirus 
pandemic, and have launched an inquiry to look specifically at low paid ethnic minority workers in the 
health and social care sector across England, Scotland and Wales. We will consider a range of 
factors including how employment status, workplace policies and opportunities for training and in work 
progression may have led to unequal treatment and outcomes 

https://wbg.org.uk/wp-content/uploads/2020/04/FINAL.pdf
https://www.wcpp.org.uk/wp-content/uploads/2018/11/Promoting-job-progression-in-low-pay-sectors.pdf
https://www.jrf.org.uk/report/improving-progression-low-paid-low-skilled-retail-catering-and-care-jobs
https://www.jrf.org.uk/report/improving-progression-low-paid-low-skilled-retail-catering-and-care-jobs
https://www.equalityhumanrights.com/en/ymchwiliadau-ac-archwiliadau/inquiry-racial-inequality-health-and-social-care-workplaces
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represented.19 We also know that employers do not offer flexible ways of 

working for many full-time roles, especially in senior roles. Taking action to 

provide flexible working options at all levels will increase opportunities for 

women. It will widen the pool of talent available to employers, particularly for 

women but also for fathers who increasingly seek greater work/life balance  

and people with other caring responsibilities and lifestyles. Increasing 

opportunities for flexible working in higher grades will also help address 

occupational segregation, helping to reduce pay gaps20. 

22. Flexible working can also be a reasonable adjustment that supports 

disabled people to stay in work and access development opportunities. 

EHRC research21 found that disabled people believed they could have 

stayed in their jobs if offered appropriate support or adaptation, particularly 

opportunities for flexible working. 

23. Studies with retail, hospitality and tourism workers similarly show that the 

added responsibility and time commitment associated with higher graded 

roles were not thought to be worth a sacrifice of work-life balance for little 

additional pay22. 

 

 

Impact of progression pathways and other initiatives on businesses 

24. Where progression pathways work well, employers benefit from, for example, 

improved quality of performance and reduced costs associated with staff 

turnover. Workers can benefit from multiple routes out of low-skilled, low-paid 

work. Where they are not in place it can lead to high staff turnover costs, 

recurrent skills gaps and inadequate employer training in these sectors 

suggesting there are commercial benefits to improving staff retention and 

progression. Structured career development at lower levels in organisations – 

such as linking job roles with development opportunities, encouraging peer-to-

peer learning and having ‘champions’ to promote the progression of low-paid 

staff – is vital to improve workers’ progression, motivation and commitment. 

25. Research from Working Families’ shows that striving for more flexible and 

family-friendly workplaces pays dividends for employers. Nearly three in five 

                                            
19 Flexible working and part time working has also been shown to be a useful way of helping older 
people in work, keeping valuable skills and knowledge in the workplace. This is particularly important 
for women returning from maternity leave or adoption leave, or for those who are ‘sandwich carers’, 
with additional responsibilities for older or disabled family members. 
20 Fair opportunities for all: A strategy to reduce pay gaps in Britain EHRC 2018 
21 Fair opportunities for all: A strategy to reduce pay gaps in Britain EHRC 2018 
 
22 Wales Centre for Public Policy 2018 Promoting job progression in low pay sectors 
 

https://www.equalityhumanrights.com/en/publication-download/fair-opportunities-all-strategy-reduce-pay-gaps-britain
https://www.equalityhumanrights.com/sites/default/files/pay-gaps-strategy-fair-opportunities-for-all.pdf
https://www.wcpp.org.uk/wp-content/uploads/2018/11/Promoting-job-progression-in-low-pay-sectors.pdf
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parents (58%) in the 2019 Modern Families Index 23 reported having a flexible 

and family-friendly employer would make them more likely to stay. Over half 

(55%) said it would make them more motivated and productive. The Women’s 

Business Council similarly found that 76% of employers reported that flexible 

working improved staff retention and 73% reported that it improved staff 

motivation24. 

 The Commission calls for part-time, job-share and other types of flexible 

working to be available at all levels of organisations, even for the most senior 

roles. Flexible and part-time working should not be an obstacle to career 

development and promotion. The Government has previously committed to 

consulting on making flexible working a day one right, and we urge the UK 

Government to legislate to extend the right to request flexible working to 

apply from day one in all jobs, and require employers to offer and 

advertise all jobs, including the most senior, on a flexible and part-time 

basis unless there is a genuine business reason that means these steps 

aren’t possible. 

 

Benefits of identifying and nurturing existing talent 

26. The main benefits of identifying and nurturing existing talent include greater 

commitment on the part of employees, retention of expertise and 

organisational knowledge, increased productivity at lower levels because of 

clear career progression routes and reduced staff turnover and financial 

costs. The Confederation of British Industry (CBI) report25 that “developing 

and growing quality training programmes has huge benefits in terms of staff 

retention, satisfaction, and overall productivity”. 

27. One way of demonstrating a commitment to nurturing talent is the use of 

target driven, time-limited action plans setting out the steps an employer will 

take to eliminate barriers to progression and occupational segregation. Our 

recent survey26 of employees working in firms that had published their 

gender pay gap data revealed that over 60% of women would be more likely 

to apply for a job with an employer with a lower pay gap. In addition, over 

half (56%) of women said that working at an organisation with a gender pay 

gap would reduce how motivated they felt in their role.  

                                            
23 Modern Families Index 2019 
24 Women’s Business Council (June 2013) Maximising women’s contribution to future economic 
growth   
 
25 CBI 2019 The importance of upskilling and retraining in a modern economy  
26 EHRC 2018 Closing the Gender Pay Gap 
 

https://www.workingfamilies.org.uk/wp-content/uploads/2019/02/BH_MFI_Report_2019_Full-Report_Final.pdf
http://womensbusinesscouncil.co.uk/wp-content/uploads/2017/02/DCMS_WBC_Full_Report_v1.0-1.pdf
http://womensbusinesscouncil.co.uk/wp-content/uploads/2017/02/DCMS_WBC_Full_Report_v1.0-1.pdf
https://www.cbi.org.uk/media/3715/employer-and-lifelong-learning-report.pdf
https://www.equalityhumanrights.com/sites/default/files/closing-the-gender-pay-gap_0.pdf
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28. As enforcer of the Gender Pay Gap Regulations27 which requires employers 

with over 250 employees to publish their gender pay data, the Commission 

has long called for employers to publish an accompanying narrative report 

and action plan when publishing their gender pay gap figures. The narrative 

is a valuable opportunity for employers to publicly set out the reasons for 

any gaps and also to explain what they intend to do to mitigate. 

29. Publishing accompanying narrative reports and action plans can help 

employers to attract and retain employees through a visible commitment to 

addressing the gender pay gap that showcases the organisation as fair and 

progressive; communicate a positive statement of intent to customers, 

shareholders and other stakeholders, helping to enhance reputation and 

brand; and provide the basis of meaningful employee engagement on the 

gender pay gap, building trust and securing buy-in for any proposed 

solutions. 

30. This is why we have been calling on the Government to make time 

bound, target driven action plans mandatory as part of Gender Pay 

Reporting, and to introduce mandatory monitoring and reporting on 

the recruitment, retention and progression of disabled people and 

ethnic minority groups for employers with over 250 staff by April 2022 

and introduce mandatory action planning to address the factors 

contributing to disability and ethnicity employment and pay gaps.   

How to embed a culture of lifelong learning in the workforce 

31. Lifelong learning is essential to enhance people’s employment prospects. 

Literacy and numeracy levels in the UK are poor compared with a number of 

countries in the Organisation for Economic Co-operation and Development 

(OECD), especially for younger people. The UK has one of the strongest 

associations between socio-economic background and literacy/numeracy 

among OECD countries. Furthermore, the proportion of disabled people 

with no qualifications is nearly three times that of non-disabled people.  

32. Lifelong learning is particularly important for at-risk groups, for example 

prisoners, whose literacy skills are very poor. However older and low-skilled 

workers are at particular risk of disengagement from training and lifelong 

learning. Access to regular, on-the-job training opportunities is reducing at a 

time when the importance of lifelong learning is growing28. 

33. The Commission’s earlier work on eliminating pregnancy and maternity 

discrimination in the workplace set out the importance of leadership on 

                                            
27 The Equality Act 2010 (Gender Pay Gap Information) Regulations 2017 and The Equality Act 2010 
(Specific Duties and Public Authorities) Regulations 2017 
28 Equality and Human Rights Commission (‘EHRC’) (2018), Is Britain Fairer?   

http://www.legislation.gov.uk/ukdsi/2017/9780111152010
https://www.legislation.gov.uk/ukdsi/2017/9780111153277/contents
https://www.legislation.gov.uk/ukdsi/2017/9780111153277/contents
https://www.equalityhumanrights.com/en/publication-download/britain-fairer-2018
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lifelong learning from the top down, building confidence through effective 

communications, and providing training and support for managers in order 

to ensure that workplace strategies on inclusion are progressive and 

meaningful29.  In addition, any initiatives need to be monitored and 

assessed for impact, which can be done as part of action planning, as set 

out above. We believe this approach is directly relevant to embedding a 

culture of lifelong learning in the workplace. 

 

The role of the Jobcentres in supporting progression 

34. The Equality Act 2010 includes the Public Sector Equality Duty, which 

requires all public authorities to take active steps to consider equality when 

exercising their functions. As a public body, Jobcentre Plus must ensure 

that its strategies on work progression are informed by equality 

considerations so that work coaches tailor their advice to address the 

specific needs of protected characteristic groups defined by the Equality 

Act.  

35. For example research by the Young Women’s Trust30 in response to the 

Secretary of State’s announcement in May 2019 that job centres will focus 

on career progression, found that job centres were failing young women, 

and called for job seekers to be given personalised and flexible support that 

takes account of any barriers. In particular work coaches should conduct 

regular reviews of any additional needs; develop a holistic understanding of 

job-seekers’ situations and aspirations and provide private and non-

judgmental spaces so young job seekers can discuss any issues they are 

facing which may be having an impact on their ability to seek work such as 

financial or domestic problems. . 

36. Jobcentre Plus services should also measure work coaches’ success using 

longer term outcome indicators such as improved employment and 

education outcomes broken down by protected characteristics, rather than 

numerical indicators, and ensure that this information is used to revise and 

improve future progression and employment strategies. 

 

                                            
29 https://www.equalityhumanrights.com/en/publication-download/working-forward-best-practice-
guidance-employers  
30 https://www.youngwomenstrust.org/jobcentre-plus-research 
 

https://www.equalityhumanrights.com/en/publication-download/working-forward-best-practice-guidance-employers
https://www.equalityhumanrights.com/en/publication-download/working-forward-best-practice-guidance-employers
https://www.youngwomenstrust.org/jobcentre-plus-research
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Further information 

The Equality and Human Rights Commission is a statutory body established under 

the Equality Act 2006. Find out more about the Commission’s work on our website. 

For more information, please contact:  

Heather Hunt 

Email: heather.hunt@equalityhumanrights.com 

http://www.equalityhumanrights.com/
mailto:heather.hunt@equalityhumanrights.com

