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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. 

Summary 

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

review of employment rights for survivors of domestic abuse. As there is little recent 

evidence on the impact of domestic abuse in the workplace, this review is much 

needed. Domestic abuse has a profound impact on survivors which extends beyond 

the home environment. The unprecedented increase in domestic violence and the 

rapid rise in home-working as a result of social distancing measures since the onset 

of the pandemic means Governments and employers should use their powers and 

resources to keep those who are experiencing domestic abuse safe at home and 

safe at work.   

 

4. To strengthen and enhance support for survivors of domestic abuse in the 

workplace we recommend: 

 That the UK and devolved Governments continue to ensure that 

addressing the rise in domestic abuse is integral in the response to 

Covid-19 including improving funding for and access to services for survivors 

 The UK Government ensures migrant survivors can access equal 

protection and support during the pandemic, including refuge 

accommodation 

 The UK Government ratifies the Istanbul Convention in line with its 

earlier commitments. 

 That employers implement and promote a domestic abuse policy and 

consider offering survivors paid leave, financial support or relocation if 

possible 
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 The UK Government legislates for 10 days paid leave for survivors of 

domestic abuse in line with the recommendation by UN Women1. 

 The UK Government legislates to extend the right to request flexible 

working to apply from day one in all jobs unless there is a genuine 

business reason that means this isn’t possible, and 

 Requires 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 this isn’t possible. Providing increased 

flexibility in the workplace at what is an extremely difficult time may help 

survivors in employment. 

 

How international human rights obligations relate to domestic abuse 

5. Although men can be victims of domestic abuse, it is a gendered crime that 

disproportionately impacts women and girls.2 It is also an abuse of human rights. 

Both domestic and international equality and human rights law impose positive 

obligations on the UK Government to prevent and protect women from domestic 

abuse. Under the UN Convention on the Elimination of Discrimination against 

Women (CEDAW), which is binding in international law, the UK Government has 

committed to take all appropriate measures to eliminate all forms of discrimination 

against women, including gender-based violence.3 The CEDAW Committee’s 

general recommendation 35 emphasises that gender-based violence in the form of 

domestic violence constitutes discrimination against women, and may amount to 

torture or cruel, inhuman or degrading treatment.4 The Government has a due 

diligence obligation to prevent, investigate, prosecute and punish such acts.5  

 

6. The Council of Europe Convention on preventing and combatting violence against 

women and domestic violence6 (Istanbul Convention), which the UK Government 

signed in 2012 and committed to ratifying, requires that victims of gender-based 

                                            
1 UN Women report The Covid 19 Shadow Pandemic. Domestic Violence in the World of Work 
 
2 See Crime Survey for England and Wales 2019. 
3 Gender-based violence is defined as violence that disproportionately affects women or which is 
directed against women because they are women, see UN Committee on the Elimination of 
Discrimination against Women, General recommendation no. 19 on violence against women, para 6. 

4 UN Committee on the Elimination of Discrimination against Women, General recommendation no.35 
on violence against women. 

5 Ibid. See also General recommendation no. 28 on the core obligations of state parties under article 2 
of the Convention, para 19. 

6 Council of Europe Convention on Preventing and Combating Violence against Women (Istanbul 
Convention) 
 

https://www.weps.org/sites/default/files/2020-05/COVID-19%20DOMESTIC%20VIOLENCE%202020%20%28FINAL%29.pdf
https://www.ons.gov.uk/releases/domesticabuseinenglandandwales
https://tbinternet.ohchr.org/Treaties/CEDAW/Shared%20Documents/1_Global/INT_CEDAW_GEC_3731_E.pdf
https://tbinternet.ohchr.org/Treaties/CEDAW/Shared%20Documents/1_Global/CEDAW_C_GC_35_8267_E.pdf
https://tbinternet.ohchr.org/Treaties/CEDAW/Shared%20Documents/1_Global/CEDAW_C_GC_35_8267_E.pdf
https://documents-dds-ny.un.org/doc/UNDOC/GEN/G10/472/60/PDF/G1047260.pdf?OpenElement
https://documents-dds-ny.un.org/doc/UNDOC/GEN/G10/472/60/PDF/G1047260.pdf?OpenElement
https://www.coe.int/fr/web/conventions/full-list/-/conventions/rms/090000168008482e
https://www.coe.int/fr/web/conventions/full-list/-/conventions/rms/090000168008482e
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violence are protected without discrimination on any ground, including migrant or 

refugee status.7CEDAW further requires the Government in its policies to place 

particular emphasis on those who are most marginalised, including women who are 

migrants, refugees, seeking asylum or stateless.8  We recommend the UK 

Government ratify the Istanbul Convention.9 

 

Devolved administrations: Scottish and Welsh Governments’ approach 

7. In recent years, both governments in Scotland and Wales have legislated to 

address domestic abuse. The Domestic Abuse (Scotland) Act 201810 came into 

effect on 1 April 2019 and has allowed the prosecution of a range of coercive and 

controlling behaviours which are so harmful to victims, but which were not previously 

criminal. The Scottish Government includes domestic abuse within its Equally Safe 

Strategy11, which highlights the link between domestic abuse and the systemic 

barriers to work for women. As part of this strategy they published guidance for local 

authorities on supporting employees affected by violence against women, work and 

Covid-19.12 The guidance outlines the impact of Covid -19 on women’s experiences 

of violence ; provides information on how to recognise signs; and sets out best 

practice for responding to and supporting employees disclosing or reporting violence 

against women. 

 

8. While the Welsh Government has been active in addressing the impact of 

domestic abuse, bringing into force the Violence against Women, Domestic Abuse 

and Sexual Violence (Wales) Act 2015 13and producing a National Strategy from 

2016 to 202114, which aims to improve prevention, protection and support for people 

affected by violence against women, domestic abuse and sexual violence, there is 

no specific guidance on the needs of domestic abuse survivors in the workplace. 

However they do encourage employers to develop robust workplace polices to 

support employees who may be victims of domestic abuse, violence or stalking.15  

                                            
7 Council of Europe Convention on Preventing and Combating Violence against Women (Istanbul 
Convention), article 4, paragraph 3.  

 

8 UN Committee on the Elimination of Discrimination against Women, General recommendation no. 28 
on the core obligations of state parties under article 2 of the Convention, para 26. 

9 Written statement made on 31 October 2019 - Istanbul Convention Ratification: 2019 Report on 
Progress https://questions-statements.parliament.uk/written-statements/detail/2019-10-31/HCWS58  
10 Domestic Abuse (Scotland) Act 2018 
11 Scottish Government 2018 Equally Safe: Scotland's strategy to eradicate violence against women 
12 Equally Safe at Work Guidance on violence against women, work and Covid-19 
13 Violence against Women, Domestic Abuse and Sexual Violence (Wales) Act 2015 
14  Welsh Government  Welsh Government National Strategy  
15 Welsh Government Cross government delivery framework 2018-201  

https://www.coe.int/fr/web/conventions/full-list/-/conventions/rms/090000168008482e
https://www.coe.int/fr/web/conventions/full-list/-/conventions/rms/090000168008482e
https://documents-dds-ny.un.org/doc/UNDOC/GEN/G10/472/60/PDF/G1047260.pdf?OpenElement
https://documents-dds-ny.un.org/doc/UNDOC/GEN/G10/472/60/PDF/G1047260.pdf?OpenElement
https://questions-statements.parliament.uk/written-statements/detail/2019-10-31/HCWS58
https://www.legislation.gov.uk/asp/2018/5/contents/enacted
https://www.gov.scot/publications/equally-safe-scotlands-strategy-prevent-eradicate-violence-against-women-girls/
https://www.equallysafeatwork.scot/resources-1/
https://www.legislation.gov.uk/anaw/2015/3/contents/enacted
https://gov.wales/violence-against-women-domestic-abuse-and-sexual-violence-strategy-2016-2021
https://gov.wales/violence-against-women-domestic-abuse-and-sexual-violence-cross-government-delivery-framework-2018
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We urge the UK Government to work with the Welsh Government to ensure 

that any proposals emerging from this review are appropriate for the devolved 

context in Wales.  

 

Increase of domestic abuse 

9. The coronavirus pandemic has led to increases in domestic abuse in the UK,16 

with the UN Population Fund (UNFPA), predicting that there will be at least 15 million 

more cases of domestic abuse around the world this year as a result of the 

pandemic restrictions.17 

 

While we welcome the steps that have been taken in this regard , the Commission 

considers that the government must continue improve the support services 

available to survivors, ensuring sufficient funding for specialist services, 

including ring-fenced funding for services led by and for survivors sharing 

protected characteristics.18 Improving services so survivors can get specialist help 

more easily will make it more likely for survivors to be able to stay in employment. 

 

Most migrant survivors who are subject to the ‘no recourse to public funds’ condition 

are currently unable to access support for domestic abuse (being unable to access 

refuge services).19 It is therefore crucial that the UK Government ensures 

migrant survivors can access equal protection and support during the 

pandemic, including refuge accommodation. This is also important in an 

employment context, as some migrant workers are concentrated in low paid, 

insecure or part time work20, with low awareness of rights21, and are less able to 

withstand loss of earnings.  

 

Domestic abuse: a workplace issue 

10. The physical workplace is often a place of safety for those experiencing domestic 

abuse, but with the introduction of social distancing measures that option has gone 

                                            
16 iNews (April 2020), Domestic abuse deaths during coronavirus lockdown are three times higher 
than last year, statistics show; BBC (April 2020), UK lockdown: Calls to domestic abuse helpline jump 
by half; LSE (July 2020), Big rise in domestic abuse calls during lockdown. 
17 UNFPA (April 2020), Impact of the COVID-19 Pandemic on Family Planning and Ending Gender-
based Violence, Female Genital Mutilation and Child Marriage. 
18 See Equality and Human Rights briefings on the Domestic Abuse Bill. 
19 See eg. Women’s Aid (2019), Nowhere to Turn: Findings from the Third Year of the No Woman 
Turned Away Project, p.30. 
20 The Migration Observatory Jul 2019 Migrants in the UK Labour Market: An Overview 
21 Fundamental Rights Agency Protecting migrant workers from exploitation  

https://www.unfpa.org/resources/impact-covid-19-pandemic-family-planning-and-ending-gender-based-violence-female-genital
https://inews.co.uk/news/domestic-abuse-coronavirus-lockdown-uk-deaths-statistics-2550949
https://inews.co.uk/news/domestic-abuse-coronavirus-lockdown-uk-deaths-statistics-2550949
https://www.bbc.co.uk/news/uk-52433520
https://www.bbc.co.uk/news/uk-52433520
https://www.lse.ac.uk/News/Latest-news-from-LSE/2020/g-July-20/Big-rise-in-domestic-abuse-calls-during-lockdown
https://www.unfpa.org/resources/impact-covid-19-pandemic-family-planning-and-ending-gender-based-violence-female-genital
https://www.unfpa.org/resources/impact-covid-19-pandemic-family-planning-and-ending-gender-based-violence-female-genital
https://www.equalityhumanrights.com/en/legal-responses/parliamentary-briefings
https://www.womensaid.org.uk/wp-content/uploads/2019/12/Nowhere-to-Turn-2019-Full-Report.pdf
https://www.womensaid.org.uk/wp-content/uploads/2019/12/Nowhere-to-Turn-2019-Full-Report.pdf
https://migrationobservatory.ox.ac.uk/resources/briefings/migrants-in-the-uk-labour-market-an-overview/
https://fra.europa.eu/en/publication/2019/victims-severe-labour-exploitation/fra-opinions
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for many workers22, leaving some women isolated from their support networks. Being 

confined and isolated during a lockdown, along with added stresses, tension and 

financial insecurity, may exacerbate existing abuse and control or it may occur for 

the first time.  

 

11. Working remotely during the pandemic has made reporting and seeking help 

even harder, particularly if a survivor is unable to leave the house to go to work or 

carry out other routine tasks. Simply making a call privately may be impossible, and 

with the additional challenge of not being able to talk to colleagues or a manager and 

access information, services and support confidentially during working hours, 

survivors face increased risk. Employers have a ‘duty of care’ to their employees 

working remotely from home and are in a good position to support those who may be 

affected by domestic abuse. More details on what a duty of care involves can be 

found in the ‘practical steps employers can take’ section below.  

 

12. Once the crisis is over, employers expect that the proportion of people working 

from home on a regular basis will increase to 37% compared to 18% before the 

pandemic23.  Keeping people safe in their workplace will therefore be an increasing 

priority for employers, who are in a strong position to create supportive and inclusive 

workplace cultures, which in turn can contribute to increased morale and 

productivity. 

 

13. Domestic abuse is a major barrier to women’s participation in work, education 

and training, and on career progression. It may happen behind closed doors but it 

has far reaching consequences and has an impact on the working lives of those 

living with an abusive partner. Domestic abuse can have devastating physical, 

economic and psychological consequences for survivors, and can make it difficult to 

sustain meaningful employment: domestic abuse survivors report that their abusers 

often disrupt their work, preventing them from seeking work, causing them to leave 

their job, or losing out on career opportunities because of the abuse.24 

 

14. For those experiencing abuse at home the workplace can be a place of refuge 

with supportive colleagues. However evidence shows that 75% of those enduring 

                                            
22 ONS labour market survey showed in April 2020 46% of people worked at home for some of the 
time. 
 
23 CIPD employer survey 
24 Economic Security for Survivors Dreams Deferred A Study on the Impact of Partner Violence on 
Survivor’s Education, Careers and Economic Security 
 

https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/employmentandemployeetypes/bulletins/coronavirusandhomeworkingintheuk/april2020#main-points
https://www.cipd.co.uk/about/media/press/home-working-increases
https://nnedv.org/wp-content/uploads/2019/07/Library_EJ_Summit_2019_Economic-Effects_Abuse.pdf
https://nnedv.org/wp-content/uploads/2019/07/Library_EJ_Summit_2019_Economic-Effects_Abuse.pdf
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domestic abuse are targeted at work25. This abuse can range from harassing phone 

calls, abusive partners arriving at the office unannounced, to physical assaults. 

 

15. Every year, more than one in five victims of domestic abuse take time off work 

because of abuse and two per cent lose their jobs as a direct result of the abuse26. 

While there is no recent research into the impact of domestic abuse in the 

workplace, earlier reviews found that 20 per cent of victims of domestic abuse had to 

take a month or more off work in the previous year due to the abuse27. Domestic 

abuse also has an impact on attendance patterns with 56 per cent of abused women 

arriving late for work at least five times a month and 53 per cent miss at least three 

days of work a month.28  Evidence also shows that 40% of those experiencing 

domestic abuse had been prevented from getting to work by their abuser, most 

commonly through physical restraint (72%) followed by threats (68%). 

 

16. A study commissioned by KPMG and Vodafone in November 2019 estimated 

that £316m in economic output is lost by UK businesses each year as a result of the 

work absences related to domestic abuse. Furthermore, the potential loss of 

earnings per woman in the UK as a result of abuse having negative impacts on 

career progression, is estimated to be £5,800 each year, which contributes further to 

the gender pay gap29.  

 

17. That research also found that half of those experiencing domestic abuse said 

their work colleagues were affected too, causing additional adverse impacts to 

employee performance through resentment and frustration in the workplace by 

colleagues and team members who are unaware of the issues the survivor is facing 

or having to undertake additional tasks as a result of the impact on attendance or 

productivity of workers experiencing domestic abuse. Those that may suspect their 

colleague is in an abusive relationship are usually ill-equipped to respond 

appropriately and may also take on a lot of responsibility for them as well as try to 

cover for them or protect them, which could impact on their own productivity and 

mental health. 30 

 

                                            
25 Violence against women, domestic abuse and sexual violence workplace policies 
26 Walby, S & Allen, J Domestic Violence, Sexual Assault and Stalking: Findings from the British 
Crime Survey Home Office Research, Development and Statistics Directorate, March 2004  
27 TUC Domestic Violence and the Workplace 2014 
28 TUC Domestic Violence and the Workplace 2014 
29  Research 2019 How domestic abuse affects UK workplaces 
30 Organisation for Responsible Business Domestic Abuse in the Workplace June 2020 
 

https://www.equalityhumanrights.com/sites/default/files/violence-against-women-domestic-abuse-sexual-violence-workplace-policies.pdf
http://www.research.lancs.ac.uk/portal/en/publications/domestic-violence-sexual-assault-and-stalking(3f12e822-723a-4f01-aa30-061f3222f343).html
http://www.research.lancs.ac.uk/portal/en/publications/domestic-violence-sexual-assault-and-stalking(3f12e822-723a-4f01-aa30-061f3222f343).html
https://www.tuc.org.uk/sites/default/files/Domestic_Violence_And_The_Workplace_0.pdf
https://www.tuc.org.uk/sites/default/files/Domestic_Violence_And_The_Workplace_0.pdf
https://newscentre.vodafone.co.uk/press-release/new-research-shows-how-domestic-violence-and-abuse-affects-uk-workplace/
https://www.orbuk.org.uk/2020/07/02/impact-domestic-abuse-in-workplace/
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18. It is clear, therefore, that the impact of domestic abuse on employees is a 

significant issue that needs to be considered by employers, and that the impact 

during the pandemic is likely to be even greater, with increased home working.  

 

Practical steps employers can take 

Domestic abuse policies and procedures 

 

18. Employers have a duty of care for the health, safety and wellbeing of their staff 

and are in a strong position to create a safe and supportive workplace environment. 

It is crucial that employers develop an effective framework around domestic abuse 

support for their employees.  

 

19. The Commission and the CIPD are currently refreshing our joint guidance on 

Managing and Supporting Employees Experiencing Domestic Abuse. The new 

guidance will be published in late September 2020.  

 

20. In this guidance we recommend that employers should have a domestic 

abuse policy to support employees affected by domestic abuse; enabling them to 

maximise their attendance and remain productive at work as well as aiding all 

employees, including managers, to effectively support team members and 

colleagues affected by domestic abuse. This policy should be developed in 

partnership with employees and their representatives, including recognised trade 

unions and staff networks. 

 

21. The guidance sets out several key principles which should underpin any policy, 

including 

 Ensuring there is increased flexibility for employees who are experiencing 

domestic abuse to help them through it, or for perpetrators who are 

undergoing support. 

 Providing support to employees involved in domestic abuse, whether 

survivors or perpetrators, to choose an appropriate course of action. 

 Offering protection for employees experiencing and seeking support for 

domestic abuse, and  

 Promoting awareness of policies and procedures to raise awareness of 

domestic abuse and what support is available for survivors and perpetrators. 
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Training 

 

22. The guidance also emphasises the importance of providing training to all staff on 

the implications of domestic abuse in the workplace and what the domestic abuse 

policy offers 

 

23. Employers should consider training a number of colleagues to act as Domestic 

Abuse Allies. These are colleagues who have been specially trained in dealing with 

disclosures of domestic abuse, and offer confidential support and sign-posting in the 

workplace to those experiencing domestic abuse and to colleagues and line 

managers. 

 

24. When developing policies and considering training employers should work with 

recognised trade union and/or staff networks to ensure employees are supported 

and have peers within the workplace who are committed to providing help and 

support and can provide expert assistance on workplace issues. 

 

Financial support and paid leave 

 

25. People experiencing domestic abuse are more likely to face financial hardship. 

We encourage employers to offer financial support if possible, including offers of a 

salary advancement to help survivors get through a period where they have no 

access to cash or money or their own money is being withheld by an abusive 

partner; and/or making changes to the method of salary payment or offering access 

to a financial adviser.  

 

26. The ability to take time off work without facing disciplinary action or losing out on 

pay is crucial for survivors of domestic abuse who are trying to flee an abusive 

relationship. Finding a new home, getting a place at a refuge, securing school places 

for children, seeking legal advice, opening a new bank account and seeking medical 

help and counselling all take time. In 2018 the New Zealand government introduced 

legislation that provides 10 days paid leave for survivors of domestic abuse31. In 

2020 the Welsh Government introduced paid leave for survivors of domestic abuse. 

They also wrote to all devolved public services to recommend they include a 

commitment in their special leave or domestic abuse policies to provide paid leave 

for staff experiencing domestic abuse.32  UN Women has since recommended that 

employers provide 10 days paid leave to survivors of domestic abuse33. We support 

                                            
31 Telegraph 2018 why the UK needs needs paid leave for domestic abuse like New Zealand 
32 Welsh Government  Paid leave for victims of domestic abuse 
33 UN report The Covid 19 Shadow Pandemic. Domestic Violence in the World of Work 

https://www.telegraph.co.uk/women/life/uk-needs-paid-leave-domestic-violence-victims-like-new-zealand/
https://gov.wales/public-sector-wales-encouraged-offer-paid-leave-victims-domestic-abuse
https://www.weps.org/sites/default/files/2020-05/COVID-19%20DOMESTIC%20VIOLENCE%202020%20%28FINAL%29.pdf
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this recommendation and urge Government to legislate for 10 days paid leave 

for survivors of domestic abuse. In the meantime, we would encourage employers 

to provide special paid leave for the survivors of domestic abuse in addition to other 

leave entitlements, if possible.  

 

Flexible working 

 

27. Providing flexible working at what is an extremely difficult time can keep 

survivors in employment. Employers should also offer flexibility in working hours to 

enable an employee to sort out financial, housing, legal and childcare issues. The 

flexibility required may differ in the short- and longer-term. Flexibility can include 

staggered start/finish times so people are not arriving late to work and so are not 

subject to disciplinary action, or changing their working pattern so the abuser does 

not know when they are arriving for work or leaving. The Government has previously 

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

Government to bring forward this consultation and legislate to extend the right 

to request flexible working to apply from day one in all jobs unless there is a 

genuine business reason that means this isn’t possible and to 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 this isn’t possible. 

  

Offering relocation to employees 

 

28. If possible, employers should look at relocation as some survivors may need to 

leave their area of usual work in order to escape the perpetrator and/or to receive 

additional support. Managers should work with the employee and senior staff to find 

ways for the survivor to keep their role or move to a comparable one. This may mean 

working from a different office or another safe place. 

 

29. Employers should have a list of local and national support and advice agency 

contacts they can signpost the survivor to 

 

The EHRC’s Approach to Domestic Abuse 
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30. As an employer, the Commission recognises the importance of supporting its 

employees and is committed to being an exemplar employer in relation to domestic 

abuse. It is a member of the Employers' Initiative on Domestic Abuse.  

 

31. In 2019 the Commission produced a new internal Domestic Abuse Policy, in 

conjunction with its recognised trade union and internal staff working group, drawing 

on advice and guidance from numerous internal and external sources.  The policy 

sets out the Commission’s position and its principles in relation to domestic abuse, 

and is supported by a procedure which sets out the support available for survivors 

and perpetrators, and tailors the guidance for different users. Supporting both of 

these documents is a conversation guide to help ensure all staff, whether line 

managers or employees, have access information on how to access and provide 

support when a colleague is affected by domestic abuse.  

 

32. In addition, as part of the policy review it was felt that there should be specially 

trained support in place for those who experience domestic abuse. In partnership 

with the trade union, who provided dedicated training, the Commission introduced 

Domestic Abuse Allies.  These are colleagues who have been specially trained in 

dealing with disclosures of domestic abuse, and offer confidential support and sign-

posting in the workplace to those making disclosures and to colleagues and line 

managers.  

 

33. Publication of the policy and procedure was accompanied with an all staff  

seminar about domestic abuse and the Commission’s new approach. The session 

included an external speaker from a domestic abuse refuge, and a presentation by 

the Domestic Abuse Allies explaining their role. Regular communications to staff on 

domestic abuse in the workplace are also issued which includes updates and blogs 

on the internal intranet by the Domestic Abuse Allies. The Commission has 

committed to reviewing and amending, where necessary, this policy on a regular 

basis.  

 

35. The Commission’s policy and procedure, and examples of staff communications, 

can be found in appendices attached to this submission.  

 

 

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. 

https://eida.org.uk/
http://www.equalityhumanrights.com/
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For more information, please contact:  

Heather Hunt 

Email: heather.hunt@equalityhumanrights.com 

mailto:heather.hunt@equalityhumanrights.com

