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For many people 2020 has been the worst year of their lives.

The Covid-19 pandemic has brought death and sickness to thousands of families in the UK, anxiety and 
disruption for all and the economy has experienced its worst downturn in more than 40 years.  It has also 
exposed and exacerbated deep and well hidden inequalities in our society.

The death rate amongst Black, Asian and ethnic minority (BAME) Britons has been more than double that of 
their white counterparts and disabled people have experienced higher death rates than the non-disabled. 
More than three quarters of frontline staff caring for the sick and elderly are women, often on low pay, 
doing more unpaid care work than men with mothers more likely to lose jobs than fathers.

These	inequalities	reflect	political	representation	too.	Women	make	up	only	one	third	of	the	House	of	
Commons,	only	63	MPs	are	BAME	and	a	mere	5	have	a	self-declared	disability.

Without diversity in politics, inequality can remain hidden and poorly considered in laws, policies and 
programmes. It should not take a pandemic to reveal that BAME communities are more susceptible to 
certain types of illness or suffer greater socio-economic disadvantage, or that women in the workforce do 
more low paid work and in more unsafe conditions than men.

The government wants the country to Build Back Better – we all do, and I couldn’t agree more. Better, more 
diverse political representation would ensure we understand all parts of society - not just the majority.

All political parties are committed to greater diversity, yet change is still not happening quick enough. One 
small step to Building Back Better would be for the government to be more open when it comes to data.

At this point there is no publicly available data on the diversity of candidates in this country. The 
government is allowing political parties to keep that data secret. We don’t know how many women step 
forward to be selected. We don’t know how many candidates from diverse backgrounds hope to stand 
or how many candidates with disabilities seek election. In fact, there is no public, collated data at all – 
preventing similarities and differences from being seen. 

Open, transparent data drives diversity in politics and will ultimately lead to a more diverse parliament. 

We are calling on the government to mandate – and make public – diversity data on political candidates. 

This	report,	launched	by	campaigners,	MPs	and	academics,	calls	for	enactment	of	section	106	of	the	
Equality Act 2010 on the Act’s tenth anniversary. It calls for the government to put data to good use as the 
country begins to Build Back Better.

Data	will	definitely	drive	diversity	in	politics.	But	it's	more	than	that.	Open,	transparent	data	will	also	play	its	
part in saving lives and preventing job losses. There’s no doubt now, the time has come - data just needs to 
be given the chance. 

Helen Pankhurst CBE, 
Centenary Action Group Convenor

 FOREWORD 
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THE CENTENARY ACTION GROUP RECOMMENDS THE FOLLOWING STEPS TO THE 
GOVERNMENT TO IMPROVE DIVERSITY IN POLITICS: 

1 Enact section 106 of the Equality Act 2010 today 

2 Make mandatory the collection and publication of data on protected characteristics such as gender, 
ethnicity and disability status for candidates and those elected to parliament 

3 Consider how best to collect data on unsuccessful candidates at nomination 

4 Extend Section 106 of the Equality Act 2010 to include local authority elections

This report sets out how to make politics in the UK more transparent and diverse. 

It shows how, with a simple step, today’s government could make this happen. The enactment of section 106 
of the Equality Act 2010 could change the look of political representation for good.

Section 106 is a requirement to collect and publish diversity data on candidates who seek parliamentary 
nomination. At the moment  some of this data is collected voluntarily by political parties while some of it is 
not. Some of it is published by parties and some of it is not. 

Transparency	is	key	to	accountability.	Publicly	available	information	from	all	parties	enables	us	to	measure	
success, empowers the electorate and aids parties to act. 

We know - and it is demonstrated repeatedly throughout this report - that a change to mandatory reporting 
and publishing of data will drive diversity throughout politics. 

This report ‘Data Drives Diversity: a simple step towards more transparent politics’ illustrates: 

• Why diversity is needed

• That diversity reporting is not new 

• How	diversity	reporting	benefits	political	parties

• What the Covid-19 pandemic has revealed about the need for representation in politics

• The current state of play in Westminster and devolved legislatures

• The simple step to increase diversity by enacting section 106

 EXECUTIVE SUMMARY 
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The	concept	of	data	driving	diversity	in	politics	is	not	new.	More	than	ten	years	ago	MPs,	concerned	about	
restoring	the	standing	of	Parliament	in	public	life,	requested	an	urgent	commission1	into	how	the	House	of	
Commons could more closely represent the diverse society in which we live.

Its	findings	were	sobering.	The	authors	believed	the	issues	went	to	‘the	heart	of	the	House’s	future’.	One	
recommendation was considered so serious it was enshrined in the subsequent Equality Act 2010: political 
parties must publish statistics from candidate selections.

The commission uncovered a possible reason for most politicians being white, male, middle-aged and 
middle class.  They realised there was no way of telling who put themselves forward to be selected as the 
candidate who would eventually make it to the ballot paper and potentially onto the green benches.

Was it really predominantly white men wanting to enter politics; how many women come forward; what 
about those from a BAME background or those with a disability? Nobody knew who was in the pool. There 
was no data.

That data didn’t exist in 2010 and now on the tenth anniversary of the Equality Act it still does not exist. 
Today	women	make	up	only	one	third	of	the	House	of	Commons,	just	63	MPs	are	BAME	and	a	mere	5	have	
a	self-declared	disability.	There	are	no	women	of	colour	in	the	Scottish	Parliament,	National	Assembly	for	
Wales or the Northern Ireland Assembly. We still clearly have a problem.

Section 106 of the Equality Act states that the government should mandate political parties to gather and 
publish data related to the diversity of those coming forward to stand. But Section 106 is yet to be enacted. 
This report sets out why it must be. 

It shows how the widespread use of diversity reporting in the public and private sector has brought 
significant	change	and	argues	that	a	similar,	compulsory	practice	in	politics	could	do	the	same.	A	centralised	
system, administered by an independent body would reduce the administrative burden associated with 
collecting and publishing data.  

The	Labour	Party,	Liberal	Democrats,	SNP	and	the	Green	Party	all	welcome	this	approach.	The	‘Data	Drives	
Diversity’	report	recommends	a	simple	step	for	collecting	data.	The	final	section	sets	out	how	it	would	work	
in practice, including how the data would be reported and published.

The next UK general election is scheduled for May 2024. Section 106 needs to be enacted now for it to 
start to make a difference. We have a tool available to make politics in England, Scotland and Wales more 
representative and fairer. Let’s use it.

 INTRODUCTION 
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“When people from diverse backgrounds are involved in creating  
the public services we all rely on, we get better services that work  
for everyone.”2 
As	set	out	in	the	2010	Speakers	Conference	on	Parliamentary	Representation,	legislative	and	governing	
bodies	that	are	reflective	of	society	are	more	effective,	enhance	legitimacy	and	are	more	just.	A	decade	later,	
we	are	having	to	repeat	these	same	arguments	as	politics	still	does	not	reflect	society.
 
LEGITIMACY
Women	make	up	51%	of	the	UK	population,	16%	of	the	adult	population	identify	as	having	a	disability	and	
14%	identify	as	Black,	Asian	or	minority	ethnic.	Yet,	the	makeup	of	Parliament,	devolved	legislatures	and	
local councils paints a very different picture. 

The presence of individuals with more varied life experiences helps to ensure that a more diverse set 
of interests will be represented in policymaking.3 Tangible efforts to ensure greater diversity amongst 
elected representatives will assist in rebuilding the trust and legitimacy that is necessary for our democratic 
processes. Studies from across the globe consistently show that increased representation in parliament 
improves stability, cross party cooperation and representative legislation.4

Conversely, the systemic barriers to election for marginalised groups serves to ensure that many people 
are effectively ‘locked’ out of politics; maintaining its unrepresentative composition, and thereby impacting 
political and representative effectiveness. 

EFFECTIVE POLICYMAKING
Diversity drives more effective and inclusive policy making across the board, allowing national and local 
government to better represent the populations they serve. Research indicates that across the globe, 
parliaments are more likely to substantively tackle key issues such as childcare, violence against women and 
maternal mortality, when an increased number of female legislators are elected to those parliaments.5

Gaps and oversights in the impact of particular policies on marginalised groups correlate with the 
underrepresentation of those groups at a legislative level. We know, for example, that policies concerning 
welfare have a disproportionate impact on people with disabilities, but the costs and constraints of 
standing	for	election	means	that	it	is	more	difficult	for	disabled	people	to	get	elected	-	leaving	them	
underrepresented in the making of those policies.6	The	Access	to	Elected	Office	Fund,	then	the	EnAble	Fund	
for	Elected	Office,	which	did	crucial	work	in	reducing	those	financial	barriers,	was	suspended	in	March	2020,	
leaving	disabled	candidates	standing	in	the	2021	local	elections	without	access	to	crucial	financial	supports.7

Politicians	are	increasingly	targeted	on	the	basis	of	their	gender,	race,	sexual	orientation	and	disability,	and	
this	harassment	makes	political	participation	increasingly	difficult	for	already	marginalised	people.	If	this	
barrier to politics and public life is to be robustly tackled, then those most impacted by the issue in question 
must	be	in	the	room	to	help	find	solutions.8 

 THE CASE FOR DIVERSITY 
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JUSTICE
A fair parliament should be open and accessible to all, but there are both systemic and societal barriers 
imposed	on	various	groups,	and	those	barriers	are	reflected	in	the	lack	of	diversity	in	politics.9 Conversely, 
ensuring elected chambers are representative of society demonstrates that everyone is equally able to reach 
positions of power on the basis of merit.

Politics	itself,	even	at	a	local	level,	functions	as	a	full-time	job	and	the	personal	cost	incurred	by	candidates	
during the process of securing selection as a candidate, and subsequently campaigning for election, can 
be	a	five-figure	sum.10 Women continue to be paid less than men, with women of colour hardest hit by the 
gender pay gap,11 and are more likely than men to take on unpaid caring responsibilities. The cost and 
commitment required to enter politics at any level can be prohibitive. Therefore, those on lower pay and 
those	with	significant	caring	responsibilities,	both	of	which	are	more	likely	to	be	women,	can	find	these	are	
serious	barriers	to	participation.	Patronage	plays	a	part	too.		Men	are	more	likely	to	promote	other	men	
and have more opportunities to build connections than women and this leaves women without that more 
straightforward route into politics. At the same time, it is not unusual for women to be selected for seats they 
have no chance of winning simply to meet gender balance requirements.12 

As the impacts of COVID-19 continue, diverse representation will only become more important in ensuring 
that existing inequalities are not further compounded by gaps in representation at a local and national level. 
The	first	step	towards	solving	these	issues	is	in	the	proactive	identification	of	the	scope	and	scale	of	the	
problem. Doing this requires the collection and publication of the appropriate data. This data, when it is 
published, will inevitably drive more diversity.
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 THE WIDESPREAD USE OF DIVERSITY REPORTING 

The	case	for	the	publication	of	data	to	drive	change	and	best	practice	is	not	new:	NHS	Choices,	the	Police	
Effectiveness	and	Efficiency	Scheme	and	the	publication	of	appointments	to	directorship	level	within	the	
FTSE 100, are all examples of drives to promote high performance. The introduction of mandatory annual 
reporting on the gender pay gap from 2017 was steered by the same logic: that collecting information 
promotes transparency which in turn drives change.13 Such public information can illuminate particular areas 
of weakness to organisations, thereby incentivising remedial action.

Diversity reporting is commonplace nowadays in workplaces and recruitment practices. Businesses, 
universities, governmental organisations and trade unions  are amongst the examples of organisations 
in which there is publicly available information in relation to diversity, which has been shown to promote 
improvements. A few examples are:

• McKinsey & Company have carried out comprehensive research demonstrating the correlation 
between diversity amongst a business’ employee base and business growth. Their evidence shows 
that a programme being data driven is one of the key factors in driving its success.14

• Ofcom	publishes	findings	from	the	diversity	data	gathered	during	its	recruitment	processes	as	a	part	
of its annual diversity reporting. In doing so, it clearly sets out its successes and weaknesses, which in 
the year 2018-2019 included a higher conversion rate of female applicants to accepting job offers, but 
a fall in the conversion rate of BAME candidates through the recruitment process.15 

• Linklaters,	along	with	many	other	law	firms,	report	on	their	diversity	statistics	across	the	firm	and	within	
their trainee intake. Whilst it would be more useful to see the diversity statistics from throughout the 
recruitment process to see if there is a drop-off point indicating bias, intake data allows for external 
monitoring and accountability of their efforts to recruit a diverse cohort of trainees.16 

• The Trades Union Congress (TUC) has carried out diversity monitoring of the composition of 
membership and elected bodies and trade unions since 2001, reporting that this has enabled 
unions to look closely at what groups are over- and under-represented, and address any obstacles 
facing certain individuals. The result has been an increased focus on diversity and evidence of more 
participation and representation from a diverse range of individuals.17 

• The universities of Oxford, Cambridge and Edinburgh along with most others across the country have 
developed comprehensive diversity strategies for both students and teaching staff. The strategies are 
all based on reporting data year on year to monitor improvements.18 
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 DIVERSITY REPORTING BENEFITS POLITICAL PARTIES 

Political	parties	are	the	‘gatekeepers’	to	political	representation:	they	are	ultimately	responsible	for	attracting	
members and aspirant candidates, the processes through which candidates are chosen, and their placement 
in winnable constituencies.19 As noted by the Women and Equalities Committee, it is therefore parties who 
must take responsibility for increasing diversity amongst their pool of possible candidates.20

“It is my ambition that half of Conservative candidates on our list for 
future parliamentary elections are women. I will make sure that women 
are supported to take up the opportunities that politics present.”
Prime Minister and Leader of the Conservative Party, Rt Hon Boris Johnson MP, 2019

Parties	across	the	spectrum	have	made	public	attempts	to	increase	the	diversity	of	their	candidates.21 The 
Labour	Party,	Liberal	Democrats,	the	Green	Party	and	the	SNP	all	made	a	manifesto	commitment	to	enacting	
section 106 of the Equality Act at the 2019 general election, which reveals that there is a willingness to take 
action. Nonetheless, there are limits to the success of any internal attempt to drive diversity without knowing 
the full picture relating to all the stages of the recruitment process. An alternative  to the internal system we 
currently have would be to put in place a compulsory system overseen by a centralised body, such as the 
Electoral	Commission.	This	would	benefit	all	parties	in	the	following	ways:	

• Parties	do	not	currently	have	sufficient	information	to	take	a	targeted	approach	to	improving	diversity.	
By monitoring diversity throughout the recruitment process, rather than solely of those candidates 
selected for seats, trends and problems will be illuminated. 

• Publicly	available	information	from	all	parties	would	provide	a	benchmark	as	to	what	could	be	
achieved as well as allowing parties to monitor each others’ progress.

• Parties	monitor	data	internally	at	the	very	least	about	selected	candidates.	The	provision	of	a	
centralised system, administered by an independent body, reduces the burden on parties to devise 
their own systems for collating and publishing data. 

• Transparency	is	key	to	accountability.	Parties	are	motivated	by	the	prospect	of	winning	or	losing	
voters, thus providing a source of information to the public on which they can measure party success, 
empowers the electorate and encourages parties to act. 
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 COVID-19 AND UNDERREPRESENTATION  
 IN POLITICS 

Diversity amongst decision makers leads to more effective policy making – the need for which is greatly 
heightened at the time of crisis.

The socio-economic effects of COVID-19 have especially affected women facing intersecting barriers to 
recovery including poor and working-class women; Black, Asian and Minority Ethnic (BAME) women; and 
disabled women. Women are at the forefront of responding to the coronavirus crisis in the UK. Women are 
most	of	our	frontline	workers	(77%)	and	those	in	low-paid	work	(69%)	and	do,	on	average,	60%	more	unpaid	
care	work	than	men.	BAME	women	are	overrepresented	in	low-paid	jobs	exposed	to	COVID-19	–	21%	of	
social	care	workers	are	BAME	women,	compared	with	14%	of	population.22 During lockdown, working 
mothers have been one-and-a-half times as likely as fathers to have lost or quit their jobs.

Women

NHS Workforce: 
Gender Diversity

Men

77%

23%

Men

House of Commons: 
Gender Diversity

Women

66.2%

33.8%
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Furthermore, death rate among BAME Britons is more than double that of their white counterparts,23 and for 
Black	people	specifically	the	rate	is	four	times	higher.24 Rates of mortality for disabled people was 2.4 times 
higher for females and 1.9 times higher for males, compared with non-disabled people.25 There is a fear that 
inequalities and vulnerability will continue to increase over the coming months.

Unfortunately, these inequalities are baked into political representation too. White men continue to make 
up	the	majority	of	the	cabinet	and	only	34%	of	MPs	(221)	are	women.	Of	the	92	daily	Downing	Street	
press conferences that took place between March 16 and June 23, there were no Black government 
representatives,	and	only	one	woman	stood	behind	the	Downing	Street	podium.	Of	the	scientific	advisers	or	
public	health	officials	that	appeared,	just	two	were	BAME.26 

New research from CARE International UK has found that women’s underrepresentation in COVID-19 
decision making is a global problem. It established that, on average, women are just 24 percent of national 
response	committees,	and	in	seven	countries—nearly	25%	of	the	sample—there	was	no	evidence	that	the	
government had made funding or policy commitments for gender-based violence, sexual and reproductive 
health	services,	or	women	specific	economic	assistance.27

Conversely,	in	countries	led	by	women,	Covid-19	outcomes	have	been	“systematically	and	significantly	
better”, with women leaders performing relatively well in responding quickly to the virus.28

The pandemic has shown that inequality won’t be reduced unless we have a political class that is diverse and 
reflective	of	the	society	it	seeks	to	represent.	To	build	back	better,	we	must	represent	better.
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 DIVERSITY AMONGST REPRESENTATIVES 

There is an ongoing and persistent diversity gap in politics to which section 106 applies,29 in particular 
gender and ethnicity30, as well as other protected characteristics. There are no women of colour in the 
Scottish	Parliament,	Welsh	Parliament	or	Northern	Ireland	Assembly.	There	are	no	openly	Trans	women	or	
men	elected	to	any	of	the	UK	Parliaments.	To	be	truly	diverse,	elected	representatives	must	reflect	the	full	
spectrum of diversity in society. 

House of Commons, Westminster
The	House	of	Commons	at	Westminster	fairs	the	worst	in	terms	of	gender	diversity,	with	only	33.8	percent	
of	its	members	being	female,	far	below	the	51	percent	of	the	population	at	the	time	of	the	2011	census.	Ten	
percent	of	MPs	are	from	a	Black,	Asian	and	Minority	Ethnic	background,	compared	with	14	percent	of	the	
population,	although	the	figures	improve	amongst	female	MPs,	of	whom	17	percent	are	BAME.  Forty-five	
MPs	are	openly	LGBT+,	which	represents	less	than	seven	percent.31	In	2019,	the	number	of	MPs	who	self	
described	as	disabled	fell	from	7	to	5	-	just	0.8	percent,	compared	with	16%	of	the	working	age	population	
who	are	disabled.	Fewer	than	1%	of	women	MPs	identify	as	disabled.32

Devolved Legislatures
Thirty-eight	percent	of	Members	of	the	Scottish	Parliament	(MSPs)	are	female,	of	whom	none	are	BAME	or	
self-describe	as	disabled.	Four	of	these	women,	are	openly	LGBT+,	representing	three	percent	of	female	
MSPs.	Five	of	the	84	male	MSPs,	equivalent	to	just	under	6%	of	their	cohort,	identify	as	being	LGBT+.	Whilst	
the	Scottish	Parliament	performs	well	in	portraying	diverse	sexualities,	that	there	is	only	one	disabled	and	
two	BAME	MSPs,	all	of	whom	are	male,	shows	a	distinct	lack	of	diversity.		

The	Welsh	Parliament,	or	Senedd	as	it	is	commonly	known,	broke	records	achieving	gender	parity	in	2003.	
However,	since	then	it	has	reverted	to	having	a	greater	number	of	male	Members	of	the	Senedd	(MSs)	
than	female.	Currently	the	makeup	of	the	Senedd	is	31	male	MSs	to	29	female	MSs.	There	is	no	official	
data available on the number of BAME representatives in the Senedd, although the Senedd has never had 
a BAME female representative in its 21 years in existence.33	There	is	also	no	official	data	available	around	
disabled	representatives	or	those	who	are	LGBT+,	despite	some	representatives	of	the	Senedd	including	
party	leaders	and	government	ministers	openly	identifying	as	LGBT+.		

Local Government
Just	35%	of	councillors	are	women	and	women	remain	outnumbered	three-to-one	on	12%	of	councils34. In 
the	2019	local	elections,	almost	1,000	candidates	were	named	either	David	or	Dave.	This	compares	with	151	
called Sue, the most popular female name35.	Only	7%	of	local	councillors	in	the	UK	are	BAME.	South	Asians	
make	up	the	highest	number	of	ethnic	minority	councillors	at	around	5%,	while	only	1%	of	local	councillors	
in the UK are of Black background36.	There	is	significantly	less	data	available	on	the	protected	characteristics	
of local councillors, which is why Section 106 must be extended to cover local government.
 

 THE CURRENT STATE OF PLAY 
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 CANDIDATES STANDING FOR ELECTION TO WESTMINSTER DECEMBER 2019 

In the 2019 general election the number of male candidates far outweighed female candidates seeking to 
become	Members	of	Parliament.

Of	650	individual	constituencies	sending	representatives	to	Westminster,	72	had	only	male	candidates,	five	
had only female candidates. 

Whilst the data available shows a worrying picture with regards to the diversity of candidates, what is most 
obvious	is	that	there	is	insufficient	information	available	to	properly	identify	and	understand	the	problem.	
Candidate	gender	is	recorded	for	elections	to	the	House	of	Commons,	but	there	is	no	consistent	approach	
to	gathering	this	information	in	the	devolved	legislatures.	The	House	of	Commons	Library	publishes	limited	
analysis on the gender of candidates for all three parliaments. Due to limited available information, data 
relating to Scotland and Wales is taken from a volunteer-compiled database and, where necessary, assuming 
the	gender	of	candidates	from	their	first	names.	

In order for parties and campaigners to understand the varied and nuanced reasons why the majority 
of representatives continue to be male, white, and able-bodied, it is vital that they know where in the 
recruitment process diverse candidates are falling away. Comprehensive gathering and publication of data 
about candidates standing for parliament will highlight which policies are successful and where there are 
particularly weak areas. This data, should it be made widely available, will drive changes in the diversity of 
our representatives.

The lack of diversity and information available demonstrates that the current voluntary system does not 
work. This is why we are calling on the government to enact section 106 of the Equality Act immediately to 
prevent this problem getting worse.

Constituencies with not a single female candidate in all three general elections 2015, 
2017 and 2019
Bosworth
Bracknell
Bromsgrove

Buckingham
Huntingdon
Leeds North West

Newcastle-under-Lyme
North Dorset
North	East	Hampshire

South Basildon and 
East Thurrock
West Aberdeenshire 
and Kincardine
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Section 106 provides a number of options for diversity data collection and publication. When it is enacted 
by the government there will be numerous approaches to solving this issue and below the Centenary Action 
Group, after consulting many campaigners, sets out an initial starting point .

As set out in the legislation, section 106 regulations could apply to individuals who are:

(a) Candidates elected at that election;
(b) Unsuccessful applicants for nomination as a candidate at that election; but not elected

The Equality Act 2010 sets out that data could be collected on nine protected characteristics, which are 
age, disability, gender reassignment, race, religion or belief, sex, sexual orientation, marriage and civil 
partnership and pregnancy and maternity	(although	the	final	two	do	not	apply	to	section	106).	As	a	first	step,	
Centenary Action Group recommends collecting data on protected characteristics covering groups known 
to be underrepresented in parliament. 

While it is mandatory for parties to publish the data, the provision of data by candidates must be optional. 
Evidence from other industries suggests that the majority of candidates respond to diversity questioning if 
they understand its purpose and are comfortable with its security.37

THE CENTENARY ACTION GROUP RECOMMENDS THE FOLLOWING STEPS TO THE 
GOVERNMENT TO IMPROVE DIVERSITY IN POLITICS: 

1 Enact section 106 of the Equality Act 2010 today 

2 Make mandatory the collection and publication of data on protected characteristics such as gender, 
ethnicity and disability status for candidates and those elected to parliament 

3 Consider how best to collect data on unsuccessful candidates at nomination 

4 Extend Section 106 of the Equality Act 2010 to include local authority elections

In practice the data could look like this:

Elected Nominated/Selected Unsuccessful candidates for 
selection

Female Male Female Male Female Male

Gender

BAME

Disabled

 MAKING SECTION 106 INTO A SIMPLE STEP 
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Why data on successful candidates is important
In	order	to	provide	full	transparency	and	gain	all	of	the	benefits	of	diversity	monitoring,	the	category	of	
‘Unsuccessful applicants for selection’ must include all applicants throughout the selection process, not 
just	those	who	reach	the	final	round	of	the	process.38 Including unsuccessful candidates for selection is 
an important activity because following individuals through the selection process would show how many 
times it takes for individuals to be selected. For example, it could be that a large number of Black, Asian or 
Minority Ethnic women in a party put themselves forward as candidates but very few make it past selection 
or are placed in winnable seats. Alternatively, it may be that the low number of known disabled members of 
parliament	reflects	the	number	of	candidates	coming	forward.	This	might	reveal	that	disabled	people	are	
discouraged from putting themselves forward. 

 OTHER CONSIDERATIONS 

i. Which elections are included under the Act?
As	currently	drafted,	the	requirement	to	report	would	apply	to	elections	to	the	House	of	Commons,	
Scottish	and	Welsh	Parliaments	only,	however,	the	diversity	gap	also	extends	to	local	authority	elections.	
In	England,	only	thirty	five	percent	of	local	councillors	are	women.	Only	five	percent	of	the	all	local	
councillors are women of colour.39 We suggest the scope of section 106 should be expanded to include 
local authority elections.

ii. How often data should be collected?
The diversity data should be collected, as a minimum, before and after each election. 
In the future, when data is collected on unsuccessful candidates for nomination, this should be done more 
regularly.  Reporting on this basis provides an ongoing incentive to parties to push for increased diversity 
amongst candidates, whilst providing a practical solution to the uncertainty of polling dates.

iii. Who should collect and publish this data?
There have been suggestions, for example by the Fawcett Society, that parties should only be subject to 
reporting requirements if they stood candidates in a minimum number of constituencies at the previous 
election.	Conversely,	a	small	party	fielding	only	one	candidate	would	have	a	very	small	administrative	
burden in returning a standard diversity monitoring form. Additional measures to support small parties 
and ensure that returns were suitably anonymised, considering the small pool of candidates, could be 
investigated and put in place by a body such as the Electoral Commission. 

iv. How should the data be reported? 
All	parties	would	submit	data	in	the	same,	simplified	format,	allowing	for	ease	of	publication	and	
comparison of data by the public. This would make it easy to do at a local or regional level. The vast majority 
of organisations now undertake diversity reporting during their recruitment processes so this would be seen 
as a very standard request.40

The Centenary Action recommends a body such as the Electoral Commission, which currently manages all 
filings	in	relation	to	political	parties,	should		be	empowered	to	collect	and	publish	diversity	monitoring	data	
on a dedicated webpage.
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In the post Covid era, as we start to Build Back Better and level up society, there is no better place to start 
than	in	Parliament.

Collecting	and	publishing	diversity	data	is	an	effective	method	of	ensuring	society	is	reflected	within	any	
organisation or institution. This has been shown time and again in business, civil society and government. 
A third of FTSE 100 board members are now women, meeting a target set by the government-backed 
Hampton-Alexander	report	a	year	early41. The civil service is showing increases in diversity in senior positions 
and publishes ongoing plans for improvement. The Race Disparity Unit’s goal is the publication of data in 
order to drive policy change.42 This is progress driven by policies supported by the government. 

To date, coherent reporting of diversity amongst candidates takes place only in few countries worldwide, but 
where it exists, it has been shown to be effective. Finland, for example, provides regular diversity reporting 
in	relation	to	parliamentary	candidates	and	has	secured	female	representation	of	46%	percent.	Section	
106 provides an opportunity for Great Britain to be amongst the global leaders, trailblazing with a truly 
transparent selection process. 

The pandemic has proved that equality and diversity is not simply ‘a nice to have’ - it’s far more. In 
Parliamentary	terms,	it	is	a	way	of	securing	the	health	and	welfare	of	those	most	at	risk.	

This report suggests a simple way to start. By enacting section 106 of the Equality Act.

 CONCLUSION 

THE CENTENARY ACTION GROUP RECOMMENDS THE FOLLOWING STEPS TO THE 
GOVERNMENT TO IMPROVE DIVERSITY IN POLITICS: 

1 Enact section 106 of the Equality Act 2010 today 

2 Make mandatory the collection and publication of data on protected characteristics such as gender, 
ethnicity and disability status for candidates and those elected to parliament 

3 Consider how best to collect data on unsuccessful candidates at nomination 

4 Extend Section 106 of the Equality Act 2010 to include local authority elections
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