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Equality, diversity and inclusion relates to every individual having access to equal opportunities, whilst placing positive values on individual differences. This assignment aims to explain how equality, diversity and inclusion legislation has developed historically throughout 1970-2010. Offering a timeline of key legislation including key events and intended outcomes within the United Kingdom (UK). In addition, this assignment offers an in-depth Analysis of how inequalities maybe reproduced in society, including potential recommendations towards improving equality within society, along with the support theoretical perspectives.
Approaches to equality have developed since 1970s in an attempt to ensure that individuals bring the same abilities to work and a fair opportunity of everyday life, such legislation sits between the challenges of individuals traditional and cultural values, along with discriminatory practices (Youdell, 2006). However, essentially equality is about ensuring that every individual has an equal opportunity at life and to make the most of their talents (McCann, 2020).  McCann (2020) proposes that equality is the belief that no one should be discriminated with having poorer life chances because of the way they were born, whether they have a disability, what they believe and where they are come from. This lead us on to diversity, Hunt el al (2015) proposes that diversity is a combination of differences between people, recognising differences based on disability, gender, age, race, sexual orientation, ethnicity, and religion. Hunt et al (2015) suggests the need to place positive values on those differences into today’s society.
Equality and diversity is bridged with the use of Inclusion which is a human right, it ensures fair treatment and opportunity for everyone without any discrimination (Armstrong, 2011). Nevertheless, Inequality has emerged through change and poor practice and unethical values. Inequality is the opposite of equality which sheds darkness amongst social categories. Although individuals may support or fight inequalities, inequalities are created and supported by society as a whole through values and norms. Leading to inequality being reproduced into society. This includes the uses of discrimination, stereotyping, prejudice and racism. Prejudice and discrimination are harmful to society, an example of such is gender inequality which is a global concern. Through Nations, female circumcision has come under intense international scrutiny, often conceptualized as a violation of women's basic rights to health (Gruenbaum, 2015). 
Such social categories have been embedded through traditional and cultural values, which plays a substantial part in socialisation, experiences, and social filters in how people make conscious and unconscious biases on the people around us (Sensoy and Diangelo, 2017). Cultural values have been said to represent the implicitly or explicitly shared abstract of ideas about what is good, right, and desirable in a society (Williams, 1970).  Cultural values drive specific norms which tell people what is appropriate in various situations in society. Traditional values, beliefs, have been described as ones that have existed for a long time without change. Cultural and traditional values combined can lead to unconscious bias, negative micro-behaviours and reproducing inequality (Sensoy and Diangelo, 2017).When exploring how inequalities maybe reproduced into society, as a critical researcher both quantitative and qualitative research were looked at and compared. Byrne et al (2020), suggests through quantitative research that there has been an increase in the size of each ethnic group between 2001 and 2011, except for the Irish group, which has led to the increase in diversity groups, including mixed groups. This further challenges traditional and cultural values due to a rapid raise of ethnic groups meaning increased diversity needed within society, challenging social norms (Banks, 2014). Throughout the past decade legislation has played a critical part in the works of equality and inclusion. The early workings of legislation in the UK started with The Equal Pay Act 1970. 
In 1970 the equal pay act was unlawful for men and woman to have less favourable treatment in terms of pay and employment conditions. Moss, (2019) said that equal pay act was caused by a ford factory strike in 1968, where sewing machinists went on strike against sex discrimination in their job grading. Men and woman were both equally skilled but were getting difference in pays, the strike lasted for three weeks and brought Ford's entire British production line to the women within fords were offered an increase of seven per cent along with the promise for equal pay legislation in the future.  The strike has been seen as a landmark in British industrial relations, widely associated with prompting the 1970 Equal Pay Act and securing equal pay for women across Britain. (Moss, 2019) 

This leads onto the sex discrimination act that came into force in 1975, it was unlawful for an individual to be treated unfairly for reasons related to their sex. This act protects men and woman from discrimination with employment, education, training, and marriage in employment. Its major objective was to eliminate discrimination on the grounds of sex in areas where discrimination has prevented women from achieving social and economic equality with men (Weiner, 1978). Although, Atkins (1986) state the following:


‘There are three problems with the provision, those relating to discrimination by small employers and in domestic employment, to discrimination in collective bargaining and to raising the female retirement age - have been forced upon the UK by decisions of the European Court any event.’  (Atkins, 1986: pp 24: Feminist Review)

Therefore, the act was faced with complexity on a wider scale due to the European law overriding such legislation which belittled the UK legislation. Further legislation was reproduced in 1976, The Race Relations Act, this made it unlawful to discriminate against race, colour, nationality, and ethnic origin. This act was in hope to prevent direct and indirect discrimination. Protecting people in public places, education, and employment, with further emphasis on educating people from continued professional development and training. Before the Race relations act was implemented shop owners had signs in their windows stating, ‘we carter to white trade only’.  Furthermore, in 1972 there was a protest against Asian immigration with white people chanting ‘Britain for the British’ which displays the importance of such act coming into place (Graham, 2019). The Race Relation act was deemed successful due to being the first layer of foundation towards racial equality. Although Lester (2000) stated the 1976 act presented continuities and discontinuities which can be developed.

 The Disability Discrimination Act (DDA) 1995 was produced, it made it unlawful to discriminate against disabled people, within employment, facilities, services, and education. This law protects disabled people from discrimination with the hope to transform society’s attitudes towards disabled people. December 1996, Part II of the act came into force which made it is unlawful for employers to discriminate against disabled employees.  Furthermore, it was hoped that the extended rights would significantly increase the chances of disabled people to gain and remain in employment (Doyle, 1997). Research from the theorists Kruse and Schur (2003) adds controversy to implementation of the DDA. This is due to the disability measures based on self-reported work, such self-report has been critically reviewed displaying potential failures to the system.  The results suggest people with disabilities get access to better jobs, they may not declare themselves as having a work limiting disability one receiving the job. Meaning, empowering disabled people with more rights may remove the stigma attached to bad health and therefore increase willingness to report disabilities. 

The Employment Equality (Sexual Orientation) Regulations 2003 a secondary legislation in hope to prohibited employers from unreasonably discrimination against employees on grounds of sexual orientation. Meaning it made it unlawful to discriminate in employment on grounds of sexuality.  Weichselbaumer, (2003) defined sexual orientation as a person’s attraction to another person through emotional, romantic, or/and sexual feelings. Research from theorists reveal discrimination in hiring in terms of sexual orientation. For example, statistics suggest that lesbians are more likely to have higher incomes compared to heterosexual women (Weichselbaumer, 2003) Further research also suggests that gays are more likely to receive a lower income. Such act was put in motion to help prevent discrimination, along with the prevention of decomposition techniques that are evident within pay gap literature. This leads to the Employment Equality (Religion or Belief) 2003 act, such act complements similar measures on sexuality, age, disability, race and gender discrimination. 

The Employment Equality (Religion or Belief) 2003 act hopes to prevent making direct and indirect discrimination against an employee or potential employee on the grounds of religious beliefs. This hopes to prevent victimisation by educating employers and employees through vocational training in relation for employment. This legislation also correlates to the Race Relations Act (1976) and builds on the pre-existing knowledge (Cole, 2017).  Cole (2017) suggests before the employment equality act came into place, no specific protection was in place for those who experienced discrimination at work on the grounds of their religion or belief. Members of religious belief such as Muslim, Christianity and other communities were victimised and turned down unfairly simply because of their faith.  Including those without religious beliefs such as atheists and humanists, have also experienced discrimination at work because of their beliefs or absence of them.  Shortly, just three years from the act being implemented, another followed. On similar grounds of equality but on the grounds of their age.

The Employment Equality (Age) Regulations 2006 act made it unlawful to discriminate against employees on grounds of their age. Age discrimination occurs when someone is unfairly treated or disadvantaged for reasons relating to their age which cannot be objectively justified. People aged 65 and over were given the same employment rights as people in other age groups. The hope is to prevent treating an employee or applicant less favourable due to the age of the individual. Although the act did come with some controversy, Watson (2006) argues it does not protect workers under the age of 40. Thus, the act is only protecting those of a greater age. Ageism happens across all ages certainly under the ages of 40 (Watson, 2006).  Discrimination took another extended path in 2007, The Equality Act Sexual Orientation act 2007. 
  
The Equality Act Sexual Orientation Act makes it unlawful to discriminate against someone on the grounds of the following characteristics: age, disability, gender reassignment, marriage or pregnancy and, race, religion/belief, sex (gender) and sexual orientation. In the original act it was proposed that the Labour party did not want to prohibit discrimination against gays and lesbians. The original Equality Bill, therefore, contained no clauses dealing with homophobic discrimination. The equality act 2007 was implemented to deal with such discrimination. In light of this, O’Connell (2008), proposed the act had various shortcomings such as the differences between single strand discrimination, additive discrimination and intersectional discrimination and states that it is intersectional discrimination that the new law would have addressed. Although O’Connell’s work became quickly outdated with the government publishing The Equality Act 2010. 


The Equality Act 2010 was one of the last measures to be enacted under the Labour Government which lost office in the U.K. in May 2010 (Hepple, 2010). The equality Act 2010 brings together over 116 separate pieces of legislation into one single Act. The Act protects people against discrimination, harassment or victimisation in employment, and as users of private and public services based on nine protected characteristics: age, disability, gender reassignment, marriage and civil partnership, pregnancy and maternity, race, religion or belief, sex, and sexual orientation. Most importantly, the act oversees the looming downfalls of the previous acts, for example: Ageism is now for those of any age protecting the younger generation as well as the old (Hepple, 2010). Further to this going into more depth and modernisation all 9 acts for today’s society aiming to prevent further ambiguity (Ashiany, 2011).

The timeline displays historical pillars that have laid the foundations over the past few decades. Such contributions from key events have transitioned legislation leading to the evolution from ‘old ‘to ‘new’. Fredman (2001) have stated, throughout this timeline the constant changes of acts throughout a short period of time may have created ambiguity in society for people and businesses.  Lockwood et al, (2013) argues with the final creation of Equality act 2010 by combining all 9 acts of legislation into one will help prevent this ambiguity. 
The timeline from 1970-2010, displays key challenges with the constant growth of diversity and ethnic minorities, along with the growing importance of equality within society.   Essentially displaying equality is an indivisible fundamental human right, and that there can be no hierarchy of equality. The key process of legislation centres itself around the key question ‘is the legislation working in society?’ Such question surrounds itself with the notion of how people act within traditional and cultural values, as well as the legislation that is in place. In additional the act is a major achievement for the equal rights movement. Over the past 45 years, struggles for equality in Britain have resulted in recognising the need for legal rights to deal with discrimination, harassment, and victimisation but just as importantly subtler forms of indirect discrimination through the expansion of the law from formal to substantive equality (Hepple, 2010). Finally, Hepple (2014) proposes that the singular act will pave its way into generating a new generation of diversity, inclusion, and equality in society and reducing inequality from being reproduced.  
 
Reference list  

Ahmed, S., 2016. Interview with Judith Butler. Sexualities, 19(4), pp.482-492.
 
Armstrong, D., Armstrong, A.C. and Spandagou, I., 2011. Inclusion: By choice or by chance?. International journal of inclusive education, 15(1), pp.29-39. 
 
Atkins, S., 1986. The Sex Discrimination Act 1975: the end of a decade. Feminist Review, 24(1), pp.57-70. 
 
Banks, J.A., 2014. Diversity, group identity, and citizenship education in a global age. Journal of Education, 194(3), pp.1-12. 

 Butler, J., 2002. Gender trouble. routledge.
 
Byrne, B., Alexander, C., Khan, O., Nazroo, J. and Shankley, W., 2020. Ethnicity, Race and Inequality in the UK: State of the Nation (p. 316). 

Cole, M. ed., 2017. Education, equality and human rights: issues of gender,'race', sexuality, disability and social class. Routledge.

Fredman, S., 2001. Equality: a new generation?. Industrial Law Journal, 30(2), pp.145-168.
Hepple, B., 2010. The new single equality act in Britain. The Equal Rights Review, 5, pp.11-24.

Hepple, B., 2014. Equality: the legal framework. Bloomsbury Publishing.

Hunt, V., Layton, D. and Prince, S., 2015. Diversity matters. McKinsey & Company, 1(1), pp.15-29. 
 
Kirby, V., 2006. Judith Butler: live theory. A&C Black. 

Lockwood, P., Chasteen, A.L., Nadolny, D. and Noyes, I., 2013. The ironic impact of activists: Negative stereotypes reduce social change influence. European Journal of Social Psychology, 43(7), pp.614-626.
 
Moss, J., (2019) The Ford Sewing machinists’ strike, Dagenham, 1984–85. In Women, workplace protest and political identity in England, 1968-85 (pp. 139-163). Manchester University Press. 

Mudambi, S.M., Doyle, P. and Wong, V., 1997. An exploration of branding in industrial markets. Industrial marketing management, 26(5), pp.433-446.
 
Sensoy, O. and DiAngelo, R., 2017. Is everyone really equal?: An introduction to key concepts in social justice education. Teachers College Press. 
  
Silver, H., 2010. Understanding social inclusion and its meaning for Australia. Australian Journal of Social Issues, 45(2), pp.183-211. 
 
Steele, I., 2010. Sex discrimination and the material factor defence under the Equal Pay Act 1970 and the Equality Act 2010. Industrial Law Journal, 39(3), pp.264-274. 

O'Connell, D.J. and Gealt, R., 2012. Sexual minority youth victimization and social support: The intersection of sexuality, gender, race, and victimization. Journal of homosexuality, 59(1), pp.18-43.


Owusu, K., 2003. Equality and the politics of race relations. Black British Culture and Society: A Text Reader, p.425. 
  
Wadham, J., Robinson, A., Ruebain, D., & Uppal, S. (2012). Blackstone’s guide to the Equality Act 2010 (2nd ed.). Oxford University Press. 

Watson, J., 2006. External funding and firm growth: Comparing female-and male-controlled SMEs. Venture Capital, 8(1), pp.33-49.

Weiner, G., 1978. Education and the sex discrimination act. Educational Research, 20(3), pp.163-173. 
 
Weichselbaumer, D., 2003. Sexual orientation discrimination in hiring. Labour economics, 10(6), pp.629-642.
 
Youdell, D., 2006. Diversity, inequality, and a post-structural politics for education. Discourse: Studies in the cultural politics of education, 27(1), pp.33-42. 

