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Executive summary
Discrimination refers to the engagement of prejudicial or unjust practices against different categories of minority groups most notably based on race, sex, and age among other. The matter of discrimination is a matter of concern to persons within the civil service in the United Kingdom in recent years. This report investigated the initiatives that have been initiated in the public sector to address discrimination against women, people with disabilities, discrimination based on sexual orientation and gender identity and discrimination based on race. The report finds that government has established legislation and policy that has enabled women to address discrimination in the workplace especially that which is best on pay through the implementation of the Equality Act of 2010. The work experience of persons with disabilities has been improved through the establishment of policy and initiatives aimed at providing guidance for employers and framework for the assistance of persons living with disabilities. The Civil Service has also implemented policies and regulations aimed at affirming the rights of the LGBT persons so as to allow them to work openly as their authentic selves. Also, initiatives such as name blind recruitment enabled the increase of diversity in the workplace by eliminating unconscious biases that those in decision-making positions would have. However, the essay establishes insufficient collaboration between public sector institutions and thus recommends more such collaboration. In addition, there is need to improve on transparency in the execution of the mandated initiatives. 
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[bookmark: _Toc40398213]1. Introduction
The 10th United Nations developmental goal addresses the need to reduce inequalities on a global scale. Inequalities are experienced in the disparity and unevenness of opportunities availed to people especially in a workplace setting. Discrimination refers to the engagement in prejudicial or unjust practices against different categories of minority groups most notably based on race, sex, and age among other (Riccucci, 2018). Minority groups can be defined as a social subdivision of a society which is in a position of subordination to dominant group and this segregation may be based on racial, ethnic, religious or social divisions (UNHCR, 2020). The matter of discrimination has risen to prominence in public discussion in the United Kingdom in recent years. This report investigates the initiatives that have been initiated in the public sector to address discrimination against women, people with disabilities, discrimination based on sexual orientation and gender identity and discrimination against migrants.
[bookmark: _Toc40398214]2. Method of analysis
This report utilises secondary data. The report relies on data that has already been compiled and is readily available on the internet. Key sources of data for this report include UN report, government reports, online news from credible media houses and so on. To collect this data, the research utilise some key words such as ‘government initiatives addressing discrimination against….’ to identify and gain information on the existing initiatives. Once relevant data and information is located it will be evaluated to determine pertinence to the report.
[bookmark: _Toc40398215]3. Findings
[bookmark: _Toc40398216]3.1 Initiatives addressing discrimination against women
As an act of governance, the development and implementation of the Equality Act of 2010 can be recognised as an initiative that was aimed at protecting those under the bracket of minorities (EHRC, 2020a). The launch of the initiative was prompted by complaints that female employees were being paid at a low level as compared to men for the performance of equal or similar work (Squires, 2009). A tribunal found that BBC employee Samira Ahmed was indeed discriminated against by the broadcaster. It has been ascertained that her male co-worker Mr Jeremy Vine has been paid £3,000 per episode for hosting a show i.e. performing similar work as compared to the £440 that Ms Ahmed has received for performing the same job (Financial Times, 2020). Such landmark rulings provide affirmation of the success that the initiative is accomplishing. Additionally, it sets precedence for the initiation of other such investigations and acts as a deterrent for companies within and without the civil service to desist from engaging in discrimination based on sex (The Telegraph, 2020). Due to the nature of the influence of the policy that is developed by the EHRC it is difficult to quantitatively ascertain the results of their initiatives. However, discernible action such as the Samira Ahmed case suggests that improvement is being made in the Civil Service and public sector with regards to evening the field for women in the workplace. 
[bookmark: _Toc40398217]3.2 Initiatives addressing discrimination against people with disabilities
Discrimination against people with disabilities occurs when a person facing these challenges is overlooked in terms of their ability to contribute or when they are not given a work environment in which they can make a contribution (Broadnax, 2018). The UK government developed and introduced a strategy targeting disability and health in employment. This resulted in the formation of a cross-government initiative to improve work and health conditions that was named Health, Work and Wellbeing initiative (EHRC, 2016). Its purpose was to assist persons with disabilities in gaining access to work and enabling them remain in the workforce by addressing the challenges faced in doing so (Corbiere et al., 2017).
Across-governmental evaluation of work choice carried out in 2013 showed a positive impact in the ability of participants to secure employment and maintain it. In a green paper published by the UK government in 2016 named ‘Work, health and disability: Improving lives’, further reforms were proposed to specifically support disabled people and those with health conditions (Secretary of State for Work and Pensions, 2016). The objective of the initiative what do reduce the employment gap for the disabled, determine the roles that employers play and foster integration. It concluded that there was need to introduce a personal support package that would be tailored to assist disabled persons as well as those with health conditions (Harley et al., 2018). Furthermore, there was to be an exploration to determine the procedural barriers that were resulting in a lack of adequate workplace support.
According to EHRC (2020b), as a result of these policy reforms, 35540 persons with disabilities were helped through the access to work initiative with an expenditure of £108 million. This was an increase of 4000 persons gaining assistance as compared to the previous year in 2013 (EHRC, 2016). The access to work initiative is eligible to persons who are disabled or have a mental or physical health condition that makes it difficult to perform the demands of their work. 
The House of Commons Work and Pensions committee initiated an enquiry into the UK government’s commitment to the improvement of work accessibility and workplace optimisation for disabled people. Its report filed in 2017 stated that through the access to work initiative 132,740 people were assisted (Secretary of State for Work and Pensions, 2017). However, there remains a significant disparity between the number of abled persons in employment and the percentage of disabled persons in employment at a ratio of 72.9% and 47.6% respectively (Krasner, 2018). 
[bookmark: _Toc40398218]3.3 Initiatives addressing discrimination based on sexual orientation and gender identity
In the United Kingdom the protection of the rights of LGBT persons including all factors of sexual orientation and gender identity is under the purview of the Government Equalities Office (GEO, 2009). The GEO determines policy creation and initiates the formulation of policies that have an influence across all sectors including civil service and private sector (Shah, 2015). According to the GEO (2018), in the year 2018, for persons openly identifying as being LGBT at work 11% had experienced a negative reaction including inappropriate comments, verbal harassment and inappropriate conduct. Furthermore, among the 11% who had experienced negative reactions, 77% had not reported the serious incidents believing that it was not worth it and that not much would be done about it (GEO, 2018). This suggests that LGBT people are still experiencing harassment, discrimination and bullying at the workplace. Furthermore, the situation is grimmer for persons of minority gender identities.
The action plan designed by the GEO stipulates measures to be taken by the government body to intervene and reduce the discrimination that is experienced by LGBT persons in workplaces. Firstly, the GEO will develop training packages aimed at assisting employers and employees address instances of discrimination against LGBT persons in the workplace (Gov.uk, 2019). The GEO committed to working with employers so as to develop interventions targeted at specific factors so as to create an evenness of LGBT equality at work. The GEO LGBT action plan also highlights intended action to raise awareness and strengthen positions for legal redress addressing discrimination against LGBT (Gregory, 2018). In order to improve protection for LGBT persons the GEO intensity evaluate and consult on the Gender Recognition Act of 2004 to determine ways to reduce the bureaucracy and inclusiveness of general recognition (Legislation.gov.uk, 2004). Furthermore, the GEO engaged with the Office of National Statistics and Government Statistics to be proactive on the needs of the LGBT persons working in civil service in order to develop monitoring standards for sexual orientation as well as gender identity within the central government (GEO, 2018).
In the area of health, in order to fulfil the government's commitment to improving the lives of LGBT persons through the implementation of the Landmark LGBT action plan a medical adviser on LGBT health issues has was newly appointed in 2019 (Gov.uk, 2019). The new office proposed measures to reduce inequality of health care provided to LGBT persons. They include the improvement on the awareness of healthcare professionals, monitoring of sexual orientation across the National Health Service and engaging professional organisation in order to define and discern how to best address LGBT issues of mental and physical health (Gov.uk, 2019). 
[bookmark: _Toc40398219]3.4 Initiatives addressing discrimination against discrimination against race
It is the objective of government that the Civil Service reflects the diversity that is present in the UK public (Lavalette & Penketh, 2013). The government therefore set out to determine ways through which diversity and inclusion can be increased in the civil service. The development of The Talent Action Plan of 2015 was an initiative intended to create opportunities within the Civil Service. As a continuance of the plan the government initiated a program termed the ‘name blind’ recruitment initiative (Gov.uk, 2015). The objective of the initiative is to eliminate candidates’ names and other such personal information such as nationality or the University that was attended in order to reduce the possibility of unintentional bias arising and causing discrimination against persons of race during the hiring process (CIPHR, 2018).
During the hiring process for the Civil Service ‘name blind’ recruitment involves the eradication of personal identifying information. Furthermore, managers in the civil service undergo unconscious bias training intended at assisting them identify any internalised biases that are based on race (Gov.uk, 2018a). The unconscious bias training that they go through provides tools to change patterns of thinking so as to eliminate the discriminatory behaviours that are present. This has also been combined with training initiatives such as a Ministry of Justice’s ‘let's talk about race’ workshops. The objective of these programs is to encourage conversations about differences while engaging in intense listening so as to understand the experiences that have been lived by those who have experienced discrimination based on race (Gov.uk, 2018b). According to the Civil Service diversity and inclusion strategy report of 2017 the name blind initiative has had some significant impact and recruitment diversity in the civil service. However, statistics on the increase of racial representation were not readily available (Gov.uk, 2017).
[bookmark: _Toc40398220]4. Discussion
There has been significant conscious engagement from the public service i.e. at the Equality and human rights commission, Secretary of State for Work and Pensions office, Government Equalities Office, Advisory Conciliation and Arbitration Service, Office of National Statistics and Government Statistics, National Health Service and the Ministry of Justice to address discrimination across the various social groups that face the challenge of discrimination. The public service department have taken a leading role in launching initiatives that are directly address instances of discrimination and are setting precedents on how such cases are to be handled. For instance, the Equality Act of 2010 which is under the purview of the Equality and human rights commission of United Kingdom was set up to stand for freedom justice and compassion. This initiative has actively fought discrimination of women across the entire country. Most prominent of the EHRC’s initiatives launch to combat discrimination has been the launch of an investigation into whether there is a state of pay discrimination at the BBC based on sex. In order to fight against discrimination of disabled people, the Health, Work and Wellbeing initiative was set up. 
However, due to the nature of the influence of the policy that is developed by the EHRC the essay holds that it is difficult to quantitatively ascertain the results of their initiatives. The Government Equalities Office was instituted to protect people against discrimination based on sexuality. To act against racial discrimination, the Talent Action Plan of 2015 was set up create equal opportunities within the Civil Service (Vornholt et al., 2018). Therefore, from these findings it can be summarised that the public sector has taken significant steps towards eradicating discrimination of persons in the country. However, there appears to be more monitory work needed to see to it that these initiatives bring the intended positive changes. For example, despite the initiative aimed at curbing discrimination of disabled persons, there remains a large disparity between the number of abled persons in employment and the percentage of disabled persons in employment at a ratio of 72.9% and 47.6% respectively. This points to the lack of sufficient collaboration among the public sector institutions in working towards achieving their intended aims. For example it points to the lack of collaboration among the Equality and human rights commission of United Kingdom (fighting for women and the disabled) and the UK Commission for Employment and Skills- the body which regularises employment in the country.
[bookmark: _Toc40398221]5. Conclusion
Minority groups face challenges due to the biases that are carried in a society. These biases do become more pronounced in a workplace setting where decisions are made that have an impact on the population of the workplace and the career progress of individuals. The government has established legislation and policy that has enabled women to address discrimination in the workplace especially that which is based on pay through the implementation of the Equality Act of 2010. The work experience of persons with disabilities has been improved through the establishment of policy and initiatives aimed at providing guidance for employers and framework for the assistance of persons living with disabilities. The Civil Service has also implemented policies and regulations aimed at affirming the rights of the LGBT persons so as to allow them to work openly as their authentic selves. Finally, initiatives such as the ‘name blind’ recruitment enabled the increase of diversity in the workplace by eliminating unconscious biases that those in decision-making positions would have. 
[bookmark: _Toc40398222]6. Recommendation
The government should continue periodically rolling out surveys that gauge the success or failure of the initiatives spearheaded at the Civil Service. This is to address the lack of statistical evidence to support conclusions made about improvements of diversity in the workplace especially based on race. There is room to improve the transparency within the Civil Service in the performance of the initiatives. Additionally, the government should continue to encourage the creation of career paths that allow discriminated groups to rise to representation in senior management (Human Development Report, 2019). The government can also establish cooperative research with the private sector in order to establish measures that inform a more inclusive recruitment practice being carried out across the nation. This could assist with evening out success levels of anti-discrimination initiatives across the different sectors.
In addition there needs to be concerted effort aimed at unifying the public sector institutions to work together in achieving their intended goals. For instance, there is need for the Equality and human rights commission of United Kingdom (fighting for women and the disabled people in the UK) and the UK Commission for Employment and Skills. The UK Commission for Employment and Skills being an institution set up to regularise employment and employment opportunities in the country should be able to follow through to ensure that women and minorities actually equal employment opportunities as stipulated.
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