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Abstract 

Racial discrimination remains a tenacious issue in the U.S. workforce, especially in federal 

workplaces. This research comprehensively examines the historical roots and present-day 

manifestations of racial discrimination in the government sector. It accentuates the need to foster 

equality, diversity, and inclusion in federal governance. By delving into the intricacies of racial 

discrimination, we highlight specific challenges including, but not limited to, hiring biases, 

disparate treatment, pervasive microaggressions, and hurdles in professional advancement. 

Addressing these issues is a matter of justice and essential for effective governance and public 

service. 
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1. Introduction 

1.1 Background and Significance 

The body of the manuscript opens with an introduction that presents the specific problem of 

Racial discrimination within federal workplaces, which inflicts long-term harm on affected 

individuals and significantly influences the broader organizational environment. Grasping this 

discrimination's depth and multifaceted nature is vital to understanding and addressing its 

repercussions. Rooted in the historical legacy of U.S. systemic racism, from the scars of slavery 

to the segregative policies of the Jim Crow era, racial discrimination has been a persistent 

determinant of economic, employment, and career disparities (Alcaraz et al., 2020). This 

historical context provides essential insight into the challenges faced by minority employees in 

federal settings. 

Racial prejudice manifests in various forms, from overt acts of discrimination to more subtle yet 

equally damaging microaggressions and unconscious biases (Bennett-Alexander & Harrison, 

2015). Such prejudice not only stalls career progression for individuals but also saps 

organizational morale, undermining productivity and increasing staff turnover (Davis, 2014). 

Furthermore, discrimination hampers collaboration and camaraderie, often leading minority 

employees to feel marginalized and undervalued, diminishing their overall contributions and 

engagement. 
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Addressing racial discrimination within the federal workspace goes beyond benefiting the 

directly affected individuals; it is crucial for cultivating a healthy, collaborative, and inclusive 

organizational culture. The long-standing issue of racial discrimination demands 

acknowledgment and proactive measures to redress past injustices and foster a future marked by 

diversity, equality, and inclusion in government institutions. This research includes many goals 

to address complicated federal employment racial discrimination. This study aims to improve 

knowledge and give solutions. 

The history of federal employment racial discrimination is reviewed in this paper. This includes 

analyzing U.S. slavery, segregation, and discrimination legislation (Alcaraz et al., 2020). This 

report illustrates how government agencies used history to discriminate based on race. 

Analyzing federal workplace racial discrimination is vital. Microaggressions and unconscious 

bias are studied with hiring and discriminatory treatment (Gee et al., 2019; Bennett-Alexander & 

Harrison, 2015). Recording these manifestations helps understand minority employee issues. 

This study actively promotes racial prejudice removal. The research will educate policymakers, 

government entities, and advocacy organizations about the issue's scope. The Federal 

organization anti-discrimination may improve. 

 DEI Promotion: Government agencies should promote DEI. DEI removes bias and improves 

workplace equality (West et al., 2023). This research suggests improvements to these 

activities. 

 Improving Workplace Well-being: This study acknowledges that racial discrimination harms 

workers' well-being and job satisfaction to enhance working circumstances. Recognizing 

discrimination's roots and effects may improve workplace inclusivity (Davis, 2014). This 

paper tackles the challenging topic of federal employment racial discrimination. It 

investigates its past and supports eradication, diversity, equality, inclusion, and workplace 

well-being. This study aims to make government agencies more fair, inclusive, and helpful to 

workers. 

2. Historical Context of Racial Discrimination in the United States 

2.1 Overview of Racial Discrimination in Society 

Understanding federal workplace racial discrimination requires analyzing its complicated 

linkages to systemic racism and segregation. Slavery and Jim Crow influenced US jobs and 

inequality. Decades of enslavement caused U.S. racism. Slavery hurt blacks and fueled hatred. 

These preconceptions shaped post-slavery thought and work. They witnessed Jim Crow laws and 

practices in the late 19th and mid-20th centuries. These laws divided schools, workplaces, and 

public areas by race. Employment discrimination against African Americans was frequent. 

Employment disparity remains. Jim Crow and slavery created African-American wealth and 

intellectual inequalities. These differences hindered minority career prospects, resulting in 

federal workplace racial discrimination (Bowleg et al., 2014). Institutional racism goes beyond 

individual discrimination to create employment inequality. Laws and practices limit minority 

education and employment (Braveman et al., 2022). Racial prejudice is linked to gender and 



    International Journal of Economics, Business and Management Research 

Vol. 8, No.05; 2024 

ISSN: 2456-7760 

www.ijebmr.com Page 26 

 

class discrimination (Davis, 2014). Hence, it must be acknowledged. Intersectionality impacts 

people with low incomes, particularly government workers. Understanding federal workplace 

racism requires historical and social context. Slavery, Jim Crow, economic mobility, institutional 

racism, and intersectionality impacted minority workers' employment and treatment. Historical 

and structural problems must be addressed to avoid federal agency racial discrimination. 

2.2 Impact of Racial Discrimination on Employment 

Minority employment, wages, and careers suffer from government prejudice. To understand 

these issues, the historical and long-term consequences of racial discrimination on employment. 

Slavery, Jim Crow, and prejudice reduced minority employment (Alcaraz et al., 2020). 

Discrimination kept minorities out of business and government. Race increases US salary 

discrepancies. Black and Hispanic workers earn less than whites (Bowleg et al., 2014). Former 

discrimination and high-paying employment limitations caused salary gaps. Racism harms 

minority careers. Federal authorities decide (Baum, 2021)—that covert and overt discrimination 

damages minority jobs. Racist supervisors may impact workers. Microaggressions and 

discrimination can raise workplace stress, discontent, and antagonism (Gee et al., 2019). 

Wellness and productivity may decline. Racial and ethnic disadvantages include financial gaps, 

professional advancement hurdles, and less high-paying positions (Braveman et al., 2022). 

Unfairness inhibits economic and social progress. Racism impacts federal agency culture. 

Discrimination hinders worker cooperation. Minority employees avoid undesirable agency 

missions (Shaw et al., 2018). Racial prejudice affects gender, economics, and other biases 

(Davis, 2014). Multiple drawbacks may complicate employment. Due to employment access, 

wage inequities, career development constraints, psychological effects, economic imbalances, 

and workplace culture, federal workplace racial discrimination must be addressed. Discover how 

government diversity, justice, inclusion, and restitution affect you. 

3. Presence of Racial Discrimination in the Federal Workplace 

3.1. Examination of Racial Disparities in Federal Employment 

Bowleg et al. (2014) advocated avoiding workplace discrimination due to government 

employment racial imbalances. Understanding these discrepancies and their consequences on 

minority government employees requires more research. Empirical studies demonstrate 

significant federal worker representation gaps (Aylward et al., 2021). Despite diversity efforts, 

African Americans and Hispanics are underrepresented in government—inequality from entry to 

seniority. EEOC and OPM data show that top federal government positions are underrepresented 

by race (Bowleg et al., 2014). Minorities struggle to get government jobs (Cviklova, 2015). 

Recruitment and selection biases hinder minority government employment. Unfortunately, 

government institutions hire whites over minorities (Cviklova, 2015). Racial disparity hurts 

minority government workers' income and careers (Baum, 2021). Minority workers face open 

and covert wage and promotion discrimination. Black and Hispanic federal workers earn less 

than white workers in comparable positions (Bowleg et al., 2014). Research shows that minority 

federal workers face institutional advancement barriers (Baum, 2021). The proportion of federal 

agency EEO complaints about racial discrimination shows minority workers' employment 

concerns (Bowleg et al., 2014). These accusations demonstrate the need for robust federal 
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employment discrimination laws. Race differences may increase with age and gender (Davis, 

2014). Increased government job challenges may hurt underprivileged groups. Shows 

government employment racial discrepancies. Underrepresentation, discrimination, economic 

inequality, career limitations, and EEO complaints aid government diversity, equality, and 

inclusion efforts. We need government workplace racial discrimination prevention. 

3.2 Statistics on Racial Discrimination Complaints in Federal Agencies 

Racial discrimination complaints from federal agencies demonstrate employment 

discrimination's ubiquity and complexity (Shaw et al., 2018). Thorough data analysis indicates 

the issue's extent and possibilities. Analyzing these numbers requires federal agencies to reduce 

racial discrimination complaint frequency. Workers who faced workplace racial or ethnic 

prejudice complained. Annual EEOC reports on government employee racial discrimination 

claims are extensive. Temporal patterns change or stagnate. Employee bias and racial 

discrimination charges are documented. The accusations include hiring prejudice, discrimination, 

harassment, and promotion irregularities (Shaw et al., 2018). These complaint categories 

illustrate government workers' most common racial discrimination, including remedies. 

Racial discrimination accusations should include race, ethnicity, gender, age, and occupation. 

Demographic studies may show bias (Shaw et al., 2018). Discrimination shows faults. 

Quantitative data should include resolutions for racial discrimination complaints—substantiation, 

resolution, or rejection. Shaw et al. (2018) propose federal agency fixes. Resolution of workplace 

complaints has resulted. In addition, longitudinal data analysis may reveal racial discrimination 

complaint trends. This method shows if agencies or departments have high complaint rates and 

whether complaint activity grows or lowers (Shaw et al., 2018). Racial bias in certain agencies or 

historical times is addressed through specialized policy modifications based on trends and 

patterns. Compare the implementation and effect of federal agency diversity and inclusion 

programs to quantitative data. Shaw et al. (2018) examine whether these interventions reduce 

racial bias and increase workplace equality. Complaints and diversity program results 

demonstrate racism-fighting effectiveness. Research federal agency racial discrimination 

complaint numbers to understand the issue. Find areas that need specific interventions to 

improve federal workplace diversity, equality, and inclusion for evidence-based decision-

making. 

4. Manifestations of Racial Discrimination in the Federal Workplace 

4.1. Overt Forms of Racial Discrimination 

4.1.1 Examples and Case Studies of Overt Racial Discrimination 

Open racial discrimination in the federal workplace may hurt employees and the organization. 

Case studies show these efforts in action. Employment racism is a significant kind of 

discrimination. Even when equally qualified individuals from diverse backgrounds apply for 

federal agency employment, hiring managers prefer applicants from a specific race or ethnicity 

(Bennett-Alexander & Harrison, 2015). A government entity that recruits disproportionately 

from one race while having equally good applicants from other races is one example. This 

tendency demonstrates systemic hiring bias and disadvantages minority applicants. Overt racial 
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prejudice is also distressing in many ways. This treatment includes unfair discipline, unequal 

training and progress, and racist slurs (Bennett-Alexander & Harrison, 2015). An outstanding 

African-American government employee who gets racial slurs and is passed up for promotions 

may be researched. This example highlights how prejudice poisons workplace culture and well-

being. Racial bias permeates governance. It involves biased hiring that hurts minority applicants 

and discriminatory treatment that perpetuates inequality and produces negativity. Case studies 

show that government agencies must proactively combat prejudice and promote diversity, 

equality, and inclusion. 

4.1.2 Effects of Overt Racial Discrimination on Employees and Organizational Culture 

Federal workplace racial discrimination impacts the organization and its dynamics beyond 

individual employees. Workers and the firm suffer significantly from these discriminations. 

Racism affects employee morale. Discrimination makes employees feel undervalued, producing 

widespread dissatisfaction (Davis, 2014). Undervaluation may reduce job satisfaction. 

Discrimination hurts organizational productivity. Employees who are discriminated against may 

retaliate. When employees feel alienated or mistreated, they lose dedication to work and the firm, 

diminishing productivity. A challenging workplace with overt racial discrimination promotes 

turnover, particularly among minorities. Turnover disrupts projects, team cohesion, recruitment, 

and training and decreases organizational performance. Racism erodes organizational culture. It 

fosters workplace mistrust, anger, and division, hindering collaboration and belonging (Davis, 

2014). Damaged organizational culture may impair the agency's goals. Finally, government 

agencies that tolerate or practice overt racial discrimination face legal and reputational damage. 

Discrimination may cost the agency money, ruin its brand, and erode public trust. Federal 

workplace racial discrimination, such as hiring bias and treatment, damages employees and 

culture. These issues must be addressed for equity, justice, and a productive, inclusive federal 

agency workplace. 

4.2 Subtle Forms of Racial Discrimination 

4.2.1 Microaggressions and Unconscious Bias 

In the federal workplace, subtle racial discrimination might go unnoticed yet harm employees 

and the culture. Microaggressions are unintentional remarks or slights denigrating a person's race 

or ethnicity (Gee et al., 2019). Microaggressions include racial prejudices, backhanded 

compliments, and insults. A coworker mispronounces a non-Western colleague's name despite 

corrections disrespecting their culture. Even if such actions seem minor, they may emotionally 

deplete and hurt the targeted employee. Racial prejudice may even be unconscious (Saini & 

Vance, 2020). Social stereotypes may affect hiring, promotion, and professional relationships. 

Even if both applicants are suitable, a job interviewer may unconsciously favor their race or 

ethnicity. Unconscious biases may subtly influence workplace judgments and decisions, 

perpetuating inequality. Microaggressions and unconscious discrimination may have a 

significant effect on the federal workplace. Though subtle, these practices affect employee well-

being and corporate culture. These subtle forms of discrimination must be addressed in a friendly 

and inclusive workplace. 
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4.2.2 Implications for Employee Well-being and Job Satisfaction 

Microscopic racial discrimination and unconscious bias may harm federal agency employees' 

mental and emotional well-being (Saini & Vance, 2020). Employee well-being and a welcoming 

workplace depend on recognizing and eradicating these subtle forms of discrimination. 

Problematic: subtle racial discrimination hurts employees' mental health. Microaggressions and 

unconscious bias may disappoint, anger, anxiety, and isolate workers (Gee et al., 2019). Stress 

from these emotional strains may damage an employee's mental health. Subtle discrimination 

may destroy job happiness and engagement. Job satisfaction diminishes when employees feel 

undervalued or mistreated due to race or ethnicity (Saini & Vance, 2020). Lower job satisfaction 

affects worker morale and motivation. Subtle racial prejudice lowers efficiency. 

Microaggressions and unconscious bias may cause worker distraction and reduced productivity 

(Gee et al., 2019). This impacts productivity, teamwork, and project outcomes. In addition, 

subtle discrimination may impair minority federal agency employment progression. Leadership 

disparities are maintained through unconscious bias in promotion (Saini & Vance, 2020). This 

hinders career progression and perpetuates leadership and decision-making gaps. These subtle 

prejudices must be addressed to create an inclusive workplace. Respect and value boost 

employee performance regardless of race or ethnicity. Government entities may train on 

unconscious bias and microaggressions. These initiatives may help leaders and workers detect 

and address these attitudes, creating a more supportive and inclusive workplace where everyone 

can thrive and succeed. Federal employees may experience subtle racial discrimination that 

impacts their well-being, job satisfaction, and productivity. Employee welfare and a workplace 

that values diversity, inclusiveness, and equal opportunity depend on recognizing and actively 

addressing these subtle but persistent issues. 

5. Strategies for Eliminating Racial Discrimination in the Federal Workplace 

5.1 Legal Framework and Protections against Racial Discrimination 

Title VII of the 1964 Civil Rights Act is crucial to fighting federal employment racial 

discrimination (Braveman et al., 2022). Title VII is the foundation of employment discrimination 

protection against race, color, religion, sex, and national origin. Changing difficulties and labor 

dynamics need these legislative provisions to be reviewed and updated to be successful. Legal 

provisions must be evaluated often to work. The workplace is changing owing to technology, 

social norms, and prejudice. Thus, politicians and government agencies must regularly update 

laws. These assessments help adapt legislation to emerging racism. This makes the legal 

framework strong, resilient, and flexible for diverse and inclusive workplaces. Racial 

discrimination victims need solid legal remedies. Legal safeguards fail without enforcement and 

justice for discriminatory victims. These restrictions must be enforced by well-resourced federal 

authorities that can examine complaints. Punishing offenders would boost deterrence. Broad 

enforcement promotes fairness and a racial-discrimination-free company culture. Title VII of the 

1964 Civil Rights Act must be revised to combat workplace racial discrimination. The changing 

workforce requires flexible legal frameworks. Vigorous enforcement and remedies ensure these 

laws protect and benefit racial discrimination victims. Combining these aspects may help the 

legislation produce a fair, equitable, and inclusive federal workplace. 
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5.2 Diversity and Inclusion Initiatives: 

Federal agencies have established diversity and inclusion policies to combat racial discrimination 

and promote workplace participation (West et al., 2023). These programs use various strategies 

to enhance federal employee diversity, equality, and inclusion. Continuous assessment is critical 

to diversity and inclusion efforts. All initiatives, including diversity and inclusion, must be 

evaluated. Federal authorities must monitor these actions against objectives. These reviews 

analyze methods and recommend improvements. Federal agencies may react to shifting 

workforce dynamics and employee needs via regular reviews. Social and workplace 

transformation demands adaptive and inventive diversity and inclusion strategies. Static 

strategies may fail when society, demographics, and technology evolve. Federal agencies must 

adapt to new approaches and promote diversity. Targeted recruiting, mentorship, and affinity 

groups help underrepresented workers feel included. Federal diversity and inclusion initiatives 

combat racial discrimination and promote workplace inclusion. Programs thrive on constant 

evaluation and adaptation. Federal agencies may enhance workplace diversity, justice, and 

inclusion by regularly evaluating and implementing innovative ways. 

5.3 Training and Education Programs: 

Federal training and education initiatives improve staff cultural competence and minimize racial 

bias (El Boghdady & Ewalds-Kvist, 2023). These programs train employees to identify and 

combat all forms of bias. These education and training programs need continuous evaluation. 

Such initiatives must change the workplace to succeed. Federal agencies should regularly assess 

how these measures affect employee behavior and workplace dynamics. By analyzing data and 

employee feedback, agencies may discover training strengths and weaknesses. They may make 

data-driven program improvements through review to be current, effective, and workforce-

aligned. Training must also be flexible and inclusive. Racial prejudice may affect employees of 

different races and ethnicities differently. Successful training programs must address these 

criteria and sensitivities. 

Additionally, these initiatives should promote inclusivity. These events should include all 

employees, regardless of color or ethnicity. Inclusivity fosters belonging and teamwork in 

schooling. To counteract racism, federal agencies require training and instruction. Their success 

relies on constant evaluation, customization, and inclusion. Emphasizing these elements may 

help federal employees identify and fight discrimination, making the workplace more inclusive 

and fairer. 

5.4 Leadership and Accountability in Addressing Discrimination 

Federal agencies must have strong leadership and accountability to create an inclusive workplace 

and end racial discrimination (Key et al., 2023). All institutional leaders build workplace culture 

and avoid prejudice. Leadership must be visible and consistent and emphasize diversity and 

inclusion. Leadership establishes organizational standards and examples. Their diversity and 

inclusion advocacy sends a powerful message to employees. Upholding these values shows the 

company's dedication to an egalitarian workplace where all workers, regardless of color or 

ethnicity, are valued and respected. Accountability mechanisms matter. Implement transparency 
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reporting and discrimination punishments. Leaders who promote diversity and eliminate bias 

make staff feel valued. This promotes responsibility and fair treatment of employees. Racism 

prevention demands inclusive leadership training. Government agencies should sponsor these 

projects to develop inclusive leaders. These initiatives may help CEOs manage diverse teams, 

foster respect, and combat bias. Inclusive leadership development improves leaders and the 

workplace. Legal protections, diversity and inclusion activities, training and education programs, 

and effective leadership with solid accountability mechanisms combat federal workplace racial 

discrimination. These approaches must be reviewed and developed to establish an environment 

where every employee is treated properly and can succeed. 

6. Case Studies and Best Practices 

6.1 Successful efforts to combat Racial Discrimination in Federal Agencies 

Successful government anti-racism agency may encourage others (Cviklova, 2015). These stories 

demonstrate that racial prejudice may be overcome. Veterans Affairs is inclusive and diverse. 

We provide mentoring, diversity training, and targeted hiring. These initiatives have boosted VA 

racial and ethnic minority leadership. The Federal Aviation Administration (FAA) formed a task 

force to fight prejudice and promote diversity. This workforce thoroughly evaluated FAA policy 

to enhance discrimination reporting and inclusive hiring. Environmental Protection Agency 

decreased racism. They are addressing racial career development inequities. Minority employees 

advanced under top managers. Minority promotions rose. Department of Justice racial bias is 

handled vigorously. Other agencies enforce anti-discrimination and diversity and inclusion laws. 

It lowered racial discrimination complaints and made the workplace more inclusive. Department 

of Homeland Security employees attended racial discrimination town halls and listening 

sessions. Disputes impacted workplace inclusiveness—success in this case study. Examples 

include leadership commitment to diversity and inclusion, honest reporting of discriminatory 

incidences, program review and improvement, and employee involvement and feedback. These 

case studies may inspire government anti-racism efforts. Success indicates that dedicated 

leadership, evidence-based policies, and accountability can make federal government workplaces 

inclusive and egalitarian.  

6.2 Lessons Learned and Transferable Strategies 

Effective federal agencies may assist other government agencies in planning (Aylward et al., 

2021). Discuss ending federal employment racism. Sharing techniques and knowledge: Diversity 

and inclusiveness should be respected by leaders. Each case study's leaders tackled racism. 

Passion and flexibility drove this business. Agency leaders should value diversity and inclusion. 

Successful businesses admitted bias. This openness enables employees to complain without 

repercussions. Worker reporting should be confidential and easy. Anti-racist organizations 

evaluated them. Stats and employee input influenced changes: track diversity, inclusion, and 

discrimination. Improve and measure progress using this data. Worker input determined success. 

Town halls, listening sessions, and ERGs enable worker feedback. Encourage workplace racial 

discrimination dialogues. Engage personnel in diversity and inclusion. Organizations mentored 

and funded minority workers. This initiative linked junior staff with senior executives who 

advised and advocated—mentoring and funding minority workers. Anti-racist organizations 
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made people and institutions responsible. Laws against discrimination were passed. Regularly 

enforce anti-discrimination legislation and punish violators to improve accountability. Working 

groups, webinars, and conferences enable government agencies to share expertise. Anti-racism 

webpages advise. Your organization should assess transfer tactics. Measure progress and change 

plans using milestones and indicators. Discuss racism. Adapt to input. Successful programs and 

transferrable ideas may assist federal agencies in fighting racial discrimination and promote 

workplace diversity, equality, and inclusion. 

7. Conclusion 

7.1 Recap of the Key Findings 

The history, symptoms, and solutions of federal employment racial discrimination were 

explored. Results promote inclusive, equal governance. Study systemic racism and segregation to 

understand federal employment discrimination. Alcaraz et al. (2020) say Jim Crow and slavery 

harmed careers and inequality. Workers of color are mistreated. Racism causes government job 

deficits. Limited employment, economic inequality, and career development are inequalities 

(Churchwell et al., 2020). Past discrimination hurts minority employees. Racial disparities in 

government employment affect career advancement and representation (Bowleg et al., 2014). 

Diversity policies do not remove these gaps, emphasizing the need to eliminate bias. Shaw et al. 

(2018) quantify federal agency racial discrimination complaints by frequency and kind. These 

numbers demonstrate racial prejudice and provide solutions. Racial prejudice in governance is 

overt and subtle. Hiring discrimination is obvious (Bennett-Alexander & Harrison, 2015). These 

activities affect employees and produce conflict, as shown in case studies. Overt racism impacts 

workplace culture (Davis, 2014). Discuss prejudice's effects on production, morale, and turnover. 

Employees face microaggressions and unconscious bias (Gee et al., 2019). This may contaminate 

the workplace and impair employee satisfaction. Finding these little differences enhances work 

efficiency. Racial discrimination in government positions is handled differently: Civil Rights 

Title VII lowers racism (Braveman et al., 2022). Government diversity and inclusion initiatives 

minimize racism (West et al., 2023). Evaluating and increasing these activities may boost 

workplace inclusion. Federal employees receive training in cultural competence and racial 

discrimination (El Boghdady & Ewalds-Kvist, 2023). Periodically evaluate program 

effectiveness. Inclusive workplaces need strong leadership and accountability (Key et al., 2023). 

Leaders should embrace diversity and fight prejudice. Successful government anti-racism 

activities teach (Cviklova, 2015). Transferable processes may help other firms. These 

accomplishments demonstrate government flexibility. 

7.2 Importance of ongoing Efforts to eliminate Racial Discrimination in the Federal Workplace 

All levels of government must address federal employment racism. Statistics may show that 

racial injustice requires addressing. US racism began with slavery and segregation (Alcaraz et 

al., 2020). History focuses on battling entrenched prejudice. Title VII of the Civil Rights Act 

bans workplace racism (Braveman et al., 2022). Respecting these principles shows agencies' 

anti-discrimination efforts. Federal worker demographics, tasks, and structures vary (West et al., 

2023). Update diversity and inclusion strategies to match workforce needs. Racism harms 

employees considerably. Stress, job unhappiness, and morale rise (Saini & Vance, 2020). 
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Diversity and inclusion improve employee engagement, satisfaction, and productivity but need 

ongoing effort. Government agencies help society. Nondiscriminatory organizations gain public 

confidence (Key et al., 2023). Equality and justice develop trust. Global competition requires 

diverse worker skills and perspectives in a connected world (Baum, 2021). Federal agencies 

must encourage diversity and inclusion to compete worldwide. Discrimination changes. There 

may be covert discrimination (El Boghdady & Ewalds-Kvist, 2023). Corporations must monitor 

threats and adjust their strategy. Society desires justice and equality. Government agencies 

should lead anti-discrimination activities since they benefit society (Key et al., 2023). Racism 

must end ethically, not legally. All employees must be treated fairly in a just society. Combating 

federal employment racial discrimination takes time. Due to previous discrimination, statutory 

obligations, workplace changes, and societal progress, diversity, justice, and inclusion are 

necessary. Justice and diversity in government may benefit society and employees. 

7.3 Call for further Research and Action 

Addressing racial discrimination within federal employment demands urgent action, informed by 

rigorous research and policy analysis. There is a pressing need for longitudinal studies to gauge 

the enduring impact of racial discrimination on government employees in terms of career 

trajectory, mental and physical well-being, and professional growth. Additionally, employing an 

intersectional lens in research will elucidate the compounded effects of multiple identities, such 

as race, gender, and others, on experiences of discrimination. Furthermore, it is necessary to 

tailor policies catering to diverse races and ethnicities, ensuring a genuine promotion of equality 

and more effective support for minority federal employees. As prejudice has profound 

implications on health, it is imperative to understand the broader health consequences of 

workplace racial discrimination and the associated healthcare costs. This will aid in making 

informed policy decisions that account for the full spectrum of consequences. 

7.4 Enhanced Policy Recommendations with Detailed Contextualization of Joe Biden's 

Initiatives 

The urgency for governmental agencies to directly confront racial discrimination is more 

palpable than ever. The Biden administration has already provided a blueprint, which, if 

expanded upon, can pave the way for more holistic change. 

1. Recognizing and Addressing Discrimination: President Biden's inaugural speech, where he 

directly addressed the need to confront and defeat a “rise of political extremism, white 

supremacy, domestic terrorism,” underscores the administration's recognition of the problem. 

Federal agencies can replicate this by openly acknowledging racism within their structures. 

For example, when Biden nominated the most racially diverse Cabinet in U.S. history, it was 

a tangible move toward representation at the highest levels. Agencies can adopt a similar 

commitment across all levels, ensuring mechanisms are in place for reporting racial 

discrepancies and empowering employees to speak out without fear of retribution. 

 

2. Promoting Transparency: Biden's Day One Executive Order promoting racial equity was a 

call to arms for federal agencies to ensure equitable allocation of resources and benefits. 

Building upon this, agencies should create easily accessible databases that track racial 
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representation and grievances related to discrimination. This transparency will allow for the 

immediate identification of biases and the swift implementation of remedies. 

3. Re-evaluating Diversity Training: With the Biden administration reversing the Trump-era 

ban on diversity and inclusion training for federal agencies and contractors, it is urgent to 

reassess and bolster these programs. Content should align with current realities and forecast 

future challenges, ensuring training remains preemptive and effective. 

4. Addressing Institutional Racism: The Biden administration's moves, such as the launch of the 

racial and ethnic disparities data initiative, can serve as a model for individual agencies. They 

should be tasked with conducting audits of their practices, understanding where they 

perpetuate discrimination, and creating actionable reform roadmaps. 

5. Understanding Discrimination's Roots: Biden's push for a more comprehensive 

understanding of systemic racism, evident in initiatives like housing policy reforms to redress 

racial segregation, showcases the need to address root causes. Similarly, agencies should 

undertake research initiatives to uncover the historical and systemic reasons behind 

workplace discrimination. 

6. Building on Existing Initiatives: Biden's executive order to advance racial equity and support 

for underserved communities is an overarching directive. Individual agencies can create 

specialized sub-committees that implement this at micro-levels, ensuring no group is left 

behind. 

In conclusion, as the Biden administration showcases through its strategic moves, the fight 

against racial discrimination in federal employment is a multi-pronged endeavor. Building upon 

these initial steps, grounding actions in research, and maintaining an unwavering commitment, 

we can inch closer to a federal workspace that exemplifies genuine equity and inclusion. 

Conclusion 

The scourge of racial discrimination within federal workplaces has roots that delve deep into the 

annals of our nation's history. However, as illustrated in this article, this issue does not just reside 

in history books. However, it manifests daily, with profound consequences for countless 

government employees. Its implications extend beyond individuals' psychological and emotional 

distress, reaching into the very ethos of governmental agencies, influencing productivity, 

collaboration, and the overall agency culture. 

Reflecting on the historical backdrop, it is evident that the legacies of systemic racism—from 

slavery to Jim Crow policies—have not merely vanished. They have transmuted into subtle yet 

pervasive biases, microaggressions, and institutional barriers. The federal workplace, which 

should ideally be a bastion of equal opportunity and fairness, often mirrors the broader societal 

prejudices, making the battle against racial discrimination even more imperative. 

Our study has shown that the effects of racial discrimination are not only immediate but have 

long-term ramifications. The professional growth, mental and physical well-being, and overall 

career trajectory of affected individuals are at stake. The entire organizational fabric also suffers, 

marked by decreased morale, increased turnover, and diminished collaboration. 
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Looking ahead, the path to transformation demands a combination of well-researched policies, 

actionable strategies, and continuous introspection. Tailored policies, acknowledging multiple 

identities and their compounded effects, can be pivotal in fostering a more inclusive 

environment. Transparency in processes, bolstered reporting mechanisms, and robust diversity 

training are not mere checkboxes but essential pillars in building an equitable federal workspace. 

In closing, it is imperative to understand that the journey toward an inclusive and equitable 

federal workplace is continuous. It requires structural and policy changes and a shift in mindset 

and culture. Every stride made in this direction ensures that the federal workforce is not only a 

reflection of the diverse tapestry of our nation but also a beacon of its foundational principles of 

equality, justice, and opportunity for all. 
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