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Foreword

Tamara Finkelstein DCB

Former Permanent Secretary at the Department
for Environment, Food and Rural Affairs, and former
Head of the Government Policy Profession

For any of us to be efficient and productive in our work we need to
work in a positive culture, in particular to be free of bullying and
discrimination, and to be treated fairly and with respect. That is true
for the civil service as for every other workplace. It is the responsibility
of leaders at every level to create that culture and to drive change
when the culture does not meet these standards. And leaders need the
data and insights to know whether change is needed and to be held to
account for improvements.

This report helpfully provides both data and the insights. And there is
good news: the improvements in inclusion defined by respect and fair
treatment, and reduction in those suffering bullying and discrimination,
are positive trends. As the report suggests the improvements from 2020
when hybrid working became the norm merits further investigation.
There are clear downsides to reduced face to face working impacting
learning and building of social capital, but the report suggests an upside
with less opportunity for negative behaviours.

While the improvements should be welcomed there remains persistent
gaps for certain groups particularly ethnic minorities and LGBTQA
people. The fact that the gap is not closing is a significant cause for
concern and suggests that leadership attention has not yet led to actions
that drive improvement.

I hope this report supports the conversations within the civil service
that helps to drive a culture where everyone thrives and can deliver at
their best.
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Summary

Bullying, harassment, and discrimination are serious concerns in any
workplace, and the Civil Service is no different.

Almost uniquely among large employers, the Civil Service both
conducts a people survey, with a high response rate, and publishes the
result by government department, each year.

In previous years, we have published analyses relating to the wellbeing
of the Civil Service, and how this has changed over time. This report
supplements this analysis by looking at bullying, discrimination, and
inclusion.

The Civil Service generally fares well, with low levels of bullying and
discrimination, and high levels of inclusion, consistently over time.

A particularly interesting trend is that self reported bullying and
discrimination within the Civil Service drops substantially in 2020,
each by about a third, and remains at lower levels since then. Although
this warrants further investigation, it is possible that the move to hybrid
work has provided less opportunities for bullying and discrimination to
take place.

However, there are troubling patterns in the data, which warrant
attention.

Civil servants from ethnic minority backgrounds report higher levels of
bullying and discrimination in every year in our data, than their white
peers, and the size of this gap has been consistent over time. In the most
recent year for which we have data, this amounts to a 2 percentage point
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(25% difference) in bullying. Differences in inclusion exist, but are
smaller.

Looking at gender, we find that gaps between male and female civil
servants have only emerged relatively recently in bullying, emerging
before the pandemic but continuing afterwards. A previous trend of
men being more likely to say they have been discriminated against has
been reversed in recent years. However, over the same timescale, male
and female civil servants are now just as likely to say the Civil Service is
inclusive.

Details on civil servants’ trans identities have been collected for less
time, but show higher levels of bullying and discrimination for both
trans men and trans women, compared to cisgender civil servants, with
especially trans women experiencing high rates of both bullying and
discrimination. Bullying in particular is experienced by trans women at
roughly three times the rate of cisgender people.

LGBQA civil servants experience higher levels of bullying and
discrimination than straight peers, although this has narrowed over
time. Evidence from new questions about the type and cause of bullying
suggests that bullying on account of their sexual orientation, and sexual
harassment, disproportionately effect these groups.

Finally, there are much higher rates of bullying and discrimination for
people with long-term health conditions than for others, but this also

experiences a particularly steep decline in and after 2020, suggesting

this group disproportionately benefits from hybrid working.
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Introduction

The Civil Service is the primary engine of public policy development
for the government, as well as the delivery of huge swathes of public
services, from job centres to driving tests, from tax collection to defence
planning.

The Civil Service is also a vast employer, staffed by hundreds of
thousands of people around the country. In recent decades the service
has also made substantial efforts to diversify itself and to become a more
inclusive employer.

Both of these factors — the centrality to the delivery and design of public
services, and the desire to be a good employer — make the workplace
culture of the service an important consideration for ministers as well

as for senior officials. While much of the focus in recent years has

been on Civil Service productivity and efficiency, it is also relevant to
consider the quality of workplace behaviours, including bullying and
discrimination.

Across society, we know that people from marginalised or vulnerable
groups are more likely to experience bullying and discrimination than
their peers. We also know that there are material consequences to
discrimination and bullying, not just to the wellbeing of those affected,
but also to their productivity, and to the effectiveness of the organisation
as a whole. Civil Service effectiveness, and the quality of the workplace
environment are therefore inextricably linked, and not separate concerns.

The Civil Service is also an unusual organisation in that it both
administers a large-scale survey of its staff wellbeing, the Civil Service
People Survey, and makes aggregated versions of this data available to
the public. This, combined with the scale of response to the survey —
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hundreds of thousands of people — and the consistency of measurement
over time, makes the Civil Service the ideal context in which to study
discrimination and bullying in the workplace, and how this has changed
over time.

In this short paper, we look at data from the Civil Service People Survey
to explore patterns in bullying and discrimination in the service, how
this has changed over time, who is most likely to experience bullying
and discrimination, and which departments are the best (and worst)
performers on this metric.

About the Givil Service People Survey

Conducted since 2010, the Civil Service People Survey (CSPS) is
administered to civil servants across the UK. Its dataset is hugely
valuable not just for understanding wellbeing in the Civil Service, but
also across the country. This is not necessarily because Civil Service
wellbeing is representative per se, but because the response rate for the
CSPS is high compared to many other surveys. In total, 354,962 civil
servants completed the survey in 2024, a response rate of 61 per cent.

Trends in bullying, discrimination and inclusion in the Civil Service, 2025 | December 2025

8



Bullying and discrimination

The main focus of this report is to look at bullying and discrimination
in the Civil Service, as identified through the CSPS. The two main
questions we look at are shown in the table below, alongside subsidiary
questions (only asked to people who answer yes to the bullying
questions), which are analysed for some groups as appropriate.

Table 1: CSPS questions analysed

Question Number Question
EO1 Have you been discriminated against at work in the last 12
months?
£02 Have you been bullied or harassed at work, in the past 12
months?*
On which of the following grounds were you discriminated
£02 10 against?
- (% selecting ‘Mental health’ of those who ticked at least one
E02 option)
On which of the following grounds were you discriminated
£02 14 against?
- (% selecting ‘Sex’ of those who ticked at least one E02
option)
On which of the following grounds were you discriminated
£02 15 against?

(% selecting ‘Sexual orientation’ of those who ticked at least
one E02 option)

How would you describe the nature of the bullying and or
harassment you experienced?

E03A_02 (% selecting ‘Sexual harassment (for example, sexual
comments or jokes, unwelcome sexual advances, touching
or assault)’ of those who ticked at least one E03A option)

* This question post 2020 was answered by a generic “yes”, while pre-2020 it could be answered
with “Yes in my organisation, Yes in another organisation, Yes in a non-Civil Service organisation.”
Any answer of yes within these questions is taken as a “Yes” for our analysis.
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Inclusion

The final measure we consider is Inclusion and Fair Treatment scores.
These scores are an aggregate of four questions asked in the CSPS each
year, which can be found in Table 2, overleaf.

Table 2: ‘Inclusion and Fair Treatment’ questions in the CSPS

Question Number Question

B25 | am treated fairly at work

B26 | am treated with respect by the people | work with
B27 | feel valued for the work | do

| think that my organisation respects individual differences
B28 (for example, cultures, working styles, backgrounds, ideas,
etc)

Trends over time

Data on bullying and discrimination is reported in the CSPS, with
both recorded as the proportion of respondents answering positively to
questions relating to whether they have been bullied or discriminated
against at work.

Both bullying and discrimination follow approximately the same
shape over time. In contrast with wellbeing data, they show a marked
improvement in the pandemic year and beyond. Bullying saw a slight
rise in 2023, which has persisted into 2024.
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Figure 1: Rates of reported bullying in the Civil Service over time
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Figure 2: Rates of reported discrimination in the Civil Service over time
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Differences by groups

In this section we consider the differences between groups in terms
of their likelihood of saying that they have experienced bullying or
harassment in the workplace.

Ethnicity

The data only allows us to differentiate between “White” and ‘Ethnic
Minority’. The volume of data would certainly allow for further
disaggregation without disclosure risk. The pattern for both groups is
not dissimilar (except for an aberrant 2019 spike for ethnic minorities),
but there is considerably more discrimination against ethnic minorities
than against white civil servants. These differences are statistically
significant, and although they have fallen meaningfully since the
pandemic, the gaps remain substantial.

The drop in 2020 runs counter to other trends in the Civil Service,

in particular those in wellbeing, which experienced a drop in 2020

from which most departments have yet to recover. We hypothesise

that bullying and discriminatory behaviour at least partially occur
outside of the context of meetings and emails — for example, in other
in-person interactions, or in exclusion from social events — and therefore
the opportunities for these activities are reduced first by pandemic
lockdowns and then by more hybrid working in the Civil Service post
pandemic.

Inclusion has been rising gradually for both groups but has flatlined
since 2020. Unlike the narrowing gaps along some demographic lines,
there has been a divergence in inclusion between white civil servants
and those of other ethnic groups since 2018.
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Figure 3: Rates of bullying by broad ethnic category over time
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Figure 4: Rates of discrimination by broad ethnic category over time
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Figure 5: Positive inclusion scores by broad ethnic category over time
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Sex and gender identity

Differences in bullying by sex began to emerge in 2016 and have
survived the pandemic despite the general fall in both bullying and
discrimination since 2020. Prior to 2016 there were no detectable
differences between genders in the likelihood of being bullied or
discriminated against, but the differences are consistently statistically
significant from 2017 onwards.

Both male and female civil servants have seen gradual increases in the
rate at which they believe the service to be inclusive, but unlike some
of the other groups for which we report changes in inclusivity over
time, the gap between male and female civil servants has narrowed
considerably, and since 2020 has been essentially 0.
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Figure 6: Rates of bullying in the Civil Service by gender over time
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Figure T: Rates of discrimination in the Civil Service by gender over time
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Figure 8: Rates of positive inclusion in the Civil Service by gender over time
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Gender identity

For the last two years, the data has allowed us to look beyond identified
sex and at gender identity. This allows us to differentiate between
cisgender people of both genders, trans men, and trans women.
Although the time series on these data is short, the findings are
interesting for a few reasons.

First, discrimination and bullying of trans people is markedly higher
than that for cisgender people (although it is in absolute and relative
decline over the two years for which we have data). Second, there is

on the face of it a divergence between discrimination against trans
people, with a rise in discrimination for trans women, and a fall for trans
men, potentially reflecting wider changes in public discourse. Finally,
although the general picture of inclusion in the Civil Service is of a flat
line, there is a reduction in inclusion for trans civil servants. Data on
sexual harassment and discrimination on the basis of sexual orientation
is suppressed for trans civil servants due to small sample sizes, and so we
are unable to comment on it here.
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Figure 9: Rates of bullying in the Civil Service by gender identity over time
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Figure 10: Rates of discrimination in the Civil Service by gender identity over
time
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Figure 11: Positive inclusion scores in the Civil Service by gender identity over
time
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Sexual orientation

There are substantial and persistent differences between LGBQA
people and straight people in terms of their likelihood of being bullied or
facing discrimination. These are the equivalent of around a 50 per cent
difference, which persists over time, with notable falls in bullying and
discrimination in 2020 that have since been sustained.
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Figure 12: Rates of bullying in the Civil Service by sexual orientation over time
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Figure 13: Rates of discrimination in the Civil Service by sexual orientation over
time
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Here, we see in Figure 14 that over the last decade and a half, inclusion
has gradually risen for both LGB and straight civil servants, and that
this gap has been narrowing fairly consistently over this time period,
from a 7-percentage point difference in 2009 and a 9-point difference in
2010, to a 3-point difference in 2023.

Nonetheless, there remains a gap between the extent to which LGB
people and straight people feel included and treated fairly in the Civil
Service, and these differences are statistically significant.

Figure 14: Rates of positive inclusion in the Civil Service by sexual orientation
over time
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Looking at the patterns of bullying and harassment among LGBQA
people, we find this group are both significantly more likely to face
harassment than their peers, and that they are more likely to face
discrimination on the basis of their sexual orientation.

Figure 15: Rates of bullying related to sexual harassment by sexual orientation
over time.
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Figure 16: Rates of discrimination related to sexual orientation, by sexual
orientation over time
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Long-term health

There are large and persistent differences in bullying and discrimination
against people who have long-term, limiting health conditions. People
with these conditions are more than twice as likely to experience
discrimination and bullying than their peers, in all years of the data.

As for other groups, there is a significant drop-off in bullying and
discrimination in 2020, and this has persisted post-pandemic. The

fall has been larger for people with long-term, limiting conditions, but
this is of the same relative size, meaning that the ratio of bullying and
discrimination is preserved.

Figure 17: Rates of bullying by Long Term Limiting Condition (LTLC) over time
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Figure 18: Rates of discrimination in the Civil Service, by LTLC, over time
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Figure 19: Positive inclusion score in the Civil Service, by LTLC over time
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Looking at inclusion, there is a positive pathway from both those with
and those without long-term limiting conditions, but the gap remains
consistently wide between the two groups.
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Conclusion

In this paper, we have considered bullying, discrimination, and inclusion
in the Civil Service, how it has changed over time, and how it differs
between groups. The CSPS is an enormously valuable resource for
understanding the service, which is responsible for policymaking and
substantial delivery of policy at a national level.

We find that there are substantial differences in the likelihood of
someone being bullied or discriminated against based on their
demographics, with people of colour, LGBQA people, and people

with long-term health conditions being significantly more likely to
experience these things than their peers. Female civil servants did not
experience more discrimination and bullying then their peers until 2016,
but from then on have experienced higher levels of discrimination and
bullying than their peers, which became statistically significant in 2017.
Although over the same time period, female civil servants have come to
view the Civil Service as being as inclusive as male civil servants find it,
while ethnic minority civil servants have experienced a divergence in
that same time period compared to the views of white civil servants.

Over time, the most substantial trend, which is experienced across

all groups that we have analysed, is a drop in both bullying and
discrimination in the 2020 wave of the survey, which has persisted since
then. More recently, the inclusion of gender identity into the CSPS
allows us to look at two years of data on discrimination and bullying
experienced by trans people compared to their cisgender colleagues.
WEe find, perhaps unsurprisingly, a substantial gap in the likelihood

of experiencing bullying and discrimination for trans civil servants.
There is also a divergence, at least in these two years, among trans

civil servants, with trans women in the Civil Service seeing a rise in
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discrimination, and trans men experiencing a fall in discrimination in
the last year.

We have written in previous reports about the fall in wellbeing in

the 2020 survey, which has also persisted over time. In this original
analysis, the effect of the pandemic, and of the remote working which
followed it, is cast as a negative, but these new findings suggest there
may have been an upside for people who would otherwise have been
bullied or discriminated against, who are in some way protected,
perhaps by the nature of remote work. How this has been achieved —
and persisted — warrants considerable additional attention. Although
the ratios of discrimination and bullying have remained the same — so
that marginalised groups are still much more likely to experience
discrimination and bullying — this means that the absolute benefit of
these changes has been felt by those who were most likely to be bullied
in the first place.
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