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Introduction
In this report I will be discussing a work-based problem. Why it may happen and what impact it has on the team. I will try to analyse information on the identified problem. I will seek to propose a range of alternative solutions to the problem. I will hope to use a decision-making technique to evaluate a range of solutions to identify the most appropriate option. Eventually develop a plan that may help to find a solution. 
[bookmark: _GoBack]“Unfortunately, currently, racism is still a prevalent issue, and even though one would expect the workplace to remain exempt, racial discrimination knows no boundaries and thus can impact one’s professional life. In the workplace, race discrimination creates any hostile treatment against an employee, specifically because of his or her race or race-related appearances, such as skin tone, hair, or facial features. Race discrimination is often coupled with ‘colourism’, i.e. treating an individual worse because of the colour, tone or shade of their skin. This can even occur between individuals of the same race or ethnicity. Some examples of race discrimination at work include racial slurs, racist jokes or cartoons, racial stereotypes, paraphernalia like swastikas or nooses, and singing along to racist song lyrics. Also, employers who make any employment decisions based on race and/or colour in the workplace may be liable for race discrimination.”
(SILVIA STANCIU 2019)
The different terminologies of racism can have an impact on health this can happen through both direct and indirect ways. Indirect ways contain variance access to social resources and health factors by race or ethnicity. At a specific level, experience of racism can cause distress to health directly through physical violence and stress. This can subsequently lead to mental and physical health consequences. 
The effects of racism in the workplace can you feel very uncomfortable, very stressed. It can lead to mental health problems. It should not be something that any member of staff has to tolerate. Its dehumanising, it makes you feel lesser. It makes you feel paranoid and targeted. It makes you feel uncomfortable to carry out your job. You start to feel very vulnerable. It begins to feel like an open wound that never heals. One starts to question its own identity. Am I different from everyone else? If so why? You feel left out, you feel you are not wanted or not valued in the team. It makes you question who you are and your abilities.
“Employers must ensure that all employees have a right to work in a safe environment without discrimination or the fear of harassment or abuse. While many employers have policies on bullying and harassment at work and an equal opportunities or anti-racism policy, they may have been in place for some time and could now be in need of review. They also may need promoting to all workers, customers or service users at this time. As part of their policy, employers should make it clear that there will be zero tolerance in the workplace for any form of racist abuse or harassment whether from visitors, customers, clients or employees. This means more than just putting up a poster. All staff should be trained and supported on how to deal with any abuse they witness or receive, whether inside the workplace or from others if it is directed at a worker. It must be made clear that any discriminatory or abusive remarks are unacceptable - ‘banter’ is no excuse.”
www.tuc.org.uk
There are many ways to speak out against racism in the workplace. 
As a leader, you can decide how you set the tone within your team. You need to make sure you have created a zero-tolerance policy against racism. As the saying goes, "What you allow is what will continue." Downgrading others is easy, in this day and age - teamwork only comes with clear leadership from the top. Does everyone know where you stand, and why? “The great coach of the Green Bay Packers, Vince Lombardi, famously kept racism out of the locker room—as he led the Packers to world championships during 1960s. He refused to frequent restaurants and hotels that treated anyone differently due to their skin colour. Lombardi, the namesake of the Super Bowl Trophy, coached the first openly gay player in the NFL, David Kopay”
What happens when someone speaks out a remark that is out of line, at a company function, meeting or event thinking it is only banter. How you respond to this can determine what you feel is acceptable. Staying silent will be the start of the wrong behaviour. When faced with ill and inappropriate behaviour, the time for action is instant: don't let dithering overlook discrimination. As a leader, it's your job to watch out for your organisation. Tolerating prejudice lets the cancer spread. Make a stand now and eradicate any form of prejudice before it can begin. 
As a leader, when talking to someone about recent racist comments, holding the conversation is private is required. In a private environment, there is a process for expressing yourself in a way that is not intended to provoke conflict. Begin the conversation in the first person: "When I heard what you said..." or "When I saw what you did..." and explain what it meant to you in a way that's still and even-handed. Discrimination is a difficult topic, but don't shy away from it. There are things that need to be said and done. Depending on the circumstances, and your role, don't go it alone. Consider who should join you for this dialogue. The conversation must be a detached echoing of the facts. The conversation should not be a debate, but purely an understanding that such actions will carry penalties. A look at the impact of disruptiveness—and ask for others to do the same. Ask for greater understanding around collaboration: because we are all better when we work together, without fear of harassment.
Confronting racism can be a tough discussion, prepared with opportunity for disagreement. That's why it's important to shut the door. Consider carefully the possibility of your conversation. A more genuine goal: reaching understanding and reassuring new behaviour. Understanding how words and action can do harm even by accident an shed a non-confrontational light on unwanted actions. Maybe you can't change minds, but you can close lips. And curb behaviour. If harmful intentions are evident, the conversation needs to include HR or executive leadership. Beyond the moral implications of racism, racist remarks foster a hostile and offensive work environment. Be prepared to take disciplinary action.
Chris Westfall 2019
Solution
There are always ways to remove racism at the workplace implementing these ideas will definitely help to move in the right direction. Where does the organisation stand on racism?
The initial step is to expose any problems that may already be happening at the workplace with or without your knowledge is to evaluate the demographic breakdown of your team compared to the community it serves. 
· Is there difference?  
· What may be the reason for an unbalanced team with regards to ethnicity?
· What are the levels of complaints, disciplinary actions?
· Which set of employees are working unsociable hours?

These are indications that there is a problem. Confidential staff surveys are a good way to learn about people’s experience. Incidents of everyday racism might not be immediately obvious to leaders sitting at the top. Carrying out the survey will give you some insight into the extent of the problem. 

· What are the problems that need to be addressed first? 
· What are the quick and easy solutions?
· Do we need to carry out an anti-racism campaign?
· What support is available to any victims?

Review the recruitment policy. Are you set in your ways when you are hiring a new employee. Is there an equal opportunity in place to ensure everyone is given a fair chance to get the job in the first place. The following standards should be followed in the hiring process. 

· Make sure job descriptions have impartial language that relate only to the job necessities and skills of candidates.
· Try to ensure we are capturing candidates from a greater pool of selection. 
· Install a tracking system which will help to evaluate all candidates allowing to have a fairer approach to selecting the right candidate.
· Have a diverse interview panel.

A review of the following needs to take place pay review policies, benefit packages, conditions of service, promotion and recognition awards, training policies and performance reviews to ensure an equal opportunity is given to all employees and it is not determined by race. There must not be any hint of mistreatment. 
Any promotions or recommendations should be based solely on merit without considering race. 
“While there is no legal obligation, some organisations choose to publish their policies to show their commitment to achieving a fair and racially diverse workforce. Transparency is crucial. Having the policies ‘out there’ for all stakeholders to see shows people exactly where they stand on issues of pay and career ladders and can support a culture change on the issue of racism.

Race discrimination shows most visibly through harassment and bullying from managers and co-workers, and even clients. The root cause may lie in the culture of the workplace, unconscious bias or a failure to adequately challenge this behaviour. Writing an anti-discrimination policy shows that you will not condone racist behaviour and will hold people to account for their actions.”

Employees may have unconscious bias and may unintentionally discriminate so therefore it is imperative to ensure we are proactively carrying out training sessions, so all are well informed of the subject. Involving all levels of the team within this training plan is a great opportunity to break down any barriers. 

The victim of racism will need a lot of support and attention. They will need reassurance and comforting possibly time off work. They need to be made of aware that they are fully supported during this difficult period and the right decision will be made in relation to the incident. All allegations of racism will be dealt with the upmost honesty and integrity and bought to a conclusion within adequate time. Correcting challenging behaviours requires a nonstop and steady effort. The aim is to embrace diversity and inclusion across all the levels within an organisation. 

(Jayne Thompson 2019)

“Public authorities have a statutory general duty to have ‘due regard’ to the need to eliminate unlawful racial discrimination, and to promote equality of opportunity and good relations between different racial groups in carrying out all their functions. Most public authorities bound by the general duty must also meet certain specific duties to prepare and publish a race equality scheme or policy, which states how they will meet the general duty in the areas of policy and service delivery. Monitor specified employment procedures and practices by racial group. The duty to promote race equality also applies to the procurement of goods, facilities and services. Where a public authority’s function is carried out, wholly or partly, by an external supplier on its behalf, the authority remains responsible for meeting the duty. Union representatives have an important role to play on behalf of members in preventing unlawful discrimination and in promoting equal opportunities and good race relations in the workplace.”

www.ucu.org.uk

An independent assessment can be carried out to determine or demonstrate how inclusive an organisation is when it comes to ensuring it has a diverse team within its workplace. The following questions can be used to assess the situation.

Does the ethnicity of the workforce reflect the relevant population?

Is this reflected at all levels within the organisation?

Does the composition of the workforce reflect the local population? 

If not, is any monitoring being carried out to determine if ethnic minorities are applying for job vacancies?

Where are job vacancies advertised?

Are any steps taken to ensure job advertisements are targeted at underrepresented groups?

What training is provided to staff involved in the recruitment and selection process?

Does this include training on the equal opportunities policy and its application to recruitment?

These are some of the questions that may help to paint a better picture of the organisation giving us an understanding based on their answers how inclusive they are and what measures they are trying to put in place to tackle any potential discrimination within the workplace. 

“It is key to communicate the plan to all stakeholders. You need to ensure you have them onboard. Identify the diverse stakeholder groups as part of your environmental scan before you begin the process.
Who is going to be impacted by your project? (be as diverse as possible)
What are their interests in the project? Create a system to solicit their feedback. Set a calendar of steps and outreach as part of your action plan. 
Report back
· As part of your implementation and communication plan and go back to your stakeholders and show them what you came up with.
· Look at them as strategic partners to help you achieve your goals.
· Be transparent with your information
Employers should be advocates of equal opportunity and equality and diversity in the workplace and they have an implied duty to take reasonable steps to prevent discrimination, bullying and harassment of their employees, and there are several ways in which they can seek to achieve this.

Given the current global focus on issues of equality and diversity, it’s no longer acceptable for businesses to be seen to be operating in a manner which may be considered as exclusionary in any way. With this in mind, it’s more important than ever to ensure that everyone within your organisation is aware of the roles they play when promoting equality and diversity within the workplace.”

www.elas.uk.com



Conclusion

I believe the best solution is to incorporate the following notion within the workplace:

The leaders within any organisation can definitely make a stamp on racism and stop it totally or make the first step to hopefully completely remove it root and stem. 
A common error is thinking that by building a ‘diverse team’ the job is done. Well that is just one part of the jigsaw. For any team to truly achieve its potential, leaders must endeavour to adopt a culture that is not just diverse but inclusive. In an inclusive culture people will feel safe to make different suggestions. They will say what everyone is thinking in the room but will refrain from saying as they worry how it will be received. “Diversity creates the potential for different opinions and ideas but its inclusion that allows for that potential to be realised.” (Pearn Kandola, 2018)

Everyone within a team should feel they can contribute with their thoughts and ideas without any fear or concern of not being heard. Everyone should be able to put forward all ideas on the table to be heard and not those of a select few. To ensure everyone feels comfortable it is important the leaders create a culture of emotional safety. It is perilous to ensure a leader knows their team well enough so that they can connect with each and everyone within and not just a select few. Another thing to consider is self-management. One of the biggest things that undermines emotional safety is a leader who ignores a contribution in front of his/her peers, regardless of how strange it might be. Likewise losing your temper in front of the team will also have an adverse effect and therefore jeopardise emotional safety. 

It only takes a leader to cross the line once to undermine several months, or even years of creating a safe environment. If they slip off they need to quickly bring it back in line otherwise all that hard work could potentially go down the drain. When going through a recruitment phase try to refrain from choosing from a select pool of people.
An inclusive environment will always encourage all to contribute to the wider project. It will gain a better perspective and a more all rounded decision. Furthermore, it will engage the team to work more collaboratively.

A leader will always struggle to create a diverse and inclusive environment if the foundation of the organisation is not built on trust. It needs to have an open-minded approach to all colleagues within the workplace. It should carry out listening groups and always welcome feedback as this will help to ensure everyone is aiming for the same goal. The cornerstone of an inclusive culture is trust and honesty. It is about bringing everyone together and making sure everyone is working together in a safe and secure environment, where everyone’s voice is heard and respected. The real secret ingredient to becoming a successful workplace is inclusion.
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