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Background:
Recently, there has been an issue in Llanelli, a town within Carmarthenshire. The Stradey Park Hotel was designated by the Home Office to be used as a centre to house asylum seekers. Asylum seekers are people who leave their country to seek protection from human rights violations and persecution (Harvey, 2015). These are people who are yet to be legally recognised as refugees and are waiting on a decision to be made about their asylum claim. This decision attracted a vast amount of media attention and resulted in Llanelli becoming a centre for far right extremists who descended on the town. Far right politics tends to be radically conservative, including ultra-nationalist beliefs and nativist tendencies (Ford & Goodwin, 2014). Many residents expressed some very prejudiced attitudes and racist behaviour in this town, which is still an ongoing issue.
Analysis:
There are significant issues to address, for the protection of asylum seekers, the harmony of the town and the reputation of Carmarthenshire County Council and its employees. As families seeking asylum in the United Kingdom [UK] often face inadequate living conditions in temporary housing provided by the government (Bloch, 2014), it is important to offer asylum seekers safe housing to promote their welfare and wellbeing.
Aversive racism, also known as modern racism, is a subtle form of prejudice and discrimination that manifests in attitudes and behaviours that are rooted in unconscious biases. Although this type of racism might not be as overt or explicit as other forms of racism, it can still have a significant negative impact on individuals and communities. Overall, the impact of aversive racism on an outgroup can be multifaceted and far-reaching, affecting their mental health, social relationships, economic opportunities, and physical well-being. Addressing aversive racism is crucial for combatting inequality, promoting diversity and inclusion, and fostering a society where everyone has equal opportunities and treatment regardless of race. 
There are various courses of action that should be considered, which include: not using the Stradey Park Hotel to house asylum seekers, using the hotel to house asylum seekers but to implement racism-reduction initiatives, to work with the community and local council or to do nothing. Some of the advantages of not using the hotel to house asylum seekers is that residents are likely to reduce their problematic behaviours in the town of Llanelli, but this would have disadvantages by limiting the options for housing for those seeking asylum and may give the impression that Carmarthenshire County Council endorses aversive racism. Doing nothing would mean asylum seekers could utilise the hotel for safe housing, meaning they would trust the council, although disruption might continue and they are likely to face discrimination. Thus, it is likely to be most beneficial to house asylum seekers in the hotel but to work collaboratively with the community and local council to reduce prejudice and discrimination through initiatives and interventions.

Cautionary Notes:
It should be noted that this topic could yield negative responses from the far right extremists in the community or residents of Llanelli if they believe the council is prioritising asylum seekers over British nationals. The wrong course of action might reflect adversely on Carmarthenshire County Council, individuals working at this organisation and exacerbate tension between the community and the council. Alternatively, if action was taken in favour of residents who are causing disruption, then Carmarthenshire County Council could appear racist. Thus, caution should be taken when the council selects a specific intervention and initiative to work with the community and asylum seekers.
Supporting evidence
Far right extremists and residents demonstrating prejudice and racist beliefs about asylum seekers is an example of aversive racism. Aversive racism is a subtle and sometimes unconscious form of racial prejudice (Dovidio et al., 2018). Aversive racism can be demonstrated by people who believe in equality and non-discrimination in society, making it difficult to respond to in society. Aversive racism is unlikely to be explicit or overt, involving unconscious and unintentional hostility or acts of discrimination (Dovidio et al., 2017). In this case, some people in and outside of the town of Llanelli are demonstrating explicit prejudice and discrimination, such as the far-right extremists. Others are residents in the town of Llanelli, who have expressed some very prejudiced attitudes in the town, which remains an ongoing issue. These residents appear to demonstrate aversive racism, rather than being explicitly disruptive.
As people in the community of Llanelli are demonstrating aversive racism, it is possible that people working within Carmarthenshire County Council might hold these seem values and beliefs. People with aversive racist characteristics and tendencies likely hold egalitarian values and consciously reject racist beliefs (Gaertner & Dovidio, 2014). Despite these beliefs in inequality, they still hold implicit biases and endorse negative stereotypes that influence their beliefs, attitudes, perceptions and behaviours towards people from different racial or ethnic backgrounds (Payne et al., 2017). For example, people in the town of Llanelli and those working for Carmarthenshire County Council may believe they are not racist and do not explicitly strive to discriminate. They might, however, say things such as “I’m not racist but I don’t want foreign people scaring the children in the town” or “I think we should prioritise residents we have upset as opposed to asylum seekers”. These beliefs and biases manifest in subtle ways, where people working at Carmarthenshire County Council might avoid interactions with asylum seekers, make assumptions on people about people based on their ethnicity, religion or language barriers, or demonstrate aversive racism to others working with the council.
Aversive racism makes it difficult for asylum seekers to integrate into society, where people might display differential treatment towards them in both social and professional settings (Hirsch, 2019). Residents of Llanelli and people working for Carmarthenshire County Council might originally express support for people’s rights to seek asylum and refuge, but then simultaneously exhibit prejudice attitudes and discriminatory behaviours when faced with communicating with asylum seekers or others within their own community. As aversive racism is rooted in unconscious biases, people might be unaware that their beliefs and behaviours are actually aversively and implicitly racist. This becomes a problem not only for people seeking asylum, but for Carmarthenshire County Council who respond to aversive racism from residents and employees. Thus, aversive racism in Llanelli towards asylum seekers is likely to perpetuate racial inequality or contribute to discrimination towards asylum seekers in the town and impact Carmarthenshire County Council as an organisation.
As departments within Carmarthenshire County Council will ultimately be involved in making important decisions about asylum seekers and refugees and will be required to interact with these people, understanding aversive racism within the Local Authority is critical. This is because Racial disparities in organisations must be addressed to promote social justice.
A person working at Carmarthenshire Council might potentially exhibit warmth towards minority employees of Carmarthenshire County Council but then display hostility towards asylum seekers as this is a different social context. If there are aversive racists within this department, this could mean that decisions are made based on bias rather than equality. Additionally, If people within this department are aversive racists, interactions with other coworkers and members of the community might be negatively impacted. Noon (2018) states that unconscious bias testing in employees in management proves every person has unconscious biases, including aversive racism. This issue highlights the need to challenge implicit biases within the Local Authority to promote awareness into the ways in which subtle forms of discrimination can exacerbate social and systematic inequalities.
The two-dimensional model of prejudice provides a framework for prejudice (Son Hing et al., 2008). It explains that implicit and explicit attitudes contribute to the creation of four different racism profiles: 1. those who are true low prejudiced, 2. aversive racists, 3. principled conservatives and 4. modern racists (Son Hing et al., 2008). Son Hing et al (2008) outline that low prejudiced people have positive attitudes and are both low in racism and low in prejudice. Aversive racists, however, are low in explicit racism where they display warmth to others, but are high in implicit prejudice. This means that aversive racists mask their implicit prejudice and racism in society despite demonstrating warmth to people. Thus, whilst aversive racists do not demonstrate outwardly discriminatory behaviour, this does not mean they do not hold negative stereotypical beliefs about others.
The two-dimensional model of prejudice provides a framework for prejudice (Son Hing et al., 2008). It explains that implicit and explicit attitudes contribute to the creation of different racism profiles including aversive racists (Son Hing et al., 2008). As aversive racists are low in explicit racism and display warmth to others, but are high in implicit prejudice, it could be that aversive racism is difficult to identify within the council’s employees. This means that workers who are aversive racists mask their implicit prejudice and racism despite demonstrating warmth to people. This is problematic when making decisions about asylum seekers, as they are unlikely to be supported or have their safety promoted by people who are implicitly racist. Research has found that professionals have the same levels of implicit bias in comparison to the wider population, where this implicit racism is likely to impact care and treatment decisions and levels of care in public sector contexts (Fitzgerald & Hurst, 2017). Thus, whilst aversive racists do not demonstrate outwardly discriminatory behaviour, this does not mean that workers within the council do not hold negative stereotypical beliefs about others., which could impact decisions made about asylum seekers.
As aversive racism can impact how people response to others within organisations, aversive racism can also have adverse effects on perceptions of local governments (Dovidio et al., 2016). Aversive racism can cause issues in trust deficits, leading to a lack of trust between residents, marginalised communities and local governments. When people perceive that their concerns are not being considered or addressed by Carmarthenshire County Council, they may become untrusting of the people making decisions about the local area. In this case, residents might feel disconnected from the decision-making process in choosing where to house asylum seekers, whilst asylum seekers might not feel safe around hostility in the community.
Even as the local government works to reduce hostility in the community, this might be interpreted as the government holding prejudice beliefs and attitudes towards asylum seekers, which could be true. Council action is therefore required to reduce employees’ biases and to avoid aversive racism by Carmarthenshire County Council. Prejudices, bias and stereotypes are likely to shape decision-making processes in society (Amodio, 2014), resulting in policies that perpetuate inequality and/or cause disproportionate harm to particular racial or ethnic groups. This could further exacerbate existing disparities between employees of Carmarthenshire County Council and asylum seekers in the local area, such as their access to schools, housing and economic opportunities. As subtle biases and discriminatory behaviours adversely impact marginalised groups (Dovidio et al., 2017), it is important for the council to implement action that promotes equality and that does not erode trust and confidence in the council’s ability to serve all residents fairly.
While racism produces harm on its targets, in this case asylum seekers, aversive racism is damaging to organisations (Ozturk & Berber, 2022). Research has found that increased racial diversity is related to better organisational outcomes, such as larger profits (Smulowitz et al., 2019). The advantages of diverse racial inclusion at top-management levels include better reputation, business creativity and better performance (Andrevski et al., 2014). In contrast, adverse diversity perceptions related to race are related to reduced commitment for equality and high turnovers of minority workers (Triana et al., 2015), which has been found to reduce organisational performance (Ozturk & Berber, 2022). Despite research finding that increased diversity improves organisational performance, racism continues to cause detrimental problems for both organisations as a whole and workers who are visible minorities.
In cases of aversive racism within organisations, there is typically a weak relationship between perpetrators’ racist attitudes, cues, employees’ identities and behaviours (Offermann et al., 2014). As aversive racism is subtly expressed, this could result in racialised employees not identifying discrimination and instead interpreting issues as personal shortcomings of their own. For example, if another employee or a resident of Llanelli accuses Carmarthenshire County Council as being poor and makes a complaint to an individual working at the organisation, this could cause the employee significant distress, reduce their confidence in their role and reduce their performance (Espino-Pérez et al., 2018). As some discrimination in Llanelli occurs subtly, employees might find difficultly in seeking support through organisational procedures if they believe there is systemic racism occurring within the organisation. Beliefs that Carmarthenshire County Council is systemically racist would disempower workers and exacerbate harm to minority workers’ careers and their mental wellbeing (Yearby & Mohapatra, 2020). Considering these effects on individuals working at Carmarthenshire County Council, developing new interventions and strategies to reduce aversive discrimination in the town of Llanelli is vital.
If the council were not to take any course of action, such as ignoring rights of asylum seekers and the desires of residents, this could be perceived as inaction. In cases, such as this one, where aversive racism is not actively identified or addressed by local government, marginalised communities are likely to perceive the local government as complicit in perpetuating systemic inequalities. For example, employees of Carmarthenshire County Council might feel that the organisation is supporting and enabling racism by taking no or limited action in the community in this case. In this case, if the council allowed residents and far-right extremists to continue demonstrating racist attitudes and behaviour, these attitudes are also likely to remain within Carmarthenshire County Council as an organisation. Thus, Carmarthenshire County Council will continue to enable racist and discriminatory behaviour within the organisation by failing to address issues of racism in society. The failure to address issues of racial bias and discrimination can also undermine confidence in the government's ability and commitment to promote equality and social justice for all residents equally.
To reduce aversive racism within Carmarthenshire County Council, this requires a multifaceted approach that identifies and addresses underlying biases and fosters inclusivity. Education and training programmes are likely to be useful among employees, to raise awareness of the difficulties faced by asylum seekers and to teach to adverse effects that aversive racism can have on societies and organisations. Noon (2018), however, identified that merely knowing about prejudice does not automatically lead to changes in attitudes and behaviour. Even if employees identified as racist are motivated to change their attitudes and behaviours, it is unlikely that education will alter implicit prejudice and structural factors might limit the amount of change one can undergo (Noon, 2018). Positive intergroup relations might be beneficial to reduce aversive racism within Carmarthenshire County Council. By facilitating positive communication between employees and asylum seekers, this is likely to reduce prejudice and aversive discrimination (Lutterbach & Beelmann, 2021). This approach would also demonstrate to both residents and asylum seekers that the council does not endorse racist beliefs or actions.
In conclusion, the council is required to take accountability for the issue of aversive racism in the town of Llanelli. Anti-prejudice and racism interventions are therefore within Carmarthenshire County Council to reduce aversive racism. This can be done through intergroup communication and contact and educational means. Positive intergroup contact can help reduce prejudice, stereotype and racism, where improved understanding is likely to foster better attitudes towards asylum seekers and minority workers within Carmarthenshire County Council.
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