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1.0 Introduction
There are several problems that occur in a workplace. Problem may be defined as a present unsatisfactory state that needs to be changed to a desired state as soon as possible. It may also be some deviation from the expected standard which prevents the achievement of objectives. Since problems are almost inevitable in workplace, they may take the form of communication, attitude, interpersonal challenges between management and subordinates, ethical problems, poor performance, discrimination/ and or harassment. Sometimes the problems may relate to the organizations policies. This may take the form of policies that are unique to the workplace; the processes in which things are done in the organization, to the type of clients the organization provides services. 

While the list of problems an organization may face may be different depending on the type of services it provides, its location, environment and other factors, this report will focus on the problem of  discrimination at workplace. My reason for choosing this problem is because it is happening in my current place of work. This report will show my experience of discrimination in my workplace. It will also provide solutions to this problem, how they can be properly implemented and monitored. In achieving this, this report will look at the concept of decision making, and how they can be applied to the problem of discrimination. The types of decision-making concept that the management of my workplace can implement, and the ingredients of good and effective decision making will also be examined.

2.0 The Concept of Discrimination in Workplace Environment 
There are several problems that can be found in a workplace environment. One of such problem as earlier highlighted is the issue of discrimination. Discrimination can occur in different forms. According to Rosette et’al (2016) discrimination can occur at various levels. It could be interpersonal, institutional and cultural. This could take different form such as the age, sex, religion, race, tribe, accent disability and so on.

Rosette (2006) agrees that discrimination is the unequal treatment of individuals or a group of individuals. It is usually a negative behaviour which results to some group of people being treated less favourable or more favourable than others. This could occur for instance, favouring some class of persons in a position for a job, promotion or other rights and privileges because of their nationailty, race, religion amongst others.

In the United Kingdom, the law does not support any form of discriminatory acts in a workplace environment. The Equality Act 2010 gives a wide range of acts that amounts to discrimination and also gives one the right to challenge any act that is discriminatory in nature. With regards its applicability in workplace, the Act covers situations where a person is applying for job. In the event the person is employed, it covers working life such as pay, terms and conditions of employment, sickness absence, promotion, opportunities for training. It also covers issue like dismissal. 

An example of discrimination could relate to when organizations shows discriminatory acts to worker that are with disabilities. The Equality Act does not encourage discriminatory acts against a person because he of or she is disabled. Discrimination generally can happen directly or indirectly. This may be discrimination arising as a result of ones disability at work, indirect discrimination, harassment at work, victimization or failing to comply with the duty to make reasonable adjustment at work.

3.0 Brief Background of my Organization
My organization is a transport services company. It is owned by an Italian. It mainly operates within London city by transporting passengers within specific towns in London to the Stansted Airport and back to the city. There are other things that makes up the company in delivering its services. These activities range from managerial services, logistics, customer care services, sales, legal, human resources, to information technology (IT) services, among others. It has a fleet of buses that operates within designated times. For example, Liverpool Street, Victoria City and Stratford city to Stansted Airport. It has an estimate of One Hundred and Fifty (150) staff managing different sections of the company services. They all come from different nationalities, age group, gender and sexual orientation. However, statistically, the company is made up of about 75% Italians.
 
4.0 My Personal Experience of Discrimination at Workplace
I have experienced discrimination at my place of work on different occasions and in different forms. I work as a ticket customer representative. My major job description is to sell tickets to passengers going to the airport and also resolving complaints. I have been working in that position for about two years now. Because of the pattern of the shifts and the time the buses arrive and depart, I need to work in such a manner that can enable me balance work with my schooling activities. Overtime, I discovered that the shifts pattern is usually made to suit more Italians in the company. Most of their requests are usually granted on time without rejection. This is not the same for me from a polish background or for other nationalities. This can be due the fact that the company is of Italian ownership.

I also observed that more stable shifts are given to Italians than any other nationality in the organization. They have different schedule of shifts. They make us to work on all holidays (Bank Holiday, Christmas Holiday) without option, while the Italians are allowed to take the holidays off work. Most times when complaints are made about payment and overtime, bank holidays pay and all other entitlements, the organization tend to give more listening ear to the Italians. This act can translate to Favouritism. Favouritism has been described the preferential treatment of certain individuals and/or work group. This definition means shows discrimination and can be devastating to the organization’s workforce (Mitsakis, 2019, p.131)

 My experience of discrimination, particularly at my work is a continuous one because is it going on till now. The management’s decisions are always made to favour the Italian workers in the company. I remember one time when I requested for shifts at a particular station because I was sick, and I needed to work at a station that was close to my house so that I could easily access my medications after work. I made this request through my operating supervisor who is an Italian. He denied my request and stated that there is no way he would allow me to work in one station for the period of time I asked, not minding my state of health at that time. To my surprise, there was another Italian lady who came back from her leave and she requested that she be posted to the station where I wanted to work for the whole month. Her reasons were that it would be easier to get to her house from that station and that she could easily catch a bus from there after work. Her request was granted immediately without any formal request in writing to the management. That was an act of favouritism, a form of discrimination being practiced.  

Also, as regards employment, the organization mainly recruits Italians, whether they have the relevant experience or not, and not on merit. I realized that most of the time the Italians that were sent to assist me in the shift do not understand the work. Some of them are unhelpful and are in habit of coming late to work and the managers do not complain. They are not scared of any consequences because they believe that the management will always support them. 

These are acts of discrimination. No employee should be advantaged or disadvantaged because of his or her background. Every person should be treated equally.

5.0 Decision Making Tools
Decision making is about deciding what action to take. It usually involves choosing between options. (Adair, 2010). For a decision to be effective it should be made in such a way that it is systematic and a comprehensive manner and also in way that the proposed consequences of the decision can be determined. Also, the decision reached should be one in which the positive outcome is more than the negative consequences.  The decision reached should be goal oriented. 

There are some techniques that can be employed in reaching an effective decision and problem solving. One of such is the SWOT Analysis. This stands for Strength, Weakness, Opportunities and Threat. It is a decision-making tool that helps one in identifying and analysing the internal and external factors that can impact on the viability of project, person or decision. ( Mullerbeck, 2015)

Another complementary tool to the SWOT is what is called PESTLE.  This sands for Political, Economic, Social, Technological, Environmental and Legal. They are regarded as the external considerations which may have impact on the implementation of a project or even in making a decision. PESTLE has a unique approach to problem solving in that if helps to identify the trends. This is can be a helpful way of thinking in a proactive manner and makes it easy to anticipate change rather than being overtaken by it. (Mullerbeck, 2015)

When making a decision in which will create a change, the SWOT and PESTLE may sometimes be a good tool which for providing the basis for making the final decision or at least to create an action plan. (Mullerbeck, 2015)

Another decision-making tool is the PMI. This is also known as the Plus-Minus-Interesting. It is an important tool used to weigh the pros and cons of any decision before taking an action. If the decision will improve the situation then it is worth taking it. However, if the decision will make the situation worse, then this decision technique requires one not to implement it. This can be easily done by drawing up a table that has the column Plus, minus and interesting. Scores are assigned to each column depending on the action that is to be taken. Once the score is added up and it shows a positive score then it is recommended that the action should be taken. If it shows a negative score, then the action should not be taken (Sharma and Priyamvada, 2017)

There is also the Porters 5 force which was developed by in 1980 Michael Porter in his book “Competitive Strategy; Technique for Analysing industries and competitors” . It is a decision-making technique that is usually used organization. The model provides that an organization corporate strategy should have the ability to meet the threats and opportunities in its external environment.

The five forces developed by Porter are: understanding the threats to new entrants, the bargaining power of the suppliers, bargaining power of the buyer, threat of substitutes products or services ad rivalry among existing competitors. 

6.0 Identifying the Root Cause of the problem using Fishbone Analysis
As already stated, the problem in my workplace is the issue of discrimination which is being practised by the management of my organization. Recruitment are based on the nationality of the applicant with less focus on the merit or consideration to other nationalities. People from a particular nationality are treated more favourable than others and are given favourable working conditions than other nationalities. 

Here, fishbone analysis technique will be used to determine the root cause of the problem that has been identified. The fishbone technique is an analysis tool that is usually used a as tool to systematically understand problems the root cause of those problems. As the words suggests, it looks like the skeleton of a fish and it was invented by a Japanese quality control statistician – Dr. Kaoru Ishikaya. In the diagram, the central problem is located at the head of the fish then other contributing causes of the problem is located in the different part of the fish skeleton. The major categories used in the fish are:
(a) the 6M ‘s which are: Methods, Machine, Materials, Manpower, Measurement and Management. 
(b) The 4 P’s which are: Place Procedure, People and Policies
(c) The 4 S’s: Surrounding, Suppliers System and Skills
 In id problem using the fishbone analysis, I will use the specific categories that will properly help to identify the root cause of the problem. 

People 
(Majorly from a particular country) 
Management
(Biased; Non-inclusion in employment)


Discrimination
(Favouritism) 

__________________________________________________

Policies 
(Unfavourable towards other nationalities



Diagram 1.0: Fishbone Analysis
From the diagram, we can see that discrimination (favouritism) is the central problem. The company is as Italian owned company thus, the Italians are given more preference when it comes to employment. This also extends to all the rights and privilege that all workers form other nationalities should ordinarily enjoy. They are the first to be considered by the management when requesting for holidays, change of shift, location of work and bonus pay. When complaints are made against them, they are not quickly handled because the complaints are made against Italians. The management appears not be fair with their policy for recruitment even though that there is a policy that states that recruitment is based on inclusion and diversity.  This is not actually practiced

7.0 Recommendations to Solve the Complex Problems
Now that the root cause of the problem has been identified, how then can this problem can be resolved. Since the problem is about discrimination, it is important to state that in today’s diverse and multicultural workplace, it is important to ensure that any factor that can create any form of discrimination against persons who do not come from a particular race, nation, or cultural background should be avoided. Every employee deserves to be treated fairly to avoid feelings of favouritism, resentment, jealously from coming up which may end up having a negative impact in the workplace a prevent employees form having a harmonious relationship or even of their level of productivity.  

The ADKAR model will be useful in framing the solutions. The ADKAR model are the five building blocks for successful change. The acronym simply means Awareness f the need for change; Desire to participate and support the change; Knowledge on how to change; Ability to implement required skills and behaviour and Reinforcement to sustain the change.

I have identified two solutions which can help solve the problem. These are having an employment based on diversity, and fairness in treating employee’s that are from other nationalities.

7.1 Evaluation of the Proposed solution 

7.1.1 Employment based on Diversity 
Workplace diversity is an idea that a workplace should consist of people that makes up the general society and not just a particular region. Diversity in itself is a wider concept. It can be inherent diversity such as demographics, personal characteristics such as race, sex and age. Diversity can also be acquired also. This could have factors like education, experience, values, skills and knowledge. (CIPD, 2019)

According to an online article on ‘diversity and inclusion in recruitment’ by  Robert Walters – a specialist professional recruitment consultancy observed in its finding from a research conducted on about 450 employers noted that recruiting from a diverse and  wide range of background at all level of seniority, business can have the advantage of having access to a wide variety of viewpoints of perspectives. Also, companies with staff from a diverse background have a record for outperforming firm with less diverse workplace.  The research further found that attracting and retaining a diverse range of staff, business can identify opportunities and new solutions. 

Furthermore, the studies show that having a diverse workforce has the potential of improving the bottom-line business, can lead to a happier and more productive team and can help drive the innovations among employees. 

There are some who have argued that having a diverse workforce comes with its own challenges. The major challenge is that because diversity of workforce is a pool of diverse staff from different background, there are sometimes bound to be difference in perspectives.  The differences could either be ‘acquired difference’. This can arise as a result of the difference in skills set and knowledge of the staff. There is also the ‘inherent differences. This is based on demographic differences like gender, age or race. These differences can sometimes create or lead to interpersonal conflict which could require lengthy communications before a common understanding can be reached. In such situation, it is important that the conflicts are resolved and managed carefully in order to avoid such conflicts lowering or affecting the performance of the staff negatively.  Other challenges of diversity may include, promoting inclusiveness in workplace, combating stereotypes and discriminatory behaviour, the challenges of creating ad implementing a diversity recruitment strategy.  

As observed, my workplace is an Italian company. The management is controlled by mainly Italians. And by this, priority is given to Italians when they apply for jobs in the organization. In fact, the company is made up of about 75 percent Italians while other nationalities make up the rest of the employees. Also, Italians are the heads of most of the department in the company. However, what is ironic is that the company has a policy that states that employment will be based on its all-inclusive and diverse based recruitment policy. It appears that such policy is only there on paper and not implemented. 

In order to resolve this situation, the company must ensure that its recruitment policy does not only state that it based on diversity as a policy sake, this should be implemented. The way of implementing is it by having a balanced and transparent recruitment process that engages diverse applicants irrespective of their race, culture or country.

7.1.2 Equality and Fairness in the treatment of employees from diverse background.
This recommendation arises out of the first solution suggested above. This is because, where a job applicant from a diverse background has been recruited, there is the tendency that the he or she may not be treated fairly and equally. The terms and conditions of his work may be bad, or he may not have access to certain to right and privileges because of the background.  This is an issue that I currently face in my place of work. 

Therefore, I recommend that all employees should be treated fairly and equally in terms of pay structure, services, promotion, privileges etc. No employee should feel less or be treated more than another employee. Acts of that nature is discriminatory and from my experience it can create jealousy, resentment and reduce the efficiency and productivity of the victims. This proposed solution is in line with what the Equality Act of 2010 stands for. The Act gives a wide range of acts that amounts to discrimination and also gives one the right to challenge any act that is discriminatory in nature. 

Thus, every employee should be entitled to a working environment that encourages and promotes the respect for dignity, equality and the respect for all persons irrespective of the background. All employees should have a safe working environment to develop their skills and fulfil their potentials. They should have the opportunity to take advantage of training and development, progression through aptitude test and ability and not by favouritism, because that is an act of discrimination.

It should be stated that both solutions are unique, and none is better than the other. They address different but related aspect of discrimination in my workplace. 

8.0 Implementation Plan for the Proposed Solution
I suggested two solutions for the problem in my workplace. For the first solution, it is the need to ensure that recruitment is based on diversity. One of the ways of implementing that is not just by having a policy that states that but putting in place a strategy for implementing the policy. The organization should ensure that recruitment is based only on meritocracy and not by favouritism. It can achieve this conducting aptitude and skills test for job applicants to take only those who are best suited for the job and not the which come from a particular background. Also, even if it the organization wants to increase the quota of the person from different background, it can set a target or increase the percentage to ensure that its workforce is well balanced and diversified.

As for the other solution suggesting that all employees should be treated fairly and equally, the organization should ensure that it follows the Equality Act on treating employees equally and fairly. The organization should also have in place a policy that gives the minority the equal opportunity to develop and progress.

9.0 Monitor and Review of Implementation Plan
If the organization is willing and ready to move away from the present state of discriminatory practices towards a better state by promoting diversity in workplace, fairness and equality, there must be some mechanism in place for monitoring and constantly reviewing the plan to ensure that it is successful. 

Although, according to Lewin force filed theory, there might be some persons within the organization who may want to form resistant to the change. This may likely be the Italians who have been used to treated favourably than other person for different nationalities. So, there are chances that the change may not be easy.

However, the organization can set up a committee or an office in the human resource department or appoint some group of persons who will be charge of diversity and inclusion in the organization. This is to give employees who are from less favourable nationalities to feel safe and a place to go to whenever they feel that they are being treated unfairly.


10.0 Conclusion 					
discrimination is a major challenge in a workplace environment. The particular type of discrimination has been favouritism. This is shown by treating some set of persons more favourable than other because of their nationality. The Fishbone analysis has helped to show the root cause of the problem and the effect it has on the organization and other employees. My proposed solutions are ensuring that recruitment is based on diversity and ensuring that all employees are treated fairly and equally. This can help to can help to reduce the problem. However, the solutions require a good implementation plan and it must be properly monitored and constantly reviewed to ensure that the discriminatory practices is reduced. 
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