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1.0 Introduction
The workplace environment can be a challenging place sometimes with each workplace having their set of unique problems. The concept of problem could in simple terms mean a present unsatisfactory state that needs to be changed. Workplace problem can come in different forms such as discrimination, harassment, bullying, unfair practices etc. These problems could be reflected in the company’s policies or can be acts and practices that are ordinarily engaged by management or employees towards others.

This report will consider the problems of discrimination and Favouritism in my workplace. The primary reason for selecting these problems is its constant reoccurrence in my place of work. In this report I will showcase my experience of discrimination and favouritism practised in my organization, sketch possible solutions to this problem and then propose ways towards which the solutions can be implemented and monitored.  In discussing this, the report will consider relevant concept which will help in the analysis such as the concept of decision making.

2.0 Discrimination and Favouritism in Workplace

Discrimination appears to be a popular problem in the workplace. This problem can come in different form of expression such as based on one’s religion, race, nationality, etc. Discrimination could also be institutional, cultural or interpersonal (Rosette, Akinola and Ma, 2016). As Rosette (2006) describes, discrimination constitutes the uneven or unequal treatment of an individual or group of persons. There are extant laws within the United Kingdom that forbid such practices in the workplace. For instance, the Equality Act 2010. The law gives instances that can amount to discrimination. The Act also covers possible discriminatory practices that can be done in a workplace. It covers major issue like circumstances when a person is sick, renumeration, promotion dismissal among others. 

As earlier stated, the issue of discrimination is a recurring one in my workplace. I work in a popular transport company in the UK known as National Express as a customer sales advisor. Majority of the employees there are Male and British, including the management and my direct supervisor. The reason for establishing this is because I am a female from Poland, and I have a Polish accent. This is coupled with the fact that my understanding of the English language is on an intermediate level. This very fact has subjected me to various discriminatory practices in my workplace both by other employees who are of certain nationality and my direct management. 

For instance, the men are treated better in terms of their work pay and promotion. Ever since I have been working for the organization, I have put in my best. However, I noticed that those colleagues who started the same time with me who were mostly men and British were being promoted to customer sales supervisor within a year while those of us who were female and of a different nationality were not promoted even though we met the criteria. This act can be interpreted as discrimination against gender and nationality. In fact, it translates to favouritism according to the definition given by Mitsakis who noted that favouritism amounts to the preferential treatment of certain individuals and/or work group (2019, p.131).

Furthermore, I get jested at by other British colleagues because of my accent and pronunciation of the English language. I have made several complaints to the direct management, yet no meaningful step has been taken to stop the act.

3.0 Decision Making Tools

According to Adair (2010), decision making involves choosing among various options. There are notable techniques that can be used in making effective decision and solving problems. A popular decision-making tool is known as Strength, Weakness, Opportunities and Threat (SWOT) analysis.  This decision-making tool according to Mullerbeck, (2015) helps to identify and analyse the internal and external factors that can affect a project, person or decision. 
There is also the tool known as the Political, Economic, Social, Technological, Environmental and Legal (PESTLE).  This tool is a unique one that is used to solve problems. According to Mullerbeck (2015) the tool helps one to be proactive by anticipating changes rather than being overtaken by it.  
There is another tool popularly referred to as PMI Plus-Minus-Interesting. It is an important tool. This tool is used to weigh the advantages and disadvantages of a decision. This can help to improve decision making before taking it. The recognized way of calculating this is to draw up a table and indicate Plus, Minus and Interesting in separate columns. After this, scores are imputed in the various columns, then the scores are added up. If the scores show a positive number, the aciton is recommended to be taken. However, if the score is negative the action should not be taken (Sharma and Priyamvada 2017)



4.0 Fishbone Analysis of my Workplace Problem
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Diagram 1.0: Fishbone Analysis
As seen from the diagram above, Fishbone analysis is a technique that identifies the root cause of a problem and attempts to systematically understand it with the aid of fishbone like diagram. This tool was invented by a Dr Karou Ishikaya, a Japanese quality control statistician. According to him, the central problem can be identified at the head of the fish from which other contributing causes can be identified and are in other parts of the fish.  There are recognized categories used in conducting the fishbone analysis. This is grouped into i.e
1. The 4S: Surrounding, Supplier, System and Skills
1. The 4 P’s: Place, Procedure, People and Policies
1. 6M’s: Methods, Machine, Materials, Manpower, Measurement and Management 
The diagram above shows that the root cause of the problem is discrimination, of which favouritism is identified as a major factor. As noted, the company displays a high degree of favouritism to persons of a particular nationality in terms of promotion and renumeration. While those employees from other nationalities are treated unfavourably. The management indirectly sponsor this practice because they are aware and have done nothing meaningful to stop the issue. Although the policy of the company states that they do not discriminate, but in fact that is not the case. This issue also extends to employment. Only persons from a particular nationality are considered during the recruitment process while less consideration is given to minority nationalities.

5.0 Recommendations and Evaluation of Solution

In a multicultural society like the UK, it is important that organizations do away with practice that encourage discrimination especially favouritism. Every employee should be treated equally and fairly in accordance with the law in order to enhance productivity within the organization.  Two of my recommendations are: 

5.1 Equal and Fair treatment of employees from diverse background.

I propose that all employees within my organization should be treated equally and fairly, particularly those employees from diverse background. This should be reflected in their   pay structure, services, promotion, privileges etc. No employee should be treated less or more than the other. From my experience, when an employee is treated more than others it can cause jealousy, demotivate the employees and reduce their productivity level. 

5.2 Employment based on Diversity

Diversity in the workplace is very important. Employees should be drawn from different background, race, religion sex and age in my organization (CIPD,2019). The issue with my organization is that most of the employees are British and male. I recommend that the organization should promote diversity and inclusion. It should ensure that it is reflected in their policy and implemented. Furthermore, the recruitment process should be transparent, inclusive and balanced. In discussing the criteria of transparency, the organization can select the right candidates by conducting entry test, interviews and examinations in order to determine which candidate has the requisite skills and experience for the job. The selection process should not be based on favouritism. Likewise, no candidate should be discriminated at because of their background, religion race or nationality. On the criteria of increasing the diversity in the workforce to ensure balance, the organization can through its internal employment policy choose to increase the number of persons from different background it seeks to employ. It must ensure that it fair and well diversified. 

6.0 Implementation Plan for the Recommendations
I made two recommendations that can help resolve the issue of discrimination and favouritism. One of the ways of implementing the first recommendation is to ensure that the company policy complies with the Equality Act by treating all employees equally and fairly. The organization should also have included in its policy clauses that give opportunity to the minority to develop and progress.

As for the second recommendation, the organization should put in place a structure that ensure that recruitment is solely based on merit and reflect a diverse group. This recommendation can be achieved by conducting a transparent recruitment process by using aptitude and skills test to select only the best candidate that fulfil the selection criteria irrespective of their background. The organization should also ensure that its recruitment process accommodates people from every background.  The organization may want  to increase the number of persons from a different background its workplace in order to promote diversity.
7.0 Monitor and Review of the Implementation Plan

The next question is how can the recommendations be implemented? How can it do away with its discriminatory (favouritism) practices. For the organization to do away with its discriminatory practices it should put in place solid and comprehensive policies that promote diversity in workplace, fairness and equality. There must be a mechanism in place for constantly monitoring and reviewing the plan to ensure its success. 

One way the organization can achieve this is to set up a diversity and inclusion committee which can be annex of the human resource department. Also the organization can select a group of people composed of persons of different background that will vet all the recruitment process and also entertain any issue or complaint on diversity, inclusion or discrimination. The creation of this position will give employees who are from other nationalities some sort of confidence to feel safe and the avenue to report any discriminatory practices against them. 

8.0 Conclusion
Discrimination and  favouritism are major issues in my workplace environment. This is reflected in the manner the management and employee of a certain nationality treat other employees from other nationalities. They are treated more favourable while we are treated less favourable. This is identified as favouritism. This report used Fishbone analysis to identify the root cause of the problem and other issues that are connected to it. My recommendation for resolving this issue is to ensure that the recruitment process should be diverse and inclusive . It should also ensure that all employees irrespective of their background are treated fairly and equally. This can help to eliminate the problem. It should be noted that this plan needs to be properly implemented and constantly reviewed to ensure that it effectively carried out.
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