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[bookmark: _Toc56183422]Introduction
Problem-solving is one of the key activities of organization owners and managers, it involves knowing the problem, it’s root cause, and devising methods of dealing with the issue, prioritizing solutions, selecting and implementing the best solution (Hesse et al., 2015). Problem-solving and day-to-day activities of an organization are inseparable. This is because most of the organization's management decisions arise from a particular problem in the organization or solve a specific problem outside the organization. In the modern world, problem-solving skills are essential because they help organizations develop new ideas, fix broken things, devise good working relationships with employees, identify better ways of doing things, and generally improve their performance.
Duckett (2016) asserts that there are various types of problems, including tame, wicked, and complex. This report will investigate a complex problem at The British film Institute and devise the best possible solutions to solve the problem. The British Film Institute was founded in 1993, and it has headquarters in the UK. The British Film Institute is a film and television organization that encourage film production distribution and education. Besides, it also promotes filmmaking and Television in the UK.
[bookmark: _Toc56183423]The Workplace Problem
A complex organizational problem is a competitive issue with multiple solutions that directly impact its employees and the public. The British Film Institute has been reported as having diversity and inclusion problems amongst its workforce (Duckett, 2016). According to an inclusion and diversity report carried by Duckett (2016), The Institute has failed to contain discrimination within the industry. To date, most minority group still face discrimination in the organization. 
 Nwonka (2015), in his journal of media practice, found out that most people of colour are likely not likely to be selected as the main characters or feature as part of the film's central theme when movies are short. Besides, chances are lower that a black person or even an Asian will rise to become a director in the British Film Institute. Similarly, the British Film Institute also faces complex inclusion and discrimination challenges in terms of gender inclusion. This is because their films feature older people as compared to young people.  Different backgrounds mean employees will have varied characteristics that can help the organization. Besides, different backgrounds also mean that employees will have different experiences, and thus, the organization will benefit from their creativity. Another research by Booysen et al. (2018) observes a close relationship between diversity and the decision-making process. In the study, Booysen et al. (2018) argue that when persons from diverse groups and ethnicities are brought together in the decision-making process, they are likely to arrive at a consensus quickly. Consequently, people from different backgrounds bring various alternatives to the table, leading to better results and improved profits when carefully implemented.
[bookmark: _Toc56183424]Analysing Information
The British film Institute inclusion and diversion challenges arise from many factors. Most of the factors are caused by the organization, whereas some arise from their employees' behaviour (Newsinger and Eikhof, 2020). Lack of proper employee diversity training, not holding employees accountable for their actions, the organization focusing on culture add rather than culture fit, and having less trust in minorities, and the younger generation are some of the systematic inclusion factors instigated by the organization. On the other hand, Nwonka (2015) argue that employees' behaviour brings about inclusivity and diversity challenges in the British Film Institute. He says that malicious employee behaviour includes stereotyping and not being accommodative of people with different backgrounds.
Inclusion and diversity are subjective, and thus they need to be unpacked to really get what they mean. One best way of unpacking them is through the system of an organization like the British Film Institute. For instance, the recruitment procedure and how the inclusion and discrimination rules are upheld play a significant role in determining the extent of inclusion and diversity challenges. Booysen et al. (2018) report that the British Film Institute's system is hell-bent against blacks, Asians, and other minority groups like the women and the disabled. Besides, they have excellent rules and guidelines for ensuring inclusion and diversity is upheld in the workplace, but they do not apply them to the latter.
Nwonka and Malik (2018) think that various employee opinions, characters, and more perspectives only make the film better. However, in the British Film Institute, minority groups are given minimal opportunities in front and behind the camera. This has only served to bring negative consequences to the British Film Institute. The level of trust amongst employees has seriously diminished. Besides, the organization's films' quality has faced global criticism for their lack to help implement the SDG goals of equality, inclusion, and diversity (Nwonka and Malik 2018).
[bookmark: _Toc56183425]Range of Alternative Solutions
Broadly, inclusion and diversity in the British Film Institute can be solved using systematic and behavioural solutions. In the systematic solution option, the company has a wide range of options they can choose from. The possibilities include providing their employees with diverse training in inclusion, recruiting their employees from a vast pool of various ethnicities available in the UK. Also, strictly adhering to their inclusion and diversity rules and holding employees accountable for their negative inclusion actions are other options. On the other hand, both the employees and the organization can adjust their behaviour and make better use of diversity to produce better and more competitive movies.
According to Karr et al. (2018), systematic change means overhauling the whole institution to make it diverse, equitable, and inclusive. In recent research by Pope et al. (2019), they observe that the best way to enact systematic solutions is by investing in systematic solutions. The systaltic change includes enacting new policies to overhaul the whole system that the inclusivity and diversity challenge the roots room. The guidelines can consist of new accommodative training methods and structural leadership change. Besides, severe punishment to people who discriminate against others in the workplace can also be a better policy. Again, intentional employee training whose main aim is to drive inclusion and diversity change in the British Film Institute can also be beneficial.
Behavioural change as a solution to inclusivity and diversity challenges in the British Film Institute is broad and can be broken down into various smaller versions (Pope et al., 209). First, and most importantly, it can train employees on the importance of embracing people from diverse cultural backgrounds. Besides, the employees can be encouraged to change their character and make better use of diversity in the workplace. This is because people from different backgrounds or persons of different ages have varied skills and experience which one can always learn from. Additionally, the organization can also change their behaviour and focus more on culture addition than culture fit. This can be achieved by giving fair and open opportunities to all.
[bookmark: _Toc56183426]Evaluation of Alternative Solutions
Inclusion and diversity at the British Film Institute are deeply rooted and cannot be easily wished away. For the solution to be long-lasting, the best possible means to ensure the roots of inclusion and diversity challenges are uprooted should be adopted. The two broad solutions that have already been proposed include systematic overhaul and behavioural change.
A systematic overhaul is time-consuming. It involves collecting data and analysing it to understand the root cause of problems. Again, it is expensive since resources must be spent redesigning the system afresh to accommodate equality, inclusion, and diversity. For instance, if it is identified that the backbone of inclusion and diversity challenges is the British Film Institute's leadership, responsible leaders for inclusion and diversity will have to be fired, which means that resources will be utilized in assessing the leaders. Consequently. More resources will be used again in firing the leaders since most of them still have long contracts (Karr et al., 2018).
Since a systematic overhaul of the British Film Institute has its cons, it also has its pros. Systematic overhaul can bring a long-lasting solution to the inclusion problem when well implemented. The ugly truth about systematic overhaul is that it is slow and expensive, but it provides a durable solution to the inclusion issue. Hays-Thomas (2016) asserts that for an organization to phase inclusion challenges, it must have a strong foundation from which inclusion and diversity problems stem from. Therefore, to completely do away with the challenge, an organization must use resources to demolish the foundation and start building newly with a vital cornerstone that focuses on inclusion and diversity. 
On the other hand, behavioural change may require little resources than the systematic overhaul (Pope et al., 2019). Besides, behavioural change options like training employees are not time-consuming. One major disadvantage of behavioural change is that it needs the support of a systematic overhaul to be successful. Behavioural change standing alone can only postpone the problem but cannot completely solve it. Behavioural change can be equated to trimming off a rotten tree branch and leaving its roots intact. After some time, new rotten branches will grow again, and the problem will be recurrent. Therefore, the British Film Institute can use the best possible means to solve inclusion and diversity challenges through a systematic overhaul.
[bookmark: _Toc56183427]Implementing the Solution
Actualizing a systematic overhaul at the British Film Institute is a long-term process. First, it will involve surveying to identify the root cause of the problem. The survey can inform a questionnaire to the employees or involve an external audit firm to research and identify the origin of the problem. Besides, human and financial resources may also be required in training employees to be accommodative. Therefore, the British Film institute should budget and set aside money to aid the process. 
The UK comprises a diverse population that includes Whites, Asians, Blacks, and other minority groups (Duckett, 2016). The British Film Institute should come up with policies that will ensure inclusivity in their recruitment operations. Such policies may include setting aside a certain quota that must be attained when recruiting. For instance, it should be mandatory that women, the disabled, Asians, and blacks fill at least two-thirds of the available vacancies. Consequently, policies that ensure equal opportunities in the promotion to a senior position should be made and actualized.
Moreover, the top leaders' goodwill at the British film institute will be essential in the process. Without their assistance, it may be practically impossible to actualize the necessary changes. They may be a stumbling block that will prevent the set goals from being achieved if they are not part and parcel of the process. Therefore, systematic change that will bring inclusion and diversity at the British Film Institute must start with the leaders.  Leaders who are not supportive of the process should be replaced with more able and accommodative leaders.
[bookmark: _Toc56183428]Communicating Plan to Stakeholders
Stakeholders in the British Film Institute include its leaders, the employees, the public, and the government. As already hinted, the leaders have a central role in ensuring that the implementation plan is successful or not. With their support, it is almost certain that the process will be seamless. On the other hand, employees are also equally important since they are involved in day-to-day activities. If the organization's structure is changed and the employees' mindset remains the same, the problem will still recur. Besides, the public are essential stakeholders in the film industry. Without the people, it is almost sure that there will be no need for film industries. Because the British Film institute operates within the UK, the UK government automatically comes in as a crucial stakeholder. The national government laws are always superior to all organizations' rules and regulations operating in its territory. Thus, the British Film institute must consider working within the rules provided by the British government.
The communication channel that would be used will be verbal and written. Formal communication such as that with the government will be done through email and official meetings. Besides, formal communication will be done through official memos and text messages. Verbal communication will be through face-to-face meeting that will be held from time to time throughout the process. 
[bookmark: _Toc56183429]Monitoring and Review Techniques
Employee surveys before, during, and after completing the systematic overhaul will be used in the process. The surveys will be integral in showing whether the implementation plan is leading the organization to the correct path or not. This survey will also give the implementers time to review and improve on the areas that are not working out well.
Benchmarking what is being done by others to solve the inclusion and diversity problem will also be used. According to Atkinson et al. (2017), walking the path that others have already followed is much better and safer than creating a new one. Therefore, by studying what other film industries are doing, we will review and rate our procedure. 
Lastly, feedback template can be distributed to all the involved stakeholders once the process is done. Through this, an unbiased opinion on whether the solution worked or not will be seen. If not, the organization will use the stakeholder's proposal to improve on what has already been done.
[bookmark: _Toc56183430]Conclusion
In summary, inclusion and diversity have been a significant challenge in the British Film Industry. The industry has suffered from mistrust amongst its employees that arise from inclusion and diversity challenges. Besides, major reports and media outlets such as the BBC and the Guardian have reported that inclusion and diversity are pandemics in the film and television industry, explicitly pointing out the British Film Institute. This report investigated the possible causes of the inclusivity and diversity challenge at the British Institute. The report also came up with alternative options for solving the problem and selected systematic overhaul as the best option. This is because a systematic overhaul came out as the best long-lasting solution.
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