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1.	INTRODUCTION
This report defines the complex problem of race discrimination in the workplace including its scope and impact. Race discrimination is defined as treating someone unfavourably because of their race or because of personal characteristic associated with race (Equal Employment Opportunity Commission, 2017, cited in Daniels, 2019). In addition, when someone is treated less favourably because of their perceived race or the race of someone they are associated with, it is considered race discrimination under the Equality Act 2010. Under this Act, race is one of the ‘protected characteristics’ and as such, discriminating against someone because of race is illegal (EOC, 2020).
This report will apply problem-solving tools and techniques to identify and propose solutions to race discrimination in the workplace. The report evaluates the possible solutions. The report will look at the scope and impact of race discrimation in the workplace, analyse the information on racism and propose a range of solutions, identify the most appropriate solution, develop a plan for implementing the solution and ensure successful implementation of the solution. The report then concludes with an overview.

2.	RACE DISCRIMINATION
In accordance with the provisions to The Equality Act 2010, race is characterised as being part of a category of persons marked by who are identified by their nationality, colour or ethnic origin. It would be counted as race discrimination if anyone from these groups experience discrimination. It would be considered racial discrimination if someone in these classes were to be discriminated against. Race discrimination in the United Kingdom has been illegal since 1976 (CIPD 2020).
In order to understand race discrimination, its cause must firstly be identified. At its root cause, racism stems from colonialization and slavery. As a consequence, a profoundly engrained aspect of life has been represented by standards and behaviours that are often viewed as common, persistent and chronic (Ford and Airhihenbuwa, 2010a, 2010b, cited in Came, H. and Griffith, D. 2017). Racism pervades national societies through social frameworks as well as people’s ideological views and daily behaviour (Came, H. and Griffith, D. 2017).
Figures show that the employment rate for black and minority ethnic (BME) communities is a much lower in comparison to their white counterparts. Overall, about 1 in 8 of the working-age population is from an ethnic minority group but make up just 10% of the workforce and occupy just 6% of top management positions (Smith, M. 2017 cited in CIPD, 2020). 
Although racism is mostly only recognised in terms of visible, overtly violent actions and attitudes, such as in the form of physical/verbal intimidation, modern racism is in many cases more subtle in nature and harmless in the face of it. Subtle racism in the workplace could involve ignoring, overly questioning or judging the BAME (Black, Asian and Minority Ethnic) individuals regarding their skills. It could be difficult to see it in the same light as open bigotry and the instigator may think nothing of their actions, but the impact should not be undervalued. This can still cause psychological and emotional harm in the long term. Even through it might be hard to view it in the same light as overt racism (Kandola, 2018). Cyber incivility is also often shown to be a mechanism in which modern forms of prejudice are manifested in the workplace (Daniels, D. 2019).

3.	IMPACT OF RACE DISCRIMINATION
3.1 Career Progression
According to The Equality Act 2010, there can be indirect or direct racism. Victimisation or harassment are two other forms. Direct discrimination is when someone is treated unfavourably because of their race. Indirect discrimination is when policies are put in place for all staff but put a certain group at a disadvantage. The Equality Act applies to all personnel and covers all areas of employment. This includes job applicants, contract workers, trainees, permanent employees and office holders such as partners and company directors. According to Baroness McGregor-Smith, racial discrimination exists at every level of an individual’s career and even before it starts (CIPD, 2020). 
3.2 Health Implications
According to the literature, racism may be considered a critical cause of health issues because it is a complex process that is prolonged and evolves over time, and because it influences several processes, policies, procedures and pathways that eventually affect health (Phelan and Link, 2015; Ramaswamy and Kelly, 2015 cited in Came and Griffith 2017). It has been recognised that racism experienced by the Black community, can increase negative emotions such as resentment, fear, anger, anxiety, hopelessness (Miller and Kaiser, 2001, cited in Stone, A and Carlisle, S. 2018) and depression and therefore a possible mental health risk (Shannon, C. et al., 2009).
3.3 Social and Economic Impact
Creativity and innovation suffer when employees feel unsupported and racially discriminated against. Not only this, but other consequences include increased absenteeism and potential legal challenges for the organisation, creating a toxic work environment. Studies have shown that race discrimination within the workplace has been correlated with higher turnover rates of ethnic individuals and reduced employee satisfaction and deviant workplace behaviour (Cortina, et al., 2011, cited in Daniels, S. 2019; Giumetti, et al., 2012, Lim and Teo, 2009). Furthermore, by not addressing issue of inequality, the organisation risk bad Public Relations, loss of income and litigation. In addition, it has been suggested that the UK economy could theoretically benefit from an estimated £24 billion pa if Black and ethnic minorities were fully represented across the labour market through increased participation and growth (CIPD, 2020). 
Although racial inequalities within the workplace are not new issues the death of George Floyd and the protests of Black Lives Matter demonstrations exposed the scale of social disparity in all walks of life, including the workplace (CIPD, 2020). 

4.	SOLUTIONS TO RACE DISCRIMINATION
4.1 Education and Training
Organisations must be part of the transformation that’s needed to root out racism and create vibrant and supportive communities of respect and justice for all. Training that facilitates equal growth and inclusion of ethnicities in the workplace is a proposed solution. Prolonged positive and frequent exposure to members of the group will decrease implicit bias against the group and strengthen non-stereotypical associations and stereotypic responses (Daniels, S. 2019) and in turn solve skills gaps (CIPD, 2020).
As part of raising awareness in the workplace, all members of staff must undertake mandatory racial bias training. In addition, raising awareness through unlearning and re-learning and equipping people to critically analyse structural inequalities, and adapt and participate in policy reform, may also prove to have a significant effect on racial inequality and discrimination. It is crucial for people to understand that the experiences of colleagues who are targets of racism can be different. Furthermore, one-to-one leadership coaching and mentoring helps to improve expertise in people management and in turn helps to resolve inequality concerns.
4.2 Organisation and Culture
When the culture of a company has not evolved to reflect a strong ethos of inclusion, it will be important for them to send a clear message to workers and stakeholders about what is expected of them about their interpersonal conduct towards others. Studies have shown that implementation of such changes produces positive mental health effects for all concerned Came, H. and Griffith, D. 2017). 
Employers should ensure they listen to co-workers and continue to extend the role of the Employee Relations from the viewpoint of black and racial minority colleagues. Organisations should strive to build opportunities for learning and networking to ensure that attention is given to the well-being of workers of black and ethnic minorities in both work and personal experience and by soliciting the assistance of internal and external expertise to advance their awareness in order to develop an inclusive society (CIPD, 2020). 
An openness to diversity of membership and profession through the organization's data will increase promotion of exchange of ethnic data. In addition, a shared engagement and collaboration with senior professionals and other HR networks, will encourage change in organisational culture. Furthermore, the company must review recruiting practices, review people processes to maintain diversity, and ultimately create an inclusive culture in order to eliminate bigotry and discrimination and promote better participation of Black and minority ethnic workers, in more senior roles, thereby setting a complete image of race within the organisation.
4.3 Ethnicity pay reporting
One recommendation of CIPD (2020) is for the government to implement compulsory ethnicity pay reporting, based on the same quartiles used for reporting gender pay gap.
Also, by adapting a zero-pay disparity and pay equity amongst all ranks and positions, the image of the organisation will support equality and diversity.

5.	PLAN FOR IMPLEMENTING THE SOLUTION 
Overall, race discrimination in the workplace is a complex problem and therefore require a combination of solutions to address the problem. For instance, education and training alone, although necessary, are insufficient solutions to tackle discrimination on its own without policies and procedures to support and deal with misconduct. Therefore, the most appropriate solution to tackling race discrimination, after applying SWOT analysis, is Education and Training combined with organisational change and ethnicity pay reporting. Below is an action plan for implementing these solutions using SMART:
· Set clear expectations of organisations ethos to zero tolerance racism in the workplace and communicate message consistently with all stake holders as the plan progresses.
· Power analysis can be used in the practice of anti-racism, as it is important to create momentum from those who otherwise have not been involved in such initiatives. Therefore, by building relationships with constituencies who have the power to enact policies and practices, the organisation will inevitably gain support in tackling racism.
· Establish safe spaces and systems and time to talk when employees can connect with each other.
· Scrutinise all operational processes, operating practices and human resources policies for people management.
· Use auditing tools to measure outcomes
· Carry out quarterly review and conduct staff satisfaction survey

6.	MONITORING AND EVALUATION
Given that there are diverse definitions of racism, in organisational and institutional settings, it is important to decide what and how to monitor and evaluate interventions that identify and measure racism, using both qualitative and quantitative instruments. Techniques of monitoring and evaluation will require auditing and high-quality data that will support and advise on where and when to intervene (Griffith, et al., 2006, cited in Came, H. and Griffith, D. 2017. 

7.	CONCLUSION 
Findings from this report highlight that all individuals, whatever their identity, background or circumstances, should have fair and equal access to work and opportunities with the ability to advance to the highest level as a means to combat racial inequality. Employers must objectively examine their corporate culture from top to bottom in order to weed out prejudice and combat racism at a systemic level by looking at where it is rooted in their organisations. Exposure to race discrimination was associated with health and economic implications. 
It is not possible to fix race discrimination half-heartedly or through erratic, one off, disconnected initiatives. The actions of employers need to be well organised, systematic, sustainable and taken seriously (CIPD, 2020). Employers must condemn the cause, being racism, and the effects, being inequality (CIPD, 2020). 
By utilising problem solving techniques such as PESTLE, SWOT and Fishbone, it was possible to evaluate and select the most effective solutions for tackling the problem of workplace racism. Whilst training and policies are deemed as the preferred method of tackling racism, organisations require a collaborative approach and innovations to effectively address race discrimination within the workforce. It is imperative that all departments, employees and stakeholders also collaboratively towards this goal. In attempting to resolve the issue of institutional racism, it is necessary to begin to address the complex matter of oppression. Therefore, initiatives for change cannot be a one-time solution but an ongoing collective effort throughout the generations. A change at the workplace level can influence positive change which in turn supports a broader social change of inclusivity.
. 











REFERENCES
Came, H. and Griffith, D. (2018) ‘Tackling racism as a “wicked” public health problem: Enabling allies in anti-racism praxis’, Social Science & Medicine, 
199. pp. 181-188 [Online] Available from: https://www.sciencedirect.com/science/article/pii/S0277953617301740 (Accessed 17 December 2020).
CIPD, (2020) How to have difficult conversations about race at work. [Online] Available from: https://www.cipd.co.uk/knowledge/fundamentals/relations/diversity/conversations-race-work (Accessed 17 December 2020).
CIPD, (2020) Developing an anti-racism strategy. [Online] Available from: https://www.cipd.co.uk/knowledge/fundamentals/relations/diversity/anti-racism-strategy (Accessed 17 December 2020).
CIPD, (2020) Race and employment. [Online] Available from: https://www.cipd.co.uk/knowledge/fundamentals/emp-law/race-discrimination/factsheet (Accessed 17 December 2020).
CIPD, (2020) Race inclusion in the workplace. [Online] Available from: https://www.cipd.co.uk/news-views/viewpoint/race-inclusion-workplace (Accessed 17 December 2020).
Daniels, S. and Thornton, M. (2019) ‘Race and workplace discrimination’, Equality, Diversity and Inclusion: An International Journal, 39. (3) pp. 319-335. [Online] Available from: https://www-proquest-com.ezproxy.uwtsd.ac.uk/docview/2388712344/fulltextPDF/B245892CCD304441PQ/1?accountid=130472 (Accessed 17 December 2020).

EOC, (2020) Race Discrimination, [Online] Available from: https://www.eoc.org.uk/race-discrimination/ (Accessed 17 December 2020).
Hewlett, S. et al., (2013) How Diversity can Drive Innovation [Online] Available from: https://hbr.org/2013/12/how-diversity-can-drive-innovation (Accessed 17 December 2020).
Kandola, B. (2018) Racism at Work, [Online] Available from: https://pearnkandola.com/book/racism-at-work/ (Accessed 17 December 2020).
McPherson, B. (2007) ‘Managing racism in the workplace: the Lancashire County Council approach: Executive coaching and mentoring develop people management skills’, Human Resource Management International Digest, 15. (4) pp.8 [Online] Available from: https://search-proquest-com.ezproxy.uwtsd.ac.uk/docview/214887826/fulltext/7D69AF78055F4A63PQ/1?accountid=130472 (Accessed 17 December 2020).
Kandola, B. (nd) What is considered racism at work. Online] Available from: https://pearnkandola.com/diversity-and-inclusion-hub/bias/what-is-considered-racism-at-work-how-do-i-make-a-complaint/ (Accessed 17 December 2020).
Shannon, C. et al., (2009) ‘Race, Racial Discrimination, and the Risk of Work-Related Illness, Injury or Assault: Findings from a National Study’, J Occup Environ Med, 51. (4) pp. 441-448 [Online] Available from: https://www.ncbi.nlm.nih.gov/pmc/articles/PMC3979600/ (Accessed 17 December 2020).
Vincent, R. (2019) ‘Discrimination, Sexual Harassment, and the Impact of Workplace Power’, Socius: Sociological Research for a Dynamic World, 5 pp. 1–21 [Online] Available from: https://journals.sagepub.com/doi/pdf/10.1177/2378023119853894 (Accessed 17 December 2020).



2 | Page

image1.jpeg
Prifysgol Cymru

&Q Y Drindod Dewi Sant
%

University of Wales
Trinity Saint David




