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Abstract
In this report I will be discussing a personal work-related problem and its effect on me and my career. I will try to find out the root causes behind this incident. Considering the work-related problem, I will try to propose two appropriate solutions in this report using different problem-solving tools available (Specially SWOT, Fishbone Analysis and PMI). The descriptive literature will focus on the proposed solutions and how these can reduce the chances of the repetition of this incident in the workplace. I will also then discuss few decision-making tools in the process of writing, to make it helpful for the management. I will also discuss a cause and effect chart in this report to make the proposed solutions more logical. Finally, I will put together few implementation plans of the proposed solution for the management and the stakeholders.













Problem at workplace: 
Discrimination based on Race and Impact on Employee Performance:

Racism in the Workplace
Introduction:
Discriminating or treating anyone unfavourably in the workplace because of their actual or assumed race, colour, descent, nationality or ethnic background is called racial discrimination. (Pettigrew, 2015)
 ‘’Racism is a system of domination and oppression with a historical basis that divides and organises society in ways the structurally disadvantage certain minority groups on the basis of their ascribed ethnicity or race. It is important to make a distraction between racism and other forms of prejudice and discrimination that don not draw from the domination of race or ethnic minority groups ‘’- (Ashe and Nazroo, n.d.)
Anti-discrimination laws are always ever changing. Employers need to keep themselves updated about the changes so that they can recognize, protest and overcome the racial discrimination around them. 
In Britain Since 1968, successive labour and conservative governments has introduced legislation to outlaw racial discrimination in employment. And yet, racism and racial inequality have proven themselves to be historically resilient features of the British labour market. (Ashe and Nazroo, 2015)
Law and Policy regarding racial discrimination:
“Pleading ignorance is may not be sufficient and it essentially ratifies a harasser’s discriminating conduct”- (STANCIU, 2018)
The first legislation to focus on racial discrimination was establish on 1965 in United Kingdom call “The Race Relations Act 1965”
VII of the Civil Rights Act of 1964, 42 US code 1981 the New York stat Human Rights law, and the New York city Human Right law, all these law emphasis on to be free from racial discrimination in the work place.- (STANCIU, 2018)
In United Kingdom the equality and human rights commission (EHRC) is a statutory body. It was established under the Equality Act 2006. It was established to encourage good practice in relation to human rights. After the Act the government introduce a Board, whose job is to deal with racial related complaint. This Race Relation Board was established in 1966. There is an Equality act 2010 exit in UK. (Equality and Human Rights Commission,2016). 
Bellow survey shows, even after having a strong law against racial discrimination it does exist in our society.
[image: C:\Users\EKAZREZ\Desktop\sem 3\Victoria racism chart 1-01.png]
Source: You Gov, 2018

Company overview:
The company where the discrimination occurred with me was “the royal mail”:
‘’The royal mail was established in 1516. It provides postal service and courier in the United Kingdom. They have a ‘one-price-goes-anywhere’ service to around 30 million addresses across UK. Only royal mail provides same standard of service all over the country in a uniform tariff. According to their annual report 2017 they have contributed around £10.8 billion in the British economy. This service provider employ around 1, 59,000 people. One in every 185 jobs in UK is provided by royal mail (royal mail, 2017)’’.

My experience of racial discrimination in the royal mail:
We were almost 30 people working in the Royal mail as a mail sorter in one shift, supervised by 3 team leaders. I worked there for 2 months but after some time I noticed that there are uneven distributions of work. They used to assign the easy task to the particular group of people and assign the tough or heavy lifting task to others. 
One day the team leader moved me to scanning department where I had to do all the heavy lifting of the big boxes, scanning them and sorting them as well. I worked for couple of days as a scanner. After a few days I started to feel pain on my back. I explained that to one of the team leader. But he told me that if I was unable to work in scanning section then I shouldn’t come to work next day. I tried to explain him my problem.  But he didn’t consider anything. He forced me to stop my work and asked me to leave. He demanded me to leave the premises at that moment. I requested him as it was freezing outside, whether I could wait for my ride to come and pick me up from there. But he refused and made me wait outside. He did this unhuman treatment with me completely out of the racial biasness. This incident affected my personal, professional and overall my own confidence level. After this I was scared to apply for any job. I was even scared to go out of my house as well. For a long time this had put me in a saviour mental trauma. I had to ask for a professional help to come out from this bad experience. 
Effects of racism:
When there is racism present in any organization it effects the organisations working environment and the employees as well.  The effect is much deeper than anyone can ever imagine. Facing the situation where you were left to feel like an outsider is miserable. This kind of situation leaves the sufferer affected both physically and mentally for long time. Racism makes the employee feel demotivated which ultimately lead them to resignation. In my case when I faced this racial biasedness, I use to felt worthless, unwanted and scared. This ultimately led me to resign from my job. Racism complains not only effects the employees but also ruins the company’s good will and reputation as well.
[image: C:\Users\EKAZREZ\Desktop\sem 3\bullying-graph-3.jpg 2.jpg]
Source: (Chris, 2017).
Racism in any organization checklist:
Every organisation should have a checklist to go through regularly to see if there is any discrimination going on in the organisation. It is better to prevent it before it occurs. In my case my employer and the organisation both were very less interested about this matter which made it more prone to the incident. To keep the workplace free from racial discrimination any organisation can check this checklist: 
Recruitment and selection checklist- Anyone can eliminate the racial biasness 60% if they follow a fair and diverse recruitment policy. Checking for any biasness to any specific ethnicity in the selection process is first step to fight with racism (Tuc, 2009). In my case that day, there was no one to spoke anything on my behalf because I was minority there. There was no one to sympathise with me.
Pay, training, performance assessment check list – In the organisation with the fair recruitment process, the salary and the benefits should also be the same for everyone. In royal mail I used to get £8/hour where my other colleagues used to get £8.95/hour. The inequality in the salary was very evident over there. This sort of treatment not only demotivates anyone but also makes anyone feel less poised as well (Stanciu, 2018).
Disciplinary action checklist- The decision about any misconduct should be unbiased and same for both the party (Tuc, 2009). If the judgment is not fair then the employees are going to lose faith on the system. In my case I asked for help but didn’t get any response. As a result I left the job and I will never ever apply on royal mail again. 
Equal opportunity policy checklist- Opportunity distribution in the workplace should be based on only and only on merits. It should be equally distributed among the deserving candidate. Neither their physical appearance, language, background nor the skin colour should be the scale of measurement to get the opportunity (Hirsch, 2018).  I experienced this problem myself, my previous manager used to put me in heavy lifting section, knowing that I had an issue with my back whereas he used to give light work to his favourite employees all the time. This was another thing that triggered me to leave that job.

Fighting up as an individual against racism: 
Get yourself educated well enough to be able to identify what is racism and how to handle it. “Companies must acknowledge that incident of racial discrimination ca be fact- specific, deeply offensive and often emotional for the complaining part”- (STANCIU, 2018)
	Protest
Protect
Progress
Protest against racism,   whenever you see it.
Protect yourself from this negativity.
Move forward from the situation
                            	          

				



Types of racist discrimination: 
There are 2 forms of discrimination; 
i. Direct – Direct racist attack or harassment comes under this form. When anyone treats the other party unfavourably based on the colour of their skin. For example, rejecting the entire non- British applicant for any job. (Pettigrew, 2015)
ii. Indirect - It comes in a form of rule or policy that gives advantage to any specific group. For example, if any employer asks for high fluency of English for any job which doesn’t required it. (Pettigrew, 2015)
Racism and bullying:
 “Racism has not been eradicated, despite the enormous strides taken over the past fifty years. It has mutated into new and subtler forms and has found new ways to survive”. (KANDOLA, 2018)
Racism and bullying both are a piece in a puzzle. Bullying, hurting or taunting someone based on their race is called racist bullying. (Whitelegg, 2019).
The term ‘racist bullying  is hurting someone both physically and psychologically not only based on their colour and ethnicity but also for their culture and religious affiliation as well.
There are various types of racial bullying:
[image: C:\Users\EKAZREZ\Desktop\sem 3\bullying-graph-2.jpg 1.jpg]
Source: (Chris, 2017).

How to formally deal with the racism and bullying complain: 
Complain- There should be an immediate action taken by the management in case of any racial abuse. This action will provide a sense of security and safety to the victim. And also send a strong no tolerance message to the rest of the team. 
In case of any complain the first step should be consoling the victim first and providing any help needed. After that the official steps of filing the complaint and providing a solution should be done. 
Investigation-After complain there needs to be a thorough investigation, considering all the facts and factors available lead by a neutral party. And also there should be a deadline fixed for the outcome.
Notify employee – The next step is notifying the accused in writing about the complaint and the investigation as well. During this investigation the Company can choose to suspend the accused with or without pay.
Disciplinary meeting- In this step, the employer sit with the accused. They discuss the complaint with the accused. Put the investigation results in front and also provide the chance for counter support.
Action- After hearing both party, there sides of story, investigation results the investigator decide about the adequate penalty. Inform both parties about the decision in writing.
Appeal- It is a fundamental right of any employees. If the verdict is not satisfactory to any or both the party they can always go for appeal. For appeal both the party should be giving the same right. 
[image: C:\Users\EKAZREZ\Desktop\sem 3\bullying-graph1.jpg 4.jpg]
Source: (Chris, 2017).
Definition of problem solving:
In Our everyday life we confront with thousands of obstructions on our way to achieve the goal. To over cone those obstructions we need a systematic plan and process to solve the problem. 
“Problem is an interactive relation between a subject and its surrounding, which incorporates the inner conflict that is solved the subject by searching of transitions.”- (J.Linhart 1976, P.385).
7 steps of problem solving process: 
7 steps are describe here below,
	Steps
	Purpose
	Outcome

	Identify the problem
	Recognize the problem
Name the problem
Root cause of the problem
Nature of the problem
	A clear picture of the problem and the cause is identified.

	Explore
	Research the problem from various angles
Explore the current situation and the loophole.
	Data collection reviews and factors to consider.

	Set goal
	Using data and analysis them, set target about the expected goal.
	Mapping out the resources based on analysis to achieve the expected solution.

	Alternatives
	Produce few alternatives, solution to be able to choose one.
	Options are there to evaluate and compare.

	Select
	Select the best one to implement.
	An intensive work plan is made to achieve the goal.

	Implement
	Execute the plan.
	Monitor the process and review the progress.

	Evaluate
	Learn from the experience for the future.
	Learned and also evaluate personal performance.


Source: (made by author)

Definition of Decision Making:
Decision making is choosing one out of two or more options for future. This is a process through which we can choose one from various alternatives and can make plan to implement that plan. This process helps to produce a well-defined, examined, and measured decision. In one sentence, it is about selecting, compromising, screening and comparing alternative in order to achieve goal. (ELLIOTT, 2017).

Decision making process: 
Decision making is process is very sensitive. It requires more attention to details. One wrong step can have a long process of consequences. Usually there are 7 steps to be followed to produce an effective decision:[image: Image result for decision making process] sources: (picture taken from google)

Factors affecting decision making: 
There are several factors that can affect the process of decision making. For example, Decision makers Past experience, which can affect the whole process. Human brain tends to look for any relevant past knowledge or experience before taking any decision so that it is possible to avoid the past mistakes. Next Escalation of commitment is another factor to influence the decision making process. Sometime the pressure of high expectation makes people do something wrong unintentionally. That is why it is very important to provide the individual with flexibility and time to do his work. Then Age and socio economic status, the decision maker’s age and socio economic status can influence the process. The outlooks towards an issue of a young and aged person are undeniably going to be different. This ultimately can affect the process as well. Finally, Personal relevance, this is a factor which can provide a sense of confidence to the decision maker. When the decision makers believe that his/her decision matters, it can affect the whole process and quality as well.

Types of decision making process:
There are 4 basic types of decision making process that a management has to conduct:
Types of decision making
Tactical decision
-It is regularly taken in a repetitive form by the managers. 
-Usually regarding general functioning..
Strategic decision
- Influences the future of the organization. 
-Handled by the upper level management.
 -Usually Invents new solutions based on the problem.
Programmed &Non programmed decision
-Computer terminology provides systematic procedure for routine decision.
 -Non-programmed decisions can’t follow any sets of rules each case requires special specific treatment. 
Organizational and personal decision 
This is Adaptive decision making tool. 
Based on the problem the decision gets modified. 


 


	

	




Source: (made by author)





Cause and effect analysis (Fishbone Analysis):

It is a cause and effect diagraph. This analysis helps to identify not only the problem but also the root cause of the problem and expected effect of those causes as well. This is more structured approach of brainstorming the reason of imperfection, defects or failures.
This cause and effect diagram looks like fish’s skeleton where the main problem is displayed at the head of the fish.	

	Cause & Effect chart:
Discrimination based on Race
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  Source - (PEARSON, 2019)

Environmental: (Cultural, political, socioeconomic effect)
One of the causes of racial discrimination can be environmental factors. A person’s cultural background, ethnicity can be the sole reason of being targeted for the discrimination. Sometimes the socioeconomic factors can drive these kinds of incident as well. There are few employers who treat employee as an out sider based on these cultural, language and overall physical differences. In this condition it is very difficult to show one’s potentiality and enthusiasm for the work. 
People: (Training, Favouritism)
 The manager, who is supposed to be responsible for everyone in the workplace, tends to be soft towards any particular staff than its called favouritism. This is a very unprofessional practice. I suffered of this unfair practice. This cause demotivates employees. And ultimately lead them towards resignations from the job. 
Training is very important to know what is racism and hoe to detect and handle it. Without proper training organisation won’t be able to aware employee to be careful of these kinds of behaviour which can lead up to lots of discrimination complaint and legal battle costing tons of money.  
Policy: (Legislation, Zero tolerance policy)
In UK there is a racial act for all the organization for follow. But to my utter disappointment I haven't seen royal mail applying that with me. Absence of their strict rules against racism made me decide to leave the job for good.
There should be a zero tolerance policy for racism in the workplace. Only hanging the policy on the wall is no use if no one applies it. The absence of this policy made the work environment unsafe for the employees. 
“Racial discrimination can be reduced by 60% if the recruitment process is fair.” (Thompson, 2019) There should be a fair third party recruitment bodies to conduct this process without biasness.
Management: (Finance, victim support) 
Finance is very important. Without enough finance it is not possible to conduct the mandatory racial act training or to advertise the policy throughout the organisation to give the employee a sense of assurance and security.
Finance is also needed for providing immediate support to the victim. Racism takes a big tool on the victim’s personal life. The incident leaves a permanent mark in victim’s heart. On top of that running around for justice is a very time consuming and expensive job. It will be very good to provide the victim with legal, physiological or financial helps needed. Lack of it will affect not only the supporting process of the victim but also the investigation of the assault as well.

Proposed Solutions:
For any problem there can be various solutions available. From all the relevant solution it is necessary to select the most appropriate one. For that we have to have a proper and elaborate knowledge of the problem itself. In my scenario, after an in detailed analysis and screening of various solutions I have come up with the two most suitable options here:
 i. Zero tolerance policies, training, promoting and reviewing:
The employees should feel safe in the workplace. The employer should make sure that the work equipment is free from any discrimination or abuse.
Zero tolerance policy for any form of racial abuse from anyone like-visitors, customers, colleague, clients or the employers and also providing enough training to the employee so that they can easily identify the abusive activity and know how to handle them instantly.
Not only making and practising this policy will be enough. This policy need to get promoted and reviewed time to time to check whether it’s making effectively or not.
ii. Fair recruitment policy:
Practicing a fair recruitment process is very essential for any organisation. Employer should follow a diverse recruitment policy from the very beginning of job advertisement to recruitment.  In one company, 73% of employers say diversity encourages creative and innovative thinking. To practise this policy the employers must ensure that recruitments are done based on merits regardless of gender, ethnicity, sexual orientation, disability or socioeconomic background. Another way to make fairer is Seeking assistance from a neutral third party. It can help to keep the process more fair and trustworthy. (Walters, 2019)



Evaluations of the two proposed solutions:
Based on my personal experience I have proposed two solutions above. But to find out the effectiveness of both the solutions we need to look for the positive, negative sides of these solutions.
 Here I am using SWOT analysis chart to be able to evaluate the effectiveness of these solutions.  
SWOT analysis: 
SWOT analysis is a strategic management tool to do external and internal analysis of strengths, weakness, opportunity, and threats. By conducting external analysis we are able to identify opportunity and threats present in the competitive environment. On the other hand with the internal analysis we can identify our internal strengths and weaknesses. (GÜREL, 2017)
[image: C:\Users\EKAZREZ\Desktop\sem 3\SWOT.png]
Source: (picture taken from Google) - (GÜREL, 2017)

For the purpose of the evaluation process of my two propose solutions I am going to use the swot analysis process. But instead of dividing them in to four segments I am going to explain their advantage and disadvantage sides here below.
1. Proposal one- Zero Tolerance
Advantages -
i. When zero tolerance policy is practised in the workplace it keeps the work environment safe and secure and reduces favouritism.
ii. The presence of rules and policy make everyone careful about their own behaviour and attitude.
iii. The presence of the policy reduces the likelihood of the employees being in a vulnerable position in the workplace ultimately increase job satisfaction.
Disadvantages - 
i.  Zero tolerance policy often can increase the chance of misjudgement. Sometimes strictly following the rules not considering any other aspect of the issue can ultimately destroy anyone’s career.( Lowe, 2014).
ii. Following this policy strictly removes the option of a second chance for the accused.
iii. Measuring all the jokes, bluffing in a same scale and take action according to the policy can affect the employees negatively as well.

2. Proposal two- Fair recruitment practice or diversity practice:
Advantages -
i. Studies have shown that fair recruitment provide a sense of security and ultimately lead to a happier and more productive team.
ii. Diversify workforce reflects on the community that they work in.
iii. Recruiting third party recruitment agency can ensure the authenticity of the business.
Disadvantages- 
i. This policy is only applicable in the time of recruitment. This keeps the appointing process fair but doesn’t guarantee a fair practice the workplace.
ii. This policy focuses on preventing the incident beforehand, but cannot promise the safety and security of the victim.
iii.  Appointing third party can cost good amount of money.


PMI Chart:
Between these above two solutions, I find the diverse recruitment policy can be more effective. For example, when a company is full of staff from different background then there will be no one to judge anyone by their race. The diverse working environment will teach everyone to be considerate towards each other. It will teach everyone to see and learn from each other whatever good is there in each of them. Below I have done the plus, minus and interesting chart to find out the effectiveness of this solution.
PMI chart:
PMI stands for plus, minus, and interesting. It is a graphic organiser chart. “This is a thinking technique to find the plus, minus and interesting points before you form an opinion.”- 
(meier, 2009). This PMI technique is invented by Edward De Bono in 1982 on ‘De Bono’s Thinking Course’. 
	PMI CHART


	Plus

	Negative

	Interesting


	-Fair recruitment sends a positive message regarding the organisation. 

-Provide a secure environment for employee to work on their full productivity and expertise.

-Diversity can introduce different talent from everywhere into the organisation.




	-Struggle in achieving cohesion and collaboration between diverse team members.

-Budget for third party recruitment agency.


	-Fair recruitment increases productivity and performance.

-Diversity brings more idea, more perspective and different outlook towards any issue.




Source: (made by author)
Implementation plan for the proposed solution:
To apply fair recruitment practice in the workplace we need to make an action plan.  Action plan is a document that lists what steps need to be taken to achieve a goal. In this way, it also clarify that what resources do we need, how long it can take.
	Action Step
	Responsible Person
	Necessary resources
	Potential challenge
	Result

	Immediate investigation on unfair recruitment complaint
	Dedicated department for this issue
	Financial backup, cooperation from management and employee
	Lengthy process, financial support.
	Fair judgement, unbiased work place

	Fair Advertisement for the applicant
	Professional company
	In house or outsider professionals.
	Cost effecting.
Considering all aspects.
	Diverse applicant to choose from

	Fair assessment policy
	Management, owner
	Fixing up a common structure for everyone to be assessed off.
	Keeping the fairness &
Budgeting.
	Same structured to measure everyone provide fair judgment. 

	Fair selection policy
	Group of neutral dedicated member 
	Enough manpower, information, assessment data.
	Lack of resource, biasness or personal  preference 
	Company gets the most deserved employee.

	Neutral third party recruitment agencies.
	Professional company
	Finance
	Permanent or long term expanses
	Easier, trustable and unbiased assessment and selection.






Stakeholder:
Whoever has got little bit contribution in the organisation or are affected by the action of the organisations are the stakeholders (Benn, Abratt and O’Leary, 2016). Royal mail Stakeholders are its customers, employees, investors, suppliers, vendors, communities, and also governments. 
Racial discrimination can affect the goodwill of any company. The stakeholder needs to be aware of the fact that discrimination exist in this organisation.
Before submitting the complaint to the stakeholder, at first Stakeholders needs to get prioritised depending on their power to affect or be affected by the organisation. Then the complainer needs to decide how much to tell. What extend we need to involve the stakeholders in this issue. Then submit a formal complaint. At first may be through a written letter and also the proposed solution for their consideration. Later on a face to face meeting between the stakeholders and the organisation to discuss about the necessary changes required (McGrath and Whitty, 2017).

Stakeholder Mapping:
[image: https://www.smartsheet.com/sites/default/files/IC-stakeholder-map-%402x.jpg]
Source: (McGrath and Whitty, 2017)

Conclusion:
Last year in around 108 employers and 1.3 million UK workers, only 31% of the employers publically declaring their ethnicity pay gap. Even though 97% have zero tolerance policies present in the organisation but 1 out of 4 employees are still experience bullying in the work place. The sad fact is people tend to break the rule pretty often. It is very difficult to control the accused mind. But we do have control on how to help their victim overcoming this trauma. With proper planning, precaution, and understanding we can overcome this discrimination very easily. 
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