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Societies around the world have their laws and cultures that make them unique; however, problems can occur, and discrimination is one of those.
Discrimination is the improper, unethical and unlawful conduct of people on aspects such as race, gender, age, beliefs or sexual orientation that could happen in any place such as in the workplace, in public spaces, in organizations and transport. 

Discrimination can be direct or indirect and could lead to health problems to employees, a lack of confidence, absenteeism and leaving a company without trying a solution.

There are many types of discrimination, as mentioned previously, but the case study is an example of race discrimination in the workplace. It is on the unfair treatment of your colour, nationality, ethnic origin and national origin (citizen advice,2020)


The following report is about race discrimination in the workplace. First, I will discuss its causes. Secondly, I will talk about some solutions and evaluate them. Thirdly, what plan can be put toward eradicating these problems from organizations, next, I will make a structured plan with the objectives to present to the stakeholders, and lastly, I will suggest ways to monitoring this policies and objectives
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The killing of George Floyd by police in the USA has been a topic in many companies to analyse their ethnicity, race policies and seek methods to improve the quality of employees to diminish the turnover and wellbeing.

Discrimination in the workplace still happening even though there are laws protecting workers. In the UK, the government has created the Equality Act 2010 that protects specific characteristics; age, religion, race, gender, marital status, disability, pregnancy, maternity, and sex. It is illegal if you not follow the guidelines offered by this Act.
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Claudia is a supervisor in a Café, located in a university. She is a full-time employee, and her responsibilities are to create menus, increase sales, motivate their co-workers and have excellent interaction with customers.

Facilities Manager is the person in charge of the café, the catering and the cleaning. She and her manager agree to increase the sales by 2% the following year and create a least two new dishes to the menu. 

At the middle of the year, her manager left the company. She spent the rest of the year doing work without a manager which made her work more and improve the services. 
The following year there was a new facility manager, that from the beginning tried to change everything done from that moment on. 

The new manager complained about the uniform, the way she spoke to her co-workers and the way she managed her daily duties in the café. She never had a problem with her former manager, so she just thought that it was a different leadership style, and that made conflicts to occur. However, she notices that her manager starts making comments in front of the customers as "Claudia this is dirty", "Claudia come here", "look this should be not here", "Claudia, can you not do anything right" "do you understand what I am saying" "do you know English" and her voice was with anger, and her facial expression unrespectful.

The nasty comments started increasing, and her team started noticing, they ask her what the problem was, and no one could understand. In the cleaning team, the manager starts the same behaviour toward specific employees, but no one says nothing in fear of losing their jobs. 

Claudia started feeling depressed and wanted to leave the company, but before that she decided to speak with HR they decide to investigate the case and found that the manager has particular belief towards immigrant people and speciality towards Peruvian people. Furthermore, Claudia and the cleaners were Peruvians.

There are jobs where race discrimination can occur, but it is not documented because it happens to BAME, and there is not a proper network to support the employees.

“You are not British,” “we don’t work with people like you,” those were one of the phrases that people listened to while discriminated. Employees lost job promotions because the manager does not consider them due to just their origin, or the group they associate with.
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The causes of discrimination are complex from behavioural to social theories that try to answer it. Some find that negative behaviours and bias are one of the causes. Where negatives behaviours occur to ethnic minorities is likely that these minorities experience discrimination (Cuddy et al., 2011). Discrimination is a problem that affects society and must be addressed to keep people safe.

In the following fishbone graph, there are some reasons why it happens in organisations but not why an individual shows this type of conduct.
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As the graph shows, discrimination in the workplace is affected by culture, communication and inadequate management. 

Management of an organisation is essential because it helps to obtain its objectives, keep policies in place, constructed a safe environment for employees, customers, suppliers and stakeholders. Management and leadership are essential to fulfil company needs (Mccboy,2000), and it strengthens the relationship between employees, employees and the community. Management is an indispensable tool to solve problems before they have occurred and existing ones.

Lack or inadequate management could lead to difficult problems or in this case, discrimination. A manager should have the knowledge, policies, and behaviour to constructively addressed discrimination, the lack of these methods affects the employee's wellbeing, and efficiency and company productive. 

The culture within organisations is based on the behaviours of individuals collectively, in these behaviours are harmful or biased ideas, this produces discrimination towards groups (ethnics minorities) or individuals. Effective management influences the type of culture within an organisation and how it affects the productivity of the company (Sigh, 2011).  Organisational culture share values and beliefs of the company and add to the social and emotional environment of it.

Lack of Communication in the workplace creates an uncertain and hostile environment for employees. When problems occur, and there is no adequate procedure to manage them, the employee feels betrayed, fearful, depressed and absenteeism occurs.  Communication in the company is vital to exchange ideas, to plan objectives and task to monitor rules and policies and to follow procedures.

Lack of Management, effective policies and inadequate monitoring may affect people behaviour and how they interact with a particular individual with a certain characteristic. The abuse or infringement of these characters is a called discrimination and could be age, religion, race, gender, disability, marriage, sex, pregnancy and sexual orientation (Equality Act, 2010, p. 4)
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The government and has laws in place to tackle unlawful behaviours towards individuals or groups. Organisations are places where group exchange behaviours and ideas, so it is important that organisation follow the law to prevent any violation of human rights and employees' rights.

The following solutions could help to prevent racial discrimination in the workplace.

Diversity: Establish a mix of races and ethnical minorities in the workplace

Training: Educate employees of what is discrimination and how to identify it. 

Policy: write an anti-discrimination policy, where all employees know it. 

Respect: have social sessions where everybody can interact and follow the anti-discrimination policy.

Communication: foster open and sincere ways for employees to communicate their problems with their managers and feel secure following this method.

Recruitment: employers should advertise job position external to include diversity within the workplace. The language used should be necessary without gender words. Have in consideration some questions cannot be asked, as questions related to age, marital status, pregnancy or any other questions that are protected in the Equality Act 2010. 

Provide feedback to unsuccessful candidates if requested (Popat,2019)

Promotion: an employer should consider all employees with equal opportunities when a promotion arises, and their race should not be an impediment to be considerate for the position.

Deal with complaints - Discipline and grievances: employees should have a safe environment where they can discuss their cases and be supported through the process. 

Before making a complaint is advisable to talk with the manager or a person of human's resources, where the employee can have the freedom to express his problem. 

It the informal meeting did not work, then the employee should make a grievance. The employer should have their policies to deal with discrimination grievances, where you can find guidelines to follow this procedure. If the employee finds the responses not acceptable, he can appeal. 
Usually, the steps after a grievance from the employers are:
Meeting to discuss the complaint.
Investigate the complaint. 
Decision in written.
Chance to appeal. (Medium, 2018)

If the employer is mistreated about his claim, he can complete a form telling ACAS about his decision to go to the tribunal (Citizens advice, 2020)

Enforcement: All employees should know the discrimination policies.
All manager and supervisor should have a guideline of how to handle discrimination and how to prevent it.

Review: Every policy should have a date of review, to monitor the type of discrimination occurred during a year, and how it was handled, what were the causes and it the policy need to amend it or not.
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The previous solution is not the only one adequate to resolve this problem in organisations but are the most practical, with support from the government and organisations that use them. 
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This phase should be done after analysing data relate to discrimination in the work, this data should be classified according to type of industry, type of discrimination, and region and be support from government Agencies with the creation of laws that support employees’ rights.
Mandatory Audits of Discrimination Cases in organisations.
Monitoring Equality and diversity policies in companies 
Creation of Support Group to BAME communities 
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This phase should be made within organisations working with employees, internal data, benchmarks, stakeholders, HR, Employment Agencies.
Recruitment policies
Training – Diversity and Equality policies workshop
Disability policies and support
Investigation 
Disciplinary Actions
Surveys to gather information about discrimination  
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An organisation should create a plan to eradicate discrimination and focus on equality and a diverse policy, this plan should be specified according to the type of organisation. 

In every organisation, stakeholder varies so, in the following plan, it is not written the stakeholder name because it is something general. But could be the manager the area where the problem arises, it could be someone specific dealing only with equality and diversity in the workplace











COMMUNICATION PLAN - STAKEHOLDERS


	STAKEHOLDER
	OBJECTIVES
	CHANNEL
	FREQUENCY
	RESPONSIBLE

	
	Create or review an equality policy 
	Boards, Surveys, 
	Every year
	CEO, HR, Managers, shareholders, Unions, employees

	
	Training for supervisor, managers
About discrimination.
	Online, workshops, 
	Every month
	HR, stakeholders 

	
	Investigate Claims procedures
	Internal, face to face meetings, witnesses testimony, 
	Every year or 6 months
	HR, Line Mangers, Managers

	
	Disable policies 
	Board Meetings
	Every year
	HR, Line Mangers, Managers, employees

	
	Race discrimination training
	Online, workshops
	Every three months
	HR, Line Mangers, Managers, employees








	STAKEHOLDER
	OBJECTIVES
	CHANNEL
	FREQUENCY
	RESPONSIBLE

	
	Create Discrimination records to review policies 
	Boards, 
	Every time a discrimination claim is made 
	HR, Line Mangers, Managers, employees

	
	Raise awareness of discrimination
	Leaflets, online newsletter, adverts, workshops
	Every two to three months 
	HR, Line Mangers, Managers

	
	Surveys to find any discrimination problems
	Online - intranet
	Every month
	HR, Line Mangers, Managers

	
	Follow up procedures with making a complaint related to discrimination.
	Analyse of Data
	Every six months
	HR, Line Mangers, Managers

	
	Review monitoring practices 
	Analyse Monitoring data
	Every year
	CEO, HR, Line Mangers, Managers,
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To have a clear view of the action plan is necessary to review and see if the objectives have been achievable. This will be measure through employee's satisfaction surveys, analysing performances management, and verify that all managers follow the equality policy and undergo training. The surveys must be done twice a year with question relate to age, ethnicity, promotion, pay, religion, gender to gather information about the employees feel or if the policies of equality are working or need to be implemented.

It is crucial to monitor the policies created or review during the year, a meeting with the CEO, board members and manager to analysis if this are the right methods to tackle discrimination.

The monitoring process helps to improve productivity, identify and address any inequalities, avoid employment tribunals costs and a bad reputation.
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As it is shown in this report discrimination is still happening in the workplace, and if the organisations do not take it seriously, it could affect their image, incurred in cost, and increase the dissatisfaction and wellbeing of employees.

Discrimination Awareness is indispensable to deal with it, but not only for part of the organisation and the government but for the individual to maximise their environment and have equality and diverse culture.
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SWOT ANALYSIS of Discrimination


STRENGTHS

Recruiting diverse people.
Discrimination policies in place
Promoting cultural tolerance
Wellbeing of employees.










WEAKNESSES

Poor management
No diversity 
Poor support
Adaptability to change
Aggressiveness
Working relationships




















THREATS

Disengaged employees
Staff turnover
Health issues
Pressure Groups
Social Media
Disciplinary issues
Tribunal claims 










Social 
OPPORTUNITIES

Diversity training
Laws and regulations
Leadership workshops
Monitoring 
Using technology to reach employees

 





















SOLUTIONS & EVALUATION
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This presentation covers the analysis of a complex problem, Job

Dissatisfaction in the UK. The break down analysis is definited an
organization, its culture, problems and how satisfied are employees
within it.

A complex problem occurred when the objectives are not meet and a
solution is required to fix it. In an organization is important to have a
good solving problems skills to continue of the daily task. Working
towards a solution involves identification of the problem, causes and
effects, possible solutions, evaluating theses solutions, making decisions,
implementation and a follow up of the solution.

In this presentation first, | will discuses the nature of Job dissatisfaction.
Secondly, its causes. Third, | analysis the external factors. Fourth, | will
give alternative solutions and evaluate them. fifth, solution and
evaluation, and finally, a case study where the solution works.
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NATURE AND IMPACT OF JOB DISSASTIFACTION l I

The people in our society always want to have a balanced life
and being part of an organization provides them the basic
needs that humans desire.

There are many concept of what is and organization, the
most popular one is a group of people working together for
the same goal. As state by Glass (1991) an organization is a
matrix where tasks and roles are assigned.

Being part of an organization gives the employee and the
employer rights, policies and benefits. The organizational
culture is the environment where individuals through their
values, believes and behavior contribute to the social and
mental atmosphere of the organization. The workplace
culture influences the satisfaction or dissatisfaction that an
employee feels towards his job. However, not only are the
employee's values, a reason to promote unhappiness workers
but the way an organization support and manage its
structure.

Dissatisfaction is when an employee feels that their basic
needs are not fulfill.

r <
MASLOW'S £

HIERARCHY crear,
OF NEEDS

Abraham Harold Maslow (apii 1, 1908 - June 8, 1970)
was a psychologist who studied positive
human qualities and the lives of exempla-
ry people. In 1954, Maslow created the
Hierarchy of Human Needs and
expressed his theories in his book,

SPONTANEITY,
PROBLEM SOLVING,
LACK OF PREJUDICE,

ACCEPTANCE OF FACTS

(SELF-ACTUALIZATION)

s

Self-Actualization - A person's
motivation to reach his or
her full potential. As shown
in Maslow's Hierarchy of
Needs, a person's basic
needs must be met
before self-actualiza-
fion can be
achieved.

FRIENDSHIP, FAMILY,
SEXUAL INTIMACY

(' LOVE/BELONGING )

SECURITY OF BODY, OF EMPLOYMENT, OF
RESOURCES, OF MORALITY, OF THE FAMILY,
OF HEALTH, OF PROPERTY

PHYSIOLOGICAL

www.timvandevall.com |Copyright © 2013 Dutch Renaissance Press LLC.

Source: https://www.danmartelI.com/hierarchy-of—entr-l-rﬂe'is.
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ARE YOU SATISFIED WITH YOUR JOB?

20% 80% ﬁ
IS NEW TECHNOLOGY CONTRIBUT-

No
ING TO JOB SATISFACTION OR (> |
DISSATISFACTION?

Yes

\ Contributing
' to satisfaction

A No impact

| on job

' satisfaction or
dissatisfaction

Contributing to /
dissatisfaction |

1L

® 40% New jobs getting created

©15% Jobs becoming easier
®20% Mundane jobs being taken care of

. GeP
Workplaces

becoming l7 ; §.

exciting
Source: ( The
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A

IF CONTRIBUTING TO

DISSATISFACTION, WHY?
]
50% - Fear of job loss

25% - There may be fewer
jobs in future

10% - Poor work-life balance

15% - Poor workplace ethics

GOOD RELATIONSHIP WITH
COLLEAGUES TOPS REASONS
FOR JOB SATISFACTION

40% - Good relationship
with co-workers

25% - Benefits and overall
package

15% - Healthcare/medical
benefits

15% - Paid time.off

5% - Defined benefit pension
plan

es, 2018)

_'II\/IPACT OF JOB DISSASTIFACTION

LACK OF CAREER GROWTH OPPORTUNITIES KEY TO JOB DISSATISFACTION

W 40% - Very few career growth opportunities
M 30% - Lack of recognition
20% - Biased work environment

M 10% - Bad relations at workplace

FACTORS THAT PLAY A CRUCIAL ROLE IN JOB SATISFACTION

S A G

Growth’ Job sécurity Flexible work Salary
opportunities environment

RELATIONSHIP WITH MANAGER =
@% Great :

@ Good

40%  Satisfactory

©

Source: TimesJobs
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Case Study: UK workers among the most dissatisfied in Europe

Employees are more dissatisfied with their jobs and work-life balance in the UK than in most other
European countries. Out of 20 European countries responding, only 6 were more dissatisfied than
the UK, according to statistics reported in the British Social Attitudes survey, led by NatCen Social
Research.

Where is this dissatisfaction coming from and is there anything employers can do to reverse the
trend?

The report laid some of the blame with the UK's long-hours culture, particularly because much of
the work is unpaid. Almost half of UK employees (48 per cent) take on overtime in a typical week
with 44 per cent of it being unpaid.

There's also a perception among workers that job quality has declined during the economic
downturn. The report found that people believed the nature of their work had changed for the
worse in the last three years with almost a quarter saying they were now doing less interesting
work than before. Fewer workers said that there was variety in their work.

More workers said they worked 'very hard' but one in five reported taking a reduction in pay during
the last three years. More workers than before said they were unable to switch off from work, and
that they worried about work problems when at home.

More than half of employees say that their workplace has experienced 'a great deal of financial
difficulty' in the past three years and fewer workers consider their jobs to be as secure as before.
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CAUSE AND EFFECT OF JOB DISSASTISFACTION
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PESTLE

® Problems between China and USA is likely to affect business.
e Zero hours contracts increases.

e UK market is uncertain.

e Economic post Brexit is pessimistic due to business and investors leaving after Brexit.
e Unemployment stable even with the Pandemic and Brexit.

e Redundancies expected shortly. (government, 2020)

* Gig economy increase.

e Social media mayor tool to get information.

e Local products arise but with higher costs.

e Social distance a factor in the way business operates.
e Lockdown active in some regions of the UK.

e Disruption of educative institutions.
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PESTLE

* Mobile devices increases.

e Digital tools have increased to help manage work environment.

e Ecommerce and website increase due to Covid19 measurements of security.
* Online shopping increase.

e Use of mask in public places and transport.

* Job retention bonus of £1000 to employers that keep employees through to January of 2021.
e Coronavirus Job Retention Scheme(government, 2020)

e Kickstart scheme

e Test and trace Scheme

® Green Future 25 year environment plan.

E e Ethical and environmental awareness of products and services.
® Reducing the use of cars to dimmish pollution.
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ALTERNATIVE SOLUTION TO JOB DISSASTISFACTION

 Good Leadership and Management
* Recognition.

* Promotions Opportunities.

* Personal Growth.

* Beneficial Feedback.

* Work Life Balance.

* Employee Engagement

S —
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Employees desire more opportunities
for promotions within their job,
because a promotion, brings more
responsibilities, authority, higher
wages and benefits. In addition to this,
Devaro & Waldman (2012) states that
promotion depends on the education
level of the employee. Performance
appraisal is a measure to qualify job
objectives, promotions and salary
increases.

Is important for an organization
have a good management system
where everything is planned and
organised to get their objectives.
As stated by Drucker(p 6. 2002)
Managers are individuals with
responsibilities, authority and are
equipped to make decisions that
will benefit the organization.
However, not all management and
leadership styles can be applied to
all situations.

Employees like to be acknowledged
when they do a task regularly. Seidel
(1972) points out that an individual's
basic needs are not only rewarded with
money but with a purpose for what he
does. Some companies recognize their
employees through a series of activities
which creates an ambience of belonging
and inclusion toward the company.
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" SOLUTION T0O JOB DISSASTISFACT

PERSONAL GROWTH
WORK LIFE BALANCE

An area where most people feel overwhelm and
do not progress. There are many ways to
accomplish more if you reflect on what are your
goals and how you can get them. In the
workplace, the supervisor and manager have

Presently, to have the right balance
between work and personal life is difficult.
The pandemic has made working from
home the norm for a couple of months, and

Feedback in the workplace is essential to
ensure that employees feel their
contribution is appreciated and is way to

in the future, it will be a regular way of N - i
u]/;rk?n uil;aer; ;nWIrevious S:rs I;Ql/ez tools to assist in this area; however, not every improve their performance. Workplaces
persongshould h;)ve n eqYJiIibr.ium bYetween workplace use these tools to empower the should have informal and formal
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An area where most people feel overwhelm and 

do not progress. There are many ways to 

accomplish more if you reflect on what are your 

goals and how you can get them. In the 

workplace,  the supervisor and manager have  

tools to assist in this area; however, not every 

workplace use these tools to empower the 

employees. Appraisals, feedback and PDP, are 

one of the tools that help employees to plan 

their goal and advance in their careers or 

personal life.

According to Beausaert(2011) The PDP 

(Personal Development Plan) serves to plan in 

detail the learning tasks in the present and 

future by an employee. Suggesting that using a 

tool can help with growth personally. 

Feedback in the workplace is essential to 

ensure that employees feel their 

contribution is appreciated and is way to 

improve their performance. Workplaces 

should have informal and formal 

feedback in their culture, as stated by 

Grimsson (2017), it maximizes the 

performance of the employee if done 

constructively and positively

.

.

Presently, to have the right balance 

between work and personal life is difficult. 

The pandemic has made working from 

home the norm for a couple of months, and 

in the future, it will be a regular way of 

working than in previous years. Every 

person should have an equilibrium between 

their personal life and their career. 

Working long hours disrupts time to 

allocate to other activities and creates 

anxiety and health problems, as stated by 

Meenakshi et al. (2013)  working long hours 

can create stress, health risk and increase 

smoking, alcoholism, overweight, and 

depression

ALTERNATIVE SOLUTION TO JOB DISSASTISFACT
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* |s a theory where the company give support and treats their emRonees as

people. As stated by Kahn(1999) People weight their benefits when they felt
rewarded, useful and valuable, and this promote better work productivity and
beneficial relationships. Normally, emﬁloyees well being are related to how a
company values and policies benefit them as a person and determine
productivity and satisfaction.

* This can be measure by employee productivity, absence, health and Safety
Problems, Turnover.

* “Investment in human capital does not only serve the purpose of the attraction
and retention of high-quality employees. However, it is also described as a crucial
strategic tool for organizations to be competitive in an environment that is
characterized by ongoing innovation” (Beausaert,2011).
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MASLOW’S HIERARCHY OF NEEDS

APPLIED TO EMPLOYEE ENGAGEMENT

On average less than
(0 HIGHLY ENGAGED 15% reach this level HIGH FLYER%

« What can | do for others? * | love working here
« | inspire others to do their best * I’'m a high flyer

A

2 and 3 have a direct
impact on engagement

mm and can be moved up

, - . , . by the 4 enables of
« I'm a vital part of the business » I'm an achiever IMPORTANCE
« | feel important at work « I'll leave if something much better comes along engagement
« I'm really busy and very likely I'm highly stressed

MOTIVATORS

DE-MOTIVATORS
[

S

(e ALMOST ENGAGED « | might leave if I'm tempted

\ B B * There are no career development prospects
« | know I'm part of something bigger

. here
« I'm almost engaged but there are times when I'm not
« I'm proud to work here but | wouldn’t necessarily shout it from the rooftops

| (4) NOT ENGAGED _|

* I'm not interested in overtime « | don’t like my manager or working with my team
« | have more sick days than | should « | don’t like my job that much, but | get on with it SECURITY
« | have poor working conditions * | read job ads

| (5) DISENGAGED ___|

« I'm here for the money * My work doesn’t excite me SURVIVAL
* I'm leaving when | can * I'm a clock watcher

« I'm not satisfied with the job | do * I'm a jobs-worth

Source: https://www.incentivesolutions.com/employee-engagement-hierarchy-needs/
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Maslow’s Heirarchy of Needs in Pre
and Post Covid 19 State.

Before Covid 19 A

Self-Actualization Needs

Generally managed by self but in
a conducive work environment.

Esteem Needs

Bosses and colleagues used
to appreciate and recognizein Recognition, feeling of

regular group meetings and accomplishment ~ ~~TTTTTTTTTTTTOC
town halls.

Belonging Needs

It was taken care of by t.he ___________ Co-operative colleagues,
colleagues, HR, and seniors supportive bosses =~ "Tommm0ee-
creating a feeling of camaraderie

Safety Needs

oo Stable employment, -—==
These needs were taken /. safe work environment %\
for granted. Employers -y Physiological Needs N---
\

provided them. J \
/ Salary, \
e basic mental health sy

After Covid 19

The limited infrastructure and
communication channels affected the
pace of self-actualization. Motivation
is compromised.

Esteem needs have been compromised
severely. Managers and peers could no
longer keep the feedback loop going and
recognize their remote employees in time.

The flow of communication is
compromised. Employees can no longer
bond over impromptu in-person meetings
or discuss work over a cup of coffee.

Anxiety, stress over job security, future,
uncontrolled and unorganized work
environment.

v

Source: https://blog.vantagecircIe.com/masIows-hierarchy-of—needs-in-employee-engagement/
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Cisco
Ranked #6 on the List of Best Companies to Work For, Cisco has developed what they call their “People

|”

Deal”. within these areas: connecting everything, innovating everywhere, and benefiting everyone.

Cisco has developed specific rituals. One ritual focuses on encouraging strong, authentic connections
between team members and team leaders. They encourage frequent check in conversations between
workers and their managers and have developed team activation technology to help support this
process.

Cisco has not just developed rituals, they’ve also analysed the data around the benefits of these
employee engagement focused initiatives. Their analytics revealed the following:

The bottom 10% of engaged individuals are 2.7x more likely to leave then those in the top 10%.

Enga%]ement levels of employees that don’t Check-In at all drop over time. In a 2018 study over 6
months, it dropped 13% from the start of the 6 months to the end.

Source: https://www.forbes.com/sites/danabrownlee/2019/09/04/how-the-best-companies-to-work-for-engage-employees-and-retain-top-

talent/#169607baleca
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