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This reflective report delineates my experience while on placement at Marriott Hotel Cardiff. This hotel is one of Cardiff’s premier destinations for getaways and events. The hotel provides its employees with the highest standard of training to ensure its clients receive exceptional service. Thus, as a student, placement in the Marriott Hotel was the ideal opportunity to understand what it entails to establish and maintain a successful career in the hospitality industry. The experience profoundly impacted my professional growth, with critical skills and expertise gained. However, this experience also highlighted the numerous operational challenges one is bound to face in the industry. Thus, this reflective account aims to demonstrate what I learned from the experience through observing various operational challenges and working collaboratively with other workers to overcome them. This reflective report will focus on the challenge of discrimination as Cardiff is increasingly a metropolitan area in an increasingly globalised world. This report will also utilise the seminal Gibbs reflective model to demonstrate the strengths I have gained from the experience and the essence of overcoming discrimination, which is a critical organisational management challenge (Fergusson et al. 289).
Management Challenge: Discrimination
Discrimination encompasses individuals' differential and unfair treatment based on aspects of their identities, including age, gender, sexuality, race/ethnicity, religion etc. (Daniels and Thornton 319). Discrimination can occur between coworkers, employers and employees, and job applicants. Nevertheless, whether or not discrimination is intentional is a critical concern, given that workplace discrimination is illegal. Individuals that face discrimination endure such unfair treatment because they are part of a protected class; they are treated differently and unfairly due to who they are and how they are perceived.
Discrimination was the most pertinent issue I witnessed during my placement at the Marriott Hotel Cardiff. Several staff members faced unfair treatment based on race/ethnicity in this context. This discrimination is prohibited and illegal (Kraus et al. 108-113). Racial/ethnic discrimination encompasses the differential treatment of individuals based on race/ethnicity. This discrimination also encompasses the differential treatment of individuals based on skin tone/complexion (Li et al.; Romani et al. 289). The central management challenge was that this discrimination seemed natural as it had been ingrained into the work culture at the hotel, with differential treatment also extending to the guests. The employees mistreated did not acknowledge they were being discriminated against, which further perpetuated this discrimination.
Applying the Gibbs’ Reflective Model
This reflective model is well-known and developed (Adeani et al. 139). This model is a ‘reflective cycle’ that allows learners to effectively transform their perceptions into practice via a simple reflective cycle. The Gibbs model extends beyond basic descriptions of events, including experience analysis, feeling, conclusion, and action plans (Kolb and Kolb 8-14). These considerations ensure learners continue good practices or learn from suboptimal experiences (Tawanwongsri and Phenwan). Thus, the reflective account uses Gibbs reflective model to evaluate the racial/ethnic discrimination witnessed on placement at Marriott Hotel Cardiff and inform the proposed solutions to overcome workplace discrimination. The six dimensions of the Gibbs model are crucial in developing an in-depth understanding of the challenge of managing workplace discrimination and contextualising the proposed measures to address discrimination. These dimensions include a description of the experience, thoughts and feelings regarding the experience, an evaluation of the experience, an analysis of the situation, a conclusion regarding lessons learned, and an action plan for dealing with similar situations in the future (Markkanen et al. 46; Wijnen-Meijer et al.).
To begin with, the egregious discriminatory event I witnessed concerned the unfair treatment one racial minority employee received compared to two white colleagues when they all arrived late for their shifts. While the two white employees were heavily reprimanded, the minority worker was moved to a less desirable shift despite profusely apologising to the shift supervisor. Despite the other white employees not receiving a similar punishment, the minority worker did not levy any complaint of discrimination against the manager.
Regarding my thoughts and feelings about the experience, I was happy with the organisation’s treatment of the staff. Initially, I appreciated the shift supervisor’s handling of the situation as they reprimanded all three employees equally without singling out any of them. However, when I later realised that the minority employee had been moved to a less desirable shift because of the event, I became irate and frustrated. A few other employees had expressed similar frustration, but the minority worker did not want to dwell on the issue and refused to report the incident to HR. Looking back, I am not satisfied with my handling of the situation. Even as an intern, I could have done more, especially by informing HR of the situation.
In evaluating the experience, few things went well, especially as none of the other staff members confronted the shift supervisor and two other white workers regarding the unfair punishment of the minority worker. We assumed the worker would report the matter to HR, and it would be promptly resolved. However, neither of the two white and minority employees took action, which became increasingly frustrating for other workers, especially as the shift supervisor did not acknowledge any wrongdoing.
In analysing the experience, this incident frightened me as fostering diversity is one of the objectives of Marriott Hotel Cardiff. However, this was the first of several discriminatory events I witnessed that were poorly managed. The organisation’s handling of such incidents led to apathy among the workers towards instances of discrimination. This incident is linked to deeper management issues that have failed to address workplace discrimination effectively. 
I am relieved that the minority worker went on to perform exemplarily in their new shift, but I feel that more could have been done to address this instance of discrimination. I have learned that addressing such instances is crucial, even when they seem trivial. Thus, the next time I notice workplace discrimination, I will immediately inform HR so that such an event receives the requisite attention and is effectively addressed. I will inform the relevant individuals in the organisational hierarchy if I have any concerns. Remembering that I want the best result will allow me to contest suboptimal handling of discriminatory events even when it feels uncomfortable.
Recommendations to Overcome Workplace Discrimination
The organisational workplace discrimination policies at the hotel were complex but less thorough than I initially thought. However, I learned how to manage such situations and the importance of balancing the well-being of individual employees and the organisation (Lee et al. 1-23). More importantly, I learned that every employee has an integral role in combating and perpetuating workplace discrimination; employees must do whatever they can within their responsibilities to eliminate workplace discrimination (Dobbin and Kalev 48-55; Sarwar and Muhammad 230). Thus, the following recommendations are designed to ensure that instances of discrimination are effectively addressed.
Employers must take responsibility for addressing discriminatory events effectively, quickly and fairly. Employees often try to cope with discriminatory situations by excluding reporting these events (Sarwar and Muhammad 230-248). Employees base their approaches to such events on the tone set by senior management and the expected results. Thus, most employees cope with these situations to avoid “rocking the boat.” Thus, employer initiative is needed, as a lack of complaints does not equal a lack of discrimination.
Organisations must ensure employees understand they have the right to lodge complaints based on human rights violations when they face discrimination. Internal anti-discrimination and -harassment policies must stress that any form of discrimination comprises a human rights violation. Thus, if employees do not feel in-house procedures address discriminatory cases effectively, they are within their rights to pursue alternative legal actions (Romani et al. 370-391). Employees must understand that internal procedures for resolving complaints do not negate them from pursuing external legal recourse.
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