E ) nel PWismekay = {;mg uele

TAR S5 ABDUL BIAND UBRARY

INTERNATIONAL

Master in Business- Administration

A Case Study Approach:
Workplace Discrimination Influencing Employee Loyalty

Author: Fang Ze Lun
-+ Student Number: 108001950 -
~ Supervisor: Mr. Anthony Vaz J(
| Ethics Number: IN1239
5 - Submission Date: April 2010
. Final word count: 15082 words

Faculty of Business & Accountancy




Acknowliedgement

| would like to gake this opportunity to sincerely thank my supervisor Mr. Anthony
Vaz for being a great source of support and guidance throughout all my learning

curves. Thank you for guiding, mentoring and assisting me to make this project
possible.

I would also like to note much appreciation to Dr. Vik and Mr Song for supportive

assistance. Thank you for your constructive advices to make this project better.

Thank you.

ot

INTI University College (2010)




Executive summary

Employee loyalty is the key to orgahizations success. It becorme more important
in the industrieZs which contribute heavily to a country’s GDP. Malaysia is a
developing country and it highly relies on manufacturing industry. Malaysia’s
manufacturing industry has undergone many changes in the past few decades.
Thus, researcher intended fo explore the discriminatory factors that influencing
employee loyalty in manufacturing industry. Career advancement, gender

discrimination and disability discrimination are examined. Many previous

researches have validated the discriminatory issues exist long time ago; it lower
employee loyalty and additional costs incurred for the businesses. The
researcher intended to examine the discriminatory factors and recommend the

possible solutions to improve the employee loyalty models.

s

s

S

“This study can serve as a model to be adopted for yéars to come in the

employee loyalty model in the manufacturing industry of Malaysia. The variables,

specifically career advancerjent, gender discrimination and disability . ‘
_i;:-_discriminaiion exist for years, through various i__fldustries. These factors will
: ;'__'continue to be of use across the manufacturing industry and other industry

_across Malaysia.

- Keywords: Employee Loyalty, Workplace Discrimination, Manufacturing Industry,
Career Advancement Discrimination, Disability Discrimination, Gender

Discrimination, Employee Loyalty Models.
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Chapter 1:

Introduction

1.1 Background

' ~ This employee loyalty research highligﬁtg; the importance of employees as asséts
to an organization. It defines the workplace discrimination from employees€‘
perspectives and examines the typés of workplace discrimination that most
contributes to low employees loyalty. Recron (M) Sdn Bhd and Hewlett-Packard
(Malaysia) Sdn Bhd (HP Malaysia) i‘rom manufacturing induéffy "ar\e selecied to
examine the Workp!ace discrimination issues. Besides, to what extent employees
could tolerate when they face the workplace discrimination will also be explained.

kA

%,
L
B

The former prime minister of Malaysia introduced Wawasan.2020 or Vision 2020
;}:in 1991. The vision intended to build a self fulfillment industry for the nation. To
'__:_achieve the aimed goals of RMY20 billion GDP in 2020, Malaysia government
| 'recommended several policies to encourage foreign investors to set up plants in
Malaysia. Thousand of large multinational corporations including Samsung, Dell,
Dutch Lady and other giants are attracted by the favorable policies and started to
invest in Malaysia nationwide. The manufacluring industry contributes to more
than 20% of GDP since 1996. The foreign investments create the employment
oppor’funities for local talents, and recruits employeés for alt level position. The
manufacturing industry plays an important role in Malaysia economic.‘ However,

the employees in manufacturing include Malaysian citizen from all level of society;
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the educatiop level and the culture difference among each other could have
different prejudice and perspective towards other. Thus, workplace discrimination

happened.

There is an exchange relationship involving employées and employers.
Employees offer their knowledge, passion and talent including loyalty in exchange
for remuneratioﬁ from their employers. Empioyeeé are expecling equitable
_ treatments from employees when totgl inputs equal to total outcomes. Equal
.':.'-_._empioyment opportunity is one of the important determinants required nir]
influencing employee loyalty. Employee loyaity typically known as personatl'
commitment from employee towards their employers, and this could be classified
as their atlitude (Meyer & Allen, 1990). Monelary rewards and ‘compensation can
help in retaining employees to stay with the employers ihstead of building

employee loyalty.
i)
K
la’y- -

in decision making is more

i
¥

*,
."_'.:_"Recognition from employers and involve;nen :
:_'.:'::.éppreciated by employees rather than getting a’paycheck. Employees expect fair
't__r:éatment and equal employment opportunities among each other. When the
'(__iIOmmitment from employers in providing employees welfare, employees will
; 'éppreciate such effort and return in exira dedication defined as employee loyalty.
Employees have the willingness to work beyond their job scope with or without
extra pays in assisting the organizations to achieve either short term or long term

organizational goals.

Loyal employees will normally stay with the company, through good times and

hard times for ionger period. There is another definition of employee loyalty which

INTI University College (2010)
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employees are willing to dedicate extra effort for their employer. The loyal
employees C(\:)nsider produclivity and honesty are also important characteristics as
well. In short, low employee loyalty means that employees do not sacrifice
individual benefits for the organizations as compared to loyal employees, They are

more preferred to leave. -

1.2 Operational befinition

: 'E_mployee turnover - Employee turnover is referring to the frequency rate of
a”'_' ition or subtraction of manpower within an entity. For example, the number ofi
fré.s'h graduates or experienced professionals was joining an entity and the number
B of existing employees was leaving the same organization within or over a period of
time. The turnover rate is being me%sured in different scalessuch as within an

fganization, i‘hdustry, country, geographical region and globally. ' Coy g T

i -

general, employee turned over due to reasons such as relocation of family,
atl ébtive remuneration, job satisfaction, retired, médical concerns and sometimes,
i '.W_as due to economy downturns that lead to organizatic;n layoffs. When an
ployee withdraws from his or her current job, this will costs extra expenses for
organization. This is regardless with the reason an employee quit from
eﬁ)ployment. For example, when an experienced engineer resigns from his or her
.;. .Current job, the management has to replace his job_ role by acquiring a new
employee. The management has to provide the training program to fit the new joint
employee to the said position, no matter he or she is experienced or even less
experienced new graduate. The extra training courses shall take place in order to
ensure the new joint employee is capable to catch up the resigned employee. All
these additional training and development programs are considered” the extra/‘/

Ve

e
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costs towards the organization; even the amount of money is not big. These extra

Voo .
costs could be void if the existing employee could stay.

Employers hope to document the skills and knowledge gained by employees over
time in recent business world. The knowledge accumulated from previous
experiences could not be transfer to the new joint employees, or even stored. The
only way to retain the knowledge is retaining the employees. The intention could
be failed, and the new joint employee may experience the same as, experienced
by the resigned employee. The management aware about the p(ocess and thelr
initiatives is to minimize the impact of such leaving. When an expenenced
employee quit from the job, the small impact will also take place; and there must

some extra costs incurred in any form.

‘.5\.\
3

In common, organizations initiate increment of salary to retain experienced
employees. In some cases, organizations are putting efforts: to ensure job

- satisfaction of employee in a non monetary vfrays. _

~ In this workplace discrimination research, the employee turnover is being

measured in the scale of within the selected organizations. Which are the 2 of the

following:- /

e
5
%

= Recron (M) Sdn Bhd

» HP Malaysia
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The CIPD’s Annual Survey Report (2009) showed that companies in UK have an
average emﬁloyee turnover rate of 15.7% in year 2008. Many UK companies from
manufacturing and production industry, private sector, public service and non-
profit organizations participated in the survey. The report further stated the
employee turnover rate in various industries. Moreover, the report also outlined the
turnover rate on the basis of industry sector. For examplre, the employee turnover
rates in textiles and electronics sector are 10.8% and 17.0% respectively. These
allow the researcher to make comparisons between the 2 selected organizq:sions

and the sector turnover rate. o

i

The Annual Survey Report used the s’ta;ndard “crude wastage” method to calculate

employee turnover rate. It is calculated as follow:

W

e

Humber 0f leavers in a'set pelind .

- Avérage number amployed In the same period

mployees’ competencies’ - Employee’s competency in this research refers to
the additional returns that the selected organizations can gain with not incurring
Ny additional recruitment cost and salary payable to employees. The employee
competencies defined is the additional value created for an orgagization in

following forms: rd

= The knowledge gaps that exist between the employees who are performing

and less performing employees. Both employees are working with the same

scope, but the performing employees create the value for the organizations

INT} University College (2010}




that does not happen to the less performing employees. The values created
3
could be in form of less time to complete the task assigned, or less costs

incurred to do so.

s Some time, the value creation could be based on the knowledge
aggregated along the previous serving tenure. For example, the
experiences for an existing employee could help him or her to foresee the
future demand trends and he o&she would keep exira stocks to meet the

future demands.

» Physical capabilities of the employee to carry out daiiy routines, that is
meeting the réquirements and able to minimize the ‘downtime to avoid

negative chain effects in operations.

{1 ‘; S
» Mentality healthiness is referring to the positivity of employees mind set in
dealing with hiccups within daily routines and the willingness to cooperate
with other to accomplish the assigned tasks within a given timeframe as

well as achieving the quality requirements.

* Efficiency or productivity is referring to the ability in accomplish the
assigned tasks within a given timeframe as well as incurring limited

overhead costs.

R R R R S
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e A Ieadershlp and management skill is referring to the skills to manage and
mon!tor a group of subordinates and segregate the assignmenls to them
fairly. A leader has to be involved in consulting activities as well. He or she
should also solve the conflicts exist among subordinates. Furthermore, a
leader shall also need to manage the subordinate regarding the operational
problems. The effective leader with leadership and management skills
should also synchrbnize the organizational belief from top management to

operational workforce.

reating competitive advantages

Competitive advantage is defined as a position that allows a product, an individual,
an organization or even a sociely occupies against its compe,trtors That position

'bas:cally put the mentioned objects above the competition.

i
i

1 the context of this research, compe?itive advantage refers to thé market position
a company have created in providing unique goods and services which are
"Sidered valued buy and better than the compétitors. It cotiid also be defined as
organization could operate at with lower cost. These can differentiate an

'ganization from its competitors based on its valuable core competencies,

Competitive advantage is often being transformed into useful information to

measure the performance of organization and make critical judgment for critical

INT} University College (2010)
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Firms usually heading to the direction to address the following issue for 2 reasons.
First is to _btiild competitive advantage and second is to sustain the competitive

: advantage that the firm has already had:-

Balancing commercial and national responsibilities
Securing investment in production capacity
Financial challenges

New technology

Human resources

| lentify the position of the firm in the chapter of competitive @dvéntage is crucial

3éﬁd a task itself as it will determines the fi irm’s now and the future. Due to
:'g_loballzatlon that was started 3 decades ago, the competitions that a firm need to

I with are now tremenﬁious compared to those of the days. Regardless of a
~firm that has just entered the ;narkets or a well established firm that has
ommant the market for a period of time, they understood that they should be
'c.usmg on creation of more competitive advantages or sustaln;ng its existing one,

‘would be more benefiting the organization instead of being the largest in the ,

e

--_:-_.__Using technology, marketing or other approaches to achieve sustainable
'ff;'__"advantage are the common practice. However, competitors can use the same
'_f';'_"'approaches. Therefore, it is very difficult in sustaining existing competitive

advantage as it is just a matter if time that the competitors take to imitate.
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Referring to the research, using the people within the organization to create
competitive Edvantage will be helpful in creating new competitive advantages
rather than sustaining the existing one because an employee that is creative,
dedicated and yet royal to the organization is always goes all out in contributing to
the organization and the employee is one of the people that are driving the

organization to success.

Managerial employees — Manager can be a director that controls resources and
?expendstures of the organization. It is known as the decision maker and the person
in charge. In this research context, a manager is the one who monitors, gmdes:
consults and manages a team, section or department. The position and role
played by a manager is important and vital for any organization, dEx;amples such as
peration manager, production manager, marketing manager” account manager
and so on. In general, the role played by various functional manager could be said
almost the same, to monitor their departments or sections. However ‘their duties

:cou!d vary based on the assngnments g;ven ";‘

i“\

n the context of this research, managerial employees are referring the following:-

» First ine manager: Employee that is leading, supervising a team with at
least 5 subordinates. Decision making is at operational level and scope of
tasks is clearly defined. A shift supervisor in production floor, a facility
management leader or operational quality consultant that is not
organizationally has subordinale are considered. It also known as the
management line with lowest level and first fine managers monitor the

duties of non-managerial employees.
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e Second line manager: Employee that is leading a functional department.
Decisii)n making at it departmental and functional level and the scope
includes manpower planning & recruitment, office administration. It is
organizationally assigned with 5 subordinates and above and has been
defined as team manager and operations manager. The second lines

managers are usually manage first line managers.

v
L

Third line manager: The third?‘_.}ine managers are responsible to make
decisions across organization wide. They formulate the strategies which ér‘e;
tally with the organization directions and achieve the aimed goals thai
involve the whole organizatioh.‘Third line managers manage all facets of
the organization. Drive and promote the company's mission, vision and
values. Fofmﬁlate strategies, policies and p}ocesses to%}ls'ure smooth and
efficient management. Oversee the Department and all matters in relation
to, amongst others.;‘The one is résponsib}e in driving financial performance
of the business, tﬁrough intetaction f"with departmental heads. Third line
manager leads the business plannir;g process including sales planning,
annualfiong-range budgeting, bi-monthly cash flow and quarterly re-

forecasting. Usually supervise second line managers.

//

e
i

‘However, in the context of this research, non managerial employees are referring
":_to the category of employees who perform tasks not involving the direction and
.'control of enterprise activity. They usually do not posse higher level of education.
“The scope of routines is often limited. They are the employees who follow the

~ instruction from their direct supervisors and not involving in decision making.

z
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‘Manufacturing industry — Manufacturing industry is the process of converting
'_é_inputs such as raw materials, labors, spare parts into finished goods. The
”é'c'ourses carriage inward is always come with large volume and the output are
_Wiih huge volume as well. This is to attain the economics of scale in order to
uce variable costs. The research selected 2 organizations from manufacturing

dustry to examine the work related issues.

 first organization chosen is Recron (M} Sdn Bhd, a member of Reliance
stnes Lid. It was established since 1980 as Hualon Corporation. It was taken
'by Reliance Industries Ltd in year 2007 and restructured and renamed as
__eéron (M) Sdn Bhd. The textiles manufacturer is the leader in the industry. It
ves the domestic and mternatlonal markets such as Mid East Africa and South
_ ica. The. head quarter of Recron (M) Sdn Bhd located in Kuala Lumpur, and it
Q ns 28 plants in Melaka and Nilai. The textiles manufacturer has approximately

50__0 employees and it reached a turnover of 2.1 billion ringgit in 1998-

d in Pulau Pinang and it produces semiconductors and components for
sonal computers, laptops, and networking devices. it serves the Malaysia and
South East Asian market. It has workforce about 300 and seven distribution

arehouses across Malaysia.

INTI Universily College {2010)
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13 Problem\ Statement

rhployees’ turnover is high due to low employees’ loyalty. This research tends to
find out the most common workplace discrimination which contributes most to the
w employees’ loyalty. In manufacturing industry, the working environments are
ot:as good as other inaustry such as banking industry and 1T industry. Many
:s"l;es contribute to the low employee loyalty in manufacturing industry. However,
mployee loyalty could be build when the workplace discrimination is eliminated
r’}"df'é__ach employee competes for better remuneration and carrier opportunity /f;airfy,

ed on their performance and productivity. ‘

binson et al (2004) contributed the model of driver of employee and it illustrated

portant factors that enhance thg employee loyalty and eq,_gag"’ement.

training, deselopment and canes r

immediste management - -~

srformanos srad appraisH . k! f

tommacat l-nn.k‘b

ergagement

; pay and benefis T

health and s afety /
co-operation

Family frienciness
job zalixFaction

ource: Robinsen et al. 2004 {I£S report, p.23)

- Table 1: Robinson’s employee loyalty model

INTI University College (2010)
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The table 1 htghllghted the factors that contribute to higher employee loyalty and
engagement However, researcher is only interested in how the equal
opportunities and fair treatment (workplace discrimination) contribute to the low
employee loyaity. Thus, factors other than equal opportunities and fair treatment

are excluded in this research; and only discriminatory factors will be examined.

Seibert (2004) stated that tow profitability resulted due to employee disloyalty. An
mployer who provides less few provisions for equal employment, minimal career

opportunities, unfair rewards and promot:ons are less likely to eamn employee

oyalty. Employee loyalty could be the main component that contributes to an
'3"organtzatlon s growing profits. It drlves an organization to gain competitive
advantages in achieving the organlzationai goals. Majority of loya! employees are
:kely to execute the organization’s declared business strategy in their dally work.
taining the proficient and well-trained employees could be an effective solution
t_'q__meet such objective. The in job knowledge and experience gained from daily
\ s could increase emp!oyees productlwty and efficiency and thiis achieve the

P
yomics of scale. 4

The expenses incurred to replace an employee are remarkable. The organization
could also lose their intellectual property due to employee turnover. Employers
need to spend extra time and money to go through the recruitment and selection
ocess in order to recruit the suitable employees to fill the vacancies. An
ganization could possibly lose their loyal customers, when they fail to retain an
ployee who serves for longtime. The loss of well trained employees, cpsts
surred in recruitment and selection process and the loss of loyal Customers couid
© feduce the competencies of the organization who fail o retain its employees. It is

very urgent for employers to earn back their loyalty (P. Drucker, 1988).

INTI University College (2010)
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1.4 Research Question
}

Organizations are aware about the sources that cause the high employee turnover.
The inefficient HRM procedures of an organization do not meet the changing
business world. The inefficiency happens internally as well as externally, because
e HR practices could not catch the tatest business trend, which is globalization.
he cost of doing business will become higher and burden for the business, due to
e extra costs incurred resulted from the employee turnover. The costs happen

directly as well as indirectly to lower the business performance. The research

questions are brought forward as below:

o How do factors like career advancement, disability and gende}

discrimination contribute to the low employees’ loyalty? e

=  What type of workplace discrimination most affects egrp!éyees' loyalty in

1

workpléce? <

» How employees define workplace discrimination? - e
ll! Y
v.l ‘,

. What are the possible ways to improve employees’ loyalty from the resuits

of the research?

* What is the gap of the seriousness of discrimination between managerial

employees versus non managerial employees? -

1.5 Research Objective

This research aimed 1o focus on workplace discrimination factors that contribute to

low employees’ loyalty in manufacturing industry.

INTI University College (2010)
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» To determine the different factors like career advancement, disability and

y y
gender discrimination that contributes to the low employees’ loyalty. -
» Toidentify the type of discrimination that most affect employee loyalty. v’

» To identify the understanding of employees’ loyalty and its contributing

factors from both categories (managerial employees and non managerial

"
empioyees)

» Torecommend solutions for employee loyalty models we’

» To find whether there is a difference in findings between managerial a;lq

o

non managerial employees . e

13

ey

6 Significance of Study

research aims to identify the most serious and frequently happened workplace
imination in Malay51an manufactunng mdustry The research. analyzes the
ds of understanding workplace dlscnmrnat:on in order to create a non-
_$c_;nm|natory working environment. The research conduct?d from employees
__r_é_pective will indicate how loyal employees are when facing the workplace

scrimination. Reducing or preventing unfair workplace discrimination would

te employees’ loyally in manufacturing industry. The outcomes from the
r_eSearch helps the organization to better understand workplace discrimination and
ighlights the most serious issues in the workplace that must be taken into

consideration towards employees’ loyalty. ‘ [/’IJ

Furthermore, the survey will examine lhe different work-related discrimination

problems that are prevalent in Malaysia and highlight the impacts of discrimination,

INT) University Coliege (2010)
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thus, provide solutions to escape the negative effects to organizations’ productivity
\

and employees’ loyalty. By understanding employees’ concems, organizations

could play an initiative role to eliminate the workplace discrimination, and retain

their human resources capital for longer period. ' e

.-'/’

‘The employee retention especially the most desirable employees within an
rganization are not easy. The most desirable employees are typically skilled,

'experlenced well trained and educated The mobility of the most desirable

he research Jhighﬁghts the importance of workplace discrimination that affects the
| loyee loyalty. Thus, organizations can amend the human resource strategy by
__._g-; consideration of %dlscnmmatﬂon |§sues Organizations - ‘with effective
'loyee retention program helps to sustam their jeadership and growth in the
petitive marketplace. Good organizations -understand: the importance of
. N resources capital and consider employee retention a core element of their
- management and long lasting organizational development. Organizations
a ail to retain employees especially most desirable employees aye/ ét risk of

__sl_'ng their talented human capital to the competition.

7 Limitation of Study

This research concerns career advancement, disability and gender discrimination
s factors that influence employees’ Joyalty. Issues other than these are-excluded

.
s
J
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from the research. Targeted employees from Recron (M) Sdn Bhd and HP
y

Malaysia may not effectively represent the whole workforce in manufacturing

Jindustry, and the research finding may appropriate for other population. This
‘research could not be able to develop a useful and create significant impacts

towards workplace discrimination. P

I_éesides, the valédity and reliability of information gathered is a key challenge.
one et al. (1992) pointed that majorlty of the discrimination studies may
"t tially encourage the response biases which are desired by society. He also
 that obtrusive measures used i In most studies are unlikely to gain the actua!

sponse and opinions regarding the mlnortty groups of people. .~

W

pondents may less likely to tell the truth or share their discriminated
(perience they have suffered. The research requires the collection of primary
1 rom employees in Recron (M) Sdn Bhd and HP Malaysia. The respondents
ve a different understanding about workplace discriminatign and each

lation may have their own understanding. - S

re is another limitation of study which is racial issue. Malaysia is a multi- racial
ciety and discussing racial issue could create inharmonic environment due to its
sensitivity. The citizens in Malaysia will contribute to maintain a harménious nation

"-c_ ate issue on the basis of race.

INFI University College (2010)
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1.8 Assumptions
)

The employees work to earn a living that provides job satisfaction and workplace

comfort. Remuneration is excluded from this research which is structured around
working adults who are more focused on acquiring job satisfaction and workplace
environment rather than remuneration. The series of Jjob satisfaction factors build

‘the employee loyalty in workplace, but not necessary the remunerations.

ohiy issue contributes to employee satisfaction, and thus the employee loyalty.

AN

3\1\

‘The literature from previous researchers about employee loyalty has highlighted
e factors like economic, demographtc factors and workplace charactenstics will
8 positive impact on employee onalty BeS|des they are another important
ement job security, which has significant posntlve relation with the employee
ty. This desire is so great that employees are most Iskeiy to leave if they feel
nderdeveloped (Woodruffe, 2006). Job security also defined as employers
vide the secured and long term employment opportunities for their employess,
_ uding the fair career opportunity. Employers have to ensure each human
sources related arrangement such as promotion, reallocation and retrenchment

_Should be fair to all employees, regardless with their age, race, gender, f;md
:re]iglon and so on.

INT! University College {2010}
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Employees who suffered the wdrkp!ace discrimination will assume and feel the
ignal of no career prospects in the organizations they work for. They are less
likely to perform in daily works and de-motivated to stay with the organization. The
.bsenteeism for the disloyal employees could be high ahd incur extra costs for the
. anization. Thus, the’ fair workplace policies and administration plays a
tgnn‘:cant role to ensure the equitable career opportunities for all employees,

ased on their performance and productivity. There should be no favoritism in

place. _ / '

ployee loyalty. The employee will éventually leave the organize‘i'tic';n in the future

are opportunities and offers from other” potential employers. Monetary

tors could lead to conflict in examining the relation between indeper;dént :
: e

iables and dependent variable.

Tl University College (2010)
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~ Chapter 2:

Literature review

1 Workplace discrimination

ful discrimination was defined asm"funfair actions that disallow the opportunity
ﬁdi_ﬁiduais or groups of people to have equal treatment” (Allport, 1954). These
unfair discriminations are normally based on personal characterislics such as race,

eligion, national origin, age, disability, and veteran status that are irrelevant

[h_p!oyment' decisions (Dipboye & Colelia, 2005). e P

-
&

n employee treated l;hfairty or upfavorably by employers due to their legally
d or personal characteristics, it is c’iassiﬁ,ed as workplace discrimination.
mination in work-related areas, such as unfair in recruitment and selection,
ﬁdividual's promotion, performance evaluations, training and development

ram, remuneration and dismissal. An individual should not be treated
ff_'e’r’éhtly from other peers, as this violates Equal Employment Opportunity (EEO)
_aws__._ Furthermore, if such different treatment is not implemented across peers and
g'ardless with the job performance, it could be unlawful. Workplace
fimination could be legally bounded, but unfair to certain groups of employees.
. e

i e

2 ; =
T
N

5
r

An organization’s success highly relies on quality employees who are dedicaled,

qualified and experienced i order to achieve it aimed goals. Frée working

INTI University College (2010)



21

ironment _iand organization culture is contributing to the successful. Working
n_ynr_onmente which is free from discrimination allows human capital the
p'ertunity to plan and develop their desirable career. At the same time,
vorkplace discrimination would also happen and encoufage the wage gap among

ifferent groups of employees.

1g (2003) stated that workplace discrimination would happen more frequently
vhe . an individual is influenced'by external issues likes global economic downturn.
| tated that an individual would ¢hange his or her during econornic stri%eg
e .'se'me time, the employers are unlikely to recruit job applicant from minoritgf
~when the global economic isrless competitive, The limited opportunity for

employment would create job pressure among peers and employees and

areer advancement

2.1 Experience and age discrimination

ANTI University College (2010)
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(perience discrimination normaily happened with ageism. When applicants for
. go for E;iterviews, those in hiring positions could criticize certain applicants
h_éve insufficient working experience in related fields, so the hiring position
e éés likely to hire them. Some time job applicants are over qualified and not

uitable for the position offered.

es, some applicants may get the feedback from those in hiring positions

as well as responsibility. Furthermore, some job applicanis are criticiz‘é@

old and should not be hired because hiring them is not good investment
hd e _ P

_n_f"particular industry may have sofifne added value to th’é:@job roles, but

ted berformance of the said app!icént is-more importance than his or her

NTI University College (2010)
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understaﬁnding and identifying the nature of potential problems, the
_anagementw within an organization could avoid such unfair violence in the
orkplace. Management should initiate the non discriminatory policies and
isdplinary action will be taken against violators. Promoting non discriminatory
ork_ culture, review the’ recruiting and selecting processes, and lraining and

ve’_lbpment could be effective in providing supportive management for older

it

agement should encourage employees to launch a complaint or report to
anagement ‘when workplace discrimination occurs. The entire ‘workforce is

sponsible and obligated to do so in order to reduce the workplace discrimination

example, a younger employee would not necessary stay with the employers
' mberiod as compared to the older employees. Furthermore, the salary
_'m'péhsation of an employee must not be based on the age. The employers
Id e\}é!uate and emphasize the skills and ability of employees instead of the
Employers could use the mixed-age interview panels to ensure the fair
litment and seleclion process whenever possible. Job-related questions asked
td minimize and eliminate the prejudice against an individual’s personal
h'a'ré(_:_"'['éristics. The slructured questionnaire may better access to an employee’s
'd ability during evaluating process. Applying the same procedures to all job
-Dlicé'nfs and employees during evaluation and appraisal process will enhanc‘_@x’/

: iability to get the right person for the positions.

INTH University College (2010)
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2.2.2 Minori{y status

The globalization make the world become smaller. Many organizations hire and
m&lude the talented employees around the world, regardless of their personal
cﬁaracteristics, such as country of origin. Jackson et al (2003) and Milliken &
artins (1996) highlighted that employers does not aware about the reason of
l_nﬁarmonic workplace. For example, 2 organizations which hire rhinority
'é'm'pioyees could have significant difference in interethnic relations. Perfect
petition market determined by a free of government intervention that
joﬁfaging a free competition. Parficipants in the free competitive market
ud _hg employees and corporations have to face the rapid competition among

_"dther. This contributes to the moﬁitity of professions from various countries to
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Minority referg to any group of pe'ople, which is characteristically different than the
dominant group in the aspects of political power, employment, residential status,
education level, and wealth status. Take the éxample of education, a company
that has 30 marketers that posse Bachelor degree in marketing and 3 admin clerks
that posse only a high "school graduate certificate created an opportunity of

iscrimination. And such, it often leads to diversification of treatments that the
management gives to. Example would be the allowances and benefits that given

ut on top of their basic salary because the unsatisfactory of minority will create

nly less negative impact in the organization.

The discrimination against the minorit'y employees could be based on prejudice of
n individual, regardless with their job performance and contributions. Unequal

and inaccessible social structures will trigger indirect occurrence of it as well.

IC_:PA (1996) defined few characteristics 6f minority employeésf“ The minority
méloyees suffer workplace discrimination jalt the time and being subordinated.
ir physical appearance or cultural background which are different from
ominant groups, are the key contribution factors of discrimination. The dominant
groaps would refuse to acknowledge the minority groups as peers, as they do not

belongs or share the common characteristics with the dominant groups.

Sociologist Louis Wirth defined minority employee are those who are singled out
Qr:'differentiated from the majority groups of people. Their physical appearances
are not same as dominant groups, and they are from different cultural background.
These discourage them to be accepted by the majority groups of people. They are

treated differently as compared to dominant groups and equal opportunity is not

INTI University College {2010)



