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Introduction
	 The following report aims to determine a work-based problem and propose solution for it.  For this, problem selected is Bullying. Bullying at a workplace is a recurrent pattern of harassment at work, both physical and mental. It may include verbal, nonverbal, psychological, physical and humiliating techniques. 
The report consists of defining the complex issue at the workplace involving its impact and scope. The report examines information on the identified issue for informing the decision-making procedure. Further, the report proposes a variety of alternative solutions for the issue and evaluates them with the help of a decision-making technique for identifying the most suitable option. Moreover, the report develops a plan for the implementation of the solution, which will be communicated to the stakeholders. Lastly, the report assesses suitable review and monitoring methods for ensuring successful application of the solution.
Analysis of the Problem
	The definition of due diligence requires occupational health and safety regulations. Because of due diligence, employees shall, under a specific situation, take all necessary measures to avoid injury or occupational accidents. It should be possible for every person to work in a healthy and safe environment. However, there are certain workplace issues such as harassment, bullying, discrimination etc., which can affect the work performance (Nielsen et al., 2014). Definitions of abuse and violence often involve but may be inferred, bullying. There are occasions when it is difficult to know if bullying happens at work. Bullying can be very subtle and more evident once a behaviour pattern is formed. Many studies also recognise that the difference between good management and bullying is a fine line. Objective remarks intended to provide positive feedback are typically not considered bullying but are meant to help the employee's work (Gillen et al., 2017). 
	The dominant people typically find themselves bullying at the workplaces. The dominant nature itself has two facets – good domination, i.e., leadership and poor domination. So, there are dictators who practise bullying at work. WBI estimated that 34 per cent of Americans were harassed at work. As previously noted, nearly 50% of the workers were severely psychologically impacted by bullying at the workplace, according to a survey conducted in 2007 (Sansone & Sansone, 2015). 
	People bully mostly for wanting to hide their insufficiency. In fact, bullying does not even represent a single piece of management. It's an act of those who are in a hurry to conceal their insufficient potential. Management is, therefore, an act of good managers, but bullying is an act of bad managers. Most people are harassed because they want to hide their inadequacy and are reluctant to develop a solution (Dussault and Frenette, 2015). People are unwilling to accept the effect of their behaviour on the mental state of other people. People do not want to be conceived as incompetent individuals with no worthy potential.  Bullying in the workplace is the most inefficient method for managing any company since there is always space for employees who are highly unsatisfied, demoralised, dismantled, etc. This results in a high level of staff turnover and lower level of productivity, and therefore adverse effects on the company's performance (Lipinski & Crothers, 2013). Workplace bullying can be discreet, difficult to identify and difficult to explain to another person, ensuring that many victims have little power to respond. It would certainly be commonly known as bullying if an angry supervisor were to yell and fire a finger in one's face, but workplace bullying forms are often more subtle. Here are some fundamental examples of bullying in the workplace. At a gathering, an aim will constantly be disrupted by a different person, who talks about the participants, who ridicule or underestimate the efforts or who communicate inappropriately facially, such as rolling their eyes (Okechukwu et al., 2014).
Solutions and their evaluation
	Most bullies want attention and are usually nosy. In most companies, there is usually time allocated to introduce everyone to everyone else when new (unfortunately our management lacked this crucial phase) (unfortunately our management lacked this crucial phase). If people have no chance of learning all of them, ask a superior to take a moment. For one’s peace and productivity, differentiation is the key. However, those who should also like to concentrate on supporting other employees in this respect (Tsuno et al., 2015). They can be asked to support others during the days when they will finish before. First off, never let another employee come to the rescue. Aid from and from the supervisor should be needed. In this case, the poorly run department allowed a co-worker of theirs (who was reluctant to someone) to tell others to push them behind their back. Make sure that they do not even assign their work to anyone when they support others. As an advisor, they support them in their duties (Nica et al., 2016). 
	In reality, the bullies are often cowards who are trapped in terror. In this scenario, they sought to distract management from feeling himself accountable by taking the lead and combining our work in order to avoid management from recognising who was wrong. That gave him the space to apologise for why it all failed. Take the time to isolate who is responsible for what in a project and explain where things have gone incorrectly (Hansen et al., 2014). It is crucial that people take a constructive approach to this question and not necessarily presume that bullying does not happen because they have not heard or seen reports to eradicate workplace bullying in any company and build a culture of zero tolerance to bullying. Recognise that bullying in workplaces is a concern for businesses of all sizes and dimensions and can and can happen within their own business (Podsiadly and Gamian-Wilk, 2017).
Be explicit that employees at all levels are aware of a policy of anti-bullying that defines the corporate attitude towards and opposition to bullying. Train workers in the essence and awareness of the workplace bullying – as victims, bullies, witnesses or observers. Establish a chain of commands system that workers at any level may use to report abuse, including when to and how to overcome the chain and where to go when the abuser is the victim's boss or superior (Samnani & Singh, 2012). Establish an open-door policy that allows workers to talk without judgement or punishment in a safe, welcoming atmosphere. Take all bullying charges seriously and do not try to excuse or diminish reports or complaints. A strategy and framework for recorded or experienced bullying activities to be implemented, including a database to log and monitor grievances and a protocol on how to proceed. Ensuring the company identifies and handles bullying in the workplace and when it occurs can improve efficiency, increase retention rates and minimise sick leave and protect the company from potentially costly disputes (Zapf et al., 2020).
Development and implementation of the plan
	The first step to solve the bullying issue at work is whether and how the behaviour is allowed. It can be uncomfortable to engage in interpersonal conflicts, but it can require a significant amount if you do not tackle these problems. Make sure they do not even threaten or bully the workplace. Counselling is an informal and confidential way to verify the details of an injurious condition in the workplace. If they have any concerns about a complaint's legitimacy, this is a valuable investigation tool (Anjum et al., 2019). The next step is mediation. Mediation. The mediator will assist the parties in seeking a solution to their dispute. This is a collaborative procedure. This works only if both parties agree to the rehabilitation of their working partnership. If an informal dialogue with the parties involved is necessary to genuinely settle the matter, do this. Nevertheless, be aware that bullying conduct cannot proceed passively. If bullying and harassment allegations are sufficiently severe to support a formal investigation, the established staff policy will enable others to follow the necessary disciplinary procedure (Carden and Boyd, 2013).
	The six HSE management principles describe managers' activities to resolve the key causes of employment stress. Managers who act in contradiction to expectations can readily be defined as bullies in the workplace, i.e., do not take demands into account, withdraw authority wherever possible, allow bullying to go unchecked and never let them know what will next happen (mushroom management), i.e., show the managers who are responsible (Bloch, 2012). In accordance with the DCS model, the guidelines identify the major established causes of work stress but also include a 'scoring-checklist. HSE Criteria for Management shall be followed in order to deal with workplace bullying within the company (Gobind et al., 2014).
Demands – like problems including workload and working habits and the workplace
Control – how much the individual says about how they do their job
Support – involves the organisation's support, sponsorship and money, management and colleagues.
Relationships – including facilitating constructive measures to prevent conflict and deal with inappropriate behaviour.
Role – if individuals recognise their role in the organisation
Change– how to handle and convey organisational change.
	Risk assessment may also be used by the HR managers to identify the hazards associated with workplace bullying and to build education or preventive measures to minimise or avoid this phenomenon. Risk response planning provided approaches and techniques to prevent and reduce employee maltreatment (Lee and Lee, 2014). That was the responsibility of the employer in stopping or minimising the bullying at the workplace. One approach was to develop an antibullying policy, which should include (a) definition of bullying in the workplace, (b) examples of inappropriate behaviour, (c) Guidelines to protect harassed workers from retaliation and (d) plans to review, review and maintain policies and procedures to deter bullying. Anti-bullying measures should include terminology in which staff are responsible for discrimination and detailed penalties, such as verbal or written warnings, including termination (Escartín et al., 2013). The performance evaluations of workers included concepts and potential disciplinary steps to fix unacceptable actions, including bullying, in an analysis of labour bullying. It also stated the value of organisational leaders and HR managers educating current and new staff and implementing training and prevention sessions regarding anti-bullying policy. It should continue to be the contact in order to guarantee that the staff remain aware of the policy and its consequences (Park et al., 2013). The final phase of the RM Framework was (a) tracking policy efficacy and managing the strategic implementation processes and procedures, (b) regular policy review and strategies and (c) policy and strategy adjustments where appropriate. In order to promote this step, employers should establish a mechanism to assess and monitor progress in the anti-bullying policy and its successful results (Fontes et al., 2019).
Conclusion
	HR workers help create organisations that help to form social values through corporate responsibility strategies while influencing corporate culture and value. However, company-wide responsibility for complaints and behaviour. It should be a duty of all, not just HR managers and leaders to minimise bullying and help build a healthier community. Customers, potential candidates, contractors, consultants and vendors should all be covered in the framework of stakeholder organisational policies and guidance. By integrating these stakeholders into organisational strategies and guidance, executives, risk management, enforcement and HR will proactively work to ensure that all potential stakeholders are conducting and acting in the business environment and that they engage regularly. Bullying is referred to as a type of minuscule theft that pilfers organisational resources. The threats employees are subjected to bullying in the working atmosphere may be deactivated, which can result in lower productivity. The RM method is a helpful technique for recognising bullying in the workplace, developing potential training or prevention programmes, and helping to mitigate the issue. The RM approach can also help when implemented correctly, enable leaders of the organisations and managers of the human resources to supply the tools required to recognise bullying behaviours.
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