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[bookmark: _Toc396619457][bookmark: _Toc396619580][bookmark: _Toc396744972]INTRODUCTION

[bookmark: _Toc396619458][bookmark: _Toc396619581]In this assignment, I will talk about the problems in the workplace that I have practically experienced. I have previously worked as a healthcare social worker. Before I mention my own personal experience I will speak about different workplace issues that exist and even give cases of former employees of an employer in the UK and offer solutions to have a better workplace environment.

Different workplace issues exist depending on the organisation such as Interpersonal conflict, Communication problems, Gossip, Bullying, Harassment, Discrimination, Low motivation and job satisfaction, Performance issues and Poor job fit.

I believe that some of the issues are more serious than others and I will like to focus this essay on the problem of discrimination that exists in the workplace. I will describe it's nature, scope and impact. Throughout this essay, I will also present information on how this problem can be solved and evaluate options to make a decision. Finally, I will plan, monitor and review the implementation and communications of decisions.

Workplace discrimination occurs if a worker or job candidate is treated negatively because of their race, skin colour, ethnic origin, sex, handicap, religion, or age.  Employment discrimination stretches beyond hiring and firing to bias that can occur to someone who is currently employed and is unlawful to discriminate in any aspect of employment.
[bookmark: _Toc396744973]TYPES OF WORKPLACE ISSUES

[bookmark: _Toc396619459][bookmark: _Toc396619582]Workplace issues can take many forms. It might be an employee with a complaint, poor relations between management and employees or conflict between two colleagues. Any workplace issue can get in the way of work and may limit business productivity.

Dealing with workplace issues early will redeem time, money and pressure later on, for everyone in business and will prevent a circumstance advancing into a full-blown conflict.

Some of the workplace issues that can provoke conflict between individuals and collections at work include:

- weak or inadequately trained management
- discriminatory treatment
- uncertain job roles
- bad communications
- unproductive work environment
- the absence of equal opportunities
- bullying and harassment
- an excessive workload.
[bookmark: _Toc396744974]TECHNIQUES TO IDENTIFY WORK BASED PROBLEMS

[bookmark: _Toc396619460][bookmark: _Toc396619583]It's essential for a workplace to identify issues in the workplace to improve the productivity and employee satisfaction. The best way to start is by questioning the staff of a company if they have any concerns. An employer can benefit from asking their employees because they are on the front line and by addressing them in the initial stages of the investigation is excellent because both types of business problems can be addressed simultaneously. Just having an idea of what employees are thinking gives the employer insight on what needs to be improved.

Creating a workplace culture that is favourable to productivity should be the aim of every business and numbers should prove to be the basis that employees are productive. As workplace problems are being identified at this stage, it's crucial that the employer is observing exactly how the business is doing to pinpoint where the difficulties are.

For a business to identify the issues in the workplace, it needs to be clear what the problem is. Recognize that various personalities might have opposed views of what the problems are. The employer needs to narrow down all the issues identified by employees and work to the most commonly occurring issues. There is a fine line between implementing changes and understanding everyone's interests. The aim is to improve the workplace conditions so that employers are satisfied and productive not to meet every little concern each member has. 

Brainstorming is essential to find solutions based on the identified problems and options for answers should be evaluated to see the pros and cons. Meetings should be productive, and the best option should be chosen, and the agreement(s) should be documented. 

Workplace issues need to be evaluated every few months because conditions may change and contingency agreements about possible future circumstances should be made. Meetings should be set in advance to review the agreement(s) and the implementation of it.
[bookmark: _Toc396744975]TYPES OF DISCRIMINATION IN THE WORKPLACE

There are different types of discrimination, and various factors form discrimination against employees. Workplace discrimination occurs when an employee is treated negatively because of their ethnicity, skin colour, gender, handicap, beliefs, or age. Though it is unlawful to discriminate in any aspect of employment, it often occurs in the workplace and not only happens to job applicants but can happen to employees. Employers need to make an affirmative effort to ensure all employees are treated equally without regard to these factors. 

Workplace discrimination happens when an employee is resentfully discriminated on due to one or more factors. In addition to the ideas listed in this essay, workers can also be discriminated against because of disabilities, genetic information, pregnancy, or because of their association with another person.

A competitive work environment is formed when harassment or discrimination limits an employee’s work execution or produces a problematic or offensive work situation for some employees.

[bookmark: _Toc396619461][bookmark: _Toc396619584][bookmark: _Toc396744976]Age Discrimination

Age discrimination is an illegal practice at any stage of employment in the UK, and the law also forbids workplace harassment, by colleagues, executives or clients, because of age. According to The Independent ", Almost three-quarters of UK workers feel age discrimination is common in the workplace, with both the youngest and oldest feeling most aggrieved, a new study reveals". Many think age discrimination begins when employees are 50 years or older, and there's also a sex difference in the viewpoint of age discrimination. 

[bookmark: _Toc396619462][bookmark: _Toc396619585][bookmark: _Toc396744977]Religious Discrimination

The Equality Act 2010 makes it illegal for employers to discriminate against or mistreat someone based on an individual's religious customs. Businesses must reasonably accept an employee's religious beliefs providing that it doesn't have excessive negative consequences for the employer.

No religion or branch of a religion is superior to another and employees are defended against discrimination by someone of another faith. Employers are not obligated to immediately give employees time off for religious celebrations or holidays, time to pray or somewhere to pray.
Still, requests should be considered thoughtfully and sensitively and discussed with the employee to explore any interests with the employee. If the employer refuses a claim without a providing, a reason could amount to discrimination.

[bookmark: _Toc396619463][bookmark: _Toc396619586][bookmark: _Toc396744978]Gender Discrimination

Gender discrimination is when someone is treated negatively because of their sex. Salaries for men and women of the same abilities, capacity, and position, employers are restricted to discriminate by gender. Additionally, employers are restricted from decreasing one gender's salary to balance pay between men and women.



[bookmark: _Toc396619464][bookmark: _Toc396619587][bookmark: _Toc396744979]Pregnancy-Based Discrimination

Pregnancy-based discrimination is illegal, and employers are required to manage pregnancy similarly that they would handle a brief illness as it's a temporary condition that would require special consideration. If an employer treats an employee unreasonably because they are pregnant or because they recently had a baby, then that is discrimination. The Equality Act 2010 names this pregnancy and maternity discrimination. 

[bookmark: _Toc396619465][bookmark: _Toc396619588][bookmark: _Toc396744980]SOLUTIONS TO OVERCOME DISCRIMINATION IN THE WORKPLACE - Making Techniques To Evaluate A Range Of Solutions

[bookmark: _Toc396619466][bookmark: _Toc396619589]An employer is currently facing many complaints from some of their employees, and I will specify some cases where their employees complained. These complaints range from different forms of workplace discrimination. I will analyse these cases and offer solutions that the employer can implement to overcome these issues.

Case #1: A young Personal Assistant was fired when she told the executive that she was pregnant. She was unable to find another job during her pregnancy and was in severe financial difficulty because of the dismissal. She made pregnancy discrimination and detrimental treatment claim. The employer accepted that the woman's pregnancy was the basis for her removal, but claimed that they didn't know it was illegal.
The woman accepted financial compensation from the company to settle her claim. 

Case #2: A senior lawyer in the company was discovered to be suffering from bipolar disorder. This employee had worked for the company for three years before the company found out about this. The company decided that his condition was too severe for him to perform well at work and dismissed him. The employee left claiming that he will consider his legal options and will be seeking compensation from the company.  

Case #3: A female engineer has recently quit her position at the company claiming that the company doesn't have many people of colour working for the company and no women in her position. She claimed that because of these factors she would feel uncomfortable working every day and at times felt that her opinions were undermined.

Case #4: A long-standing employee had to specify that he suffers from depression. The company required that all employees fill out a form and mention any medications that they are on. That employee felt that he was discriminated against after because his manager constantly asked questions about his condition and asked many uncomfortable questions over time. That employee decided to quit. 
The case studies give us an insight into the significant internal struggles in this company regarding discrimination and employee satisfaction. This employer is conscious that they need and should stop discrimination in the workplace, but they have collapsed in their attempt to restrict discrimination. This failure by the company has been costly and has resulted in increased employee turnover and several former employees seeking compensation. Also, the low employee morale has affected the company's productivity. This employer is now seeking help in becoming proactive and prevent discrimination from happening in the first place. 

The first thing I suggested to change stop this problem of discrimination is to become familiar with all applicable anti-discrimination laws. This employer has demonstrated their lack of a firm knowledge of the multiple discrimination laws applicable to them. Knowing the anti-discrimination laws will give the employer the ability to handle different situations their employees may come with. For example, employers should not terminate an employees contract because of sexual orientation.  

It's essential that once the company has a firm understanding of the anti-discrimination laws that they may them well known to all employees and possible punishments for discriminating against other employees. I suggested that the employer ensures all their employees had to attend training seminars regarding discrimination in the workplace. 

As briefly mentioned before the employer needs to make their employees aware of the reality of discrimination. I suggested that the company develop and implement a Comprehensive Antidiscrimination Policy. Following producing a satisfactory understanding of the appropriate anti-discrimination laws, the next step is to create a comprehensive anti-discrimination policy.  The policies enable an employer to show clear standards to their employees the types of behaviours that will not be permitted in the workplace.

I suggested that having a comprehensive and specific policy that the employer inevitably outlaws discrimination and harassment in the workplace, and must distinguish each group protected against discrimination and harassment.

Having an anti-discrimination policy is fantastic but what use would it be if there isn't a way for employees to report cases of discrimination against them or other employees. It's essential for the employer to have mechanisms for workable complaints. Employees should be encouraged to communicate discriminatory or harassing treatment through the proper channels. Employees must understand that they can report without worry of retaliation in any form and that the employer will assign the appropriate punishment, including termination, against any person found to have discriminated, harassed or revenged. All employees must be well informed on how to report claims of discrimination and harassment. 


What can ensure that this employer maintains this anti-discriminatory culture in the workplace is to distribute the policy to all new hires and all current employees at least periodically.  Also, employers should demand that each worker study and approve of the policy each time it is distributed. 

The mandatory anti-discrimination training programs that the employee will implement as advised will ensure that the policy is put into practice. It's essential to strengthen and establish appropriate antidiscrimination programs produced to instruct employees on how to recognise and abide by the policy. Not only will the training program underline the employer's goal of eradicating discrimination and harassment; it also strengthens the employer's importance of professionalism and universal respect for others in the workplace. Once training is completed and a copy of the policy provided to all employees they must sign acknowledgements concerning their participation. The employer must assure that an expert HR professional or recruitment team carry out any training program.

For the employer to overcome discrimination in the company they also need to retrain all management in the company with an intensified program that concentrates on how to identify discrimination and harassment. Management is usually the first point of contact for cases of discrimination employees wish to report so cases must be handled appropriately.

All reported cases of discrimination and harassment must be investigated quickly. I advised the employer that if they sincerely want to improve the working conditions in their company, then they must not delay and reported cases must be investigated immediately. A dangerous mindset towards complaints is needed and no claim should be seen as a trivial matter. Interviews should be conducted with the proper interviews and investigation documents. I recommend that the employer starts with the employee that has made the complaint, and inform them that the report is being taken intently. After this, the alleged offender should be interviewed to hear their side of the story and other employees should assist if they can. Any evidence such as physical evidence should be taken and documents related to the claim. 

The employer must ensure that no retaliation is taken against the complaining employee and perhaps confidentiality should be considered for the individual making a claim. Also, employers must be conscious that unlawful retaliation extends beyond conventional unfavourable personnel decisions such as terminations, wage reductions, and involves anything that would have prevented a reasonable person from having complained initially. 

For any completed effective the employer needs to ensure that immediate action is taken when an investigation is completed with the proper disciplinary action on the offender. The seriousness of the action should determine the punishment and should be handled on a case by case basis. Disciplinary action may vary from additional antidiscrimination training or assistance and guidance in overcoming biases to a warning or a temporary suspension, or even termination of the contract.

[bookmark: _Toc396744981]PLAN FOR IMPLEMENTING THE SOLUTIONS

Finding a solution is a great step but it's not enough to solve the issues at a workplace and it's essential to find a way to implement the solution. Implementing a solution demands a plan of its own because it's not as straightforward as just executing it. Many organisations have come up with great solutions that fail because of weak implementation. Many things have to be considered in order to effectively implement a plan (e.g. affected parties, required resources, timescales, outputs, risks, probabilities).

The solutions I offered to the organisation struggling with discrimination need an effective project plan. So I will demonstrate my project plan in this essay. My general purpose in producing a project plan is to give the organisation enough information to work with; not requiring them to refer back to me constantly because of the detail, unless an unforeseen obstacle occurs.  The plan I will present breaks down the project into tasks that are assigned to different members of the management team, and give timescales and other success criteria for the completion of those tasks.


The overall plan I created puts tasks together to achieve the end result. Some of the tasks need to take place in a particular order, others are background tasks that just needed to be completed in any order desired. Because some of the tasks were dependent on the completion of another it was imperative that the primary tasks were completed on time. Failure to complete tasks on time would result in delays that will cause the project not to be completed on time and maybe cause the plan to fail in its implementation.

The project manager may want to create some contingency into my suggested project plan by padding deadlines, by telling other management members that deadlines are tighter than is really the case. This can backfire because it doesn't give much flexibility and puts too much pressure on management. I believe that it's better to be open about deadlines with all management and ensure that commitments are met.

Of course with any plan, there are risks and their associated probabilities and generally speaking unexpected obstacles need to somehow be planned for. An example of this is when the project falls behind schedule. Decisions need to be made to know what to do in this case as delays may have been unexpected in the plan. Prioritising is needed in this case.

I believe that for a plan to be successfully implemented it's important to invite employees to review it. This allows the organisation to view the plan from another perspective. Some factors may have been overlooked so this is the perfect time to allow employees to view the draft plan. The timeframes can also be adjusted after communicating the plan with employees to see whether the project timeframe is realistic. 



[bookmark: _Toc396619467][bookmark: _Toc396619590][bookmark: _Toc396744982]COMMUNICATING THE PLAN TO STAKEHOLDERS

It's important that I communicate with the stakeholders as they are the people that have a total interest in the project, and can also influence the success or failure of the project. Stakeholders need management and constant communication with detailed updates. I've previously presented a plan to the workplace issue and a way to implement the plan. Now I needed to have a decisive plan to communicate well with stakeholders. I have created both a stakeholder management plan and stakeholder communication plan.

Communicating the plan to stakeholders is especially very important because they can be affected by the proposed plan. This plan may not only impact the organisation internally but also client side. I believe that the stakeholder management plan that I have created will give stakeholders the deliverables that the stakeholder may have a specific interest in.


The stakeholder management plan and stakeholder communication plan has included different types of stakeholders including External, Internal and Expanded stakeholders. 

[bookmark: _Toc396619468][bookmark: _Toc396619591][bookmark: _Toc396744983]REVIEW - APPROPRIATE MONITORING AND REVIEW TECHNIQUES

Once the plan has been executed, it's crucial to monitor and review the techniques introduced. The company that I mentioned before that had many issues regarding discrimination in the workplace would need to consider the solutions that I suggested and check to see if the plan is easy to implement. 

Also in the review process, solutions can be analysed to see if they are efficient and look for weaknesses in the project plan. Taking a regular reality check is essential to see what effect the new plan is having in the organisation. In the case of the company spoke about in this essay, they are struggling with poor employee satisfaction and high turnover with many people quitting their jobs. The causes may vary, but from the different case studies that I mentioned in this essay, discrimination is a huge issue in this workplace. Practising a constant reality check, it can be ensured that the project is on track and whether it's achieving the desired result.

If a genuine attempt to implement the project plan and it's not compatible with the company, then management needs to be ready to cancel the project at any immediately. This is a flexible approach, and the plan can be adapted to ensure that it delivers it's purpose - to solve the problem.



[bookmark: _Toc396619592][bookmark: _Toc396744984]EVALUATION

The feedback I have received from the management at the company that I assisted with solving the workplace issue of discrimination is that after one month of implementing; my solutions the workplace has completely changed for the better.  The company has been carrying out anti-discrimination training for all employees and this has helped to create a positive work atmosphere where all employees are treated fairly.  Also, the statistics have also shown that the employees have been more productive now and company profits have increased.

[bookmark: _Toc396744985]CONCLUSION

To conclude this essay, I will say that I have practically managed to identify a workplace issue in an organisation and have step by step found a way to solve this problem. I also mentioned different workplace issues that exist to give context to this essay. 
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