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Introduction
Description of workplace Discrimination in the United Kingdom
Workplace discrimination is the prejudicial management in the place of work, which can impact on the nature of hiring, firing, promotions, salary, job allocations, training, compensations, and layoffs, based on an individual's age, gender, sexual orientation, race, religion, national origins and disabilities (Sargeant, 2016). The common forms of discrimination at the workplace in the United Kingdom include sexual discrimination, gender pay gap, discrimination of persons with a disability, age discrimination, pregnancy, and maternity discrimination at work. 
Sexual discrimination applies to both men and women in the workplace. Sexual discrimination happens when the management or other staff members treat their member less favorably due to his or her sex. The scope of sexual discrimination covers sexual harassment, rape, sexually provocative dressing, and signals. Therefore, the victims of sexual harassment or rather discrimination at the workplace usually lose morale in the performance of their task due to both mental and physical torture they experience from the perpetrators of the sexual vices. Besides, the sexual discrimination has the potential of promoting inefficiency and incompetency at the workplace, particularly, the moment the human resource manager recruits individuals based on the sexual favors he or she receives from the applicants of various positions. 
Moreover, the gender pay gap in the workplace in the United Kingdom covers the employees in both part-time and full-time employment. The gender pay gap measures the distinction between the mean hourly earnings of men and women. Particularly, the median hourly compensation for full-time workers was 8.9% less for women than men in the United Kingdom in April 2019 (Sargeant, 2016). On the other hand, the median hourly compensation for part-time workers was 3.1% higher for women than for men in the United Kingdom in 2019 (Sargeant, 2016). The pay gap in the United Kingdom is also common among employees of different age groups (Sargeant, 2016). Consequently, the gender pay gap and pay gap facilitated by the age difference in the United Kingdom promotes dissatisfaction among the employees in the United Kingdom working in various economic sectors. Therefore, the gender-pay gap facilitates low marginal productivity in the workplace in the United Kingdom.
The discrimination of people with disabilities is common in the work environment in the United Kingdom. In the United Kingdom workplace, disability is described as the physical or mental condition that has a substantial and long-term impact on a person's ability to execute routine assignments. The refusal by the management to employ or rather promote the employee because of his or her disability amounts to discrimination based on disability. The practice can results in employee attrition, particularly, among the employees living with different forms of disability. Besides, discrimination based on disability can result in employees' strike in demonstrates solidarity with their colleagues living with a disability. 
The pregnancy and maternity discrimination at work occurs when the expectant women at the place of work are not provided with the right care to protect them from losing their unborn.  For example, the employee who is pregnant and exposed to some metal like lead and mercury in the workplace risk miscarriage. However, the majority of the employers in the United Kingdom avoids recruiting women at the prime of their productive age to avoid cases of issuing maternal leaves. On the other hand, some employers usually fail to reinstate the women who had been excused from work to deliver and take care of their babies. Consequently, the situation impacts negatively on the mental composure of the women who are laid off based on their physical attributes, or pregnancy.


PESTEL analysis of discrimination at the workplace in the United Kingdom
The PESTEL is the acronym of Political, Economic, Social, Technology, Environment, and Legal factors. Workplace discrimination can best be analyzed with the application of the external business factors that affect the workplace in the United Kingdom. 
a. Political factors
The Brexit politics that facilitated the withdrawal of the United Kingdom from the European Union has left the employees in the United Kingdom workplaces unprotected (Evans and Menon, 2017). The European Union advocated for equality and fair treatment of the employees in its member countries, however, the exit of the United Kingdom from the Union has resulted in dissatisfaction of employees working in different sectors within the country. Particularly, it is astonishing that the rights of many workers are breached, subverted, and ignored. For example, approximately 200,000 employees above 21 years old are being underpaid relative to the legal minimum wage (Nick, 2015). Also, the study by Nick (2015) has revealed that despite being secured by the national legislation, at least one in 10 pregnant workers and new mothers in the United Kingdom have been forced to leave employment.
b. Economic factors
The United Kingdom's economy is considered as the sixth-largest in the world in terms of the nominal gross domestic product. This implies that the economy is composed of many different sectors that contribute to its GDP. Therefore, the presence of many economic sectors promotes inefficiency of the labor legislation in the United Kingdom.
c. Social Factors
The large population of the United Kingdom results in a significant level of unemployment, and the individuals are also scrambling for limited employment opportunities. Particularly, according to the United Nations data, the population of the United Kingdom is estimated at 67,886,011 individuals in 2020. On the other hand, the unemployment rate was 3.9% in the United Kingdom in May 2020. Therefore, many unemployment in the country prompts employers and applicants to engage in a fraudulent practice in the recruitment processes. Particularly, some employers focus the recruitment in the workplace to people to whom they belong in the same color, race, and ethnicity to improve the lives of their people without considering the level of competencies. 
Moreover, the availability of people from different racial backgrounds in the United Kingdom has prompted some of the employers to practice diversity. However, as much as diversity is vital in the workplace, it is difficult to employ people from different racial backgrounds in equal proportion in the workplace (Butler, 2016). Therefore, the lack of proportionality in the practice of diversity promotes discrimination of the minority group in the workplace. For example, the black Britons usually face racial discrimination in the workplaces dominated by the white Britons. 
d. Technology
The United Kingdom is considered as well advanced when it comes to the practice and incorporation of technology in the workplace, particularly, in the manufacturing sectors. The adoption of technology in the completion of various tasks has promoted age discrimination in terms of recruitment, training, and promotion of the employees. Particularly, the baby boomers or older population are replaced by the millennial generation in the workplace due to the inability of the baby boomers to apply modern technology in the workplace. Besides, many employers tend to train the millennial generation of workers and ignoring the baby boomers on the application of the new forms of technology in the workplace.


e. Environmental factors
The work environment of the employees is affected with the level of noise, lightning, and quality of the air. The petroleum and other gaseous firms in the United Kingdom do not recruit women in the production sections due to the risk of complications that may result during pregnancy. As much as the move protects the health rights of women at the workplace, it discriminates against the rights of women who have stopped giving birth to work in the production sections of the petroleum firms.
f. Legal Factors
Some national legislation in the United Kingdom discriminates against the employees in the workplace. Particularly, the national minimum wage Act 1988 that establishes a minimum wage across the United Kingdom discriminates on compensation based on the age group. For example, in April 2019, the minimum wage for individuals aged 25 years and above was £8.21, and individuals aged 21-24 years old was £7.70 in the same period (Sargeant, 2016).
Proposals of alternative solutions to the problems
The United Kingdom should reverse its decision to withdraw from the United Kingdom for the employees working in the country to continue receiving protection from the European Union. The European Union is focused on the strong dedication to secure human rights by enacting policies that facilitates the rights of women, children, minorities, and displaced individuals from torture and discrimination. Thus, remaining in the European Union was one of the best options by the United Kingdom to protect the employees from discrimination in the workplace.
Moreover, the United Kingdom should enact further legislation that protects employees in the workplace. The current Equality Act 2010 is not sufficient in the protection of the rights of the employees at the workplace. The Equality Act 2010 promotes the rights of few individuals while majorities, especially, the women are still facing discrimination in the senior positions in both the public and private sectors in the United Kingdom (Butler, 2016).
Decision-making techniques
The cost and benefit analysis can be used to generate the appropriate mechanism that can resolve workplace discrimination in the United Kingdom. For example, the cost and benefits of the United Kingdom either remaining in the European Union or enacting further legislation to combat the prejudicial treatment of employees at the workplace.  The cost and benefit analysis involves the analysis of the financial obligation of the solution involved. For example, it is expensive for the United Kingdom to reverse its initial decision of exiting the European Union since it will require huge financial capital for holding the referendum. Therefore, the efficient and cheap option will be for the United Kingdom to enact further legislation to protect employees at the workplace. 
Plan for implementing the solution
The implementation of the solution will begin with the amendment of the existing legislation, such as, national minimum wage Act 1998, which creates pay-gap among the employees of different age groups. The amendment will be focused on equal pay for similar categories of employment and equal minimum wage. Also, the solution will be implemented by strengthening the Judicial System to expediently execute the workplace-related crimes in the United Kingdom. Finally, the solution and the plan will be communicated to the stakeholders through civic education championed by the trade unions, employers, and the employees' representatives.
Monitoring and Review technique to ensure efficient implementation of the solution
In conclusion, the efficient implementation of the solution will be monitored and reviewed through the level of employees’ satisfaction with their workplace environment. High employees’ satisfaction level is the appropriate indicator of the lack of prejudicial treatment at the workplace, thus, illustrates the efficient implementation of legislation against employees' discrimination.
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