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[bookmark: _Toc439701256]Introduction
Favouritism is referred to as a controversial issue in a multicultural setting. This takes place when a person, specifically a manager in respect to organisational context demonstrates more of less preferential treatment for one person due to reasons that are unrelated to its work performance. In addition to this, due to presence of favouritism, issue of gender pay gap also takes place. If this not readdressed, it can hurt bottom line of the organization as a result of large employee turnover.
This report in this sense is going to discuss about issues of gender pay gap in Company A, UK. As a complex problem, favouritism concept, schema theory and motivation theory of mallow are to be discussed with respect to chosen issue. Root cause of issue and suitable solutions are going to be analysed. Not only this, stakeholder communication plan, is monitoring and review plan included within this report. 
[bookmark: _Toc439701257]A complex problem within workplace with impact and scope  
In Company A, working as a junior led to working under numerous supervisors, such as managers and team leaders. Following their protocols and meeting deadlines was the only task that every junior had to perform. Two years passed like this and numerous people from different cultural background provided their gracious presence. All were provided similar tasks; however, favouritism was evident at every step. Other employees were given relaxation in their deadlines and their remunerations were also higher than current post. Even after talking to leaders and managers, nothing changed. It became necessary to leave this organisation since there was least scope for growth- economically, professionally and psychologically.  
Favouritism in the workplace is a fear for most of the employees and it cannot be discarded that unprofessional and poor management allows this complex issue to flourish. In an organisation, all staff are entitled and expected to get treated equally. As a result of favouritism, employees feel that they have been treated in an unfair way or they feel discriminated. Favouritism for many is not unnecessarily illegal, as they believe that not anything unlawful happens when a manager or any group of employees favours an employee. Well known example of favouritism is nepotism where family members or friends are favoured. 
Another example of this issue takes place when a staff or employees’ group is treated in a different way because of personal characteristics. As per Fair Work Act, 2009, it is aimed at protecting employees from workplace discrimination (Legislation.gov.uk, 2019). An employee is said to get discriminated when it is linked to marital status, race, ethnic origin, age, immigrant status, metal and physical stability and so on. Apart from this, in spite of working in an organisation for more than two years, when employees do not get any scope to grow, whereas some other team members, team leaders possess growth, it seemed as favouritism. 
Impact 
In spite of working 10 hours from morning to night diligently when an employee does not get the opportunity to grow, that employee becomes de-motivated and discouraged. When an employee observes that staff, who had same joining time as him and they are rewarded and acclaimed, it creates lower productivity, lowering of overall morale and increased rate of missed deadlines. As a result of this, every employee looks for another job. 
Scope
Favouritism takes place when a company leader displays some sort of preferential treatment towards those employees, who have relative acquaintances regardless of work performance. Consequence of such thing is ethically discernible in context of promoting and endorsing someone unduly. Hence, scope of achieving business objectives through favouritism does not always turns to be profitable. 
[bookmark: _Toc439701258]Background of selected organisation
Company A, UK is one of the largest organisations in UK and since 2010, this company has invested more than £18 billion within economy of UK. It has provided value, selection and convenience to most of UK customers. Apart from this, this organisation has succeeded in digital empowerment to many small businesses as well as content creators. Aim of this organisation is to behave as customer centric organisation and to raise extent of customer experience through utilising technology to help consumers discover, find and buying products.   
[bookmark: _Toc439701259]Experience with chosen organisation 
Working in Company A, UK, I understood that issue of gender pay gap took place through bonus pay gap, women's proportion in every quarter and pay gap in hourly wages. For instance, in Company A Video Ltd, women are paid 40% less compared to men. In this company, women earn 91p for each £1 of means’ earn. Even, hourly median wage is around 9.4% less compared to men (Gender-pay-gap.service.gov.uk, 2019).
[image: ]
Figure 1: Hourly gap of wage in Company A, UK
(Source: Gender-pay-gap.service.gov.uk, 2019)
Even, women occupy around 51.5% of lowest paid jobs and 34.8% of highest paid jobs and this can be shown from below figure.  
[image: ]
Figure 2: Women’s proportion for every pay quarter
(Source: Gender-pay-gap.service.gov.uk, 2019)
In addition to this, it also can be observed that women earn 84p for every £1 those men when it is compared in regards to median pay bonus. Women’s’ median pay bonus is around 16% lesser compared to men. When it is compared to mean pay bonus, it is 29.1% less than men. [Referred to Appendix] 
[bookmark: _Toc439701260]Analysis of information about identified problem for decision making process
Concept of favouritism 
Favouritism can take different forms. It occurs sometimes when a staff member and manager develops friendship. It can be taken the form of nepotism, where a staff gains preferences as the manager is relative to him/her. In this respect, it has been estimated that similar company employs around 20% of Britons at time as their fathers. As result of this, favouritism creates employee dissatisfaction, lack of engagement and motivation. Favouritism can be exemplified into different types such as corporate nepotism, cronyism, any kind of sexual favours, patronage. 
In case of nepotism, hiring primarily takes place from family members irrespective of its qualifications. For example, a relative of an organisational executive often gets hired. Here the fact is she being relative to that executive, obtained professional advantage. Cronyism is other type of nepotism. This refers to an act of giving opportunity to friends regardless of their academic and other qualifications. Most of the literature suggests that large firms are more likely to hire relatives as employees than are smaller firms. However, some researchers believe that nepotism is dominant in smaller firms in less developed countries (Hayajenh,Maghraki,&Al-Dabbagh,1994;Williams&Laker,2005). In Company A corporate nepotism and favouritism is rampant and human resource managers are mostly unable to manage employees. One problem that is related to both nepotism and cronyism is that those employees, who are hired without any usual process, they feel that they deserved promotions and raises due to their link with executive, as result is this, conflicts are created between them and other employees . (Edralin,2015)


Figure 3: Types of favouritism

Sometimes, many qualified personnel also left job due to favouritism. Another type of favouritism forms while career advancements caused due to exchanging sexual favours. This also included within sexual harassment. Employees, who denies, their promotions also becomes restricted. Patronage is other type of nepotism where an executive carries out promotion of employees, who he/she trusts for that specific position and he/she also asks manager in hiring from family members and friends . In the case of Company A, favouritism took place due to the presence of biased attitudes towards gender and in this case women are major victims (Bloomberg.com, 2019). As a result of this, issue of gender pay gap is prevalent in this company. 
[bookmark: _Toc439701261]Evaluation of most appropriate solutions by decision making technique 

PESTLE, SWOT can be used as techniques of decision making, which is useful for evaluating solutions and identifying the most appropriate on from those. Carrying out PESTLE analysis is useful to make strategic planning and brainstorming. Carrying out investigation at macro environmental level through PESTLE analysis helps in fully understanding present challenges in business and as per case scenario it is presence of favouritism in workplace. Porter’s Five Force is a powerful competitive analysis tool to determine the principal competitive influence in a market. 

SWOT analysis

	Strengths 
· In case of favouritism in workplace, analysing better opportunities are acceptable such as cultural competency. 
· Strengthening of skills

	Opportunity 
· Building relationship  
· Asking for feedback
· Encouraging professionalism

	Weakness 
· Law abiding 
· Lack of advocating of employees 
	Threats 
· Staying neutral for both male and female employees




Table 4: SWOT analysis













PMI technique
One of the most effective decision-making techniques is PMI technique in order to find out plus points, minus points, and Interesting points of the concerned issue.


	Plus Points - It is the process of jot down all positive points of possible solutions
	· Implementing transparency in workplace helps to maintain equality. Performance will be assessed based on meritocracy.  
· Elimination of negotiation helps to reduce favouritism through negotiation (Rana and Punia,2014) 
· Acknowledging reality helps to record daily incidents happening at workplace and take actions immediately. 
· Taking legal steps is necessary to reduce unfair treatment and discrimination caused by favouritism. 

	Minus Points - It is the process of jot down all negative points of possible solutions
	· In case favouritism towards certain employees occurs due to their high-level work performance compared to others, then eradicating might hamper increased productivity. 

	Interesting Points 
	· Eradication of favouritism might reduce workplace discrimination
· This might help in rapid problem solving, as employees from different socio-cultural background will come together to contribute their parts. 
· Equality will provide opportunity for shred knowledge. 


 Table 5: PMI technique

[bookmark: _Toc439701262]Root cause of chosen issue (Fish bone technique) 
Root cause reason for favouritism issue can be divided into several categories such as environment, low level of employee satisfaction, equipment and staff. Improper leadership styles, excessive work pressure, lack in effective training, excess favouritism, incompetent employees, irresponsible supervisors, deficiency in growth scope has led to non-compliance in code of conduct . 
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 (
Irresponsible supervisors
Deficiency in growth
Presence of employee favouritism, non-compliance in code of conduct and gender pay gap
Improper leadership styles
Excess favouritism and incompetent employees
Excessive work pressure
Lack in effective training
)


 (
Figure 6
: Fish bone technique
)


[bookmark: _Toc439701263]Solutions to minimise the impact of problem
In order to overcome issues of pay gap and favouritism issue in the organisation, important strategies that can be used are discussed below.
Implementing transparency in productivity and work
 Augmenting transparency in workplace is necessary if earning of women becomes less compared to male counterparts. To tackle this situation, introduction of incentives for both female and male employees can be encouraged for increasing productivity level as it can force company to establish meritocracy (Ozguner and Ozguner, 2014). Employees, who are largely productive would get incentive, highest pay thus would not go for those, who threaten for quitting or who stays for this or those who are relatives or friends of company executives. 
Hence, those employees, who would work hard and remains loyal, gets maximum advantage with growing opportunity irrespective of bias. When structure of pay becomes more transparent, this forces each employees remaining involved with pay decisions to become much more careful about favouritism and unequal pay. It also ensures fair decisions taken by manager. 
Elimination of negotiation: 
Gender pay gap can be fixed with elimination of negotiation as most women do not prefer negotiations respect to men . Hence, while offering job, negotiation elimination is necessary in varying degrees and thus at certain level, it reduces favouritism at work. 
Acknowledging reality
When any type of favouritism in workplace takes place, documenting events and instances can be made tactfully to point out such issues. One must be aware about spreading rumours or sounding insecure about job.  
Taking steps for reduction of any unfair treatment in workplace in case of manager
Managers play a vital role through taking stern steps reducing any unfair treatment for his side. These are creation of culture to make open communication with employees, earning trust from team members and staying at bottom line . In this context, assessing reasons behind existence of pay gap by supervisor or manager regarding compliance with legislations addresses better pay position of employees. 
It is necessary to become careful about raising promotion or increment. Maintaining consistency would be useful through establishing proper guidelines. It would help managers and employees in remaining consistent and fair about, which employees qualifies and obtains raises after a specific time frame . Providing better training for hiring teams can be useful to reduce ways, at which pay discrimination is introduced into process of hiring. Introducing fair and effective pay grades or pay scales can be beneficial for each role and in this scenario; pay is dependent on nature of position, responsibility level within job role and experience level. Hence, setting pay is crucial before anyone has applied. This is effective for reducing levels of inadvertent paying salary of candidate in workplace appropriate as per job. 


Considering all these aspects, it can be said that among all these potential solutions, managing transparency is most effective as it manages employee motivation, loyalty towards organisation and tackling bias. 
· Managing transparency is important as this managed organisational culture and builds trust along with strengthening relationships among employees. 
· Shared learning, creativity, fast problem solving skills aids in positive reinforcement of making this situation transparent . 
· To enhance this objectivity, promoting more interactive conversation with team members brings about encouragement to staff from all levels. 
· Staying productive and teaching employee’s ways to provide and receive feedback forms better employer and employee relationship. Corporate nepotism in organisation place is thus play as major key as this focuses on event aspects of business, this is chosen to most effective for those, who looks for quick scaling of position . Thus, embracing transparency entirely allows single team member in making better choices, this also encourages building trust between management and team members regarding balance decisions in pay scale.  
[bookmark: _Toc439699256][bookmark: _Toc439701264]Implementation plan of proposed solution
Two issues surfaced after requisite delving in discussions above, which are favouritism and gender pay gap. These two issues require retrospection and presence of plan for effective implementation so that interstitials vanish as soon as possible. Implementation plan must incorporate requisite aim, objective, resources, activities, expected outcomes and outcomes . These elements are basis for every action course where disparity in an organisation is present. Aim of this implementation plan is to induce better pay and reduce favouritism in Company A working ambience. Objectives will be to train women employees to increase their capability of working, to induce better payment structure and to create a working environment that is favourable for all members. 
Following are crucial elements that require following with better standards:
Resources- Primary inclusion present here as resources is training needs. Training will require incorporation of resources such as reading materials for every employee. In organisation, individual cells must be formed so that women can account for any type of discrimination that they face daily (Bragantini-Damiano and Matteo, 2017).  
Activities- Training activity is crucial for gender sensitisation and education among all employees that also include organisation managers and leaders. Appropriate personnel must elicit their presence that is to overlook activities in business operation and human resource management. Gender pay gap is a critical issue and requires better viewpoints from industry and national standards . Hence, human resource software has to make emoluments and any remittance transparent.
Outcomes- Expected outcomes for gender sensitisation training and reduction of training indicate there will be subsequent lowering of current organisational standards. In 2018, women were being paid less in every quarter, when compared to men. At top quarters, women are not given enough incentives or emoluments so that they can work better. For example, women employees in Company A are receiving 34.8% lesser than that of male employees. This number must increase to 51% so that favouritism reduces.  
Impacts- Overall requirement of this implementation plan is a significant reduction of favouritism in every team and organisation eventually. This follows the idea of reducing pay gaps and inducing more women in a top-tier position of an organisation. As suggested by Pucheta-Martínez and Bel-Oms (2014), this will indicate that gender disparity reduced and transparency started. Equitable working environment will be present so that future employees get heightened motivation to work in Company A, UK.
[bookmark: _Toc439701265]Communication plan for stakeholder 
Stakeholder communication is the further most crucial aspect in this report since changes in organisational management must be successfully delivered in front of every member. Stakeholders of Company A include the likes of Directors, senior management, employees, supply chain members, suppliers, customers and UK communities. Including all of these members is justifiable since future aspects do not require inclusion of any conspicuous nature in this organisation . Favouritism and gender pay interstitials are critical issues and lead to contrary word-of-mouth in front of stakeholders. Hence, an implementation plan requires deliberate dispersal to Company A stakeholders. Following tabulation represents audience, message, medium, schedule and responsible person for current plan:
	Audience
	Message 
	Medium 
	Schedule 
	Responsible person

	Directors
	There should be equality in working environment that is every gender should be treated equally so that a better working environment is present. 
	This idea requires delivery through specific training for directorial board through educative materials online and offline. Subsequent meetings will take place and professional will guide to maintain industry and geopolitical region standards regarding favouritism and pay gaps. 
	Short-term goals are kept as prioritised schedule so that better results contemplate to outcome. Henceforth, directorial members will be communicated weekly. 
	Industry professional

	Senior management
	Similar message that is mentioned above is applicable here; however, it further incorporates idea for top-down and lateral communication as well. 
	Medium chosen for senior management teams is weekly reports and feedback forms.
	Senior manager is communicated at a gap of every two days by medium provided here.  
	Director 

	Employees 
	Similar message that is mentioned above is applicable here; however, it further incorporates idea for lateral communication as well. 
	Employees will be given report, feedback forms and additional information will be present on bulletin board. 
	Daily updates are taken from employees, especially from women employees. 
	Directors, senior managers and industry professionals

	Supply chain members
	These members have only communicated the idea of training and told about the notion that Company A, UK is following national and industry standards.
	These members will be communicated through emails and offline mailings as well.
	These members receive their share of contact after every one month. 
	Senior managers

	Suppliers 
	Similar idea presented above is also applicable for suppliers as well. 
	Similar medium mentioned previously is also a part of suppliers. 
	Their schedule is also a month apart. 
	Senior managers

	Customers 
	Customers have duly communicated those female employees of Company A, UK are treated equally akin to employees in regards of favouritism and gender pay gap. 
	Medium for customers includes annual report after long-term goals are in effect.
	Customer schedule is annual
	Directors 

	UK communities
	All ideas mentioned above are cumulated and delivered to communities as an additional part of corporate social responsibility. 
	Medium mentioned above is also applicable here. 
	Community schedule is annual as well
	Directors 


Table 3: Stakeholder communication  for implementation plan

[bookmark: _Toc439701266]Review and monitoring plan 
Crucial consideration required for Company A's favouritism and gender-pay-gap issue requires following implementation plan. Hence, a few points should stay in this mainframe, which incorporates ideas, such as resources, capacity, feasibility, timeline and ethics. These ideas are elucidated as follows:
Resources- Resources, such as learning materials, online education materials and need for training professional, are present so that better training capabilities elicit in organisation. Additional resources incorporate materials such as response sheets, feedback forms for employees and senior management members. 
Capacity- Training above posits positive mind set in an organisation's operational activity and invokes better ideologies in employee minds. Implementation plan further indicates that numerous scenarios prevail where corporate nepotism is fought. However, implementation plan above requires report delivery and directions for practical application of gender pay gap and favouritism.
Feasibility- Ideas above are duly realistic and implemented successfully in Company A. However, this application and subsequent success require effective leadership. Leadership theory, such democratic leadership, plays a significant role here since a positive mind set is necessary. Employees are a due part and must follow every activity that training presents.  
Timeline- Implementation plan above requires application, assessment, review and outcomes. All these aspects and additional reviewing will set in two directions; one is short-term goal and second is long-term goal (Morrow et al. 2015). Short-term goals are set only a week apart and long-term goals are set a year apart. 
Ethics- Industry professional chosen for implementation and training must be a woman, experienced enough to elicit accurate idea in this organisation. No harming women employees physiologically and psychologically should be a part of ethical consideration as well.  

[bookmark: _Toc439701267]Conclusion 

Discussions above aided in inferring that every organisation includes loads of issues that take place now and then. Current report discusses one primary issue in Company A, UK, which hinders proper working and crates unnecessary negative word-of-mouth. Such issues, if spread unconditionally, may lead to severe loss in business, finances and working ambience. Hence, to bring forth netter working conditions, equity and practical as well as transparent payment structure, Company A, UK requires incorporation of training of employees, senior members and remaining stakeholders. Current report described complex issue in workplace and background of organisation. Employee's experience with Company A, UK is presented with due diligence. Few crucial pieces of literature are incorporated to conceptualise the issue in current report. Root cause of issue mentioned above is present in this report with requisite discussion. Finally, solutions, their evaluations with theoretical framework, implementation plan, stakeholder communication and final review are discussed. 
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                  Appendix:  Pay gap in bonus of Company A, UK
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(Source: Gender-pay-gap.service.gov.uk, 2019)
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