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[bookmark: _Toc92227369]Introduction
This assignment is a report on a role-play that took place online in December 2021. The role-play was based on a disgruntled employee (Abdul) upset about not getting a promotion. He is talking to a manager in human resources (Everton). 
[bookmark: _Toc92227370]The problem
The problem was with an employee Abdul who has been with the company for quite a while now and wanted to move up to the position of Bar Supervisor. Following recruitment procedure Abdul made an application for the vacant role as supervisor and consequently was interviewed for the job. The questions that were asked to all candidates were fair and in line with company policy and The Equality Act 2010.  Unfortunately, this time Abdul was unsuccessful in his application. The job was given to John. Though John was younger during the interview he demonstrated that he had more experience than Abdul.  After hearing that his application was turned down, Abdul claimed that it was because of age discrimination. Abdul was now feeling very disheartened and unhappy. 
[bookmark: _Toc92227371]Scope and impact
With Abdul feeling this way and speaking to other staff members of his discontent. There was a risk of his low morale spreading to other members of the staffing team. Abdul is also a good worker and team player, and we would not want to lose him should he now decide to seek employment elsewhere. We also had to consider the cost involved in recruiting and training a new member of staff. These include advertising on websites such as Indeed, Monster, Reed, Gumtree. There is also the cost for the time it takes to place adverts on social media platforms and interviewing potential candidates to replace Abdul.
[bookmark: _Toc92227372]Analysis of the problem 
Using the Fishbone analysis diagram, I was able to brainstorm the possible causes
Brainstorming is an activity that should involve all necessary parties, i.e., management, HR, supervisors. Because of the nature of this exercise, I had to brainstorm on my own, which is not ideal and if more people had been involved, they would have come up with more ideas.
(Proctor, 2018, p. 151)
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[bookmark: _Toc92227373]Potential solutions to the problem
Abdul made accusations of age discrimination as a reason for not getting the promotion. The Equality Act 2010 protects people against discrimination. There are nine protected characteristics, of which age is one (Anon., 2022).  For example, direct discrimination would mean being refused the job on the grounds of age, but indirect discrimination could occur if promotion was only open to recent graduates on a fast-track program. It is therefore important that all the managers in the bar/restaurant have a good understanding of the Equality Act 2010 and how to apply it in the workplace. This could be done by online or in person training. The training would be offered or partly funded by the company.
Abdul’s failed attempt to gain promotion may be due to the lack of structured career development and training for employees within the company. Regular one to one meetings with his manager, as well as an annual appraisal would provide an opportunity for him to discuss his ambitions and for his manager to put in place opportunities for him to develop his career within the company. This might include training, or opportunities to take on extra responsibilities.
Lately inside the company, there has noticeably been low morale amongst junior to senior staff. This lack of motivation and conflict are influencing productivity and assigned duties are not carried out correctly and, in some cases, not at all. I fear that if continued it will have an impact on customer care and ultimately sales and revenue. To counter this situation, I propose that we do a survey where all staff will take part (Zeigenfuss, 2001). The survey will be carried out in-house so as not to incur costs from using an outside agency. The survey to be completed, will try and identify the current causes and prevent any problems in the future. Doing the survey anonymously will provide each employee the opportunity to be completely honest with their input.
[bookmark: _Toc92227374]Survey questions
Here are some questions I want to put forward to the team
1. Are you happy in your current position?                   
· Yes
· No
2. What could we do to change this?
· More one to one meetings
· Daily briefings
· Suggestion box
· All of the above
3. How could we improve morale?
· Increase part time worker?
· Increase pay by £1 per hour?
· Diverse rota system to include more time off?
· More overtime opportunities?
4. Do you feel appreciated for the work you do?
· Occasionally
· Always
· Never
5. Do you think there are opportunities for promotion?
· Yes 
· No
· Occasionally
6. Are you familiar with staff recruitment procedure?
· Yes
· No
7. Are you satisfied with the training offered?
· Satisfied
· Need more training
· Not satisfied
8. Some training is match funded by the company, are you aware of this offer?
· Yes
· No
9. Are you kept up to date with any changes and opportunities within the company?
· Yes
· No
10. If you had an issue with the company, who would you feel most comfortable talking to?
· Your peers
· A family member
· Your line manager
· Chief executive
· The press or social media
The findings from the survey will influence what actions are put in place to address staff morale. I think it is very likely that improving communication will be one of the issues identified by staff as needing improvement.
[bookmark: _Toc92227375]Evaluation of the options
Providing training to all the managers on the Equality Act 2010 could be expensive. A recent search for costs gave a quote for £795 plus travel costs for one day training of a group of up to 20 individuals (Anon., 2022). This is in addition to the cost of the staff time.  The cost of not training staff could, however, could be higher in the long term. A lawsuit could be costly for the company, with successful discrimination claims costing thousands of pounds, even when settled out of court.
Surveying all staff, if carried out in house, will not cost the company. Using the company’s managers will show that the senior management have confidence in their ability and skills to address the problems (Zeigenfuss, 2001). If an external agency is used the findings may be seen as more objective but there will also be the cost of paying for the service. It is possible that the survey will generate feedback from staff that is unwelcome or that management are unwilling or unable to implement, for example staff may use it as an opportunity to ask for a pay rise that the company cannot afford.
[bookmark: _Toc92227376]Communicating a plan to stakeholders i.e., staff and managers
To begin to improve the working environment and change staff attitudes in the workplace it is important to involve staff in the process. This ensures staff are happy with any changes that are made. (Proctor, 2018, p. 302) It is important to allow the communication process to be easier. We should begin by making it easier for junior and senior staff alike, to communicate with each other. By creating a culture within the company where employees will not feel apprehensive about talking to a colleague or the HR department about a sensitive situation that may for example, be affecting someone’s emotional wellbeing, or a safety issue that may cause harm to an individual or the company as a whole. 
Methods might include for example a newsletter, to keep staff up to date with the current and future affairs of the company.  Content could include for example, reports on company profits and how they benefit each employee, and the company’s public awareness and image, any advertising campaigns, teams that are doing well within the company, and individuals that have performed exceptionally in the company. 
This newsletter could also contain information about promotion to new jobs in other areas of the company. Also, celebrations like award ceremonies, for staff in both junior and senior roles for innovative ideas. Other ideas include away days involving all staff and where there are team building activities and culturally diverse food that reflects the company’s employees. This is a way for staff to get to know each other and understand the roles of different people from different departments within the company. 
[bookmark: _Toc92227377]Monitoring and a reviewing technique to ensure successful implementation of the solution
I would make sure that all new staff had probationary periods with reports written after 3 and 6 months with all staff having annual appraisals. I will instruct managers to write a summary of the appraisals drawing out any themes, such as lack of promotion opportunities, which would be reviewed by the senior management team.  This would help to pick up issues such as a need for training in certain areas. It would also help staff, new and old to provide input and ideas as to how to improve present work practises. 
I will ask managers to give me  breakdown of the demographic of all staff by ethnicity, gender, sex, disability, and age. This will give me an idea of the diversity of the company. The diversity of the company should match that of the area in which the company operates. If there are certain groups that are not represented in the company, or only represented at non senior level roles, then action will need to be taken to discover why this is happening, and how to address the imbalance. 
I feel that it would benefit the company and employees if we were to set-up annual surveys. This would assist in improving communication with employer and employee and contribute to transparency and the needs of individuals and the company.
The survey will be quite extensive and cover topics that will include a quiz about the company and its employees, new technology, questions on law relating to health and safety, equality, licensing, questions on job satisfaction, training and promotion, up-sale ideas, social activities, and a question on suggested questions to ask in the next annual survey, etc. Once the survey is complete, we will have a clearer idea of the needs and thoughts of individuals. With this feedback we can begin to implement ideas put forward whilst making improvements to our existing systems. 
Surveys can be another cause of discontent with employees feeling they have taken part in the survey but do not believe their feelings and input have been considered. So, with this in mind. We will report back to everyone updating them to any changes made and inform them on dates the changes are due to be implemented. The report will be presented using the “you said” “we did” format (as below).
 [image: You Said We Did PPT Slide 10]
(Anon., n.d.)
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