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[bookmark: _hsmhgz3upxyv]Executive summary
The report sheds light upon the general dissatisfaction of the employees in the UK. The problem of discrimination against women is explained along with the scope and the impact of the problem. The information of the determined problem will be analyzed along with the decision-making process. Different alternative solutions are provided against the issue of discrimination in the workplace. Other decision-making techniques are explained, along with the justification of appropriate methods. A proper plan is developed to implement the solution, and the techniques are monitored and reviewed to ensure the successful implementation of the solution.  

[bookmark: _cshoimxuitao][bookmark: _Toc102477097]Introduction
The report will demonstrate the problem that is related to workplace dissatisfaction. Discrimination against women will be considered a workplace issue in this study. It has been recognised that most organisations and management are trying very hard to mitigate the issue of workplace discrimination. Inequality in gender is a complex phenomenon mainly seen in organisational structures and practices. Moreover, the study will describe the workplace problem and its scope and impact by integrating my perspective. The information on the issues identified will be analysed to enhance the decision-making process for the organisations in the UK. Different solutions for mitigating the issue will be illustrated, along with the other decision-making tools and techniques. A plan will also be developed to implement the keys and the appropriate monitoring and reviewing of the methods.

Define a complex problem in the workplace, including its scope and impact
As widely evident across UK organisations, a dynamic workplace environment comes with a range of workplace issues identified to be the root causes of employee dissatisfaction, imposing challenges to the management of organisations to resolve such issues. Reckoning to various problems contributing to personal job dissatisfaction, the issue of female discrimination in my workplace has been a significant reason for my displeasure with the organisation. However, I have also seen a substantial problem with women's discrimination, and it has become a big issue with workplace dissatisfaction. In this global workplace environment where the agenda of workplace inclusion is promoted at a large scale, such discrimination can be toxic to the workplace culture that must be addressed significantly. Ferla and Graham (2019) opined that women working in the aviation industry endure the challenge of sexism and discrimination in a male-dominated flying area. On the other hand, while working in an organisation, I have encountered the discriminatory practice of inequal payment to female employees, which raised concern for the organisational culture. The scope and impact of this identified workplace complex issue on individuals and organisations can be looked into through this study.
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Figure 1: Analysing the root cause of the discrimination issue through fishbone
(Source: Self-developed)
Reflecting on the above-presented fishbone diagram to determine the root causes of the problem, organisational policies and lack of knowledge and biased corporate culture have been identified as the primary cause behind the company's unequal payment of female employees. Implementing a fishbone diagram is essential in the workplace as it helps determine the root cause of the problem. Moreover, it also helps in locating the bottlenecks in the overall process. Furthermore, I found that the fishbone diagram is quite advantageous as it allows me to find the solutions to improve workplace discrimination. It also includes in-depth discussions of all the problems. 
According to Tiwari et al. (2018), the discrimination factor of gender stereotypes can result in the lower payment of salary for female employees compared to male employees, reflecting the biased culture dominating such organisations.
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Figure 2: Evidence of gender discrimination in workers proportion in the UK
[bookmark: _Toc102477098](Source: Smeloans, 2021)
Moreover, such discrimination can be seen as having a significant influence on employees' dissatisfaction, causing more employee turnover and reduced productivity to a large extent. Studies have shown that around 8.2 million female employees in the UK have been victims of discrimination, causing them to walk out of their jobs (Smeloans, 2021). Apart from job quitting and increased turnover of female employees at the workplace, a reduction in female worker productivity and mental health issues have also been evident in workplace gender discrimination. Statistics have shown that around 19.8% of female employees face mental health issues at the workplace compared to men of 10.9% (Mentalhealth, 2022). A similar type of scenario has been encountered by me where I have faced discrimination against women. This significantly highlights the influence of workplace discrimination on the mental health of female workers in the country, leading to poor productivity.   
Analyse information on the identified problem to help inform the decision-making process
Perceived gender discrimination at the workplace has already been identified, resulting in various additional issues that are radically impacting organisational culture to a large extent. Determining the unequal payment for female employees compared to the men employees has showcased the case of the gender pay gap causing an increased amount of women employee turnover across UK organisations. Observing the UK managerial statistics, men can be seen earning 17.9% more than women on average, indicating the gender-pay gap persisting in corporate workplaces of the country (Assets, 2022). On the other hand, Triana et al. (2019) have shed light on the issue of productivity as evidence has shown that gender discrimination is negatively associated with job attitudes, physical health outcomes, and psychological health issues. It is evident from the declaration of the UK-based FTSE company Fund manager Schroders that their payment of female employees was 33% lower compared to male staff (Bbc, 2018). Analysing the above-discussed information related to the issue can significantly inform the decision-making process to identify potential solutions to address this workplace problem. 
[bookmark: _Toc102477099]Propose a range of alternative solutions to the problem
There is a various range of solutions that can be implemented to mitigate the issue of discrimination against gender in the workplace. Thus, the organisations in the UK can implement the solutions that are illustrated below. 

Becoming transparent
The company needs to report on the gender statistics transparently. Moreover, I have experienced that discrimination is caused mainly due to the informal recruitment process. It has been seen in my workplace as it is a male-dominated industry. Thus, to mitigate this risk in the workplace, the recruiters need to make the informal shortlists longer. Moreover, the companies in the UK must also remove the gender pay gap to promote gender equality in the workplace. My company must implement the pay brackets that can predominate more female candidates in the company. It has been recognised that the implementation of pay bracelets is quite advantageous for the company as it provides consistency and offers flexibility within the organisation (Grehart et al., 2017). It also helps the company with its budgeting and enhances its competitive advantage. 

[bookmark: _Toc102477100]Clear policies on discrimination
From the study of Unilever Uk, it has been found that both the men and women in the company struggle to acknowledge gender discrimination and inappropriate behaviour in the workplace. Thus, the companies in the UK must include the Maternity Benefit Act of 1961 in their policy. This act will be quite beneficial for the females in my workplace. It ensures that all female employees must be compensated with maternity benefits, such as the daily average wage for more than three months (Uma et al. 2020). The company must also follow the Equal remuneration act 1976. It provides equal rumination to both the male and the female employees and prevents the discrimination associated with the payments (Smith et al. 2017). Thus, the company must implement Welfare schemes, gratuity, and pensions for all the female employees in the company to overcome the issue of gender discrimination in the workplace—appropriate option. 

[bookmark: _3ol69ojjto0e][bookmark: _Toc102477101]

[bookmark: _Toc102130650]Use a decision-making technique to evaluate a range of solutions to identify the most appropriate option. 

Affinity diagrams 
This decision-making technique is quite helpful in avoiding the overload of information. Hence, the use of affinity diagrams helps the company visualise numerous ideas and data points in a visualised form. 
Conjoint analysis
It is the statistical method utilised to understand the relative importance of workplace issues (Leicht-Deobald et al., 2019). Different discrimination attributes are understood, along with the causes and the effects. 
Decision-making tree
It is also a critical decision-making technique. It helps the company start with the ikey decisions that is the development of the decision tree analysis that highlights the significant findings that the company makes against the discrimination against women in the workplace. This technique helps add the chance nodes and the development of decision nodes. This decision-making technique is advantageous as it is easy to read and interpret. The outputs of the decision-making tree are pretty easy to read and interpret and do not require any statistical knowledge (Chourabi et al., 2019). 
The decision-making tree is the most appropriate option from the above three techniques. It is justified within the workplace as it is pretty understandable and efficient with or without any complex data. Moreover, it also highlights the most suitable strategies that can be implemented to reduce workplace discrimination. A decision-making tree is quite simple to create and provides the ability to add new branches to the existing tree. 
Develop a plan for implementing the solution
	Potential Solutions
	Implications

	Staff training for knowledge enhancement
	· Effective staff training can enhance staff knowledge about the importance of workplace equality and eliminating gender discrimination.
· Through proper training, staff awareness can mitigate gender bias in the workplace (Williamson and Foley, 2018).

	Mental health counselling for female employees
	· Delivering mental health counselling to female employees can help them cope with the stress and anxiety of the organisation in dealing with the issues of reduced productivity.

	Changes in policies
	· Executing an effective anti-discrimination policy by the organisation can control workplace biases significantly, delivering strict actions against discriminatory activities (Bobbitt‐Zeher, 2020).



Table 1: Planning table of solutions
(Source: Self-created)
[bookmark: _xl8ygzdw38tf][bookmark: _Toc102477102]
Communicate the plan to stakeholders
	Stakeholders
	Communication Strategies
	Influence

	Internal Stakeholders
(CEO, Staff, Managers)
	· Direct communication through board meetings and e-mail.
	· Communicating the solutions to the internal organisational stakeholders holds importance in influencing the policymaking.

	External Stakeholders
(Government and Investors)
	· Indirect communication through newsletters and e-mails.
	· Indirect communication with government bodies can influence decision-making and policy implementation.


 
Table 2: Stakeholder communication plan
(Source: Self-created)
[bookmark: _k2jy75h4eq5][bookmark: _Toc102477103]
Assess appropriate monitoring and review techniques to ensure successful implementation of the solution
[bookmark: _oa0vdn9qg3gw][bookmark: _Toc102477104]Monitoring and reviewing are essential for analysing and tracking the continuous status of the plan or implementation of solutions. Online surveys through official portals, feedback loops, and grant monitoring are effective ways of measuring the success of the solution implementation. Constructive feedback collection within the workplace is essential for maintaining effective communication with the employees, which further helps understand the employees' pain points (High-speed training, 2019). Feedback effectively increases the employees' morale and identifies weaknesses, strengths, and cultural behaviour of the organisation. On the other hand, the survey can also effectively collect employee reviews. As the close-ended questions are used in the survey method, it cannot be possible to get an apparent experience of the employees in terms of statistical data analysis. Hence, the feedback loop technique can effectively maintain a continuous tracking process of successfully implementing the solutions. The effectiveness of solutions such as training, counselling and change in policies to avoid the discrimination issue can be measured effectively by analysing the feedback from the employees. Both the male and female employees will take part in the online process in which the changes in satisfaction rate will be analysed to understand the success rate of the solution. Hence, I suggested that feedback collection over the survey method can effectively gain a real-time experience of the employees.       
Conclusion
From the above discussion, it can be concluded that discrimination within the workplace can be a significant reason behind employee dissatisfaction. The gender pay gap and poor decision-making can be identified as the primary reason behind the low rate of employee satisfaction. A more comprehensive range of female employees in the UK is facing the issue of gender discrimination in terms of pay discrimination and sexual abuse. It can also be identified that different Acts and policies of the UK are enforced to maintain gender equity to keep the employees satisfied and engaged within the organisational process. 
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