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2. [bookmark: _Toc56945059]Introduction

In our personal and professional life we are dealing with problems from different nature on a daily basis. Some problems required more time and efforts to be solved than the others. In organisational aspect the Executives and managers need to take more proactive approach that include a number of steps from defining the problem to implementing plan that will lead to its solution (Maund et al. 2017)
In this report we will illustrate how the problem solving techniques are used in case from my personal experience provoked from the sexual harassment in the workplace. 
	Many individuals relate sexual harassment to females only and that is not the case. Sexual harassment affects both genders different settings. According to a research done by the Equal Employment Opportunity Commission (EEOC), sexual harassment at work is underreported especially by men due to embarrassment or the fear that people would not believe them due to the stereotype that men should not be bothered by it (Ch et al., n.d.) Organisations have the task of establishing complaint procedures and mechanisms of discouraging sexual harassment among colleagues or individuals within their premises (Hersch, 2015).

3. [bookmark: _Toc56945060]The Problem Description 
[bookmark: _Toc56945061]Situation explained
As a supervisor at telecommunication company around 5 years ago while I still lived in Bulgaria. I witnessed how a very well-performing and motivated employee became very low performing due to increased stress level caused by sexual harassment. I had to manage a team of 4 customer service employees. One of them was a girl, we will call her Elena to keep her identity safe. Elena joined the company recently. From the first day she showed great passion for work. She outperformed all the other customer service consultants in the next 3 months. She also prepared her paperwork on time with a very detailed explanation. However, at certain point a bit after the third month, Elena showed psychological suffering which includes humiliation, reduced motivation to work and loss of self-esteem. As Hersch, (2005) suggest the victims of workplace sexual harassment also have lower job satisfaction, higher rates of absenteeism, less commitment to the organisation and the likelihood of one quitting their job also increases. 
	Sexual harassment can take three major forms; Physical- This involves physical violence, touching/ grabbing, unnecessary close proximity or making any other unwanted physical contact. Verbal- This involves making comments and asking questions about appearance, lifestyle, sexual orientation, making offensive phone calls, making insults laced with sexual comments and asking for sexual favours. Non-verbal- Sexual harassment can also take non-verbal forms by individuals engaging in making sexually-suggestive gestures, whistling, displaying of sexual materials, indecent exposure to the victim and leering or staring at the victim (International Labour Office, 1992).
Since I witnessed the situation I had to act and find a solution for the problem. At the time I did not know what is the reason of the Elena’s condition, however that was affecting her and the overall performance of the store. So, I had to be proactive and take action. 
	As Gillard, (2014) suggest in case of sexual harassment productivity at the workplace reduces caused by absenteeism, compromised team-work, having employees who are de-motivated and increased turnover rates.
	Organisations also suffer losses in revenue due to the costs that arise in litigating the cases and also paying damages to the victims. They also suffer a loss in managerial time due to investigating the complaints (Hersch, 2015).
	
4. [bookmark: _Toc56945062]Information Gathering
	The problem-solving model involves six major steps; Problem identification, specifying the cause, the reasons and the effects of the problem, Identifying the possible solutions, Evaluating and selecting the most possible solution, Planning the action to be taken and the Monitor the plan that has been implemented (Maund et al. 2017)
Problem Identification
	It is important to correctly identify a problem in order to apply the correct mechanisms to solve the problem. Underlying issues have to be identified in order to solve the problem in the long term (Opentextbc.ca, 2015).
Being a supervisor at our company, I got concerned at how one of our best performing employees, Elena, became very detached and demotivated at work. On investigating I witnessed her being sexually harassed.
[bookmark: _Toc56945063]The cause of the Problem
 	In the cause of investigating her change in work performance, I witnessed the General Manager of our company grabbing Elena inappropriately and him performing some non-verbal gestures towards her. It was not something very obvious and rude, however as Hersch (2015) explained, not all people react in the same way in a case of sexual harassment. In the case of Elena she appeared to be threatened from very little actions by our manager.
[bookmark: _Toc56945064]Effects of the Problem
	Due to the harassment that Elena was undergoing, it was noted that she was socially withdrawn, her self-esteem was low, her work performance was affected as she was late in submitting her reports, her morale for work had gone down as she did not look forward to coming back to work the following day and there was unexplained absenteeism.
	This change in her behaviour had a negative impact to the general work output of our department and this also translated to the work output of the organisation. I suspected that she may also look for another job in near future. 
[bookmark: _Toc56945065]Possible Solutions
	Identifying a solution to a problem encountered is important. However, one should brainstorm for several solutions and after critically critiquing the alternatives, the best solution is then chosen for application (Opentextbc.ca, 2015).
	In my case, I decided to take an informal approach in trying to deal with the issue. I wanted to find out if the manger was aware of what he was doing amounted to sexual harassment and enlighten him more on sexual harassment as per the anti-sexual harassment policy. If this were not going to have effect, I would have taken the formal approach by involving the human resources department.

5. [bookmark: _Toc56945066]Action Plan implementation
	Junior employees at the workplace are at risk of being sexually harassed by the senior employees. The difference in rank may also contribute to the employee being harassed not going forward to make a complaint on the same for fear of victimisation (de Haas et al., 2009). 
I decided to approach the General Manager and remind him about the existence of the ant-sexual harassment policy. I also enlightened him more about what amounts to sexual harassment. I highlighted his actions about his physical touching of Elena and the gestures that he made towards her. 
	I also showed him the decline of Elena’s work output since the incidences began, compared to when she had joined the company. I informed him of how Elena’s life has changed as a result of his actions. 
	I suggested to him that he should coordinate with the human resources office to organise for a seminar on workplace sexual harassment with a qualified organisation so that every employee can be trained on sexual harassment and its impact not just to the victim but also to the company.
 	He then assured me, that he did not really understand, that he had caused such negative feelings in the employer. He told me that for him that was a normal behaviour without an intention to hurt or provoke any further actions in Elena.
From this point he started to act very professional and keep himself away from Elena, except formal conversations regarding the work.
6. [bookmark: _Toc56945067]Monitoring and Evaluation
Monitoring and evaluation has an important role in the problem- solving process. It helps to design, implement and deliver policies and services. Monitoring refers to a process of collecting and analysing relevant information to track progress of a project to guide future decisions. Furthermore, the evaluation is a process of identification, whether the expected objectives have been met at the end of the project (Maund, 2017).
To see whether my interventions worked, I will monitor Elena’s work output and also monitor how she interacts with her fellow employees. I will also be making regular check-ups on the General manager and see how he is interacting with other female employees.
I also asked the Human resource management to introduce a Sexual Harassment Policy into the workplace. 
[bookmark: _Toc56945068]Plan for Implementing an Anti-Sexual Harassment Policy
	After coming up with the policy, it is important to make employees understand the existence of the policy and the need to have the policy. Publicising the policy and conducting trainings within the organisation is essential. The training program included the following areas: What sexual harassment means, its repercussions to both the aggressor and the victim and to a larger extent the company, how to report incidences of harassment, how to get support and helping those who have been harassed.
	Every employee should be made aware of its existence and the mandate that they have. This should take at least a month for the training and passing of all the relevant information on the policy. (Hersch, 2015).

7. [bookmark: _Toc56945069]Decision Making Techniques

[bookmark: _Toc56945070]SWOT Analysis
	This refers to a mechanism which helps individuals to evaluate the strengths, weaknesses, opportunities and threats that are involved in any business organisation. This analysis can help in gaining insights into the past and give probable solutions to current or potential problems for an existing or a new business entity. A SWOT analysis is an important aspect in strategic planning and decision making. It clarifies the direction for the further decisions that needs to be taken (Ku.edu, 2018).
	Having an anti-sexual harassment policy in the workplace is an important step towards the eradication of such practices in the workplace. The following is a SWOT analysis for having an anti-sexual harassment policy in the workplace.
[bookmark: _Toc56945071]Strengths
	Having this policy empowers the management to deal with the offenders firmly due to the backing they have with the existing policy and the law of the country.
	Having an anti-sexual harassment policy at work limits harm and reduces liability to the company in case there occurs any case of sexual harassment within the organisation.
	Having this policy provides a clear way of addressing and solving issues that may arise pertaining sexual harassment within the workplace. Instead of Elena bottling up the uncomfortable encounters and them affecting her work output and her well being, she could have approached the human resources department for help.
[bookmark: _Toc56945072]Weaknesses
	Sometimes, reported cases of sexual harassment take time to be concluded and this may discourage individuals from using the given mechanisms within the workplace.
	Aggrieved employees may fail to use the internal mechanisms given by the organisation for fear of victimisation and retaliation from fellow colleagues. The aggressor in Elena’s case was the General manager. She feared that he would retaliate if she dared speak out about the harassment she was facing.
	Some organisations may not have a clearly written anti-sexual harassment policy and this may expose them to liabilities from third parties who commit such offenses within their premises.
[bookmark: _Toc56945073]Opportunities
	Having an anti-sexual harassment policy in an organisation provides a myriad of opportunities not just for the company but also for the employees. The organisation becomes an attractive employer as individuals would want to work in a serene work environment, it also becomes attractive to other partners and also consumers of their products who are keen on equality and diversity.
	Such policies within the workplace gives each employee to grow their career based on merit and not sexual favours. From the effort that Elena puts in her work, it was evident that she was on the path of achieving of greater things in the organisation, however because of the harassment her work rate declined and she became detached from work. If it were not for the sexual harassment, she had the opportunity to earn a promotion at work.
[bookmark: _Toc56945074]Threats
	Many organisations are open to lawsuits that may be lodged by union representatives of employees and this may take time to solve hence many man-hours are spent by management in attending court sessions, conducting investigations and eventually spending a lot of money in settling such cases.
	Elena’s representatives from the union would have taken advantage of the situation to escalate the matters further before giving us the chance to solve the issue and this would have costed the organisation time and more money.

8. [bookmark: _Toc56945075]Conclusion
	A healthy work environment should be considered as a right for every employee. Every organisation should always endeavour towards achieving such an environment. The management should always have individuals who are able to solve issues that may arise at the workplace amicably. Identification of a problem, listing all possible solutions and finding the best solution for the problem is one of the key attributes of a leader in an organisation (Project Smart, n.d.).
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