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[bookmark: _Toc49071028]Introduction 
The purpose of this report will be examine and analyse the application of a known problem solving techniques and tools in identifying and proposing solution to workplace bullying, for the essence of including an assessment of likely solution. The report will be achieving this by defining the complex work-based problem in term of its scope and impact and analyse its information to effectively inform the process of decision making. The report will then propose a series of substitute solutions to workplace bullying and employ the technique of decision-making in evaluating a variety of solutions in identifying the most suitable option. An appropriate plan will be developed to implement the solution in addition to the concluding part of the report that will assess suitable monitoring and reviewing of techniques in ensuring effective implementation of the selected solution.
[bookmark: _Toc49071029]Workplace Bullying: Scope and Impact
Workplace bullying is the target, harmful behaviour that occur at work, which could be offensive, spiteful, intimidating, or spiteful (Rai and Agarwal, 2018) If forms a pattern, and appear to be directed at an individual or a few individuals. Some of the examples of bullying common at workplace include continued requests’ denial for time off without any valid or appropriate reason, disproportionate performance monitoring, unjust criticism or overly harsh, directed practical jokes, being purposely misled about duties, such as unclear directions or incorrect deadlines, humiliation, threats, and other verbal abuse (Niven et al, 2020). Monitoring or criticism is not always bullying. For instance, constructive and objective criticism as well as disciplinary action directly associated with job performance or workplace behaviour is not considered bullying (Hoel et al, 2020). However, criticism meant to humiliate, intimidate, or single a person out without any reason/cause could be considered bullying. According to Woodrow and Guest (2017), over 30 million workplaces in the UK are affected by bullying. Most existing legislations are only there to protect workers/employees against bullying when it involves physical harm or the target belong to a respected and protected group like people of colour or individual living with disabilities. 


[bookmark: _Toc49071030]Identification of workplace bullying and its type
Bullying could be understated and one helpful way of identifying bullying is considering how other people might see or perceive what is happening (Einarsen et al, 2018). This could be subject to, at least partly, on the circumstances/situations. However, if a lot of persons would see or perceive a particular behaviour as perverse, it is largely bullying. Bullying behaviour could be:
Verbal: This includes jokes, humiliation, gossip, mockery, or other forms of spoken abuse.
Associated with work performance: Common examples are work interference or sabotage, wrongful blame, or taking credit for or stealing ideas.
Retaliatory: In certain cases, the bullying could lead to refused promotions, lying accusations, further exclusion, or other forms of retaliation (Rai and Agarwal, 2018).
Intimidating: This is usually in the form of social exclusion in the workplace, spying, threats, or other privacy invasions.
Institutional: This type of bullying occurs when a workplace accepts, permits, and even encourages bullying to happen (Hoel et al, 2020). This particular bullying type could be forced overtime, unrealistic production goals, separating those that cannot keep up on their tasks.
[bookmark: _Toc49071031]Impacts of Workplace bullying
Anyone can actually bully and around 70% of male bullies and 30% of female bullies and most male and female bullies are more probably to target women (Niven et al, 2020). 61% of bullying comes from supervisors or bosses, 31% from co-workers and 6% of the bully comes from individuals at lower levels of employments bully their bosses or supervisors (Woodrow and Guest, 2017). Those that are more frequently bullied are the protected groups. Bullying has adverse effect on people as well as the workplace. 
Impacts/effects of bullying on employees/workers
Bully do have serious effect on people’s mental and physical health and some of the physical health effects of bullying include feeling sick, high blood pressure or digestive issues, difficulty in getting quality sleep, and somatic symptoms like decreased appetite and headaches (Hoel et al, 2017). Mental health effects of bullying include constant thinking and worrying of work, even in time-off, dreading of work and requiring time to stay at home, suicidal thought, low self-esteem, increased risk for anxiety and depression, the need for time-off in order to quickly recover from stress, or self-doubt.
Impacts/effects of bullying on workplace
Workplace that has high bullying rates could also experience adverse consequences, which include reduced morale and productivity, high rates of turnover, inadequate team dynamics, reduced employees’ effort, trust, and loyalty, increased employee/worker absences, financial loss originating from bullying investigations or legal costs (Einarsen et al, 2018).
[bookmark: _Toc49071032]Range of alternative solutions to workplace bullying
Individuals that bully at workplace could finally face consequences like transfer, reprimands, or job loss (Coyne et al, 2017). However, several types of bullying are not illegal. When bullying is not adequately handled, it becomes easier for individuals to continue the act of bullying, particularly when such bully is indirect (Creasy and Carnes, 2017), Bullies who deliberately make people look bad or take credit for work they did not do could end up being praised or promoted. Some of the alternate solutions to handling workforce bullying include:
Documentation of the bullying: Keeping track of every bullying action in writing would help the bullied get relieved on the issue (Harrington et al, 2015). This would involve noting of the time, date, the location that the bullying happened, and other individual present in the room at the time of the bullying.
Saving of physical evidence: Bullied worker or individual can keep or save threatening emails, comments, or notes he/she received, even if any of them is unsigned (Hoel et al, 2020). In case there is any document that could help prove the act of bullying, like excessively cruel commentary on assigned work, denied PTO (please turn over) requests, etc., they should be kept in any safe place.
Reporting of the bullying: A workplace can have a designated personnel that can be talked to in case it feels unsafe to talk to direct supervisor when any form of bullying takes place. The HR is a decent place to commence. Additionally, it is likely to talk about any form of bullying with any superiors at workplace if a workplace supervisor is not helpful or is the one perpetrating the bully (Naseer et al, 2018).
Confronting the bully: If a worker knows or is aware of the person bullying him/her, he/she can bring along trusted witness like supervisor or co-worker, and beseech them to stop – if the worker feels comfortable doing so (Pheko et al, 2017). This should be done calmly, directly, and politely.
Review of work policies: Workplace employee handbook may outline policies or action steps against bullying. Additionally, reviewing of local or even national policies of the type of bullying that is being experienced would sufficiently help address workplace bullying (Rai and Agarwal, 2018)
Seeking of legal guidance: Consideration can be taken in talking to a lawyer, depending on the situations of the bullying. Legal action might not continually be possible; however, a lawyer can give specific advice.
Provision of training and information: Workers can be trained and well-informed of the adverse effect of workforce bullying on them and the workplace as a whole (Ruck et al, 2017) This would help every worker to get acquainted with the concepts of workplace bullying and adverse effects.
[bookmark: _Toc49071033]Application of decision-making technique in choosing appropriate solutions and the development of plan for implementation
[bookmark: _Toc49071034]Application of decision-making technique
The Game Theory is the effective technique of decision-making that would be used in ensuring that the appropriate solution option is chosen is used in solving the complex workplace problem of workplace bullying (Proctor, 2018). The decision of making the appropriate choice is made by assuming that a worker or group of workers are being bullied at workplace and find out the most appropriate solution that would help the worker/workers out of or help prevent any form of future bullying that may exist at workplace (Bryson et al, 2017). The application of the Game Theory chose the provision of the training and information as the most appropriate solution for handling workplace bullying.



[bookmark: _Toc49071035]Development of the plan for the implementation 
Provision of information and training
Training forms an important factor for the prevention and management of workplace bullying, specifically to permit early intervention of any workplace conflict before it potentially develops into bullying (Brinsfield and Edwards, 2020). Workers, which includes supervisors and managers should be adequately aware of the role the play in association with the prevention and response to workplace bullying and possess the suitable skills in taking action where required (Angrave and Charlwood, 2015).
Training 
The induction training that would be given to workers is expected to have information about:
a) The behaviour standards expected within the workplace, which includes how the social media should be used if needed (Creasy and Carnes, 2017).
b) The manner that workplace bullying should be reported and how the reports should be managed.
c) The place to go either internally or externally to get additional information and assistance.
The training for workers can be provided in different way, which can be through face-to-face, online courses, and podcasts training. A given training programme should cover the following:
i) The awareness of the influence some behaviours can impart on others
ii) The duties and responsibilities of work health and safety associated with workplace bullying (Niven et al, 2020).
iii) The manner people can respond to workplace bullying
iv) Measures employed in preventing the occurrence of workplace bullying (Proctor, 2018).
v) Ways to report any case of workplace bullying
Provision of workers with information 
Information on workplace bullying could be given to workers in several ways, which may be:
a) Talking straight to workers by conducting team meeting or speaking one-on-one with them at the start of work day (Woodrow and Guest, 2017).
b) Giving them organisation pamphlets or newsletters
c) Inclusion of information sheets in their payslips
d) Display of posters around the workplace
e) Using intranet announcement or email messages
[bookmark: _Toc49071036]Appropriate monitoring and review techniques for the solution successful Implementation
Upon the implementation of the provision of training and information at workplace, there is need for them to be monitored and reviewed to make sure they are efficient for optimal management of any workforce bullying risk (Einarsen et al, 2018). Monitoring should be conducted by ensuring regular scheduled discussions at the meetings of management, staff meetings, and the meetings of health and safety committee (Creasy and Carnes, 2017). The use of standing agenda item for these meetings would be helpful to ensure the occurrence of regular monitoring. The reports and findings of bullying incident are needed to be reviewed for effective identification of any trend.
There is need for regular review of policies and procedures and the review must be conducted after workers and their health and safety representatives are consulted (Naseer et al, 2018). The conduction of review can be at any given time, but it can best be conducted at minimum:
a) When there is substantiation of any instance of workplace bullying.
b) When health and safety representative/committee make reasonable request (Rai and Agarwal, 2018).
c) When there is availability of new information on workplace bullying.
d) According to scheduled review date.
Obtaining information for a review can be done from the same sources adopted when the need to identify the potential for workplace bullying arises (Giorgi et al, 2016). These sources can be exit interviews, sick leave records, or confidential surveys. The gathering of evidence in answering the following questions could assist in a review:
a) Are managers and supervisors trained in recognising and dealing with workplace bullying? How effective is the training?
b) Is there any raised awareness among workers on workplace bullying?
c) Has any worker spoken up about any unreasonable behaviour?
d) Is there any workplace bullying policy being constantly enforced?
e) Has there been any quick and effective response to any report of workplace bullying?
Review reports and recommended improvements should be reported to managers, board members and places applicable to the representatives and committees of health and safety (Woodrow and Guest, 2017).
[bookmark: _Toc49071037]Conclusion 
Workplace bullying adversely affect the physical and psychological health of an individual or worker and also limit the productivity of the workplace. Workplace being the repeated and unreasonable behaviour targeted to a worker or group of workers produces threats to the health and safety of the worker/workers. The use of efficient control measures in addressing and resolving issues of workplace on time, would help in minimising any possible workplace bullying risk and ensure the prevention of the risk in becoming tolerable behaviour within the workplace.
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