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The workplace is an environment made up of people with different personalities from a different ethnic background and with different communication styles. Existence of these differences has proven to be a major source of workplace problems in the world today. This has led to an ultimate increased tension and stress for the individuals involved. Despite the fact that all workers have a right to fair and equal treatment, some of the workers face a number of issues including discrimination, bullying, harassment among others. Workplace problems are associated with decreased employee performance, decreased job satisfaction and even termination of employees. This paper will critically examine complex workplace problems paying attention to employment discrimination. 
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Scope
According to Zimmer and Sullivan (2017), employment discrimination is a type of discrimination that is normally based on a number of aspects including race, gender, religion, the nationality of a person, disability (physical and mental), sex, age among others. It is more of creating hatred, causing harm, ignorance and holding prejudiced perceptions on a worker. Discrimination in the workplace can be intentional and may involve disparate treatment of an individual or group creating a disparate effect on the group. Moreover, it can be direct or indirect. Direct discrimination involves treating an individual with a certain attribute entirely different than a person without the attribute. For instance, failing to hire a person basically because they subscribe to a certain religion which is not in line with what the leaders of the company believe in is an example of direct discrimination. 
Indirect discrimination, on the other hand, involves putting in place certain requirements that a person with a particular attribute cannot adhere to (Lane and Ingleby, 2017, pp.531-552). For example, a company requiring a person with a family to work on weekends knowing that it is difficult for him or her to do so is indirect discrimination. There are various definitions that have been put forth in relation to discrimination. The best definition for workplace discrimination is; denying a certain group of people opportunities or equal rights. It is illegal for anyone including fellow employees and employers to treat another unfairly and unjustly because of the stated aspects (Midtbøen, 2015, pp.193-214). 
In the United States, cases of workplace discrimination have remained to be in the rise over the years. Based on the information from the Equal Employment Opportunity Commission, 33,937 cases of racial-based workplace discrimination, 24, 582 cases of aged-based workplace discrimination, 28,372 cases of sex-based and 10,601 cases associated with the national origin of employees were reported in the fiscal year ended 2010 (Richman and First, 2017). Studies show that members of the marginalized groups report workplace discrimination more often and the repercussions of the exposure can be differentiated from the impacts brought about by other psychological elements of their occupation. 
According to McMullen (2016, pp.113-120), discrimination takes place in the various workplace environments and some organizations tend to be structured in such a manner that increases the likelihood of discrimination more especially on employees that occupy lower social status positions. Hospitals have been regarded as complex hierarchical facilities vested with inequalities in employee power distribution. Not only employees occupying lower social status positions in such facilities face high levels of inequality but also high emotional demands. According to study, high emotional demands, inequality, and low control leads to job strain for such employees. With job strain being associated with diminished control, it can lead to the creation of unfair perceptions among employees occupying lower status positions. 
Impacts
According to study, workplace discrimination is associated with various impacts some of which include; 
High employee turnover: Employee turnover is a term that is widely employed to refer to the percentage of employees who leave an organization and in return are replaced by new workers. Determining employee turnover is critical as it helps companies to establish the reasons that compel employees to leave and the costs associated with hiring new workers. Workplace discrimination is one of the reasons as to why employees leave their jobs an organizations for other alternatives. Employees more especially those that feel that they are not being treated fairly have a high likelihood of leaving their jobs once they get an opportunity to do so. In cases where discrimination is widespread, employees will tend to create situations where workers come and leave at any time (Jones et al., 2017, pp.51-76). This can impose a lot of challenges on the company including increased costs of hiring and training new employees, low retention possibilities among others.
Low job morale: Discrimination in the workplace slowly erodes the working environment which in turn creates an atmosphere where employees feel they are not valued. For instance, if less qualified employees receive promotions while the qualified ones are left out, it makes them feel unappreciated which in turn leads to demotivation ((Midtbøen, 2015, pp.193-214). Unmotivated employees have low morale towards doing their best in relation to achieving the needs of an organization. Low morale means reduced productivity and this affects the whole organization in a negative way.
Employee conflict: discrimination in the workplace is the main source of conflicts among employees within an organization. It creates jealousy and pits workers against each other more especially when they feel that they are not judged solely based on their accomplishments and merits. It also creates division among employees and leads to competition instead of collaboration. Employees feeling discriminated can grow angry and depressed and take on their fellow workers and even customers (Ferdinand, Paradies and Kelaher, 2015, p.401). Widespread practices of discrimination in the workplace also create an atmosphere where employees don’t trust each other and the leadership of the organization. 
Legal actions: it is illegal to discriminate any individual within the workplace due to the way they look, their religion, national originality, and gender among others. The United Kingdom has put in place various laws which protect individuals from any form of discrimination in the place. The Equal Act of 2010 is one of the laws that protect employees against any form of discrimination within an organization.  If an employee can provide clear evidence of being discriminated, then he or she can bring legal action against the company and its leadership (Combs, G.M. and Milosevic, 2016, pp.17-31). This can be in the form of a lawsuit or complaint to the government. 
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As stated above, discrimination is one of the complex problems in the workplace today despite the many laws put in place to prohibit and discourage its occurrence. It occurs in various ways including during the recruitment process.  The recruitment process involves locating viable employees who have the skills and experience that the available job opportunity requires. Using certain words in a job advertisement may discriminate some individuals which in turn dissuades them not to apply. Additionally, asking some questions at the interview and assessment stage of the recruitment process can sometimes discriminate some individuals which is not a good thing at all. Another way that discrimination in the workplace can occur is during the hiring process. This is the most common way through which discrimination in the workplace occurs. The practice involves providing a new employee with different terms and conditions than what any other person would have received or the employee is overlooked for the available position because of the prejudices that exist among the company leaders. 
Compensation is another practice where discrimination is highly practiced in the workplace. Despite the same quantity of work done, some employees will be paid better wages while others will receive less due to a number of factors including race, gender among others. Another major practice where discrimination is highly undertaken is the training of employees. In this case, some employees are trained in such a manner that they are fit to execute various tasks within the organization while others are denied access to do so (Dipboye, 2016, pp.199-226).
There are different types of workplace discrimination. They include;
Racial discrimination: This type of discrimination remains to be a real problem in the workplace despite the many efforts put in place to eliminate it. It entails denying employees’ opportunities or equal rights within an organization because of their color. In most cases, racial discrimination occurs as a result of being treated less favorably than how a member from another racial group could have been treated. The law prohibits discrimination against race all the way from the initial application of a job opportunity to future career promotions. 
Age discrimination: This type of discrimination occurs when a group of individuals belonging to a certain age are denied opportunities or are treated in an unfavorable manner (Sargeant, 2016). In most cases, the old are discriminated against applying for available job opportunities because of their age despite the fact they possess the experience and skills required for the available job (Australian Human Rights Commission, 2016). Moreover, young workers are also denied access to opportunities by companies because of their age even though they have met the required qualifications. 
Gender discrimination: Just like racial discrimination, gender discrimination has also been a major problem in workplaces. With this type of discrimination, female workers are the most affected in the workplaces. They tend to be placed in lower status positions with no opportunities of being promoted while their male counterparts get higher positions which are also well paying (Dipboye, 2016, pp.199-226). In most cases, male employees tend to get promotions but female workers don’t due to their gender. Also, male workers to receive better compensation for the work done while female workers receive peanuts despite the efforts they put in place.
National origin: In relation to this type of workplace discrimination, employees are denied opportunities or equal rights due to national origin. However, the law prohibits this and employers should not denial employees opportunities because of their accent or their originality background and this has been provided in the laws of the United Kingdom. Other types of discrimination in the workplace include pregnancy, sex, disability and religion among others (Dipboye, 2016, pp.199-226).
There are different legislation put in place to protect employees from discrimination in the workplace. They include; 
The Equality Act of 2010: The Act was put in place with a major aim of protecting individuals from any form of discrimination in the workplace and in the wider society. It is a UK based Act that was put into action in 2010 replacing the previous anti-discrimination laws. The replacement of the previous anti-discrimination laws made the law easier to understand and it strengthened the protection of employees in some areas. The Act prohibits discrimination of employees against their race, disability, gender, sex, religion among others. Employers are held reliable for any form of discrimination undertaken by employees on other workers. 
Employment Rights Act of 1996: With this Act, all employees are entitled to a contract of employment which forms a starting point for the employment relationship. The Act requires employers to provide their workers with a two calendar month before beginning work together with a written statement that outlines the terms and conditions of the contract. According to Stephens (2018, p.62), enacting the Acts was majorly aimed at eliminating discrimination in the workplace. Although it can be argued that these Acts have been effective, a more radical approach to eliminating workplace discrimination is required. 
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Although various efforts including designing Acts have been put in place to address the issue, discrimination is still on the rise today. There are, however, various alternative solutions that can be used to address discrimination in the work place in an effective manner. These solutions include; 
Discussing the problem: employers holding discussions with employees in relation to discrimination in the workplace has proved to be helpful. According to Blackham and Allen (2019), some discrimination practices can be solved internally to the satisfaction of the parties involved. Upon discussing the problem and acquiring clear insights of what is happening, employers can choose to terminate, demote or move employees associated with discrimination practices to other departments. Doing this will prevent employees with a tendency to discriminating others from engaging in such practices again in the future. Moreover, this will reduce the costs and time associated with filling a lawsuit against the company.
Explaining discrimination laws: It is clear that some employers and employees have no clear insight into how discrimination laws work. Such employers should take the task up to themselves and learn every single detail associated with these laws. Moreover, they should set up seminars for their employees where they will be educated on discrimination and the existing laws that prevent such practices. Moreover, it is essential that laws be posted in a common area within the organization like the break and meeting rooms. Information in relation to the laws should always be provided to the workers on how they should go about if they experience any sought of discrimination (Caven and Nachmias, 2017).
Train management: this solution involves providing highly sensitive and cultural based seminars to the company managers. According to the president of Chicago-based JB Training Solutions; Brad Karsh, organizations with greater diversification stand a better chance to stop discrimination more especially during the hiring and termination process. The managers should be trained in such a manner that they will be in a position to prevent any sought of discrimination within the workplace. 
Focus on diversification: with the solution, paying attention to continuous diversification not only increases productivity but also decreases discrimination as people from different regions with different national and ethnical backgrounds put their differences aside to achieve that which the company was established for. Moreover, it increases innovation and creativity which in turn enhances the performance of the organization. According to Seiner (2018, p.1), a company that embraces diversity attracts a wider pool of applicants which enables it to locate qualified workers.
Teaching philanthropy: this solution entails changing employers and workers into a team that is focused on promoting the welfare of others. Individuals with philanthropic deeds tend to be less judgmental in relation to their co-workers as they are focused on helping others. To them, helping others gives them an inner satisfaction and a deeper appreciation of their work. According to Caven and Nachmias (2017), companies and organizations that engage in educating employees philanthropic ideals and encourage them receive a positive recommendation from society.
Developing a workplace policy: this is another potential solution for addressing workplace discrimination in an effective manner. With the solution, companies should put in place policies that prohibit any form of discrimination within the organization. The managers should ensure that employees are aware of the policies and the consequences of violating them. Moreover, they should ensure that the policies are properly enforced to avoid misunderstandings that can make a situation more complicated.
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The decision making technique that will be employed to evaluate the proposed solution is the T-Chart technique. The technique is normally employed in examining two facets of a topic like the advantages and the disadvantages. It is used to practically weigh the minuses and plusses of the available options. With the technique, the cons and pros of the various proposed solutions will be evaluated as follows.

	Solution
	Pros
	Cons

	Discussing the problem
	It’s easier and faster
It prevents and eliminates discrimination
It is cheaper as it does not involve filling of law suits
	Some employees may not be willing to discuss the problem.
The terminated or demoted employers might create enmity with the workers that brought the issue to the employers.
Terminating or demoting employees does not always guarantee change

	Explaining discrimination laws
	It helps employers and employees acquire a clear insight of the laws associated with discrimination
Getting a clear insight of the laws minimizes discrimination practices

	It involves costs more especially if the person explaining the laws is from outside the company
It is time consuming and less effective

	Training management
	Being the leaders of a company, training them helps minimize cases of discrimination
It also helps them practice actions that are not discriminative

	Training involves incurring costs
Its time consuming although the outcome is of the great benefit
Training does not guarantee that the managers practicing discrimination will change.

	Diversification 
	It increases innovation and creativity
It enhances the quality of the products and services offered
It eliminates discrimination as it focused on attracting people of different attributes
It is the most effective method and involves less complexities
Increased productivity
It is also a longterm solution
It minimizes employee turnover
	Language barriers 
Management and collaboration issues

	Teaching  Philanthropy 
	Enhances collaboration which in turn minimizes discrimination in the workplace
It creates a pool of employees focused on helping others and not judging them
	It involves costs and other resources
It is tedious as it involves employees learning new knowledge and skills
It is less effective in organizations where employees are not willing to learn
When the existing employees leave the company will be compelled to teach the new employees who might also leave after some time.
This solution can work best for organizations that retain their employees for long

	Developing a workplace policy
	It keeps employees informed of the consequence associated with engaging in discriminatory practices. Knowing the consequences deters individuals from discriminating others
It is easier to understand and to execute.
Enhances employee morale and increases the productivity of the company
	It is not a guarantee that every individual in the work place will adhere to the policies despite the consequences.
Its time consuming and tedious to design such policies.




From the evaluation, focusing on diversification is the best solution for addressing the issue of discrimination in the workplace. This is because of the advantages associated with the solution outweigh the cons. 
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In order to implement the selected solution in an effective manner, there is a need to come up with an implementation plan. According to Chang (2016), an implementation plan is a guideline that helps companies and organization to achieve the set goals in an effective manner. It clearly defines the implementation strategy to be used in relation to a certain activity. Typically, it states the resources, outcomes, roles and responsibilities and the budget. The plan for implementing diversity within workplaces is as follows;
Defining of goals: This is the first part of the plan and it involves defining and setting goals. In relation to this, the main goal of the plan is eliminating discrimination through the implementation of diversification policies in the workplaces.
Develop the plan: The main objectives of the plans include, recruiting and hiring from a diversified talent pool, training employees on various communication skills that will help them serve the needs of customers in an effective manner and putting in place diversity policies.
Activities: the company managers and employees will attend seminars and various training that will inform them about the importance of diversity in relation to eliminating diversity. Other activities include; on learning to search, hiring of experts among others.
Resources: Time is one of the essential resources required for the implementation of the solution. Other necessary resources include; funds and human resources
Responsibilities: Implementation of the solution is the responsibility of the companies’ leaders and managers together with the employees and other workers.
Time frame: The implementation of the solution will begin on 1st May 2019 and complete on 31st September 2019. This then means that the implementation will be a four months duration.
Measuring results: There are various ways through which the results of the implementation will be measured. One way is through measuring the progress made against the set goals. The reports made by the managers and employees in the implementation plan will be used to establish the progress made in relation to the set goals. The goals will then be revised to establish whether they were achieved or not.
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Stakeholders are people who have an interest in the operations of a company and they can either impact or be impacted by the business. The primary stakeholders of an organization include; investors, employees, customers, and suppliers. Other stakeholders include; the community, unions, the government, and its agencies. There are various methods of communication that will be used to communicate the plan to the stakeholders. Some of these methods include; holding meetings within the organization. Holding meetings with the investors, suppliers, and employees will greatly help communicate the plan effectively. They will get to scrutinize the plan and suggest areas for improvement to ensure that the solution is implemented effectively (Turkulainen, Aaltonen and Lohikoski, 2015, pp.74-91). 
Another method is creating awareness through holding campaigns which are focused communicating the plan of implementing diversity to eliminate discrimination. Using online Gantt Charts and face to face communication are other methods that will be used to effectively communicate the plan to stakeholders. Face to face communication creates room for questions and answers and suggestions on how the plan can be enhanced. Conference call and newsletters are effective in communicating with secondary stakeholders like the community. Finally, project reports is another viable method of disseminating information to stakeholders in relation to the plan. According to But et al. (2016, pp.1579-1595), it is the most common method of communicating with stakeholders. 
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Monitoring is very crucial in the implementation process as it aids in ensuring that the project or action is implemented as outlined in the plan. It is a continuous process that should be undertaken before the implementation process begins (Chang, 2016). The various monitoring techniques that will be employed in relation to the implementation of the plan include;
Performance indicators: this technique monitors progress by measuring the inputs, processes, outcomes and the effects associated with the implementation of the action. This is a good technique to monitor the implementation of action since it involves setting targets and measuring the progress made towards achieving the targets.
Rapid appraisal methods: This is a less structured method of monitoring progress. It is easy and quick as compared to other methods. Moreover, it involves providing decision makers with views and feedbacks in relation to the implementation of the action.
Creation of a checklist and holding of meetings: a checklist is made up of a list of things to be done and the feedback section. The method will effectively help monitor the progress made against the set goals. Holding meetings on a regular basis will also help collect feedback on what has been done and what should be done to improve the situation.
On the other hand, conducting a post-implementation review is very important and this can start off immediately after the initial action has been completed. Upon completing the implementation process of implementing diversification within the workplaces, various post-implementation review methods will be employed to review the progress made. They include; gap analysis which examines the difference between the plan and the actual application, stakeholders and here the extent to which they are satisfied with the plan and impacts it has had on them will be reviewed, cost and benefit associated with plan and project goals; were the set goals achieved and if not why (Khadjesari et al., 2017).
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The current workplace is undergoing numerous problems which require proper attention to address them effectively. From the above discussion, discrimination is one of the complex problems in the workplaces today. The discussion found out that despite the various efforts put in place including designing laws to address the problem, discrimination remains to be a real problem in the workplace. However, there are various solutions that can be used to address the solution and from the list, diversification proves to be the best solution to eliminating discrimination in the workplace. Based on this, businesses should ensure that diversity is practiced throughout to prevent discrimination and enhance productivity.
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