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[bookmark: _Toc58423424]Introduction:
Workplaces are an integral part of human life. Workplaces take one-third of the adult life-span of people, making the workplaces as important as living spaces for the people of all demographic classifications (Jones et al., 2016). Workplaces demand its employees to play specific roles and expect output that is in favor of the organisation (Miner et al., 2012). Such anticipated expectations often become the source of stress for people that also associate itself with serious mental health issues such as depression and anxiety (Giorgi, Leon-Perez and Arenas, 2014). The workplace issue will be from the context of Claremont Private Hospital located in Sheffield, UK. 
[bookmark: _Toc58423425]Identified complex workplace issue 
Discrimination at work is a serious issue that concerns an individual’s performance and overall career growth. It is a kind of work stress-related issue that restricts the integration of an individual employee with organisational values (Peat, 2018). According to the legal perspective of UK, it is unlawful to discriminate against any employee if they exhibit “protected characteristics” of age, disability, gender, a marriage that also includes race, religion, sex and sexual orientation (Hatzis, 2011). Reports suggest that 38 per cent of UK employee has experienced discrimination related stress at workplaces. Discrimination at the workplace in the UK is mostly reported for age (11 per cent), gender (9 per cent), appearance (7 per cent) and race or nationality (7 per cent) (Franklin, 2019). Discrimination at the workplace becomes a constant issue for employees facing it, that result in the development of a fear psychosis leading to negative implications on the work performance and disturbing the life outside the work due to worsening mental health (Nielsen and Einarsen, 2012). The issue of discrimination at Claremont Private Hospital, recently few of the cases have been reported indicating the discrimination practices from some staff towards customers and interpersonal discrimination as well. 
[bookmark: _Toc58423426]Alternative solution 
The approach to stopping the discrimination at the workplace is explored into two themes, one is from the legal application at the organisational level, and another is to enhance. Aware the employee through various diversity programs increasing the social cohesion in the employee at the interpersonal level. The following alternative solutions are discussed in this section: 
· Legal approach 
· Diversity Training program 
· Increasing awareness among employees 
· Formulation of Anti-discrimination policy 
[bookmark: _Toc58423427]Legal Approach 
The UK law protects every employee against the discrimination at work and covers a variety of formal and informal discriminations that employee’s face. The range of discrimination at work that is protected by law includes: 
· Dismissal
· Employment terms and conditions
· Related to pay/benefits
· Promotion and transfer related
· Training
· During recruitment
· Redundancy 
UK government has enacted a broad range of laws that every organisation must adhere to that protects the employee against systematic discrimination conducted by management or of any interpersonal nature. The primary safeguard is the Equality Act 2010, which makes the discrimination illegal at any place, including the workplace. More detailed legislation that is used to curb the discrimination at workplaces is Employment Rights Act 1996 section 94 which has elaborative measures to restrict the organisation or any employee to bully and discriminate against a fellow employee or with the customer. Organisational accountability is questioned when any discrimination case occurs at workplace reflecting the need to review the implementation of section 13 of Equality Act 2010 which protects the employee from any direct discrimination involving religion, belief, sex, age, disability, gender reassignment. 
[bookmark: _Toc58423428]Diversity training program 
A diverse workforce that acknowledges one another with respect and dignity result in an inclusive workplace with higher business accountability and performance (Pedulla, 2020). Diversity training is a tool to counter the discrimination at workplaces that enhance awareness, educate the employees and provide practical supporting day-to-day activities and interaction with co-workers, to deal with customers, partners and others. Using a diversity training program, the organisation reduces the risks of frequent discrimination and harassments claims which are increasing in all the workplaces in the UK. 
[bookmark: _Toc58423429]Increasing Awareness 
Educating and increasing the awareness of the employee is important for the changing environment. Employees must know about the various forms of discrimination and shall be educated about their rights and whom to approach in case if discriminated at the workplace.
[bookmark: _Toc58423430]Formulation of Anti-discrimination policy 
Anti-discrimination policy at the organisational level is also another effective solution to deal with workplace discrimination. The anti-discrimination policy shall be a part of the job contract which every employee needs to sign and abide by.
[bookmark: _Toc58423431]A decision-making tool to identify the best solution
The decision-making tools are an important part of the process to identify the correct alternative solution that is needed to solve the issue of discrimination at workplaces. From various alternative solutions explained in the above section, the decision matrix is used to analyse the different pros and cons of the solutions. Each solution is given an appropriate ranking from 1 – 10, where 1 is the minimum ranking and 10 being the highest ranking. 



	
	Application
	Investment required 
	Employee acceptability 
	Total

	Legal Approach 
	4
	1
	4
	9

	Diversity Training plan 
	7
	5
	8
	21

	Increasing Awareness 
	4
	3
	2
	11

	Anti-discrimination policy 
	5
	5
	4
	14


 
The overall diversity strategy, as concluded from the decision matrix, shows that a diversity training program can be easily applied to the workplace. It also has the highest acceptability from the employees.


[bookmark: _Toc58423432]Developing a diversity training plan
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The diversity training program at Claremont Private Hospital will be developed considering that total staff strength of 45 employees (30 full time + 15 part-time). The diversity training plan created to tackle the discrimination will be focused on the four steps as given in illustration 01. 



	Diversity Training Plan

	Objectives
	The main objective of the Diversity training plan is to train employees in acknowledging diversity at workplace facilitating the integration with employees of all religion, race and gender. 

	Course of Action
	· Creation of new post of diversity officer 
· Setting up a diversity force. 
· Identification of the employees based on the age group 
· Selection of the training agency (facilitated by diversity officer)
· Announcement of dates of the diversity training program 
· Venue and date and details shall be communicated through e-mail. 

	Time frame
	· 3 days 



Emphasize: This step includes the identification of employee behavioral process and based on the understanding of employee cultural background; the data collection process is initiated in the organisation coordinated by the HR department. Interviews with employees, Shadowing the employees working process will aim to understand the concerns of employees in a routine manner (Fan, 2019). 
Define: This step of diversity training plan starts with identification and setting up of Diversity Officer at an organisational level assisted by the diversity force that can include 3-4 members. The clear role and objectives will be defined with decision making powers. The task of a diversity officer is to facilitate the diversity training plan in a timebound manner.
Ideate: The training program shall start with the ideation process conducted for every employee based on the group formation according to age. It is better to facilitate the training with personal interviews, so a background understanding of employees is created (Shih, Young and Bucher, 2013). 
Prototype: This is a practical part of the training covering the Mockups and Storyboards conducted as group activities to foster the interconnectedness among employee and to reduce any judgmental senses (Su and Rounds, 2015). Mockups will reflect the clarity of the thoughts in the employee after each day of the training session. 
Test: The final part of the training will be based on testing the employee behavioral practices against the discrimination at workplaces. They will be given at various roles to play, and their behavior will reflect the learnings.

[bookmark: _Toc58423433]Communication Plan
	Channel
	Timing 
	Communication agent 

	Face to face conversation and employee meeting 
	Meeting conducted at the end of every month 
	Senior Management 

	E-mail and workplace notice board 
	After 7 days of the meeting. 
	HR manager 

	E-mail and website notification display 
	7 days of the selection of Diversity officer 
	Diversity officer 

	Online feedback form 
	At the end of each day of training 
	HR manager 



The development of the diversity training program to tackle the workplace issues related to discrimination needs to be communicated to the employees through various mediums (Del Percio and Sokolovska, 2016). The first communication shall be initiated by the top management through face to face board meeting to every management core group and then facilitated to other employees through the HR manager. The first proclamation of holding the diversity training program is done after the constitution of Diversity force group headed by Diversity Officer. Personal interviews are to be conducted by diversity employees to identify the employee and to allocate the employee into various age groups. Frequent e-mails describing the information about the dates, venue and schedule of the training program will be communicated to employees after the identification of external training agency. Diversity officer is responsible for negotiation and setting the deal with the external agency, including the development of training modules as per the needs of the organisation. 
[bookmark: _Toc58423434]Review techniques 
The review and monitoring of the success of the training shall be initiated by the Diversity officer developing the key performance indicators to check the employee performance (Jothimani and Shankar, 2017). The feedback form filled by employees will help to know the response of employee in understanding the training. Feedback shall be used to make the required changes in the diversity training plan. Feedback shall be based on the identification of appropriateness of diversity training and to know employee perception (Leiter et al., 2012).
[bookmark: _Toc58423435]Conclusion 
[bookmark: _Toc58423436]Workplace discrimination is identified as the main issue in the organisation operating from the UK. The studies show that while the discrimination at the workplace is lowering, an increment is seen in the complaint against the employees for discriminating others in the UK organisation. This presents a serious issue for employee-facing discrimination as well as for the organisation. The health and social well-being of the employees subjected to discrimination at the workplace becomes a source of stress that diverges into serious health conditions and social exclusion of such persons. Diversity training plans are identified from the decision-matrix as an available solution to tackle discrimination related workplace issue. Every organisation needs to facilitate the creation of a diversity officer and diversity to check for the growing discrimination-related stress on the employees.
References 
Bailey, A.D. (2014). Anti-Discrimination Law, Religious Organisations, and Justice. New Blackfriars, 95(1060), pp.727–738.
Del Percio, A. and Sokolovska, Z. (2016). Discourses of diversity. Language & communication, 51, pp.1–4.
Franklin, N. (2019). Discrimination against workers highest in UK - Workplace Insight. [online] Workplace Insight. Available at:https://workplaceinsight.net/discrimination-against-workers-highest-in-uk/.
‌Fernandes, P. (2019). Creating a Diversity and Inclusion Training Program. [online] Business News Daily. Available at: https://www.businessnewsdaily.com/9782-diversity-training.html.
Fan, D. (2019). Embrace design thinking to advance diversity, equity and inclusion. [online] Chief Learning Officer - CLO Media. Available at: https://www.chieflearningofficer.com/2019/12/30/embrace-design-thinking-to-advance-diversity-equity-and-inclusion/ [Accessed 8 Dec. 2020].
Giorgi, G., Leon-Perez, J.M. and Arenas, A. (2014). Are Bullying Behaviors Tolerated in Some Cultures? Evidence for a Curvilinear Relationship Between Workplace Bullying and Job Satisfaction Among Italian Workers. Journal of Business Ethics, 131(1), pp.227–237.
Hatzis, N. (2011). Personal Religious Beliefs in the Workplace: How Not to Define Indirect Discrimination. The Modern Law Review, 74(2), pp.287–305.
Jones, K.P., Peddie, C.I., Gilrane, V.L., King, E.B. and Gray, A.L. (2016). Not So Subtle. Journal of Management, 42(6), pp.1588–1613.
Jothimani, D. and Shankar, Dr. (2017). A Study on Problems Related to Work Life Balance among Women Employees in Information Technology Sector, Chennai. Asian Journal of Applied Sciences, 5(2).
‌Jones, K.P., Peddie, C.I., Gilrane, V.L., King, E.B. and Gray, A.L. (2016). Not So Subtle. Journal of Management, 42(6), pp.1588–1613.
Leiter, M.P., Day, A., Oore, DG and Spence Laschinger, HK (2012). Getting better and staying better: Assessing civility, incivility, distress, and job attitudes one year after a civility intervention. Journal of Occupational Health Psychology, 17(4), pp.425–434.
‌MINER, KN, SETTLES, IH, PRATT-HYATT, JS and BRADY, CC (2012). Experiencing Incivility in Organisations: The Buffering Effects of Emotional and Organisational Support1. Journal of Applied Social Psychology, 42(2), pp.340–372.
Nielsen, M.B. and Einarsen, S. (2012). Outcomes of exposure to workplace bullying: A meta-analytic review. Work & stress, 26(4), pp.309–332.
Peat, J. (2018). More than 25% of UK workers say they have experienced workplace discrimination, survey claims. The Independent. [online] 28 Sep. Available at: https://www.independent.co.uk/extras/lifestyle/uk-workers-discrimination-office-workplace-sexism-racism-ageism-a8559501.html.
Pedulla, D. (2020). Diversity and Inclusion Efforts That Really Work. Harvard Business Review. [online] 12 May. Available at: https://hbr.org/2020/05/diversity-and-inclusion-efforts-that-really-work.
Shih, M., Young, M.J. and Bucher, A. (2013). Working to reduce the effects of discrimination: Identity management strategies in organisations. American Psychologist, [online] 68(3), pp.145–157. Available at: https://pdfs.semanticscholar.org/a96a/759ca70328b188666c24e873bd2553be382c.pdf.
Su, R. and Rounds, J. (2015). All STEM fields are not created equal: People and things interests explain gender disparities across STEM fields. Frontiers in Psychology, 6.



1
	

image1.png
STANFORD D.SCHOOL DESIGN THINKING PROCESS

* Interviews + Personas * Share ideas * Mockups «Understand

+ Shadowing + Role objectives + Al ideas worthy ~ * Storyboards impediments

+Seekto + Decisions + Diverge/converge + Keepitsimple  + What works?
understand «Challenges  + “Yesand"thinking * Fail fast + Role play

+Nonjudgmental + Pain points  + Prioritize + erate quickly  « Hterate quickly

P——




