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Recently, I have been dealing with different kinds of difficulties in my workplace, which has affected me physically and mentally. I am currently working as a Career Assistant, and even though I work hard for whole day, I get less payment as compared to other employees in the organisation. I have been facing various types of discrimination in the workplace, the manager is also not responsible, and I have to deal with different kinds of unwanted circumstances, and it has now become a complex problem.
Complex Problems
Complex issues are hard to pin down because different people will have different views on the consequence, existence and extent of the problem(Mortini & Sac-Épée, 2019). Their social complexity is often more difficult to tackle than their technical complexity. In most of the organisations, everyday people are dealing with different kinds of issues which makes a severe impact on the policies and procedures of the organisation and acts as a barrier for the organisation to reach their goals at the same time as well. For many, workplace problems are a prevalent source of stress. It is difficult to have a workplace where the positions, perceptions, and personalities of all work together perfectly without conflict. As such, some workplace problems may cause negative psychological symptoms (Canivet et al., 2017). For example, research shows perceived workplace pressure is related to a higher incidence of mental health problems like anxiety and depression. Employees may find it helpful for them both personally and professionally to discuss their workplace stress or challenges with a trained mental health professional. Usually, the workplace is an area where people with different characters, styles of interaction, and ideologies communicate. These differences are a possible cause of problems in the workplace eventually result in tension for those involved. Even though all the workers are entitled to be treated fairly and feel safe at work, certain employees experience intimidation, racism and abuse. Workplace challenges may lead to reduced efficiency and profitability, work loss / termination, lowered satisfaction and tension, happiness , and a wide range of mental health problems. Workplace harassment also results in legal issues. 
One of the common problems in the workplace is discrimination among the employees(Patrick & Kumar, 2012). This is one of the major workplace problems going on around the world, which is making a mental impact on organizational development and the mental state of the employees at the same time as well. Discrimination in jobs arises when a worker or job applicant is viewed unfavourably due to ethnicity, skin colour, national origin, sex, impairment, faith, or age. Discrimination is illegal while recruiting or in the workforce based on race, faith, age, or national first. Discrimination in the workplace takes place when an employee becomes discriminated against because of a number of factors(Fekedulegn et al., 2019). In addition to the above reasons, it is also possible to discriminate against employees and job applicants due to disabilities, genetic information, pregnancy, or their relationship with another person. Some of the types of discrimination which can occur in the workplace include on the basis of age, religion, gender, hostile work environment as well(Stamarski & Son Hing, 2015). It is important to note that in any aspect of employment discriminatory practices can occur. This is unlawful for an employer to make judgments based on prejudices relating to race, gender, or age, and this is also illegal for an employer to presume that a worker will be unwilling to do so if he or she is disabled. Therefore, it is illegal for employers to deny employment opportunities from a worker because of their association with someone of a certain gender, religion or ethnicity. Unlawful bias often involves bullying based on personal characteristics that are legally protected, including (but not limited to) ethnicity, sexuality, age and religion. Indirect discrimination arises when there are certain rules or regulations that disadvantage certain employees. For example, if you believe that all the workers should be working on Sundays, this can be seen as indirect  discrimination against Christians who see it as a day of worship. This is one of the common example of discrimination in the workplace. 
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The Effects include developing loss of self-control, anxiety disorders leading to the employee becoming suicidal, hostile, depressed, which includes both physical and mental effects on the employee. Perceived discrimination affects both the individual and the workplace. Perceived racism impacts both the worker and the workforce including a poor work culture where the employee loses focus and because of this reason exhibits counterproductive work behaviours like failure to complete tasks timely, early departure from work, and late arrival. For example, research shows perceived workplace stress is associated with a prevalence of mental health problems such as anxiety and depression (Stainback & Irvin, 2012). Workers can find it helpful for them both personally and professionally to address their job problems or difficulties with a qualified mental health professional.
Thus, we can understand that discrimination creates a severe impact in the mindset of the employees in the workplace and this directly leads to affect each and every aspect of the organisation resulting in occurrences of different kinds of problems related to organisational 
Problem Analysis 
As we can see that discrimination is one of the main reasons for the slow efficiency of the work rate in the workplaces(Bjuggren, 2018). It has become a major issue in many organisations and because of this, the working capacity of the employees are also being brought down day by day. This results in problems related to the improvement of management, communication, efficiency and different other aspects of the organisation. Women are more likely to get victimised from discrimination as compared to men. It is a difficult task to establish the causes that clarify the reported differences. It is a particular challenge to determine the extent to which discriminatory practices or actions are among the causal factors. The concept of discrimination in social science is wider than the legal standards of disparate treatment and disparate impact, as it contains procedures and attitudes that warrant policymakers ' attention, even though they would not meet a legal standard of evidence.
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Employees who face discrimination may seek relief with the help of discussions with a supervisor, filing a complaint and lawsuit initiation. Federal laws prohibiting discrimination in the workplace include(Polsky, 2014), to name a few, the 1964 Civil Rights Act, the American Disabilities Act, and the 1963 Equal Pay Act. A federal agency identified as the Equal Employment Opportunity Commission is responsible for enforcing the applicable anti-discrimination labour rules as well as protecting workers against harassment from contractors referred to the EEOC or similar jurisdiction.
Some of the alternative ways of solving the problem in the workplace are as follows(Cooke & Kemeny, 2017):
· Discussing the problem- Without filing a formal complaint, most workers find it beneficial to address racism with a supervisor or superior. Internally,  Discrimination can be handled in some cases, to the benefit of all involved parties(Alon, 2009). Supervisors may fire, demote, or transfer the workers liable for bias to another agency. Such problems are also associated with improved survivor and abuser sensitivity training or therapy. Meeting with a manager personally will help ease the expense and marketing of filing a complaint or litigation.
· Lawsuit- If claims regarding state and federal jobs are unfounded or otherwise rejected, a worker confronted with discrimination can file a lawsuit under federal and state anti-discrimination statutes. And this will rely on the circumstances of each situation whether it is more appropriate to present the complaint to the state court or the federal court of the jurisdiction(Sergius Koku, 2006). For all parties involved, litigation is much more complex and can take years to resolve. If racist conduct is particularly egregious, productive employers will seek compensation for damages. and wages and 
· State Labour Complaint- To protect employees, every state has Implemented laws against discrimination. These legislation’s scope must either reflect federal laws or expand rights outside federal laws. State laws that limit federal protections are null and void. Different Victims in states offering state remedies for discrimination must file at the state level before filing an EEOC complaint. Submitting a state complaint includes calling the worker's board or employment agency's local field office and explaining the case to an investigator.
· EEOC Complaint- The state EEOC investigates concerns of discrimination in the workplace based on race, gender, ethnicity, national origin, age, impairment, or retribution. A  complaint can be filed in person or by phone, or by mail. Until launching a case, plaintiffs will lodge an EEOC report. If the victim resides in a state which also consists of an EEOC equivalent agency, it will take 300 days to file a complaint. If the state does not have an EEOC equivalent agency, it will take 180 days to file a claim(Mayhew, 2019). If the EEOC denies the argument, a "Notice of the Right to Sue" will be sent to the plaintiff, which will clear the way for a state or federal complaint.
The effective policy on equal opportunities should lay out what is and is not acceptable behaviour in the workforce in clear and simple terms. It tends to reduce workers and managers ' frustration or discomfort and provides a solid basis for creating a secure, efficient and friendly work environment. A policy on equal opportunities that helps employees know their rights and responsibilities can substantially reduce the risk of employer liability for workplace acts of discrimination and sexual harassment. Besides developing the correct policy for their workplace, companies must also ensure that all the employees and the stakeholders understand the policy and the policies works effectively. Employers should set up a process to settle bias claims that occur. 
Hiring a variety of staff helps to stop discrimination(Becker et al., 2019). For starters, workers learn to understand different backgrounds and generations, and have mutual respect for every member of the team. That's why companies draw a larger pool of applicants as the workforce also has some like-minded people who can embrace and understand what's being brought to the table. Furthermore, employees belonging to different culture, ages, races, ethnicities and gender following different tradition and speaking different languages bring a diverse mix of experiences and ideas that can capture a wider range of customers. The first step in preventing racism is to provide employees with relevant information. Executives must take the lead and make sure that all agencies and all business programs, such as hiring and firing, stop discrimination.  Of instance, as she casts away male resumes, a director discriminates and only hires females in a makeup company for a copywriter job. While a woman may seem to know the brand better, she still wants the requisite writing skills or creative skills. Employers should also require attendance in conferences and training on tolerance, and develop manuals on bullying and inclusion to send to all workers. Notwithstanding the legislation put in place to protect employee rights, racism nevertheless persists in the workforce today. While Title VII of the 1964 Civil Rights Act provides that an individual cannot discriminate against a worker on the grounds of race, age, sex, impairment and salaries, there were still 99,412 lawsuits of discrimination made in 2012, according to the Equal Employment Opportunity Commission(Eeoc, 2019).
The main reason for the root cause of this issue in the organisation is because of the lack of diversity in training of the members of the organisation. An important aspect of reducing discrimination based on race, nationality, faith, orientation and age is to inform workers on the advantages of an inclusive workforce. Education workshops and programs on empathy illustrate that bias reduces as workers feel included and appreciated. Furthermore, increases in productivity and leaves of absence related to stress are no longer a concern. As a consequence, workers will go the extra mile and achieve stellar results, such as working longer hours to meet targets. Employees with different cultural backgrounds are also able to attract like-minded customers, boosting company revenue, and finding faster solutions to resource procurement, service and allocation. Charges of gender discrimination have increased in the workplace over the past few years. While not the most common complaint among employees, racial bias remains an issue, as does age discrimination. Many companies are well informed that discrimination in the workplace could and should be avoided. Nonetheless, inability to eradicate racism can be expensive, contributing, among other factors, to elevated employee turnover and absenteeism, reduced employee morale and efficiency, and higher insurance premiums and defends costs. As this has become a serious issue, it is important to solve it as soon as possible or else it will be led towards the creation of different kinds of problems in the coming future.
[bookmark: _Toc25757994]Decision-making techniques
The decision-making process requires the option of two or more courses of action. You have to determine the course of action in a split second in many daily choices. For example, if you're driving and you're going to have to decide whether to turn off a road or keep going straight, you need to make that decision in just a few seconds. There are many methods, templates, and strategies that can be used when making a decision(Merigó & Gil-Lafuente, 2010). The standard decision-making process includes specifying the problem, collecting information, finding alternatives, choosing alternatives, and reviewing/monitoring the outcomes. Managers use many specific techniques to help them choose and make a decision among the alternatives. In some cases, a couple of different strategies can be combined to help them achieve the best results. What works for some organisations may not work for others, and it may not work for the next what works to make one decision.
Effective decision making is important in an organisation through which the organisation will be able to determine all the potential threats which are hampering the organisation and implement an effective solution in order to solve these kinds of problems for the smooth running of the organisation. This helps to improve effectiveness in the work through which the organisation will be able to move forward and will be able to achieve their goal at the same time as well. Some of the decision-making tools the organisation can use for solving out the ongoing problem in their organisation are as follows:
· Marginal analysis- this analysis weighs the cost-effectiveness of input or activity. Marginal analysis guides business leaders to determine if the maximum return on investment (ROI) is provided by activity or input(Asano, 2006). This is an effective decision-making tool as it takes into account resources and preferences, information constraints which allow managers to take better decisions on the basis of this information. You need to change a variable to perform a marginal analysis on the basis of that the amount of an input you are using or the volume of output you are producing. The increase in total benefits is if one more unit of the control variable is added once you can identify that variable should be decided. This is regarded as added unit's marginal benefit. Similarly, the added good's marginal cost should also be calculated.
· SWOT Analysis- A SWOT Analysis will help you know about the forces which affect a strategy or an action. You can then use this knowledge to lead you in the right direction to enhance your business decisions(Phadermrod et al., 2019). Swot analysis is an analysis which is performed to determine the core strength weakness opportunities and threat of the company or business. A cooperative strategy can also provide a deeper insight which can lead to potential opportunities and risks which we may not have been able to identify on our own.
· Decision Matrix- A decision matrix can bring clarity to the disarray when dealing with multiple choices and variables. A decision matrix is equivalent to a set of pros/cons, but it requires every variable to be assigned a level of importance. Thus, you can weigh the different options against each other more accurately(Olabanji & Mpofu, 2014). It is a collection of values in rows and columns that helps an analyst to consistently classify, examine, as well as rank relationship quality between interest and knowledge sets. Elements of a matrix of decision indicate decisions based on certain principles for judgment.
· Pareto Analysis- Study of Pareto is a valuable systematic method in which many potential courses of action fight for consideration. Essentially, the problem-solver analyses s the advantage of each action, and after this selects a number of the most appropriate actions which re the most effective one and can that provide a large number of benefits that is reasonably close to the maximum possible.
Dashboards enable managers and executives to obtain information in one system from multiple data sources so that they can see how the business performs against their goals. In addition, company data can be accessed in real time, allowing managers to make quick decisions and adjustments based on what works and what doesn't. You can't stop there once you've decided that tactics work better in your decision-making. It is too important to be able to make the right decisions consistently. In fact, the effectiveness of decisions is correlated with financial performance by 95 per cent, so it is critical for managers to keep track of their decisions and how they turn out. Decision making is an ongoing process, and using data dashboards is the best way to keep up. One of the most effective way through which they will be able to solve out the problem is selecting a proper analysis tools from the ones explained above. SWOT analysis can be used in this context. 
SWOT analysis of the company
Swot analysis is a strategy technique of analysing the core and potential strengths, weakness, opportunities and threats in the business environment SWOT analysis are effective to carry a study of both internal as well as external factors of business and firms and its environment in which it functions. A SWOT analysis can be used by existing companies to evaluate their current situation and to determine a strategy for moving forward(Phadermrod et al., 2019). The SOW analysis of the organisation is done below:
1. Strength-
· It includes determining the business processes which are successful
· Identifying the assets in the team which includes knowledge education, network skills etc.
· Researching on the financial assets inside the organisation which includes equipment, technology etc.
· Analysing the competitive advantages of the organisation
2. Weakness- 
· Lack of organisation in work discrimination
· Continuous shifting in the problems
3. Opportunities-
· Implementation of proper decision-making tools and techniques
· Inspecting each and every corner of the organisation to identify and remove potential threats
4. Threats-
· Lack of motivation of employees
· Increase harassment and discrimination in the workplace
PESTEL Analysis
A PESTEL evaluation is an analysis used by advertisers to analyse check evaluate as well as identify factors affecting a company in its external environment. Pestel analysis is the analysis of different factors like political, economic, social, technological environment which directly impacts the survival and functions of business. The PESTEL Analysis of the Organization helps to determine the different sorts of factors which are making an impact in the welfare of the organisation and affecting their productivity at the same time as well(Rowland, 2017). These include the following things:
1. [bookmark: _GoBack]Political factors- political factor is related to how the nation, its government and its policies intervene in the market and to what degree. Government policies, political stability or turmoil, foreign trade policies, environmental law, labour law,  tax policies, trade restrictions, and so on. And, it is evident these factors often have an effect on organisations and how they perform business. Organisations should be able to follow and work in consideration of existing and expected future laws 
2. Economic Factors- These factors have a significant impact on how a company performs its business activities and function properly. The different economic factors influencing business and its environment are economic policies, rate of interest, exchange rate, unemployment. Economic factors influence the organisations to a great extent and business must be able to function in accordance with these factors. For example, if economic policies are changed, it directly affects the business policies, and we must bring changes on how we perform business.
3. Social Factors- Social factors includes the aspects and elements related to beliefs and attitudes of people who are also recognised as socio-cultural factors. This part includes the demographic characteristics, culture, traditions, norms and values, beliefs of people in the environment of business where it operates. The social factors influencing organisations can be age, growth rate of population, cultural barriers, religion etc.
4. Technological Factors- These factors are related to advancement and innovation in the field of technology, science, communication which put a great impact on the operations and functioning of the industry and the market. Innovation, research and development, technological changes, automation etc. are the major elements related to this These factors may affect the decisions regarding whether or not to enter or not certain industries, new markets and whether or not to launch or introduce a new product, or outsourcing production activities abroad. 
5. Environmental Factors- These factors also affect the business and its smooth operations. The environmental factors are related to environmental issues, insurance policies, natural environments, energy consumption, and so on and environmental analysis should also be done in order to know about the natural condition and environment of business in which it is operating and performing its activities and hence the activities should be carried out in such a way that it doesn’t hamper the natural environment and put hazardous impact on it.
6. Legal Factors- legal factors is related to legal policies, reforms, rules, laws and regulations which put a great impact on the operations and functioning of industry, market and business. They include laws which are more specific like antitrust laws, employment laws, consumer protection laws, copyright, regulations on discrimination, and patent laws. Business organisations must trade and perform activities without violating any kind of laws and regulations.
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	Stakeholder
	Interest
	Major issues
	The vehicle of Communication 
	Frequency
	remarks

	Manager
	2
	Managing the employees
	Conducting an analysis identifying the threats
	Weekly
	

	Management staffs
	1
	Controlling the management system
	Planning and using proper tools and analysis for effective management
	Monthly
	

	Employee
	1
	Understanding organisation policies
	By providing training and assessing the employees
	Monthly
	



Fishbone diagram of organizational development 
[image: ]	
   
This diagram represents way of building communication strategy with the employees inside the organisation.  This includes ways of developing communication, trust, processes and maintaining a sustainable environment among the employees. 
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