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Individual report 
This essay will focus on the application of problem-solving tools and procedures to identify and suggest solutions to discrimination in the workplace.  
Discrimination is a dastardly act in various organizations. This usually leads to unfairness which happens when a specific category of individuals is treated unjustly (Elei, 2016). 
Fundamentally, corporate organizations have the responsibility to provide the same job opportunities to individuals of different genders, color, ethnicity and religion amongst other personal qualities (Elei, 2016). Based on evidence, discrimination discourages employee, and it leads to reduction in their job satisfaction (Denissen, & Saguy, 2014). An organization will achieve their goals when their employees are well motivated and given equal and fair treatment (Denissen, & Saguy, 2014). 
Discrimination may result in various health effects for employees and lead to financial instability and a decline in enthusiasm for the workforce (Elei, 2016). Similarly, Andrews & Ashworth (2015) also stated that there are some physical and mental health impacts associated with discrimination which includes stress, depression, cardiovascular diseases, and high blood pressure. They added that when an employee anticipates iscrimination at work it can lead to both cardiovascular and psychological health effects. These health effects may lead to several other effects on the organization. The employee affected will not be able to perform optimally and this will affect the productivity of the organization, they may also run into loss financially and fail to meet their organizational targets (Andrews & Ashworth, 2015). 
In order to inform the decision-making process for organizations having this problem at work, there is a need to analyze discrimination and determine the adverse effects it causes organizations so that the problem can be solved and to do away with the effects it brings (Avery et al, 2008). 
Avery, McKay & Wilson (2008) suggests that there are several solutions that can be applied to fix the problem of discrimination in the workplace. It is required by law for organizations to enforce policies guarding against discrimination by putting measures in place which will prevent episodes of discrimination from taking place in the workplace (Avery eal, 2008). Some of the ways to prevent discrimination are enumerated below. 
There should be policies and sanctions written or typed on paper, in the employee’s employment letter and on the company’s website so as to guide the whole workforce and instill professional ethics within the workforce to be able to prevent discrimination (Laci, et al., 2017). Furthermore, (Laci, et al., 2017) pointed out that the guidelines should include protocols relating to how and where to report discrimination events. 
Another solution is educating the employees about anti-discrimination policies via seminars and email reminders regularly. These seminars and email reminders should be aimed at enlightening all employees on the different kinds of discrimination within the workplace and how they can stand on their rights (Laci, et al., 2017). In addition, the seminars and email reminders should educate the employee++++



s the modus operandi in relation to making complaints about discrimination scenarios within the workplace (Laci, et al., 2017). 
One other way of preferring solution to discrimination in the workplace is always maintaining professionalism at work during work hours. Professionalism entails being polite, respectful, matured and competent (Becton, et al, 2017). When professionalism is maintained, boundaries will be respected, politeness maturity and competence is upheld. However, when unprofessional conduct is permitted in the workplace, it can trigger different discrimination events at work. But when professionalism is upheld in the workplace, it maintains order and puts the attitude of employees towards one another in check (Becton, et al, 2017). 
Another solution is investigating and giving sanctions to perpetrators of discrimination. When all employees know that such actions are investigated on and there is a sanction or penalty available for all discrimination actions, there is a high possibility they discontinue such actions (Kamasheva et al., 2013). This is essential in order to make employees take their organizations serious in relation to advocacies regarding anti-discrimination (Kamasheva et al., 2013). 
Similarly, the organizations should have clear and firm guiding principles in relation to the investigation processes and set aside a team that will do the implementation and should be fair in their conclusions and judgment, thus maintain fairness and confidentiality (Kamasheva et al., 2013). 
Lastly, there should be a review of the organization’s procedures and decisions so as to prevent unintended discrimination. In some instances, discrimination may occur as a result of the fact that the company has not reviewed and updated its policies in order to accommodate employees having disabilities or any other health challenge that is not covered in the current organization policy (Kamasheva et al., 2013). Therefore, it is essential that organization review and update their policies in order to accommodate all types of employees (Kamasheva et al., 2013). 
Decision making techniques
Decision making is the process whereby choices are made by recognizing a decision, gathering information about it, analyzing alternative solutions, weighing the evidence, selecting among the alternatives, acting and reviewing one’s decision 
These decision-making techniques can be used to assess a range of solutions for discrimination and when they are used systematically following a step-by-step order, it leads to a more intentional, careful and well-thought-out plans and this usually results in the choice of the most appropriate alternative solution to the existing problem (Kotler et al., 2009). 
The first step is identifying a specific decision to take which must be clearly defined (Kotler et al., 2009). In this case, the decision is to put a stop to discrimination at work 
The second step is to gather relevant and significant information in relation to the decision that is about to be made to be able to guide the decision-making process. It is also important to know what exact information is required, the most accurate sources of such information and how to acquire it (Kotler et al., 2009). It is important to note that this step involves acquiring information via a procedure of self-appraisal and getting some of it online from e-books and other individuals and other sources (Kotler et al., 2009). In this case, information about discrimination should be acquired by assessing the people involved and getting some online, reviewing the global laws and ethics in the workplace. 
The third step is to determine many other actionable steps to take as one is acquiring the necessary information. One can also use their imaginations in the process of getting information and list all the potential and required alternatives. In this case, all possible solutions are listed such as anti-discrimination policies and sanctions written on employee employment letter so that everyone is aware, educating all staff about anti-discrimination policies, investigating all reported cases thoroughly and penalizing the offender. 
The fourth step is weighing the evidence which is carried out by drawing on the information gathered and on emotions to imagine what it would be like once each of the alternative solutions is implemented from start to finish (Kotler et al., 2009). Evaluations are carried out to check whether the decision taken in the first step about putting an end to discrimination at work is resolved when you carry out each alternative solution. As the evaluation is being carried out, one may start to prefer some alternative solutions above the others especially when they look like getting more results and helping organizations to reach their goals faster. Then the alternative solutions are placed in an order of priority depending on one’s value system (Kotler et al., 2009). 
The fifth step entails choosing among the alternative solutions once one has weighed the evidence. At this stage, selection of the alternative solution that seems best is done and one may even select a range of alternative solutions instead of choosing just one (Kotler et al., 2009).in this case, one may choose regularly educating the employees on anti-discrimination policies and promptly penalizing the culprit once investigation has been carried out.    
The sixth step requires acting by implementing the alternative solution chosen in the fifth step. In this case, implementation of regularly educating the employees on anti-discrimination policies and promptly penalizing the culprit is carried out as soon as possible. 
The seventh step which is the last step is about reviewing one’s decisions and the consequences. In this step, one would have to review the outcome of the decisions and assess if the problem has been resolved or not. If the decision has not resolved the problem, one may have to repeat some of the procedures in order to make another decision. As an illustration, one may need to acquire a more comprehensive information about anti-discrimination policies. 
Plans to implement the solution  
[image: ]
The first step to consider in the implementation process is to define goals. One must decide what they anticipate achieving when the project is completed, such as eradicating discrimination in the workplace. One should start by writing and documenting project objectives, and this can assist in having a structure for one’s project plan. In addition, questions like what the deliverables are the project team is aiming to achieve should be asked and answered and which stakeholders do they plan to share them with (Allio, 2005).
The moment one has acquired relevant and adequate information on the project goals, the next step is to conduct research through qualitative and quantitative methods. The research can be conducted alongside other professionals who have adequate knowledge. The research outcomes must include the timeline, budget and team members (Allio, 2005).
The third step is to map out the potential risks that may be involved. Risks are those events or anything that may adversely affect the implementation process and impede project outcomes. One can develop a risk register and prioritize the potential project risks and consequently prepare for them properly. One can also conduct a SWOT analysis (analysing the strengths, weaknesses, opportunities and threats) of the project (Allio, 2005). 
The fourth step is scheduling milestones which involves tracking one’s progress during the implementation stage. Milestones act as metrics to measure the extent of implementation and what is left to do (Allio, 2005). In order to visualize the milestones to keep the project team on track, the use of Gantt chart is suggested as this can help to visually monitor the status of the project. In the case of eradicating discrimination at work, different milestones would be set such as regularly educating the employee about the anti-discrimination policies, investigating all complaints about discrimination and penalizing every culprit involved. 
The fifth step entails assigning tasks to specific people on the project team so that there can be accountability (Allio, 2005). By doing this, one can easily evaluate how each of the team member is performing and progress is well monitored. The use of RACI chart may come in handy as a tool in project management to enable clarify roles and tasks (Allio, 2005).
The last step is allocation of resources which is one of the most effective ways of reducing risk. The resources needed should be prepared and set aside and readily available for when it is to be used (Allio, 2005). This is essential because one should not run out of resources during the implementation of the project. Resources such as money, professionals, software’s, gadgets, and any other essential material (Allio, 2005).
Communicating to relevant stakeholders 
A communication plan in project management ascertains how key information will be communicated to relevant stakeholders during the project implementation. It also helps to determine who will receive the communication, how they will get it, when they will get it, and the frequency with which the information will be given to them (Forman, and Argenti, 2005).
To this essay in solving the problem of discrimination, an email system of communication will be used to communicate with the relevant stakeholders regularly until the problem is finally resolved. Furthermore, they will get reports about eliminating discrimination the last Friday of every month. 

Appropriate monitoring and review techniques to guarantee successful implementation of the solutions. 
Some of the standard monitoring and review techniques used are supervision, assessment, appraisal and feedback in order to ascertain that a project is being carried out to meet their goals and objectives. These techniques determine how successful a project’s inputs are converted into the outputs (Forman, and Argenti, 2005).
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