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Introduction
Problem solving and decision making skills are one of the most important (find a word for crucial) skills needs for the workplace. Cherry (2019) states that problem solving is a mental process that people go through to analyze and solve problems. This involves steps such as discovery of problem, the decision to tackle the issue, understanding the problem, looking at the available options and taking action to achieve your goals. In order to solve a problem effectively, such as sexual harassment you will need to use other skills such as researching skills, team-working, emotional intelligence and decision making. This report aims to describe the complex issue of sexual Harassment in the workplace. While exploring the problems, impact and scope of sexual harassment in the workplace.  Interpret the problem of sexual harassment from a (theoretical) perspective to propose two possible solutions. For example, using models such as the fishbone analysis to establish the root causes of sexual harassment. The report will then evaluate the proposed solutions after understanding the root cause of sexual harassment. The organization I will look at is Aspiration Care LTD which has been established for the last 20 years in the Care setting. 

The issue-sexual harassment: 
What is sexual harassment? 
Williams (2017) says that sexual harassments defined by the equality act of 2010 is the “unwanted conduct of a asexual nature which has purpose or effect of violating someone’s dignity, or creating an intimidating, hostile, degrading, humiliating or offensive environment for them MacManus, S.A. and MacKinnon, C.A. (1980) conceptualised sexual harassment as the subordination of women by men through sexual conduct and argued that this was a form of sex discrimination. 
Types of sexual harassment behaviour take in the form of these examples: unwanted sexual advances which are unwanted telephone calls, texts or material of a sexual nature or stalking a person.  Unwanted sexual contact includes unwanted touching, stroking, squeezing or brushing against a person. Sexualising conduct which is also sexual innuendos, comments, questions, sounds or gestures this can also be seen as sexual objectification.  Sexually-based degradation is name-calling such as whore or slut, sexual taunting or even mock rape and Gender harassment is denying women’s ability to do a traditionally male job this must common in workplaces. The causes of sexual harassment have been attributed to power relations between both men and women and the treatment that women have been subjected to through the ages. The mindset towards women as opposed to men has been that women are subordinates, housewives, the homemakers and nothing more. This has been linked to the treatment of women at work including the issue with the gender pay gap, the type of position women may receive within the workplace as result of being a women also the lack of discretion towards the female autonomy. 
However, the impact of sexual harassment in the workplace such as Aspiration LTD  is an ongoing issue, as of 2018 it has been revealed by surveys that over a third of women have experienced workplace sexual harassment, with young women reporting the highest incidence at 62%. Harassment reported by women in the survey included suggestive remarks or jokes of a sexual nature (27%) and unwanted comments about appearance (25%) (Prospects, 2018). These statistics show the magnitude of sexual harassment in the workplace. The impact that sexual harassment has on mental health and physical health often leads the victims of sexual harassment to suffer from “anxiety, poor sleep, depression, loss of appetite, headaches, exhaustion or nausea” and often “victims feel humiliation, mistrust, anger, fear and sadness” (commons, 2018). Sexual harassment has potential of leading to financial challenges such as loss of wages, unpaid leave and even loss of job references. Some victims decide to leave there place of work to avoid an uncomfortable work environment that may cause mental health and physical health issues. The growing problem is that women and even males are either not telling anyone about their sexual harassment experience or the workplace do not take the claims of sexual harassment with seriousness. For example, 71% of those who would be likely to report an incident of sexual harassment if they experienced it, said that they would feel comfortable reporting it to a line manager (YouGov, 2018). 
This statistic shows that line managers are seen as important people to go to report incidents such as sexual harassment. 
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YouGov (2018) highlights the facts that there is a lack of awareness at the most senior levels of employers about the extent of sexual harassment in their workplace or organisations. The scope of this problem of sexual harassment is not just limited to the end results, but also impacts the environment, workplace culture, the engagement between employees, the workflow.
Interpreting the information
The problem of sexual harassment can be understood by analysing the various models which help evaluate the process, cause and effects of sexual harassment in the first place. Tangri et al (1982) presented that there are three models that explains and identifies the reasons why sexual harassment occurs. One of the models to help understand sexual harassment is the Natural or Biological model which explains that “sexual harassment acts as a natural occurrence for individuals who are seeking sexual relations” (Hinkley, nd). However, the idea of seeking sexual relation is seen as natural, sexual harassment is (inappropriate) attempt to find sexual gratification. Sexual harassment is an inappropriate expression of men’s (strong sexual drives) and or sexually offensive behaviour which fail to compliments from a man who is sexually attracted to another woman.  This model denies claims that sexual harassment lead to sex based discrimination, especially against women.  
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The socio-cultural model asserts that sexual harassment is part of and a direct result of the patriarchal society in which men seek to dominate women. This shows that harassers are typically men and victims being women. This is evident as the system hold men to the majority of power and thus masculinity is glorified because both masculinity and power are (bound) together. This power is inherently sexualized. In turn men assert their power by asserting their power by sexually dominating and harassing women especially in the workplace.  Andrea Dowrkin wrote, women “are treated as if we are subhuman, and that is a precondition for violence against us” (Berlatsky, 2017). Organizational model (claims) that harassment is a result of hierarchal institutions. The asymmetrical power relationships within organizations provide the (avenues) for individuals to extort relations with their subordinates (Hinkley, nd). This is similar to ‘quid pro quo’ harassment where threats or bribes are used in exchange for sexual activities and using a position of power to gain sexual access from a subordinate, this might be a CEO using their workplace powers to extort sexual favours as a condition of their employment  from their employees by being intimidating and controlling.
Another theory of sexual harassment is offered by Elizabeth Anderson. The theories include sexual equality, formal equality and dignity theory. The theories describe sexual harassment in terms of the harm or injury done to the victim, the extent of which the victim is harmed and the type of conduct that brings about the harm. 
One of the theories is that Anderson.E(2006, pp.307) states that sexual equality theory shows that  sexual harassment is the subordination of members of one gender, in this case women by members of another conduct, in this case men. It is a pattern of sexual behaviour that constitutes and contributes to the oppression of women by men because members of the latter experience their powerlessness as members of that group. In this society this means the domination of men over women and the power struggle between the two genders.  Formal equality claims that sexual harassment is discrimination against individuals on the basis of their gender, through sexual conduct this “includes biological sex, gender, and sexuality, where the latter includes sex orientation, identity, and all modes of self –presentation as a sexual being” (Anderson.E, 2006,  pp.305). This is formulated under the anti-discrimination legislation. Also, Anderson.E (2006, pp.292) says that sexual harassment is the intimidation, tormenting or humiliation of individuals through any conduct related to their sexual orientation or gender. However, this can lead to calling sexual self-expression (especially from gay or bisexual people) sexual harassment on the grounds that it could offend others.   
Proposed solutions 
Based on the identified problems of sexual harassment, there are multiple solutions which can be implemented to help solve this complex issue. I will be proposing these methods can be formal types, informal and or semi-informal types. Informal methods are those where employees within the workplace of aspiration care LTD are given time to know each other in a casual and friendly setting. For instance, outing or group dinner. Such methods tend to assist employees in building rapport with one another and not work centred. However, this method can be dangerous to some extent for both women and men as that harasser can take advantage of the relationship built between the two parties and use that to initiate sexual favours, unwanted dances and sexualising conduct within the workplace. 
Formal methods - one proposed solution is developing a policy change for anti-sexual harassment in the workplace as a strategy of prevention and updating employers’ policies and procedures. By creating a clear anti-sexual harassment policy, that all employees must (adhere to) which would also be outlined in employee handbooks as well as made aware to new employees. The policy will define what sexual harassment is and the process for employees to make complaints and claims. This means “employees need to know exactly what it is and is not allowed and what to do if they believe that a co-worker has crossed the line” (Hamlin, 2019).  Also, Hamlin (2019) shows ways in which harassment is documented by collecting notes on the initial complaint this includes the date and time of the conversation, any formal written complaints provided the victim, notes related to conversation with the accused, with the date, time and witnesses and written documentation. Policy changes towards sexual harassment are to help employers know how to handle sexual harassment claims; this might be by conducting a full investigation of harassment claims, even if they might lack proper evidence. By investigating claims and changing policies towards sexual harassment, this will make employees feel more comfortable coming forward with their claims and also, make employees understand the sheer importance of what may happen if they sexual harass another colleague. 
Semi-informal methods- The second proposed solution is to provide the education and information about sexual harassment to all employees in the workplace on a consistent basis. This flow of information and open dialogue about sexual harassment in the workplace will remove the restriction of silence surrounding the subject of sexual harassment. Setting up personnel and office meetings amongst employees where even high level leaders of the companies (CEO), line managers and even HR staff. In these informal setting, employees do not need to stick to a work related style of question, and can interact with senior leaders on various concerns they may have. 
 As well as group discussions and problem solving groups which can be seen as effective in this respect. These types of discussion can be done through face to face interactions. Team leaders during the training may choose to impose a closed discussion with one or more of employees that may find it hard to understand the concept of sexual harassment or may be victims of sexual harassment.  Staff should be informed of best way of coping with hostility by creating informative guidelines for the staff on sexual harassment.

Fishbone analysis of proposed solution 
Using the Fishbone analysis tool, it will provide a systemic way of understanding the problems of sexual harassment and the root causes of those problems. The diagram will help categorize the potential causes of problems or issues in a systemic way and help identity the issues. On the completion of the Fishbone analysis, identified a recurring root cause of sexual harassment that I anticipated was an issue from the in-depth explanation of sexual harassment above. 
The recurring root cause was supervisors and managers which where both seen in ‘People’ and ‘procedures’.  In procedures the managers and supervisors are the first point of contact for an employee and victim of sexual harassment to discuss their claim and deal with this information at the expense of the employee whether it being serious or not. Managers and supervisors are on the front line when it comes to managing employee (behaviour) and needs from work. They are supposed to enforce the code and conduct of the company onto the employees, so that a culture of harassment does not occur in the workplace on any occasion. 
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Another root cause of sexual harassment identified is Employee rights. The rights of employees are often not met within the workplace this often leads to an increase in sexual harassment cases and complaints among staff. Employees should be reminded that rights such as: 
“The right to a workplace free harassment                                                                                                                                  The right, to report inappropriate conduct without retaliation or repercussions                                                      The right, as a witness or confidant to report inappropriate conduct without retaliation or repercussions                                                                                                                                                                              The right to a quick and thorough investigation that is confidential as possible                                                                    The right to seek mental or physical health help in a variety of ways” (Yahnke, 2019)
In this case you have the right as an employee of that workplace or organisation to report behaviour unsuitable for the workplace, that you may have experienced, witness or were informed about. This means that you are also entitled to a (quick and confidential) investigation into your allegations. Employee also has the right to not be penalised for using any assistance programs which includes: “Paid mental health or sick days, employee assistance program, on-site counsellors, therapists and health insurance that covers external therapy” (Yahnke, 2019).
Additional root causes 
Misusing liberty in this modern day society gives a lot of privileges to the nuclear family which makes them misuse opportunities intended for good for the wrong causes. 
Lack of values is a another big contributor to sexual harassment because if they don’t value the individual they said individual may have tendencies to subject the individual to a less value human being which leads to undoing whatever he or she does in a workplace such as Aspiration Care LTD . This can lead to self esteem issues, fear and anxiety. 
Implementation of plan 
Analysing and identifying the root causes of sexual harassment using the fishbone analysis is necessary to ensure that the plan is in the right direction. If the managers and supervisors were to make decisions on how to implement the best solution for the complex issue of sexual harassment. 
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Providing education though training to employees in the workplace this will give employees the information about sexual harassment that might have not been exposed too. This will help victims of sexual harassment come forward because of the informal environment that sexual harassment is not usually in. 
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Evaluation of proposed solutions
Both formal and semi-formal methods identifying solutions for sexual harassment have their own set of advantages and disadvantages, and the decision to choose the most appropriate method would depend on the context. I will be evaluating the solution one and go into depth about the “development of policies”
The analysis is described below: 
A culture of respect in the workplace 
Employers have a commitment to their employees and vice versa. The commitment on both parties is to understand that the workplace and or organisation work on the premise of diversity and inclusivity which should be outlined in the policies and procedures of the workplace, especially towards anti-sexual harassment. Setting out an appropriate culture starting from the employers where employers recognise that sexual harassment should not be tolerated in any shape or form, and this decision should be respected by employers and employees of that company. Employers, in this case managers and supervisors have a duty to prevent harassment from taking place by making sure they review the policies and practices and making sure it communicates the idea of ‘zero tolerance’ sufficiently  to the employees. Once policies and practices for sexual harassment are in place and are reviewed cases of sexual harassment should be sorted out as soon as possible. This will ensure that the culture and integrity of the workplace is upheld and also that sexual harassment is not seen as a taboo. 
Providing training on sexual harassment
As part of developing the policies of sexual harassment, similar to solution two parts of policies and procedures should be mandatory training for staff on this issue by providing detailed and easy to understand training on the issues surround sexual harassment, the policies and procedures. These types of training will give employers the opportunity to explain policies and procedures that the employees might not understand. Training can be a departmental basis such as HR, finance, management, senior team members and directors on how sexual harassment policies work and how the investigations surround work as well. Additionally, Gender issues amongst employees should be explored as well as an understanding of diversity; this may come in form of race, religion, gender, sexuality and so forth. Training can also be given to show employees what to do if they were seeing a situation of sexual harassment and how to prevent it from happening or even re-occurring.
Using learning approaches
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Explanation of the training evaluation:
1. Did participants like the training?
2. Can they distinguish sexually harassing behaviours from other behaviours? 
3. Has their behaviour changed? If an employee tells another employee she has been harassed, is appropriate action taken? 
4. Has the training had an effect of the culture of the company (Gelhaus, 2017) 
Using this approach to learning training amongst employees will lend itself to be more effective and useful.
Other solutions 
Other solutions like newsletters within the workplace, face-to-face discussions amongst team members, or workplace meetings may be another suitable as strategies within the workplace to combat the issue of sexual harassment. This is because; Newsletters are essentially a way of communicating weekly developments within the workplace as well as meetings, it can also be a forum where people who do not attend the meetings are able to see what was discussed. They do not facilitate an information exchange, mutual discussion, or mutual collaboration. They are essentially useful for consolidating information and to a large workforce. Likewise, team member meetings are essentially conducted by senior leadership, such as a manager or a supervisor for making important announcements; this could be the change in policies or further educating and training individuals in the workplace on the sexual harassment matter. Lastly, face to face meetings may be suitable in some contexts like, when a team leader wishes to individually clarify expectations, behaviours or seek clarification from a specific individual or even managers concerning thoughts on the policies being implemented. As a team, it is not possible to individually engage in multiple face-to-face discussions, as it is both times consuming and impractical. However, policies and practices can change this and make it a long time requirement to make sure as an employee of the workplace that attendance is made and training is gone to.  
Reviewing policies against employee action 
Employers need to consider the policies in place for when a sexual harassment claim has been made by an employee in that company and whether this will affect the company financially in forms of discrimination lawsuits and whether insurance is needed to cover the company in times like this. Employees that have committed the act must be under sanction and have gone through the different stages stated in the policies and procedure handbook before deciding to terminate said employee because this may lead to employee making cases against the whole company. 
Other policies that back up sexual harassment 
Weiss (2018) makes it clear employers should consider implementing different policies that also align with sexual harassment. Implementing policies regarding consensual relationships in the workplace. Especially between employees and supervisors, managerial or reporting relationships. 
Monthly surveys 
They should be a feedback system implemented to ensure that policies are not only reviewed by the employer but also the staff at the workplace, so they can evaluate and provide opinion on improvements for next time. Monthly surveys are recommended to provide the right progress of the organisation. The surveys assess whether the team members are observing the improvements being made and whether they find the policies of sexual harassment useful and helpful in performing their work roles better, or if they believe further improvement are needed. By allowing employees have that company to have a input means that all employee needs will be able to be met. 
Conclusion 
In conclusion, the complex issue of sexual harassment within a workplace such as Aspiration care LTD has had a major impact on care setting and workplaces alike. Sexual Harassment creates and uncertainty and a hostile environment in the workplace. As we have identified that sexual harassment provides men and women the opportunity to initiate unwanted advances towards other men and women and this may not lead to just sexual advances but other discriminatory insults against someone’s gender, sexuality and or religion all coming under the same umbrella of harassment. In the report, it is clear to see that women carry the burden of sexual harassment because of their gender and sexuality but also because of the position they are in within society. To combat this disparity between sexual harassment and women (and, men who are also effected) developing anti-harassment policies as the main solution in the workplace is the best fit for this cause. As the policy change will bring a respectful culture to the workplace which will not only change dynamics but also attitudes, knowledge and the social system within the workplace. By adding a plan of implementation made for the solution to be implemented ensures the successful outcome of problem solving and deciding what to do about sexual harassment in the workplace. By evaluating the purpose of anti-harassment policies and understanding the role policies will have in the lives of the employees it was crucial to make sure I understood the different impacts that implementing a policy will have. 
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