





























                 





                                                       Problem solving and decisions making 

                                                                            Bmsw4004 ( Lon )

                                                                 Student name : Raynel Dors
                                                             Student number : 1908587
                                                                Lectures name : Tanja Nathan








1. [bookmark: _Toc64637683]Introduction
Workplace problems are a growing concern across the world. Individuals may experience communication issues, problems with the management, stress at the workplace, bullying, and harassment and these are not limited. These issues affect their efficiency, health and in some cases lead to suicide as well (Yamada, 2011). This report is based upon the review of the workplace bullying issue and it also covers the variety of alternative solutions and to ensure the successful implementation of the solutions provided.

2. [bookmark: _Toc64637684]Scope and Impact of the Problem Identified for the Decision-Making Processes
Among all, workplace bullying is considered to be the most complex problem globally. Examples related to bullying at the workplace are unfair treatment, continuously undermining someone, denial of someone’s promotion opportunities and it can happen in any way. There are different measures that organisations and the stakeholder can bring into operation that will alleviate the impact of this problem and curb it. Workplace bullying could be considered an elusive concept and challenging, at first, it is hard to grasp the scope of the act of hostility bullying implies and secondly to quantify, but also it is needed as the numbers of victims are increasing day by day (Anjum et al., 2019).  This leads to anxiety, stress, feeling of powerlessness, and it makes individuals exhausted, impatient and upset that directs them to anxiety disorder PSTD which is caused by exposure to traumatic events such as bullying at the workplace (Rodriguez et al, 2010). Researchers related this to gendered theory, ass the matter of workplace bullying, different studies report that gender difference does not matter, while others investigated the differences (Giorgi, 2013). However, most of the study shows that mainly more women are the victims of workplace bullying than men (Salin and Notelaers, 2020).
Workplace bullying does not only impact the individual but also has complex consequences for the organisation. A few of the negative impacts that victims reported are extreme stress, insomnia, also severe posttraumatic stress disorder. Victims reported that they faced serious depression and it also lowered their self-esteem. Due to the feeling of continuous criticism, absenteeism, and inadequacy the organisation is also impacted negatively as it lowers employee productivity. This directly impacts the firm and lowers the production time and legal costs which are seen to be severe social costs to the firm (Tsuno et al., 2015).

3. [bookmark: _Toc64637685]Alternate Solutions to Workplace Bullying
To stamp out this issue from firms and create an environment with zero tolerance for workplace bullying, it is mandatory to take proactive steps towards this problem. 
· Mandatory Anti-Bullying Policy: It is mandatory to acknowledge that workplace bullying is an issue for any type of organisation and understand it may and can happen in the firm. There must be an authentic anti-bullying policy for organisation that every worker is aware of it, which shows that the organisation’s seriousness towards this issue and their commitment towards prevention (Georgakopoulos, 2011).
· Training: There is a need to provide training to all of the employees on the nature and consequences of workplace bullying and how to recognise it.  There must be an organised framework that ensures that any employee can use to report bullying in the form of a command chain, mentioning the required data of how and when to bypass it when the bully in question is the victim's manager or higher authorities (Georgakopoulos, 2017).
· Immediate Reporting: It is stated that the firm must set up an internal policy that empowers the employee to speak up with the fair of judgment. It is required to take any case of bullying seriously and must not justify any type of bullying report. Along with this, there should be a detailed framework that is followed for reported, claimed, and witnessed bullying cases, and also include a database to log and maintain a record of all the complaints and the procedure to take serious actions towards them. To ensure that the organisation acknowledges workplace bullying and takes essential steps and makes policies that eliminate this serious issue from any type of firm (Tehrani, 2011).
· Counselling: Individuals and groups have a purpose to minimise the bad impacts of workplace bullying and to restore the health of victims.  For victims, counseling is a recommended tertiary intervention. An integrated counseling program should be organised within the firm that will not only focused on victims but also other factors or workers involved in a bullying situation Also the investigation process must be introduced in the firm governed by the principle and natural justice.  Everyone should be guided properly and treated equally throughout the investigation process by allowing them to respond to any allegation made (Salin and Hoel, 2011). 

4. [bookmark: _Toc64637686]Decision-Making Technique for the Solutions to Workplace Bullying 
To make the organisations bullying free, it is essential to take necessary decisions towards the above-mentioned solutions of workplace bullying. When the incident approaches the higher authorities of an organisation or whether it has been recorded, they must further take serious actions towards it that will make the victim feel safe and secure. For an organisation to become bullying-free, increase its productivity and maintain employees’ loyalty and trust it is essential for them to make specified decision techniques that will ensure that the organisation gives equal importance to the bullying issue and ready to resolve it at its best (Tsuno et al., 2015).
Bullying a critical issue, therefore applying the Analytic Hierarchy Process (AHP) to the solutions is important for stakeholders while taking decisions (Bernasconi, 2010). This technique will be based upon three parts, firstly to acknowledge that workplace bullying is a serious issue. The second is to consider the different solutions that are available to resolve the problem. The last but the most important is the criteria to evaluate the solutions provided. In this regards AHP theory will be followed by these steps. Hence, as the training is required to educate employees even before the issue arises, to accomplish this purpose management should arrange training programs in which bullying behaviours will be discussed. Utilising the available resources and enhance to train workers so that they can deal with mistreatment (Nielsen and Einarsen, 2018). This training will incorporate improving workers' awareness about bullying, the code of conduct, behaviours (bearable and unacceptable), and techniques to manage workplace bullying in any form. This technique will make the victim feel comfortable and heard.
Another decision that will reduce workplace bullying is to ensure the victim is encouraged to report. This includes a risk management method to alleviate the risks of employers and reduces employee mistreatment. The purpose of motivating victims involved advance direction and making employees aware of workplace bullying to enable victims to take action and without any fear, they can report mistreatment (Oliveira et al., 2018). Moreover, one of the very effective techniques towards decision-making of workplace bullying is to maintain a strong and proficient HR Business Partner Model. This model highlights the risk management scheme to help eliminate workplace bullying. HR represents the main function of any organisation (Fusch et al., 2016). The HR should work as a problem solver for organisations, together with authorities, and strengthen the efficiency of the group to minimise workplace bullying. HR business partners enforce and monitor workplace bullying prevention policies and guidelines to eliminate this problem.

5. [bookmark: _Toc64637687]Implementation Plan of the Solutions
Once the solutions are figured out towards this intense problem then a plan should be made to make successful implementation solutions. Hence, the plan to mitigate bullying will be implemented for solving through a zero-tolerance policy. The objectives of this are as follows;
· To promote a zero-tolerance policy among the organisational stakeholders 
· To support staff members to prevent, identify, and understand bullying and its impact on the organisation.
· To develop specific anti-bullying training programmes that can promote a good relationship between employees.

[bookmark: _Toc64637688]5.1. Enforce Zero-Tolerance Policy
To promote anti-bullying practices, a zero-tolerance policy is an efficient method that must be utilised by organisational authorities. It required workers to stop unacceptable behaviour, or face the result of these behaviours in the form of termination. Firm managers must engage in specific actions to highlight the commitment to maintaining a zero-tolerance environment to prevent workplace bullying (Oade, 2018). It comprised an HR practice based on enlarging a positive culture, which was a precursor for employee well-being.

5.2. Support Staff Members
Bulling is something that is not accepted at all. When it happens, again and again, we speak to the person and if the behavior is not changed then the person is fired immediately. This will show that this behaviour is not tolerated at any cost (team members or leadership level). The zero-tolerance policy make is where people are held responsible. When other workers see this, it will a message to all of the workers that workplace bullying will not be tolerated at all. In case that leadership does not address this, workers will feel it and the chances are good workers may leave the organisation. As there is a fine line between workplace bullying and people who feel discriminated against (Farmer, 2012). So Human Resource team must find the difference between both because, in zero tolerance theory, there is zero-tolerance for both. This will make it clear that if someone wants to work in this firm, they must acknowledge that there is a specific code of conduct and values which we feel strongly about.

5.3. Training Programmes
The training will be conducted for employees that will inform the employees of their rights at the workplace. Employees are required to know the conduct guideline and policies that are present. Authorities and leadership should also be very sensitive towards these situations and follow the guidelines. The study shows that implementing a zero-tolerance policy was an effective approach for firms to reduce bullying in the workplace and it also increased productivity. Study shows that implementation of the zero-tolerance policy is the most effective way to minimise workplace bullying (Cleary, 2010).

6. [bookmark: _Toc64637689]Communicating the Solutions & Reviewing the Techniques
The anti-bullying workplace plan will be communicated with line managers, human resources, union representatives, who are mainly involved in the management and elimination of workplace bullying. These stakeholders are more likely to have a better understanding of the development, maintenance, and implementation of the firm’s initiative which is formed to deal with workplace bullying. 

[bookmark: _Toc64637690]6.1. Line Managers
These people have the main role in identifying and dealing with workplace bullying and incivility (Rayner and Lewis, 2011). Most of the anti-bullying policies direct the workers or victims to approach line managers in the first place. However, this approach can be limited if they are also involved in such activities. But the involvement of the line manager plays a key role in addressing such issues at the workplace (Woodrow and Guest, 2014). In short, line managers must have skills through which they can review and intervene in suspected cases of workplace bullying (Rayner and Lewis, 2011).

[bookmark: _Toc64637691]6.2. Human Resource Professionals
In any organisation HR professionals play a key role in anti-bullying initiatives (Cowan, 2011). However, the anti-bullying policy rarely shows the HR department as the key contact person for reports. Human resource staff is counted as the most trusted listener and the third party that investigator, who can advise management towards this issue (Cowan and Fox, 2015). However, HR practitioners perceive the reports differently to victims.

[bookmark: _Toc64637692]6.3. Union Representatives
According to the review, union representatives' involvement to prevent workplace bullying is limited. But they might play different roles including as point of contact for victims to get details, further, it also disseminates the information regarding the firm’s anti-bullying steps. 
Hence, to review and monitor the success of the implemented plan, the following KPIs will be taken into consideration;
· Improved performance of employees, and reduced negative feedback.
· Reduced rate of employee turnover
· Manager and employee satisfaction score

7. [bookmark: _Toc64637693]Conclusion
Based upon the above study of workplace bullying, its impacts on the workers, and the alternative solutions it can be concluded that workplace bullying is something that cannot be tolerated. Well, it can be terminated through a zero-tolerance policy, and risk management assessment, and also by the internal stakeholder involvement towards this issue. The study highlighted that solving this issue will bring positive social impacts in building people's self-esteem and productivity, and not only this but it will also enhance the company’s productivity.
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