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Introduction 
According to Taba (2018), there is a positive relationship between employee satisfaction and performance. Moreover, Wesarat et al., (2014, p.78) have mentioned that, in order for an employee to be satisfied at the workplace, he or she needs to be present in a happy working environment, which the employee is comfortable with. However, not every employee gets a happy working environment, which leads to dissatisfaction and poor performance. With that being said, almost every organization is subject to some problem, which requires tough decision-making. In relation to this, the following essay aims to discuss a complex problem related to gender discrimination that I noticed at my office. Moreover, the report will also develop several possible solutions and use decision-making techniques to figure out the best suiting solution to the problem. 
Discussion 
Description of the problem
No place is perfect. Due to the difference in general human nature, there are bound to be certain problems; this is referred to as discrimination. In relation to this, according to Assari et al., (2017, p.75), discrimination is defined as the difference in the treatment based on some attribute or some other factor. 
Anyhow, Similar was the case in my workplace. I joined the company three years ago as a business analyst. One year later, I was promoted to operations analyst position; I am running for the operations manager this year. As per the hierarchy, the operations manager position is followed by the department's senior-most position, head of operations. During my time in the office, I have noticed that the number of opportunities to showcase professional skills and talent available to the males is comparatively higher than those available to females. My first clue was that males occupied all the senior posts. 
The senior-most position given to a female was that of the operations analyst. Working in multiple projects with different people from my department and other departments, I was quite aware of who should be promoted based on performance; this includes several females. However, I never saw them being promoted. In addition to this, 2 of my female colleagues, with whom I have worked on multiple occasions, have been on the same position for almost two and a half years; whereas I am about to get a second promotion in the second year of my work at the office. From this, I concluded that, regardless of the employees' educational background, professional experience in the field, and workplace performance, female promotions are comparatively slower. 
Apart from this, when working with good friends, we tend to ask each other personal questions. During a deep conversation, I learned that most of the offices indulge in such discriminatory actions against females. Due to this reason, females usually switch from one organization to another, looking for a workplace that would welcome and appreciate their skillset and not discriminate on gender basis. This, in turn, led to a poor female employee retention rate. When working with different colleagues, I also got to know that, based on gender, there was a significant difference in the average annual salary as well; i.e., females' annual salary was comparatively lower than males. When I advised my female colleagues to take action against this discrimination, I was told that it was of no use, or "nothing ever happens". Thus, females kept on suffering silently. 
Information Gathering
[image: ]According to Sinha (2020), the problem discussed above is most referred to as gender discrimination. Furthermore, as Rajput (2019, p.174) mentioned, gender discrimination refers to different treatment based on gender, i.e. males getting more opportunities than females. With regards to this, as per Statista (2020), this issue is persistent in the entire United Kingdom (UK), as can be seen in diagram 1 as well, which shows that there is a considerable difference in the gender pay gap, and it varies with the age group. This was proven when females at my workplace were provided, comparatively lower opportunities and salary. Furthermore, Magsi and Wajidi (2016) have mentioned that gender discrimination is common in most countries in almost every society. In other words, this problem is present in the workplace; females get to be victims of discrimination in almost every aspect of life. In relation to the same, Churchill (2019) has mentioned that, among 153 countries, based on gender inequality and increasing pay gap, the World Economic Forum has ranked the UK on 21. Moreover, she has also mentioned that the UK used to be ranked 15, now it has been demoted to 21. This suggests that, as compared to other countries, gender inequality in the UK has increased. Diagram 1: Gender Discrimination Based On Age Group

In doing some research, I found that the UK government had noticed this issue several times and, thus, had addressed it in the national regulatory Acts. For example, the Equality Act 2010 and the Employment Act 2002. Apart from the national laws on the issue being discussed, an international regulatory body worked for such issues, the International Labor Organization. Apart from this, the Catalyst webpage mentions that most females have lost the will and motivation to get up into senior positions because there is a lack of female role models in such places. In relation to this, the webpage mentions that females consider such senior positions as 'unattainable.' Therefore, they do not even try to earn the position. Therefore, it could be said that females are not voicing their opinions, not demanding their basic workplace rights. As a result of this, gender inequality and the difference in the pay gap keeps on increasing. 
Possible Strategies 
This section will be covering a number of alternative solutions, each taking a much serious approach to the issue than the preceding solution. According to Kundu and Mor (2017), any department could significantly improve its performance if it encouraged diversity; this includes gender diversity. Therefore, if this concept could be explained to the head of the department or the relevant authorities in the senior-most positions, they could directly participate in the issue and eradicate gender inequality. Apart from this, the issue could be taken up with the human resources (HR) department. As per Meynerts and Rohloff (2019, p.251), the HR department is generally responsible for ensuring that the organizational policies and national regulations are followed. Therefore, it is the official responsibility of the HR department to correct this. Moreover, against the department's heads and the HR department, it could also be argued that the Equality Act, Employment Act, Equal Pay Act, Sex Discrimination Act, and many more. 
These acts are based on ensuring that the workplace environment provides equal opportunities and equal pay to the employees without discrimination. In addition to these acts, international regulatory bodies are also present to do the same, such as the ILO and the trade union or labour union. In regards to this, Bui (2018) has mentioned that the trade union's major responsibility is to ensure that the voices and concerns of the employees are heard. Trade union ensures that its members do not face any issue, in relation to their basic rights as an employee, in the workplace. Apart from this, as for the ILO, Valensy and Afrizal (2017) have mentioned that aims to come up with policies to protect employee engagement, treatment, and basic employment rights. Therefore, alternative strategies also include talking about gender inequality issues with the ILO trade union. However, to do so, the female workforce will need to unite to stand together and fight for their basic rights. 
Decision-Making Techniques
[image: The Structure of the analytic-hierarchy process (AHP) process. Source:... |  Download Scientific Diagram]As the name suggests, the decision-making technique refers to different frameworks that could be used to assist in decision-making. With that being said, according to the Change Board webpage, there are many techniques to ease the decision-making process, such as affinity diagrams, conjoint analysis, cost/benefit analysis, decision making trees, and game theory. Amongst the many options, the webpage mentions that the analytical hierarchy process is much more suited to solving complex workplace-related issues; in this case, gender discrimination. Diagram 2: Analytical Hierarchy Process

Moving on, as can be seen in diagram 2, this technique is based on identifying the alternative solutions and the criteria on which the final solution must be based. Alternative solutions have been determined in the previous section. The objective should be to solve the gender inequality issue and reduce the gender pay gap. The alternative solutions need to be short-listed based on this and, then, acted upon. With regards to this, gender inequality is a national issue, which has been addressed in national policies multiple times. However, action taken on this issue is not considered serious enough and, therefore, it has not yet been solved. Therefore, multiple strategies will be used simultaneously, i.e. making the heads of department and the HR department aware of the gender inequality and the national Acts that aim to eliminate the same. Another strategy will be to approach the trade union. 
Implementation of the Strategies
Once the strategies have been chosen, a plan needs to be formulated to implement those. The plan has been divided into four steps.  Firstly, as per the organizational hierarchy, the heads of the department will be approached with the issue. Nightingale, (2019, p.131), stated that this can help organsiations to be informed of the unequal opportunities and the difference between male and female employees' salaries. Secondly, after doing so, if their response is not satisfactory, then the issue will be taken to the HR department. The reason for doing so is that, as per Meynerts and Rohloff (2019, p.251), the HR department is responsible for ensuring that all the employees of the organization are abiding by the organizational policies and the national regulations. Based on the many national regulations and the organizational policies, it will be argued with the HR department that females have the right to receive equal pay and equal opportunities. Following the second step, after this is done, the third step the HR department will be asked to act upon it by conducting a formal meeting with the departmental heads. 
The meeting will aim to convince them of ensuring that there is no gender discrimination of any sort in the department. This is likely to solve the problem in our department. However, Anderson and Thomas, (2019, p.1001) states that considering that this issue is widely persistent in the organization, the HR department will be asked to involve the heads of other departments. Lastly, going to the HR department is likely to solve the issue. However, as a backup plan, the trade union will be approached with the issue. Then it will be left to them to deal with gender inequality in the organization. 
Conclusion 
Irrespective of the size of an organization, there are issues and problems in almost every organization. When I was about to receive a second promotion in my second year at the organization, I noticed that me female colleagues, who had been in the organization much longer than I had and were better at their job than me, did not receive promotions. The highest position given to a female in the department was that of an operations analyst, which was not conversing with them, I have to know that this gender inequality was quite common. Moreover, this was limited to the availability of opportunities; it also included inequality in average annual salary. Understanding the complexity of the issue, the analytical hierarchy process was chosen to develop solutions to the issue. The first step was to come up with multiple solutions. After shortlisting them as per the objective, three strategies were left. First, it is essentiak to talk to the heads of the department, and make them aware of the organizational policies and the national regulations aimed at promoting gender equality and equal pay in the workplace. Secondly, the organisations needs to set up a meeting with the HR department and the heads of the department to take the issue on a formal note, and thirdly, organisations can adopt approaches for the trade union for assistance. Considering the seriousness of the last approach, it will be reserved only as a backup plan.  
References
(2021) Catalyst.org. Available at: https://www.catalyst.org/2017/01/19/10-big-issues-women-face-at-work-and-what-leaders-can-do-to-help/ 
Anderson, G. and Thomas, J., 2019. Measuring Multi-Group Polarization, Segmentation and Ambiguity: Increasingly Unequal Yet Similar Constituent Canadian Income Distributions. Social Indicators Research, 145(3), pp.1001-1032.
Assari, S., Moghani Lankarani, M. and Caldwell, C.H., 2017. Discrimination increases suicidal ideation in black adolescents regardless of ethnicity and gender. Behavioral sciences, 7(4), p.75.
Bui, T.T.H., 2018. The role of the trade union in social dialogue in Vietnamese enterprises.
Churchill, F., 2019. UK slips further down global gender equality ranking (2021). Available at: https://www.peoplemanagement.co.uk/news/articles/uk-slips-down-global-gender-equality-ranking 
Kundu, SC and Mor, A., 2017. Workforce diversity and organizational performance: a study of IT industry in India. Employee Relations.
Magsi, H.A. and Wajidi, F.A., 2016. SAARC Female Prime Ministers Policies For Women Empowerment In Their Region. Pakistan Journal of Gender Studies, 13.
Meynerts-Stiller, K. and Rohloff, C., 2019. HR in the Integration Process. Post-Merger Management, pp.251-265.
Nightingale, M., 2019. Looking beyond average earnings: Why are male and female part-time employees in the UK more likely to be low paid than their full-time counterparts?. Work, Employment and Society, 33(1), pp.131-148.
Rajput, D., 2019. Gender Discrimination at Work Place Myth or Realty. IME Journal, 13(2), pp.174-177.
Sinha, S., 2020. Restoring the Ideals of Buddha and Gandhi on Gender Equality.
Taba, MI, 2018. Mediating effect of work performance and organizational commitment in the relationship between reward system and employees' work satisfaction. Journal of Management Development.
team, C. (2019) 16 Different decision making techniques to improve business outcomes, Changeboard. Available at: https://www.changeboard.com/article-details/16961/16-different-decision-making-techniques-to-improve-business-outcomes/ 
Valensy, C. and Afrizal, A., 2017. Peran International Labour Organization (ILO) dalam melindungi buruh migran Indonesia di Arab Saudi tahun 2012-2016 (Doctoral dissertation, Riau University).
Wesarat, P.O., Sharif, M.Y. and Abdul Majid, A.H., 2014. A conceptual framework of happiness at the workplace. Asian Social Science, 11(2), pp.78-88.
image1.png
400

2402
2011

3548 345

6421
599.9

5133
4872

6091

680.4

5572

5769

an29

161017

181021

221029 301039

Male @ Female

401049

501059

50.and over




image2.png
Sub- Sub-
Objective Objective Objective Objective





