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[bookmark: _Toc58443257]Introduction 
The present report focuses on the application of problem-solving methods and techniques for the identification of work-based issues and their potential solutions. The information will be using decision-making tools for the evaluation of a wide range of solutions to choose the most appropriate alternative for workplace discrimination. 
The report will also provide a plan assessed and monitored to ensure the successfulness of the application of the solution. The present information will evaluate workplace discrimination, its scope and impact, and possible solutions to cater to the issue in the workplace setting. 


















[bookmark: _Toc58443258]Complex Problem, its Scope and Impact 
The complex problems are those, which are outside the horizon of a single institution to comprehend as well as cater for. The question becomes complex when its cause is unknown, which makes it challenging to be for (Moore, 2011). 
It is the social nature of the issue, which makes it challenging to address rather than its technical nature. One example of such a problem is the discrimination which refers to stereotyping against an individual due to his/ her race, age, gender, ethnicity, colour, or religion. 
Workplace discrimination can be in any form such as, unjust demotion or promotion, uninformed dismissals, unfair treatment, or harassment that starts after the hiring process.
The scope of workplace discrimination is broad, which may include age, disability, health issues, sexual orientation, race, religion, or employment discrimination. The employment discrimination refers to the process, where some individuals are more likely to get into this job selection, some employees are not benefitted through the equal pays or compensation or excluding potential candidates from the recruitment process. 
Workplace discrimination impacts the employees' satisfaction, commitment, work motivation, and increases work burnout and stress. It also influences the safety of the employees, who feel unprotected in the workplace.
[bookmark: _Toc58443259]Workplace Discrimination 
The discrimination in the workplace has given rise to many social inequalities such as economic deprivation, personal weaknesses, and social injustice. The bias in the workplace threatens the unique identity of an individual and increases the feelings of being singled out (Dhanani et al., 2017). 
The common sense of self results can be physical and psychological issues, which adversely impacts the wellbeing of an individual. Examples such as low turnover rates, negative behaviours, and decreased output (Hoel et al., 2011; Triana et al., 2015)
It has also seen to increase physical diseases such as coronary failures, and unhealthy habits such as unsafe sex, smoking and drinking. 

The Automatic Data Processing Workplace View in Europe (2019) concluded in their survey that the UK has the greatest percentage of workplace discernment in Europe (Franklin, 2019). The survey provided that the percentage of discrimination falls from 34% to 30% throughout Europe in 2019. However, the numbers were evident to rise from 37% in 2018 to 38% in 2019 for the United Kingdom. The most prevalent type of discrimination was of age (11%), gender (9%), physical outlook (7%), and race or ethnicity (7%). Labour and workers unions usually support their political plans. Similarly, economic factors of the organisation which influences workplace discrimination. 
The low economic growth always infatuates the poor employees; the racial inequalities are still visible in unequal job opportunities, wages, rewards, incentives, and financial wellbeing.
Using the PESTLE analysis, this helps to develop a framework to monitor and evaluate the macroenvironmental factors that influence the performances. There are several political factors such as activism, labour and workers unions, that impacts the culture of equality in an organisation; therefore, it affects the attitudes of the employers and employees so that they cannot help with the discrimination at workplace.
The discriminative culture of an organisation can also be influenced by its economic or social factors such as racial and cultural bias, different ideologies, education levels and ethics which also contributes to discrimination. See appendix 
Discrimination can be manifested through prejudice, stereotypic behaviours, racist remarks, etc. Some bodies hire or treat employees in a workplace setting following their educational qualification, which can be considered as social discrimination in workplace settings.
The technological factors such as technological literacy, levels of innovation and access to technology also pave the way for discrimination. Some employees can use technology while others are restricted for such privileges, so the lack of technological literacy and innovation can limit an individual's chances to progress. 
Environmental factors that include institutional and office layouts plus interpersonal relationships influence discrimination as an employee can get better facilities while others cannot. If equality and harassment laws are not followed, these legal factors can lead to bias in the workplace. 
The Equality Act (2010) in UK legislation, protect all employees against workplace discrimination, based on culture, sex, religion, age, ethnicity, and race. The Employment Rights 1996 provides that workers should get national minimum wage, have no unfair deductions from the salary, not work more than 48 hours per week, protection from discrimination and whistleblowing plus having permissible paid holidays. 
The Protection from Harassment Act 1997 protects the employees from any emotional, physical, or sexual harassment, therefore, the decision-making process of workplace safety and employee's equality should include the UK legislation and research, which points out the adverse consequences of discrimination on personal and occupational performance of the workers.
[bookmark: _Toc58443260]Alternative Solutions for the Problem 

Discrimination in the workplace is a problem, which should be addressed using several changes to reach suitable solutions. 
· The first solution is to encourage the victims and to improve the discrimination awareness and reporting methods which boost their values (Favaretto, De Clercq & Elger, 2019). Furthermore, legal solutions such as implementing the UK legislation of equality, employment rights, and harassment protection helps to reduce cases of inequality and discrimination.
· The McGregor-Smith review (2017) recommended several solutions for the elimination of minority discrimination in the workplace, which can be comprehensive to all types of prejudices. They suggested that changing the culture of an body by promoting a genuine cultural awareness and inclusion in the workplace can improve such discrimination. 
· They recommended training which can help to overcome lingering bias in the attitude and behaviour that can hinder in the inclusion process. The online unconscious training should be mandatory at a workplace for organizational leadership. Such activity can help to reduce cases of unintentional bias treatment. Furthermore, they suggested improvements in recruitment selection and promotion processes, so that the incidences of discrimination are also elevated. 
· Employers must also consider a reward system, which provides equal performance appraisals for all employees. Promote equality and respect of all employees in an organisation rather than focusing on inequality and discrimination. The role of leadership, in this case, is even more complex, who need to have unbiased behaviours and attitudes to control discriminatory claims in their organisation. If the leaders have ethics and just behaviours, they can inspire other employers to follow (Taylor & Pattie, 2014)
[bookmark: _Toc58443261]Decision-making Techniques to Evaluate Alternate Solutions 
There are several decision-making techniques, that can help to evaluate the outcomes of various decisions and to aid in the selection of a most appropriate solution. One of the widely used decision-making technique is a SWOT analysis. Strengths, Weaknesses, Opportunities, and Threats (SWOT) analysis is an approach used for the awareness and evaluation of all factors which are involved in the decision-making process (Schooley, 2019). 
It helps to make realistic, fact-based decisions, which have maximum strengths and probability of generating desired outcomes. If we evaluate the solutions mentioned above against the SWOT analysis, all potential solutions, such as improvement of discriminatory complaints, legal solutions, promoting the inclusive practice in an organisation, improving selection, promotion, appraisal process. Plus, the role of effective leadership and changing the workplace environment the outcomes should be promising. 
If one evaluates the strengths, weaknesses, opportunities, and threats in improving discriminatory complaints procedures, availability of the system to record and report discrimination, improvement in role and involvement of leadership and actions to address such cases these are the strengths of the solution (Salbiah et al., 2020). 
The organisation can apply a SWOT analysis to improve the selection of legal and leadership role. And, the results can show that all had their positives for increasing inclusion and generating opportunities for all groups—however, the issue of the conflicting workplace environment and unconscious discrimination threats in all potential solutions. 
Based on these results, changing the workplace environment by providing unconscious bias training to the employees and leaders bore maximum strengths. Creating an environment of multicultural diversity (Ng & Bloemraad, 2015), which based on civility and respect can help to foster the identity of an individual, promote ethical, cultural, and diversity tolerance and to include diverse cultures in society. 
The organisation can create opportunities for attracting talents and winning political advantages; however, it ponders a burden on welfare, where residents demote diversity inclusion. Considering the present discussion, changing the culture of an organisation by promoting multicultural diversity is one of the most appropriate solutions. 
[bookmark: _Toc58443262]Plan for Implementing the Decision
For the successful application of these decisions, structural leaders need to plan the process in which the decisions remain applied. Decision-making approaches help to develop the implementation plan by recognising the requirements and essential factors, which helps in a smooth shift towards execution from the decision. 
The implementation plan of the decision moves through different stages before its complete performance. The significant steps or phases for decision implementation begins from the identification of step-by-step actions needed for performance. 
· The activities in decision implementation can either be physical such as changes in the structure, working hours, the introduction of new policies and procedures, informing the public and investors, etc. This step helps in the identification of potential barriers of time resources and resistance.
· The second step in decision application is notifying the stakeholders, who have direct involvement in the decision and getting the necessary support for effective performance. Gain the help of the investors, and practical communication approaches to convince them. In an organisation, departmental heads and employees influence decision-making. 
· The next step is a partial application which is to measure the degree of success and to identify the barriers to success. For example, in case of changing the culture of an organisation to promote the inclusive practice, managers need to identify the obstacles such as resistant behaviours, time restrictions, training resources, and the budget. 
· They need to communicate the plan to all individuals, including investors and employees, to make them understand the importance of inclusive practice. After providing unconscious bias training to small groups and measuring its success, the organisation should seek to train every employee to eliminate discriminatory acts. 




[bookmark: _Toc58443263]Conclusion 
The present report evaluated workplace discrimination as a work-based complex problem. The report stated the adverse consequences of workplace discrimination on the productivity of an individual and the organisation. The information also presented the potential solutions to promote multicultural diversity and applied SWOT and PESTLE analyses to provide the most suitable solutions for the problems. The report developed the implementation plan and provided the assessment and monitoring of the project as well. Workplace discrimination reduction is beneficial for the individual and the organisation. Therefore, workplace management must protect people from discrimination to create an environment of success. 
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	Political 
- Different political affiliation 
- Political activism 
- Labor and workers unions 
	Economic 
- Work incentives 
- Wages 
- Unemployment 

	Social 
- Discrimination due to different class, race, gender, culture 
- Different beliefs 
- Education level
- Ethical concerns
	Technological 
- Technological literacy 
- Levels of transformation
- Access to technology 




	 Legal
- Fair employment 
- Sexual Harassment 
- Labor equality
	 Environmental 
- Institutional aspects
- Interpersonal relationships 
- Office layout



Figure 1 PESTLE ANALYSIS
	
	Strength 
- Can increase work adherence in organisation
- Can promote equality and harmony
- Can improve work satisfaction and quality 
	Weakness
- Can create labour unions to advance some agenda or race
- Can destroy workplace environment 

	Opportunities  
-Workers from different races and region are motivated to work in the organisation
-increase the popularity of the organisation to increase sales  
	Threats
- Non-compliant managers and workers can hinder the equality process
- Structural policies and mindset of employees can interfere with anti-discriminatory processes 


Figure 2 SWOT ANALYSIS
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