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Introduction

In order to identify and reach an optimum solution for a complex and complicated problem, the decision making process and problem solving tools and techniques is utilized that helps in analyzing and evaluating a possible outcome or alternative solutions for the problem. Furthermore, for this assignment, the organization that is analyzed and researched is Coca Cola. The assignment will look into problems faced by the organization and how the problems were tackled and resolved by the management. 
Coca Cola is a widely known organization that produce carbonated beverages all around the world, with its unique taste and flavors, the company has been growing more rapidly. In the late 19th century, Asa Griggs Chandler founded the company.
Identifying the problem (Inequality among workers)
The workplace should be considered a healthy and friendly going environment, which does not only make the staff work easier and enjoyable but also breathe in fresh surroundings. (Rane, 2018) Within a company there can be many problems that might affect the workforce, the main idea is to identify these problems and develop ideas and strategies to overcome these issues. 
The problem identified is mostly observed in the Human Resource Management (HRM) level. The act of decision making by HR includes social comprehension in which others' capability, potential, and deservingness are surveyed by hierarchical leaders. (Mazur-Małek, 2017) In this manner, similar to all types of social comprehension, decision making by HR is clear to individual proclivities.(Russell, 2018)
The major problem which is mostly seen in most organizations is inequality between workers, biasing favorites workers over non-favorites one. (Banks, 2016) Giving more benefits and opportunities to the likable ones, sometimes these inequalities also depend on the religion, caste, race, and status as well. In this paper, tools and techniques to identify the cause of the problem and how to solve these issues effectively has been discussed.

Analyzing the identified problem
In an organization, it is necessary to work in unity as one unit, to help in the success of the organization. An organization that is divided internally depending upon different factors will not be able to (Mazur, 2018) compete in the market force efficiently. If one person or one group in the team is given more value and benefits than the other, the biasing can affect the other employees, not only the task or job will be impacted but also the workforce environment. (Odukah, 2016) The environment will shift from a healthy environment to a hostile and competitive environment, rather than focusing on the organization's productivity, the employees will be more focused on their individual benefits and effectiveness. The inequality among workers identified by the research could be (Callahan, 2017) because of various reasons supposedly relying upon the religion factor, the status of an individual, gender of the employees and so on.
Alternative solutions
After analyzing and evaluating the problem and its scope, different alternatives solutions were then utilized to help solve the problem efficiently and concretely. 
Equal benefits

Every individual in the organization should be given equal rights, every employee should be treated and respected just the same. (Ornstein, 2016) The benefits and opportunities should be provided based on individual efforts and not on social or ethical values. (Brondoni, 2020) Salary bonuses, holiday comforts, paid leaves, medical insurance, and picnic or trip advantages should be given to every working body in the organization to reduce inequality issues. 
No gender discrimination

Gender discrimination has always been considered a major problem in the workplace environment. (Carella, 2017) It has been observed that in the United Kingdom (UK) and the United State of America (USA), men are given more privilege and hiring opportunities than women. (Deal, 2018) Giving training to both the gender on the specific job role and equally hiring concentrating more on the skills of the individual (Tomhill, 2015) rather than the gender can eliminate this problem. 
Giving minority people space
It has been already established that in an organization, different people belonging to different communities and cultures work together. (Barett, 2019) The mix in culture and communities itself is not a problem, but the difference in the behavior and outlook towards the specific group can divide the workforce on the basis of there communities, race or religion. In orders to resolve this issue, the minority in the workforce (Irefin, 2014) should be given some space and comfort, such as offering holidays on important occasions, providing platforms to help the minor communities so that they can be heard. 
Best optimum solution
In this section, the decision-making techniques utilized are to help find the best optimum solution from a range of alternative solutions. To help identify the best optimum solution, the main factors that have to be considered are; is the solution that is chosen is best for a long term problem, are the resources and methods (Johnson, 2019) to help solve the problem is available and easily affordable and risk and challenges faced when implementing the problem are also considered.
Taking the above factors into account, every solution is analyzed and evaluated. Although the solutions provided were all driving forward to the solution, and also keeping the managerial staff and employee of the Coca Cola Company in account the most possible and satisfying the factors was to reduce gender discrimination. (Le, 2017) The company, as researched by scholars in the past years have issues regarding the discrimination on the account of gender, mainly in the Human Resource department. 

The quality outcomes were especially important, where female arrangements before the standards were for the most part determined by family portrayal on the governing body, ignoring the skill and intelligence factors. The gender-based law of quota has enhanced the general determination procedure by allowing the ladies in the field, who are uncovered to be similarly profoundly taught, and by promoting the choice of much more deserving male candidates. Empowering women is related to more rivalry, bringing about ambassadors with higher normal attributes.
However, to solve these major problem, the company took initiative such as conducting sessions on educating women and empowering women, giving the same benefits and opportunities that were initially given to men to the women as well and also made a policy to hire both the genders relying upon the skills and not being gender-biased. (Berglund, 2018) The company made sure that these changes are for a long-term future investment as well. (Adendorff, 2018) The risk involved in this solution was minimum to none and the productivity was cost-effective so the solution proved to be the best among all.
Proposed plan
The implementation of any solution is performed when a plan is well-structured and developed, similar factors as to those of decision making are considered to implement a devised plan. Some steps taken were to implement a non-gender based discrimination in the workforce by the Company. 
Partnership with UN Women
In 2012, the company and UN Women formed a partnership to help increase and develop the financial women empowerment. (Calkin, 2016) The association was meant to empower the strengthening of the working women and entrepreneurs by expanding the force and power of the two business workforce. The Company had to create and execute projects to help separate obstructions for women business people in the private companies that the Coca Cola company contacts. (Opran, 2018) Instances of organizations incorporate natural product ranchers, businesspeople, reusing authorities, and artisans. 
Job positions secured

The Company initiated that the women will be withholding the thirty-six percent management jobs in the organization. Furthermore, it was also sustained that within the coming years, there will be more increment and opportunities in these positions to fifty percent till 2025. (Irvine, 2016) Coca Cola ensured an equal balance team in the work environment, as the company believed that because of the equal balancing team there will be more efficiency, innovativeness and higher achievement in the work. (Jones, 2018) Moreover, better solutions and productivity will be accomplished in this environment. 
Safety and security

The females were given security and friendly guaranteed atmosphere; it was proposed to provide a healthy, harassment-free and easy-going environment with enhanced security and reliability. (Riaz, 2019) The will to dress, talk and stay in the relaxing comforts were also enhanced. Every gender was to be treated equally, no matter the race, religion or caste of an individual.
Stakeholders input on the plan
The Coca Cola Company before taking major initiatives communicated the developed plan to overcome the challenges found, with the stakeholders. (Roberts, 2015) The solution to the equality issue was revised and documented in a well-structured plan to present the stakeholders, to learn more about the input offered by the managers and also to get further suggestions and ideas on the proposed plan. 
After a brief meeting with the stakeholders, a communication plan was developed, which shows how further communication of the project will be performed.
	Communication
	Method
	Frequency
	Goal
	Owner
	Audience

	Proposed plan report
	Email
	Weekly
	Status of the proposed plan
	Project manager
	Project team + project sponsor

	Team meetings
	Meeting
	Daily
	Team member input, suggestions and task performed by each member
	Project manager
	Project team

	Review of plan
	Meeting
	At milestones
	Proposed plan deliverables, gather client/employee input and discussion further process
	Project manager
	Project team + project sponsor

	Final plan meeting
	Meeting
	At the end of the project
	Review what method fails and what more needs to be done.
	Project manager
	Project team

	Updates on the plan
	Email
	Daily
	Daily updates on the plan and changes observed 
	Project manager
	Project team


Assessing and reviewing the plan
With the implementation of the proposed plan, the Company then formed a separate team of analysts to review and assess the impact and effectiveness of the proposed plan. (Amis, 2018) The team was tasked to observe the changes, effect, and risk of the solution in the organization, by utilizing various tools and techniques, ideas and theory on the solution. 
Furthermore, Key Performance Indicators (KPIs) are used to monitor and evaluate the progress of the plan, to help ensure that approximately 70-80% of the plan is fulfilled and employees' performance is enhanced gradually. Any minor or major effect of the solution was noted and eliminated or alternated depending upon the weightage of the impact it has on the employees. 
Conclusion

The inequality problem in any organization had been overlooked for many years, making it a major problem recently as more and more researchers are investigating and studying the issues thoroughly. Like other competitive companies, Coca Cola has also managed to tackle these issues effectively, prospering the organization to enhance more in the business market and also to promote a healthy working environment among its peers. 
This paper gives the outlook of how Coca Cola Company were able to manage the inequality problem among their employees and decision making tools and techniques utilized to create a healthy environment. To conclude, in order to enhance the productivity of an organization, it is necessary to eliminate the internal issue and challenges within the company.
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            In order to identify and reach an optimum solution for a complex and complicated problem, the decision making process and problem solving tools and techniques is utilized that helps in analyzing and evaluating a possible outcome or alternative solutions for the problem. Furthermore, for this assignment, the organization that is analyzed and researched is Coca Cola. The assignment will look into problems faced by the organization and how the problems were tackled and resolved by the management. 

Coca Cola is a widely known organization that produce carbonated beverages all around the world, with its unique taste and flavors, the company has been growing more rapidly. In the late 19th century, Asa Griggs Chandler founded the company.
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The workplace should be considered a healthy and friendly going environment, which does not only make the staff work easier and enjoyable but also breathe in fresh surroundings. (Rane, 2018) Within a company there can be many problems that might affect the workforce, the main idea is to identify these problems and develop ideas and strategies to overcome these issues. 

The problem identified is mostly observed in the Human Resource Management (HRM) level. The act of decision making by HR includes social comprehension in which others' capability, potential, and deservingness are surveyed by hierarchical leaders. (Mazur-Małek, 2017) In this manner, similar to all types of social comprehension, decision making by HR is clear to individual proclivities.(Russell, 2018)

The major problem which is mostly seen in most organizations is inequality between workers, biasing favorites workers over non-favorites one. (Banks, 2016) Giving more benefits and opportunities to the likable ones, sometimes these inequalities also depend on the religion, caste, race, and status as well. In this paper, tools and techniques to identify the cause of the problem and how to solve these issues effectively has been discussed.
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In an organization, it is necessary to work in unity as one unit, to help in the success of the organization. An organization that is divided internally depending upon different factors will not be able to (Mazur, 2018) compete in the market force efficiently. If one person or one group in the team is given more value and benefits than the other, the biasing can affect the other employees, not only the task or job will be impacted but also the workforce environment. (Odukah, 2016) The environment will shift from a healthy environment to a hostile and competitive environment, rather than focusing on the organization's productivity, the employees will be more focused on their individual benefits and effectiveness. The inequality among workers identified by the research could be (Callahan, 2017) because of various reasons supposedly relying upon the religion factor, the status of an individual, gender of the employees and so on.
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After analyzing and evaluating the problem and its scope, different alternatives solutions were then utilized to help solve the problem efficiently and concretely. 

Equal benefits

Every individual in the organization should be given equal rights, every employee should be treated and respected just the same. (Ornstein, 2016) The benefits and opportunities should be provided based on individual efforts and not on social or ethical values. (Brondoni, 2020) Salary bonuses, holiday comforts, paid leaves, medical insurance, and picnic or trip advantages should be given to every working body in the organization to reduce inequality issues. 

No gender discrimination

Gender discrimination has always been considered a major problem in the workplace environment. (Carella, 2017) It has been observed that in the United Kingdom (UK) and the United State of America (USA), men are given more privilege and hiring opportunities than women. (Deal, 2018) Giving training to both the gender on the specific job role and equally hiring concentrating more on the skills of the individual (Tomhill, 2015) rather than the gender can eliminate this problem. 

Giving minority people space

It has been already established that in an organization, different people belonging to different communities and cultures work together. (Barett, 2019) The mix in culture and communities itself is not a problem, but the difference in the behavior and outlook towards the specific group can divide the workforce on the basis of there communities, race or religion. In orders to resolve this issue, the minority in the workforce (Irefin, 2014) should be given some space and comfort, such as offering holidays on important occasions, providing platforms to help the minor communities so that they can be heard. 
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In this section, the decision-making techniques utilized are to help find the best optimum solution from a range of alternative solutions. To help identify the best optimum solution, the main factors that have to be considered are; is the solution that is chosen is best for a long term problem, are the resources and methods (Johnson, 2019) to help solve the problem is available and easily affordable and risk and challenges faced when implementing the problem are also considered.

Taking the above factors into account, every solution is analyzed and evaluated. Although the solutions provided were all driving forward to the solution, and also keeping the managerial staff and employee of the Coca Cola Company in account the most possible and satisfying the factors was to reduce gender discrimination. (Le, 2017) The company, as researched by scholars in the past years have issues regarding the discrimination on the account of gender, mainly in the Human Resource department. 

The quality outcomes were especially important, where female arrangements before the standards were for the most part determined by family portrayal on the governing body, ignoring the skill and intelligence factors. The gender-based law of quota has enhanced the general determination procedure by allowing the ladies in the field, who are uncovered to be similarly profoundly taught, and by promoting the choice of much more deserving male candidates. Empowering women is related to more rivalry, bringing about ambassadors with higher normal attributes.

However, to solve these major problem, the company took initiative such as conducting sessions on educating women and empowering women, giving the same benefits and opportunities that were initially given to men to the women as well and also made a policy to hire both the genders relying upon the skills and not being gender-biased. (Berglund, 2018) The company made sure that these changes are for a long-term future investment as well. (Adendorff, 2018) The risk involved in this solution was minimum to none and the productivity was cost-effective so the solution proved to be the best among all.
[image: image6.png]Proposed Plan Implementation

= Partnership with UN Women

The associationwas meant fo empower fhe
strengtheningof fhe working women and
entrepreneurs by expanding the force and

KR Bs 0 ¥4 y power of the fwo businessworkforce.
= Job positions secured
N I 1re Company initiated that the women will
be withholding the thirty-six percent
managementjobs I the organization.
3 = Safety and security

The femaleswere givensecurityand friendly
Quaranteed atmosphere: it was proposed fo
provide a healthy, harassment-free and easy-
golng environmentwith enhanced securlty





The implementation of any solution is performed when a plan is well-structured and developed, similar factors as to those of decision making are considered to implement a devised plan. Some steps taken were to implement a non-gender based discrimination in the workforce by the Company. 

Partnership with UN Women

In 2012, the company and UN Women formed a partnership to help increase and develop the financial women empowerment. (Calkin, 2016) The association was meant to empower the strengthening of the working women and entrepreneurs by expanding the force and power of the two business workforce. The Company had to create and execute projects to help separate obstructions for women business people in the private companies that the Coca Cola company contacts. (Opran, 2018) Instances of organizations incorporate natural product ranchers, businesspeople, reusing authorities, and artisans. 

Job positions secured

The Company initiated that the women will be withholding the thirty-six percent management jobs in the organization. Furthermore, it was also sustained that within the coming years, there will be more increment and opportunities in these positions to fifty percent till 2025. (Irvine, 2016) Coca Cola ensured an equal balance team in the work environment, as the company believed that because of the equal balancing team there will be more efficiency, innovativeness and higher achievement in the work. (Jones, 2018) Moreover, better solutions and productivity will be accomplished in this environment. 

Safety and security

The females were given security and friendly guaranteed atmosphere; it was proposed to provide a healthy, harassment-free and easy-going environment with enhanced security and reliability. (Riaz, 2019) The will to dress, talk and stay in the relaxing comforts were also enhanced. Every gender was to be treated equally, no matter the race, religion or caste of an individual
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The Coca Cola Company before taking major initiatives communicated the developed plan to overcome the challenges found, with the stakeholders. (Roberts, 2015) The solution to the equality issue was revised and documented in a well-structured plan to present the stakeholders, to learn more about the input offered by the managers and also to get further suggestions and ideas on the proposed plan.
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After a brief meeting with the stakeholders, a communication plan was developed, which shows how further communication of the project will be performed.
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With the implementation of the proposed plan, the Company then formed a separate team of analysts to review and assess the impact and effectiveness of the proposed plan. (Amis, 2018) The team was tasked to observe the changes, effect, and risk of the solution in the organization, by utilizing various tools and techniques, ideas and theory on the solution. 

Furthermore, Key Performance Indicators (KPIs) are used to monitor and evaluate the progress of the plan, to help ensure that approximately 70-80% of the plan is fulfilled and employees' performance is enhanced gradually. Any minor or major effect of the solution was noted and eliminated or alternated depending upon the weightage of the impact it has on the employees. 
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The inequality problem in any organization had been overlooked for many years, making it a major problem recently as more and more researchers are investigating and studying the issues thoroughly. Like other competitive companies, Coca Cola has also managed to tackle these issues effectively, prospering the organization to enhance more in the business market and also to promote a healthy working environment among its peers. 

This paper gives the outlook of how Coca Cola Company were able to manage the inequality problem among their employees and decision making tools and techniques utilized to create a healthy environment. To conclude, in order to enhance the productivity of an organization, it is necessary to eliminate the internal issue and challenges within the company.
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