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Among many issues faced in the workplace, harassment in the workplace poses a major concern because it is a subject that is kept quiet by employers. This is due to publicity and scandals that can severely damage a business’s reputation. Collier (1995) defined workplace harassment as “any conduct related to sex, race, colour, disability, sexual orientation or any other personal characteristic which is unwanted by the recipient”. (McMahon, 2000) It is important to mention that it is repeated actions or offences, directed to one or a group of workers carried out deliberately or insensitively, causing distress and humiliation to the individuals. As a result, this can lead to an increasingly hostile work environment with individuals engaging in negative and aggressive behaviours of primarily psychological nature. This can lead to marginalisation and victimisation of the recipients, which are not positive experiences for an employee. Workplace harassment can take many forms and can be either subtle or overt. This can include, but not is not limited to verbal harassment, physical harassment, sexual harassment, bullying or hostile work environment. For the purpose of this report, it will focus on three types of harassment: verbal, physical and sexual. Although three will be analysed, all types of harassment do coalesce with one another, while also exhibiting similar effects.22
Verbal Harassment
Verbal harassment consists of derogatory comments, offensive gestures, slurs, and unreasonable criticism. It can also be displayed using belittling language based on protected characteristics. Although there are obvious cases of harassment, verbal can be quite tricky to recognise since it does not take place as a physical form of violence. It can also be mistaken as a personality conflict such as yelling, cursing, or making inappropriate jokes to a co-worker. Nonetheless, these are shown to have profound psychological effects on the victim leading to harmful outcomes such as depression, anxiety, and high blood pressure. (Schooley, 2023)
Specifically, racist verbal comments are prevalent with verbal harassment. Racist “humour” and slurs serve as a façade for racist attitudes and beliefs. This type of verbal language can be used to target individuals from an ethnic minority background by labelling them as their perceived position in the workplace and  society. This is defined as a “unilateral attempt to define a ranking of a person in the hierarchy” of the workplace. By tolerating this behaviour and attitude, it can lead to significant effects such as ostracism by co-workers and less work morale and interaction of minority employees. (Mackenzie, 1994-1995)
Physical Harassment 
Physical harassment is the act of inappropriate touch against the individual’s will and is commonly known as “workplace violence”. This can intimidate, embarrass, or threaten a victim. There are many forms of physical harassment such as using intimidating gestures, inappropriately touching,  grabbing someone and unwelcome touching of another person’s hair, clothes, or body and in most obvious cases, physical assault such as hitting, punching, or pushing. Other examples of it taking physical harassment include damaging personal property. Even when no physical harm has been done to an employee, it can still be considered as physical harassment, with employees encouraged to file a complaint so there can be strict action taken against the offenders. (Gayan, 2023)
Sexual Harassment 
Sexual harassment can be categorised into three types. Firstly, it can be attempts to make conditions of employment contingent on sexual cooperation. This can include professional rewards such as promotions in exchange for sexual favours. Additionally, it can also be deemed as threatening such as the risk of an employee being fired if they do not comply with the exchanges. This example of sexual harassment is rare, but can still occur. The second type of sexual harassment is far more common and goes hand in hand with the aforementioned forms of harassment such as verbal and physical. This involves unwanted sexual attention, involving expressions of unwanted and unreciprocated sexual interest, leading to traumatising the target. Examples include non-consensual touching, inappropriate talk and relentless pressure for dates or spending time outside of work hours. Lastly, the third dimension of sexual harassment involves gender harassment, communicating demeaning or hostile attitudes based on gender or sex. (Cortina and Areguin, 2021)
In response to these types of harassment, it can have an overall negative impact on the workplace and environment. The effects can be detrimental to a worker’s health, mind and work ethic. Formally, the six main impacts of workplace harassment are as followed: emotional and psychological effects, decreased productivity, high turnover rates, health issues, legal consequences, and negative organisational culture. 
Emotional and Psychological Effects
Harassment can lead to anxiety where the victim can lead to feelings of constant worry, apprehension, and unease. They may become anxious about encountering the harasser or facing further instances of harassment. Furthermore, the worker may also experience a loss of trust with colleagues, supervisors, and the organisation.  A major concern is that it could also lead to depression, where the victim may feel uninterested in activities they once enjoyed and may have trouble concentrating or making decisions within the organisation. 
Decreased Productivity
Harassment can negatively impact productivity and morale within the workplace, as employees may be too preoccupied with the harassment to fully engage in their tasks. When facing harassment, employees may feel disconnected and disengaged with their co-workers, and lack enthusiasm for their job.
High Turnover Rates
Employees who experience harassment may choose to leave the organisation to escape the hostile environment, leading to increased turnover and associated costs for recruitment and training. This can lead to an increase in costs, such as advertising job openings and conducting interviews. In addition, it can disrupt workflow, leaving gaps in the productivity of an organisation. 
The remaining three impacts can result in other issues related to the company as well as personal problems. To mitigate workplace harassment, organisations should establish clear anti-harassment policies, provide training to employees and managers, and encourage open communication. It is also important to create an environment that promotes respect, diversity, and inclusivity, as well as promptly addressing complaints in a professional manner. 
[bookmark: _Toc144388019]Analysis of information on Workplace Haras(Henning et al., 2017)sment, to help inform the decision making process

Before tackling the problem of workplace harassment, it’s fundamental to understand what the root cause is. This can be explained comprehensively using the five W’s; who, what, when, where and why. By identifying the five W’s, it can establish a mode of prevention for this issue, as well as take appropriate action to support victims and create a safer environment. 
Who is experiencing the problem? 
This question has a fairly simple answer to a certain degree, which addresses the victims who are involved in the harassment. In this case, it is also important to consider who the perpetrators are. Perhaps they are in a higher position of authority, or they could be employees in the same job role. Harassment can effect a wide range of individuals within an organisation. In a higher education setting, it is proposed that women and in particular women from minority backgrounds are exposed to unfair treatment and hostility from their female counterparts. (Henning et al., 2017)(Henning, 2017) Also, Individuals with disabilities may experience harassment related to their disability, often in the form of derogatory comments, mockery, or exclusion. (Narayanan, 2018)
What are the impacts/effects/symptoms- error/defects or something you expected doesn’t happen? 
It is essential for organisations to proactively address workplace harassment to prevent negative impacts on employees. Some examples of what can be affected have been mentioned in detail in the previous section. There are other factors to consider such as absenteeism due to stress and anxiety which can lead employees to take more sick days or time off. This can lead to increased workload for their colleagues. Moreover, it can lead to a diminished organisational reputation. Reports of workplace harassment can damage the organisation’s reputation, specifically externally where it may lose its ability to attract or retain clients or customers. ((Henning et al., 2017)(Henning et al., 2017)
When does the problem occur or when did it start happening? 
During working hours, the problem of harassment often occurs. It can happen with certain colleagues that the victim may see at a particular time of day such as during a scheduled meeting, or a team-building exercise. It may occur during the employee’s lunch break, when they want to decompress from workload and perpetrators may see it as a window of opportunity to create an issue. There is also a subject of matter that it can actually occur outside of work hours such as when staff begin to leave, or even at a social event arranged for employees and staff. In any environment, it is a violation of an employee’s personal space and should be reinforced with all those involved in an organisation.
Where does the problem occur? 
This is a similar answer to “when” , as harassment can happen outside of work premises such as a car park or a social setting such as a restaurant. During work times, it can happen in places of privacy, where the victim is either more vulnerable or the perpetrator does not want to get caught. Typically, this can occur in places such as bathrooms, or private board rooms. Again, employees should be trained and vigilant for any signs of anti-social behaviour or when a colleague is feeling uncomfortable around certain individuals. 

Why did this error happen?
This question has a broad answer as there are many contributing factors for why workplace harassment happens. Firstly, it can be due to power dynamics. This can arise from imbalances in power within the workplace. Individuals in positions of authority may see it necessary to exploit their power to mistreat or intimidate those in lower positions. Another factor is cultural norms and biases. These can heavily influence the behaviour of employees creating a hostile environment. Examples of this include stereotypes, prejudice and discriminatory attitudes towards employees. Lastly, it could come from competitive nature from employees. With the pressure to perform, it can sometimes lead to unhealthy behaviours such as harassment, as individuals may view their colleagues as rivals or see them as a threat. 
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Addressing the issue of workplace harassment is the first step to understanding how to alleviate the problem itself. There are many methods and solutions to tackle this issue, and depending on the type of harassment, there are different ways to combat this. 
Firstly, organisations can develop and enforce clear policies by establishing comprehensive anti-harassment policies. Organisations should work with HR to create discrimination and harassment policy that applies to all employees. Furthermore, organisations should create a culture where harassment is less likely to occur. Executives will have the responsibility to cultivate and maintain a culture in which employees always behave professionally. When introducing inclusive culture,  there is no room for intimidating actions. 
Additionally, you can create  training for staff. Everyone in the organisation needs to understand why an anti-harassment policy is necessary for a workplace and how to communicate problematic situations. A training plan can be developed for all employees to participate in and make regular arrangements. 
An interesting solution that can also be implemented is bystander intervention. A bystander is any third-party individuals that are direct or in some cases indirect witnesses to certain behaviour. This can be someone who overhears any inappropriate commentary directed towards  a co-worker. Bystander intervention can help create a culture of accountability throughout the workplace. By taking action when they witness a problematic situation, where it is confronting it directly, or telling a supervisor or manager it can help establish that harassment is not tolerated and reinforce the organisation’s intervention. It is however, not always the safest often and is not always ideal to confront individuals. (Green, 2023)
Organisations can also carry out monthly reviews to reinforce anti-harassment policies. This would just be a reminder to employees to treat one another respectively. If an organisation makes this a reoccurrence, it will reduce the risk of any potential offenders as there is strong enforcement for it. It would also make it a comfortable environment for victims, such that they are reassured that  the organisation is taking this issue seriously. 
The last solution for harassment in the workplace is showing leadership commitment. This is to ensure that top leadership is visibly committed to addressing harassment and creating a safe workplace for all employees. This can be done by creating specialised training for managers and executives. They are undoubtedly impeccable at taking responsibility for their employees, so implementing specialised training would allow them to recognise harassment and make it clear that such behaviour is never acceptable. They can be trained in knowing how to respond to complaints of harassment and that both and men can irritate or become victims of illegal misconduct. 





[bookmark: _Toc144388021]Using a decision making technique, evaluate a range of solutions to identify the most appropriate option
Before considering which solution or solutions are the best, it is important to consider the factors or each of them. This is the criteria to help determine the effectiveness and suitability of each solution. Effectiveness looks at how effective is the solution to address the root cause of workplace harassment and likely is the solution to prevent or reduce instances of harassment. Feasibility looks how practical the solution is to implement within the organisation’s resources and capabilities. Sustainability factors how the solution can be sustained over a long-term period. Support is also factored in to consider if the solution provides clear reporting mechanisms for harassment incidents, and offer adequate support to victims and witnesses of harassment. Legal and ethical compliance is self-explanatory, if the solution adheres to relevant laws and regulations related to harassment and whether it is aligned with ethical standards. Lastly, educational value is another factor to consider for the solutions, whether it educates employees about respectful behaviour and the impact of harassment, as well as equip employees with the tools to recognise and prevent harassment. A grid analysis is used to calculate the best solution, considering the factors. 

	Factors:
	Effect
	Feasible
	Sustainable
	Support
	Legal
	Educational
	Total: 

	Weights:
	5
	4
	5 
	3
	3
	5
	

	Policies 
	1 5
	2 8
	2 10
	2 6
	3 9
	3 15 
	13  53

	Training and education
	2 10
	1 4
	2 10
	2 6
	2 6
	3 15 
	12 51

	Inclusive culture 
	2 10
	1 4
	3 15
	3 9
	3 9
	3 15 
	15 62

	Bystander Intervention 
	3 15
	3 12
	1 5
	3 9 
	2 6
	3 15 
	15 62

	Review 
	1 5
	3 12
	1 5
	2 6
	2 6 
	2 10
	11 44

	Leadership
	3 15
	3 12
	3 15
	2 6
	2 6
	3 15
	16 69
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From the grid analysis, leadership commitment rates the highest. By integrating this solution into the workplace, it involves key steps to ensure the solution is effectively implemented with the organisation’s culture and operations. 
Step 1 – Define the solution 
In this case, the solution will be comprehensive anti-harassment training program. 
Step 2- Conduct a Needs Assessment 
the current state of the organisation should be evaluated through surveys, focus groups and data analysis. The areas of improvement will be highlighted by doing this to identify where harassment is the most prevalent. 
Step 3 – Set Objectives and Goals 
The objectives of this plan will be to reduce report incidents of harassment by 30% in one year. The goals are to ensure all managers and executives are fully trained when dealing with an incident. 
Step 4 – Plan the Implementation 
Create a detailed project plan outlining tasks, responsibilities and resources required for implementation. Designate a period of 4 weeks, for a one hour a week session to train relevant individuals. Ensure a budget and the necessary technology is allocated.
Step 5- Communication 
Inform the individuals taking part and gain buy-in from top leadership by communicating the importance the solution and its alignment with organisational goals. Inform employees about upcoming changes, discussing the benefits of this solution. 
Step 6- Implement the Solution 
Launch the anti-harassment training program, making it available to the managers and executives through appropriate channels such as workshops, team building exercises, training weeks etc. 
Step 7- Creating reporting channels 
Accessible reporting to ensure leaders understand the reporting mechanisms available to employees and the importance of timely appropriate responses. 
Step 8 – Support Victims and Witnesses 
Demonstrate empathy and ensure confidentiality. The individuals are handling sensitive information about their employees. 
Step 9- Recognise the reward 
Acknowledge the leaders who are consistently uphold the harassment-free workplace and actively contribute to a respectful culture. 
Step 10- Measure progress 
Using metrics to track leadership’s impact on reducing reported incidents and improving workplace climate. 
[bookmark: _Toc144388023]Communicate the plan to relevant stakeholders
It is important to communicate the anti-harassment plan to relevant stakeholders to ensure full transparency, alignment, and collective efforts in creating a harassment-free workplace. Firstly, identifying the internal and external stakeholders. After, craft the message starting with concise summary and overview of the plan’s goals, significance, and expected outcomes. Clearly state the benefits and how it aligns with the organisation’s values. Include how it can positively boost employee morale, productivity and overall improve the organisation’s reputation. 
Conduct in-person or virtual meetings to present the plan, goals, and the rationale behind it. Allow for Q&A sessions to address concerns. Emails can be sent out to the stakeholders and regularly to keep them updated on what is going on within the organisation. 
Training sessions can also be organised for the stakeholders such as managers, employees, and leadership to explain how they can contribute. 
Include success stories of positive outcomes of the implementation,  such as figures and statistics and surveys to see how the organisation has adjusted to this. 


[bookmark: _Toc144388024]Assess appropriate monitoring and review techniques to ensure successful implementation of solution 

Key Performance Indicators (KPIs)
Monitor the time taken to investigate reported incidents. A shorter resolution time indicates an effective response system. Additionally, the percentage of employees who complete the relevant training and if low rates of completion, can indicate a need for improved training delivery. The organisation can also look at employee satisfaction through surveys or regular check-ins to gain more insight on if the solution is working well within the workplace. 

Data collection and Analysis 
The number and types of harassment should be monitored over time and analysed to identify problem areas and reoccurring issues. Moreover, the data can be collated and organised into different categories such as gender or race to identify potential disparities and tailor interventions accordingly. 
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