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[bookmark: _Toc59215372][bookmark: _Toc59215693]Introduction 
The purpose of the following report is to identify a problem at a workplace, define the problem, identify the factors that are contributing to the problem to appear. The impact caused by the problem, whether positive or negative will be discussed within this report,in the same time, information based on research will be analysed to help at the decision-making process. 
[bookmark: _Toc59215373][bookmark: _Toc59215694]Impact of favouritism

In order to solve the identified problem, which in this case is favouritism at the workplace, will propose alternative solutions, moreover, will use decision-making technique after evaluating a range of options to be able to choose the most appropriate one.
 A plan will be developed to implement the solution and at the same time, the plan will be communicated to the stakeholders. For a successful implementation, appropriate monitoring and review techniques will be used, moreover using the fishbone analyses will lead to identify the causes of favouritism at work.
Favouritism at the workplace is defined as a situation when somebody who is in the leadership position treats one of the employees different than others, offering favours or simply not applying the same rules to everyone. Usually, this situation is unrelated to the job performance, instead is based on a personal relationship between the person in charge with the leadership and one or more employees.  In this case, favoured employees could obtain better treatment at the workplace, work under better conditions, not suffer repercussions if they do wrong or not following rules. Favouritism is divided into more categories, like nepotism, cronyism, sexual favour and patronage.

[bookmark: _Toc59215374][bookmark: _Toc59215695]The negative impact
The impact of the favouritism in the workplace can be harmful to a company and for the employees as well, as there is only a small percentage of people benefiting from that. Regarding the negative impacts of favouritism we can mention four factors which will bring harm to a company:
Resentment and jealousy are one of the negative factors caused by favouritism. At the workplace, every single employee is expecting to be treated equally, and they expect everybody to have a professional attitude. Once that somebody will receive favours other team members will become jealous and that will affect their productivity and also will create a negative vibe within the team.
Breaking the team apart can also be the result of favouritism as people will refuse to collaborate with colleagues that are following unfair practice, so the team will divide by smaller groups trying to pull down each other. In this scenario, everybody has to lose, including the company. 
The motivation of the team member will be affected as well from this reason. If somebody is treated better for no reason the other members will become demotivated as they feel not appreciated for their hard work so they will give up on working hard. A fair competition it motivates employees to work hard and be rewarded accordingly. If the leader will reward employees based on nepotism, cronyism, sexual favours etc, people will stop competing.
Disrespect can be the result of favouritism use at work. If a member of the team is treated different and given favours by the leader, will feel superior to the other members and might treat them with disrespect. In the same time, the same person can be treated with disrespect by the other members, because it does not play fair and it does not have ethics. (Butt, 2020) 
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Favouritism at the workplace is not always a bad thing. Rewarding an employee that has done great, and offering him a small favour as an easier job it could motivate the other people to work hard so they could receive the same treatment. In the same time favouritism has to be applied very carefully in order to not be misunderstood so selective methods has to be applied wards have to be transparent, job performance and work behaviour related. (When Favoritism in the Workplace Is a Good Thing | CriminalWatchDog, 2020)
Analysing data collected from research conducted by CV Library website, it shows that two-third of UK workers had experienced nepotism at the workplace. The case study conducted on 2300 UK workers has identified different factors that have been related to favouritism at the workplace. Participants have mentioned that mostly they are seeing colleagues that are receiving preferential treatment from the bosses.
Another mentioned issue it was that they have witnessing candidates getting a job that they are not qualified for, and that is the most affecting problem after the mentioned above when the other people feel that they are treated unfairly towards this type of candidates. Knowing people that they get away with things that the other would be disciplined for is another favouritism related issue that was reported. Candidates have also reported that they were offered a job under favouritism, but some of them have reported that offered a job themselves under favouritism. (2/3 of UK Staff experiencing Nepotism at Work - HR News, 2020) 
[bookmark: _Toc59215376][bookmark: _Toc59215697]Alternative solutions for favouritism
Making mutual exchanges is one of the solutions to avoid favouritism. A manager it always has expectations from its team members, so in order to succeed employees should know what is expected from them. Responsibilities should be communicated to them and in this case, clarity of expectations will make sure that the workers will know what food they will be recognised. It is very important that everyone will get the same chances to bring a better outcome.   
Great work must be spotted frequently as companies tend to neglect day to day performance and are concentrating more on celebrating tenure. According to research conducted by  Joe  Bersin for Forbes, the tenure-based reward does not help too much do companies even if they represent 87% of reward workers program and at the same time, some of the employees do not even know that the company offers this particular reward. If this program is only held once a year and only a few people are rewarded the other people might feel less favorited.IN order to avoid this situation, ideally, it would help set up a goal of spending some time each month applauding achievements and behaviors that worth to be recognized.  
Crediting the people who do not go the extra mile means that people could be appreciated simply for doing their job. Knowing your employees gives you the extra chance to get closer to them and show that you care about them, knowing their personal life, and at the same time share some of your personal life. 
Rewarding people for simply doing their job, making them benefit from a day off, the chance to come later to work or leave earlier. For people, time can have the same value as money so rewarding them this way and making sure that everyone gets the same treatment accordingly would benefit the team. Moreover, appreciating the employees in words can be rewarding for them, as they will feel appreciated for the hard work and will be motivated to keep it like that in the future. 
Whilst rewarding someone, it is necessary to be specific on what the person did well. Appreciation should not be on the person but on what the person did so they will understand that hard work has been recognized. 
Even if a leader is trying to minimize people to think that somebody is favorite there we still be people left out. This kind of people is likely to no be noticed, or they are working independently, their work is taken for granted etc. From this reason, periodically checking that the people been rewarded can ensure that nobody deserving to be rewarded has been left out. If an employee is not doing a great job does not eventually have to be rewarded, a conversation would be enough just to let the individual know that can do better so they can improve. Hey, performance might improve so they can get the reward accordingly.
Maintaining proper rewards system elements would be an alternative but must consider some essential elements to avoid favoritism which would ensure the ongoing success of the organization. The most important elements are attendance, accuracy and productivity.

In term of solutions as an alternative for favouritism, rewarding the employees based on performance would be a solution to implement. 
[bookmark: _Toc59215377][bookmark: _Toc59215698]Plus, Minus Interesting model 
Rewarding employees based on performance
	PLUS
	MINUS
	INTERESTING

	Employees would be rewarded individually based on their performance
	Employees might feel stress as they are expected the same performance as the colleagues
	Equal chances for everybody

	Work performance would be encouraged
	Lack of performance might make them look bad
	Creating a competitional environment

	Employees will feel more empowered as they would rely more on their own performance
	Teamwork will not be encouraged
	Self-esteem increasing in individuals with better performance

	Chances to get a better position in the workplace
	Will create jealousy within the team
	Motivational environment

	Lack of performance would not affect colleagues reward 
	Might lead to conflict
	Bringing benefits to the company
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In order to implement the identified solution company leadership will be informed on the implementation plan. Once that has been agreed employees should be informed on the individual reward based on performance so they will not feel that some of them are rewarded for favouritism reasons. During the implementation process, all the company employees should be included, making sure all the personnel is aware of the implementation plan which will make sure that the upper management and all employees are on board and is aware of the rewarding system.
  Ensuring that the employees are seeing the reward as it worth it has to be part of the implementation plan as they will engage and will be part of the plan. As long as the employees are understanding how to earn the reward and what is expected from them they will be capable to hit the expected standards. At the same time employees has to see the rewarding system as fair,
Rewards have always to be linked to performance, so the rewarded employee should know what it has done well and what is the standard expected, moreover, linking the reward to performance will avoid being seen as a favour by the other members of the team. Small achievements should be recognized as well as big achievements so the employees would keep being motivated.
Rewards not always have to be financial. Whilst an employee could get a wage rise as a reward, sometimes it would be enough to reward the employee with more days off or preferred  days off, flexible shifts, chances to do overtime, and any other advantages that will motivate the employees to deliver the best to receive something instead. (20 Ways to Increase Employee Motivation Using Rewards, Talkdesk, 2020)
As the stakeholder will be impacted on the outcome of the success of the project, or the failure eventually, they have to be informed and kept up to date with the implemented plan. In some situations, the plan would not be possible to be implemented without stakeholders feedback as it could affect them in a negative way. 
Adkar model (Hiatt, 2006) can be used  for monitoring performances as is a very important step in the process. Therefore, monitoring means that the project has to be regularly checked to make sure that the plan is on target on time and within budget. 
This helps to find out important information on what has been achieved. As an example, companies have to review within the employees what is the opinion about the change, the feel that they are treated equally to others, they don t feel that somebody is favorited and if they are happy with the achievement. At the same time, the company has to review the impact on the budget, human resources, if the plan is beneficial in the long and short run.

[bookmark: _Toc59215379][bookmark: _Toc59215700]Conclusion

Favouritism at a workplace is very toxic for the employees when nepotism, sexual favouritism, patronage and so on  are involved. Unfortunately, it is reported as used very often but, on the other hand, using favouritism in the right way could bring a positive impact on the companies. 
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Fishbone analysis (Barsalou, 2015)


poor
management                            corruption  base culture 
                                               

trying to obtain advantages            trying to claim the ladder unfair 
on the position

                                                                                                                                                              FAVORITISM

lack of discipline

Personal relationship
at work                           taking advantage of superiority
                                        over employees                                     lack of professional behaviour
	
	
	



