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Problem-Solving and Decision Making
[bookmark: _Toc132293466]1.0 Task 1: Role Play
Management Consultant: Hello, I understand you have been dissatisfied with your job. Please elaborate on what has been bothering you.
Employee: You are right. My lack of satisfaction at work has been affecting my mental health. Recent research on employee satisfaction in the workplace in the United Kingdom happened to a chord with me on a personal level.
Management Consultant: I understand. Employers must address the severe impact of employee dissatisfaction on their employees' physical and psychological health. Would you please an experience of your work environment?
Employee: The real estate industry has been highly demanding for me. My efforts are not acknowledged, and my managers do not support me. My lack of work-life balance is also having a negative impact on my personal life.
Management Consultant: According to what you have said, multiple factors contribute to your workplace dissatisfaction Lack of recognition, inadequate management support, and an imbalance between work and personal life are all genuine concerns. Have you contemplated discussing these issues with your managers?
Employee: I have, but I do not believe they take my concerns seriously. It appears to have no effect even when they attempt to resolve them.
Management Consultant: That is reasonable. In such situations, employers may find it helpful to conduct an extensive analysis of their organization to identify the underlying causes of employee dissatisfaction. The exercise could involve analysing company culture, management practices, and employee benefits, among other factors.
Employee: That appears to be a good concept. However, what can be done to increase workplace satisfaction?
Management Consultant: According to the research, employers who prioritize employee satisfaction have more engaged and productive workers. Possible solutions include enhancing employee recognition and support, implementing better work-life balance policies, and providing more opportunities for professional growth.
Employee: How can we determine which solutions would perform best for our organization?
Management Consultant: That is an excellent issue in question. It may be useful to collect employee feedback through surveys or focus groups to determine the best course of action. In addition, analysing data from instruments such as the Work Happiness Score can reveal specific improvement opportunities.
Employee: I appreciate your insights. It is encouraging to know that solutions are available and that employers can take measures to combat workplace discontent.
Management Consultant: You are welcome. I believe employers must prioritize employee well-being, and investing in solutions to boost workplace satisfaction can benefit both employees and the organization.
[bookmark: _Toc132293467]2.0 Task 2: Report
[bookmark: _Toc132293468]2.1 Workplace Problem
The issue of workplace diversity and inclusion is a complex problem in the workplace. The point is prevalent and can affect workplace factors, including employee morale, productivity, and organizational culture (Cooke et al., 2019). Similarly, inclusion and diversity in the workplace are important components of an enabling and productive work environment. Diversity and inclusion must be incorporated into all aspects of an organization's operations, from hiring practices to team dynamics to company culture. Moreover, a diverse workforce provides a variety of perspectives and experiences, resulting in greater innovation and creativity. A diverse team can offer distinct insights and solutions to problems, increasing the organization's adaptability and competitiveness.
Additionally, a diverse workforce can lead to an improved decision-making. When making decisions, a team of employees with diverse backgrounds and experiences is more likely to consider a wider range of perspectives. This approach can result in better-informed, more deliberate decisions that benefit the organization. Organizations must have diverse personnel in today's global marketplace to attract a large customer base (Lee, 2022). Organizations can better comprehend the needs and preferences of their customers when their teams reflect the diversity of their customers. Understanding the customers’ needs can result in increased consumer satisfaction and loyalty. Lastly, an organization that prioritizes diversity and inclusion has an improved reputation (Mapes et al., 2020). A better reputation can result in increased brand loyalty and talent attraction. It also fosters a positive work culture that encourages personal and professional development, resulting in a more contented and motivated workforce.
[bookmark: _Toc132293469]2.2 Challenges of Workplace Diversity and Inclusion
Despite the numerous benefits of inclusion and diversity in the workplace, organizations face multiple obstacles in promoting them. Unconscious bias, which can contribute to discrimination against certain groups of individuals, is one of the major obstacles (Salter and Milicic, 2019). Another challenge is a lack of knowledge and understanding of the significance of inclusion and diversity in the workplace and how to promote them (Syed and Obliging, 2019). Some individuals may oppose efforts to promote diversity and inclusion due to their resistance to change, a common impediment. In addition, a lack of accountability can inhibit the development of an inclusive workplace (Sparkman, 2019). Organizations can adopt various measures to surmount these challenges. 
[bookmark: _Toc132293470]2.3 Literature Analysis
[bookmark: _Toc132293471]2.3.1 Legal Risks
Diversity and inclusion in the workplace are ethical and moral imperatives and have legal implications. According to Fatima and Elbanna (2022), the legal framework for diversity and inclusion in the workplace varies by country and region. However, it generally mandates that employers provide equal employment opportunities to all employees, regardless of race, gender, age, religion, sexual orientation, or disability. Title VII of the Civil Rights Act of 1964, for instance, prohibits employment discrimination based on gender, ethnicity, belief, and national origin in the United States (Faingold, 2022). The Americans with Disabilities Act (ADA) prohibits discrimination in all aspects of employment, including hiring, promotion, and compensation, against qualified individuals with disabilities (Sprong et al., 2019). Likewise, the Age Discrimination in Employment Act (ADEA) prohibits discrimination against employees aged 40 or older (McLaughlin and Neumark, 2022). Companies that violate these laws may be subject to legal action, such as lawsuits and complaints lodged by affected employees and others. Such legal actions can have severe consequences, including costly legal settlements, penalties, and reputational harm to the company. 
Naegele (2019) further explains that in 2015, a major US retailer found to have discriminated against African American and Latino employees in its employment practices resolved a class-action lawsuit for $7.5 million. The settlement included back pay, employment offers, and company recruitment policies and procedures modifications. To mitigate these risks, it is crucial for organizational decision-makers to ensure that their workplaces are inclusive and free from discrimination. They must implement equitable and transparent hiring practices, provide equal opportunities for training and development, and promote a culture of respect and inclusion to foster diversity and inclusion. 
[bookmark: _Toc132293472]2.3.2 Attracting and Retaining Top Talent
Companies that promote diversity and inclusion in the workplace have a competitive advantage over companies that fail to, as they can more effectively attract and retain top talent (Jonsen et al., 2021). According to a Yarger et al. (2020) survey, 67% of job applicants consider workplace diversity an essential factor when evaluating job offers. This statistic illustrates the expanding significance of diversity in the workplace and how it has become a crucial aspect of the job search for many applicants. By prioritizing diversity and inclusion, firms can establish a welcoming and inclusive workplace culture that not only attracts and retains top talent. When employees feel valued and respected for their variations, they are more likely to feel motivated and involved at work (Ali and Anwar, 2021). Moreover, a diverse workforce can offer new experiences, perspectives, and ideas to the firm, which can help companies innovate and maintain market competitiveness. Diversity can also assist businesses in better comprehending and connecting with their diverse consumer base, which is essential to business prosperity.
[bookmark: _Toc132293473]2.4 Alternative Solutions to Workplace Diversity and Inclusion 
[bookmark: _Toc132293474]2.4.1 Promote Cultural Awareness and Sensitivity Training
Companies must implement solutions promoting awareness, understanding, and acceptance of diverse cultures, perspectives, and backgrounds to create a diverse and inclusive workplace. One solution is providing all employees with cultural awareness and sensitivity training (Kaihlanen et al., 2019). This training can assist employees in comprehending and appreciating diverse cultures, traditions, values, and beliefs, as well as how they may influence workplace dynamics. It can also help them understand prevalent workplace stereotypes and prejudices and address unconscious biases that may impede diversity and inclusion efforts. Through cultural awareness and sensitivity training, employees can appreciate their differences, develop more inclusive behaviours and mindsets, and cultivate a more welcoming and supportive workplace (Shepherd, 2019). By fostering a diverse and inclusive workplace culture, businesses can increase employee satisfaction, innovation, and creativity, resulting in increased productivity and profitability.
[bookmark: _Toc132293475]2.4.2 Implement Diversity Recruitment Strategies
Companies can implement targeted recruitment strategies to recruit underrepresented groups to increase workplace diversity (Gould et al., 2020). Recruitment involves diligently seeking out and recruiting individuals from traditionally underrepresented groups in the industry or organization.  Organizations and institutions representing and serving underrepresented groups can form business partnerships. These include professional associations, community organizations, and educational institutions focusing on diversity. By partnering with these organizations, businesses can access their networks and interact with a larger pool of candidates from diverse backgrounds (Borry et al., 2021). In addition, companies can provide minorities with internships and mentorship programs. These programs can give individuals who may not have had the same opportunities as other participants with significant work experience and mentoring opportunities (DeWitty and Byrd, 2021). Moreover, they can serve as a source for prospective full-time recruits.
[bookmark: _Toc132293476]2.4.3 Offer Diversity and Inclusion Training for Management
The first step in establishing a diverse and inclusive workplace is educating managers on effectively leading and managing diverse teams (Homan et al., 2020). Educating managers includes training on various aspects of inclusion and diversity, such as implicit bias, inclusive communication, and promoting diversity in hiring and promotion decisions. Unconscious bias is the inherent tendency to make decisions based on preconceived notions of specific categories of individuals (Homan et al., 2020). The bias can result in unfair and discriminatory workplace practices, harming diversity, and inclusion. Under training on implicit bias, managers can learn to recognize their biases and make decisions based on merit and performance instead of preconceptions. In addition, managers can learn to establish an inclusive workplace by fostering open communication, encouraging the diversity of ideas, and respecting employees' differences.
[bookmark: _Toc132293477]2.5 Decision-Making Technique
[bookmark: _Toc132293478]2.5.1 Cost-benefit analysis
Cost-benefit analysis analyses the relationship between costs and benefits of a proposed solution to determine whether it is profitable to implement (Hu et al., 2020). In this instance, the costs may include the monetary cost of implementing the solution, the time, and resources necessary, and any potential adverse effects on employee morale or productivity. A four-step procedure is suggested for determining whether cultural awareness and sensitivity training is worthwhile. First, determine the associated expenses, such as employing a trainer and the potential impact on employee productivity. Second, estimate the benefits, including a greater appreciation and understanding of diverse cultures, increased diversity and inclusion, and enhanced employee collaboration. The third step is to designate monetary values for each expense and benefit. Finally, subtract the total costs from the benefits to determine the net benefits. If the solution's net benefits are positive, it is worthwhile to implement it. For example, if the estimated benefits of the training are $100,000 and the costs are $50,000, the net benefits would be $50,000, indicating that the training would be a great investment for the organization.
[bookmark: _Toc132293479]2.6 Implementation Plan for the Solution
The first stage of the training plan is to define the training's objectives and targets. Everyone must realize why the training is required and what they can anticipate learning from it. All personnel should be aware of the company's objectives and goals to ensure everyone is on the same page. After defining objectives and purposes, the next stage is identifying the target audience. This step will determine which departments or job roles must attend the training. It is essential to designate the target audience to ensure that everyone who requires the training receives it. The third stage is to choose a trainer or training materials. Selecting a trainer may require employing an external trainer or purchasing training materials, such as videos or online courses. After choosing the trainer and training materials, the next stage is to schedule the training. It may be necessary to schedule multiple sessions so that everyone can attend. The training should be communicated to all employees, which could entail sending an email or memo with the objectives and goals, target audience, and schedule. The next stage is to conduct the scheduled training. It is essential to ensure that everyone who requires training attends and that the trainer or training materials effectively convey the material.
The next stage, following the completion of the training, is to assess its effectiveness. Training effectiveness assessment may involve surveys or focus groups on collecting employee feedback. Utilize the feedback to enhance future training sessions. To reinforce the training, the concepts and ideas should be incorporated into daily work activities (Neftci and Averbeck, 2019). Finally, monitoring progress to ensure the training has the intended effect is necessary. Monitoring entail tracking metrics such as employee engagement and retention, statistics on diversity and inclusion, and organizational performance (Low and Spong, 2022). The management should adjust in accordance with the progress made.
[bookmark: _Toc132293480]2.7 Communicating the Plan to Stakeholders
The initial step is to identify the stakeholders whose interests are impacted by the training. After identifying the stakeholders, the next step is to develop a communication plan that specifies how the training information will be conveyed to them. Personalizing the message to the stakeholders is essential by using plain, concise, and simple language. To ensure the effectiveness of the training plan, stakeholders should have the opportunity to provide feedback and ask inquiries. Finally, it is essential to conduct regular follow-ups with stakeholders to keep them informed of any changes or progress made to the training plan.
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