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1. Complex problem 
One of the most common problems at workplace is discrimination. Discrimination often can be based on religion, gender, skin colour, ethnicity, age, race. Once there is kind of problem in a company, things can get worst if nobody find roots of it and define a solution. Effects of discrimination can be huge such as physical and mental – depression, loss of self-control, anxiety. Some examples are not being paid fairly, exclusion by co-workers, being given impossible tasks, being subject to abuse, job refusal, faired. Impact of discrimination is global everyone meets that problem even once in their life. 
Discrimination in the workplace is based on certain prejudices and occurs when an employee is treated unfavourably because of gender, sexuality, race, religion, pregnancy and maternity or disability.
“If you treat someone differently because they possess different characteristics to other members of staff you could be acting unlawfully. Direct discrimination occurs when someone is treated less favourably than other employees. For example, the employee has the qualifications to do the job but you turn them down because you think they might want to start a family soon.
Direct discrimination can also occur when you pay someone less than other employees for no good reason, you select particular workers for redundancy based on protected characteristics, you don’t make reasonable adjustments for a disabled worker, you sack someone for making allegations of discrimination or you unfairly reject a request for flexible working from a new parent.
Indirect discrimination occurs when certain rules or regulations put certain staff members at a disadvantage. For example, if you insist all workers should work Sundays, this could be seen as discriminating against Christians who consider it a day of worship.”  
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2. Literature information
“Fifty-one per cent of black, Asian and minority ethnic (BAME) pharmacy staff have left or have considered leaving their job due to racial discrimination, a C+D survey has found. 
The findings emerged from a C+D survey of racism in pharmacy that ran from June 18 to July 27 – gathering responses from 886 pharmacy professionals across the UK – and asked how pharmacy teams have been impacted by racial discrimination from both patients and colleagues.
Of respondents who identified as white, the percentage that has left or considered leaving a job in pharmacy as a result of racial discrimination from patients or colleagues is half that of their BAME counterparts, at 26%.
Outlining other ways in which racial discrimination has affected them, 56% of BAME respondents said they felt “demotivated”, while 53% said it made them, “stressed” and 42% that they felt “less confident” as a result.
Over two thirds (67%) of respondents who identified as Pakistani said they felt “demotivated” as a result of discrimination from colleagues and patients, while 60% of those from an African background said the same. Sixty-one per cent of respondents from an African background said they already had, or have considered, leaving their job due to racism.”
Discrimination can be found in any sector such as pharmacy. Percentage here are high. From 886 workers 51% of the staff decides to leave their job because of discrimination. A lot people say that makes feel them demotivated or even stressed and 42% say it made them less confident. All those things affect the personality. Sometimes can be even worse. Another 67% responded that they feel demotivated. 61% with African background said they leave the job or think about it. 
“Racism is a social and a political issue but it is a business issue too - a fundamental one, not just something for HR to deal with. Yes, overt racism happens in workplaces and should be tackled, but the problem goes much deeper than that: racism is institutional, which means that companies are discriminating on grounds of race whether they are aware of it or not.
The legacy of this phase of the BLM movement is that the message that racism is structural and institutional has reached a wider white caucasian audience than ever before. 
And this is why businesses need to pay attention – if yours is not actively seeking to find out how your processes, procedures and culture discriminate against black and minority ethnic people, then this is a problem you are not addressing. 
What is structural racism?
White caucasian people in western societies enjoy benefits of capital, class and culture not available to people of other ethnicities. This is structural racism: society is geared to their benefit in profound ways that run much deeper than the prejudice of individual people.
This means they have much better life outcomes - they are richer, stay in education longer, live longer and are less likely to enter the criminal justice system. In the UK, for example, black Caribbean people are three times as likely to rent social housing and almost half as likely to own a home than white British people; white people are twice as likely to achieve high A level grades in England than black people, and black people have double the unemployment rate as white people, and those who do have a job are paid less, according to UK government figures.”
In every business discrimination should not be tolerated. If it is not, will affect the future of most people. Structural racism is when white people get more benefits which others do not get. Statistic shows that more white people are likely to success in life by becoming rich, educated. More black people have high unemployment rate and if they had a job they get paid less.
3. Alternative solutions
There are many options for dealing with discrimination such as new policy, educating the staff about it, encourage respect at workplace.
“Business benefits of encouraging equality and diversity 
 Encouraging equality and diversity, and preventing discrimination in the workplace are a legal obligation. They are also ethically and commercially good practice for both large and small organisations.   Business reasons for an organisation to encourage equality and diversity in its workforce are mounting: 
  the make-up of the UK workforce is under 
  help serve a diverse range of customers 
  enhanced innovation
  improved problem solving
Further, employers should be aware that organisations often have a less diverse range of staff at senior levels.
Pay and other terms and conditions 
 Ensure that there are no terms and conditions which disadvantage or exclude people because of one or more of the nine protected characteristics. The list here is not exhaustive, but includes basic salary, overtime, shift pay and other contractual benefits such as a pension scheme or share options.
Equal pay 
 Regularly monitor employee contracts to ensure that male and female employees in full-time or part-time employment are treated lawfully – they have a right to ‘no less favourable’ pay, benefits and terms and conditions in their employment contracts where they are doing equal work.
Unacceptable behaviour 
 Make it clear to new employees what behaviour is expected, what is not acceptable and what happens if rules are broken, and how problems concerning behaviour and discipline will be handled. Policies outlining these should be referred to in the employee’s contract, also saying where they can be easily found.
Introduce an equality policy 
 The starting point for an organisation or business, whether large or small, to promote fairness at work is an equality policy. It can refer to and interact with other policies – for example, discipline, and bullying and harassment.  When developing an equality policy, an employer should consult with employees and their representatives, if there are any. Any existing consultation and/or negotiating arrangements with employees or their representatives should be followed.”

Pay terms and conditions
	
                    Plus 
	
                   Minus
	
             Interesting

	
Everybody will be clear with payment methods +3

Equal pay +5
	
Disagreements -4

Misunderstanding of terms and conditions -3
	
Stronger company policy +3

Skip important points when creating terms and conditions 
-5


 
Plus 8
Minus 7
Interesting -2
Total -1
Pay terms and conditions is not the perfect solution. There can be misunderstanding, wrong or missing points. 
Introduce an equality policy
	
                 Plus
	
                  Minus
	
           Interesting

	
Following equality policy will help keep the workplace organised +3
Equality and respect +4

	
Skipping introducing it to new staff -5
 Difficult to communicate throughout large companies -4
	
Making clear expected behaviour +4
Reviewing and improving policy +4



Plus 7
Minus 9
Interesting +8
Total +6
Equality policy is great way to deal with inappropriate behaviour and discrimination at workplace. I suggest creating policy is the right solution of the problem. Always policy can be reviewed and changed to be even more applicable. 
4. Plan for implementing 
Equality policy will be used against discrimination at workplace. When policy come in place step by step with time frame of six months discrimination will be removed from the company. Everybody will be informed with new policy. All resources are available such as money, team, and time. When we start to enforce the new policy there will be different team members. One of them will check if everyone follows the rules, another will analyse how new policy affects employees and if there Is a need to change it, other team members will make a survey every six months to understand better the effect of it and how employees feels at workplace after applying policy. Giving opportunity to everybody to talk about an issue helps people feel more respected at work.
	
     Action
	
      Priority 
	
      Status
	
   Start date
	
     End date

	
Creating new policy 
	
Appropriate strong policy
	
 In process
	
01.09.2020
	
30.09.2020

	
Getting policy in place and enforce it
	
Everybody to be clear with it and follow the rules
	
Planning
	
01.10.2020
	
-

	
Analysing the impact and effect of policy 
	
Getting right results from applying policy 
	
Planned 
	
31.10.2020
	
-



5. Monitoring and review 
Organization change – Lewin`s Force-Field Theory of Change
“Change is the result of dissatisfaction with present strategies (performance, failure to meet objectives etc)
Change doesn't happen by itself - it is essential to develop a vision for a better alternative
Management have to develop strategies to implement change
There will be resistance to change - it is inevitable, but not impossible to overcome
Many factors drive change in a business. In his model Lewin identified four forces which are described below.
In Lewin's model there are forces driving change and forces restraining it. Where there is equilibrium between the two sets of forces there will be no change. In order for change to occur the driving force must exceed the restraining force.
Lewin's analysis can be used to:
Investigate the balance of power involved in an issue
Identify the key stakeholders on the issue
Identify opponents and allies
Identify how to influence the target groups 
Forces for change include:
Internal forces for change (from within the business or organisation)
A general sense that the business could "do better"
Desire to increase profitability and other performance measures
The need to reorganise to increase efficiency and competitiveness
Natural ageing and decline in a business (e.g. machinery, products)
Conflict between departments
The need for greater flexibility in organisational structures
Concerns about ineffective communication, de-motivation or poor business relationships”

Process of change can be difficult, slow, or even unsuccessful. However, working with educated team, right tolls, the results will come soon. When putting in place one new policy takes time until it is communicated with all the staff in company. After that, every new employee must me informed with policy when arriving. Successes will be achieved when we can be sure there is no more discrimination at workplace and if it is, is not going to be tolerated. Of course success will be also when employees and employers are satisfied at work. 
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