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Abstract
Structural functionalist paradigm has been widely used when it comes to discrimination in the workplace matters. The paradigm mostly concentrates on the behaviors that appear to be uncontrollable since they do not originate in the workplace but are brought from outside. With structural functionalist in place, it becomes easier to understand the relationship between employee and employer. This aspect makes the paradigm to have a different view towards professionalism. One crucial aspect to note about structural functionalist paradigm is the attention it gives to structural discrimination highlighting it as a serious issue in the workplace. With structural functionalist in place, it becomes easier to comprehend how social, political and economic factors contribute to the differences subjected to different genders in the workplace. In addition, once the employment structures are established, it becomes easier for any individual of sound mind to familiarize with the discrimination dynamics in the workplace. With structural functionalism, scholars can internalize the various common discriminatory practices, evaluate the immigrant workplace, identify a wrong employer with respect to the set working framework and understand the argument on the requirement of "competitive". Finally, the paper will shed light on advancement made towards the anti-discriminatory legal perspective.


Discrimination in the Workplace
Structural functionalist is one of the sociological paradigms that attempt to discuss the discrimination of workers in the workplace. The paradigm mostly concentrates on various behaviors that are exhibited in the workplace and of which may seem uncontrollable simply because they are already formed or they are imported from outside the workplace. In addition, the paradigm is also concerned with the societal or bias conscious and the exogenous forces that tends to connect the existing employer's structures to address the rhetoric that employers should not ever be held responsible for the discrimination that exists in the society.
The structural functionalist perspective is the most important among other sociological perspectives since it helps to expound the relationship between the employer and the employee.  The paradigm views schools, family, economy and workplace as a society and forms a crucial part of who we are as a community. According to structural functionalism paradigm, the workplace is a social system made up of interconnected parts and aims at fostering a state of balance in the society (Samnani, 2013). The relationship in the society can be dysfunctional if the society takes the relationship between the employee and employer in their own way without any aspect of consistency, balance and productivity which may end up creating a hostile environment. The healthier the relationship between the employees, employer and the customers the better the productivity of the workplace.
Since structural functionalist relates to the workplace, it views every profession as a community having common goals and values. According to Scott (2014), professionalism according to the paradigm consists of an approach to resolve problems and issues, what attitude does employee convey and the kind of interaction and values styles do they possess. The community expects the employees to behave accordingly and display at all times the right kind of behavior professionally. In addition, according to the functionalists, the norm that exists in a workplace is regarded as professional behavior.
Structural discrimination is a serious issue since it is one of the complex and subtle forms of discrimination which is as destructive as the blatant discrimination of the first generation. This comes from the fact that structural discrimination portrays the same patterns which guilds the interaction between different groups in the same workplace. Having a pattern of interaction within some groups in the workplace tends to exclude the non-dominant groups. Past research has expounded that the structural discrimination has the same effects with the explicit barriers to entry in the workgroup or to promote (Powers & Fernandez, 2012). In most of the cases, the women are usually undermined by any form of discrimination that exists in the workplace and of which more often has been found to be the structural discrimination. Some of the examples of discrimination to women in the workplace may include sanctioning behavior that originates from various stereotypes about gender orientation, freezing women from certain social interactions and viewing them with a form of perceived incompetence.
Again, structural functionalism has also raised that social, political and economic factors also magnify the differences on how the different genders in the workplace are treated. In addition, the political, social and economic factors are also affected by the behavior exhibited by the employer in the workplace. More attention should be placed on the exogenous forces that have been found to take place within a good number of organizations. According to Minott (2016), to understand how discrimination works in the workplace today, it is necessary to evaluate the relationship between the structures that are present in the organization and the outside forces. This is true because some of the behaviors that may seem gender-neutral and treated in isolation may end up producing gender bias when combined with broader exclusionary patterns. It is also worth to note that any aspect of gender bias may vary depending on the organizational culture and the context in which it occurs. What is experienced in the end is that the perceptions of various participants in the workplace are shaped differently. However, functionalist perspective has put it clear that it is difficult to draw a line between albeit professional, discriminatory and lawful harassment and destructive behavior in the workplace (Hoogervorst, 2017). For that reason, what structural functionalist questions are that whether the existing exogenous forces are truly exogenous raising some caution that the employers are doing something constructive to either magnify or solidify the workplace behaviors.
By use of the structural approach, an individual can understand how the various discrimination dynamics come through the moment employment structures are established (Rocke, 2015). In addition, the employers are put in a good position to understand why they should be held accountable in case they are biased in the subjective decision-making processes depending on the type of the workplace they are in. Consequently, scholars can understand when subjective criteria may pose some effects by following certain laid guidelines when analyzing the relationship between the employer and the employee.
Structural functionalist paradigm has a unique way to familiarize with the various discriminatory practices that may be present in the workplace. According to Owoseni (2013), the first step the structural functionalist paradigm takes is looking at the rationale of the organizational structure that is found in the workplace. The rationale in most cases usually consists of the relationship between the out-group and the in-group members. Many of the discriminatory practices found in the workplace have been found to facilitate the in-group members to become a crucial tool in raising self-esteem and cohesion of the employees. However, this is only possible if the employer has come up with the appropriate corporate culture through various structures that encourage the employees. If the corporate structure fails to reduce the discriminatory practice in the workplace then the employer is held responsible for the same.
 In regard to the immigrant workplace, the same kind of corporate culture and structures can be established. The structural-functionalist paradigm indicates that employers who pay attention to subservient workers may come up with job structures only which become pleasant to the workers whose choices are restricted by the outside societal forces. Research has shown that those workers who are undocumented and particularly those who are prone to legal and societal constraints can limit their advancement and occupational opportunities (De Wet, 2014). In most of the cases, it has been noticed that the structure of the workplace usually determines the worker's mobility, pay rates and the jobs available.
According to Samnani (2015), in the process of locating the wrong employer who has set up a working framework, it is important to confront the argument that the employer can only be held responsible for the employee’s actions and not behavior. However, this only takes place if the organizational structures are the one resulting in the discriminatory behavior in the workplace. The reason as to why the employer should not be held responsible for the behavior is because the behavior is usually societally driven. 
Currently, there exists some stiff debate on whether some of the requirements like “competitiveness” should be eliminated or not since women are limited by the society views as being incompetent. However, many scholars argue that if “competitiveness” requirements are eliminated this will tend to overlap the bounds of the anti-discriminatory mandate of Title VII (Lindsey, 2015). In order to come up with a clear understanding of what should be eliminated or not, it is worth to note that structural functionalism gives a strong and a sound framework for challenging rational employer responses to the existing societal conditions. The structural-functionalist is unique and tends to disagree with other paradigms the likes of performance identity and masculine theories on the issue of employees either accepting the guidelines of the employers or not. According to structural functionalist what the employee chooses is usually bounded by the employer’s practices despite whether they are constrained or not. At this juncture, a very critical question arises as to what extent the employers should be accountable for the discriminatory practices in the workplace.
According to Samnani (2013), today structural functionalist has been advanced in the anti-discriminatory legal perspective. This has been so important in offering a clear pathway to understand the impact effects of various prejudices and subconscious stereotypes found in the workplace. In addition, the paradigm offers a clear understanding of the various workplace policies and practices that contribute to the rise of the stereotypes and various prejudices in the workplace. Although the structural-functionalist paradigm allows the employers and the courts to expound more on the dynamics that are beyond the individual decisions, it still put much emphasis on the organizational dynamics which originates from the employer’s perspective.
In summation, the structural functionalist tries to elaborate on how the various employer's practices tend to contribute to discriminatory practices in the workplace. In addition, the paradigm puts it clear on how employers can help to eliminate discriminatory practices in the workplace at the same time encouraging the employees to coordinate their behavior. Consequently, structural functionalism expounds on the effects of the discriminatory behavior in the workplace and hence the need to create a viable working environment which is free from gender bias. Gender bias is a practice that should be eliminated in the workplace since both genders are equal when it comes to task accomplishment.
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