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[bookmark: _Toc48578682]Introduction
In this report, a detailed analysis of the complex problem ‘communication’ at the workplace has been carried out due to which the scope of growth is highly limited along with poor management. To define its scope and impact, the use of significant models has been put forward for identifying the complex problem with significant evidence at the workplace. As a result, informed decisions can be taken based on alternative solutions to the problem. The use of the PMI technique has been integrated for evaluating the best possible solution to the complex problem based on which implementation plan as well as monitoring and control techniques has been highlighted explicitly.
[bookmark: _Toc48578683]Identification of Complex Problem
As put forwarded by (Talukdar, 2017, p.37), Berlo’s SMCR Model of communication integrates four elements that delineate the communication process. Based on such context, the analysis of the problem of communication at the workplace would be evaluated that can highlight potential factors that influence the elements of the model.
[bookmark: _Toc48578684]Berlo's communication model
Sender: According to (Li, 2017, p.835), the sender of the message is the person or source who generates and sends the message to the recipient or receiver. With regards to the workplace, it has been comprehended that attitude has been an issue that changes the meaning of message resulting in the disrupted communication flow. Additionally, such an issue has been highly influenced due to cultural differences within the employees. Lack of managerial support have been also a major influencing factor for poor communication.
Message: As per (Gałajda, 2017, p.17), the message is the information that is sent by the sender to the receiver. As the employees working in the team are from different cultural background, the information or message are generally passed through speech or text. This creates the problem of comprehending and reflecting the non-verbal aspects such as signs and gestures due to distorted messages caused by cultural differences. The code of the message is not recognizable along with the structure due to inadequate training and poor organisational culture. 
Channel: As stated by (Prapawong et al. 2020, p.282), the channel is the medium utilized for sending the message. At the workplace, the message or information is passed through phones, emails, or directly. It has been comprehended that due to a lack of management support, the transmission of information is distorted due to a lack of knowledge about other cultures or beliefs or codes. This affects the morale and creativity of employees as their ideas and opinions are not welcomed or misunderstood. 
Receiver: It has been analysed that as the value of each employee is not given at the required level by the management, the urge to share knowledge is highly limited. The employees are not well trained to comprehend the thoughts and beliefs of other team members which affect the innovation and productivity of each employee. It certainly creates conflicts and several other issues that limit the growth and performance of both employees and the firm.
[bookmark: _Toc48578685]Solutions to the complex problem
About the analysis of the problem-solving tools and techniques, it has been comprehended that the ADKAR Model of change management can be used to promote the level of communication and to enhance management support to embrace such changes in the organisational culture. Hence, the use of the ADKAR Model of change management would be used further to provide a solution to the complex problem. 
[bookmark: _Toc48578686]ADKAR Model of change management
It has been well suggested by (Karambelkar and Bhattacharya, 2017, p.5), the ADKAR model is a tool that focuses on change management which in turn assist to analyse the difficulties in embracing change and the reasons associated with the success or failure of changes. Based on such context, the ADKAR model of change management would be used to comprehend the reasons behind the issues at the workplace associated to change.
	A- Awareness
	Due to poor management, creating awareness among the employees is highly limited. The flow of information requires effective communication which is also limited at the workplace. The management has to promote awareness for increasing the flow of information among the employees, (Dijesh and Mary, 2017, p.1351). Hence, embracing the need for change has to be created among the employees.

	D- Desire
	As it has been comprehended that lack of management support resulted in poor communication, it is essential to integrate both top-down and bottom-top communication flow. This can result in communication flow which would increase the desire of employees to embrace positivity and motivation for growth.

	K- Knowledge
	As there are cultural differences among the employees, managers must reinforce knowledge to each employee. With effective collaboration and support from management, cultural differences can be minimised and result in knowledge sharing. This, in turn, can assist in bringing clarity among employees that can lead to an adequate flow of information.

	A- Ability
	The behaviour of employees are highly different due to cultural differences, unmet stakeholder needs as well as inadequate training and motivational programs. This reduced the ability to embrace new skills and flow of information. Hence, training programs and motivational programs have to be provided to enhance the ability of employees, (Bejinariu et al. 2017, p.8).

	R- Reinforcement
	Due to the major problem of communication identified at the workplace, productivity and growth are highly limited. Additionally, embracing such change in the organisational culture requires input from each employee and management which is also limited. The need for support from management and integration of communication flow is highly important.



[bookmark: _Toc48578687]Alternate Generations
[bookmark: _Toc48578688]FISHBONE DIAGRAM
As stated by (Istikomah et al. 2017, p.171), the fishbone diagram is a cause-and-effect diagram that assists managers to identify the reasons and problems being failures, imperfections, or variations. Based on such a context, the Fishbone diagram would be used to evaluate the problems associated with the workplace explicitly. This will assist to gain deep insights into the identified problem and develop significant solutions.
Man                                       Machine                           Method
          The flow of communication               Adequate training            Top-down & bottom-top approach Communication

                Active listening skills                    programs                       Good motivational programs
                       Support of management             Adequate                        Collaboration
                                                                                communication flow
                                    
                                          Enhanced communication                Increase growth
                                      Fulfil stakeholder needs                  Offer feedback
                      Mitigation of cultural differences                           Healthy       
                                                                              organisational culture    

                                                         Environment                     Material
Based on the Fishbone diagram, it has been comprehended that communication is the major problem identified at the workplace which is also creating the problem of limited growth and highlights poor management systems. Besides, it has been also identified that inadequacy within training programs and motivational programs has also resulted in a lack of collaboration among employees due to cultural differences. As opined by (Coccia, 2018, p.291), communication within each stakeholder is highly essential to enhance the productivity and performance of the firm. Concerning such context, it can be stated that at the workplace, the communication within stakeholders is limited due to lack of flow of information and distinct cultural background. Hence, it is essential to embrace a new organisational culture that can promote communication and collaboration among employees along with management support for attaining growth and increase productivity.
[bookmark: _Toc48578689]Evaluation of best alternatives
The Fishbone diagram and ADKAR Model of change management have provided an in-depth understanding of the problems, imperfections, and variations within the workplace that has resulted in poor communication. Based on both the model, it has been comprehended that the ADKAR Model of change management is the best alternative to eliminate the problem of communication as well as offer growth and productivity. 
[bookmark: _Toc48578690]PMI technique
As highlighted in the article by (Sourcesofinsight.com, 2020), PMI is a brainstorming tool for attaining germane feedback on a concept or an idea or when a team analyses the success or failure of a recently completed task. To such a context, the feasibility of the ADKAR Model of the change management plan has been evaluated in a detailed manner. 
Plus- It can assist to embrace communication at the utmost level which can enhance the morale of each employee at the workplace. Also, the model can increase collaboration among the employees, irrespective of different cultural backgrounds. The integration of training and motivational programs to promote an environment of collaboration can be fulfilled explicitly. As the management would aware and value each employee, the aspect of innovation and creativity can be introduced at the workplace. This can result in growth and higher productivity. Likewise, the employees from different cultural backgrounds would be able to respect and comprehend the beliefs, thoughts, and opinions of others which can reinforce transparency and collaboration.
Minus- The inclusion of feedback from management would have been beneficial for embracing communication flow and shared knowledge explicitly. In the case of resistance from a few employees, alternative strategies should have been provided.
Interesting- The model can assist to increase the support from management at an elevated level. This can assist to embrace both top-down & bottom-top approach which is very interesting. Likewise, the integration of new motivation programs to promote the culture of togetherness and to offer a sense of belongingness within employees is highly offered by this model. This can result in deeper understanding and communication within teams along with an adequate flow of information, (ChePa et al. 2017, p.37). Lastly, the creation of awareness and desire among the employees with adequate support form top management can result in a lack of resistance at the workplace. This can result in growth and higher productivity.
[bookmark: _Toc48578691]Implementation
The below table highlights the plan for implementing the solution based on each stakeholder associated with the problem of ‘communication’.
	Stakeholder
	Plan of implementation

	Employees
	· Aware and inform each employee about the need for change, to, embrace the flow of communication, and to share knowledge.
· Minimise cultural differences through group tasks, align tasks with rewards, and provide feedback as required.
· Comprehend the need for communication and collaboration at the workplace without any resistance, (Bowers et al. 2017, p.551).

	Managers
	· Support each employee whenever required.
· Keep employees informed about the need for collaboration and communication.
· Create a top-down & bottom-top approach to communication.
· Develop a sense of belongingness within employees and show them appreciation and value.
· Monitoring employees regularly.

	Management
	· Support the employees and managers by well-informing them about every step.
· Provide details about the need for higher communication to eliminate cultural differences.
· Create a top-down & bottom-top approach to communication.
· Highlight the benefits associated with the integration of higher communication levels such as growth, productivity, and performance, (Mierke and Williamson, 2017, p.4).

	Human resource manager
	· Comprehend the need for required skills and knowledge by each employee to set appropriate training and motivational programs.
· Communicate issues regarding cultural differences to set employees on the right track.
· Develop better understanding and knowledge to minimise cultural differences for enhancing collaboration.
· Create a top-down & bottom-top approach to communication.

	Training professionals
	· Offer adequate courses based on the need for employees. 
· Assist employees whenever they are in doubt or showing resistance.
· Track the performance of employees and report to the HR, whenever required, (Paro and Gerolamo, 2017, p.6).



[bookmark: _Toc48578692]Monitoring and Control
As put forwarded by (Epton et al. 2017, p.1182), it is essential to monitor and control the changes embraced, after implementing a solution. This, in turn, can assist to make additional changes as needed and to fulfil the objective of the change. Based on such context, the implementation of the ADKAR Model of change management for embracing communication to foster growth and support from management, the monitoring, and control techniques are highlighted in the below table.
	Monitoring technique
	· Should be initiated before the execution of the implementation plan.
· Resistance can occur due to fear of the unknown within the employees; hence, continuous monitoring of the employees involved in tasks or group has to be done by managers.
· Communicate with employees who are showing resistance.
· Gather relevant data based on the objective, (Gerbec, 2017, p.225).
· Measure the success of the implementation plan.
· Communicate the data to management periodically.

	Control technique
	· Document the requests for change in the plan from the beginning of implementation.
· Review the change requests, along with its effect.
· Comprehend whether to make any necessary changes or not based on the requests, (Braun et al. 2017, p.703).
· Discuss the requests for changes with other stakeholders.
· Update the implementation plan as required.



[bookmark: _Toc48578693]Conclusion
Hence, the ADKAR Model of change management can be used as a significant implementation plan to embrace a higher level of communication irrespective of different cultural backgrounds among employees. However, support form management is highly required to embrace such change and attain growth for the firm.
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