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[bookmark: _30j0zll]Introduction
In this report, a comprehensive analysis of the importance of problem solving techniques, decision-making techniques, and change management strategies in workplaces will be performed with theoretical constructs and real world case examples. The solutions of different scenarios will also be proposed. Different organisational problems are experienced by professionals in the organisation. One of the organisational issues and challenges, employees have to face is lack of job performance. 
[bookmark: _1fob9te]The problem Definition of Performance issue in the organisation
The job performance issue refers to failure to meet the fundamental job requirements, duties, and not fulfilling the roles and responsibilities by the employees. The lack of job performance is based on non-compliance of an employee to his expectations, behaviour, and productivity as a result, the objectives and goals of the organisation as well as organisational policies are not adhered (Potocki & Brocato, 2005). Moreover, the lack of job performance of employees is quite common in employees whenever they work under expectations, beyond their expertise and strengths. The job performance issues happen in workers who are wanted to come out of their comfort zones to achieve goals and objectives of the organisation (Bradford, 2015; Łuczak & Wolniak, 2015).
[bookmark: _3znysh7]Job Performance issue in the organisation and its impact
The performance issue of employees in the organisation can be based on unrealistic expectations from the employers for the employees and business owners or managers usually want to get the work done to become successful, which is why they want to maximise the work productivity and task allocation to the employees is increased so that they will increase the productivity and achieve maximum outcome for the company (Potocki & Brocato, 2005). The performance issue can also be due to improper organisational culture, lack of awareness, improper goal setting, ineffective responsibility allocation, etc. the impact of job performance in the organisation is directly on the employees as well as success and failure of the company. The managerial gaps, leadership issues, as well as assessment of employees’ strengths, weaknesses, and expectations should be managed effectively to reduce the impact of this organisational issue (Bradford, 2015; Łuczak & Wolniak, 2015).. In a research study, performance issue of an employee is defined as behavioural issue. For example, “performance does not have to be directly observable actions of an individual. It can consist of mental productions such as answers or decisions. However, performance needs to be under the individual's control, regardless of whether the performance of interest is mental or behavioural” (Meyer, 2016).
There is a fine different between controlled action of an individual and outcomes generated by him. When an employee performs his job well, he is rewarded and benefited but the organisation does not focus on whenever he is unable to perform the job responsibilities. The factors affecting job performance should be analysed well to see their behavioural changes and influence of different factors on the behaviour and performance of the jobs (Meyer, 2016; Adriana, 2009). The performance of the employees as well as the effectiveness of job performance are two different things. The performance of job of an employee is not same as effectiveness, and they are different levels of performance, which need to be assess and evaluate differently in an organisation. Another closely related construct of job performance issue is productivity (Wojtaszak & Biały, 2015; Rusak, 2016). The productivity of an employee is a comparison of effectiveness amount that is achieved from certain cost level linked with effectiveness. Similarly, it can be said that effectiveness is a ratio of output and input. The inputs can be cost, resources, and efforts respectively. Another construct of job performance issue is utility, which is defined as value of a particular level of effectiveness, productivity, and job performance. The utilities of effectiveness, productivity, and performance are value judgements (Paul & Elder, 2004).

[bookmark: _2et92p0]Methods to Overcome Job performance issue
Various methods can be used to overcome the issue of job performance in the organisation. Two of them are discussed below:
[bookmark: _tyjcwt]Create a Positive Work Environment
To overcome the performance issue, positive working environment is necessary. It is because when organisational environment is effective, friendly and peaceful, the individuals do their jobs effectively, their morale is boosted and their performance is increased. Employees who are not motivated enough do not get their jobs done as expected, which bring down the entire departmental performance within organisation (Andre, et al., 2017). Therefore, it is important to create energetic, positive, and healthy working environment, where individuals can practice their work and perform their duties with the least environmental impact. The managers therefore realise that positive working environment needs to be cultivated in the organisation and reward employees with incentives and group-recognition as well as appreciation during meetings. The workplaces having high-performing employees also attract more talent or recruitment. The organisations feel more alive and consider that they are working towards their goals (Meyer, 2016).
[bookmark: _3dy6vkm]Measure Employee Growth
Using evaluations of employees consistently help the employees and see their growth and development in the organisation so that they are able to feel good and make progress over time. The measurement of employees’ performance and growth is done through goal setting, keeping the energy of the workplace high, rewarding employees, and motivate the employees so that their efforts are exceeded from the expectations (Andre, et al., 2017; Andre, et al., 2017; Brewster, et al., 2011). The managers need to cultivate effectiveness through flourishing strengths in the employees and motivate them so that the morale of the employees is increased and they will grow. The employees’ growth shows that potential they have for leadership and advancement (Sibony, et al., 2017; Wojtaszak & Biały, 2015).

[bookmark: _1t3h5sf]My Experience of Lack of Job Performance in Workplace
My experience in the workplace regarding lack of job performance is awkward. In my first workplace, I was quite naïve and did not have any experience and professionalism. I was new to team work, I did not know the importance of deadlines and the awareness about goals and objectives of the organisation were also unclear to me. The seniors and managers of the organisation supported me at every level however, the performance issues were intact. I was making a lot of mistakes and after a month, I did not leave a positive image on my employers. The issues were increasing and I got demotivated from work, increased absenteeism, and made little excuses to avoid getting more work because I was already facing a lot of troubles in my work. Soon after 3 months in my work, team meeting was held for a project discussion where I raised the issues I had been facing related to my performance. The managers helped me in resolving those issues by training me, helped me getting more awareness and knowledge about organisational practices, vision, motivated me and assessed my performance each day and provided me feedback to improve.
[bookmark: _4d34og8]Seven Steps to Problem Solving
The problem solving techniques in workplaces is effective planning and controlling technique that allows the employees as well as management to keep the organisation away from bigger challenges and risks. The problem solving techniques are diverse depending on the nature of the problem. The following 7 Steps for Effective Problem Solving are mentioned as:
· Step 1: Identifying the Problem 
· Step 2: Defining Goals. 
· Step 3: Brainstorming
· Step 4: Assessing Alternatives
· Step 5: Choosing the Solution
· Step 6: Active Execution of the Chosen Solution
· Step 7: Evaluation
The above mentioned steps of problem solving are a generic way to resolve problems in the workplace. The objective and goal setting is one of the most important steps of problem solving but before that it is important to identify the problem, which may be done through different techniques of problem identification (Meyer, 2016). According to a research, problem identification can be done through Root-cause analysis where the problem is defined and in order to resolve it effectively, the root cause of the problem is identified. The other techniques such as brainstorming, mind mapping, and other creative thinking techniques should be used to identify and evaluate the problem. Moreover, alternative solutions are assessed and different related aspects so that most potential solution is selected. The solution is then chosen based on the most suitable solutions identified (Łuczak & Wolniak, 2015; Forman & Hunt, 2013; Adel & Yassin, 2018; Chung-Jen, 2009). 
[bookmark: _2s8eyo1]Importance of Decision-making 
The decision-making techniques depend on the scenario, its importance, and impact of decision on the organisation (Adriana, 2009). For different issues and problems different methods are used for decision-making such as cost-benefit analysis, Pareto-analysis, decision tree matrix, etc. the planning tools and techniques and strategic management tools and techniques are also used such as internal and external situational analysis of an organisation, for better evaluation of the internal and external factors impacting the business, and based on them, decisions are made (Downey, 2007; Adriana, 2009).
[bookmark: _17dp8vu]Types of Decision Making
Several decision-making techniques are used for different types of situations. The most commonly used decision making techniques are cost-benefit analysis, Pareto principle, decision tree analysis, SWOT analysis, etc. Decision making tools and techniques used need to determine the number of options, situation, type of data, etc.
[bookmark: _3rdcrjn]Cost benefits Analysis
Cost benefit analysis is a useful tool that helps in measuring the benefits of a decision or an action minus the associated costs related to the decision. The cost-benefit analysis is usually dependent on the quantitative data and financial metrics that are measurable and can be calculated such as earned cost, revenue, returns, etc. as a result of decisions to pursue (Shepherd & Rudd, 2014; Chung-Jen, 2009; Bradford, 2015; Brewster, et al., 2011).
[bookmark: _26in1rg]SWOT Analysis
SWOT analysis matrix is an effective strategic decision-making tool, which is used by many management professionals in the workplaces to evaluate the situation of any problem and take decisions based on the analysis from SWOT. It focuses on the strengths, weaknesses, opportunities, and threats of an individual, organisation, project, or a product. It also helps in making effective strategies based on the strengths and opportunities and weaknesses and threats (Adriana, 2009).
[bookmark: _lnxbz9]Pareto Principle
Pareto Principle is a statistical and analytical technique in decision-making, which is used by selecting all or limited number of tasks that produce significant overall effect. The Pareto analysis uses a principle (80-20 rule) in which it is said that by doing 20% of the critical work, 80% of the benefits can be achieved of doing the entire work (Shepherd & Rudd, 2014). First, it focuses on identification and listing of all the problems, identify root cause, and 5Ws analysis is a helpful tool to identify root cause, the scoring of each problem on the scale of 1-10 with lowest and highest impact, and adding up the total score for root causes found. The 80-20 rule is then applied on the highest impact problems and they are resolved first (Forman & Hunt, 2013).

[bookmark: _35nkun2]Proposed Solution 1
For the job performance issue, the first proposed solution is to use a SWOT analysis matrix, which is a framework that will help in analysing strengths, weaknesses, opportunities, and threats of an individual and help in assessing the professional and personal strengths, minimise weaknesses, take advantage of opportunities available to the individual and assess threats that will be used by the professionals to make contingency plans for the threats and risks (Bradford, 2015). Personal SWOT analysis is a useful strategy used by management or leaders in the organisation to understand the training needs directed to the employees and identify which individuals in the organisations need to receive training to improve the performance. The SWOT analysis also helps in identifying and evaluating the individuals who are unable to meet the expected performance, goals, and requirements. The internal and organisational capabilities are evaluated through personal SWOT analysis (Munck & Tomiotto, 2019; Wahyudi, et al., 2015).
[bookmark: _1ksv4uv]Proposed Solution 2
The second proposed solution for the job performance issue is to make effective decision of the performance issue using Pareto analysis. As it is mentioned above that Pareto analysis focuses the attention of a person to the most critical problems he or she is facing and what problems to prioritise first (Forman & Hunt, 2013). The problem of job performance issue will be evaluated and analysed through 80-20 rule by rating all possible issues related to performance and rate them as per the most and least critical issue they think is affecting their performance and efficiency in the workplace. Further based on rating, the 20% of the most critical issues will be aimed to resolve first and focus more than any other issues and problems so that the situation is improved more and performance is enhanced (Forman & Hunt, 2013; Adriana, 2009). 

[bookmark: _44sinio]Evaluation of Proposed Solutions
The above two solutions proposed for the job performance issue can be evaluated individually to see its effectiveness and impact on the individual. For Personal SWOT analysis and its evaluation, the first popular technique is to perform matching, means connecting the categories to determine a specific course of action (Shepherd & Rudd, 2014). It can be either done through matching opportunities with those strengths that are relative to each other shows what the current situation is and what more can be done to utilise it better. On the other hand, weaknesses can be matched to threats by exposing the individual to the area he or she should work on and what situations to avoid. It is a defensive strategy to improve the performance of an individual (Downey, 2007). 
Second evaluating approach is to turn the negative aspects of an individual performance into positives. The weakness can be converted to strengths and threats are converted into opportunities. It means that improving oneself by a skill set through training, education, and identifying different creative ways to present the weakness as a strength (Adriana, 2009; Rusak, 2016). For example, an isolated work environment cannot be suited for an outgoing and extroverted person and organisational culture having a strict environment can be problematic for a professional who is outgoing, social, and talkative. In such situations, it is important to try and work for the positions where there is more interaction and communication with others so that the weaknesses and threats can be utilised as strengths and opportunities (Potocki & Brocato, 2005).
As far as the evaluation of Pareto analysis is concerned, it can be said that 80-20 figures are illustrative and lack of symmetry in the work helps in achieving the results. For example, it can be said that 13% of the work can generate 87% of the returns also, 70% of problems can be solved by dealing with 30% of the causes of the problem (Downey, 2007).
From both proposed solutions, and the identified problem above in the report, the SWOT analysis matrix has been selected as the most appropriate solution of the job performance problem.  Following implementation plan, monitoring and review plan is made for the implementation and impact of the decision-making technique.
[bookmark: _2jxsxqh]Implementation Plan
Once SWOT Analysis is completed, it is important to evaluate the findings from SWOT and analyse the insights that have been uncovered. It was found that “SWOT analysis can fail to be effective if it is simply treated as a laundry list, without any tie-in to how the elements identified in the analysis can be put into play for the individual carrying out the assessment” (Bradford, 2015). For example, these elements identify strengths help in improving the performance of an individual to achieve a goal. Additionally, the potential threats are navigated as well, once identified. The opportunities identified are relied on the outcomes and achievements of a person and they benefit the individual at both personal and professional level, which set the individual apart from others (Meyer, 2016; Adriana, 2009).
	Implementation Step
	What resources are required
	Impact
	Time 

	To improve job performance, I will join training and development programs
	Management approval, support, training need assessment, and weakness analysis 
	Through the action, I will be able to improve my knowledge about my job roles and responsibilities, I will gain confidence professionally and personally
	 2 months

	I will make awareness about the goals and objectives of the organisation as well as improve my work through goal setting
	Internet, guidance, support, organisational profile, details about my workplace
	I will be able to improve my knowledge about the workplace, and be a better and aware professional
	On-going

	I will work towards my weaknesses and try to improve my strengths
	 I need to participate in group activities, communicate better, make more efforts and diligence to achieve this action
	I will convert my weaknesses to strengths eventually and learn new things about my work
	 No time limit

	I will try to come out of my comfort zone

	New tasks, increased work roles, challenges, 
	It will make me a better professional, I will become a more productive person, I will gain different and alternative solutions to the problems.
	 2 months

	I will communicate with my subordinates about the issues and maintain good and friendly relationships with them
	Friendly and supportive people, Good working environment, and adaptable circumstances are required 
	Through communication enhancement, I will be able to improve my actions, professionally and personally. People will also respect me more being more ethical and professional with them (Rusak, 2016)

	  On- going




[bookmark: _z337ya]Monitor and Review Plan
The monitoring and review plan helps in assessing the priorities and develop expectations for the individuals. Through monitoring and review plan, the directions for the individual are provided and the process is outlined by which the check-ins are completed for example weekly one-on-one meetings (Downey, 2007). The performance of the individual is progressively observed and feedback is provided to him so that the lacking can be improved and employees understand the stepping stones, which should be completed to reach them (Forman & Hunt, 2013).
[bookmark: _3j2qqm3]Monitoring activities
The monitoring activities of performance issues include communication with the employees that needs to be done weekly through a weekly team meeting or individual meeting so that the focus levels of the individuals are gauged. In monitoring activities, the performance related issues and implementation steps both are assessed to see how well the individual is tacking the priorities and actions (Forman & Hunt, 2013). These questions are asked to find out “What are you getting done this week? Or is there any kind of help that you need from me?” Moreover, the monitoring activities allows problems to not elevate more because of its simplicity and if frequent monitoring and check-ins are used to assess the performance of the job of an employee, his complexities, time management, issue management, and other aspects of his action plan (Paul & Elder, 2004; Shepherd & Rudd, 2014).
[bookmark: _1y810tw]Review activities
The reviewing activities are as important as the monitoring activities. Review of the work, issues, and strategies is necessary for the individual to understand where he currently stands and what steps he should be taking to overcome the issues (Meyer, 2016). The feedback is one of the most important review formats where leaders or managers understand the work of employees and provide them the weaknesses and strengths of their work. The review process allow the employees to move forward and improve their work within deadlines. The written, verbal, and demonstrative feedback activities will be used for the improvement of job performance of employees and as per the new performance management models, the organisations “tend to focus less on evaluation and more on agile goal-setting, regular feedback, coaching, and development” (Potocki & Brocato, 2005). They focus on the strengths of employees and provide them opportunities to use the assets and move forward. The effectiveness of using review based performance management models is to include high motivated workforce, engaged employees, alignment of priorities, better management of performance, financial gains, and high level of productivity (Bradford, 2015).

[bookmark: _4i7ojhp]Conclusion 
The report aimed to evaluate organisational problem using different theories and frameworks used for problem-solving. The organisation problem of job performance issue has been selected, which was evaluated through 7 steps of problem solving, decision making importance, types of decision making tools, and two proposed solutions of the problem, which are evaluated and based on the most effective solution, the SWOT matrix method has been selected. Further, SWOT implementation plan and monitoring and review activities were discussed for the organisational problem and how they can be used to resolve other further issues in the organisation.
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