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Introduction
This report focuses on identifying and addressing a specific business problem related to declining employee performance and engagement within a service-based organisation. Effective problem solving and decision making are important management skills, as they support organisations in responding to challenges in a structured and informed way (Robbins and Coulter, 2020). The report outlines the nature of the problem, considers two possible solutions, and evaluates these using appropriate decision-making tools. A preferred solution is then justified, followed by a risk analysis, an implementation plan, and methods for measuring effectiveness using Key Performance Indicators (KPIs) and SMART objectives.  

Brief Explanation of the Specific Business Problem
The organisation is currently experiencing reduced employee performance, alongside low morale and increased levels of absent staff. Performance reviews and informal feedback suggest that employees feel disengaged and unclear about expectations. This has resulted in lower productivity and a decline in service quality, which has negatively affected customer satisfaction.
Several factors have contributed to this problem. One key issue is poor communication between managers and employees, leading to confusion around roles and priorities. In addition, there is limited feedback and recognition, which has reduced motivation (Armstrong, 2021). The organisation also relies on traditional performance management approaches that focus on outcomes rather than employee development.
External pressures, such as increased competition and rising customer expectations, have added further strain. If the problem is not addressed, the organisation risks higher staff turnover and increased operational costs. A structured approach to decision making is therefore required to identify an effective and sustainable solution.

Suggested Two Alternative Solutions
Solution A: Performance-Based Incentive Scheme
This solution involves introducing financial and non-financial incentives linked to individual and team performance targets.
PMI Analysis:
Plus: Can improve motivation and productivity; provides clear performance targets.
Minus: May increase costs and create unhealthy competition between employees.
Implications: Requires careful monitoring to ensure fairness and alignment with organisational goals.
This solution could help improve short-term performance by encouraging employees to meet targets. Motivation theory suggests that rewards can influence behaviour positively (Mullins, 2019). However, incentives alone may not address deeper issues such as disengagement or lack of support.

Solution B: Structured Performance Management and Development Programme
This solution focuses on improving performance through regular one-to-one meetings, clear goal-setting, ongoing feedback, and development opportunities.
PMI Analysis:
Plus: Improves communication, supports employee development, and encourages long-term engagement.
Minus: Time consuming for managers and requires training.
Implications: Supports a more positive and supportive workplace culture.
This approach addresses the root causes of the problem by improving clarity and feedback. Research shows that continuous feedback and development improve employee commitment and performance (CIPD, 2023).

Justification for Selected Solution
Solution B is the most suitable option because it focuses on long-term improvement rather than short-term motivation. While incentives may offer immediate benefits, they do not address communication or development issues. Greater weighting was given to sustainability and employee engagement, as these factors are essential for consistent performance. Although Solution B requires additional managerial effort, it is more likely to lead to lasting improvements.

Risk Analysis of the Selected Solution
The main risks include resistance from managers due to increased workload and inconsistent application across departments. These risks were assessed using criteria such as likelihood, impact, and level of control. This approach is appropriate as it helps prioritise risks that could affect success (Slack et al., 2022). Training and clear guidance can reduce these risks and support consistent implementation.

Plan to Implement the Selected Solution
The implementation will begin with clear communication from senior management to explain the purpose and benefits of the programme. This is important to gain employee support and reduce resistance. Training sessions will then be provided for line managers to develop skills in feedback, goal-setting, and coaching.
Following this, managers will conduct one-to-one meetings with employees to agree on performance objectives aligned with organisational goals. These objectives will be reviewed on a quarterly basis. HR will support the process by providing templates and monitoring completion rates to ensure consistency.
The order of implementation prioritises communication and training to ensure managers are prepared before the programme is rolled out. Responsibilities are clearly assigned, with managers accountable for reviews and employees expected to actively engage. This structured approach supports effective and realistic implementation.

Means of Measuring Effectiveness of Implementation of Selected Solution
Effectiveness will be measured using KPIs and SMART objectives. KPIs include employee engagement survey results, absenteeism rates, and completion of performance reviews. Surveys will be conducted quarterly using approximately ten focused questions and administered by HR. Observation by managers and formal reviews will provide additional insight.
SMART objectives include increasing employee engagement scores by 15% within six months and reducing absenteeism by 10% within nine months. These objectives are specific, measurable, achievable, relevant, and time-bound (Doran, 1981). Using both qualitative and quantitative data allows for a balanced evaluation of outcomes.

In Conclusion
This report examined a business problem related to declining employee performance and engagement. Key findings highlighted poor communication, limited feedback, and outdated management practices as major contributing factors. Two solutions were evaluated, with a structured performance management and development programme identified as the most appropriate option. Risk analysis showed manageable challenges, while the implementation plan outlined a realistic and structured approach. Finally, clear KPIs and SMART objectives were proposed to measure effectiveness. Overall, the report demonstrates how structured decision making can support effective problem solving within organisations.
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