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Summary 

The report critically evaluates four major organizational challenges: decision making, change management, team effectiveness and performance control systems. The report combines advanced management theories with descriptive, predictive and prescriptive analytics to show how organizations can improve strategic performance. The key findings reveal that while traditional management approaches provide structure, the effectiveness of traditional management approaches is greatly enhanced through the use of data-driven insights. But the concerns over cognitive bias, resistance to change, and over-reliance on performance metrics remain major issues.
This report critically analyses four key areas based on established frameworks: 
· Models of decision making (Simon, evidence-based management)
· Cultural and Change Theories (Schein, Kotter, Lewin)
· Models of team effectiveness (Belbin, Tuckman)
· Performance measurement models (Balanced Scorecard, KPI) 

The report is critical, pointing out strengths and weaknesses in organizational practices and offering analytically guided improvements.

















Scenario 1: Advanced Decision-Making
1.1 Background and Summary of Decision 

The decision under consideration is of a retail organization moving to an e-commerce model in the disruptions of COVID-19. This strategic decision was taken under high uncertainty, time pressure and incomplete information, thus a non-programmed decision.
1.2 Application of Simon’s Decision Making Model 
Intelligence period

The organization accurately identified a decline in physical sales due to the lockdowns. However, this phase was not very deep as there was no descriptive analytics such as customer behavior data or online demand trends. 

Key insight: Problem framing was reactive, not data-driven. 
Design phase 

Management came up with few alternatives, mostly concentrating on e-commerce implementation.
Critical appraisal: 
• Exhibits bounded rationality (Simon, 1957)
• Lack of innovative or hybrid approaches (e.g. omni-channel retail) 

Selection Method 
The final decision was to move fast on digital transformation without a structured evaluation. 
Identified biases:
Critical appraisal: 
• Shows bounded rationality (Simon, 1957)
 • Absence of new or hybrid approaches (e.g. omni-channel retail)


Selection Methodology 
The ultimate decision was to move fast on digital transformation without a structured evaluation. 
Identified biases:

1.3 Critical Evaluation 

The decision saved the day, but it was tainted by:

· No structured decision tools 
·  Stakeholder engagement is limited
·  Inadequate risk modeling 

This indicates a shift from rational to intuitive decision making and less effectiveness.

1.4 Alternative Approaches to Decision-Making 
Evidence-Based Management 

Promotes integration: 

· Internal information
· External benchmarks 
·  Insights from stakeholders
Decision Analysis:
 Multi-Criteria Decision Analysis

Compares options on multiple weighted criteria to enhance decision quality.

Lindblom’s Incremental Model 

A slow transition reduces risk, and improves adaptability. 
Agile Decision Making 
Encourages immediate feedback and iterative improvement.


1.5 The Role of Business Analytics 
Descriptive Analytics

Might be able to spot: 
· Customer buying patterns 
· Variation in demand for products 

Predictive Analysis

Models like time-series forecasting could: 
· Forecast online sales growth 
· Estimate inventory needs
Predictive Analytics
· Optimization algorithms might propose:
· Best pricing methods
·  delivery and logistics models

1.6 Critical Reflection 

The lack of advanced analytics hampered the organization's insight and efficiency. Integration of analytics would have improved risk management, operational efficiency and quality of decisions.


















Scenario 2: Organizational Culture and Change Intervention 
2.1 Introduction 

This report presents a critical analysis of the organizational culture of Amazon, a global e-commerce and technology company. Amazon is famous for its innovation and customer obsession, as well as its performance-driven culture. But the culture has also come under scrutiny over employee wellbeing and internal competition. This analysis assesses Amazon’s culture with established theoretical models and provides strategic interventions for cultural change with descriptive, predictive and prescriptive business analytics lenses.
2.2 Analysis of the Organizational Culture 

2.2.1 Schein’s Model of Organizational Culture

Schein (2010) suggests three levels at which organizational culture can be viewed: 

a) Artifacts (Visible Behaviors and Structures) 
· High-intensity performance monitoring systems 
·  Data-driven decision making process 
·  High attrition rates in operational positions 
·  Emphasize speed, efficiency and innovation
These artifacts can be seen through employee satisfaction data, turnover rates and productivity metrics from a descriptive analytics standpoint. 

b) The stated values (or stated principles & strategies)
The leadership principles at Amazon are: 

· Obsession with customers 
· Possession of Invent and Simplify 
· Show results
These values are reflective of a results-oriented and competitive culture. 

c) Basic Underlying Assumptions (Beliefs in the Unconscious)

· Always operate at the highest level by our employees 
· Competition encourages innovation 
·  Employee comfort is sacrificed for effectiveness. 

These assumptions shape behavior and create a high pressure environment.
2.2 Hofstadter's Culture Dimensions 

Using Hosted framework:

Low Power Distance: Open communication is encouraged but decision-making is top-down. High Individualism: Individual performance and accountability are emphasized. 
High Masculinity: Achievement, success and competition are important.
Low Uncertainty Avoidance: A high tolerance for experimentation and risk taking. 

Predictive analytics could be used to forecast the effect of such cultural traits on retention, burnout and long-term productivity through employee engagement trends.
2.3 Cultural Aspects Transformation Required 

2.3.1 Too Much Pressure to Perform

Amazon's high performance culture often leads to: 

· Tired employees
· Lowered psychological safety
·  High turnover rates 

2.4 Hyper-Competitive Internal Setting 

Internal competition can be:
· Decompose cooperation 
· Less knowledge sharing 
·  Build silted teams 

Descriptive analytics (e.g., HR dashboards) can identify patterns such as falling collaboration scores or rising turnover in particular departments.
2.5 Strategic Interventions for Culture Change 

2.5.1 Intervention 
Encourage Psychological Safety and Wellbeing

Theoretical background 

· Edmondson’s Theory of Psychological Safety
·  Lewis's Change Model (Unfreeze – Change – Refreeze) 

Action Button 
· Introduce wellbeing KPIs in addition to performance metrics 
· Create anonymous feedback mechanisms 
· Train leaders on how to create inclusive and supportive environments 

Integration with Analytics
Descriptive: stress levels, absenteeism, engagement scores
Predictive: Identify employees at risk of burnout 
Prescriptive: suggest specific interventions (e.g. workload changes)





2.5.2 Intervention 
 Teamwork and team-based culture development 
Theoretical Framework
· Tuchman's Model of Group Development 
· Katter's 8-Step Change Model (particularly building a guiding coalition) 

Main Activities 
· Implement team-based performance metrics
· Encourage cross-functional collaboration
· Reshape organizational structures to reduce silos 

Integration of Analytics 
Descriptive: Monitor collaboration metrics (e.g. cross team projects) 
Predictive: Project success rate prediction based on team cohesion
Prescriptive: Optimize team composition through data-driven insights
 Managing Change with Theoretical Models 

2.6 Katter's 8 Step Process

Main steps applied to Amazon: 

1. Create urgency (use data to highlight burnout risks) 
2. Form a coalition (engage senior leadership) 
3. Developing a vision (performance + wellbeing) 
4. Consistent communication of vision 
5. Empower employees 
6. Create short term wins 
7. Maintain progress 
8. Anchor cultural change 

2.7 Change Model of Lewin 
Unfreeze: Use analytics to uncover cultural issues 
Change: Introduce new policies and behaviors 
Refreeze: Strengthen via incentives and systems

2.8 Challenges, Resistance, and Ethical Issues 

2.9 Possible barriers
· Existing strong performance driven culture 
· Leadership resistance to lowering pressure
·  Fear of reduced productivity 

2.10 Change Resistance 
· Employees may be skeptical of initiatives due to prior experiences
·  Managers may resist new evaluation systems 

Predictive analytics can forecast resistance by analyzing engagement and sentiment data.

2.11 Ethical Issues 
· Employee data use must adhere to privacy and confidentiality
·  Don’t manipulate through excessive monitoring 
· Make performance evaluation systems equitable 

Data-driven interventions must be subject to ethics standards, e.g. Transparency and Informed Consent.

2.12 Cultural Change Monitoring and Management Good monitoring is important:
 Key Metrics 

· Scores on employee engagement 
· Retention rates 
·  Collaboration indices Analytics Application
 Descriptive: monitoring of cultural trends 
 Predictive: Predict long-term future outcomes 
 Prescriptive: Recommend policy changes 

Regular feedback loops and dashboards help keep the improvement process moving.
2.13 Summary 

High performance, innovation and customer focus are hallmarks of Amazon’s organizational culture, but so too are excessive pressure and competition. This report employs the models of Schein and Hosted to pinpoint critical cultural challenges and to suggest strategic interventions through the application of change management theories.


























Scenario 3 Team Effectiveness and Development
3.1 Introduction
 
Team effectiveness is fundamental to organizational performance. High-performing teams show great collaboration, shared accountability and adaptability. The report makes use of established theories (e.g. Hackman, Tuckman, Katzenbach & Smith) to identify the key characteristics of effective teams, to recommend innovative interventions and to critically appraise team working agreements. Descriptive, predictive and prescriptive analytics are embedded throughout to improve decision-making, monitoring and performance optimization.

3.2. Characteristics of high performing teams 

3.2.1 Psychological Safety 

Psychological safety is defined as a shared belief among team members that it is safe to share ideas, concerns and mistakes without the fear of being penalized (Edmondson, 1999). 

Significance: 
· Promotes innovation & learning 
· Enhances the quality of decision-making 
· Reduces fear-based silences 

Analytics point of view: 
Descriptive: Employee surveys that mirror trust and openness. 
Predictive: correlate psychological safety scores with innovation output
Prescriptive: Recommend leadership interventions when safety is low
3.2.2 Clear Objectives and Role Clarity 

Hackman (2002) says that effective teams need clear goals and distinct individual responsibilities.

Significance: 
· Decreases ambiguity and conflict
·  Increases the accountability 
· Enhances decision making efficiency 

Analytics view: 
Descriptive: Dashboards that track progress towards goals 
Predictive: Predict project delays due to unclear roles 
prescriptive: Suggest role realignment to optimize performance

3.3. Team Building Interventions 

3.3.1 Intervention 1: Programmed to Enhance Psychological Safety

 Design 
· Regular “safe space” meetings to discuss openly
·  Training leaders on inclusive communication 
· Anonymous digital feedback tools 
·  Failure-sharing sessions (learning reviews) 

Background Theory 
· Edmondson’s Theory of Psychological Safety 
· Phase Transition from Storming to Norming (Tuckman) 

Innovation Component 
· AI-driven sentiment analysis tools to track team morale in real time



3.3.2 Intervention 2: Clarifying roles and aligning goals Sprint 
Design
· Structured workshops setting roles and responsibilities 
· Visual dashboards for teams (OKRs – Objectives and Key Results) 
· Clear decision making with scenario based simulations 

Theoretical Background
· Hackman’s Model of Team Effectiveness 
· Goal Setting Theory (Locke & Latham) 

Innovation Factor
· Analytics models to predict workload distribution and performance results

3.4. Justification for Critical Interventions
 
3.4.1 Enhancing Decision Making 
· Psychological safety encourages diverse perspectives, which minimizes groupthink 
·  Role clarity ensures decisions are made by the right people 
· Better decisions, informed by both human insight and data
3.4.2 Improving Team Performance 
· Safe environments encourage engagement and creativity
· Clear roles reduce duplication and inefficiencies 


Predictive analytics can show improvements in:
· Completion rates of projects 
· Decreasing errors 
· Metrics for innovation

3.4.3 Support for Change Management 

The interventions are in line with Kotter’s model:
· Establish Trust (Psychological Safety) 
· Establish alignment (clear roles and goals) 

Such changes enable a more seamless adoption of new processes and behaviors

3.4.4 Control and Monitoring of Effectiveness
 Descriptive analytics: Track engagement, task completion, collaboration
 Predictive analytics: Anticipate team performance trends 
 Prescriptive analytics: Recommend ongoing improvement
3.5. Effective Team Working Agreements
 	
3.5.1 Definition
 A team working agreement is a documented list of shared expectations that guide behavior, communication, and decision making within a team.

3.5.2 Key Elements of Effective Agreements 

1. Communication Rules
· Communication tools and preferred channels 
· Meeting structures and response times 

2. Roles and duties 
· Clear ownership of tasks
· Power of decision making 

3. Procedures for Dispute Resolution 
· Developed processes to manage disagreements 
· Escalation procedure 

4. Mechanism of Accountability 
· Expectations for performance 
· Procedures for feedback and review 

5. Decision Making Models 
· Consensus vs. majority vs. leadership decision 
·  Data-driven decision protocols 

6. Behavior Expectations 
· Respect, inclusion and professionalism

3.5.3 Syntheses critique des meilleures pratiques 

Studies show that good agreements are:
· Team members co-created → more commitment 
· Regular reviews → enables flexibility
·  Leadership support → enforcement is ensured 

Descriptive analytics (e.g., meeting participation data) can measure adherence, and predictive analytics can show the effect of adherence on team outcomes.

3.6. Reflection: How I Helped the Team Be Effective 

3.6.1 Building Team Cohesion

· Mutual expectations help to avoid misunderstandings 
· Psychological safety increases interpersonal trust 

3.6.2. Improving Accountability 
· Clear responsibilities prevent finger-pointing 
·  Transparency through data-driven monitoring 

3.6.3 Performance Optimization 
· Structured agreements to streamline workflows. 
· Analytics-driven insights drive continuous improvement 

3.6.4 Integration with Monitoring and Control
· Agreements set baseline metrics for evaluation 
·  Performance dashboards monitor compliance and results

3.7. Introspection 

Team agreements and interventions work well, but there are some challenges:

· Resistance to formalizing behavior 
· Too much data may result in less human judgment 
· Ethical issues of surveillance (ex: privacy in analytics tools) 

Therein lies the balance between data insights and human-centered leadership.

3.8. Conclusion 

Psychological safety and role clarity are essential to high-performing teams. The organizations can improve the team effectiveness significantly by implementing the innovative and theory-informed interventions and structured team working agreements. Descriptive, predictive and prescriptive analytics support decision making, enable change and facilitate ongoing monitoring and optimization.
The secret of successful team development isn’t just structured tools and frameworks, it’s a culture of trust, adaptability and ethical responsibility.











Scenario 4: Performance Control and Measurement Systems
4.1. Introduction
 
As a department manager (e.g. operations or student services) the use of effective performance measurement and control systems is important to ensure that you align with organisational objectives, improve decision making and drive continuous improvement. This report critically evaluates individual and team performance monitoring mechanisms, justifies performance indicators through management theory and discusses how data driven analytics (descriptive, predictive and prescriptive) can strengthen control processes. It also addresses limitations and ethical considerations.

4.2. Control Mechanisms for Tracking Individual Performance 

4.2.1. Key Performance Indexes (KPIs)

These are measurable metrics that are used to measure individual performance against the specific goals. 

Examples: 
· Tasks completed per week – productivity 
· Quality (error rates, customer satisfaction scores) 
· Timeliness (adherence to deadlines) 

Review: 
Strength: Offers clarity and accountability (Locke & Latham’s Goal-Setting Theory) 
Limitation: Possible to foster short-termism or gaming behavior 

Integration with Analytics:
 Descriptive: Performance monitoring dashboards in real-time
Predictive: Spot employees at risk of poor performance 
Prescriptive: suggest specific training interventions

4.2.2 Balance Scorecard (Kaplan and Norton) 

The balanced scorecard measures performance from 4 perspectives:
· Finance 
· Customer 
· Procedures internal 
· Development & learning 

Evaluation 
Strengths: Gives a complete picture of performance 
Limitation: Complex and resource intensive 

Application (At the Individual Level)
· Training metrics (training done) 
· Customer satisfaction ratings 
· Contribute to process improvement

4.2.3 Dashboards of Analytics 

Modern organizations use digital dashboards to display performance data.

Assessment: 
· 
Enables real-time monitoring and quicker decision making 
· Enhances transparency & accountability 

Example: 
· HR analytics platforms that display attendance, engagement and productivity 

Dashboards make raw data into actionable insights, providing evidence for evidence-based management (Rousseau).

4.3. Measuring Effectiveness of Team and Organization 

4.3.1 Measures of Team Effectiveness

Based on Hackman’s Team Effectiveness Model, the key measures are: 

· Project success rates (substantive quality)
· Team processes (e.g., communication, coordination) 
· Members Satisfaction and Development 

Methods: 
· 360 degree feedback 
· Collaboration metrics (cross-functional projects) 
· employees surveys 

Critical appraisal:
 Strength: Covers both task and relational aspects 
Limitation: Subjectivity in measuring "soft" variables (e.g. cohesion)

4.3.2 Effectiveness Measures in Organizations 
a) Financial Ratios
· Increasing revenues 
· Cost effectiveness. 



b) Customer Measurements
· Net Promoter Score (NPS) 
· Retaining customers 

c) Performance Indicators 
· Cycle time Process efficiency 

d) Innovation Measures
· New product development speed 

Balanced Scorecard Integration These metrics are aligned with organizational strategy and provide strategic control.

4.3.3. Use of Analytics to Measure Effectiveness 	
Descriptive analytics: Identify trends (e.g. declining productivity)
Predictive analytics:  Predicting team performance and organizational outcomes 
Prescriptive Analytics: Suggests resource allocation and process improvements

4.4. Rationale for Performance Indicators and Control Systems 

4.4.1 Theoretical background
Goal-Setting Theory (Locke and Latham) 
· Performance is enhanced by clear, specific goals 
· KPIs operationalize these objectives 

Agency Theory 
· Opportunistic behavior is curtailed through performance monitoring 
·  Incentive-related KPIs ensure alignment of employee and organization goals 


Control Theory 
· Feedback loops (measure → evaluate → correct) 
·  Dashboards and analytics for continuous monitoring

4.4.2 Alignment of Decision Making 

Support for performance systems:

· Operational decisions: Re-allocate workloads, prioritise tasks 
·  Strategic decisions: Identify top-performing teams, allocate resources 

Analytics Role:  Increases decision-making accuracy and reduces bias
4.4.3 Use of Data for Prescriptive Purposes 

Advanced systems provide:

· Right staffing levels 
· Training requirements 
· It changes management from reactive to proactive control.

4.5. The value of data-based decision making 

4.5.1 Improving Monitoring and Control

Data-driven systems: 

· Offer real-time insights
· Facilitate early problem detection 
·  Increase forecasting accuracy 

4.5.2 Integration of key areas 

Decision Making 
· Decisions based on evidence reduce uncertainty 
Change Management 
·  Signs of the need for change (e.g., declining performance trends) 
·  Evaluates the effects of change interventions 

Team Management 
· Recognizes gaps in collaborative work 
· Provides performance coaching 

Monitoring and Control: 
· Continuous feedback loops to improve the system responsiveness


4.6. Limitations and Unintended Consequences 

4.6.1 Overestimating Measurable Outcomes
· Does not consider qualitative factors like creativity, morale etc 
·  May distort behavior (Goodhart’s Law: “When a measure becomes a target, it ceases to be a good measure”)

4.6.2 Gaming and Manipulation 
Employees may:
· Focus only on measured targets 
· Manipulate data to fit KPIs

4.6.3 Information Overload
· Data overload can confuse managers
· Reduces decision clarity and speed 
Solution: Use prescriptive analytics to prioritise insights.
4.7. Ethical considerations 

4.7.1 Privacy Issues
· Monitoring tools can invade employees’ privacy 
·  Ethical use of personal data has to be ensured 

4.7.2 Bias and Fairness 
· Algorithms may increase bias in performance evaluation 
·  Criteria need to be clear 

4.7.3 Wellbeing of Employees 
· Over-monitoring can lead to increased stress and decreased trust

4.8. Critical Thinking Skills
 
Performance measurement systems improve accountability and efficiency but need to be carefully designed and balanced. An over-reliance on data risks dehumanizing management practice. Good managers need to marry quantitative data with qualitative judgment, making sure systems support rather than undermine  employee engagement and the organizational culture.
4.9. Summary
 
Performance Measurement and Control Systems are critical to the success of organizations. KPIs, balanced scorecards and analytics dashboards are tools that impose structure in monitoring and decision-making. The use of descriptive, predictive and prescriptive analytics enables organizations to enhance control processes and optimize performance.
However, these systems need to be deployed with caution, accounting for limitations, behavioral consequences and ethical implications. A balanced, data-informed and human-centered approach is key to sustainable performance

EXECUTIVE SUMMARY
 
This report has critically evaluated the organizational decision making, change management, team effectiveness and performance measurement by utilizing advanced theoretical frameworks and business analytics perspectives. Analysis shows that traditional management models offer a good foundation, but their success hinges on their integration with data-driven techniques.
Companies able to integrate leadership, analytics and adaptive strategies are better positioned to deal with uncertainty, enhance performance
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