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[bookmark: _Toc88527341]Introduction
A recent study reported that 13% of managers in Europe are bad at management. The result included managers in charge of line supervisors (Goodall, 2019). However, most people argue that managers get into managerial positions after merit-based promotions sometimes. As a result, some managers lack the necessary managerial training relevant to their roles. A random test conducted on managers showed that all managers performed poorly in at least one of the seven areas tested (Goodall, 2019). While no one is expected to be perfect as human beings, it is essential to exhibit results above the bare minimum. However, the study revealed most bosses fail for lack of training and not due to narcissistic behavior. A narcissistic manager can be toxic to individuals working under his authority.
Further, recent research by CIPD cited that bad management is a leading cause of job dissatisfaction. The result has been an increased attrition rate in companies managed by incompetent or poor management (Fleming, 2016). Employees who may not take the exit risk exhibit high anxiety and stress levels at work. According to (Smedley, 2016), good management equals happy employees. Good management requires supervisors to coach employees and offer helpful feedback for improved performance. Unsupportive managers tend to be self-centered and concerned about their growth over the team. As a result, it leads to work-related frustrations, loss of focus, and an increasing need to find purpose as an employee. 
Good managers create trust and value for their employees. Recognition and appreciation breed to increased productivity and performance (Smedley, 2016). Supportive managers hold their employees accountable at work, guide, help with career development. As a result, employees become more engaged at work, commit more to their tasks, and present quality work. Notably, when employees are productive, the company wins and records improved performance (DiGiulio, 2020). In contrast, unsupportive managers exhibit characters in direct conflict with a good and supportive manager. The guiding factor should be a common employer, a shared mission, and common strategic goals. If the company profits from good management, all employees, from managers to juniors, benefit. Similarly, poor performance from job dissatisfaction affects all equally.
[bookmark: _Toc88527342]Information to the identified problem for decision making
As earlier mentioned, bad managers may be bad at management due to factors such as lack of training. Some get promoted for seniority or appreciation after a good performance. Companies neglect internal managerial training to guide them in their new roles. Most organisations train promoted managers with basic skills such as paperwork, policies, and processes relevant to their level (Meinert, 2021). However, few plan and implement people management training. Some cite high costs as the excuse for not funding management training in their institutions. However, while it is cheaper in the short run, it could have long-term consequences. For instance, when hard to get experts and high-performing employees exit, the company suffers attrition and loss of indispensable human capital.
Further, managers tend to be unsupportive or bad in management due to micromanagement. It is similar to dictatorial leadership, where the manager sets the compulsory action plan and demands employees to follow it (Forbes, 2018). Employees need room for creativity, plan their tasks, and excel at work. A manager’s guidance could suffice, but the planning and strategizing should be wholly on the employee. Managed freedom at work promotes trust between workers and their managers, leading to increased productivity and performance. 
Additionally, some managers are too entitled to leadership perks at the expense of leadership duty. It requires strategized teamwork for an organisation to record improved performance (Forbes, 2018). Good and supportive bosses lead by example and guide employees in achieving their career goals. However, an unsupportive boss primarily cares about recognition as a boss. There is little or no concern about the company’s vision and strategic goals or employee performance. Thus, employees become demotivated at work and record declined productivity. 
[bookmark: _Toc88527343]Alternative solutions to the problem
[bookmark: _Toc88527344]Learning, training, and talent development
Lack of training has been cited as a reason behind bad and unsupportive management. The solution aims at improving management performance, company performance, and employee productivity. It is mainly used by HR for talent retention, especially for positions requiring constant skills improvement. However, it is subject to prevailing economic, political, and social factors (Hook & Jenkins, 2019, p.291). Learning and training should thus be extended to managers so that they become more efficient in their roles. Management and people skills training would suffice for managers who got managerial positions after promotions. It equips them with the necessary management tools to promote high employee productivity and performance. 
[bookmark: _Toc88527345]Passive response
Alternatively, an employee may decide to ignore self-centered and toxic, and aggressive bosses. Passive aggression has been proven to be effective in managing bad managers at work. A study reported that employees who ignore managers’ bad traits or feign ignorance have low-stress levels and are more satisfied at work (The Guardian, 2019). The employees gain admiration from colleagues and may record increased job commitment and performance. It is a better solution than resigning given the challenging economic times amidst a pandemic. 
[bookmark: _Toc88527346]Raising self-awareness
Bad managers may be oblivious of their poor management skills. However, HR should use the appropriate communication channel and raise employee concerns. Micromanagement is stimulated by feelings of inadequacy and insecurities among managers. Therefore, they strictly manage processes and employees to avoid mistakes that may reflect poorly on their management skills (Meinert, 2021). Hence, raising awareness about their imperfections may lead to improved leadership approaches other than micromanaging. Unsupportive bosses manage employees through passive channels such as emails and messages. The managers suffer from a false sense of security that requires attention. Active managers help employees become more engaged and involved at work leading to high productivity. Thus, creating self-awareness in addition to management training should result in improved management.
[bookmark: _Toc88527347]Decision-making technique
[bookmark: _Toc88527348]Tree diagram
The tree diagram is used when assessing the number of choices available to pick the best option. It is almost similar to a flowchart diagram. The decision-making rationality considers available alternatives and weighs costs and benefits. Possible solutions are weighed against each other subject to limiting factors to visualise possible results. When working on a complex challenge, the tree diagram helps focus on the crucial points. Thus, it simplifies a complex problem in an orderly manner (M., 2021, p.26). The tree begins with a root node to represent the complexity. It is then followed by two nodes representing chance and decision nodes. A chance node shows the probabilities from the decisions represented by decision nodes. Lines connect the nodes as the diagram flows to an outcome or termination point. The steps included in developing the diagram are as below;
Step 1: define the problem
After a thorough analysis of the problem, the next step is defining and mapping it on the diagram. The beginning rode is recorded first and is identified as the key issue or complexity (M., 2021, p.26).it forms the primary reference for breaking down the tree into smaller nodes. In this case, the root problem is bad management/unsupportive bosses
Step 2: Add branches
The next step is adding branches representing possible alternatives to the root problem. An arrow connects the root node to either a chance or decision node (M., 2021, p.26). In our case, the available alternatives include training, passive response, and raising self-awareness.
Step 3: add more nodes and branches
For each decision node, add more branches to exhaust all possible alternatives. The diagram can only be considered complete when no more branches can be added (M., 2021, p.26). At this point, the final nodes represent outcomes corresponding to the alternatives. In our case, training improves a manager’s people management skills, resulting in high productivity and performance. Similarly, raising self-awareness leads to improved productivity and performance. However, the passive response only has a positive effect on aggressive employees. Other employees continue suffering, and the bad/unsupportive manager remains unchanged.
Step 4: add end-notes and review the completed tree
For each final solution reached, the corresponding branch is an end node. The review should also ensure the tree has exhausted all possible solutions and related outcomes (M., 2021, p.26). In our case, the nodes show the possible results after implementing either of the proposed alternatives. From the analysis, training is the best option for the bad management/unsupportive bosses at work. The solution helps both the managers and employees become more productive. Self-awareness can be done as a module in the management training hence can be treated as part of the solution. However, passive aggression does not solve the problem in the long term. 
[bookmark: _Toc88527349]Implementation plan
Step one: understand the process of change
The change includes all occurrences from initiation of a plan to completion. It involves informing employees of the intended change and expected effects ( Stobierski, 2020). HR ensures the plan is in line with the company vision and ensures it is long-term. For instance, management training can be made a routine internal exercise
Step 2: understand forces of change
Top management needs to understand and acknowledge the change. It becomes easy to address any pitfalls requiring their input.
Step 3: Communicate 
Clear, transparent, and focused communication is paramount when effecting change. The first communication approach should target employees and address fears and concerns. Communication should clarify how the expected change affects their deliverables. Most employees may find change uncomfortable hence need prior reassurance.
Step 4: Prepare for roadblocks
It is common to have change resistors. Thus, an organisation should anticipate such eventualities and have ready solutions.
[bookmark: _Toc88527350]Communication to stakeholders
Other key stakeholders that form part of the team requiring updates include senior management and the board. If the change comes from a lower-level manager, they must inform the C-suit management and the board of the suggestion (Ricks, 2020). It is important to share how the change is relevant to the company’s vision and overall performance. The communication method should have a clearly laid out path from problem identification, solution, and expected outcomes.
[bookmark: _Toc88527351]Evaluation
After L&D, most companies forget to track progress in expected change. As a result, they miss out on establishing whether the solution worked or the training objective was met. Donald Kirkpatrick proposed four levels of training evaluation (Hook & Jenkins, 2019, p.298).  The first level is gathering feedback from trainees on their learning experience after the sessions. It could be in the form of a survey requiring feedback on how effective the training was, what was good, or what needs improvement for subsequent sessions. 
Level two shows how the trainee benefited from training which can be assessed from the survey. The third level is establishing how individuals perform once they resume their regular duties. The survey may have been an easy answer, but the practical part is better. Feedback can be gathered by administering questionnaires to line managers and employees a few weeks later (Hook & Jenkins, 2019, p.299).  Hence, the level seeks to find out work transformations following the training. The fourth level tests changes in the overall organisation after training. For instance, it could focus on whether unsupportive managers became more supportive and the corresponding individual and company performance. Positive feedback in each level shows the solution was effective in addressing the complexity. Also, the structured evaluation helps ensure the employee is on track and noted digressions corrected. 
[bookmark: _Toc88527352]Conclusion
Bad management/unsupportive bosses issue is an existing organisational complexity. Some cite lack of management training among promoted employees as the main reason for bad management. However, others are bad managers due to micromanagement tendencies and leadership entitlement over duty. Possible alternatives for the problem include initiating management training, passive aggression, and raising self-awareness. From the tree-diagram decision-making technique, training is the best alternative. It covers raising self-awareness while passive aggression does not eliminate the problem. In implementing the plan, the manager in charge should share prepare for change, communicate to employees and anticipate challenges in implementing the solution. Communication to stakeholders such as the board should include sharing how the change aligns with the company vision and expected benefits. It makes it easy for the C-Suit management to intervene in case of implementation challenges. The evaluation criteria can be based on Donald Kirkpatrick’s four levels of training evaluation. The approach is structured for efficient systemic tracking of anticipated outcomes.
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