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INTRODUCTION
Problem-solving is the process of identifying and addressing a problem or challenge in order to achieve a desired outcome. There are many different tools and techniques that can be used to help solve problems effectively. 
Some common examples of problem-solving tools and techniques include:
Brainstorming: This involves generating a large number of ideas or solutions to a problem, without evaluating or judging them at first. The goal of brainstorming is to come up with as many ideas as possible, and to later evaluate and refine the most promising ones.
Root cause analysis: This involves identifying the underlying causes of a problem, rather than just the symptoms. By identifying and addressing the root causes of a problem, it may be possible to prevent the problem from recurring in the future.
Decision making tools: There are many different tools and techniques that can be used to help make decisions, such as decision matrices, cost-benefit analysis, and the Pareto principle. These tools can help to clarify the options available, to evaluate the potential pros and cons of each option, and to choose the best course of action.
Six thinking hats: This is a technique that involves looking at a problem from different perspectives, or "hats", in order to generate a more comprehensive and balanced understanding of the situation. The six hats are white (facts and figures), red (emotions and intuition), black (negatives and caution), yellow (positives and benefits), green (creativity and possibilities), and blue (overview and control).
The best approach will depend on the specific problem and the context in which it is being addressed.

THE IMPACT COMPLEX PROBLEM
A complex problem that an Amazon manager who is not doing its job properly, by not giving trainings and inductions to new employees, may be addressed using a variety of tools and techniques. Potential steps that a person in a position of authority, could take to address this problem include:
1. Identify the root causes of the problem: The first step in addressing the problem is to identify the underlying causes of the manager's failure to provide trainings and inductions to new employees. This may involve conducting interviews or surveys with the manager, the new employees, and other relevant stakeholders to gather information and perspectives on the situation.
2. Develop potential solutions: Once the root causes of the problem have been identified, the next step is to develop potential solutions to address them. This may involve brainstorming many ideas, and then evaluating and refining the most promising ones. Some potential solutions could include providing additional training or support to the manager to help them fulfil their responsibilities or reassigning the responsibility for providing trainings and inductions to someone else.
3. Evaluate the potential solutions: Once potential solutions have been developed, the next step is to evaluate them in terms of their feasibility, effectiveness, and potential costs and benefits. This may involve using decision-making tools, such as decision matrices or cost-benefit analysis, to compare the different options and to choose the best course of action.
4. Implement the chosen solution: Once a solution has been chosen, the next step is to implement it. This may involve developing a plan of action, assigning roles and responsibilities, and identifying any potential challenges or obstacles that may need to be overcome.
5. Monitor and evaluate the results: After the solution has been implemented, it is important to monitor and evaluate its effectiveness in addressing the problem. This may involve collecting and analysing data on the new employees' experiences and outcomes and adjusting the solution as needed.
A complex problem like this will require a systematic and thorough approach. By following these steps, it may be possible to identify and address the root causes of the problem, and to develop and implement an effective solution.

ANALYSING THE INFORMATION
After a discussion with the manager who was threatening the employees, about cutting working hours and losses of jobs, the longest employee in the company did a complaint and contacted a consultant manager outside the organisation to fix the problem for them
It sounds like the longest employee in the company was unhappy with the actions of the manager and took steps to try to resolve the situation. It is important for employees to feel comfortable speaking up when they have concerns and seeking outside help can sometimes be a good way to address problems within an organisation. It is also important for managers to listen to the concerns of their employees and work together to find solutions that are fair and beneficial for all parties involved.

RANGE OF SOLUTIONS
There are some solutions that could be considered in this circumstance:
· Having a change into the managerial system of changing the manager for a period of 3 months after mediation session between the manager and the longest employee, facilitated by a neutral third party, to discuss the concerns and find a mutually acceptable resolution. 
· Involving human resources or another department within the organisation to help address the situation and ensure that all employees are treated fairly, and addition of extra recompensation for the employees.
· Reviewing the company's policies and procedures to see if there are any changes that could be made to prevent similar issues from arising in the future.
First potential solution to the situation described could be to temporarily replace the manager who was threatening the employees with a new manager who has a better approach to managing and communicating with the team. This would allow for a fresh perspective and could potentially improve morale and productivity among the employees.
Another potential solution could be to implement new rules and regulations for managers and employees. This could include clear guidelines for how managers should communicate with their teams, as well as policies for how to handle conflicts and disagreements. By setting clear expectations and boundaries, the organisation can create a more positive and productive work environment.
A third potential solution could be to provide recompensation for extra work. If the employees are being asked to work longer hours or take on additional responsibilities, they may be entitled to additional pay or other forms of compensation. This could help to reduce some of the financial pressure on the employees and help to improve their overall satisfaction with their job.
Ultimately, the best solution will depend on the evaluation of the situation and the needs of all parties involved. It is important to consider all options and find a solution that is fair and beneficial for everyone.

EVALUATION OF THE SOLUTIONS (Decision Matrix tool)
A decision matrix is a tool that can be used to help make complex decisions by systematically evaluating multiple options against a set of criteria. The technique involves creating a table with the different options listed in the rows and the criteria listed in the columns. Each option is then rated against each criterion, and the ratings are used to calculate a total score for each option. The option with the highest score is typically considered the best choice.
To use the decision matrix technique, you first need to identify the different options that are available. Then, you need to define the criteria that are relevant to your decision, such as cost, feasibility, and potential benefits. Next, you rate each option against each criterion, using a scale such as 1 to 5. Finally, you calculate the total score for each option by adding up the ratings, and the option with the highest score is the recommended choice.
The decision matrix technique can be a useful tool for making complex decisions because it provides a structured and systematic approach for evaluating different options. It can also help to make the decision-making process more transparent and objective, by allowing all stakeholders to see and understand the basis for the final decision.
To use the decision matrix technique to evaluate the complex problem of an untrained manager and the potential solutions of a temporary change of the manager, new rules and regulations for the managers and employees, and recompensation for extra work, you would first need to identify the different options and criteria.
For example, the options could be:
· Temporary change of the manager
· New rules and regulations for the managers and employees
· Recompensation for extra work
And the criteria could be:
· Cost
· Feasibility
· Potential benefits
· Impact on employee morale
· Impact on productivity
Next, you would rate each option against each criterion, using a scale such as 1 to 5. For example:
	
	Cost
	Feasibility
	Potential benefits
	Impact on employee morale
	Impact on productivity
	T
O
T
A
L

	Temporary change of the manager
	2
	3
	4
	5
	5
	19

	New rules and regulations for the managers and employees
	3
	4
	3
	4
	4
	18

	Recompensation for extra work
	4
	3
	3
	3
	4
	17




Finally, you would add up the ratings for each option to calculate the total score, and the option with the highest score (in this case, temporary change of the manager) would be the recommended choice. However, it is important to note that this is just one possible approach to using the decision matrix technique, and other factors and considerations may also need to be taken into account when making a final decision.
However, based on the information provided, it does seem like changing the manager for a period of 3 months for evaluation could be an efficient solution worth considering.
This approach would allow the organisation to bring in a new manager who has the necessary skills and experience to effectively manage the team. The temporary period would provide an opportunity for the new manager to assess the situation and make any necessary changes, while also allowing the organisation to evaluate the manager's performance and determine if they are a good fit for the role.
Additionally, this approach could help to improve morale and productivity among the employees, as they would have a new manager who is better equipped to support and motivate them. It could also help to prevent further conflict and negative impacts on the business, as the new manager would be able to address the underlying issues that were causing problems in the first place. Overall, changing the manager for a period of 3 months for evaluation could be a potential solution worth considering for this problem.

IMPLEMENTATION PLAN
ADKAR is a model that can be used to help organisations plan and implement change initiatives. The model is based on the idea that successful change requires people to move through five distinct stages: awareness, desire, knowledge, ability, and reinforcement.
To implement an ADKAR plan, you would first need to identify the specific change that you want to make, and then create a plan that addresses each of the five stages of the ADKAR model.
In the awareness stage, you would need to make sure that all stakeholders are aware of the change and why it is necessary. This could involve communication campaigns and other outreach efforts to inform people about the change and its potential benefits.
In the desire stage, you would need to build support for the change and motivate people to want to make the transition. This could involve engaging with stakeholders to understand their needs and concerns, and addressing any objections or resistance to the change.
In the knowledge stage, you would need to provide people with the information and resources they need to understand the change and how it will impact them. This could include training sessions, tutorials, and other educational materials to help people learn what they need to know.
In the ability stage, you would need to help people develop the skills and competencies they need to successfully implement the change. This could involve providing support and guidance, as well as opportunities for practice and learning.
Finally, in the reinforcement stage, you would need to support people as they continue to adapt to the change and provide rewards and recognition to help them stay engaged and motivated. This could include ongoing training and development, as well as performance evaluations and feedback to help people continue to improve and grow.
The ADKAR model provides a structured and systematic approach for implementing change initiatives and can help organisations ensure that their change efforts are successful and sustainable over time.

CONCLUSION
In conclusion after the implementation of ADKAR plan, you would need to follow the steps outlined in the plan, and track progress at each stage to ensure that the change is being implemented as intended. You would also need to monitor key metrics and indicators of success, such as employee engagement and satisfaction, productivity, and customer feedback, to determine if the change is having the desired impact.
Once the change has been fully implemented, you would need to conduct a thorough evaluation to assess the success of the plan. This could involve surveying stakeholders, analysing data and metrics, and conducting interviews and focus groups to gather feedback and insights. 
Based on the results of the evaluation, you would then be able to determine whether the change was successful and identify any areas for improvement.
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NATURE OF THE COMPLEX PROBLEM

The impact of his problem over the
employees is a negative one, because the
employees are feeling a massive lack of
respect and they consider those actions
are against the rules of the company.

The nature of the complex problem is
represented by an Amazon manager who
is not respecting his job responsibilties

and duties.
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[MPLEMENTATION PLAN

A: Awareness in the employee's mind that they are valuzble to the organisation
D: Desire of getting motivated enough to perform the responsibiltes of their jobs

K: Knowledge that people will be able to receive a complete training and advices during their
collaboration with the organisation

A: Abiity to perform the skills and the training in a proper way

R: Reinforcement is having constantly support and understanding from management consultants and
superiors in the organisaton after the new implementation of the plan
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Problem: Untrained manager 95% £
Organization: Amazon
See 3 Editor suggestions
Management consultant: Laura
Unsatisfied employee: Gabriela
This is a discussion between an employee/ non-managerial stuff
from Amazon storage centre (Gabriela) and a management
consultant (Laura) with the aim of analysiné and solving unsatisfied
employees.
Dialogue-Roleplay
Employee: Good morning, Ma’am! | am Gabriela and | am representing the
unsatisfied employees from the Central London storage centre.
Management consultant: Good morning, Gabriela! How are you? Nice to meet
you! | saw that your team made a complaint about the manager, is that right?
Employee: | am fine, thank you!
Yes, it is! We are unsatisfied with the way our manager is treating us and the
Page 10f3 590 words English (UK) Text Predictions: On  Editor Suggestions: Showing — —d—— + 100% [JFit GiveFeedback to Microsoft

iHe
Clear

P I O W OB [ ANBE NS RO oy,

16:35

*+ »

® PO Y B @

I

€3




image2.png
O | © uwsdhwb-S X |/ Students»Hu X | @ Myfies-One x | @l 11laurasdizl x | Qi QUESTIONNA x | (@il 11Reportfor’ X | i 11Reportfor: x | Q gmaillogin-< X | (&) ChatGPT x|+

G O https//uowtsd-my.sharepoint.com/:w:/r/personal/2123694_student_uwtsd_ac_uk/_layouts/15/Doc.aspx?sourcedoc=97BBD2CF52E-B13E-43EF-83D4-EDSATSEGAOFE%TD&L.. A g ¥

@ 11 Laura's dialogue for Balendran - Saved £ ) (Alt + Q)
File Home Insert layout References Review View Help RCM P Editing v [ Comments

Dv v < Glibigody) v 16 v AV A B I U Zv Av A - iZvi=v

v | v Ov [[Reusefiles | § Dictatev |/ Editor | Designer v

Management consultant: All right, please can you tell me what exactly is the
problem? 95%

Employee: Basically, | was hired two years ago, and | am the oldest in this job
from all my colleagues. | started noticing that our manager is not doing the
trainings for the new employees the way he supposed to.

Management consultant: What do you mean by that, Gabriela?

Employee: He is sending the new hired employees to the old employees in the
company for training and induction in the organisation.

Management consultant: And how do you think this fact is impacting the team ]
and company? j

Employee: | can say every member of the team had been negatively impacted

because we all done the training and induction for at least 6 new employees ]
during the last year. Instead of doing our work in the organisation we had to
do our superior’s work within our working hours.

Management consultant: Did you tried to talk with your manager about this
problem?

Employee: Yes, and he was threatening us with losing our jobs or cutting
working hours.

Management consultant: What made you talk this time?

Employee: This time | had to do something, because most of my colleagues
had enough and they decided to leave the organisation. Now is full of
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Employee: This time | had to do something, because most of my colleagues
had enough and they decided to leave the organisation. Now is full of 95%
untrained new people, uncapable to work properly, new people are causing
inconvenience to the rest because they do not know how to the job.

Management consultant: Do you think it is fair for you and the rest of the
team?

Employee: Obviously not, we feel that we supposed to be paid extra for his
work or getting some sort of recognition for it. This situation is not fair, and it
is against of companies' rules.

Management consultant: | would think of a few solutions. Do you have any
suggestions?

<O Employee: Apart of excluding our manager from the organisation | do not see
something else.

Management consultant: What do you think about an exchange between the
managers?

Employee: | do not have an opinion until the things will be changed.

Management consultant: | would like to change your manager with a different
one from another centre for a period of three months, | will evaluate and after
that we will see how things are going.

Employee: And if is not working?

o3 Manasement consultant: If is nat warking than. | will think of anather solution.
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Employee: And if is not working?
) ) . ) 95% £
O Management consultant: If is not working than, | will think of another solution.
With your problem | will be able to evaluate more centres and to see if it is a ] See 3 Editor suggestions
singular case or this is a habit of the managers. B
Employee: All right, | see! ]
Management consultant: If it is, indeed, | will prepare a training and a new set
of rules for the managers and the employees will receive a recompensation for
the extra work they have done.
Employee: Thank you for your help!
Management consultant: We will keep in touch and fix the problem, Gabriela!
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