Student Name : Maria Grigoran
Student Number: 1915295
Professor name : Nadeem Marza
BMSW4004
PROBLEM SOLVING AND DECISION MAKING 

I choose to talk about people underperforming at work because in my workplace this is the main problem. I strongly believe that it’s a very important topic because any company needs passionate and devoted employees in order to succeed.

Underperformance of staff at the workplace is usually when the employees fail to perform their duties or when the employees fail to perform the duties on the lever that you expect them to be.
Employees with poor work performance undermine the concept of teamwork and business could lose good employees due to the low performers.
The first important step is to identify the weak link and the reasons behind the poor performance.
Question yourself regarding the poor performance of the employee.
-Is the employee the right person hired for the job?
-Could the amount of work be too much for only one employee?
-Is the employee aware of the expectation for their performance?
-Is the employee given enough training to fulfill their work? 
-Is any personal reason affecting the employee and hold them from working in a satisfactory lever required to meet your expectations?
Could there be a workplace issue, such as the employee lacks motivation or seeking for bigger rewards for their performance?
As a manager, if we have a look and examine the employees of the company, we need to find the answer of all of this questions.
It is very important to look after underperforming workers and we need to double-check on them on their training and check on the way they are acting at work.
When we spot underperforming employees, in the very beginning we need to arrange a private meeting for each underperforming employee and explain to them again everything they need to know about their role at the workplace.
The meeting must be private so the employee won't feel shamed by any chance and must be individual because the employees might have different issues, they might not like to speak in a group, they might have a different work experience and also to respond to the employee might be different.
An important topic is motivation. Try to motivate them and succeed in this way, also listen carefully about the things they might complain about and their needs, we need to be specific and clear and never get emotional.
Employees need to help us understand where the problem is coming from and also we must find the right way to encourage and show them the right way to work.
Another important role for the managers is to give feedback at all times, to share information like customers feedback with them and let them know they are important, and the whole in the most important.
The company cant work without them or other members of the staff.
The body language used must be confident but also welcoming, talk the right way by letting them know exactly what you expect from them, make them feel seen, and be confident that they will become step by step much better at the workplace
Your employees will get invested by having insights into how the company works. Sharing with them, regularly will help in this regard, having monthly, weekly, or even daily reports about sales and new customers and loyal customers.
Being transparent will always help them feel that it is in their power to make a difference in the stats and grow within the company being dedicated to the job.
Due technology and continuously evolve of it the way we live our life's the quality of our life has improved and continue to do so day, by day. Nowadays employees expect the company to work from or have a flexi-time with various scheduling options, the company might get to do the list of “The best companies to work for” that everyone lookup for. If you are looking for the best employees that tick all the boxes of requirements on your list being flexible is a must.
One last thing that could help you and the company to deal with underperformance at work is to sit down and have a chat with the weak link about themselves, the things they value, and get as much information as possible. Playing the guessing game might be risky sometimes so it’s best to know exactly what's going on. Make the team feel like they are the pieces of the puzzle, they are important, they are seen, they are included always and you care about the team you enrolled with on the road to success.
You may begin a structured capacity process if you do not succeed in making the employee efficient.
Invite them to an auditory capacity. Why are they invited to a hearing, you can clarify?
Your employee has the right to bring others like a college, to accompany them, but you are not required to notify them of this.
Any proof they have and offer input mat be carried by your employee, inform your employee after you have determined the result and follow up in writing at the end.
The worker has the right to appeal the verdict, to do so they must have fair notice.
In writing, an alert or a final written warning should be outlined in the employee's action plan for change, you must let them know that the employee will be called for another capacity hearing to enhance their job performance.
You will have some different alternative solutions to the problem. For a problem-solving party, it needs to be used a process technique, you will maintain continuity, as everyone knows the technique to be used. Using data, preconceptions, and bias are removed and objectivity is provided.
Divisions will be eliminated and collaboration will benefit, this helps the group to avoid diverging into various problems. It helps the community to find a consensus on this.
On the same problem, having the same solving techniques will help and not generate any uncertainty to have the same solving strategies.
The decision-making process would be quicker and simpler, there will be legitimate solutions.
There are six steps always in order and for a good outcome, you should not skip steps.
Each step is necessary, so to get the next step, you have to complete it. 
Will bring constructive and productive environment.
Investigate every single detail of the situation.
Gather a lot of alternatives
Choose the best options.
Get the best solutions
Decide your plan.
Share your decisions and move forward with the plans.
Communicating the plan to stakeholders is the very next step after the plan development.
There will be changes on a few plans, such as:
The strategic change- you have to encourage employee buy-in to strategic change and inspire them to communicate in a very open manner.
Explaining that organizational changes aren’t the only changes that are coming. Make sure everybody understands and what to do with the new changes and the most important is why to do in the new way. For the great outcomes, how it benefits the company, and of course how it benefits the employee.
Help the employees to make sense of the new changes.
The operational change- You shouldn’t ask employees to change their operational behavior. Usually the operational changes must be aimed at each employee personally and also relevant for their role. Give them the opportunity for feedback and discussion on the matter. This would encourage them to understand and commit to the new path and change.
Always explain and make sure they understand why and how the new path could be beneficial for everybody as it would stop the employee resistance to the change.
This could be transforming the “ what we do” into something inspiring.
The behavioral change might be a mid-set change or changing the company values about the journey of the customer, or updating to a much rapid and refreshed way of working. Keep in mind that those initiatives should focus on using programs that include inspirational communication.
Having a strategy based on catching minds and hearts, will ensure an emotional attachment of the employee.
The cultural change -I know old habits die hard. Changing a culture view for a very well prepared communication strategy supported and explained carefully to the employee. To reduce the risk of misunderstanding, remove the barrier between you and your employee make sure your message is clear and correct.

After the plan sharing with the stakeholders, ensure appropriate monitoring, and assess successful implementation of the solutions.
The word “change” could make your employees feel uncomfortable. However, to succeed with your plans you have to keep an eye on the techniques used and review them. Successful companies understood that it's always necessary to change things within the company to move forward and get rid of poor performance.
Very important is do not confuse monitoring of the plan with evaluating the situation. Make sure the solution is being implemented as expected then evaluate the solution after the plan has been implemented make sure the solution has rectified the problem.
In order to start monitoring the plan, you should question yourself 
-Are the steps implemented correctly?
-Are the steps implemented on time?
-Did the outcome materialized as you expect?
After you’ve answered all of the questions, you might consider answering the next questions as well : 
-Is enough time?
-Are enough tasks?
-Is the plan realistic?
-Are the employees willing to comply with the new rules?
-Did everyone understood the new changes and why?
Evaluate the solution
After the successful implementation of the solution, you will need to evaluate it. Even if the evaluating of the solution would fail or be a grand success, good lessons will be learned and why not, used in other similar problems.
The following questions should be answered while evaluating the solution.
-How much did we evolve?
-Are we where we proposed to be?
By answering these questions you can identify if you have reached the desired progression from the problem.
Solutions could be either short term or long term in achieving their outcomes. Rushing evaluation could ruin the process. Each step needs enough, time and each step is equally important while working with underperforming people at the workplace.
 It has been noticed that many times that people underperform in their job roles and responsibilities there are various reasons behind this situation. There are mainly three reasons for underperformance of the people in their job role. Those reasons are capability of the employees disconnection or lack of integrity within the employees and unclear responsibilities of the employees. When organisations and institutes recruit incapable candidates , they cannot perform according in order to provide benefit to the organization. Sometimes due to improper communication employees are disconnected with the organization and its belief, vision and direction therefore the performance cannot lead towards the organisation obiectives and mission ( De Clercq, Haq and Azeem,2019). Lasly improper information and data about the  performance expectation and information about the performance of obiective to the employee can be the reason for unclear information about their job role and responsibility. Therefore , they can not perform accordingly to meet the expectation that leeds to underperformance.
Order to mitigate these issues and challenges organizations need to adopt various approaches and methods. Organisations required to recruit the employees who are experience skilled and capable to adopt recruitment approaches. 
Recruitment and selection approaches are CV review person specification and competency-based questions by adopting this methods organisation can recruit experienced skill and capable employees who can perform accordingly.
Effective communication is helpful in order to avoid lack of integrity within an organization this is also helpful to provide clear and transparent data and information about the expectation of the performance to the Employees so that the employees can perform in order to meet the expectation by focusing on the direction. Vision and mission of the business ( Lee,2018)
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