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Introduction
 	The aim of this assignment is to topple the problem-solving techniques and tools for identifying the work-based propose and problem.  The problem chosen at the workplace would then be demonstrated by the experience faced in the workplace. The report will explore the different types of decision-making, such as factors and ingredients required for decision-making. Moreover, these problems are translated into the proposed solution by applying the Fishbone analysis to it. 
Chosen Problem
 	The chosen problem at my workplace is experience related to favouritism. In the workplace, favouritism is exactly what it sounds like: this means that it is abuse favouring someone, not just she or he is doing a good job but also for the outside performance of a job (Arasli et al., 2019, p.23). For example, consistently, a manager offers the highly regarded and best projects, even when the employees do not perform well and serve high regards. Perhaps the employees are offered promotion over others who are already present in the company for a longer time period, and they have more experience. Another common form of favouritism present is considered as nepotism, is to show favour towards the members of the family. I any situation of work, family members might be promoted or hired, or favoured otherwise over many other candidates just because they are the family part (Mitsakis, 2019, p. 115). By the age of 30, there will be 22% sons that would work for the same employers at the same time as their fathers. 
 	There are times where favouritism occurs when an employee and manager have developed their friendship beyond working in a workplace. For example, in the workplace, favouritism occurs when two workers are together working and have a shared history, or they are bond together outside interests such as music or sports (Mitsakis, 2019, p. 115). 
 	The effects of favouritism have two different implication for the rewards and their design. First, the worker's incentive pay will be deemphasised that constrains the favouritism, as it adds arbitrariness for monitoring and because this noise has been caused due to the choices of contracts. 
 	Secondly, favouritism causes firms for using the rules in the promotion and pay decisions, where the worker's performance information is not aggregated inefficient ways, It shows that little weight is placed on the appraisals of supervisors and other performance opinions, giving weight to the measures that are non-corruptible such as seniority in promotion decisions and compensation. According to Dey et al., (2017), the favouritism might be considered as abusive itself, especially when regularly out-group subordinates from the development opportunities, pay increases, rewards and job assignments. 
Advantages and disadvantages
Advantages
 	It is found out by the study those employees who are favoured as compared to others experienced self-esteem and are likely to follow the norms of workplace and performing tasks that help to benefit the whole group. Those employees that were favoured were perceived as more productive and social by their co-workers. Risk is present that some employees better might let the rest of the employees to turn off. Here the key is to find out the correct balance- treat well, but also treat those whose work are counted and those who are producing a bit to perform better (Maswabi, and Qing, 2017). 
 	Although the study only focuses on how those being favoured react to the favouritism, evidence suggests that favoured employees are motivated to comply with norms and to engage in tasks that benefit the group as a whole, which means non-favoured employees also benefit. When done right, everyone wins. 
Hence, the employers can show favour to those who try harder, deliver consistent results and perform better. Moreover, it is fine to reward those employees that willing enough to compromise and collaborate (Palermo et al., 2019, p.381). One can empower and motivate its employees that help to benefit the whole team when someone performs beyond and above , it is o to reward them , and then they should be included in the celebration for encouraging them all to achieve a high aim. 
Disadvantages
 	Whether nepotism or favouritism, there are more negative effects as compared to the positive ones, the effects here are the same, usually, which leads to negative results. This is also known as workplace discrimination such as 
  	Lower morale
 	 Then the employees that favouritism is going on and the way the management treats them to perceive it, ta sense of having unfairness creeps inside of them (Yusof et al., 2017, p. 10). This raises the question about questioning their self- worth, as favouritism is understood by the means that no matter what is done, the efforts will not be rewarded. 
 	Resentment
 	This followed by the resentment towards all the managers who are favouring unfairly an employee might not be the one that is deserving as employees who are taking advantage of the situation. 
 	Overlooked potential
 	 As the manager continuously favours the few or one employee over the others, she or he might be missing out the skills and talents that might be bought on the table by others. This might leads towards the promotion of those who are not ready towards the responsibilities over those who are ready and are able to take up the challenge. 
 	
 	Stunted growth
 	 Having declined in the growing resentment and potentially overlooked, one of the managers that favour employee unfairly is also hurting an overall company by growth stunting that might come from the management positions of the best employees. 
 	Legal implications
 	 Last, the practices of favours might also lead towards the employee legal actions, if employees that she or he was discriminated against and they were forced for working in hostile environment feel it. Favouritism of manager might ends up costing company money for the fee of attorneys (Mitsakis, 2019, p. 115).
Managing Favouritism at Workplace
Fostering professionalism
 	Favouritisms, at its core, is considered as unprofessional behaviour. Here the first step is present to avoid it to promote and foster professionalism in an organisation. It is said that the best offence present here is related to good defence. It is important for defending company by the potential favouritism and by creating professionalism that might discourage any sort of unfair treatment (Bamel et al., 2018, p. 87). 
Offer training
  	Informing and educating employees and manager alike is yet another way to avoid any kind of discrimination and favouritism in the workplace. To offer a training session regarding what favours actually is and why it is considered to be detrimental and what should be done if it is spotted in office. If the employees are clear about what are they looking for, then they might report it when they discover it (Dey et al., 2017). 
Facilitating communication
  	Along with the same training line, it is highly important that employees do have an open avenue for favouritism reporting confidentially. The favouritism unchecked is quite harmful, but the employees will not take any risk to report it if it is not sure how they might go about it, too if they have any fear that it might come negatively towards them.
Find the underlying cause of it
 	 If favouritism is discovered that it is being taken place in the company, then the most prominent thing that needs to do will be to make sure that this needs to be stopped. This might include a dedicated situation, to remain sure, but the posed damage is greater and needs to be ignored. If there is anyone that comes forth towards workplace discrimination and accusation, then it must not be ignored. It is important to gather facts and to find the underlying cause of it (Palermo et al., 2019, p.381). 
My experience at the workplace
 	My experience related to the favouritism resulted in the Lack of Motivation in the workplace this was due to the favouritisms. The favouritism in the workplace caused higher employee turnover, low levels of staff engagement, poor communication, and diminished productivity which lead me being demotivated throughout my working. I was not able to work productively as I knew that no matter how much hard work I will do it will not benefit me. This made me demotivated and resulted in poor communication with staff and also caused other employees to leave the company. 
 	


It is seen that favouritism has a major impact on turnover rates, which is also directly related to their motivational factor. The goals of an organisation in motivation are resulting in lowering the turnover of an employee; thus, this increases loyalty and enhances the employee's creativity, increasing the performance of their job and efficiency.  Employees that need to meet to achieve the goals of an organisation need certain conditions. These needs can be psychological, social and physiological. Thus, these needs must be satisfied to achieve the employee’s high performance. For an employee in increasing an organisation or firm contribution, she or he needs to be motivated highly. 
 	However, the favouritism presence, the time and brain have to be spent by the employees and the power of the brain to cope up with the favouritism pressure. However, to be surprised, working in this environment reduces employee productivity and psychological health and harm. In extreme cases, it leads to leaving the job. There are many cases that communication problems are established due to the favouritism consequences, and they are exercised by the high-level executives and even owners. 
Problem solving process
 	The 7 steps of the problem-solving process can be carried out for solving this John, and Roberts, (2017):
Identify the issues.
· Favouritism 
· Lack of motivation 
Understand everyone's interests.
 	The next stage presents here to research the problem fully to explore the strategies possible for problem solving. The problem related to lack of motivation due to favouritism helped in evaluating the interests of everyone, which showed that employs want
· To increase the self-esteem of the employees
· To handle minimise the employee turnover rate
· To have good communication with the staff
· To increase productivity by giving importance to every employee equally.
 List the possible solutions 
 	Goal setting is crucial to reach your strategic objectives. Goal setting is a powerful process for thinking about your ideal future, and for motivating yourself to turn your vision of this future into reality (John, and Roberts, 2017).
· The possible solution for boosting the motivation that is caused by the favouritism will be.
· For avoiding the biasness, two external recruiter needs to be present in the whole process of recruitment and also for the process of selection so that the favouritism factor could be eliminated and which help in increasing the motivation of the employees especially the new ones. 
· An independent body for the process of recruitment needs to be present in order to deal with favouritism and for increasing motivation and productivity. 
· Training the managers to avoid favouritism.
· An appraisal based on the performances needs to be carried out on the monthly, and daily basis and results need to be applied with fairness, by this favouritism would be automatically eliminated, and the results furthermore will increase the distributive justice, productivity and motivation.


“Evaluate the options”
 	Creating an independent might take a lot of time, and it might require money and resources. Thus, this will only be effective for new employees. Whereas, the employees that have been suffering from the exciting lack of motivation will not be able to get any help. It will be the case for an independent body. It will cost money and approval of the higher authority, which would take a lot of time. Moreover, the options of training might be effective, but the only disadvantage of it is time management. Taking out time for training during working hours might disturb the work and result in delays. However, proving appraisals can be best-suited way as all the existing and new employees will be catered. It will not require any additional resources or independent bodies to work. Just human resources and the higher executive needs to invest some time and money to promote a positive culture.
“Select an option or options”
 	The performance appraisal is considered the best suitable option to tackle the lack of motivation and favouritism. Several organisations tie up their performance ratings in terms of compensation. When the end of the periods rolling, an increase in salary is anticipated along with the hike in wages, even if it minimal (Saeed and Shah, 2016, p.1). When managers and supervisors procrastinate or keep putting off the performance evaluations and conduct, it conveys the company message, which is represented by a supervisor who does not value the employee contribution thus for this purpose. Performance appraisal is one prominent factor that would help the employees to restore their faith in the company and help in developing their motivation (Lira et al., 2016) .However, this problem can be solved by avoiding playing of the favourites, as it is important to ensure employees rewards, which are tied towards its performance. One most prominent way for avoiding this is to establish an employee’s base salary on a position certainly. 
 	Anything more needs to be given out the merit based on case by case, and the similar standards need to be set off. At the end of the year and spot bonuses, when it is given is a fair way, can be good towards the incentives for providing rewards to the employee while also avoiding the favouritism. While bonuses, raises and promotions are seemed like an obvious favourite to an employee, for a company, these practices are good enough if standards and transparency are guaranteed. Overall to be aware of the favouritism pitfalls and to develop a fair strategy rewarding strong employees ensure the employees' retention while keeping the office and motivation morale high. 
“Document the agreement(s)”.
 	This solution will be included in the employees' agreement so that they are able to evaluate its effectiveness and the pitfalls. A report will also be presented to the higher authorities regarding the proposed changes required in the work environment to deal with the favouritism and effects on the working environment. Detail regarding the effect of on the productivity along with the self-esteem of the employees will also be mentioned along with the possibilities that about how the appraisal would change the situation and benefit the employees and organisation.
 “Monitoring and evaluation”
 	Since the documents will have a detailed scenario of how the problem will be solved, and the next step would be to monitor and evaluate the effectiveness of the scenario and solutions mentioned (Furlan et al., 2019, p.280). This could be done by assigning the executive to look and measure the employee motivation once the favouritism is eliminated from the organisation, and the appraisal is given to everyone equally on his or her performance. 
 	


The performance will be evaluated on equal rights bases; no discrimination will be included here or will be carried out. If by applying the strategy of appraisals is considered to be effective, then this will be considered as the better approach to deal with the lack of motivation issue caused by the favouritism environment. Moreover, if this would also not work in this case, then another possible solution can be applied, such as training so that possible outcomes could be evaluated. 
Types of decision-making
 	There are six different types of decision-making while dealing with organisational problems. 
Programmed and non-programmed decisions
 	Programmed decisions are concerned with routine type and repetitive nature problems and matter. Here a standard procedure will be carried out with the routine type matters of repetitive nature (Gati et al,. 2019, p. 115).
 	However, to tackle these problems a standard procedure exists. The managers of lower-level generally take these decisions. These types of decisions might pertain regarding purchasing of raw materials, to grant leave, a supply of goods and to grant leaves. These are the non-programmed decisions related to the situations that are difficult for which easy solutions are present (Gati et al,. 2019, p. 115).
Routine and strategic decisions:
 	Here the routine decisions relate to the organisation general functioning. Not much evaluation is required, and analysis can be taken in a quick way. To the lower rank, ample powers are delegated within the structure of an organisation and policies. Here the strategic decisions are considered too important, which affects the goals of the organisation and their objectives. 
 	Here strategic decisions are highly important, which affects the organisational goals objectives and other matters related to policies. Usually, these decisions involve huge funds or investments. This is nature, is non –repetitive and are taken into careful evaluation and analysis of various alternatives. These are those decisions that are taken by the higher management level (Lovallo, and Sibony, 2018, p.658).
“Tactical (Policy) and operational decisions”
 	Those decisions that pertain to the matters related to policies of an organisation are considered as the decisions regarding the policies. The management takes these, and it has the impact of longer-term on the concerns and functioning. For example, it includes the decisions related to the distribution channels, production volumes, plant location and tactical policies. Operating decisions also related to the business operation and their functioning (Gati et al,. 2019, p. 115). 
 	This type of decision making can be applied don the current problem related to favouritism that leads towards the lack of motivation. “Tactical (Policy) and operational decisions” deal with the payment of bonus, appraisal as this is a policy decision that needs to be implemented into the problem. Moreover, the calculation of the appraisal given to employees, with respect to every single employee is also considered as an operating decision (Gati et al,. 2019, p. 115).
“Organisational and personal decisions”
 	When an individual as an executive takes a decision in the capacity of official, it is considered as a decision or an organisation. However, if in the personal capacity, it is considered as the decision of an organisation. If an executive takes a decision in its own capacity personally, it is known as a personal decision.
“Major and minor decisions”
Another decision and its clarifications are minor and major. Pertaining decisions for purchasing the premises of a new factory is also a minor decision, which is taken by the super indent of office. 
“Individual and group decisions”
 	This is the decision taken by a single individual, which is known as an individual decision. This is considered as decisions taken on a routine basis within the framework of a broad policy of an organisation (Lovallo, and Sibony, 2018, p.658). Group of individuals takes group decisions in the standing committee form. The main aim present for taking up the decisions in-group is the maximum number of involvement of individuals in the decision making process. 
Factors influencing decision-making
Past experiences
 	Experiences result in having an impact on the decisions of the future. It was indicated by Janssen et al., (2017, p.338), that past decisions do have an influence on the people decisions that are needed to be made in future. This stands with a reason that from a decision something positive result, people in a similar way are more likely to decide about it. On the other hand, people also tend to avoid the mistakes made in the past.
Cognitive biasness
 	Several types of cognitive biasness are present that influence decision-making. It is the patterns of thinking and generalisation that leads to faulty, inaccurate and judgment logic. The biasness cognitively influences people that causes them to lend or rely more on the observations credence and previous knowledge while dismissing observation or information that is considered to be uncertain without looking over a big picture. 
Individual differences
 	Some of the individual difference might influence the process of decision-making. It has been indicated that decision-making is influenced by age, cognitive abilities and “socio-economic status. (SES)”.
 	It has been established by the Janssen et al., (2017, p.338), that a prominent difference present in the process of decision making across age that as the functions cognitively decline as a result of age, along with this, the performance of decision making might also decline. 
Key ingredients for decision-making
[bookmark: _GoBack] 	It is consisting of team efforts and as a group project. The ingredient for the decision-making is based on the systematic process. This process consists of the problem-solving process, which is already mentioned above. It consists of the 5-8 steps and help in making an effective decision to evaluate whether the decision made can be beneficial for the company and employees or not (Janssen et al., 2017, p.338).
Involved team
 	The decision cannot be carried out alone; it needs the involvement of higher authorities and management. If the organisational policy is being changed, then from CEO to managers and employees will be involved in the process of decision-making. 
Delegate
 	Delegation is usually present when the routine decisions need to be carried out. A delegate is a person on which the employers will rely on to speak for their behalf and to bring about the change in an organisation. 


Brainstorming
 	Another ingredient for good decision-making is to brainstorm the idea and solutions presented related to the problem this help in presenting various alternatives for the decisions. Before anyone acts on to this, it is essential to bounce on the problem and propose a solution towards it (Forster et al., 2016, p.603). This help in getting an unbiased view regarding whether the solution is on marked or it misses an important objective. 
Act
  	Implement the changes and then be able to create several measures for the success both qualitatively and quantitative as appropriate use a thoughtful pan for ongoing communication and to monitor the progress of the decision made. 



	
Cause and Effect (“Fishbone”) Diagram

Lack of motivation 
Management
Environment
Material
Method
Person
Dependent HR managers
No training
Employee turnover
Low productivity
Office environment
Preferences matters
Unfair induction process
No problem solving method applied
Lack of appraisals 
No welfare
Lack of communication
Low levels of staff engagement
Favouritism


 	Since the analysis is now finished, this shows that problem needs to be seen in this way, as the company might have to incorporate favouritism in the organisation which was leading towards the low motivation of the employees, as there was no communication established with employees that were not favoured by the higher authorities. Hence, it is decided that the beast approach present to deal with the problems are to recognise them and talk to them. This would allow the organisation to develop a new strategy and talk through the entire problem those they I was experiencing due to favours.
Problem solution 1
 	It is also clear with the above analysis; this problem can be solved by raising the appraisals. Appraisals do have the power for motivating the employees, as they are able to provide benefits that are interconnected. This demonstrates the improvement need if an employee of does not have a clear understanding or how they are performing. This would also help in increasing the rapport between the employees and management; it increases satisfaction of the job and would result in lowering the employee turnover issues towards the company. Moreover, to avoid anything more needs to be given out the merit-based on case-by-case and the similar standards need to be set off. At the end of the year and spot bonuses, when it is given is a fairway.
Problem Solution 2
 	In the organisation, the department of admin needs to have skills and knowledge about the consequence of the favouritism. The department needs to be trained and fictionalised for creating awareness and for changing the perspectives of mind and for creating awareness about the favouritism and help in increasing the motivation and morale of employees.
Conclusions
 	 It is clear that the issues related to my experience in the workplace were lack of motivation which was due to this happened because favouritism resulted in employee turnover, poor communication, and lower productivity and also disabling self-esteem of me and other employees. However, by evaluating the decision-making process and fishbone analysis it is clear that the solution to this problem is the training of the managers and senior officers, but most prominent this matter can be solved by providing appraisal to the employees. As the performance appraisal has, a direct linked with employee motivation. 
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