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This report critically evaluates organisational decision making, change management, team effectiveness, and performance monitoring systems within the context of business analytics. The report integrates descriptive, predictive, and prescriptive analytics alongside established management theories including Schein’s Organisational Culture Model, Kotter’s Change Management Theory, Tuckman’s Team Development Theory, SWOT analysis, PESTLE analysis, and Kaplan and Norton’s Balanced Scorecard framework.

The report critically examines how organisations use data-driven approaches to improve strategic planning, employee engagement, productivity, and operational efficiency. Real-world organisational examples including Tesla, Amazon, Microsoft, and Google are evaluated to demonstrate the practical application of business analytics within modern organisations.

The report concludes that organisations which effectively integrate leadership, employee empowerment, analytics systems, and ethical management practices are more likely to achieve sustainable competitive advantage and improved organisational performance.
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Business analytics has become increasingly important within modern organisations due to technological development, global competition, and the increasing importance of evidence-based decision making. According to Laudon and Laudon (2022), organisations now rely heavily on digital systems and analytical tools to transform operational data into valuable managerial insights. Business analytics supports strategic planning, operational efficiency, customer relationship management, and financial performance.

Business analytics can be divided into three major categories including descriptive, predictive, and prescriptive analytics. Descriptive analytics focuses on analysing historical data to identify organisational trends and operational patterns. Predictive analytics uses forecasting techniques and statistical modelling to predict future organisational outcomes. Prescriptive analytics recommends optimal strategic actions based on analytical findings (Sharda, Delen and Turban, 2023).

The purpose of this report is to critically evaluate four key organisational areas including decision making, organisational culture and change management, team effectiveness, and performance monitoring systems. The report also examines leadership, employee empowerment, communication strategies, SWOT analysis, PESTLE analysis, KPIs, profitability analysis, costing systems, and balanced scorecards.

The report demonstrates critical analysis, theoretical application, and reflective evaluation in accordance with MSc Level 7 academic standards.
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Decision making is one of the most important organisational responsibilities because strategic decisions directly influence organisational performance, profitability, operational efficiency, and employee wellbeing. A relevant organisational example involves the implementation of hybrid working policies following the COVID-19 pandemic. Many organisations faced significant uncertainty regarding whether employees should return to office-based working or continue operating remotely.

The Rational Decision-Making Model provides a useful framework for evaluating this organisational decision. According to Daft (2021), rational decision making involves identifying problems, evaluating alternatives, selecting optimal solutions, implementing decisions, and reviewing organisational outcomes. Organisations initially identified communication difficulties, reduced collaboration, cybersecurity concerns, and employee wellbeing challenges as major operational problems.

Many organisations considered several alternatives including permanent remote working, full office return, and hybrid working arrangements. Hybrid working was widely adopted because it balanced employee flexibility with organisational control. However, the effectiveness of organisational decision making varied significantly between organisations. Some organisations introduced policies without fully analysing productivity data or employee feedback.

Simon’s (1957) Bounded Rationality Theory explains that managers frequently operate under conditions of uncertainty, time pressure, and limited information. Consequently, managers often make satisfactory rather than fully optimal decisions. Cognitive biases also influenced managerial decisions. Confirmation bias caused some senior managers to focus excessively on the negative aspects of remote working while ignoring evidence relating to improved employee flexibility and satisfaction (Kahneman, 2011).

Alternative approaches could have improved decision quality. Participative leadership and employee empowerment strategies would have enabled organisations to gather employee feedback before implementing operational changes. According to Yukl (2019), employee participation improves organisational commitment, communication, and strategic decision quality.

Business analytics can substantially enhance organisational decision making. Descriptive analytics enables organisations to evaluate historical productivity levels, absenteeism rates, and employee satisfaction. Predictive analytics allows organisations to forecast workforce requirements and turnover risks. Prescriptive analytics recommends staffing arrangements and operational strategies based on analytical evidence.


For example, Microsoft uses workforce analytics systems to evaluate collaboration patterns and employee productivity. Google also uses predictive analytics to identify retention risks and improve workforce planning. These organisations rely heavily on evidence-based decision making rather than subjective managerial judgement.

Leadership additionally plays a significant role in organisational decision making. Transformational leadership encourages communication, employee motivation, and innovation (Bass and Riggio, 2006). Leaders who effectively empower employees are more likely to achieve successful organisational outcomes because employees feel valued and involved in strategic processes.

SWOT analysis further supports organisational decision making. Strengths of hybrid working include operational flexibility and reduced office costs. Weaknesses include communication difficulties and reduced supervision. Opportunities include improved employee retention and technological development. Threats include cybersecurity risks and organisational fragmentation.
PESTLE analysis also provides valuable strategic insights. Political and legal factors include employment regulations and data protection laws. Economic factors include reduced operational expenditure. Social factors involve employee wellbeing and work-life balance. Technological factors include digital communication systems and cybersecurity infrastructure.
Although these approaches provide substantial benefits, analytics-driven decision making also presents ethical concerns. Employee monitoring systems may negatively affect trust and employee morale. Excessive reliance on analytics may also reduce managerial intuition and creativity(Robbins and Judge, 2022).
Collectively, effective organisational decision making requires a balance between analytical evidence, leadership capability, employee empowerment, and ethical management practices. 
Arguably, the effectiveness of hybrid working strategies depends heavily on organisational culture and leadership capability rather than technology alone. While some organisations experienced productivity improvements, others reported communication fragmentation and weaker organisational cohesion (Ahmed, Sabir and Khosa, 2022). This suggests that analytics systems alone cannot guarantee successful strategic outcomes without effective leadership and employee engagement.
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Organisational culture refers to the shared values, assumptions, beliefs, and behaviours that influence how employees operate within organisations (Schein and Schein, 2017). Organisational culture significantly affects employee motivation, communication, leadership effectiveness, innovation, and operational performance. Tesla provides an interesting example of an organisation with a strong but challenging organisational culture.

Schein’s Organisational Culture Model divides organisational culture into three levels including artefacts, espoused values, and underlying assumptions. Artefacts at Tesla include ambitious production targets, innovation-focused operations, and high-performance work environments. Espoused values include sustainability, technological innovation, and continuous improvement. Underlying assumptions involve expectations regarding employee commitment and operational efficiency.

Hofstede’s Cultural Dimensions Theory also provides valuable insights into organisational behaviour. Tesla demonstrates high levels of masculinity and low power distance due to strong performance expectations and innovation-focused leadership structures (Hofstede, Hofstede and Minkov, 2010). However, excessive performance pressure may negatively affect employee wellbeing and organisational trust.

Two important cultural elements requiring transformation include excessive workplace pressure and limited employee participation in decision making. Employees have frequently reported concerns relating to burnout, communication difficulties, and long working hours. According to Robbins and Judge (2022), excessive workplace pressure negatively affects employee morale, productivity, and organisational loyalty.

Kotter’s Eight-Step Change Model provides a useful framework for implementing organisational transformation. The first stage involves creating urgency regarding the need for cultural change. Senior management must communicate the risks associated with high employee turnover, reduced morale, and reputational damage. The second stage involves creating a guiding coalition consisting of HR managers, team leaders, and employee representatives.

The organisation should then create a strategic vision focused on sustainable performance, employee wellbeing, and collaborative leadership. Communication strategies are essential because employees must understand the purpose and benefits of organisational change (Kotter, 1996).

Lewin’s Change Management Theory also contributes to understanding organisational transformation. Lewin (1951) identified three stages including unfreezing, changing, and refreezing. During the unfreezing stage, organisations challenge existing behaviours and prepare employees for change. The changing stage involves implementing new communication systems, leadership strategies, and employee support programmes. Finally, the refreezing stage reinforces new behaviours through organisational policies and performance systems.

Resistance to change remains one of the most significant barriers to successful transformation. Employees may fear uncertainty, reduced job security, or changes to organisational identity. Managers may also resist decentralised leadership structures because they perceive reduced authority.

Business analytics can support organisational culture management through employee engagement surveys, absenteeism monitoring, turnover analysis, and sentiment analysis systems. Predictive analytics can identify departments experiencing high burnout risks or declining morale. Prescriptive analytics recommends interventions to improve communication, engagement, and operational efficiency.

Leadership additionally plays a critical role in successful organisational change. Transformational leaders encourage employee motivation, innovation, and trust (Bass and Riggio, 2006). Employee empowerment further improves organisational commitment because employees feel involved in strategic decision making.

SWOT analysis demonstrates that Tesla’s strengths include innovation capability and strong market positioning. Weaknesses include excessive workplace pressure and communication challenges. Opportunities include leadership development and employee wellbeing initiatives. Threats include reputational damage and employee turnover.

PESTLE analysis further demonstrates external organisational factors including employment law compliance, changing workforce expectations, and increasing technological automation.

Collectively, successful cultural transformation requires effective leadership, employee participation, communication, and continuous organisational evaluation.

A limitation of Kotter’s model is that it assumes organisational change occurs sequentially, whereas modern organisations often experience continuous transformation driven by digital disruption and market volatility (Rane, Choudhary and Rane, 2023). Consequently, organisations operating in rapidly changing industries may require more adaptive leadership approaches.
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High-performing teams are essential for organisational success because they improve collaboration, communication, innovation, and productivity. Effective teamwork is particularly important within engineering and project management environments where employees from different technical backgrounds must work together to achieve strategic objectives.

Two major characteristics of high-performing teams are trust and communication. Trust enables employees to collaborate openly, share ideas, and support one another during complex operational situations. Communication ensures that organisational objectives, responsibilities, and deadlines are clearly understood.

Tuckman’s Team Development Theory explains that teams develop through five stages including forming, storming, norming, performing, and adjourning (Tuckman, 1965). During the forming stage, employees become familiar with project objectives and organisational expectations. Conflict often emerges during the storming stage because employees may have different personalities and working styles. Successful teams eventually progress to the norming and performing stages where collaboration and productivity improve significantly.

Belbin’s Team Role Theory further explains the importance of balanced team structures. According to Belbin (2010), effective teams require a combination of coordinators, innovators, implementers, and evaluators. Teams lacking role diversity may experience communication difficulties and reduced operational performance.

One innovative team-building intervention involves cross-functional collaborative workshops where employees from different departments participate in problem-solving activities and project simulations. These workshops improve communication, trust, and knowledge sharing. Such interventions are particularly valuable within project management environments where coordination between engineering, finance, and operations departments is essential.
A second intervention involves implementing digital collaboration systems combined with regular reflective feedback sessions. Platforms such as Microsoft Teams and Slack improve communication efficiency and task coordination. Feedback sessions encourage continuous improvement and reflective learning.
Leadership also significantly influences team effectiveness. Transformational leaders motivate employees, encourage innovation, and improve organisational commitment (Yukl, 2019). Employee empowerment strategies further improve team morale because employees feel trusted and valued.

Team working agreements also contribute significantly to team performance. Effective agreements define communication expectations, responsibilities, behavioural standards, deadlines, and conflict management procedures. According to Wheelan (2016), structured agreements improve accountability and reduce operational misunderstandings.

Business analytics also supports team management and performance optimisation. Descriptive analytics identifies communication breakdowns, workload distribution problems, and project delays. Predictive analytics forecasts burnout risks and performance issues. Prescriptive analytics recommends workload adjustments and resource allocation strategies.

Google provides a useful example of analytics-driven team management. The organisation uses employee analytics systems to evaluate collaboration effectiveness and operational productivity. These systems support evidence-based management and workforce planning.

Motivational techniques are also important within team environments. Maslow’s (1943) Hierarchy of Needs explains that employees require psychological safety, belonging, and recognition before achieving full performance potential. Herzberg’s motivational theory also demonstrates that achievement, recognition, and development opportunities significantly influence employee satisfaction.

Although these approaches provide substantial benefits, excessive performance monitoring may negatively affect trust and employee morale. As a result, organisations should balance performance measurement with employee autonomy and ethical management practices.

Collectively, high-performing teams require communication, trust, leadership support, collaboration, motivation, and structured operational systems.
In practice, team effectiveness is influenced not only by communication systems but also by psychological safety and organisational trust. Margherita (2022) argues that employees are more likely to contribute innovative ideas when organisations encourage open communication and reduce excessive performance pressure.






[bookmark: _Toc230606357]Scenario 4 – Performance Measurement and Control Systems

Performance measurement and control systems are essential for monitoring organisational effectiveness, operational efficiency, employee productivity, and strategic performance. Organisations use analytical frameworks and financial measures to evaluate operational outcomes and ensure organisational objectives are achieved efficiently.

One of the most widely used frameworks is the Balanced Scorecard developed by Kaplan and Norton (1996). This framework evaluates organisational performance across four dimensions including financial performance, customer satisfaction, internal business processes, and learning and growth. The Balanced Scorecard enables organisations to balance short-term operational performance with long-term strategic objectives.

Key Performance Indicators (KPIs) are also widely used to monitor operational efficiency. Examples include productivity levels, project completion rates, customer satisfaction scores, profitability margins, budget performance, and quality indicators. According to Kerzner (2022), KPIs are essential for monitoring project performance and operational success.

Analytics dashboards provide managers with real-time access to organisational and financial data. Managers can monitor productivity levels, deadlines, risk indicators, resource allocation, and budget utilisation through integrated dashboard systems.

Control systems can be divided into feedforward, concurrent, and feedback controls. Feedforward controls focus on preventing problems before they occur through forecasting and planning. Concurrent controls monitor operational activities during project execution. Feedback controls evaluate completed activities and identify areas requiring improvement.

Business analytics can substantially enhance organisational monitoring and controlling processes. Descriptive analytics enables managers to evaluate historical operational data and productivity trends. Predictive analytics forecasts project delays, employee turnover, and budget overruns. Prescriptive analytics recommends corrective actions and operational optimisation strategies.

Business and financial measures are also essential within organisational management. Costing analysis enables organisations to evaluate operational expenses and identify opportunities for efficiency improvements. Investment analysis supports strategic decision making regarding project feasibility and resource allocation. Profitability analysis evaluates financial performance and long-term sustainability.
Critical-to-cost analysis also supports operational efficiency by identifying organisational activities that contribute significantly to operational expenditure. Schedule management systems are particularly important within project management environments because delays may significantly affect profitability and customer satisfaction.

Amazon provides a strong example of analytics-driven performance management. The organisation uses advanced logistics analytics systems to monitor warehouse efficiency, delivery performance, customer satisfaction, and employee productivity. These systems support rapid operational decision making and continuous performance improvement.

Leadership and employee empowerment also influence organisational performance systems. Transformational leaders encourage employee engagement and accountability. Empowered employees are more likely to contribute innovative ideas and operational improvements.

SWOT analysis demonstrates organisational strengths including operational efficiency and technological capability. Weaknesses may include excessive reliance on quantitative metrics and employee stress. Opportunities include digital transformation and AI-based analytics systems. Threats include cybersecurity risks and regulatory changes.

PESTLE analysis further demonstrates external operational factors including inflation, market competition, employment regulations, automation, and digital transformation.

Although these approaches provide substantial benefits, performance measurement systems also present ethical concerns. Excessive monitoring may negatively affect employee morale, trust, and wellbeing. Poorly designed KPIs may encourage employees to prioritise measurable targets over collaboration and innovation.

Collectively, performance measurement systems play a critical role in organisational management, profitability, operational efficiency, and strategic planning.
Although Kotter’s Eight-Step Change Model provides a structured approach to organisational transformation, several academics have criticised the model for being overly linear and time-consuming within rapidly changing business environments. Kotter’s model is particularly effective within large organisations where long-term strategic transformation is required. However, the model may be less suitable for smaller organisations operating within highly dynamic industries where rapid adaptation is necessary.

In contrast, Lewin’s Change Management Theory offers a simpler and more flexible framework through its three stages of unfreezing, changing, and refreezing (Lewin, 1951). Lewin’s approach is easier to implement within smaller organisations due to its simplicity. However, critics argue that the model oversimplifies organisational change and does not fully address continuous transformation within modern digital organisations.
Consequently, both models present strengths and limitations depending on organisational structure, leadership style, and operational environment. Kotter’s model provides greater strategic detail while Lewin’s model offers greater simplicity and flexibility. Therefore, managers should select change management approaches based on organisational size, culture, and industry conditions rather than applying a universal model.

Additionally, some leadership theories also present limitations. Transformational leadership encourages innovation, communication, and employee motivation; however, excessive dependence on charismatic leadership may reduce operational consistency and increase organisational dependence on individual leaders (Yukl, 2019). Transactional leadership may improve short-term productivity and operational control, although it may negatively affect creativity and long-term employee motivation.

Reflective evaluation also demonstrates that organisations which rely excessively on performance metrics and analytics systems may unintentionally reduce employee autonomy and innovation. Therefore, organisations must balance quantitative performance measurement with qualitative employee feedback and ethical leadership practices.

Although KPIs improve accountability and operational monitoring, poorly designed metrics may unintentionally encourage short-term decision making and reduce creativity. Singh and Sharma (2021) further argue that excessive dependence on quantitative analytics can negatively affect innovation if employee performance is evaluated only through measurable outcomes.














[bookmark: _Toc230606358]Conclusion

This report critically evaluated key organisational challenges and management practices within the context of business analytics. The report analysed decision making, organisational culture, leadership, team effectiveness, change management, and performance monitoring systems while integrating descriptive, predictive, and prescriptive analytics throughout the discussion.

The analysis demonstrated that business analytics significantly improves organisational decision quality, operational efficiency, profitability, and strategic planning. Data-driven approaches enable organisations to monitor productivity, forecast future risks, optimise operational processes, and improve organisational performance.

The report also demonstrated the importance of leadership, employee empowerment, communication, and collaboration in achieving organisational success. Organisational culture and change management were identified as major factors influencing employee motivation, operational effectiveness, and long-term sustainability.

However, the report also identified several limitations relating to employee wellbeing, privacy concerns, excessive monitoring, and overreliance on quantitative metrics. As a result, organisations should balance analytical technologies with ethical management practices and employee support.

In conclusion, organisations that effectively integrate business analytics, transformational leadership, employee empowerment, and ethical management strategies are more likely to achieve sustainable competitive advantage and long-term operational success.
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Figure 1: KPI Performance Dashboard
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Figure 2: SWOT Analysis Matrix
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Figure 4: Balanced Scorecard Framework
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Figure 5: Kotter Eight-Step Change Model
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