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1. [bookmark: _Toc79967412]Introduction
The present report will provide an application of recognised problem-solving approaches and suggest solutions for the management of the impact of complex problems at the workplace. The report will highlight the scope and impact of these problems and analyse available information as an aid for the decision-making process. The report will suggest different solutions for the problem and identify a suitable decision-making approach for the evaluation of identified solutions. The report will also develop a plan to implement the identified solutions and suggest ways to communicate the plan to the stakeholders. Lastly, the report will provide an assessment of relevant monitoring approaches to ensure the successful implementation of the identified solution.

2. [bookmark: _Toc79967413]Complex workplace problems
The organisations of today’s era are facing several problems that are impacting their performance and generating barriers in their long-term growth. Some of these problems are related to management issues, misunderstanding, confusion, bullying, and discrimination at the workplace. All of these problems are related to the way employees are being treated by the organisation and the way employees respond to the actions of the organisation. For example, workplace discrimination is based on different prejudices and it occurs in situations where one or more employees are treated unfairly because of their gender, sexual preferences, race, disability, and religion (Benstead, 2018). Discrimination can take the form of bullying when other employees pass comments or corner one or more employees based on their lifestyle or the way they perform in the organisation. As per the equality act 2010, employees should not be discriminated against during the recruitment period or at any other point at the workplace based on their age, gender, religion, race, disability, marital status, maternity, and sexual orientation (Simpson Millar Solicitors, 2021). 
However, most of the employees are still facing these problems that are not only impacting their performance but also generating issues for the organisation in the management of a professional environment at the workplace. In addition to this, these problems are also affecting the way the management organises tasks and allocates duties within the organisation which is resulting in increased confusion between the employees. 

2.1. [bookmark: _Toc79967414]Impact of Complex Workplace Problems
As mentioned earlier, discrimination and bullying are associated with different complex workplace problems like confusion and mismanagement of responsibilities. The discriminative attitude of employees and management also creates communication barriers between the employees that result in increased misunderstandings and delays in the tasks. The impact of these effects is not only related to the physical and observable situations. Workplace problems also lead to depression, anxiety, and reduced self-control in the employees that lead to suicidal thoughts and self-harming activities in extreme situations (Etheridge, 2015).

3. [bookmark: _Toc79967415]Literature Review on Identified Problems
According to Denissen and Saguy (2014), discrimination demotivates employees and reduces the level of job satisfaction. Organisations are obliged to offer equal growth opportunities to all employees regardless of their lifestyle and personal preferences (Elei, 2016). The discriminative behaviour also takes the form of bullying at the workplace when the senior employees corner or depicts an unfair attitude towards junior employees. Bullying is often a result of a higher work position or the rank of the bully where he/she is in the position to overpower another person and puts an extra burden on a certain individual (Shangar and Yazdanifard, 2014). When employees lack the liberty to take a stand for themselves and reach higher authorities for unfair treatment, they begin to dissociate themselves from different activities which result in confusion and misunderstandings and leads to poor performance of the organisation (Devonish, 2013).

4. [bookmark: _Toc79967416]Problem-solving tools and techniques
Following problem-solving tools can be used to resolve complex workplace problems:

4.1. [bookmark: _Toc79967417]SWOT Analysis
A SWOT analysis is a tool that helps in the identification of internal and external factors. It assists in the recognition of internal strengths and weaknesses and provides an analysis of external threats and opportunities to resolve different problems.



4.2. [bookmark: _Toc79967418]PESTEL Analysis
PESTEL analysis is used for the examination of the external environment. It consists of five elements including political, economic, social, technological, environmental, and legal elements (Corporate Finance Institute, 2021). PESTEL analysis for the modern-day organizational structure is given below:
4.2.1. Political Factors
Governments can assist in the development of policies and take measures to provide increased security to the workers. In addition to this, governments can also take measures to promote equality and reduce unfair treatment at the workplace.
4.2.2. Economic Factors
The improved economic position of a country offers more opportunities to people to grow in their professional lives. Economic factors can assist organisations in the implementation of advanced measures to resolve the concerns of employees.
4.2.3. Social Factors
Social factors such as the availability of equal opportunities for people and having a literate and culturally aware population can significantly impact the way people perceive workplace conditions and behaviour with their coworkers.
4.2.4. Technological Factors
Technological factors can reduce several problems of the employees. Organisations can integrate new technologies that can reduce the burden for the employees and help in providing an improved environment to the employees.
4.2.5. Environmental Factors
Environmental factors such as declining environmental conditions and climate change are also impacting the overall behaviour and mental health of employees. Improved environmental health and integration of measures that can reduce climate impacts of organizational activities can make a positive impact on employee performance (NBER, 2015).
4.2.6. Legal Factors
Legal factors such as the development of policies and implementation of legal conditions to impose certain measures can improve the workplace conditions for the employees. For example, the equality act 2010 restricts organisations to offer equal opportunities to all workers (Legislation.gov.uk, 2021).
4.3. [bookmark: _Toc79967419]Fishbone Analysis
Fishbone analysis helps in the categorisation of the potential impacts of a problem. It can be used as a tool for the visual representation of a phenomenon which includes the investigation of different cause and effect factors and the way these factors are connected (Ayverdia et al., 2014).


5. [bookmark: _Toc79967420]Evaluation of Identified Approaches
The PMI technique will be used to evaluate the identified problem-solving approaches:

5.1. [bookmark: _Toc79967421]PMI Technique
The PMI technique is a decision-making technique that is used for the examination of ideas from different perspectives. This technique examines the ideas by identifying plus points, minus points, and interesting points (Sharma and Priyamvada, 2017). The PMI technique is implemented for the identified problem-solving approaches below:

5.1.1. SWOT Analysis
The PMI approach for the SWOT analysis is given below:
Plus 
· Assists in the development of business goals
· Helps in the identification of threats
· Allows to get maximum benefits from available opportunities
Minus
· Lacks hierarchy
· Availability of a wide range of information impacts the decision-making process
Interesting
· This tool can be used to identify the impact of internal organisational factors on external factors. For instance, this tool can be used to assess the impact of internal misunderstandings and confusion on the ability of the organisation to benefit from external opportunities

.
5.1.2. PESTEL Analysis
The PMI approach for the PESTEL analysis is given below:
Plus:
· Helps in the examination of the external environment
· Provides details about external opportunities (Rastogi et al., 2016)
Minus
· It can only be used for an analysis of the external environment
· Do not offer information about the internal capabilities of the organisation
Interesting
· This tool can be used to determine external opportunities and develop strategies to use these opportunities for the long-term benefits and resolution of internal organizational problems.

5.1.3. Fishbone Analysis
The PMI approach for the fishbone analysis is given below:
Plus
· Helps in the identification of the cause-and-effect relationship
· Helps in brainstorming
Minus
· Inclusion of irrelevant causes can create confusion
· The diagram can get complicated with the involvement of a range of problems
Interesting
· This tool can be used to assess the impact of different solutions on the identified workplace problems and for the identification of the causes of these problems
After an evaluation of the identified problem-solving tools and techniques, it is decided that the PESTEL analysis will be implemented for the solution of identified problems because this tool offers information about external factors and allows the organisation to guide its actions to meet the requirements of the external environment.



6. [bookmark: _Toc79967422]Plan for Implementation of the Solution
The plan will be implemented through a series of five stages or the goals that are identified in the ADKAR change management model. ADKAR provides a set of goals that help in the change management process (Periyasamy, 2020). This model uses a bottom-up approach to identify the individuals who can act as a driving force for the change. This method provides a set of objectives that needs to be achieved by the organisation (Caredda, 2020). ADKAR is an acronym for awareness, desire, knowledge, ability, and reinforcement.

These goals will be used for the solution of identified problems at the workplace. 
6.1. Awareness
First of all, awareness will be provided to the organisation’s management and the employees. The requirement of a healthy workplace environment and availability of equal opportunities will be highlighted through different campaigns to describe the importance of good employee relations and the professional attitude of the management.
6.2. Desire
In the next stage, a desire for change will be created (Prosci.com, 2021). The benefits of a healthy work environment for the physical and mental health of employees and the long-term profitability of the organisation will be highlighted to create a desire for change.
6.3. Knowledge
After creating a desire for the change, the existing skills and capabilities of the employees will be assessed to identify the needs for training programs. After that, training will be provided to the managers to identify the impact of their actions on the motivation and performance of employees. Employees will also be trained to maintain a professional and positive attitude at the workplace.
6.4. Ability
In this stage, the ability of the organisation to translate available knowledge into concrete actions will be assessed. Support will be offered to the employees to turn their knowledge into practical actions for the achievement of desired results.



6.5. Reinforcement
Lastly, different measures will be adopted to sustain the change and maintain the results. Reinforcement will be mainly related to the recognition and rewards that will be offered to the employees for their role in change implementation.


7. [bookmark: _Toc79967423]Communicate Plan to the Stakeholders
The plan will be communicated to the stakeholders through the following channels:
7.1. Emails
Emails with detailed information for the requirement of change and the impact of identified problems will be delivered to the stakeholders along with relevant files for the implementation plan for the change. Emails will be delivered to the partners and shareholders of the company.
7.2. Physical Meetings
Physical meetings will be conducted with the management and shareholders of the organisation to brief them about the requirement of change and describe the implementation plan along with its potential impacts on the long-term performance of the organisation.
7.3. Digital Adverts
Social media will be used to describe the importance of change to the customers of the company and highlight the involvement of the company in the integration of measures to overcome unethical activities that can negatively impact the performance of the employees and impact the quality of services being provided to the customers.


8. [bookmark: _Toc79967424]Monitoring the Change
The implemented change will be monitored and controlled through the following measures:
· First of all, duties will be assigned to the managers to ensure that the change management activities are implemented according to the plan (Prosci Inc. 2021)
· Secondly, effectiveness measures such as training and tests will be performed to measure the performance of the employees (Prosci Inc. 2021)
· Thirdly, the participation and attendance of employees in the training programs will be tracked to ensure that all employees are taking an interest in the change management process (Prosci Inc. 2021)
· Fourthly, the requirements of the different stages of the change management process will be delivered to the management to ensure the availability of relevant tools (Prosci Inc. 2021)s
· Fifthly, the benefits and impacts of change management activities will be identified and conveyed to the relevant parties. 
· Lastly, the progress of the project according to the decided timeline will be measured and tracked to ensure timely implementation of the change.

9. [bookmark: _Toc79967425]Conclusion
The purpose of this report was to identify complex problems at the workplace and suggest measures to overcome the problems. It was identified that management-related issues, confusion, misunderstanding, bullying, and discrimination are some of the major problems that are faced by the organisations. The report highlighted the scope and impact of these problems on the performance of organisations and used previous literature as an aid in the decision-making process. Some of the problem-solving tools like SWOT analysis, PESTEL analysis, ADKAR change management model, and fishbone analysis were considered as useful tools for problem-solving. ADKAR change management model was identified as the most useful model through the PMI technique and its five stages were used in the change implementation plan. In the end, different measures to convey the problem to the stakeholders were identified and approaches to track and monitor change were described in the report.
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