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Introduction 
In this report I will apply problem-solving tools which is recognizable   and techniques to identifying and proposing solutions to a work issue. I will also include an evaluation of possible solution. There are also will include the following aspects: I will identify complex problem in the workplace and I will analyse problem to help inform the decision-making process. I will also use alternative solutions to the problem, using decision- making techniques to evaluate, develop a plan for implementing the solution, communicate the plan to stakeholders.
Identifying the problem. 
People spend more than enough time at work environment, and there are workplace problems which are common source. It is impossible to have a workplace where everyone is satisfied. There is conflict In every workplace. Some workplace issues may cause negative psychological symptoms.  Individuals do experience problems and issues at workplace, these problems or issues concerning various factors such Inter personal conflict, communication problem, gossip, job Dissatisfaction, harassment, discrimination, poor job fit, performance issue etc. I will talk about performance issues in more detailed.  Problem and issues within the workplace are a growing concern not just in London, but in the other countries of the world too.
 Analysing  the Problem
 When analysing the problem first must be clear on the core performance issues. The problem must be definable. Must be able to clearly describe the problem resulting in poor work performance. Analysing the employees work performance. We need to look at how employee function. We need to gather information and understand exactly what is going on.
You need to be specific rather just say poor performance related to productivity. The employee is unproductive. The answer is not enough to performance issues. Whatever the reason, it must be known.
Problem identification to come up with a rational solution, decision makers must first recognise that a problem exists. Research shows the problem definition is not straightforward. Rarely are the situations, we confront clearly labelled as problem and no problem. In addition, people can distort, ignore, omit, and discount information to such an extent that they often deny they are faced with the problem (Cowan, 1986) You need to discuss your employee their performance, leave hearsay at the door. Discuss specific incidences, come armed with emails or any documentation you can gather to back up your point, and demonstrate that what you are saying is not personal- it is a very real problem what you want to address and resolve. Focus on fighting one problem at a time. When that problem is solved you move to other areas. 
Cause of performance issues:
Performance issues is not happening by themselves- there is always an underlying cause. The HR executives and line managers, or it is our responsibility to get the roof of this problem. Meeting with employee and discuss the potential reason for poor performance at work. Could be the work environment, being tied up by red tape or ineffective workplace, could be the technology. Low performance can be a result of problems at home or simply a lack of ability. By setting a meeting and establish an honest dialogue, you can have a clue what is causing the issue.
Lack of motivation and attention to detail could be the results low productivity. Consequently, companies whose employees ‘productivity level are low also experience loss of profits.
Providing feedback is very important for employees as help them improve how their work. 95% of employees want to hear “corrective “feedback (Harvard Business Review 2014)  
Example: you are sitting at your desk when one email pops up from your boss that says: “Please come to my office; We need to talk" What the first thing you think?
Most people think they did something wrong. But of course, can be different reason why your boss wants to see you. Could be your boss wants to praise you, or ask your opinion on something, discuss an issue. This assumption causes many people to avoid feedback all together. It is tough for employees to meet performance goals when they do not know exactly what is expected of them. Lots of employees fall into that category.
The managers responsibilities to help the employees to set and achieve goals, but Gallup analysis in Germany shows lots of managers do not have that task. (2013)
The managers should to set clear expectations and hold employees accountable for meeting them, also help the employees when they need support.  
If the employees know what the expectations from them by telling them tad job description they will perform well. A good manager clarifies expectations and helping the employees, structure their work and prioritise their tasks. There are 3 elements of Employee performance: Achievement such as clearing what the expectations from the employees, how much and when. 
Accountability such as helping the employees, not just walk away and hope the best. Hold them accountable for meeting expectations and provide them regular measurement of and giving feedback on their performance. 
 Accessibility by motivating achievement and accountability whenever the employees need support. These three elements are very important effect on employee engagement. 
Gallup's engagement guru, says traditional leadership is one of the biggest deflates of employee engagement.  Also, Gallup research shows the genesis of highly engaged employee employees boils down to one key factor: “Engagement largely comes down to whether people have a manager who cares about them, grows them and appreciate them.”
Solution and Suggested Actions
Informing the employees about their low performance and shoving them out the door is not the best idea to solve the issue. That is not a “talent strategy" that will be beneficial neither the company and employees. Offering help and support by preparing them. Of course employees have certain responsibilities  to manage  their performance, and they are expected to do the work they are paid for.  However, employers also have a responsibility to provide some kind if support. More support the employees get, they provide better performance. Performance Improvement Plan (PIP)
Performance Management Software can help track performance by regular performance reviews, you can identify problem early and stop them from being major issues. Using this software helping managers to keep one eye on the progress of their team members through focused check in discussions.  Also provide goals to be set and enable to give feedback in time. Keeping track of employees through performance is a good think but also enable to track upward trends and focus on strengths. This means you can redirect their strengths elsewhere. For instance, a person who does not have administrative Skills but have a strong communication and influencing skills that could be benefit the business. There is another tool what can suggest and help making decision.
Fishbone Analysis:
As the below pictures shows it might be possible root causes of poor performance. Root cause analysis aims to answer the following questions: - what happened? How happened? Why did it happen? What solutions can be developed and feedback to staff (NHS Scotland, 2007) I have used thus framework for identifying factors that influence the performance processes, such as human, material and financial resources, policies and procedures and environmental factors. 
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Fishbone Analysis is used when  we want to know a problem to determine the root cause, also when we want to know all the possible reason why process is having difficulties or issues, whether why the process is not performing properly or not producing the expected results. Problems come up on many projects. A project manager has to have some problem resolution techniques that can be used in different instances. There is a successful way how to use Fishbone analysis, is to encourage employee who are involved with a service to work together to identify all possible cause of issue.
The implementation of adequate prevention strategies would contribute in the alleviation of problem and issues. There are some problems that individuals cannot do away with, on the other hand, there are problems which can be solved by prevention strategies (Solving the Problem, 2005). Managers participate  and agree, strategic leader sets framework for evaluating proposal- unpredictable ( Bourgeois & Brodwin, 1984)

 In social environments like work environment, decision – making is an important factor contributing to organizational efficiency and workplace satisfaction. 
JD-R model, the Job Demand – Resources Model states that even if you work in a demanding role, you can experience less stress of your organization provides resources to support you. 
Studies demonstrate that commitment to and implementation of the solution are enhanced to the extend those responsible for implementation participate in the decision process and accept the given solution (Locke& Latham, 1988). Implementation also involves known feedback to determine whether the solution adequately resolved the problem and overall effectiveness of the solution.
Natural tendency is to select the first reasonable solution that seems to resolve the current situation (March & Simon, 1958).
Managers perform a different activity about every 9 minutes while at work (Mintzberg, 1975).


Communicate the plan to stakeholders
There are number of methods how to deliver the plan to stakeholders. Discuss the plan to stakeholders  you need to remain objective and share the facts. Discourage emotional responses and work to maintain calm. Face to face communication would be suitable but if not possible through video conferencing. You need to make sure all stakeholders receive the message that is relevant and appropriate  to their needs. Also allow two-way dialogue to ensure everyone has a chance to share their thoughts, opinion and potential solutions. If a corporation wants to succeed with CSR has to communicate with the stakeholder, groups or individuals “that can affect or be affected by the realization of an organization’s purpose “(Freeman, Harrison, Wicks, Parmar,& De Colle, 2010,p.26).
When an organization is communicating   with stakeholders, it must be two- way process that involves the use of symbols, including language, to influence or share an idea or a perspective and learn about the ideas and perspectives of stakeholders.
Summary:

In this report I have analysed problems at workplace identified one of them and tried to make decision and find solution by using problem solving tools and techniques. Some employee requires to take help and assistance from their superiors in order to solve their issues. There is an effective communication between individuals, otherwise things cannot be implemented  or put into operation in any manner. When two or more individuals having issues, it is important they should be pacified with the help of their leaders or supervisors as they are in charge and can bring solution of the problem. 
These are techniques and tools such as Fishbone diagram, JD-R-Model can provide solution to the problem. Of course, there are some issues what cannot be solved and individual required to be patient
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