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  The purpose of this assignment is to apply recognized problem-solving tools and techniques to solve the complex problems at workplace situation.


1. Introduction
In the United Kingdom people are extremely unsatisfied with their work-life balance. Work-life balance is the balance of time a person spends on career and personal aspects of life, such as family, friends, hobbies, personal development. Due to high intensity of work nowadays, it became more difficult to manage the work-life balance. People are feeling stressed and as a result they are more likely to fail in both domains. A lot of workers are required to take on overtime, even if most of them are not paid for it. People are worried about economic downturn, reduction in pay and financial insecurities in their companies. 
  It is extremely important to maintain a good work-life balance in order to have a wealthy, healthy and happy life.


2. Identified problems
The problems identified in the case study are:
- Much of the work is unpaid - 48 percent of workers take on overtime, 44 percent of them are unpaid
- Job quality has declined during economic downturn
- 1 in 5 reported a reduction in pay during the last 3 years
- Workers worried about work problems when at home
- People do not feel secure because of financial difficulties in the organization they are working


3. SWOT analysis
SWOT analysis is a key part in any business in strategic plan. S stands for strengths, W - for weaknesses, O - stands for Opportunities and T for Threats.
Strengths and weaknesses are internal factors, and opportunities and threats are external factors. Strengths are helping to identify all the competitive advantages. Weaknesses help to analyse the disadvantages in order to understand what could be done better. Opportunities are caused by external factors such as market fluctuations, trends, etc. Threats represent factors that could cause problems for project. SWOT analysis can be extremely useful when visualising all positives and negatives of a project. SWOT analysis makes it easier to decide how to move forward.


4. PESTLE analysis
A PESTLE analysis is a diagnostic tool which can help to understand factors internal to the organization, which can impact upon strategy and influence business decisions. P stands for Political, E - economic, S- social, T- technology, L - legal, and E - environmental. Political factors represent political stability, government policies, tax implications, regulations, global agreements and restrictions. Economic - these factors will include exchange rates, economic growth or decline, globalization, inflation, interest rates and the costs of living.
Social factors represent trends such as lifestyle choices, cultural norms, expectations, buying habits, populations demographics and so on.
Technology - these factors include artificial intelligence, security levels, social networking, robotics, etc. Legal factors - it is important to a business to keep up to date with all changes in legislation, especially health and safety regulations.
Environmental - if a business has impact on environment, it must follow the government's requirements.
PESTLE analysis can help to analyse the risks within the industry the business activates.




5. Force Field Analysis 
  Force Field Analysis is a useful decision-making tool, invented by Lewin in 1940’s. It can be used to make the best decision, by evaluating the forces against a change. Also, it can be used for analysing the reasons behind the decision. There are two reasons to use Force Field Analysis: first one is to make a decision whether to move forward with the change and second is to increase the possibility to achieve success by strengthening the forces, supporting change, and weakening factors against it.
 It is necessary to describe the proposal for change in a box in the centre of the sheet of paper. After that, to write forces for change on the left-hand side, and forces against change on the right-hand side, considering the following questions: Is there enough resources and time to make it work? How easy will it be do implement the change? What other processes in the business will be impacted by this change? How much will the change cost? Are there any major risks? 
  It is important to identify as many factors that will influence the change as possible. Where appropriate, involve other people, so that team members or experts or members of organization can say their opinion too. Score each force and count the total score. 
 Once Force Field analysis is done, it can be use in 2 ways: to decide whether or not to move forward with the decision or change, and to think about how is possible to strengthen the forces in order to support the change and weaken opposite forces, so that the change is more successful. 
  There can be a huge number of factors that are needed to be considered in order to take the best decision.




6. ADKAR model of change management
  ADKAR model is a goal orientated change management model which can be used to guide people and companies through the process of change. ADKAR represents: 
   A – awareness (understanding the necessity in changing something) – awareness is crucial factor as change can only happen when someone has realized that it is necessary. In the company, there might be individuals who consider that change is unimportant, and it is a waste of time. They may consider that changing something is a waste of time and it is not necessary. However, as a manager or leader, it is more likely to see the wider picture. Manager should make an active push for increased awareness of the need to change.
   D - desire (wanting to support and participate in change) – Some employee may not be truly interested to participate in change. Manager or supervisor should explain how the change will impact them, he should encourage and motivate the team.
   K – knowledge (having relevant skills and behaviour needed to enact change) – Some employee may have the readiness to participate in change, but do not have the skills and knowledge to do it. Training is necessary to develop skills and gain the knowledge.
   A – Ability (putting knowledge into action) – some employees are very knowledgeable about what they must do, but they do not have enough practice. Employer should create an environment in which workers can put their knowledge into action.
   R – Reinforcement (ensuring the change sticks) – Some employee may still have old habits or find the new way difficult. Employers must have a strong reinforcement strategy. They should always monitor the situation.
   When assessing ability to change, each block will be rated between 1 and 5. Any block with the score of 3 or lower is known as barrier point. The ADKAR change model is founded on 2 basic ideas. First idea – it is a person who changes, not an organization. And second idea – successful change occurs when individual change matches stages of organisational change. 


7. Solutions and Recommendations
The solution for unpaid overtime work:
Due to high volume of work, some employee may work overtime sometimes.
It is important to record evidence about how much work have been done by everyone. Overtime work must be performed only with employee's agreement and must be paid corresponding to the law of overtime. Employer must share the work equally between all employee. If any employees do not perform their work, employer should be taking appropriate measures.
Also, employers could motivate employee with some bonuses for extra work.


The solution for job quality declining during economic downturn:
As we know, the global economy is in a deep recession now. The macro-economy affects the employees' salary. Employee should understand that the economy is very unstable now and there are a lot of jobless people and they should value their workplace.
It could be a good idea for employers to organize trainings in order to develop their workers' skills and qualities.

The solution for reported reduction in pay:
Employer can offer trainings for workers, so that they can aspire for a better position, which is more paid. Every employee has the right to develop their career within the organization. Employers should develop career progression strategy for their workers, and once there will be available position, employer should give the opportunity to the most hard-working person.


The solution for employees' life-work balance
Employer should encourage his employee to take occasional breaks in order to recharge and recuperate. Also, employee should provide flexibile work arrangements. He should start offering flexible or alternative work hours; allow employees to have the option of starting work earlier or work for longer hours but for shorter number of days in a week. Employee should be a good role model for balance. The success of a healthy work-life balance depends very much 
on the employers themselves, led by example and remember to practice what you preach.

The solution for people insecurities because of financial difficulties in the organization they are working
Employers should build upon traditional benefit packages to turn the tide to financial insecurities. Also, employers should develop new saving strategies.



8. Conclusion
Work-life balance is the key factor for any successful person.
Some employee may find difficult to balance the personal life and work issues, such as working overtime, feeling undervalued or having financial insecurities. 
 SWOT analysis, PESTLE analysis, brainstorming and ADKAR model of change management are tools and techniques which may help to identify problems and generate possible solutions. 
A good work-life balance makes things easier to achieve.
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