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[bookmark: _Toc49891415]Task 2: Report
Executive Summary
This study emphasised on the complex problem of work-life balance in the workplace of the UK. Depth information on the long-working hours culture in workplace is highlighted in the study to help in the decision-making process. Range of alternative solutions for the problem are discussed in this study. Decision making techniques are elaborated for the evaluation purpose of the solution. The study also focuses on a few implementation plans associated with discussed solutions. It further analyses stakeholder communication plans as well as monitoring and review techniques.

[bookmark: _os61nwtes9cr][bookmark: _Toc49891416]Introduction
Problems are quite common in any workplace however they can put a significant impact on the decision-making process which can greatly hamper the operational efficiency of the organisation. This study highlights the complex problem of work-life balance along with its scope and impact on the organisation. Alternative solution for the problem is also discussed in this study. Decision making techniques are demonstrated for the evaluation purpose of the solution. An implementation plan for the solutions along with stakeholder communication plan is also drawn in this study. Monitoring and review techniques are detailed in this study. Finally, conclusion is made according to the overall understanding of the decision making and problem solving.
[bookmark: _Toc49891417]Complex problem in workplace and its scope & impact
Recent statistics showed that in the UK there is a serious problem of long working hours and most of the employees are not properly paid for that. As per the views of Chinomona and Mofokeng (2016), inappropriate wage and compensation based on working input can cause serious employee dissatisfaction which can limit their productivity. Apart from that employees got negatively influenced for the high work pressure and less pay which can greatly reduce the operational efficiency of the organisation. As per the role play some workers also claim that due to the economic downturn their wages are also reduced and work pressure is increased. It causes less engagement in the activities and the productivity of the organisation is gradually decreasing. As mentioned by JINGJING and RUDNAK (2020), it is necessary to positively motivate employees by providing them proper wages, facilities, and compensation. However, in most of the cases employees feel less secure at their workplace regarding their job because they feel that their workplace is struggling in the financial difficulty after the economic downturn. It also limits the potential of the employees which can put a serious impact on the productive efficiency of the organisation.
[bookmark: _Toc49891418]Information about identified problem to support the decision-making process
Long-working hours culture in the workplace of the UK and inadequate pay leads to serious job dissatisfaction which directly put impact on the positive working motivation of the employees. As outlined by Inuwa (2016), disruption in the positive motivation of the employees can hamper the healthy and professional working environment of the workplace by causing issues like employee strike, higher rate of employee turnover etc. It can drastically reduce the efficiency of the organisation. Apart from that it can create a very negative perception about the organisation which causes serious disruptive issues like workplace conflicts. Therefore, it is must for the higher authorities of the organisation to deeply concern about such issues and make proper decisions in order to improve their productive efficiency. Proper decisions can be also effective to retain the skilful employees successfully which is essential for the business success of the organisation.
[bookmark: _Toc49891419]Range of alternative solutions for the problem
The problem of Long-working hours needs to be resolved as early as possible in the workplace in order to protect both the physical and mental health of the employees. In order to minimise the workload by maintaining the productivity the organisations can perform their operation on various shifts and offer flexible activity timings. Furthermore, the authorities need to establish clear organisational policy about the working hour and need to seriously focus on the extra pay in case of over time. They also need to ensure that every employee gets the overtime wages to promote a professional working environment. As per the knowledge of Florea (2016), efficient leadership is very essential in order to influence the employee and improve their engagement in the workplace activities. Therefore, the organisations can consider employing new leaders among the employee group who can successively interact with all the employees regarding their issues. It is also recommended for the organisation to consider short term breaks during work, certain leaves in a month etc. in order to maintain the working efficiency of the employees. Organisation can switch to automated technologies in the complex works which can improve the accuracy of the work as well as can save extra labour of the employees by which employees can get relief from extra workload in the workplace. As per the suggestions of Siriyanunet al.(2019), integration of modern equipment and adequate resources can greatly minimise the operation time. Therefore, it might be very helpful to reduce the over-working of the employees.
[bookmark: _Toc49891420]Decision making techniques for the evaluation of solutions
“Affinity diagram” is one of the most efficient techniques of decision making by comparing and contrasting a wide variety of ideas. According to Kunz et al.(2016), “Affinity diagram” works mainly based on mind mapping and brainstorming which greatly helps in generalising several ideas to make efficient decisions. This diagram can be effectively used in order to resolve the complex problems of the workplace by suggesting the best solution for the workplace. Therefore, it will be very helpful to suggest the best solution for the overworking issues. Offering flexible work timing is not always possible for many constraints like lack of available transportation, unavailability of power and other resources, lack of supervisors for all time etc. Implementation and approval of new policy is a very time-consuming process as well as there is very less chances of significant change. Emphasising on the leadership will be good in order to identify and resolve the issues of employees quickly therefore it can be a good option. Providing frequent breaks and extra leaves is not that much of a practical approach to maintain productivity. Integration of automated technology is very effective however the implementation and maintenance cost are very high. Integration of modern equipment and adequate resources can be good options to improve efficiency as well as to reduce extra load. Therefore, by analysing all the aspects it can be said that integration of modern equipment and adequate resources along with employing efficient leaders from the employee groups will be the best option to resolve the issues like extra working hours and inadequate pay.
[bookmark: _Toc49891421]Implementation plan for the solution 
In order to remove the discussed issue from the UK workplaces, organisations need to be concerned about creating some potential solutions. Here, a few solutions have been identified such as flexible working hour policy, development of leadership quality and introduction of modern automated technologies. Therefore, to implement all these solutions into workplaces, organisations must have concise and clear plans accordingly.
Creating flexible working hour policy
	Aims and objectives
	· To provide flexible working hours to all employees in workplaces
· To maintain the same workflow 
· To retain employees on a high level 

	Potential flexible work options
	· Annualised hours
· Compressed hours
· Remote working
· Job-sharing
· Flexi-time
· Part-time working
· Overtime work and payment accordingly

	Processes
	· Modifying employees’ employment contracts
· Prioritizing works
· Taking actions against any unfair treatment within workplaces

	Stakeholder involved
	· Company management
· General manager
· Team leader
· Ground-level workers

	Timeline
	3 months

	Expected outcome
	Flexible workplace and satisfied employees



Table 1: Flexible working hour policy
(Source: Created by author)
Developing leadership quality
	Aim
	To build an efficient and ethical leadership structure into workplaces

	Goals
	· To develop management skills
· To generate confidence in leadership ability
· To manage workplace conflicts
· To develop effective leadership decision-making capabilities

	Required resources
	· Instructional resources and materials
· Reflection and feedback system
· Leadership training resources

	Skills to be developed
	· Communication skills
· Decision-making skills
· Problem solving skills
· Time management skills
· Leadership skills

	Stakeholder involved
	· Team leaders
· A few competent employees
· HR team

	Timeline
	Approximately 4 months

	Expected outcome
	Strong leadership structure and organised work culture



Table 2: Developing leadership quality
(Source: Created by author)

Introducing modern technologies
	Aim
	To develop modern and competent workplaces

	Goals
	· To reduce work pressure on employees
· To maximize the workflow and build varieties of work
· To manage human activities and technological system usage at a same time

	Required strategies
	· Defining technical requirements in every department of organisations
· Creating efficient communication system with workers
· Managing financial resources and infrastructure
· Developing technological implementation calendar

	Stakeholder involved
	· Board of Directors
· Resource and finance manager
· Project manager
· Team leader and ground-level worker

	Timeline
	6 months

	Expected outcome
	Increased workflow and balanced work structure between technology and human setting



Table 3: Introducing modern technologies
(Source: Created by author)

[bookmark: _Toc49891422]Stakeholder communication
All the discussed solutions and associated implementation plans cannot be developed without having enough communications with different stakeholders. Stakeholder communication is a workplace activity that is used to develop a strong communication system among operational stakeholders, both internal and external and create a positive understanding between each stakeholder (Butt et al. 2016). It produces long-term professional relationships among workers, managers, team leaders and others. It is determined that a strong stakeholder communication minimizes the possibility of workplace conflicts, solution implementation gaps and leadership ineffectiveness. Therefore, the previous implementation plans are supported by a concise stakeholder communication plan, which would enable organisations to find the benefits, risks and loopholes in making those plans.
	Stakeholders
	Expectations
	Objectives
	Priority level
	Communication tactics
	Communicated solution strategies

	Team leaders
	Managing workplace conflicts
	Developing leadership qualities and supporting flexible working
	High
	· Face to face conversation
· Email conversation
· Telephonic communication
· Video chatting
	· Developing flexible working policy
· Introducing a high level staff training

	Managers
	Managing essential resources and infrastructure
	Introducing modern automated technologies 
	High
	· Face to face conversation
· Email conversation
· Telephonic communication
· Video chatting
	· Budget allocation and setting timeline for each solution
· Getting project approval from board of directors

	Ground-level workers
	Providing support to team leaders and managers by participating in each solution implementation
	Supporting flexible work hour policy generation and modern technology implementation 
	Very high
	· Face to face conversation
· Video chatting
	· Staff training activities and induction process
· Maintaining workplace integrity


 Table 4: Stakeholder communication
(Source: Created by author)

[bookmark: _Toc49891423]Monitoring and review techniques
The solution implementations and stakeholder communication can be monitored and reviewed by applying a range of techniques. It has been identified that the main solution would be made upon the issue of long working hours in the UK, inefficient leadership structure and lack of automated technologies. Therefore, a few review techniques would confirm whether all these implementation plans and stakeholder communication plans are suitable or not.
Self-evaluation technique
This technique requires employees to judge their own performance level against predetermined criteria (Brady, 2019). Generally, it is taken into consideration during the period of changes made in an organisation and employees’ adjustment to those changes. It is an official performance monitoring and review process that allows more competitive discussions among employees regarding the implementation of flexible work hour policy and moderna automated technological implementation. It may be sometimes too subjective that truly reflects the workplace performance of employees, especially ground-level workers
Behavioural checklist
It is another key monitoring and review technique that is used for identifying the behavioural nature of employees, specifically team leaders. As there is a solution regarding developing a strong leadership structure into workplaces, this technique would further help management keep monitoring on how team leaders behave with their members and how they react to various situations (Karim et al. 2015). It is mostly based on the feedback of team members and to complete this evaluation technique, employees and employers generally respond to a list of yes-no questions.
360-Degree feedback
It is one of the most preferable techniques into various workplaces in the UK as it provides a concise look on employees’ overall performance for a certain period. It is a method that is incorporated by pulling feedback from different outside sources such as peer review, director report, performance checklist and others (Chandhana and Easow, 2015). It can be used for both the performance of team leaders and ground-level workers because the evaluation technique includes employees’ character, and leadership skills and qualities.
Therefore, it can be stated that all these review and monitoring techniques could be utilised in various systems of solutions implementation. But in the end, a strong feedback system is highly required within every aspect of decision-making and solution execution. 
[bookmark: _Toc49891424]Conclusion
In the end, the study concludes that workplace issues and conflicts have become the common factor these days in the UK. The issues have been identified in the form of long working hours, inefficient leadership and lack modern work techniques. To be more precise, detailed information about the long-working hours culture is elaborated in the study to help in the decision-making process. Thus, a few solutions have been developed for all these issues along with decision-making process. Therefore a few implementation plans and stakeholder communication plans have been mentioned in the study. It further ends up with verifying some key monitoring and reviewing techniques.
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