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[bookmark: _Toc91000523]INTRODUCTION 
The assignment comprised of a report that enables the development of understating regarding problem-solving and decision making through identification of a complex work-based problem. The assignment identifies and discusses the impact of a chosen work-based problem and its impact and scope. This is followed by acknowledging the way recognised problems affect the decision-making process. The next part facilitates recognizing a range of solutions and the choice of the appropriate one with the help of decision-making tools and techniques. This is followed by the development of a plan that facilitates the implementation of the chosen option and its communication with the stakeholders. The implementation of the plan will then be monitored and reviewed as per appropriate tool=s and techniques. The completion of the assignment is enabled with appropriate module learning and secondary research. 
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Work-based problems are having a significant impact on the life of individuals resulting in the development of stress if exposed for a long period. A workplace without a workplace-related problem is also a myth. Due to different roles, expectations, capabilities and backgrounds, employees are prone to face any of the workplace problems. This devolves focus on the importance of better decision making and problem-solving procedures and strategy that allows smooth functioning of the business and wellbeing for both the business and the employees (Pugh, 2016).
The identified work-based problem is "Poor Change Acceptance". Changes are inevitable and essential for growth. The business world is evidence of rapid changes and transformations in consumer expectations and market trends. Also, the rapid pace of technological advancements compels businesses to apply new technologies into their functioning and business models that are capable of enabling the customers with more value generation and fulfilment of their expectations (Mohamad et al., 2019). Businesses and organizations are required to inculcate changes to uphold the business efficiency, but if these changes are not implemented appropriately then this leads to the development of Poor acceptance of the change.
The reason behind the same is that any change implementation requires changes in organizational settings at multiple levels that make the employees fearful and uncomfortable with the change leading to their resistance to the same. Thus it is evident that change is a necessity for growth, but there are barriers to the implementation of these changes that lead to poor change acceptance (Doppelt and McDonough, 2017). These barriers can be as follows:
· No sufficient time for planning and implementation of change.
· Acknowledgement of the milestones is essential and required to be visible.
· The resistance from the ones who are not able to recognize the importance of change.
· Lack of clarity regarding the outcomes and future course of action as an impact of change (CRAKN, 2019).
Poor change acceptance reflects and is an impact of poor change management that in turn also have other adverse impacts as follows:
· Delays in the completion and execution of the projects.
· The allocated budget will be disrupted and can be extended with extra and unnecessary expenses.
· The desired milestone accomplishment will be missed.
· Resistance from the employees results in further delays and may, in certain circumstances, protest and strikes.
· The availability and efficiency of resources will be compromised. 
· Hindering the working efficiency and quality resulting in decreased productivity.
· Tendency to have high employee turnover.
· Also, the customer, supplier, investor and stakeholder dissatisfaction. 
· Increased workload and frustration among employees.
· The potential of disrupting the organizational reputation (Panorama, 2021). 
Thus it is of utmost importance to have appropriate change management that enables the elimination of poor change acceptance in the organization.
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The role of decision making is of utmost importance in facilitating better change management and acceptance. The effectiveness of decision making enables the business to better change management. Decision making is required to have the following aspects that facilitate better implementation and management of change through avoiding poor change acceptance:
· Tracking the data and making it available to everyone
The decision making should be regarding making available different individuals either employees or another stakeholder with appropriate and necessary information. This allows the employees, suppliers and other stakeholders to acknowledge the need and importance of any change and also let them know their improvised role and responsibility (Michels, 2020). 	
· Tapping into right and appropriate resources and experts
The decision making is responsible to make appropriate use of resources in real-time rather than waiting for the right time. The timely taken decisions regarding the optimal usage of available resources and experts and recognizing the need of required resources for future results in smooth acceptance of the change (Michels, 2020).
· Taking decisions at the right level
It is of utmost importance to make decisions at a level at which they are feasible. This balance of authority and decisions making powers is essential for better and deep penetrating the efficiency of change implementation that comprised of better understanding of the need and positive impact of the change. This will be a more personalized approach rather than a generic one (Michels, 2020).
Decision making is having a significant influence over change acceptance and contributes to better change management.
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Concerning the poor change management and change acceptance, the following are the practices that serve as solutions to the work-based problem of poor change acceptance and allow the employees and other stakeholders of the organization to be acknowledged and accept the change:
· Describe the change 
Irrespective of the size of the change, it is essential for the leaders of the business to communicate and acknowledge everyone with the change and its motive and the positive outcomes of the same for everyone. Also, the change is required to lead from top to bottom with appropriate involvement of all (Gleeson, 2016).
· Acknowledging the feedback
It is essential to acknowledge the feedbacks that are provided by the employees or team as they are effective in providing better solutions or may further add up their requirements with the change eventually leading to better transition of the change. Positive response to this feedbacks by the leaders and management results in avoiding resistance (Gleeson, 2016).
· Application of emotional intelligence
Change can be fearful for many and they are resisting the change as they were scared of the same. Thus leading through example is essential by the leaders and listening, motivating and comforting the employees is essential (Gleeson, 2016).
· Addressing the “why” and defining clear roles
It is important to provide everyone with the reason that why the change is required and going to be implemented. This is also required to be accompanied by a clear demarcation of roles and responsibilities of every individual and department to avoid confusion and resistance (Gleeson, 2016).
· Facilitate training 
Changes are required new dimensions, vision and skills that are required to be provided by the organization to the employees that better comfort them with the change and the evolved roles and duties they are expected to perform as part of the change and after it (Gleeson, 2016).
· Rewarding the efforts and acceptance
Employees and other stakeholders put efforts to be part of the change and make it productive enough as aspired to result in its proper implementation with the required efficiency. These efforts should be rewarded to retain the commitment of the employees (Gleeson, 2016). 
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Different decision-making techniques can be instrumental in enabling better change management and change acceptance. These decision-making techniques and styles are as follows:
· Directive style 
The directive style of decision making is having characteristics of rationality and autocratic style where the employees are required to make decisions based on their intellect. This decision-making style works with limited knowledge and there is no scope for consulting with others rather deciding on one's own. This style is ineffective in acknowledging the external contribution that can be beneficial for the organization (Mittal, 2017).
· Conceptual style
The decision making devolves more focus on the accomplishment of long term results. Also, the style focus on exploring alternative measures for any aspect and also the problem-solving approaches are creative making it more prone to risk. This style will be instrumental in promoting a collaborative approach. But this approach may result in cost overburden. Also, some changes result in taking decisions without data analysis (Mittal, 2017).
· Analytical style
The decision making is significantly backed by the data. Analysis of the data based on facts and observations and accordingly taking appropriate decisions. The risk associated with this approach is less as results were already established and can be determined more accurately and achieved early. The style facilitates less scope for innovative approaches (Mittal, 2017). 
· Behavioural style
The focus of this type of decision-making process devolves more focus on string relations rather than work. The feelings of others are attempted to be recognized and accordingly, decisions are made. This approach has no scope for ambiguity and promotes social focus while forming decisions (2017).
[image: ]
Source: https://careerforesight.co/blog-feed/4-styles-decision-making
Any of these styles of decision making can be employed by the business to attain better change implementation and acceptance.  
Concerning the dynamic nature of the changes and also they are not always the same that eventually makes them more prone to be a flexible and collaborative approach. The change should not be for the short term rather the impact of the change will be for the long term that makes the employees more sincere and committed to the change (Ejimabo, 2015). 
As per the analysis, the conceptual approach and behavioural approach will be instrumental in allowing the change management and also with better acceptance of the change as it will be a collaborative approach and also instrumental in maintaining the relationships as the decisions were not meant to hurt the feelings and comfort of employees and also the with these approaches, everyone will be part of the decision making process at a certain level (Ejimabo, 2015). 
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The development of the change management plan that facilitates better change acceptance can take place through the use of one of the change management models as follows. Concerning Lewin’s change management model, it comprised of 3 stages as follows;
· Unfreeze
This stage refers to preparing the initials for the implementation of the change. Acknowledging the things that are required to be improved and what can be the possible results. This comprised of planning for the change. Also, this stage comprised of getting acknowledged about the change through appropriate communication and getting prepared for the implementation of the same (Cummings et al., 2016).
· Change 
This comprised of the implementation of the change plan. The change is required to be implemented and real-time communication with the stakeholders is necessary for better implementation of the same (Cummings et al., 2016).
· Refreeze 
This stage enables in protecting the employees to fall back into circumstances that were before the change implementation. Thus this comprised of the development of appropriate policies and procedures that facilitates the change to be permanent. At this, it is also required to be acknowledged that either the implemented change is in compliance with organizational objectives or not else repeat the process (Cummings et al., 2016). 	
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Communication of the developed plan with the stakeholders is of utmost importance to assure the efficiency of the plan and its implementation to be as it was desired.  Also, communication is essential to avoid resistance from the stakeholders (Butt et al., 2016). The communication plan will be instrumental in enabling communication of the same with stakeholders:
	What is required to be communicated?
	Why it is required?
	To whom it will be communicated? 
	Method of communication
	Person that communicates 
	Frequency time

	Unfreeze 
	To initiate the change and development of change plan
	Every stakeholder i.e. employees, suppliers, investors, shareholders etc.
	Face to face interaction and emails and newsletters 
	Leader, managers of respective departments, line managers, functional managers 
	Daily or thrice a week 

	Change 
	To implement the transition that serves as a solution to the current problems.
	Every stakeholder 
	Through electronic means like emails and newsletters and also over the official website through annual reports.
	Leaders and top management 
	6 monthly or annually 


	Refreeze 
	To sustain the implemented change for the long run.
	Every stakeholder 
	Through newly developed policies and procedures and press releases 
	Leaders and top management 
	Yearly 
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MONITORING AND REVIEW TECHNIQUES TO CHECK THE EFFICIENCY OF THE SOLUTION
To monitor and review the efficiency of the plan that enables with dealing with the work-based problem, the following steps will be instrumental:
· Conducting observations
· Communicating with people, both internal and external.
· Analysing the output while monitoring work performance.
· Observing absenteeism and turnover rate.
· Surveying the employees at every stage from planning to implementation.
· Measuring the baseline before and after the change.
· Compared with other work units or other competitors (Al-Haddad and Kotnour, 2015). 
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The completion of the assignment is instrumental in enabling appropriate knowledge regarding problem-solving and decision making with appropriate analysis of the chosen work-based problem. 
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