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[bookmark: _Toc462440889]Introduction
Using problem solving techniques and doing decision making with various analysis methods, I will find solutions to a complex problem in my workplace. The problem is area managers are skeptical about making changes, where flexibility changes are required. Focusing on parents and part-timers striving for a work-life balance, a solution needs to be put in place that is effective and doesn’t disturb the work schedule. All employees have the legal right to request flexible working. Employees can request a change to the number of hours they work, when they start or finish work, the days they work and where they work. Employers must deal with requests in a ‘reasonable manner’ by assessing the advantages and disadvantages of the application, discussing possible alternatives to the request or offering an appeal process (The Flexible Working Regulations, 2006). All information gathered will help to conclude the solution that works best.
[bookmark: _Toc890372608]Complex Problem in Workplace
In my workplace there is an ongoing issue of employees’ working hours that aren’t flexible, childcare also isn’t getting considered. The narrative is that everyone should be treated the same, even though everyone’s lives are different. People with children and those wanting a work-life balance are faced with the hours they are given, with the only exception being an emergency. Area managers don’t want change but haven’t seen the true potential it could have, possibly making the company a bigger success in the long run with happier employees. Research by Kossek (2021) indicates companies plan to “embrace flexibility,” particularly in a hybrid working model as flexibility can be leveraged to support productivity reduces office costs.
[bookmark: _Toc1170823624]Scope and Impact 
All employees are affected, along with their families at home. Some memories with your children are timeless, missing their football game has a detrimental effect making them believe their parents don’t care for their aspirations and goals in life and would rather be working. The reality is it affects them both, parents feel guilty and shouldn’t have to miss out on such moments. People wanting a work-life balance simply need time for themselves, socialising, self-care, it all matters for them to be their best self. Flexibility balance can be considered in terms of a flow of energy. It is important that you look after yourself and keep energy levels up to work at your best standard. Achieving balance in life helps you to feel calm, clear-headed and motivated Bailey (2024). Employees would want to work harder and better if they had the time to reset.
[bookmark: _Toc1228364540]Flexibility Mind Map
According to Buzan (1996), creating maps of ideas and concepts is far more in line with human thought processes than creating lineal lists. I used a mind map to brainstorm and analyse flexibility in the workplace, I found pros and cons. This suggests solutions but also their downfalls and why they might not work if implemented. The main cause of the problem in this analysis is the area managers wanting to stay in their comfort zones, by not having to deal with people wanting to change the schedule set. If for example the rota is set for the next 6 months, including cover for sick people, everyone wanting to change to remote work would set the schedule back, to ensure all employees are accounted for and their whereabouts. Making everyone happy wouldn't be prioritised over work needing to be done on specific days. A target market would need to be set such as parents, part-timers being allowed to remote work, with willing full-timers not getting that option. People remote working may decide it’s then not for them, too much noise etc., further affecting the schedule and flow in work, proving remote working may not always help with a work-life balance. [image: ]
[bookmark: _Toc738389402]5 Whys – According to Toyoda (1930) "by repeating why five times, the nature of the problem as well as its solution becomes clear." The five how's are utilised to construct the specifics of a problem-solving strategy, while the five whys are used to delve further into an issue. Using the 5 why’s analysis I produced a more in-depth reasoning to the root cause. 
Why aren’t there flexible hours available in the workplace?
Everyone needs to be treated the same.
Why does everyone need to be treated the same?
We need reliable people with no fuss about their hours that could reduce workflow.
Why would workflow be reduced just by being a parent/having different work-life priorities?
Making changes could disrupt workflow by allowing working at home, people could take advantage and not get the job done.
Why would people take advantage of working from home if it gets monitored correctly?
I don’t want to waste time on something that could fail.
Why would it be a waste of time when it may not fail?
The way we work has always worked just fine.
This analysis has shown the area manager dealing with employees wanting flexibility. Saying ‘the way we work has always worked just fine’ isn’t considering the needs of others or their hopes for change. This could result in employees feeling like they aren’t being heard or prioritised when they feel necessary changes are needed, which will eventually end in those employees finding a workplace that will listen and make changes.
[bookmark: _Toc1338985131]Cause and Effect Ishikawa Analysis
Ishikawa (1960) created the Cause and Effect (Fishbone) Analysis using a diagram for thinking through every potential cause of an issue. This aids in conducting a thorough analysis of the situation. In this analysis I have defined the root cause of the issue being lack of communication. The area managers are showing a lack of understanding of employees’ needs for flexibility, which is crucial in keeping up staff morale. If employees aren’t being understood, or efficiently informed as to why it’s not possible to make changes, just like in the 5 why's analysis, there’s a chance those employees will find somewhere that can, bringing down the business’s employee count and reputation.
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[bookmark: _Toc973261374]Grid Analysis
The Pugh Matrix, also known as the Decision Matrix or Selection Matrix, was developed by Pugh (1960) as a criteria-based tool to compare and evaluate multiple options against a set of criteria. Using scorings 1-5, 1 being not important to 5 being the most important to me, creates a solution with numbers, proving which solution is better suited to the problem. By creating a grid analysis, I found remote working has the highest chance of success, with hybrid working being not far behind and job sharing being the lowest choice of solution. Evaluating all factors, hybrid is more cost effective as there’s multiple options to budget. Having no fuel money and having the option to work from home, having low utility usage would make the office a better place to work, flexibility is at its best with hybrid working, as it's working around the employers' needs. The table shows remote working is best but has also proven hybrid working could be the ultimate solution.


	Factors:
	Hours
	Cost
	Location
	Total

	Weights:
	5
	4
	5
	

	Remote Work
	5  25
	5  20
	4  20
	12   65

	Hybrid
	5  25
	2  8
	5  25
	15   58

	Job Share
	4  20
	3  12
	2  10
	9      42



[bookmark: _Toc1557395911]Cost/Benefit Analysis
According to Dupuit (1969) the process of evaluating the benefits and costs of a specific project, policy, or decision is known as a cost-benefit analysis, or CBA. The objective is to determine whether the advantages (benefits) outweigh the disadvantages (costs), resulting in more informed business decisions. Using this analysis, I categorised cost savings, productivity impact, employee retention, employee satisfaction and environmental impact of hybrid working into a cost and benefit ratio, to determine if the benefits outweigh the cost, making money for the company in the future. There are clear benefits and financial gain shown in the table below, furthering the chances of hybrid working being successful and being a plausible asset to the company, by making a profit over loss just by setting it up. Productivity has also been proven to have a gain over loss, proving workflow won’t be affected.
	Costs/Benefits
	Cost/Benefit Description
	Ratio Calculation
	Conclusion

	Cost Savings in Office and Technology
	Reduced office expenses vs technology setup
	200,000
400,000 = 2
	£2 saved for every £1 spent

	Productivity Impact 
	Productivity gain vs loss 
	2.5%
8% = 3.2
	For every unit of loss, 3.2 units gained

	Employee Retention
	Turnover savings vs investment in satisfaction
	75,000
250,000 =
3.33
	£3.33 saved for every £1 spent

	Employee Satisfaction
	Improvement in morale
	Not quantifiable
	Higher retention, lower non-attendance

	Environmental Impact
	Reduced commuting 
	Not quantifiable
	Cost savings improve


[bookmark: _Toc891069729]Gantt Chart
Gantt (1910) developed a visualisation tool to make it easier to access staff productivity and to identify under or over performers. Gantt charts show activities against time, used as a timeline to keep tasks on track when there is a large team with multiple stakeholders. Using the Gantt chart below, I can track the process of implementing hybrid work into my workplace, over a 6-month period using sequential schedule. Monitoring hybrid working monthly gives plenty of time to see the potential by slowly implementing it, with little change to the schedule and deadlines.
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[bookmark: _Toc526743321]Stakeholders
Research by Young (2004) indicates that stakeholder groups affect a business, but some will be more powerful and influential than others, this allows them to have a greater say in how the organisation is run. Stakeholders often impact decision-making, goals and objectives, operational concerns, sales, costs, and profits in a business. According to Hendricks (2020) in some cases, unless nearly all the interested stakeholders feel that the benefits of a proposed project outweigh the perceived risks, the project would not go ahead.
[bookmark: _Toc415934297]Stakeholders List
· Employees
· Employees’ Families
· Suppliers
· Executive Managers
· Team Leaders/ Area Managers
· IT Staff
· Customers
· Finance Team
[bookmark: _Toc25014497]Stakeholders Perspectives
Executive Managers and Team Leaders/Area Managers contribute to the company by managing all employees and ensuring everyone is doing as they should. They can help the company by enforcing changes needed for the company to operate smoothly. Gaining feedback from employees establishes room for improvement and changes they feel necessary. Depending on the improvements/changes, they are willing to participate in changes to minor situations but need thorough proof/evidence for a big change such as hybrid working, to ensure it can be successful and is worth looking at. They have one of the highest influences on decision making, as they have control to make immediate, appropriate changes and have a mutual trust in each other's decisions.
Employees and Customers keep the company running at a manageable pace and open opportunities for change. They help by giving feedback if something isn’t working for them or feel something could be better. They will participate if they get listened to with informative and efficient reasoning for any changes requested. Employees and customers have a medium influence on decision making, as the company relies on them to keep the business running. Employees have control to walk out if they aren’t getting what is expected such as low pay, no flexibility, no recognition etc. Customers could stop using the company if it lacks attributes that could make it the best company for the job. 
 Suppliers and IT Staff contribute to the operations of the business. They can help the company by suggesting new technology/supplies to save money and updates to the current software for smooth and reliable technology. They participate when needed and won’t hold back on helping the company run at its best with their supplies and technology. They have a significant influence in decision making and want to know the outcome of success for the business by striving to improve the business’s costs and technology efficiency so it’s always running at its best. The company suffers losses if technology goes down and will need someone ready to fix the problems and to have a backup plan in place to get the issue dealt with as soon as possible. Suppliers also make losses if deliveries are running late, or an item needed is out of stock,
The Finance Team and Employee’s Families contribute very minimally to the business. The finance team offer a service to manage the business finances such as payroll. They oversee all the money side of things and would only participate in financial factors. They just do what their job entails with no need to influence decisions. Families are affected by the job's flexibility, having to work out between themselves childcare, spending time together, etc. They have a high influence other than to back up that flexibility isn't working for them; they have very minimal influence on decision making.
[bookmark: _Toc398874499]Influence – Interest Matrix
Mendelow (1991) suggests analysing stakeholder groups based on influence and interest, identifying high priority and key stakeholders as well as those who may be less involved and have less of an impact by looking at each stakeholder's place on the matrix. Having a clear layout of who needs to be informed of major decisions has enabled me to form a communication plan, engaging the correct people to support and understand my solution to implement hybrid working into the workplace. This matrix has also shown that even though employees and customers have a mutual influence in the business, employees need to be informed of business decisions whereas customers aren’t. Customers have a low interest in the business and just want their issues dealt with to their satisfaction.
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[bookmark: _Toc73737994]Stakeholder Communication Plan
A stakeholder communication plan is a framework for ensuring stakeholders will be kept informed and included at every stage. According to Anderson (2024) the plan should identify relevant stakeholders and help your team understand what needs to be communicated, why it needs to be communicated and how often. It also shows the potential communication channels that should engage stakeholders and the most useful feedback methods for the issue.


	What
	Who
	When
	How
	Who’s Responsible

	Introduction meeting, scope and objectives.
	Influential Stakeholders
	Before implementation process
	In person 
	Executive and Area Managers

	Status updates, progress reports, feedback on issues
	Influential Stakeholders
	Weekly
	Feedback meetings
Email
	Executive and Area Managers

	Stakeholder updates, feedback from customers
	Management Team and Customers
	Fortnightly
	Emails
Reports
	Area Managers

	Critical problems that need sorting
	Management Team
	Straight away (urgent)
	Direct call
	Executive and Area Managers

	Technology updates
	IT Staff
	As required
	Email
Direct call
	IT Staff

	Budget review
	Finance Team
	Monthly
	Reports
Meeting
	Finance Manager

	Performance review, satisfied with progress
	Employees
	2 months
	In person
	Area Managers

	Supply updates
	Suppliers
	As required
	Email Direct call
	Suppliers

	Final report on the performance and outcome
	Management Team Employees 
	6 months
	Meeting
	Executive Manager

	Team meetings, reviewing performance
	Management Team Employees
	Monthly
	In person
Virtual meeting 
	Area Manager



[bookmark: _Toc1235273145]Monitoring Progress
By using techniques to monitor the progress of my solution, I have formed a successful strategy to implement hybrid working into my workplace. Exploring all options while providing multiple solutions can be difficult. Navigating what could work best can be broken down by brainstorming and calculating factors, which at first for me indicated that the ‘best’ solution isn’t always the most viable. This further breaks down the solutions and leaves room to assess the pros and cons, ending with the ultimate solution. 
Finding a solution can come with risks and concerns, with hybrid working technology is a vital aspect of the business. The company suffers losses if technology goes down and will need someone ready to fix the problems and to have a backup plan in place to get the issue dealt with as soon as possible. Suppliers also make losses if deliveries are running late, or an item needed is out of stock. Some things are out of the entire company's control, but suppliers can think ahead for certain things such as ordering backups of stock that gets used the most/daily. The suppliers need to engage with the management team about late deliveries to understand why they are late, if they are frequently late, if they need more delivery people or simply to find a better delivery company. Communication and engaging the right people are key when something is causing the business to go off course, always having a ready solution will deter major setbacks. Offering a relay service for deaf people could boost the reputation of the business, thinking of all people’s needs to help assist them. 
Customers and Employees can give feedback so improvements can be made but don’t ultimately have the power to do so, which is why it’s important for the people who can, to thoroughly consider change for the better of the company. All aspects of the business need close monitoring and correct communication, this can be done with the communication plan, giving an insight into what to expect in the coming months, using an action plan to get done what’s necessary at that time. 
The Gantt chart monitors progress with a set of plans in a time frame of 6 months, slowly implementing hybrid working at a pace where there is room for improvements or any issues that would set it back.
In conclusion hybrid working is the most viable option, proven to make money for the company and saving by not being in the office, while offering the benefits of high productivity. Having a slow introduction to closely monitor and ensure the plan stays on track. Finding the most influential people in the business and what people in the company need to be kept informed. A communication and action plan in place for them to always know what is happening next with ways to work around any setbacks. Hybrid working has all the tools and techniques to monitor everything and everyone in the business, reassuring the company of great potential and success.
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