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[bookmark: _Toc49712225]Introduction
The organisation may face challenges towards various issues and complex problems. It is the core responsibilities of the employer to identify such a problem and decide towards solving the problem (Haque, Fernando and Caputi 2019). The efficiency of the employee depends on the effective workplace environment. The environment or the culture of the organisation should be effective that would enhance the productivity of the employees and assist in accomplishing their goals. Therefore, problem-solving, as well as decision making, are considered to be the most crucial and important attributes within management or leadership (Proctor 2018). The effective decision-making skill along with usage of appropriate tool or technique, would enhance the quality of the workplace environment. Thus, solving a problem indulge the analytical process and identifying the potential and associated solutions towards the situation. The report intends to examine the complex problem along with applying appropriate decision-making tool to identify the relevant solution and formulating implementation plan to address the problem.
[bookmark: _Toc49712226]Defining the Problem
The major problem caused is due to changes and passing of new legislation of increased tax that has resulted in various consequences such as a reduction of the revenue. Therefore, it is directly having an impact on the operational activities of the workplace. Employees were not satisfied with their responsibilities towards the work. They have a problem of increasing workload as it was not discussed within the job descriptions; employees also believe that their quality of work has reduced due to continual managing the unrelated or least interested work. Another major problem faced by the employees was deduction of pay. However, with full efforts towards the extra works, the pay deduction was becoming the major contributory factor towards the demotivation along with poor experience within the workplace. Job security was another element as they have faced the financial constraints of unable to get full pay by the organisation. The long hours or overtime are not compensated, lack of training towards the new role, along with the dual role of the job were the elementary factors that were impacting towards their work-life balance (Troppmann and Troppmann 2017). Employees also reflected the concern that they were unable to switch off work when they arrive home. The imbalance of work-life balance due to the financial constraint of the organisation has led to a severe complex problem in the workplace.
[bookmark: _Toc49712227]Alternatives Solution
In task 1 of this assignment, the problems associated with the employees are addressed. It has been understood that all the problem was leading towards poor work-life balance among the employees. The major causal factors of all the identified problems were about new legislation that has increased the tax that impacted on the revenue of the organization. The financial constraint within the organisation is the crucial element. The solution should address the management towards improving the work-life balance among the employees within the financial constraint environment.
The potential solution to address the identified problem could be a restructuring of the operational activities or responsibilities of the employees. The restructuring involves redesigning of the plan or activities of the employees (Vedenik and Leber 2015). The income of the organisation has reduced due to an increase in tax and therefore, assigning the work or redesigning of task towards the employee may reduce the chaos among the employees. Another solution could be the formulation of a new policy. Apart from the tax issue, COVID pandemic has also reduced the revenue of the organisation. The formulation of the new policy towards the loyalty bonus or towards the compensation rewards for overtime would be essential. The policy would ensure employees to maintain the trust towards the employer and understand the situation of the organisation (Wheelen et al. 2017). The third solution is the recruitment approach. Even in the financial constraint environment within the organisation, recruitment would still be the approachable strategy or solution. Recruiting the employees on a part-time basis would be beneficial as it would reduce the extra works that have become the major issue among the employees (Ekwoaba, Ikeije and Ufoma 2015). 
[bookmark: _Toc49712228]Decision-Making Technique
The ranges of the solution towards the identified problem have been identified. Three solutions claim to improve the work-life balance of employees and reduce the major issues of pay-scale or overtime. However, it is essential towards the employer to select any one solution that is feasible to address every issue and enhance the productivity of the employees as well as the organisation. The effective decision towards identifying the solution could be made with the help of implementing various decision-making tool. There are various tools, however, for the current formulation of decision, SWOT analysis along with cause and effect analysis would be beneficial. 
SWOT analysis is selected as it would analyse both internal as well as external environment towards the ranges of solution (Gürel and Tat 2017). The initial element of SWOT analysis includes strengths. The strength of the ‘restructuring’ involves effective outreach towards the employees, and the ability to assign the work efficiently among the staffs s per their expertise and experiences. The strength of the ‘policy-making’ includes providing benefit to the employees, and it would also strengthen the organisation for meeting the requirement in the financial constraint environment. The strength of the ‘recruitment’ would ease the workload among the existing employees, and it would reduce the overtime among the employees and assist in work-life balance. The weakness is the second factor of the SWOT analysis. The weaknesses of the ‘restructuring’ include chaos or may increase the insecurity among the employees. They may get anxious about their new responsibilities. The weaknesses of ‘policy-making’ include the excessive time towards the management. The formulation of any policy would need appropriate analysis of the situation and consider the future aspects along with the continual trends. The time needed for the formulation of ‘policymaking could be a major weakness (Falcone, Lopolito and Sica 2019). The weaknesses of ‘recruitment’, it may attract additional cost to the organisation. The opportunity is the third element of the SWOT analysis. The opportunity of the ‘restructuring’ would be identifying new talent among the existing employees towards a particular task or responsibility. The employees would also get the opportunity to learn new skillsets. The opportunity of ‘policy-making’ would be providing the employees with the assurance of recognition with compensation or any bonus for providing continual support towards the organisation. The opportunity of ‘recruitment’ would be identifying people reducing the stress level and enhancing the overall productivity. The threat is the last element of the analysis. The threats towards the ‘restructuring’ may lead to increase the costing towards the organisation. Employees may feel disappointed with the restructuring plan and may impact on the productivity of the organisation. The threats in ‘policy-making’ could be unable to abide by the formulated policies if the financial constrain within the organisation continue further. The threat in ‘recruitment’ may impact the costing as well as a failure towards the meeting the quality to improve productivity (Siew-Chen and Vinayan 2016).
The second tool of cause and effect can be used as it is another effective tool towards making a decision (Mooij et al. 2016). The problems were identified and explained in the previous section. The major cause of the problem is the financial constraint of the organisation due to new legislation towards the increase of tax. Moreover, the COVID pandemic has also slowed down the sale rate towards meeting the revenue. Therefore, financial constraint becomes the major cause, and the effect can be seen among employees as they are facing improper work-life balance. Considering the ranges of the solution, the effect of restructuring would bring changes towards the redesigning of duties and responsibilities of the employees to meet the need of the organisation. It would cause the employees to work in a new manner, and the effect would be managing the work within the time, along with reducing overtime. The second solution is the formulation of the new policy, it would cause among employees to understand the new policy towards the overtime, and loyalty they reflect in the workplace. The effect would be building trust towards the organisation and improve the motivation of the employees. The third solution is of recruiting staffs; the cause of recruiting is due to the inability of work management by the existing employees. The increase of the workload and enhancing stress towards their work. The effect of recruitment would be improved in the work-life balance among the employees. It would also reduce the workload and provide a stress-free environment in the organisation (Oaya, Ogbu and Remilekun 2017). The costing would be less as it would involve the hiring of part-time employees.
[bookmark: _Toc49712229]Implementation Plan
After effective analyses and implementing the decision tool, the recruitment would be the most appropriate solution of strategy for addressing the problem within the organisation. The recruitment would involve the hiring of part-time employees that would ease the workload and pain of the existing employees towards accomplishing the desire and shared goals. Further, part-time employees could be hired for full-time employees if the financial status becomes stable and if the part-time employees are delivering efficiency towards the production of the organisation. Therefore, an appropriate implementation plan is essential to meet the needs of the organisation. 
The implementation plan would include multiple stages and elements for the overall outcome and result. The initial stage is to understand the goal and defining the outcome. Thus, it would include reducing the extra works and involving part-time employees to assist with the existing full-time workers to ease the workload (van Achterberg 2015). The next stage would be determining the action needed for recruitment. It is an essential and crucial element. The sourcing is crucial, and it would include formulating the advertisement or promotions addressing the employee’s needs, to meet the goal of the organisation. The screening would be next stage, and it should be made as per the requirement and job description that fits for the organisation (Swider, Zimmerman and Barrick 2015). For instance, the organisation is working for part-time employees to cut down the cost and meet production. The interviewing is the crucial element and appropriate analysis of the candidate towards meeting the element of the organisation. Offering and hiring them is the crucial element; the implementation plan should include the appropriate budget. The formulation of the budget would assist the employer in offering or hiring part-time employees within the workplace. The implementation plan is followed by effective communication along with the evaluation stage for the better outcome of the proposed solution of recruitment to address the identified problem.
[bookmark: _Toc49712230]Communication
Communication is central element within the organisation and to implement any strategy or impose any changes within the organisation. The sudden change may impact the employees and may lead to resistance towards the change (Butt, Naaranoja and Savolainen 2016). Such resistance would further impact on improper implementation and reduce the success or desire outcome. Employees are already facing improper work-life balance and also stress about job security due to continual pay deduction. Communicating about hiring new staffs that would ease the workload of the existing workforce may build their motivation and contribution towards the work (Cameron and Green 2019). Thus, communicating the need for the solution and ensuring that their problems would address would improve the engagement, productivity along with loyalty among the employees.
[bookmark: _Toc49712231]Monitoring and Reviewing
It is the most crucial stage and needs to practice effectively. The success of the implementation plan depends on the monitoring as well as reviewing the plan or strategy. The Plan-Do-Check-Act (PDCA) cycle would be implemented that would assist in the effective evaluation. The evaluation includes the activity of both monitoring and reviewing (Pietrzak and Paliszkiewicz 2015). The ‘plan’ is the initial element that would formulate the plan towards the review. The second stage of ‘Do’ would test the potential or proposed solution towards the desired outcome. The next phase of ‘check’ would study the result of the implementation of the plan. The last step is ‘act’, and it would implement any changes require or act towards any identified gap areas. The PDCA cycle is essential as it is continual functions and operates accordingly. Thus, the organisation would get continual feedback.
[bookmark: _Toc49712232]Conclusion
From the above discussion, it has been understood that identifying a problem is crucial. The employees are the major asset of any organisation, and if their issues are not addressed, then it may impact on the overall production of the organisation. The second key finding is the relevancy of the decision making. The management and leaders or employer need to have the attributes of practical decision-making skills to solve the identified problems.
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