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Task 2
[bookmark: _Toc58571934]1.0 Introduction
In the workplace context, often different issues come in and it has also been evaluated that the problems can be solved through the effective use of the problem-solving technique. It is also evaluated that the workplace is filled with different issues that tend to be complicated but with proper planning, it can be solved. The report similarly discusses an issue that has taken place in the UK workplace that has led to a complex situation. In the report, different techniques are being applied that are used in the workplace by the managers to solve the problem and lead to a healthy environment. 
[bookmark: _Toc58571935]2.0 Define a complex problem in the workplace including its scope and impact
In the workplace according to Ammendolia et al. (2016), improper workforce culture has been one of the strongest reasons for the employees to feel hopeless and lose mental stability. The long working hours, lack of motivation among the employees, having no say in the workplace and poor working environment are all tailored to one issue that is being the inadequate workplace culture. Workplace culture as stated by Melacarn and Nicolaides (2019) makes the organization look for a better culture with an innovative environment. However, it has been found that with necessary actions, the complex problems can be kept aside or solved for the time being, but it can emerge in the long run. Poor workplace culture has been one such complex issue that has a severe impact on the mental and physical health of the employees. On the contrary, Detert and Bruno (2017) stated that due to lack of planning such issues tends to take a larger shape that spoils the image and the environment of the organization. From an observatory note, it can be found that employees do not always look for better pay options but do demand a healthy environment that is related to the workplace culture. In recent decades, due to transformation and implementation of innovation, many issues have come up along with good opportunities as well. It has been identified that necessary actions when taken on time, the problem can be solved in a short time but if not taken action then it will certainly create a bigger problem. 
Due to the poor workforce culture as one of the complex issues, different problems seem to come up. It has been found that the first impact is on the mental health of the people and then it tends to move to physical health. It has been ascertained that timely actions can prevent the occurrence of such issues but alternatively it may damage the morality of the employees as well if not taken proper action. Pheko et al. (2017) opined that due to the poor workforce culture, violence and conflicts of interests may tend to occur as the employees are not mentally stable and suffer from different issues. In an organization as per McLellan (2017), it is stated that mind, health and performance are all interrelated that may cause significant success to the firm. The workplace culture accumulates to be a vital element in determining better results for the firm. In the 21st century as stated by Asi and Williams (2020), workplace culture does indicate that women also have an equal role to play within the firm matching the performance of the men. Thus, workplace culture is associated with different factors that can be affecting the mentality of the people and lead to different problems as well. 
[bookmark: _Toc58571936]3.0 Analyse information on the identified problem, to help inform the decision-making process
With the help of the fishbone diagram, the cause and the effect relationship is evaluated (Loredana, 2017). Through the cause and the effect relationship, it explores the cause of the problem and the impact of such cause on the organization. For example, in the given scenario, the cause of the problem is many like the lack of resources, lack of training opportunities, poor motivational practices, long working hours and overall the poor performance of the HR of the organization. The issue will be more detailed through the application of the Fishbone diagram.
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Figure 1: Fishbone Diagram
(Source: Loredana, 2017)
Through the elaboration of the scenario, the methods to overcome the issue have also been illustrated. 
 In the case scenario, the problem that has been majorly shown is about workforce crisis. Through the crisis, different issues are found to be tailored. It has been generated from the survey that nearly 47% believes that a friendly workplace is all that is needed while some feel that the reason behind retaining in the workplace is due to an old relationship with colleagues. People are found to be looking for new jobs and are feeling stressed for the current situation. When the choice is given to the employees, it has been reported that they are demanding a friendly workplace rather than a 3% rise in the pay. This has clearly outlined the complex issue that has been engulfed in the UK workforce where the people are demanding a healthy environment as motivation has been lacking. It has been all the clearer with the emergence of the claims that workers are demanding a simple "Thank You". This indicates that the employees are not being appreciated rather are also not acknowledged for their efforts in the workplace. The complex issue has been that there is a greater need within the organization since the workplace culture has been poor and suffocating for the employees.
From the case scenario, as evident that motivation is lacking as the employees are never appreciated for their works. At the same time, they are not being credited for the job roles they are playing as if they are meant to do so. This has been adversely affecting the mentality of the employees and creating a bad environment. Longest working hours has been another issue that has been investigated by the TUC. Therefore, from the larger context, it has been found that the employees are not feeling comfortable in the working environment. The complex issue, therefore, has a poor workforce culture that has been leading the main issue in the organizations on an average. The mental health and the physical condition of the workers are deteriorating due to this complex issue. 
Through adequate planning and considering the employees as a pool of talents, workforce culture can create a miracle. It will not only increase productivity but also will tend to generate good healthy behaviours among the employees. The workers will tend to perform beyond commitment as they will be happy to perform the job roles. 

[bookmark: _Toc58571937]4.0 Propose a range of alternative solutions to the problem
Seeing the situation, a range of alternative solutions can be proposed that can help to overcome from the situation.
· Develop a friendly workplace
· Implement a supportive culture
· Deploy Motivational tasks and appreciate employees
· Increase the pay per worker
[bookmark: _Toc58571938]5.0 Use a decision-making technique to evaluate a range of solutions to identify the most appropriate option
For decision-making on a complex issue, some of the decision-making technique is available. However, two techniques are supposed to be relevant to the above-mentioned problem. Group Discussion and Brainstorming would be best for the situation to be first analysed and then the solution to be executed. There is a range of solutions that are given but most must be chosen only after the application of the correct decision-making process. 
Through the group discussion, as has been projected in the role play above, the most important and relevant solution that has been chosen is the implementation of motivation for the employees. From the given situation, it is found that most of the workers have complained that they are not being appreciated for their work. It has also been found that the employees are simply expecting for a “Thank You” that has been missing in the organization. It is therefore found that the UK workforce has a complaint that they are not acknowledged for their efforts and there are no positive environments within the organization that will create zeal within the employee. It is being thus found that employees are hesitant about the option of an increase in the pay per employee rather they prefer for a friendlier environment (Massoudi and Hamdi, 2017). It is thus being evaluated that the employees are looking for a friendly situation where they can work with commitment and are also appreciated for their endeavours. Rationally employees are also a human being and having a mental condition, yet they, when treated just like puppets, make the situation worse for the organization (Larson and Wong, 2019). It has been found thus that employers cannot understand the mental condition that employees suffer within an organization, but they can when they will try to interact with the employees. Through discussions and letting the employees have their voice will make it more enthusiastic for them to perform and give their opinion as well. Brainstorming is like a kind of group decision that is being formulated by generating different opinions, but it would not lead to any particular decision. Therefore, here the most relevant will be the group discussion where discussion with an employee as a representative can work the most. However, brainstorming ideas can be taken to reach a particular solution through group decision.
It is thus being found that through group discussion, the most important solution can be deploying a supportive culture which will include the rest of the options as well. As soon as the focus will be on developing a supportive culture, the managers can investigate ways of motivating the employees like employment of Herzberg Two factor theory taking into consideration of motivation as well as hygiene factors. At the same time, through a supportive culture, friendlier ambience can be created. Thus, it will lead to the solution of the complaints that have been raised by the employees on an average from the UK workforce. 


[bookmark: _Toc58571939]6.0 Develop a plan for implementing the solution
By application of the ADKAR model, proposed ranges of solutions are established and oversee that awareness is created. To implement the solutions, ADKAR solution will be the best as it helps the implementation of the plan.
Awareness: From the scenario, it is prevalent that employees are complaining of the lack of motivation in the organization. Most of the organizations are aware of the implications of the Maslow’s hierarchy of Needs. It has been found that organizations by applying the theory do tend to motivate the employees by listening to the essential needs and also meeting them by following the levels of the pyramid structure. 
Desire: In the implementation of the theory, there are no risks as it will only incur benefits to the organization. 
Knowledge: Communication skill and the way of fostering cultural activities can be planned so that effectiveness can be incurred. 
Ability: The managers must be trained to create the supportive environment where the employees will feel relaxed. 
Reinforcement: The lessons are to be noted down so that it will help the other organizations as well. 
[image: ]
Figure 2: ADKAR Model
(Source: Dana et al., 2016)
A plan is an effective way of first shortlisting the essentials and then putting them into action. From the group discussion as evaluated the two leaders will be appointed so that they can ensure that the workplace culture is maintained. Maslow's Hierarchy of Needs and Herzberg's Two Factor theories will be enlisted. Through the two theories, the requirements and the need for the current situation can be met effectively. 






[bookmark: _Toc58571940]6.1 Action Plan for the Solution
	Activities to be taken
	Resources/theories to be used
	Person responsible
	Time taken
	Results 

	Motivate the employees
	Maslow’s hierarchy of needs
Herzberg’s two factor theory
	Leader/Manager
	1 month 
	Employees will feel motivated

	Bring changes in the HR policies
	Employee engagement
Soft HR practice
Changes in the schedules/flexible shifts
Training and opportunities
	HR manager
	2 months
	Employees will feel the co0mmittment to retain in the organization

	Collect feedback from the employees
	Register Maintenance
Verbal communication 
	Leader/Manager
	1 month 
	Employees will have their voice to be heard and feel engaged

	Measure performance
	Balance Scorecard
	Leader
	1 month 
	Progress in the performance will be meausred



Table 2: Action Plan for the solution
(Source: Created by learner)
[bookmark: _Toc58571941]6.2 Communicate the plan to stakeholders
	Stakeholders Involved
	Source of Communication
	Person Responsible
	Frequency
	How much will it affect them (1,2,3)

	Employees
	Emails, informal style through face to face  meetings, personal chats
	Manager
	Weekly
	3

	Investors
	Emails
	Manager
	Weekly
	2

	Suppliers
	Personal chats, emails, Group meetings
	Manager/Employee Representative
	Weekly
	1



Table 3: Communication to the Stakeholders
(Source: Created by learner)
Apart from the methods followed to communicate to the stakeholders, the plan will be presented to them in the form of a mini report. The report will consist of the issue in highlighted section and the proposed solution. The pros and cons of the solution will also be listed so that they are able to make their judgment. 

[bookmark: _Toc58571942]7.0 Assess appropriate monitoring and review techniques to ensure successful implementation of the solution
For the monitoring of the plan, some measures will be taken such as the following:
Appoint champions: This is to appoint leaders specifically assigned for the task to see that the employees are being provided with a supportive culture or not. The leader can also engage in discussion with the employees and know their needs as well. This will cultivate a better environment where both leaders and employees will work together for the improvement of the internal atmosphere. It is thus found effective to recruit a leader for this post so that the professional can keep a constant check on it and the progress. 
Weekly feedbacks from the employees through the feedback sheets: On the end of the week, the employees can be asked to fill a register with how happy they are working with the new culture (Hopper, 2019). The feedback will automatically suggest whether it will be good or it needs modifications as well. It is thus apprehended that the employees will also get the opportunity to have a voice to say thus feeling engaged with the organization
Change in the policies of the HR: Through this, the HR can constantly keep an eye on the performance of the employees and make an assumption of their job satisfaction level. This will be effective as well as creative for the organization leading to success and healthy environment. 

















[bookmark: _Toc58571943]8.0 Conclusion

From the report, it has been found that there are different problems that evolve within an organization, but it depends purely on the strategies that are adopted by the managers and leaders for better outcome. Through an effective decision-making process, alternative options can be judged, and better outcome can be monitored. In the report, group discussion as one of the effective problem-solving concepts has been thought that will give better results. 
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