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[bookmark: _Toc86850128]Task 1- Role Play
Management Consultant (MC)- Good Morning!
Unsatisfied employee (employee)-  Good Morning!
MC- I want to know regarding the challenges you have been facing in terms of working
Employee- In this COVID-19 pandemic situation I have been working remotely since a year and things have gotten worse for me
MC- Could you please mention precisely, what are the major challenges you have been facing while working?
Employee- Due to the immense work pressure, often I have to continue with overtime or extended hours of work and most of them remain unpaid. I want to mention that I do have a three year old daughter in my home and I have to manage her and at the same time I need to do extended hours that too unpaid, which is leading me to mental stress everyday
MC- What is the most complex problem, which you think have been influencing overall performance of the organisations in UK. 
Employee- I think it is the lack of work flexibility in the organisational standards for employees
MC- Why is lack of work flexibility a major challenge for the organisations as per your point of view? 
Employee- Most employees in the pandemic period have been working from home (remotely) and due to lack of proper motivation from the organisations, most are forced to extend their working hours which is causing challenges in their personal and professional lives
MC- Do you think the nature of this problem prompt people to leave the organisation?
Employee- Yes, of course, since last year most employees have been working remotely and lack of work flexibility is causing mental trauma and stress among employees. Mostly organisations in UK are not showing enough support for providing mental health-care to their employees. It is being difficult for us to work overtime on a regular basis and that too on unpaid terms. People like me who have small child in the home; it becomes difficult to work regularly without any kind of flexibility in the working hours
MC- So do you think that returning to office could help in this situation?
Employee- No, I think that employees like me have adopted ways while working from home. Additionally, in this pandemic period, I cannot allow keeping my daughter at the day care like pre-COVID times. It is not on very adjusting terms for me to go and join office again. I would rather work remotely but if my organisation allows me some flexibility in the working time, it will be helpful to give my best in the workplace
MC- How do you think that lack of work flexibility in the workplace have been affecting the overall performance of UK organisations? 
Employee- I think that risks associated with not implementing workplace flexibility can lead to major employee dissatisfaction as the actual problem happening within organisational standards. It is increasing lack of cooperation between hierarchy management and staff, which is impacting mental health as well as motivation of employees like me 
MC- To what extent you think the potential of this problem lies? 
Employees- I think the potential is rather high as lack of workplace flexibility, leads to non-retention of hard working employees in the organisations. UK organisation, which does not incorporate workplace flexibility, can be subjected towards potential risks related to demotivating their employees on prolonged basis. It will ultimately result in low productivity in the business standards. 
MC- Why do you think lack of work-place flexibility is caused in organisations?
Employees- Firstly, I think it is caused due to lack of fluid communication between the managerial hierarchy and staff. Secondly, I think it occurs because of lack of proper and participative leadership aspects from the organisational leaders. Finally, I think the major reason of its cause is due to no proper segmentation of job roles and responsibilities and lack of monitoring in the workplace attributes
MC- Well, I understand your concern and I think that lack of flexibility in workplace can increase a problem within time-management and weaken productive capacity of organisational standards. It could also lead to lack of work security and increase overtime expenses of the organisation. 
Employee- Yes, you are right. I think in a similar way. Working longer hours have impacted me mentally and I feel that both my physical and mental energy are draining slowly due to immense work pressure and regular work hour extensions. I do not feel quite involved in the work anymore and the quality of my work engagement declines day by day
MC- Do you think there are any macro-environmental factors, which contribute to this problem? 
Employee- Yes, I do 
MC- What and How do the factors contributes to lack of workplace flexibility within UK organisations? 
Employee- Due to poor workplace flexibility within organisational standards, hardworking and skilled staff like me tends to not trust the organisation. Additionally, I am having deep issues regarding job uncertainty. 
MC- Why so? 
Employee- It is because most of the times when I ask the organisation regarding support for my mental health and flexibility of work, my management promises to do the same. However, in most cases they fail to provide me enough financial or mental security and safety. I am always in a dilemma that if I do not extend my working hours, they can replace me easily in the pandemic period. It is causing me more trauma and straining my mental health 
MC- Do you think there are political factors, responsible for this complex problem?
Employee- Yes, I think that organisations have been facing trading barriers and lack of labours due to the Brexit situation, in the UK. Most skilled migrant employees have gone back to their EU countries, that is effecting the workplace productivity. Additionally, I think that lockdown restrictions, and major trading barriers have impacted supply-chains of the organisation which is directly impacting flexibility of organisational workplace
MC- Is there any economic factors contributing to the problem?
Employee- Yes, I think that the slow GDP growth of UK due to COVID-19 rules and trade barriers have resulted in impacting the productivity of the organisation. It has caused disruption and held back-growth in terms of factory output. Additionally, companies are not being able to recruit new employees due to the economy slow down, that is adversely impacting the workplace flexibility
MC- All right, Do you think there are any social and technological factors contributing to the problem? 
Employee- Firstly, the social factor responsible for the challenge is the lack of workplace communication due to working remotely. Often employees like me face challenges in working as a team due to social challenges of communication caused by working remotely. Working with diverse employees and linguistic barriers are directly affecting the workplace-flexibility aspects. Regarding the technological aspect, lack of proper implementation of advanced technologies like Artificial Intelligence and Virtual-Reality is hampering the facilitation of workplace performance, negatively impacting automation of the workplace and directly affecting workplace-flexibility. 
MC- Are there any legal and environmental factors, responsible for this problem?
Employee- I think lack of proper legislation regarding protection of mental health and wellbeing of employees in workplace in UK is responsible for lack of proper workplace-flexibility attributes. Similarly, lack of “Corporate Social Responsibility”, and maintaining workplace sustainability are the major environmental factors, leading to poor workplace flexibility within organisational standards. 
MC- Thank you for bearing with me for so long, I have analysed your concerns and would like to suggest a few solutions for improving workplace-flexibility in the workplace for your organisation 
Employee- What are those suggestions? 
MC- Firstly organisations need to enhance proper team-work through segmenting potential roles and responsibilities of employees; it can be done with proper training and development of employees. It will help in not putting extra pressure on any employee. Secondly, organisations also could implement technologies like AI and VR for empowering employee automation and monitoring work. Organisations need to assure better financial stability for hard working employees and promote mental-health campaigns for empowering the employees. 
Employee-, Which is the most suitable or appropriate solution do you think among these alternatives? 
MC- Well I think that effective team-work with proper training and development of employees will help in assuring better decision-making and help in not putting extra pressure on any of the employees in the teamwork. It will facilitate organisational communication and help in promoting better mental health to the employees like you. 
Employee- How do you think organisations can plan incorporation of effective team-work especially in this pandemic situation?
MC- Organisations need to set their clear and defined goals, and promote strategic communication. A good teamwork can be incorporated through segmenting clear roles and responsibilities of each team member for avoiding workplace confusion. A proper training and development session needs to be given to employees especially working remotely via online platforms, which will sharpen their skills and involve them in the team work. It will help in promoting good communication and assure of not putting extra work pressure to any particular workplace individual. 
Employee- Will it help in solving the existing problem?
MC- Certainly it will help in easing the work-pressure and promoting better mental health to the team. It will also improve personal and professional lives of employees like you. It will also help in retention of hardworking employees and enhance better organisational growth. 
Employee- Thank you so much for your suggestions
MC- Thank you for your time 
Employee- Goodbye! 
MC- Bye now


[bookmark: _Toc86850129]Task 2- Individual Report 
[bookmark: _Toc86850130]Complex Problem in workplace including its scope and impact
Workplace-flexibility comprises of a potential arrangement that helps employees to work in a flexible approach and enhance job performance. The complex problem lays in poor workplace flexibility aspects within organisational standards (Subramaniam et al. 2013). In this context, poor workplace-flexibility happens due to over pressure of work on employees within organisational context. Employees tend to feel potentially deprived of time for themselves and their personal lives, which increases significantly. 
The scope of poor form of workplace-flexibility is due to organisations not properly valuing contribution of their employees and staff and not providing them a proper freedom for flexing their working hours. It could lead to major form of mental stress and trauma and causes lack of potential motivation within the organisational standards. According to “Harvard Business Review” there is a whopping 94% staff which reporting working above 50 hours in  an week and almost 50% of them reported that they tend to work for more than 65 hours every week. In this context, resulting form of stress from such working paradigm becomes nerve-wracking for employees (Bal and Izak, 2021). Employees tend to feel potentially deprived of time for themselves and their personal lives, which increases significantly. As a result, working professionals and organisational employees tend to be subjected to poor heath and continuous stress and struggle in both their personal as well as professional lives. 
[image: ]
Figure 1: UK remote working statistics 
(Source: Statista, 2021)
The impacts of the lack of workplace-flexibility within organisational standards are many. Some of them will be discussed in this section. Firstly, lack of proper workplace-flexibility increases mental trauma and stress of the employees involved in the organisation. Secondly, it slows down the capability and capacity of employee performance in the organisation (Klikauer and Campbell, 2021). It causes major fatigue and anxiety which results in employees lacking creativity as well as productivity of the staff, negatively affecting the decision-making process within organisational standards. In this context, it is essential to mention that this problem leads to lack of job satisfaction and causes job-uncertainty among employees as they tend to comprise of very little control of their working hours. It damages the physical health of the employees and negatively affects business profitability as well as growth in the overall marketplace (Wheatley, 2021). Finally, it also tend to increase the employee-turnover rate within the organisation and companies fails to retain employees especially hard working and strong skilled employees, leading to company switching and affects employee loyalty and networking adversely, hampering the organisational growth and losing competitive edge in the market. 
[bookmark: _Toc86850131]Analysis of identified problem and ways for informing decision-making process
Lack of proper workplace-flexibility often hampers the employees to reach their peak performance within the organisation. It results in lack of job satisfaction and causes job-uncertainty among employees, as they tend to comprise of very little control of their working hours within their organisational standards.  Employees are further bounded through rigid form of working hours and tend to spend more time looking at proper clock, which lacks their productive attitude. As a subsequent result, their working deadline is often not met and the quality of work mitigates in a significant manner (Agarwal et al. 2018). In this concern, companies need to enhance better retention procedures and apply potential form of workplace-flexibility in their organisational surroundings. It will help in reaching employee satisfaction and assure better decision-making ability of the organisational process.

Figure 2: Identified Problem and Impacts
(Source: Researcher)
It is essential to note that providing proper workplace-flexibility and suitable hours of work to employees will help in ensuring better standards of employee involvement and engagement in the organisational context. It will help in providing better job certainty and satisfaction to the employees. Flex workers are more likely to grow with the organisation rather than out of the organisation. Flexible form of working hours and arrangements especially during the COVID-19 pandemic time will help in considering proper millennial (Ursell, 2017). It will play a bigger form of role in terms of providing perks and benefits of empowering the staff members, which matters equivalent to a financial raise in the salary. In order to properly retain staff and employees organisations require for getting more creative through mentally empowering them and assuring better balance between their professional as well as personal lives. In this context, it is worthy to mention that flexible form of work arrangements and hours will significantly influence over-hiring practices It will play a major role in retention for organisations and improve strategic communications. It will help in managing a diverse form of work-talent pool and attract top talents in the organisation. Proper form of workplace-flexibility within organisational standards will help in delivering best possible mental health to the staff and ensure optimal influence on quality of the work, therefore properly impacting the decision-making process of the organisational aspect in the competitive market. 
[bookmark: _Toc86850132]Range of alternative solutions to problem 
This section will discuss alternative form of solutions to enhance workplace-flexibility within the organisation. 
Utilisation of Flextime work arrangements
This approach will enhance improvement of workplace-flexibility into the organisational standards. It allows employees proper freedom for structuring their own week-offs and work routines. It helps in properly engaging the employees into organisational decision-making and allows a tracking application or technology such as Toggl-Track to help staff for tracking as well as reporting duration of hours worked in the organisational standards (Totterdill and Exton, 2021). It enhances flexibility of working procedure and increase employee happiness or satisfaction within workplace. 
Enhancing Job sharing
An effective approach allows two-employees (part time or full time) for sharing their job and duties as per their flexible hours (Wohlers and Hertel, 2018). It reduces work burden on one employee and allows a proper scope to enhance skillset of employees while assuring the job is done before the deadline. It is an effective approach for top talents and helps in adding better flexibility while mitigating work stress. 
Segmenting Roles and Responsibilities 
This involves utilising core values of the organisational culture. It engages in properly describing roles and responsibilities of each member in the department so that there lays no place of confusion (Kumra et al. 2020). It engages taking proper responsibility of a project and enhances segmenting or dividing each role to each member for involving everyone in the work. It helps in mitigating stress and work pressure on a specific individual of the department. Rather, it liquidates the pressure into all the employee capability and help in achieving the performance target. 
Encouraging breaks and limiting meetings
In this approach, breaks are taken (occasional braks), which contributes to better culture associated with adaptability as well as flexibility in the workplace standards. In this approach, employees (both working from office and remote staff) are forced to take breaks and provided incentives or a food coupon, which helps in reaching satisfaction of staff in the wider aspect (Wise et al. 2020). It help in promoting better balance between personal and professional lives of the employees and allows better improvement of flexibility in the workplace. 
Effective Teamwork and developing skill set 
Finally, this method can help in working as a team that helps in developing diverse form of perspectives, and engage winning innovations in the workplace. It helps in sharing the workload and eases the mitigation of work strain. In this context, dividing work into a proper team helps in growing skills as well as knowledge sharing. Proper training and development approach to the team building attributes in an organisation helps in growing employee skills while keeping the work liquidated and facilitated among the team (Pradhan et al. 2017). It helps in work and knowledge sharing while facilitating strategic communication within the workplace, leading to better standards of staff satisfaction and assuring better organisational productivity. 
[bookmark: _Toc86850133]Decision-making technique for evaluation of range of solutions and identification of appropriate solution
In this context, “Brainstorming decision-making technique”, is utilised for evaluating the range of solutions towards mitigation of lack of proper workplace-flexibility within organisational standards. In this context, organisations need to enhance creative spaces which comprises of proper judgement-free zones (Tripathy, 2020). It will help in employees communicating with the hierarchy and let ideas flow, which will bring out organisational creativity. Encouraging ideas like potential job sharing as well as flex working approach will help in understand other people perspectives and helps in identifying sources to employee satisfactions. Staying focused on segmenting work roles as well as responsibilities of employees will help in in mitigating stress and work pressure on a specific individual of the department. Enhancing one conversation at a time will help in understanding employee perspectives. For instance, talking about breaks and break-hours will help in promoting better culture associated with adaptability as well as flexibility in the workplace standards (Stankiewicz-Mróz, 2020). In this concern, it is essential to note that this technique will help employees to sit around in an online or offline platform and bring ideas regarding inducing workplace flexibility. For instance, talking about teamwork will bring out generating better ideologies in which effective teamwork can be done. 
Out of the ranges of identified problems, the most appropriate solution will be effective teamwork and development of employee skill-set (Attaran et al. 2019). This is because employees will be able to work in a collaborative manner via online or offline platforms and share the workload stress. It will help in improving professional and personal lives of the employees in organisational aspects. It will help in gaining new form of perspectives in workplace while boost employee performance and at the same time provide proper support to the employees. Finally, it will enhance flexibility and gain fresh business perspectives while maximising employee capability in the workplace. 


[bookmark: _Toc86850134]Developing plan for implementing solution
	Steps to implement effective teamwork 
	Activity 
	Frequency 
	Milestones 

	Create defined and focused organisational targets 
	· Assure knowledge-sharing to team members
· Divide roles and responsibilities of each member in the team (Franken et al. 2021)
	Beginning of any project 
	Setting tone for team communication 

	Implement participative-leadership style 
	· Engage team members into decision marking aspects 
· Empower them through taking account of their creativity and understanding 
	Throughout the project or organisational work 
	Collaborative tool delivery and reduction of work stress 

	Enhance Strategic communication 
	· Meetings are needed to be incorporated for understanding employee issues (Ahmad et al. 2020).
· Doubt-clearing sessions will help in improving work standards 
	Weekly meetings, Monthly audits 
	Improving employee retention and assuring better quality of employee personal and professional life balance 

	Treat every employee with respect and allow job sharing attributes 
	· Non-discrimination standards needs to be adhered (Tripathy, 2020)
· Job sharing can be done by team members at certain intervals 
	During team projects and working standards  (whenever required) 
	Encouraging touch base and assuring job certainty therefore facilitating workplace flexibility 



[bookmark: _Toc86850135]Communicating plan to stakeholders
	Stakeholder 
	Engagement Action 
	Channel 
	Frequency 

	CEO and Hierarchy 
	Managing closely and communication via email and documents 
	Personal check-in meetings, notifications from online software and video conferences 
	Weekly 

	Investors 
	Keeping them informed as required 
	Memos along with proper agenda summaries and video conferences 
	Quarterly 

	Suppliers 
	Keeping informed as necessary 
	Budget and proper time-line progress update delivery via email 
	Monthly

	Employees 
	Managing closely and providing proper training and development 
	Emails, Video conferences, Zoom-calls, Telephonic conversations 
	Daily 

	Other external stakeholders 
	Keeping notified as required 
	Emails and Software notifications 
	Quarterly 



[bookmark: _Toc86850136]Access of adequate monitoring for enhancing successful solution implementation 
It is essential to note that adequate form of monitoring and review techniques will be utilised for enhancing successful incorporation of the solution. It will include “Focus group discussion”, which will understand met and unfulfilled requirements of employees on monthly basis (Franken et al. 2021). It will also incorporate formal employee online surveys on quarterly basis showing the improvement statistics of employee satisfaction during the progress of workplace flexibility approach in the workplace standards. It is significant to note that employee feedback, interviews along with direct audits and observation will be enhanced in the workplace standards for checking the employee satisfactions rate and understanding progress of effective teamwork in the organisation (Andrews and Smits, 2019). These methods will help in bringing out quantitative and qualitative results which will measure the workplace flexibility improvement within the UK organisational standards. 
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Poor workplace flexibility results in causing mental trauma and stress to employees 


Lack of workplace flexibility leads to increased employee turnover rate  


Poor workplace-flexiblity hampers organiational growth and tends to loss of competitive advantage in the market 
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