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[bookmark: _Toc92141019]Task 1 - Role play
Problems of employees can only be solved through collaboration between management and employees. Therefore, a role play interview has been presented in this section between a management consultant and an employee about the complex job dissatisfaction problem of the UK employees-  
Management consultant: Hello, how are you? Welcome to your consultancy service. 
Unsatisfied employee: Thank you but, I am not fine.
Management consultant: Do you have any problem?
Unsatisfied employee: Yes. I have problem in my workplace. 
Management consultant: What is the problem?
Unsatisfied employee: I have been dissatisfied with my job. Therefore, today I am here to find a solution to my problem. Could you please help me? 
Management consultant: Why not. Sure. But to get a solution you have to answer to some of my questions. 
Unsatisfied employee: Sure. That is fine.
Management consultant: Firstly, What is the nature of the problem? And what are the impacts (actual and potential) of the complex problem on the overall performance of organizations?
Employee: Well, organizational performance gets influenced by various aspects (Organizational Performance: A Complete Guide, 2021) and it is known to all. Out of these, job dissatisfaction of employees is most significant. In simple terms job dissatisfaction refers to lack of interests of employees towards their jobs. Job dissatisfaction has serious negative impacts on organizational performance. Some impacts are actual and some are potential. The actual impacts of job dissatisfaction on organizational performance are- job dissatisfaction increases absenteeism of employees as they feel disinterested to their jobs, it increases the rates of employee turnover as well as contributes negatively to lose talented employees, and it decreases the productivity level of both employees and the organization. Similarly, job dissatisfaction has some potential negative impacts on the overall performance of an organization such as- job dissatisfaction is one of the main reasons behind failing to gain competitive advantages, it might increase corruption and low morale of employee and thus, come up with long term negative impacts on organizational performance. 

Management consultant: According to you, what are the macro-environmental factors (PESTLE) contributing to the complex problem?
Employee: There have macro-environmental factors that are contributing to job dissatisfaction such as-Political factors- the regulations and policies of organizations, and different facilities and opportunities provided by organizations; Economic factors- labor costs of organizations, the growth and development of organizations, economic crisis of organizations; Social factors- organizational culture, educational level of employees and others in organizations; Technological factors- poor communication within organizations, lack of opportunities for innovation and creativity, no adaptation of advance technological devices; Legal factors- strict organization policies and regulations, strict labor laws; Environmental factors- poor health and safety aspects for employees, corporate social responsibility aspects, and non-compliance with environmental different aspects etc.
Management consultant: Final question for you, how organizations may plan implementation of chosen solution and evaluate outcome?
Employee: According to me, an organization has to undertake some steps and actions in order to implement providing employees facilities and opportunities for career growth and development solution to job dissatisfaction such as- firstly, the organization must explore the opportunities and facilities regarding career growth and development employees are needed, secondly, it has to establish the goals and objectives as well as aims employees would like to achieve throughout their career; thirdly, the organization should arrange the smooth flow of facilities and opportunities for employees and it should provide all types of supports to employees for developing and growing their careers; fourthly,  the organization should evaluate the outcomes of providing career growth and development facilities and opportunities; and lastly, the organization should celebrate success of employees regarding their career achievement. Now, apart from that, the solution has several outcomes such as- the solution will increase better communication between employees and management, it will increase organizational as well as employee performance and productivity, it will help creating a working environment that is healthy, happy and helpful for achieving goals and objectives of organizations. 
Management consultant: Several solutions, causes, and effects are there in the conversation between us. Apart from me, providing employees facilities and opportunities for career growth and development will help solving the complexity. 
Unsatisfied employee: This is the solution I am also expecting. Be fine. Goodbye.





[bookmark: _Toc92141020]Task 2 - Individual Report
[bookmark: _Toc92141021]Introduction
Poor performance of employees is a worked based problem that is faced by many organizations across the globe (Bruce, Hampel and Lamont, 2011). Apart from that, problem solving refers to defining a problem or identifying a problem, determining the causes behind the problem, identifying and analyzing solutions to the problem, selecting the best solution or alternative to solve the problem, and lastly, applying or implementing the solution to solve the problem. Similarly, decision making refers to the process of making decisions or choices by identifying decision/s, gathering information and data, and assessing alternative solutions. However, the aim of this report is to identify a work-based problem (here, poor employee performance), and secondly, proposing solutions to the identified solutions as well as evaluating the possible solutions. 
[bookmark: _Toc92141022]Define the problem 
Poor employee performance simply denotes the performance of an employee which is below the required standard (Bruce, Hampel and Lamont, 2011). In most of the modern organizations poor employee performance is one of the vital causes to downgrading performance of them. Poor employee performance takes place due to negligence, lack of interests of employees towards their responsibilities and duties, incapacity of employees, misunderstanding and misconduct, distractions from technological devices and others, and many others. Generally, an organization sets standards or requirements of performance for employees. Moreover, the organization would like to get required performance from employees in order to reach its goals. As employees are the primary contributors in almost all types of organizations to reach organizational goals and objectives. Therefore, organizations from across the globe depend mostly on employee performance in order to get organizational goals through effective performance of employees and thus, the organizations. Apart from that, employee performance is one of the most significant indicators for all types of organizations in the business world to be successful. 
[bookmark: _Toc92141023]Its scope and impact 
Except handful organizations, most of the organizations in the business world face poor employee performance problem. The problem has been increasing in organizations day on day due to distractions from technological devices, increasing turnover rates of employees, increasing workload or pressure on employees, lack of motivation and job interest, and for many other reasons (Poor employee performance: Lack of skills or accountability?, 2021). Poor employee performance is a long term problem for organizations. It takes long time to get developed as well as long time to get eliminated. In serious cases poor employee performance results in organizational failure. Poor employee performance can contribute negatively to develop bad organizational culture and the culture later on can last long. However, the problem affects both the organization and employees of an organization. An organization fails to reach its goals and objectives due to the poor employee performance, while on other hand; employees cannot reach their own goals that means their career goals and objectives. Thus, both parties get affected by the problem. An organization gets affected financially such as- it needs to develop various skills and knowledge of employees, provides salary, and takes care of different aspects of employees which cost the organization. Secondly, the organization gets affected operationally such as- due to the poor employee performance the operational costs and complexities of the organization get increased. Finally, the organization gets affected by poor employee performance socially such as- reputation of the company falls down, brand images gets spoiled, and consumer confidence gets lower. On the other hand, employees of this organization might not get in other organizations due to the bad reputation of the organization. 
[bookmark: _Toc92141024]Analysis of the organizations and problem
Various reasons are associated behind the poor employee performance problem of organizations. In the following the causes and effects of the problem and the organizations have been demonstrated through PESTLE analysis tool, and Fishbone diagram- 
PESTLE analysis of the organizations and problem 
Political factors: Political factors like instability of government, potential changes to legislation, policies and regulations of organizations, employee unions, exercising politics inside organizations are liable for poor employee performance. 
Economic factors: Poor economic growth and economic crisis of organizations, monetary policy and salary structures of organizations, decreasing consumer confidence etc are economic factors behind the problem (Page Not Found, 2021).
Social factors: Poor brand value and image, corporate social responsibilities related issues, social stance of organizations drive poor employee performance problem. 
Technological factors: Installation of technological devices, distractions from technological devices, in capabilities of employees in operating technological devices, poor communication etc are the technological factors responsible for the problem. 
Legal factors: Strict organizational policies and regulations, strict labor laws, employment laws and regulations etc are the legal factors drive the problem (Page Not Found, 2021). 
Environmental factors: Poor health and safety aspects for employees, corporate social responsibility aspects, and non-compliance with environmental different aspects, and attitudes of customers are responsible for poor employee performance problem. 
Cause and effect analysis of poor employee performance using Fishbone diagram 
	Negative impacts of poor employee performance
Financial loss, operational loss, and social loss of organizations (Denker and Denker, 2021) 
Organizational failure, loss for employees 

Positive impacts of poor employee performance 
Getting new staffs with new knowledge, innovation and creativity, and new ideas.
Energetic and young workforce 
 

Poor employee performance
Performance of employees that doesn’t go with the requirements or standards of an organization 









Poor employee performance








Scope
 Not carrying out assigned tasks and responsibilities, lack of motivation, behavioral problems, not compliance with the rules and policies of organizations 

Causes 
Distractions from technological devices, increasing turnover rates of employees, increasing workload or pressure on employees, lack of motivation and job interest (Allen, Turner and Turner, 2018).

Nature 
The problem is long term, and it takes long time to get eliminated.










[bookmark: _Toc92141025]Propose alternative solutions
Poor employee performance is a serious problem for an organization. Therefore, there must have solutions to this problem. Several alternatives to solve the problem are as follows- 
Meeting the demands of employees: Employees have different demands like they need incentives, facilities, and opportunities to grow and develop their career. Moreover, employees might have problems regarding some areas or activities or tasks, they might have demands related to different aspects of organizations as well as their career or job. An organization must identify these problems through effective communication, collecting feedbacks, listening employees’ activities and various other ways possible. If a company can meet the requirements or demands of employees the poor employee performance problem can be solved easily. 
Creating good workplace, and organizational culture: Organizational culture is one of the vital determinants in determining the performance of both employees and organizations so does the workplace. If workplace and organizational culture don’t go in favor of the demands of employees, they lose motivation to work (Savolainen, 2010). Later on, lack of motivation results in poor employee performance. Organizational culture should be work oriented and favorable for employees. Similarly the workplace should be healthy and happy as well as free from all types of distractions in order to solve the problem. 
Rewarding and recognizing employees: Rewarding and recognizing employees for their achievements is another solution to solve the problem. When in an organization employees work hard and contribute significantly in the goals and other achievements of the organization, but they are not recognized as well as rewarded, they lose motivation for work. Thus, the lack of motivation results in poor employee performance. Therefore, employees should be rewarded and recognized.

[bookmark: _Toc92141026]Evaluation 
The solutions to the poor employee performance have been discussed in the immediate section are meeting the demands of employees, Creating good organizational culture, and workplace, and rewarding as well as recognizing employees. An evaluation of the alternatives is as follows- 
PMI evaluation technique 
	Solutions 
	Plus 
	Minus 
	Interesting 

	Meeting the demands of employees
	Helps knowing problems of employees, establishing good relationships with employees, needs little cost and time to come up with this solution (London, 2015).
	Difficult to identify numbers of problems of employees, difficult to address all of the problems of employees
	Employees participate and provide feedbacks on various aspects of their career, job and organizations willingly. 

	Creating good organizational culture, and workplace 
	Helpful for better productivity of organization and employees, establishing standards and effective application of organizational rules and regulations. 
	This solution takes long time, and high costs to be established.  In big organizations it is difficult to introduce this solution. 
	Quality and standard for everything are possible to establish. 

	Rewarding and recognizing employees
	Makes employees happy and more enthusiastic towards jobs and their responsibilities (Greenall, 2017). 
	Costly a solution which might impact the profit margin of an organization, moreover, it is not as effective as other solutions. 
	Happiness of employees, and happy workplace 


The three solutions are equally effective in solving the poor employee performance problem in an organization. But, apart from the analysis above, meeting the demands of employees is the most appropriate solution to poor employee performance problem. This will help solving the problem permanently. 
[bookmark: _Toc92141027]Plan for implementing solution, monitoring and review process/ system 
“Meeting the demands of employees” is the most appropriate solution to poor employee performance problem. Now, apart from that, this solution should be implemented. The solution can be implemented through applying the steps in below mentioned table- 
	Steps 
	Description

	Activities 
	· Identifying needs, problems and demands of employees 
· Establishing effective communication channels with employees 
· Calling regular meetings with employees 
· Evaluating the problems and coming up with solutions

	Timeline 
	The implementation of this solution will take 3 months to get completed. The implementation will be started from January 2022 and will be ended by March 2022. 

	Resource needed
	Collaboration of employees, and little funding

	Lead persons
	Managers of organizations are the leading persons for implementing the plan

	Anticipated results 
	It will provide a sustainable solution to poor employee performance problem 

	Evaluation, monitoring and supervision 
	Outcomes monitoring or evaluation process or technique will be applied for evaluation and monitoring the implementation of the plan. This will monitor and evaluate the results of the solution. 



Success criteria 
In order to get better understanding of the implementation of solution mentioned or the plan there must have success criteria which will help making the plan implementation process visible for managers and others. However, there have two success criteria for this solution or plan implementation process such as- 
Firstly, it should be checked either the plan has been implemented within the provided time and budget or not. And secondly, it should be checked either the plan implementation or solution has met the demands of organizations or not. 
[bookmark: _Toc92141028]Conclusion
This report is about identifying a work based problem and that is poor employee performance. Moreover, it provided solutions to the problem along with evaluation of possible solutions. This is one of the most serious problems for an organization therefore; total three solutions have been mentioned to the problem and out of these, meeting the demands of employees is the best solution. 
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