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[bookmark: _Toc49169432]Introduction
Problem Solving is a process of finding the appropriate solution for a complex or difficult issue. It consists of using either generic or creative methods in an orderly fashion for finding solutions to the problem. Problem solving is significant to both, organizations and employees as it enables them to control the variables of the environment. It gives them the mechanism for facilitating the identification of the workplace problems, trying to figure out the root cause of it, and ultimately planning a course of action to fix it. It is a type of soft skill as it not something that everyone has to have, rather it is something that is only found in a few employees (Van Aken and Berends, 2018). 
The current report is based on various problem solving skills such as decision making, planning etc, and some techniques for identifying and proposing solutions for a workplace problem; and evaluate the proposed solutions to find the best. 
[bookmark: _Toc49169433]Workplace Problem 
The identified workplace problem for this report is ‘Performance issues’ among the employees. Performance issues can be referred to as the delivery of low performance (than expected) by the employee, which hampers the progress of work. The scope of performance issue is very wide as it highlights the involvement of many factors, such as planning, development, inputs and outputs, review and measurement, and stakeholders. It is concerned with every stage and personnel of the organization (Eckart, McPhee and Bolisetti, 2017).
In planning, the scope of performance issue is that if the desired performance is not achieved it may jeopardize the results in the future and will lower the rates of success. In development, its scope is up to providing integration in learning and working of the organization, so that every employee can learn from their day-to-day success and challenges. For stakeholders, performance issues can be inability to satisfy the expectations and needs of them.  
The impact of performance issues has an effect on the overall organization and not just the concerned department. It is known to cause the deterioration in the performance and project delivery of the organization. Another impact is that if the employees are not able to perform properly then, the resources (such as time, money, tools, energy, etc.) will get wasted. There are chances that the legal risk could increase because of undelivered deadlines or false promises to the client regarding the quality of work (Leroy and Glomb, 2018). 
[bookmark: _GoBack]Performance issues can be caused by unsatisfactory contents of the work allotted. It means that the quality requited, and the quantity given is too overstated for the employee, and is out of bounds for him.  Other than this, regular absenteeism, theft of data, discrimination of the employees, etc. are some reasons for performance issues of the employees. The most common reason for poor performance is lack of essential skills. This simply means that the employee doesn’t have the skills and capabilities to perform the job well. 
Management of the performance issues can be a catalyst in the process of decision making as if the important and specific variables are available, then suitable rewards could be given to the employee. Other than this, performance management can be used to shift focus from achieving goals achieving high quality results (Blickle and Schütte, 2017). 
[bookmark: _Toc49169434]Solutions to the problem use decision making technique 
The problem is easily evitable, the manager or team lead only has to find a few solutions, and then select the one which will be most appropriate in the scenario. The manager can try to wait for the improvement, but if that’s not happening then the manager shouldn’t delay in conveying that to the employee. Opportunities for causal counselling sessions with the low performing employees shouldn’t be missed, else the employee won’t be able to realise, what he is doing wrong. 
Having specific and tough conversations is an effective way of dealing with poor performance. The manager should give polite feedback to the employee regarding his performance and make it specific. Lack of honesty or frankness can build the situation of minimal improvement and that will hamper the growth of the individual as well as the organization. The manager has to directly convey, where the employee is lacking and discuss the problem with him to come up with a plan to solve the same (Westermann, 2020). 
Taking follow-throughs have also resulted in improving the performance of the employee. The manager can take regular updates from the employee about his work and can enquire about the proceedings of the goal; the employee has set up for himself. They can formulate and strategize a plan together and can try to achieve by working on it, and taking updates in reference to the deadline allotted. If the manager is not able to take regular follow-throughs, there are chances that the employee doesn’t improve as there is no one, he has to report to (Hudson, et al., 2019). 
There are a lot of decision making techniques which can be used to select the most appropriate solution for solving the issue of poor performance. One such method is of ‘Influence Diagram Approach’ (IDA). In IDA, the reliability on the human resource of the organization is assessed. It can be applied to all kinds and sectors, where human resource is to be assessed. This is because the process of decision making relies deeply on the people involved in the project, as they can either make the situation or break it. IDA diagram can help in providing a visual representation of how can human do errors impact the decision and what will be the outcome. By using this method, it has been identified that taking follow through is an effective way of dealing with performance issues (Lei, 2019). 
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The solution could be implemented by laying out a well-defined performance management plan. Performance Management can be referred to as a process of managing low and poor performance of the employees and improving it to achieve organizational goals. While developing a performance management plan (PMP), the following steps could be taken: 
Step 1: Assessing the current performance of the individual: Present performance of the employee can be assessed by aligning it with the goals of the project and organization,and finding a correlation and then working on it (DeNisi and Murphy, 2017). 
Step 2: Setting goals and objectives: After assessing the current performance it is vital to set the goals and objectives for achieving the desired results. It can be done by engaging in meaningful conversation with the employee and supporting training of skills and development of career, etc in the organization. 
Step 3: Establishing the Objectives and Key Results (OKR) of the Organization: The OKRs of the organization by several techniques such as, SMART goals. Clear determination and setting of these goals in a measurable and actionable can help the manager to create a specific PMP. SMART is an acronym for Specific, Measurable, Achievable, Relevant and Time related (Cappelli and Tavis, 2016). 
Step 4: Evaluating the effectiveness of the PMP: It is necessary to check the effectiveness of the plan, before implementing it. This is the stage where the loopholes can be assessed for one last time and the plan can be made full-proof. The viewpoints of the employee are also to be considered and then the plan has to be tailored considering those.  
It is important because, if the plan is implemented without considering the gaps, there are chances that it may backfire and cause great harm to the employee, organization and its resources. Last and final corrections are made in this step. 
Step 5: Implementing the Plan: Putting the above mentioned steps into action. A proper discussion between the employee and the manager is favourable while implementing the PMP. The manager has to make the employee understand the objective of the organization and how the plan will contribute to it. The manager also has to give a brief summary and give answers to the question of the employee, if there are any (Mone, London and Mone, 2018). 
[bookmark: _Toc49169436]


Communicating to Stakeholders 
Stakeholder is an entity which either gets affected by the activities of the business or tends to affect the activities of the business, or both. Stakeholders can be affected in a negative way if the employees of the organization do not perform up to the mark. They may demand proper justifications from the management of the organization regarding the activities that aren’t being completed in the desired way, and the expected time. That’s why it is essential for the manager to communicate the PMP to the stakeholders and keep them updated. The manager has to take the following steps for doing so: 
Step 1: Calling a Meeting: The manager should call a meeting of the major stakeholders. He also has to review in detail who are going to be present and what information will be supplied to them. The manager has to create a comfortable environment while telling them about the plan. 
Step 2: Providing Tools: The manager has to give an overview of the principles of the new plan. This can be conveyed by a presentation or another visual aid. The better understanding stakeholders develop the better support they will be able to deliver. The manager can also mention about the history of the organization in rectifying low performance as it will create an assurance among the stakeholders (Brunton, Eweje and Taskin, 2017). 
Step 3: Comparing and Contrasting: The manager should show a comparison and contrast between the new way and the old way of performance management. The manager can compare the differences between the old plan and the new plan ,and show that the new plan is better. The differences can be in the execution or the strategies or any other component. The contrast and comparison should be communicated to the stakeholders. 
Step 4: Describing the plan: The manager has to explain what obstacles are being faced and how the plan will help to overcome them. Manager also has to highlight vision, objectives and mission of the plan. He can use numerical data or diagrams to support his point of view. He has to clearly differentiate between the noise and signal among the group of stakeholders and then determine relevancy according to their understanding. He can facilitate this process by giving handouts of the plan to the stakeholders in the meeting, prior to the presentation for developing a better understanding among them. Handout can have the complete information of the PMP in a pamphlet format and will provide in-depth detail. 
Step 5: Inviting Questions: At the end of the meeting, the manager should invite questions from the stakeholders and solve them; despite of how basic or complex they care. At the end of the day, stakeholders should be satisfied and in support of the new performance management plan of the organization (Cabrales, et al., 2018). 
[bookmark: _Toc49169437]Implementing Solution
The solution of taking regular follow-throughs and giving regular and honest updates has to be implemented in a subjective way rather than objectively. The manager has to convey his commitment to the plan and to the success of the employees. He should encourage feedback of the employees and modify the plan accordingly, this can help eliminate confusion and foster the sense of ownership. The final plan can be then signed by both, manager and the employees and forwarded to the HR for the final approval. After the HR approves the plan, it is then implemented on organizational level with new practices, tools, review system, deadlines and feedback procedure (Norohna ,Manezes and Aquinas, 2016). 
The manager can monitor the functioning of the plan by observing, talking with the employees about it, examining the output generated, measuring the baselines of before and after considering the plan as the variable etc. He can review the plan by taking surveys from the employees, using flip chart learning points and scheduling discuss groups, where team could come together and give their review on the functioning of the team, before and after the implementation of the plan, etc. 
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