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Introduction
Problem-solving is an analytical process used to recognize possible solutions of problems whereas decision-making is a choice made by one’s judgement. In the business venture, problem-solving and decision-making processes are used to identify major issues. In this regard, the process of problem-solving assists the leaders and managers to address possible solutions related to the problems. By addressing potential needs of employees, the tools and techniques of problem-solving help to retain more employees. Management of an organization can make the right decision with the help of decision-making skills. The present study will discuss trends of dissatisfaction employees, issues of employee’s retention and plan for implementation solutions to the problems.
[bookmark: _Toc59552594]Complex problems within the workplace
Definition of the complex issues
There are multiple issues associated with complex problems within an organization. In the organization, people from different backgrounds have different opinions, which address complex problems. Many researchers suggest that complex issues have a significant impact directly on individuals in the workplace. Major complex problems of the study being explored are employee’s dissatisfaction and resultant low employee retention owing to gender bias in recruitment and performance appraisal processes. People have different types of opinions regarding the mentioned complex issues in the workplace of the UK. In terms of employee’s retention, the organization must focus on the core needs of individuals and find out the issues related to high employee turnover rates within the organization (Haendler and Frysak, 2018, p.398). It is observed that gender bias is a complex issue related to the hiring or recruitment process faced by candidates. It has been evaluated that complex problems encourage organization to focus on the core reasons for developing the issues. In the present time, innovative business strategy has the ability to address the issues within the organizations.


Its scope
Scope of complex issues depicts opportunity to organizations for asking questions to its employees about what is not working or what is working as well. The major reason for the problem is related to gender bias where women employees are not being recruited same as men in spite of equal qualification and knowledge, which resulted in job dissatisfaction in women employees. 
 Its impact
It is observed that complex problems are challenging for individuals. The evaluation of complex problems enables the management to find possible solutions (Saracco, 2016, p.468). It is the responsibility of management of an organization to assist individuals to solve issues related to problems.
[bookmark: _Toc59552595]Problem analysis, to inform the decision-making process
[bookmark: _Toc59552596]Trends of dissatisfaction of employees and resultant issues in employee’s retention as well as productivity of organization within the UK workplace 
According to Halkos, and Bousinakis, (2017, p.30), the trends of the satisfaction of employees and resultant issues in employee retention in concern to the productivity of the organization within the UK workplace are because of low compensation. There was a development of positive discrimination schemes and policies and equality laws also created in order to get rid of the problems when it comes to the barriers of gender bias aspect but the barriers to female leadership still occurs. But in the UK equality of act 2010 states that men and women must be paid equally even if they are given the same job. However, even now, due to the data from the office of national statistics show that the gender pay gap in the UK stands at 8.6 % for the full-time employees as well as the other employees all around the different industries.  It is due to this reason that the male is given the senior leadership roles. According to   Panait and Panait, (2018, p.150), another reason is lack of interest is one of the trends with employees that tend to be satisfied with their jobs and have a decent trust in the area that they are given to. Gender bias still occurs for decades and has still been the headlines in all the work places. When there is mixed gender leadership, the teams tend to back up the company's profitability. This has been a stubborn problem when it comes to the layout of the society believing in concern to men and women and the leadership in society.
[bookmark: _Toc59552597]The ways in which employee dissatisfaction results from issues of employee retention and gender bias, with theoretical explanation 
As opined by Muqadas, et al (2017, p.850), employee dissatisfaction results in the issues of employee retention and gender bias aspects because unhappy employees are reliable to produce less productive work. Therefore, once people get to know that the employees are not really satisfied then retaining new employees becomes difficult because a lot of expenditure has to go in the process again and that is loss of time. Gender bias is a problem which can result in jobs and dissatisfaction when it comes to the recruitment process because it has a major role in selecting people depending on their gender and not on the candidate’s education backfield. Therefore, gender buys may not always be greatly discriminated in nature but when it comes to having it is unconscious so that the choose their employees.  As opined by Taheri, et al (2020, p.115),  
 Gender biases can also corrupt the performance reviews in the organizations of the UK. It is often that the men gender gets the appraisals and the women are not given that much importance and due to that they are not given much appraisals because they are not given higher promotions therefore this business can lead to job dissatisfaction and employee dissatisfaction because they are not being treated equally you with the other gender. It can have a direct effect on the performance of the employees as well when they are not being treated equally and can see that they are being piously treated in comparison to the genders.
[bookmark: _Toc59552598]How employee dissatisfaction results in loss of organizational productivity, using theory
Herzberg’s two-factor theory
As stated by Alshmemri et al. (2017, p.14), Herzberg’s two factors theory emphasizes an individual's perspective of what people want from their jobs. The two major factors of the theory are motivation and hygiene. Job satisfaction and employee’s satisfaction are associated with the motivational factors. Based on this phase of Herzberg’s two factors theory, motivation has the ability to encourage employees for working towards goals of organization. In the workplace, female employees get less salary compared to men in the same job position. The evaluation of the processes can motivate female employees to work within the organization. 
The job outcomes are integrated with growth, promotion, responsibility and generating jobs. In the workplace, gender bias before starting recruitment and gender discrimination can be reduced by motivating people to make familiar about negative impact of gender bias and gender discrimination. As cited by Hur, (2018, p.330), low motivation, heavy work pressure, unfair business strategy can lead to dissatisfaction of employees. On the other hand, hygiene factors have an adverse impact on the productivity of an organization. 
Employees, mainly female, are dissatisfied with the recruitment procedures in the workplace. This is because female employees are not being recruited like men though they have the same qualification and experiences. Based on the theory, it is required for management of the organization to be motivated and conscious about the serious issues of gender bias before recruiting the candidates. 
[bookmark: _Toc59552599]Alternative solution to the problems
[bookmark: _Toc59552600]Analytic hierarchy process of decision-making
In the study, the process is being used to define the problem. The process is engaged to demonstrate a rational framework for developing alternative solutions to the problems.
Alternative 1: Devise anti-discriminatory policies for workplace
Management of the organization must identify major reasons of employee’s dissatisfaction. Within the organization, employees must pay attention to the anti-discriminatory policies by following rules of gender equality. It would ensure that employees are fully satisfied by initiatives taken by the organization.
Alternative 2: Provide equal opportunities of recruitment and appraisal to employees
It can be prior solution to the problem of gender discrimination and gender bias within organizations. Equal opportunity would reduce the dilemmas with gender discrimination (Duleba and Moslem, 2019, p.25). Equal opportunity of individuals makes them valued within the organization. It would definitely encourage employees to work with zeal for enhancing productivity of organization. Research suggests that equal opportunity to employees reduces high employee turnover rate. Hence, job satisfaction of employees is expected to be increased with the help of the mentioned alternative solution.
Alternative: Respecting the inequalities and celebrating them within the workplace
Training session is integrated with various important topics related to business. In this perspective, training can be more effective to address issues related to gender bias, gender discrimination and job dissatisfaction in the workplace. The training session can enable the management of the organization to discuss the potential problem faced by employees. Discussion can lead to a proper solution through the training sessions.
[bookmark: _Toc59552601]Risk assessment of the alternative
	Suggested alternatives
	Risk (on a scale of 1-10)
	Description of the risk

	Alternative 1
	Anti-discriminatory policies-4
	Few risk factors are integrated with the anti-discrimination policies. Without proper investigation and verification about any allegation, legal action might be risky in this perspective. 

	Alternative 2
	Equal opportunity of recruitment and appraisal to employees- 3
	
In spite of equal opportunity of recruitment, sometimes employees suffer due to allocation of wrong job roles (Kerns, 2016). 


	Alternative 3
	Inequalities and celebrating them within the workplace-5
	
Respecting inequality and celebration within the organization can enhance the environment of a casual work culture. Sometimes, it becomes too strict which can hamper balance of organization. 



[bookmark: _Toc59552602]Comparison scale (SATTY scale)
	Alternative
	Scale
	Numerical Rating

	Equal opportunity of recruitment and appraisal to employees

	Extremely preferred
	8

	Devise anti-discriminatory policies for workplace
	Strongly preferred
	4

	Inequalities and celebrating them within the workplace
	Equally to moderately
	3


Explanation
First alternative, Equal opportunity of recruitment and appraisal to employees is extremely preferred. Understanding the anti-discriminatory policies are strongly preferred because it is necessary to recognize the polices associated to gender bias and gender discrimination within organization and involve them with the process of decision-making and inequality and celebrating within workplace is considered to be equally moderate.
[bookmark: _Toc59552603]Plan for implementing the solution
[bookmark: _Toc59552604]Objective
·     To implement anti-discriminatory policies within the workplace
·     To analyse strategy of equal opportunity of recruitment to employees
[bookmark: _Toc59552605]Likely change to be introduced
It is likely to explore that changes are essential to be integrated. The organization needs to focus on changes in gender equality so that females could get the equal opportunity same as men within the workplace. It is decided to successfully implement anti-discriminatory policies. 
[bookmark: _Toc59552606]Role of employees
Within the organization, employees are considered as true assets. It is the responsibility of employees to abide instructions of hierarchy management towards business objectives. Employees are engaged to give their best so that they could enhance productivity (Braun et al. 2017, p.378). If management of the organization arranges any urgent meeting, employees are engaged to participate in the meeting before the given time.
[bookmark: _Toc59552607]Activities to be undertaken by employees
Employees of organizations must abide by anti-discriminatory policies for developing balance on gender inequality. Employees strictly followed the regulations related to the policies so everyone could get the equal opportunity. It is the responsibility of employees to cooperate with organizations by abiding anti- discriminatory policies (Caleo and Heilman, 2019, p.71). Moreover, employees must maintain a good relationship with each member, regardless of gender discrimination. 
[bookmark: _Toc59552608]Role of managers and leaders
Honey and Mumford model
Based on the Honey and Mumford model, leaders and managers identified various learning experiences in managing the change stated above. The evaluation of the model enabled the leaders and managers to implement anti-discriminatory policies, equal opportunity in recruitment within the organization (Khoshhal and Guraya, 2016, p.1061). 
[image: ]
Figure 1: Honey and Mumford model
(Source: Khoshhal and Guraya, 2016, p.1061)
[bookmark: _Toc59552609]Communicating the plan of stakeholders
The management of the organizations will arrange meetings with its core stakeholders regarding issues and its dynamic solutions as well. A virtual meeting will be conducted with its stakeholders. 
[bookmark: _Toc59552610]Implementing the alternative leads to improvement of organization and solutions to the problems
In the paper, three alternative leads have been selected to develop solutions to the problems. The very first plan about anti-discriminatory policies can be implemented by including the policies with basic laws and regulations of companies, which employees are strictly abided by. The second plan is equal opportunities in recruitment which can be implemented by following legal rules of recruitment (Furlan et al., 2019, p.282). In this regard, management must have the knowledge regarding the positive impact of equal opportunity in the recruitment process. In the third plan, strict organizational policies will be able to focus on gender inequality. 
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Figure 1: Organizational improvement
(Source: Furlan et al. 2019, p.282)
[bookmark: _Toc59552611]Monitoring and review techniques for successful implantation to solutions
Monitoring review technique is essential for successful solutions of problems. Observation techniques allow the organizations to observe the workflow procedures. The process enables the management to talk about personal and professional issues of employees. Feedback procedures have been undertaken for measuring the success of alternative solutions regarding gender bias and gender discrimination along with employee dissatisfaction (Lima et al. 2017, p.9). With the process of monitoring and review techniques, a regular feedback procedure is being integrated.
[bookmark: _Toc59552612]Conclusion
Hence, it can be concluded that problem-solving and decision-making have addressed complex issues of the entire study. Issues related to gender bias and gender discrimination; employee dissatisfaction have been discussed. Moreover, different theories and alternative solutions have been used to solve the significant problem of the study.
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