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[bookmark: _Toc112949099]Introduction
The level of a company's success is largely contingent on the efforts of its workforce, human capital is the most essential component of any business. And employee’s performance depends on the rate of satisfaction and happiness in the job. That is why it is important to have satisfied and engaged employees. This, report includes several strategies and techniques which will help the company to find a solution to this issue which is described in this report.


· [bookmark: _Toc112949101]Complex problem in the workplace including its scope and impact
The force that works behind the success of the organisation is to have a well-motivated dynamic employee. All the factors exist in a company are controlled by human capital that’s why employees are the most important asset and lifeforce of the company. One of the major problems in the workplace is the disengaged employee. 
Employee dissatisfaction is one of the main reasons for employee disengagement. Disengagement occurs because of the communication gap, distrust, and not having a clear goal. Brexit issues have an impact on the overall cultural change in the company (Schonborn, 2013). Employees do not feel belonged in the company as there is a communication gap and no clear goals of the employee. And in some cases, the employee is dissatisfied because of inflexibility which is causing work-life balance problems.
Job satisfaction is a subjective matter where it is different for different persons. Job dissatisfaction may occur from both internal and external reasons. Employee disengaged reduces the rate of productivity of an employee. Staffs lose their passion and interest in work which compromises their commitment, and punctuality (Inegbedion, et al., 2020). These cause a fall in productivity and a lack of customer service. 
· [bookmark: _Toc112949102]Analyse information on the identified problem, to help inform the decision-making process
Employees feel the highest level of unhappiness at their employment due to the organisation culture is not supportive of employees. It doesn’t attract employees to the organisation. Employees also are not happy with the policy of the organisation as the roles of employees are not cleared by the employees. The personnel were put under a significant amount of mental pressure, and there was also a widespread worry that they might be fired.
Employees were always preoccupied with figuring out how to maintain their standard of living while maintaining their jobs; as a result, they were willing to put in more hours without being compensated for their efforts. The process of making decisions is helpful for coming to and developing different kinds of decisions (Lunenburg, 2010). The first thing that needs to be done is to identify the source of the problem, which is the discontent of the employees. Because the employer is unhappy with the way the problems are being handled, the employer gathers information to come up with new alternative solutions. The managers need to conduct a PESTEL analysis so that they can discover this significant concern. They need to find out political, economic, social, technological, environmental, and legal factors. The HR managers are able to bring some answers to the table after doing an analysis of the political, economic, social, technological, environmental, and legal alternatives. These solutions assist them to minimize their level of dissatisfaction and increase their level of satisfaction.
· [bookmark: _Toc112949103]A range of alternative solutions to the problem
It is critical to ensure that positive relationships are maintained within the organization at all times. There are some alternatives solutions that the manager brings for employees:
- Organisations need to build a flexible culture that will attract the employees most and helps to increase the level of satisfaction.
- It is extremely important to keep a positive working connection with all of their superiors, subordinates, and higher-level management. It will assist workers in reducing the amount of conflict that they have with one another. 
- The human resources managers of the organizations came up with a variety of solutions to lessen the level of dissatisfaction among the workforce through some incentive plans. A flexible organisational culture is very effective for both employees and employers of the organisation. 
The employers bring culture to their organisations where employees are comfortable to work another and exchange their thoughts and views with others. As before their roles were not clearly mentioned so after a set of clear roles and standards employees are now able to understand their responsibilities and can also measure their performance with the standards. To ensure that, a task calendar can be formulated for each employee and each team. The employer can set periodic objectives for a team and department as well as give some group words to increase teamwork. Lastly, the organisation can bring a new plan about incentives for accomplishing each task and objective successfully that will help employees to increase their level of satisfaction. 
· [bookmark: _Toc112949104]Decision-making techniques to evaluate a range of solutions to identify the most appropriate option
As the HR managers brainstormed, they came up with three distinct options that they might provide their workforce in order to bring the degree of discontentment down. There are three different strategies that managers need to take into consideration. The following is a list of these:
1. Analysis of the feasibility 
2. Evaluate the effectiveness of alternatives 
3. Measure the consequences 
• The manager of human resources intends to present them with three different options. These include offering a flexible organisational culture that helps employees to engage themselves with the organisation, a clear set of roles for employees, and a new incentive plan to motivate their employees to attract to the organisation and work more. The first thing that the HR manager needs to do is evaluate the viability of these solutions and determine how effective they will be. They have to determine the extent to which workers' unhappiness can be mitigated by the provision of these alternatives and report their findings (Merigó and Gil-Lafuente, 2010).
• Second, the HR managers are responsible for conducting an efficacy review. In this stage, they need to determine the extent to which these various alternatives will be beneficial in lowering the degree of dissatisfaction and contributing to an increase in the level of satisfaction experienced by employees. They also analysis how this culture, set of roles, and incentive plan decrease their level of satisfaction. 
• After determining whether or not the effectiveness has been achieved, HR managers, must then examine the implications. At this stage, the managers are primarily concerned with determining the level of contentment experienced by the workforce. During a period of difficulty such as this, they required psychological therapy to help them overcome their anxiety and improve their level of self-confidence at work. Even after receiving job stability, they received encouragement and assistance, both of which will instantly aid to raise their level of pleasure.


· [bookmark: _Toc112949105]Plan for implementing the solution
Some internal, as well as external factors, affected the job satisfaction level of workers of Cadbury. According to Stackowiak, (2015) there is a systematic approach that can provide enough mental support to the employees by following the steps mentioned below. 
Figure: Implementing the solution (Stackowiak, et al., 2015)
Assessing the situation: At the beginning of the process the managers need to know the current mental situation of the employees for that a survey can conducted. In also involves interview, focused group discussions, survey questionnaires, etc (Terera and Ngirande, 2014). After the collection of the information, the management of the company will have a better picture of the current scenario of the company. Which will enable them to develop and implement plans more accurately. 
Strategy development: After getting all the necessary information about the employee’s mental health they can now develop an effective strategy. In the development stage, the capability of the organization to conduct such sessions, the cost, and benefits analysis, and other factors are measured as well (Inegbedion, et al., 2020). If all the criteria are met, then the company can move to the implementation stage. 
Strategy Implementation: Strategy implementation is the stage when the employees are motivated and encouraged. Employees of Cadbury may improve their workplace culture and mitigate the communication gap among employees which will help the staff to become more engaged. A reward and incentive plan can also be developed for accomplishing each task successfully. And if necessary, the structure of the company will be redesigned to have engaged participation. All the following factors are included in the implementation part. 
Monitor and Evaluate: Finally, the supervisor will monitor and supervise the whole process and then find out the outcomes of the process by observing and conducting the survey. It is important to know if the process was successful and made difference in the job satisfaction level of the employees.
· [bookmark: _Toc112949106]The Communication of the plan with the shareholders
To be accepting the proposed plan, it is necessary to take into account the interests of the parties involved in the suggested solution. Effective, clear, and concise communication, can ensure that the stakeholders are understanding the rationale behind the decision. The following are some of the different channels through which such communication may be formed.
1. Direct Communication: Direct communication can be established in a variety of different ways, such as by scheduling a conference, either in person or virtually, during which a presentation, slideshow, or report can be analyzed and presented (Kalogiannidis, 2020). In addition to arranging meetings with the stakeholders, giving them the ability to vote on the options on how to ensure a flexible culture and provide performance-based incentives is another way to help them feel connected.
2. Communicating in an indirect manner: The organization may choose to communicate about its structural and budgetary change influenced by the solution to the problem indirectly by making reference to the actions that it will be taking in either its monthly newsletter or via mail. The customers of the organization always know about the company’s decisions through the annual report of the organization where a comprehensive financial statement is provided (Park, 2022). As the proposed solution has financial implications due to adding an incentive plan, the decision related to the budget of the plan would be reflected in the annual report of the organization.
3. Job analysis: Providing a clear job description and specification can make the role of the employees clear which can be another way of communicating with the employees about their job duties and responsibilities.

· [bookmark: _Toc112949107]Assessment of appropriate monitoring and review techniques
The process of ensuring that a task, strategy, or program is being carried out in an effective manner involves monitoring and reviewing the process (Griffin, 2021). The procedures for monitoring and conducting reviews that can be implemented by the organization are detailed below.
1. Compare the expected output to the actual outcome: This is an effective technique for performance tracking that can help to identify how much of the variance there is from the monthly objective that was set. The measurement of the employees’ productivity can be measured through performance assessment. Satisfaction of the employees can also be measured through a quantitative survey on the Likert scale.
2. Conducting interviews with employees: The implementation of the proposed solution was intended to boost the commitment and morale among the staff members. Therefore, the manager can gain a better understanding of the degree to which the solution has been successful by having dialogues, conducting informal interviews with employees, or conducting employee satisfaction surveys.
3. Observation: Observation is an indirect method that can be used to evaluate the changes that have been brought about by the solution. The efficacy of the solution can be evaluated by managers or supervisors by seeing their subordinates at work and the behaviours they exhibit on the job.
4. Impact monitoring: Impact monitoring will help measure the impact of the solution in terms of subjective manner, which will be reflected through the behaviour and performance of the employees.



[bookmark: _Toc112949108]Conclusion
The most valuable asset of a company is its employees as they are the one who manages other resources and their efforts make the company successful. It is the employees for which the company gains a competitive advantage over other companies that is why having an engaged motivated and happy employee is important. The HR and the managers of the company can take the steps necessary to mitigate the problem which will help the staff to boost their employee motivation and morale resulting in increased productivity and profit. 
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