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[bookmark: _Toc101273371]Introduction
Problems exist everywhere such as in individual life, in business, in job, society etc. A problem can be explained as a situation where a gap between desired and actual outcomes is seen (Singh and Chaudhary, 2015). A workplace also faces different problems, but the one alarming nowadays is job dissatisfaction. Employees are the main drivers of an organisation’s success but 36% to 59% of employees admit that they are unhappy at their job (Dessler, 2020). This affects their motivation and effort in putting genuine effort into their assigned roles. In the given case, the main causes for dissatisfaction of employees are underpaid, work-life balance, little to no vacation, bad management, company culture, no room for growth etc. Among these, the two most alarming causes in post-pandemic situations are: bad management and underpaying employees. The report aims to analyse these alarming causes along with offering solutions considering problem-solving techniques and the decision-making process. 














[bookmark: _Toc101273372]1. Decision-making process: a problem-solving tool
The Decision-making process is a problem-solving technique that starts with identifying or defining the problem, analysing the information related to the problem, identifying alternatives as solutions, evaluating alternatives, picking the best solution, implementing the solution, and monitoring the improvement for further decisions on problem-solving (Haupt, 2016). A decision is taken when there is a problem to address and solve, this is an effective tool for problem-solving. 
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[bookmark: _Toc101273442]Figure 1: Decision-making process- a problem-solving tool
Source (Singh and Chaudhary, 2015)
The process can be used to solve the Job-dissatisfaction problem given in the case by following the steps of the process as discussed below. 
[bookmark: _Toc101273373]1.1 Identifying/defining the problem 
Defining the problem helps to find inherent factors working behind the problem’s arising and find a to-the-point solution to get over the problem. The main problem given in the case is job dissatisfaction. Job dissatisfaction refers to an employee’s state when he/she is unhappy with their job and keeps negative feelings toward the company (Yasin, 2016). Job dissatisfaction can result in an increased employee turnover rate that incurs cost increases such as continuously new hiring costs, new training costs, losing goodwill as an employer etc. that affects profitability and market share eventually. In the UK, 38% of employees are on the verge of switching their current job due to job dissatisfaction, which means 38% of current assets in terms of experience, skills, and knowledge is going to switch to competitors or other industries (Lumley, 2022). The turnover rate probably costs £11,000 per person on average, according to the average UK pay. Due to the time and money, it takes to recruit new employees and train them and losing productivity due to leaving experienced employees, the cost of dissatisfaction is much higher. Eventually, dissatisfaction hurts the organisation’s productivity and rising the operation cost which will be reflected in the rising cost of production. If the cost is high the price of goods or services will be high which will work as a losing competitive advantage. So, the increased number of the dissatisfied workforce offers a big scope to work on the solutions to the problem. 
[bookmark: _Toc101273374]1.2 Gathering and analyzing information on job-dissatisfaction 
Gathering information aims to break down the problem to identify the root causes so that the problems can be solved from the root instead of the surface (Benderly, 2014). Two causes are found noticeably affecting dissatisfaction are: underpaying employees and bad management. 
[bookmark: _Toc101273375]1.2.1 Underpaid 
Among many, the first cause of such effect is found to be “underpaying employees”. Under-paying is when employees are being paid less for their job than the job responsibilities they fulfil (Doctor, 2013). When an employee feels underpaid, they tend to lessen their efforts for their role which decrease their motivation, efficiency, morality etc. In a survey of underpaid-driven dissatisfaction, among 1005 British employees, 44% think that they are being underpaid (Lumley, 2022). The percentage shows a big scope of improvement to reduce its effect on dissatisfaction. 
[bookmark: _Toc101273376]1.2.2 Bad management 
Another cause of dissatisfaction, that’s being acute in the post-covid-19 situation, is bad management or lack of good leadership which is also related to employees going underpaid or employees assuming more responsibilities than benefits they’re getting. Bad management can be defined as a lack of good leadership with no proper planning/direction, organisation, motivation, controlling of the organisation and its employees (NOE, 2022). The external environments and pandemics have brought changes, such as the Brexit plan, decreased GDP, hybrid working, changes in priorities like 95% of male employees think that they deserve paternity leave, etc. affecting how an organisation must operate in the new normal. (Tripathy, 2022). All these small factors add to make the boss unsupportive resulting in dissatisfaction in management. 
[bookmark: _Toc101273377]

1.3 Identifying alternatives to solve the problems 
Alternatives are possible courses of action that can help solve the problem identified (Yankey et al., 2017). The possible alternatives are given: 
[bookmark: _Toc101273378]1.3.1 Bonuses tied to targets and profitability
Instead of increasing the salary basis, the organisation can offer bonuses or profit portions tied to performance. A performance-based appraisal is a tool where employees’ contribution is reviewed and the highest contributors to the company’s growth are rewarded (Wijaya, 2019). As employees will be given targets or performance standards, their target-meeting efforts will bring achievements to the organisation and the organisation can share the portion with employees as a bonus, reward or profit-sharing. 
[bookmark: _Toc101273379]1.3.2 Setting clearly defined instructive goals and providing constant individual-feedback 
Goals are ways to communicate the company’s expectations with employees (Sell and Cleal, 2015). Organisations must have plans such as post-pandemic recovery plan, Brexit plan, going-digital plan etc. that will be followed by setting goals for each that’ll be communicated to employees in instructive ways through hierarchical stags. Well-defined expectations guide employees to set their personal goals and ease the feedback (Dessler, 2020). Feedback helps take corrective measures at the individual level and keeps employees engaged and optimistic. 
[bookmark: _Toc101273380]1.3.3 Inclusive communication, flexibility, and authority 
Inclusive communication improves employee engagement and offers transparency. Engaged employees tend to be more empathetic, 21% more productive, and show a willingness to take responsibility regardless of the personal benefit (NOE, 2022). Flexibility in choosing working hours/days also empower employee and employees also compromise high salary for flexibility. Consequently, the employer-employee relationship improves and affects the organisation positively. 
[bookmark: _Toc101273381]

1.4 Evaluating the alternatives 
	[bookmark: _Hlk101208091]PMI chart for solution one

	Plus 
	Minus 
	Interesting 

	· Motivates for improving performance, 
· Increase loyalty to the organization, 
· A win-win situation for employer and employee, 
· Individual-level achievement, 
	· Can negatively influence morality and work ethics, 
· Target non-achievers can feel demotivated and leave their job, 
· Incentives other than financial one may get ineffective, 
	· Financial rewards are somewhat less effective, nowadays, than rewards like promotion, vacation, career growth opportunities, leaves, flexibility in working days/hours, supportive boss, empowerment, etc. 
· Bonuses create workplace competition instead of workplace cooperation, 


[bookmark: _Toc101273460]Table 1: Solution one: Bonuses tied to targets and profitability
Source (Own) 
	[bookmark: _Hlk101209137]PMI chart for solution two

	Plus 
	Minus 
	Interesting 

	· Communicates expectations, 
· Helps as performance standards, 
· Facilitate individual-level feedback, 
· Directs on what to do, when to do, how to do, where to do etc. questions, 
· Helps to prioritize work, 
	· The organization may set some unrealistic goals, 
· Individual-level feedback may be time confusing, 
· Hard to reach goals decreases motivation,
· It May hurt morality, 
· Reduces self-learning tendency,  
	·  Goals can activate new behaviour and clear focus, 
· Goals direct on how to progress, and feedback shows where is one making progress and where one is lagging, 


[bookmark: _Toc101273461]Table 2: Solution two: Setting clearly defined instructive goals and providing constant individual-feedback
Source (Own)
	PMI chart for solution three

	Plus 
	Minus 
	Interesting 

	· Gives the feeling of being important, 
· It Helps set realistic goals and address the actual problem, 
· Facilitates innovation and creativity, 
· Flexibility working opportunities can be the substitute for financial incentives,  
· Improves responsible behaviour, self-learning tendency, considerate sacrificing attitude, 
	· All agreeing on a single decision is sometimes difficult, 
· Conflict of interest, 
· Losing power to employees, 
· May create employee level politics, 
· Employees may resist change, 
· Flexibility may reduce the sense of responsibility, 
· May lack employees in an emergency, 
	·  Inclusion, flexibility, authority is considered better motivator than financial motivators, 
· But the changes are difficult and time-consuming as these require behaviour change and result in a new culture. 


[bookmark: _Toc101273462]Table 3: Solution three: Inclusive communication, flexibility, and authority
Source (Own)
Solutions one and two will be implemented simultaneously because the third solution offers more minuses and requires a cultural change that takes time to implement and see the result. 
[bookmark: _Toc101273382]

1.5 Implementing the solution 
The implementation of the solution depends on interdependent tasks, time frames, and management of the connected tasks. PERT chart is a chart that helps to identify the tasks required to implement a solution, define task dependencies, make connections among tasks, decide the time frame for each task and then review the created process (Singh and Chaudhary, 2015). A PERT chart is created below. 
Task 1: The first task will be setting goals by discussing with employees, 
Task 2: Depending on the goals set, the performance standard requires to achieve the goals will be set and communicated with employees, 
Task 3: Detail instructions on performing as per standard will be communicated with employees in written form, 
Task 4: Depending on the standard and instructions, the performance of employees will be inspected, 
Task 5: Depending on the inspection, performance will be recorded 
Task 6: Depending on the inspection, performances will be rated, 
Task 7: Based on tasks 5 and 6, employee profiles will be created to track the progress from time to time, 
Task 8: Based on tasks 5 and 6, feedback will be provided at the individual level, 
Task 9: High rated performance will get the bonus, 
Task 10: Low rated performers will attend training for improvement,
Task 11: The expectation-reality deviation will be examined to find out if the goals set are beyond the average capacity of employees, or if any correction is required to make that more realistic or attainable. 
Then, Finish the process in 12 months and review it. 

[bookmark: _Toc101273443]Figure 2: PERT chart 
[bookmark: _Toc101273383]Source (Own) 
1.6 Communicating plan with stakeholders 
	Stake
holders
	Power
	Key interests 
	Communication vehicle 
	frequency
	Comments

	Owners
	High
	Keeping the organisation profitable by maintaining goodwill with all stakeholders 
	Formal meeting online or offline 
	Monthly or quarterly 
	Their active participation will keep the company visionary and be inspiring to management and employees. 

	Managers
	High
	Setting realistic and attainable goals 
	Face to face meetings and virtually 
	Daily 
	Managers are at the leading position of the organisation. It’ll help to set mutually agreed goals and communicate with employees to attain goals for organisation success. 

	Employees
	Low
	Performing the tasks required to achieve the goal set by management and bring the desired success 
	Face to face and virtually 
	Daily 
	It will help employees to keep engaged and updated, and direct them to the right way to achieve an expected goal for recognition, reward, and satisfaction. 

	The Government
	High 
	Tracking current and upcoming changes in labour laws, keeping organisational practices clean, and receiving occasional care offered to businesses 
	Formal meetings virtually or physically 
	Yearly
	It will help in setting goals, and policies and utilising government offered opportunities. 


[bookmark: _Toc101273463]Table 4: Stakeholder communication plan 
Source (Own) 
[bookmark: _Toc101273384]1.7 Monitoring and review techniques 
The effectiveness of the solution needs to be monitored so that deviation between the expected result and actual satisfaction rate can be compared and correct or improve the measures. 
[bookmark: _Toc101273385]1.7.1 Employee satisfaction survey 
Employees are surveyed using a relevant questionnaire consisting of multiple choices, open-ended, and rating-based questions (Yasin, 2016). Rating-based will be answered on a scale of 1 to 10. A monthly survey including every possible satisfaction related question may help to monitor. It can be used for the employee satisfaction index as well. 
[bookmark: _Toc101273386]1.7.2 Employee Net Promoter Score (eNPS)
In this method, employees are asked one question: how likely they’re to recommend the company to others? This can be answered anonymously and the answers can be divided into promoters who are satisfied, passives who are neutral and likely to be promoters or detractors in future, and detractors who are dissatisfied and likely to leave their job. Then (%of promoter- %of detractor) will give a result within -100 to 100 (Benderly, 2014). Scoring below zero/zero/near-zero indicates that most employees are still dissatisfied. 
[bookmark: _Toc101273387]1.7.3 One-on-one meeting 
This is the best reviewing technique where employees can explain, in a descriptive form, their satisfaction states. They can offer insights into individual-level concerns and needs (Haupt, 2016). A weekly discussion of 15 to 30 minutes offers a quality review of strategy. 
[bookmark: _Toc101273388]1.7.4 Tracking turnover and productivity rate 
Finally, an increase or decrease in productivity rate or turn-over rate compared to historical data can offer a past-present comparison, offering insight on if the solutions benefit job satisfaction and organizational outcome.  

[bookmark: _Toc101273389]Conclusion
Employees from the human resource of an organization which is considered to be the most valued resource. Their satisfaction in their job can bring desired success, whereas their dissatisfaction can be a barrier to success. They’re the goal achievers on behalf of the organization because their performance determines the cumulative outcome of the organization. Any problem related to job dissatisfaction needs to be solved. Besides bonuses and perceived goals, an organization should eventually focus on good company culture, growth opportunities, non-financial incentives, flexibility, empowerment, inclusion etc. so that all areas of concern can be addressed and solved. 
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1. Setting goals 


2. Communicate performance standards 


3. Communicate detail instruction on achieving goals 


4. Inspect performance 


5. Record performance 


6. Rate performance 


7. Create employee profile and store


8. Provide feedback 


9. Give bonuses to high achievers 


10. Train the non-achievers 


11. Take corrective decisons 


Finish
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