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[bookmark: _Toc89873899]Introduction 
Employee dissatisfaction is one of the most concerning issues of every modern workplace. However, dissatisfaction can be minimised by implementing the different problem-solving tools. Enabling employees to remain satisfied with their work can lead to self-growth as well as benefits to the company. In this report, problem-solving tools will be used to provide solutions to the concerning issue. The action plan through which the problems will be solved will be addressed which proper analysis and framework. The effectiveness of the measures taken will also be monitored. Other associated factors will be addressed to increase efficiency. 

[bookmark: _Toc89873900]Workplace problem, its scope, and impact 
With every company having a lot of employees working, it is quite common to become tiresome and suffer from mental illness by getting affected by day-to-day activities and related issues. The complex reason behind every dissatisfaction at work is different issues that affect the mindset of employees. Being underpaid is one of the most alarming issues of different industries that can lead to the ultimate dissatisfaction for employees. Remuneration is considered to be a fruitful outcome for any work (Boxall and Purcell, 2011). More than anyone comprehends the skill they achieve or the accomplishments they make, individuals are more concerned about the monetary value they are provided. Job salary is considered to be the key motivation that enables an individual to work better in the future. A good salary system cannot be implemented very easily. It requires good human resource management to understand the revenue generated by the company to creator a streamlined salary payout for all the employees. Underpaying employees to allocate more contribution to the company's revenue. But in the end, it is a destructive process through which companies fail to grow. Employees expect a good salary against their determination. The performance and progress must be valued with a proper salary. Underpaid employees lose confidence, feel anxious, and suffer from mental illness. 
Underpaying employees can lead to more vacancies at a higher frequency because individuals leave the job with immediate effect. This causes serious disruption in the workflow of the company. Bringing in new employees is very costly when the training and other associated tasks are counted. A dissatisfied employee who is underpaid will not take his work seriously and if you be more about meeting the deadlines than providing quality works. Providing good payment for salary according to the work progress is highly desired in order to increase efficiency in the workplace. A good salary structure can help the company to attract better talents at work that ultimately leads to the overall growth for the company.  Rewards and recognition must also be associated with appropriate payment to acknowledge the accomplishments made by the employees (Boyce, 2013). Employees must feel valued if they are expected to provide a better outcome. It is not easy to establish a good salary structure without having the proper analysis of the workload. Human resource management must understand the expectation and create the Framework accordingly. Paid vacations, bonuses, rewards for hitting milestones are associated factors that make jobs more attractive. 

[bookmark: _Toc89873901]Information related to the problem for the decision-making process 
An employee might feel underpaid there are more related factors to it. Firstly, the initial salary that the employee applied for seemed to be very reasonable for the tasks at the beginning. As the company progressed and the employee started to learn more things about the work the overall development factor increased. This resulted in the employee having more knowledge about to work to do critical tasks. The company started to progress and the work started to become more critical. Every task must be handled with proper efficiency and good critical analysis to make sure it benefits the company overall. While the company benefits from employees putting in the best effort, the salary must also increase parallel (Flinn, 2012). Without proper increment of salary according to the accomplishment of tasks, employees will remain dissatisfied with the efforts they are putting in. The creativity and growth will be hindered if not handled with a proper salary structure that includes increments, bonuses, etc. 
Communicating with the employer and addressing the concerning issues related to underpayment to the human resource management can help to create a proper understanding of the situation. The increased efforts must be addressed in order to help the employee understand the expectation of the employee. Providing detailed information about the accomplishments made previously that benefited the company must also be addressed to the employer.  The expectation of a salary increment might seem very unreasonable if all the details of the tasks completed are not reported properly. The underlying impact of being underpaid is that it will cause the employee to lose motivation to provide better outcomes through efforts. 
[bookmark: _Toc89873902]Range of solutions for the problem
Underpayment affects every employee’s economic factor. Different issues are related to the rise of this problem. The factors that affect the employee’s potential to earn a good remuneration are: 

· Relationship with employer 
· Conflict of interest in terms of expectation 
· Increase in task volume 

In order to minimise the damaging effects of these factors, certain tools must be implemented. The employer must have a proper understanding of what the employees are accomplishing as time goes by (Gareth, 2014). The increase in task volumes must comply with an increased salary. Establishing communication with the superior must be the prime target of the employee. The best efforts that are put into every task must be addressed to make sure equality analysis can be done. Records of the previous months must be outlined reportedly to the employer for a better understanding. 

[bookmark: _Toc89873903]Decision-making technique for evaluation of solutions 
[bookmark: _Toc89873904]Developing relationship with the employer 
Having a good relationship with the employer can benefit and employee in terms of receiving the additional benefits in the workplace. It is important that every employee shares the concerning issues that he is facing in the workplace with the employer. This is the opportunity for the employer to understand the problem and work on a division book solution. An employer can’t understand the issues of a vast pool of employees (Morrison, 2020). Employees must take the responsibility of affiliating with the employer properly and develop effective communication to receive the benefits of the outcome. 
[bookmark: _Toc89873905]Addressing the expectation 
The expectation of the employee must be addressed to the employer or the human resource management. As work progresses, every employee develops expectations because of the increased efforts. Moreover, when additional tasks are accomplished with good quality analysis the employee expects rewards or recognition that is closely related to monetary benefit. As a result, an overall increment in salary is expected by employees working for a long time in the company (Gregory, 2011). This must be addressed to the employer so that the important analysis situation and go to the reports of the previous months to understand the expectations comply with reality. If it does so, the employer must outline any increment streamlining to help the employee. This will enable the employee to feel more valued in the workplace. 
[bookmark: _Toc89873906]Task volume analysis 
As the company develops and progresses in terms of generating higher revenue, the tasks get levelled up automatically. The volume of the task also starts to increase. This results in employees having to put more effort at work. More critical analysis and understanding of the task are required to accomplish it. This accumulates more effort and more stress. This must be compensated with an increased salary to provide the appropriate benefits of the efforts. The employee must analyse the task volume and address it to the employer by comparing it with the proper trend analysis of previous months (Henry, 2014). This will push the employer to initiate an increment. 

[bookmark: _Toc89873907]Appropriate option 
Task volume analysis can help an employee receive a better outcome. Through this process, the employee can report the increased volume in a task that requires an increased effort as well as better critical analysis to fulfill the requirements. The employer can have a better understanding of the expectation to the task volume analysis and initiate appropriate measures for the employee’s satisfaction at work. 
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       Problem – Task volume                                      Result – Dissatisfaction                                Solution – Salary Increment 
Figure – 1: Impact of task volume analysis. (Henry, 2014)
[bookmark: _Toc89873908]Plan for initiating task volume analysis for increment
The employee must do all the tasks in ascending order by drawing the records of the previous months in order to present them to the employer. The difference between the task volume can be noticed significantly. The employee must also address the extra efforts that have to be put behind all the additional tasks. The increase in task volume, as well as the additional efforts, will seem very unreasonable when the salary against all this will be outlined. The underpayment factor will be highlighted significantly when it will show no increment (Karl and Peluchette, 2006). Then a formal approach can be made by asking for an increment within a short period of time. 
The employer must analyse the report and its legitimacy. It will help him to realise the importance of initiating and increment for the employee in order to keep him satisfied with the job. It only seems reasonable that the employee is paid more for the increase in task volume. The employer can share the initiation with the human resource management to outline a proper increment for the employee. The employer can also initiate a new indicator through which future performance can be analysed in order to provide increment. As a result, the employees will feel more motivated to accomplish the milestones in order to get into the bracket of increment. This will also create the opportunity for other employees to have an increased efficiency in work. 
[bookmark: _Toc89873909]Communication with the stakeholders 
In order to initiate the plan for task volume analysis and the increment, it must be acknowledged by all the stakeholders properly. The stakeholders for the specific plan are: 
· Employer 
· Human Resource Management 
· Employee 
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Figure -2: Communication cycle for the plan. (Gareth, 2014)

Firstly, the employee has to communicate with the employer with the report for the task volume analysis in order to ask for an increment. The shareholder will discuss the entire plan for initiating an increment based on the task volume analysis (Kenn, 2010). The human resource management will identify the legitimacy of the application and will initiate the acceptance of the proposal to the employee. Communication can be established by different mediums such as newsletters, written applications, or e-mail. The updates about the initiation of the analysis can also be provided using quick communication media like WhatsApp. It is more important to understand the hierarchy through which the communication must be made. The increment can be achieved easily if the line of communication remains parallel with the hierarchy. Informal communication must be avoided in order to make sure there is no space for evidence of the issue or to delay it for some time later.
[bookmark: _Toc89873910]Monitoring and review technique
The progress of the plan can be monitored through the continuous buildup of task volume reports and accomplishments. It will be very easy for the human resource management to keep track of the workload that is imposed on the employees when the data are preserved. According to that data derived from the months, the increment can be structured accordingly. The employee satisfaction level must be opposite after the increment is initiated. The plan will be reasonable and effective when the employees feel motivated and there is increased efficiency with their work. One other way of reviewing the progress is by observing the constant outcome of task completion even after the workload increases over time (Kennedy, 2009). This means that the employees are satisfied with the salary they are receiving against their job even after the additional tasker volume. 
[bookmark: _Toc89873911]Conclusion 
Employee dissatisfaction can result in the deterioration of mental health. Every employer must realise the increase in Taskbar volume to initiate and implement plans for all the employees (Schwenk, 1995).  Employees must also do their own assessment of the task volume to realise the legitimacy of the salary they are receiving against their job. It is important to understand the economic benefit of receiving a handsome salary against the best efforts given in the job. Employees feel more motivated and determined to accomplish their tasks when the salary is complying with the efforts. This benefits the company in the long run while also initiating personal growth for the employee. 
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