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In this report, I will be discussing in depth on the subject of problem-solving techniques and strategies applied to work-based problems. I will be drawing examples and situations from my past and present experiences at the workplace, applying the different problem-solving tools and strategies that I have researched and learned about on this module.



The problems that we may encounter related to work are many and of various kinds, from small inconveniences, such as daily traffic jams when it comes to going to work as much more complex situations such as work bullying.

Among all these we can highlight those that due to their complexity, can cause greater deterioration of psychic and emotional health.

· Burnout (burning or professional wear syndrome). It consists of a continuous response to stress to emotionally stressful factors including chronic fatigue, demotion, emotional stating, or emotional bottling toward work tasks. Psychosomatic symptoms, anxiety and decreased work performance also have a presence.

· Problematic relationships with bosses and colleagues. Relationships at work can be problematic and conflicting, when the person doesn’t possess resources and strategies to manage the problems that may arise, leading to underperformance at work and unsatisfaction.

· Work stress. Excessive demands from work such as prolonged hours and tasks that exceed our time and capabilities result in work stress. This is a physical, mental and emotional saturation in the work environment that extends to the personal environment.

· Work harassment or Mobbing. In this situation, one or more harassers subject another person in the organization to psychological abuse. This results in the harassed person decreasing their personal confidence in their work skills, anxiety, depression and stress among others.


The consequences of work-related problems can be devastating for people who suffer from it. We can find consequences at different levels and areas of life:

· Cognitive level: Memory and learning problems may occur. Perception of personal inability to address even the smallest difficulties at work.

· Social level: Isolation, explosions of anger against the nearest environment and inability to manage and include in everyday life social activities.

· Emotional level: The emotional states typical of problems arising from work are anxiety, depression, irritability and anhedonia, among others.

· Work level: Difficulty in decision-making, problems managing working time properly and decreased work performance even for simple tasks that were previously handled without difficulty.

· Physiological level: At the physical level there are changes in the sleep pattern such as insomnia, interrupted non-repairing sleep, exhaustion and psychosomatic disorders (gastric problems, headaches, choking sensation, etc.).

· Personal level: The person has a perception of himself as ineffective both from a work and social point of view. Decreased self-esteem, inability to experience pleasure in other non-work-dependent activities.

On this report, I will be focusing specifically on two problems I have experienced at the workplace myself: lack of staff and feeling undervalued and underpaid, and the impact these have not only on the individual but also on the company and society as a whole.

Having had worked in the hospitality industry for over 16 years I have witnessed and sometimes even suffered through virtually every problem and issue described beforehand on the introduction.

I have chosen to highlight the lack of staff and feeling undervalued and underpaid, because I believe these are the root cause of many other problems.
Taking into account the current global impact that the COVID 19 pandemic has had on every workplace, and the struggle of many industries to stay afloat, perhaps one of the most affected has been the Hospitality sector.
This industry is an integral component to the UK economy, contributing more than £120 billion a year. It is also the third largest sector, employing over 3.2 million people. 

It is estimated that over 20 million people have already lost their jobs since the beginning of the pandemic. A large number of these individuals have chosen to return to their countries of origin, which means that when the few businesses that have managed to survive reopen, they will have to source new staff. Moreover, because the majority of the hospitality workforce is comprised of foreign unskilled workers, BREXIT has made this process harder altogether, making it unappealing for people wishing to migrate.

Unfortunately, these issues are due to external political factors that are out of the company’s control, and therefore, very hard to surpass. The struggle to find employees means that the existing staff at the venues are forced to perform double the work and cover extra shifts. However, companies have been guilty of hogging the service charge for years, instead of offering a living wage, paying workers very low wages that make reaching a good work-life balance unattainable.



PROBLEM 1: STAFF SHORTAGE



The Hospitality industry is heavily reliant on migrant workers from the EU. With the uncertainty that BREXIT negotiations will bring, and despite the Home Secretary having announced the new points based immigration system, as changes have not been formally introduced, the delays will most probably put UK businesses in jeopardy if they will not be given enough time to change their hiring process to adjust to the new system. 
Under this new points-based system, The UK will be given more control over who comes into the country. Their aim of building a high skilled and high wage economy might backfire, as workers will have to reach a minimum of 70 points to be able to work in the UK, with the addition of having to pay application fees. This will deter many businesses from hiring workers for lower paid sectors such as hospitality.

Hospitality has long been a sector dependent on foreign unskilled workers, mainly because of the long hours and low wages. It is also often unrewarding, and the turnover is high, due to the fact that employers have long abused the fact that there has always been a high influx of migrants looking for work, making current employees easily replaceable. Because of the aforementioned facts, it is an industry that is widely unappealing to natives, therefore, to face the crisis companies will have to implement Employer-led schemes, these programmes may aid in the recruitment process and issue work permits for up to two years, with the possibility of extending them after applying for permanent status.

Another possible solution will be to develop strategies that make companies more appealing for prospective jobseekers, such as reward and discount schemes such as Perkbox, that give access to a wide range of discounts after completing the probationary period. 

While employment is the main factor attracting migrants to UK, it isn’t the main reason why they wish to settle on a long-term basis. Migrants that continue to work low skilled jobs even after a number of years have passed since their arrival, do so depending on employer relationships and satisfaction at work. Employers that offer help to newly arrived workers, offering stable employment where their rights are respected and their contributions recognised, aiding them with their accommodation and even offering support for learning the language, make workers feel more secure, happy and more likely to remain at their position.



PROBLEM 2: FEELING UNAPPRECIATED AND UNDERPAID 



Despite the ever-growing crisis to find skilled workers, hospitality companies have long refused to up the wages to match the commitment to the job of its workers.
It is common to find job vacancies for a Head Chef that offer £30.000 a year based on a 40-hour week. It would be an acceptable wage, but in reality, said chef will be doing approximately 60 hours a week. For a skilled individual with that level of responsibility, the wages after tax will come close to minimum wage, which is extremely unfair.
As discussed above, companies have long been guilty of hogging service charge that should have been given to the servers instead. This has been possible due to a lack of regulation and legislation.
Despite many attempts by trade unions like Unite to push the government to enforce a fair practice, it is still endemic in the industry.

In my own experience as a server, this practice led me to change jobs often, and when this wasn’t possible, to feel unmotivated and somewhat robbed of the fruits of my own hard labour.
The impact this has on companies is easy to foresee, unhappy servers will not be delivering excellent and friendly service or upsell items to boost revenue. This translates as high staff turnover and a loss of costumers due to bad service.

The possible solutions to these issues could be for companies to make sure they distribute the service charge fairly, based on a reward point system, that will motivate employees to remain at their positions and excel at their jobs. 

For feeling unappreciated, offering courses to management on employee wellbeing, and having a Human Resources department that ensures employees are treated fairly, prioritizing fair practices and making sure all benefits are working for them. Human resources should also focus on motivating and developing employees and conducting exit interviews with each departing employee to discover if there are policies in place that are driving people away. 

A successful HR department protects the employees from unfair practices and discrimination, employees that feel cared for and engaged as an individual are more likely to remain loyal and happy at their positions.









POSSIBLE SOLUTIONS AND PLAN PRESENTATION



On this paragraph, I explain in detail my ideas for the implementation of the solutions. First, I have used the PESTEL analysis to analyse the problem causes.
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· UNFAIR PRACTICES 

· DECREASED AMOUNT OF TRAVEL AND REGULAR COSTUMERS DUE TO THE PANDEMIC
· OPERATION AND TRANSPORTATION COSTS RISE DUE TO BREXIT AND PANDEMIC 
· INCREASED USE OF TAKE OUT SERVICES DUE TO THE PANDEMIC 
· ECONOMIC CRISIS DUE TO BREXIT AND THE COVID 19 PANDEMIC
· INFLATION RATE INCREASES


· BREXIT 
· LACK OF LEGISLATION ON SERVICE CHARGE 






I have followed with the fishbone diagram.
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To finalise, I have performed the SWOT analysis for more clarity on identifying strengths and weaknesses.
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As discussed in the paragraphs above, we are living in unprecedented and uncertain times for this industry, if we are to make sure we survive and thrive in the economic recession that is incoming, we must make sure that we retain both employees and customers alike. 

To achieve this, I have devised a few possible solutions to the problems that we are facing.

After BREXIT, there will be a shortage of young workers, which means we must make the company appealing to work for above others. Since we are still uncertain about what the regulations and requirements will be, we still have time to devise ways in which we could help workers with visas and even offer them the possibility of access to courses to learn English.

We must revise the way in which the TRONC system processes and shares the service charge among workers and amend the current system to convert it to a point-based reward system. This will allow us to reward employees that excel at their job and motivate all others to improve, as well as ensuring continuity at the company.

Finally, the Human Resources department must ensure we train all of our management on staff wellbeing. The department must also be in charge of making sure fair practises are enforced, and staff are treated and paid fairly and on time. Exit interviews must be conducted every time an employee resigns in order to modify any policies or practises that are making workers leave.
Managers should monitor closely employees offering support when necessary and nurturing them with possibilities of advancement.

We must invest in our staff in order to retain and attract new talent.
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