Introduction
Organizations must be able to make decisions and come up with solutions to challenges in order to achieve success. Having the ability to solve problems is an essential skill for success in the workplace. Problem-solving and decision-making must be seamlessly integrated into the management of an organization. Management must be able to identify and resolve issues that impair workers' productivity as well as communicate everything in an appropriate manner in the case of impediments that impair workers' productivity (Okechukwu et al., 2012). Staff turnover and dissatisfaction are the main challenges facing the CIPD. Analysing ADKAR models and examining fishbone diagrams are included in this study.
Nature of the problem
Within the next year, those workers who are most vulnerable are more likely to lose their jobs. A company should place a greater emphasis on the quality of the work they perform rather than improving their wages in order to retain talented employees and attract new ones. The following are some of the most common reasons why people are dissatisfied with their jobs (Senek et al., 2020):
Productivity of the workforce: The dissatisfied employee devotes fewer hours to his or her job responsibilities and spends more time talking to friends, relatives, and colleagues about the issues that bother him or her.
Employee attrition: Dissatisfied employees leave and perform poorly. Preoccupied personnel underperform or leave unappreciated employers. Turnover. Dissatisfied employees may leave as turnover rates grow. Disgruntled and high-turnover employees may be hard to retain.
Business standing: Employee happiness may have an impact on how rivals, customers, clients, and prospective employees perceive your company.
When employees are unhappy, the company is unable to access certain areas of business and hire competent employees. The reputation and performance of your company may be adversely affected by disgruntled employees.
Profit: Client perception influences product value. According to Guide Star Research, engaged and pleased staff boost customer satisfaction. Employee happiness measures corporate quality.
Client Retention: Customers are satisfied with the response that a business provides when they have a problem with a product or service.
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An evaluation of the effectiveness of tardiness prevention strategies can be carried out using fishbone diagrams. Fishbone diagrams facilitate the identification of root causes by decomposing issues into their component parts. It is believed that underappreciated or overworked employees will be more likely to leave their organizations due to poor management, lack of advancement opportunities, and an imbalance between work and personal life. Each class is affected by a variety of variables. Reducing employee turnover by keeping them happy. Among the independent variables is job satisfaction, while the dependent variable is the wish to leave the current position. A company's culture is important at every level of its organization, whether it is a small business or a multinational corporation. Employee contentment is closely related to organizational culture. The key to success in a high-performance organization is brains, flexibility, and output. Employee turnover can negatively affect workplace satisfaction, but it is beneficial for efficiency and performance (de Mast & Lokkerbol, 2012).
Alternative solution
Stop micro-management: Provide middle management with assistance in maintaining a balance between providing assistance to their employees and becoming micromanaged (Lawson, 2003).
Consider the opinions expressed: Developing and sustaining two-way communication with employees is crucial to a company's success.
Training and expenditure: Encourage your workers to grow professionally. Employees are more likely to be satisfied and more involved with the business when they get training, upskilling, mentorship, or coaching. 
Open communication: Unsatisfied employees feel ignored. The outcome is staff disengagement and the destructive habit of "Chinese whispers". Staff should be informed in a clear and consistent way (Lawson, 2003).
Enhance health: Employee happiness is a key factor in the success of an organization. It is likely that a wide range of choices will contribute to happiness.
Career advancement: Providing employees with a promising career path will boost their morale. An efficient work environment and opportunities for self-improvement enhance worker happiness (Lawson, 2003).
Set up the workplace in a better way: Good equipment and equitable responsibilities may enhance a worker's working circumstances. For productivity and enjoyment, companies prioritize safety and security.
4) Evaluations of alternative solution
This section provides a synopsis of the PMI technique (Xu et al., 2012).
Step 1: Consider the advantages.
CIPD should emphasize all the excellent features that spring to mind in this regard.
Step 2: Evaluate the Negative Aspects
The first thing you need to do is to make a list of all the ways in which the individual fails.
Step 3: Consider the Situation's Interesting Aspects
Take a look at what the CIPD has deemed to be important topics. It is more important for society to emphasize their relevance rather than assign them moral values.
Step 4: Make a decision.
Imagine that CPDI decides on a proposal after sorting the pros and cons.
Implementation of plan
Employee retention and satisfaction are achieved through ADKAR as part of HR strategy. ADKAR's outcome-driven approach makes it suitable for setting process milestones. The participants must complete each objective at certain points during the transformation. Others may be highly motivated to take action even before they become aware of the need for change. Personal growth and development are the responsibility of leaders and change management teams. Goals and outcomes are measurable. Work within a basic framework to simplify the process of making changes. The ADKAR Model is particularly notable for its ability to pinpoint resistance hotspots. People don't want to make changes, but are unaware of how to do so (awareness) (Dawson & Andriopoulos, 2021). 
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Conclusion
The tension between upper management and lower level staff is certain to arise even in the most ideal workplace. The development of risky yet effective solutions to difficulties is a key element of a successful company. There are a number of problems employees encounter due to tardiness, even in ideal working environments. Employee turnover is primarily caused by job unhappiness and turnover, according to the Chartered Institute of Personnel and Development (CIPD). An ADKAR model illustrates the possible solution to employee dissatisfaction in Fisher's bone diagram.
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It's important to realise
that by implementing
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