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[bookmark: _Toc143597908]Introduction : 
The study aimed to demonstrate the designated tools which focus on effectively solving various workplace problems. Nowadays various common problems are common in the organisation. The report focuses on analysing complex problems and how these problems create issues in the decision-making process. The report is going to find information on the identified problem and all of these workplace problems and how to create an effective decision-making process. Here a different range of solutions in the decision-making process is going to be discussed and how effective decision-making helped in the find out option in the workplaces. An effective plan will be implemented as a solution. Here various strategies will be adopted in communications in developing plans for stakeholder engagement. 
[bookmark: _Toc143597909] Definations of  complex problem of the organisations  which create its impact and scope : 
Complex problems are one of the typical problems in organisations which include the abilities of all of them in multiple ways. Some common issues are competing,  different perceptions and all of which create conflict in the workplaces and this can lead to job dissatisfaction among the employees. The different types of signs and symptoms can be observed from job satisfaction.  Due to dissatisfaction with workplaces, Employees used to show disinterest towards their jobs and people used to stop putting energy toward their tasks. Job dissatisfaction can have a detrimental effect on an organisation's performance and success. It can result in a decrease in productivity, an increase in absenteeism, an increase in employee turnover, and a decrease in employee engagement. Employees who are not satisfied with their job are less likely to work together, innovate, or put forth their best effort. To combat and mitigate job dissatisfaction, it is essential to provide opportunities for skill acquisition, recognize and reward employees, and create a positive work atmosphere. 
[bookmark: _Toc143597910]Analyse  various satistical data on the identified problem and how  to help in decision-making process: 
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Figure : Problem analysis diagram
Sources : self develop

The research shows that more than 36 % of UK workers in various organisations are suffering miserably in their job. Various organisations conduct the work happiness score program for developing the understanding that 27 % of the employees are happy at work timing and those people are focusing on career priorities as well as higher happiness at the forefront.  On the other hand, 72 % of employees have shown unhappiness while they are engaged with work. The unhappiness creates a negative impact on their physical as well as mental wellbeing and this could impact on their personal life. 55% of dissatisfied students are suffering from headaches and migraines. Additionally, 53 % of the dissatisfying employees suffer from insomnia and 22% of employees are showing their work frustrations out on their partners. Supporting the research, almost 2000 British employees are unhappy with their job roles within the fifth month after joining. and one in 10 employees started feeling unhappy at the six months of new jobs. The happiness and sadness derived depending on the job roles and responsibilities and employees belong in which sectors. 
As per the research,  this can be found that The Great resignations were common in the time of the COVID-19 pandemic and this has created negative reflections on their career opportunities. Maximum workers were motivated to change their job roles and career and 91% of the people planning to change jobs also created key factors in their decisions.  Additionally, 31% of the people were looking to change their jobs for different reasons. 31% of the people are attracted to a higher salary,  21% of people move to another job to balance their work life and 19% of people are attracted to another job for more praise and recognition. So as per the problem analysis, this inspiration, and motivation can solve all of the various problems (Glover, 2022). 
[bookmark: _Toc143597911] Different types   alternative  resolutions to solve  the  problem: 


Adaptations of Maslow hierarchical needs are the most effective solution to diminish these problems effectively. Mashlow's Hierarchy theory was introduced by Abraham Mashlow in the year of 1943. All stages of this theory focus on the needs which create motivations by meeting the various needs like vital services effectively. The physiological needs helped to meet various services though to meet the various needs like drinking water, taking breaks for eating meals and snacks along with comfortable weather for working. The physiological needs of employees focus on the steady income which employees of the UK help to meet living, food, utilisations and other essential needs. According to author  of needs, safety needs are at the core of human motivations. Safety needs, such as physical security, financial security and protection from injury, are essential for people to feel secure and stable. When people meet their safety needs, they can focus on higher levels of goals and become more self-actualized. When people don't feel safe, they may suffer from anxiety and fear. This can prevent them from progressing to higher levels of personal development. He also stresses the importance of love and belonging needs. These include social connections, friendships, and a sense of belonging in a community. Meeting these needs strengthens emotional connections, decreases feelings of loneliness, and promotes overall mental and emotional well-being. Love and belonging need to follow physiological and safety needs and form the basis of higher-level needs such as self-worth. The concept of esteem necessitates the acquisition of recognition, recognition, and appreciation, as well as a sense of achievement. When organisations recognize and reward their employees' accomplishments and provide them with the opportunity to progress, it can result in increased employee engagement and job satisfaction, which in turn can have a positive effect on organisational performance (Trivedi and Mehta, 2019). The concept of self-actualization emphasises the importance of personal development, satisfaction, and the realisation of one's potential. Employees who are encouraged to achieve this level of self-realisation become more engaged, motivated, and creative, resulting in improved job satisfaction and productivity. Organisations that emphasise self-realisation tend to have a more conducive and productive work atmosphere where employees can reach their full potential and contribute positively to the organisation (Indeed, 2023). 
Monetary reward system: A monetary reward policy is one of the key motivation tools that can solve the problems of job dissatisfaction. It is a set of rules and tactics that companies use to reward their employees with money. It could be something like a bonus, a raise, a profit share, stock options, or something else. It's all about motivating and retaining employees, making sure they're doing their best to meet the company's goals, and rewarding them for their hard work (Asaari, Desa, and Subramaniam, 2019). 
Non-monetary reward system: Non-cash remuneration is a type of incentive or benefit that is not directly associated with monetary remuneration. It can encompass a wide range of elements, including recognition, commendations, opportunities for advancement, flexible working hours, a supportive work atmosphere, enhanced accountability, and more, and is frequently employed by organisations to incentivize and engage employees in a manner that goes beyond financial compensation (Kryscynski, Coff, and Campbell, 2021). 
[bookmark: _Toc143597912]Use various decision-making  process to evaluate  different  range of solutions to identify the most appropriate option: 
Create organisations transparency: Organisational transparency includes the promotion of open communication channels, the establishment of clear objectives and expectations, employee involvement in decision-making processes, the accessibility of company policies and performance data, the provision of regular feedback and employee participation in cross-functional initiatives, the implementation of transparent leadership communication, equitable recognition and remuneration, the resolution of conflicts openly, and the provision of learning opportunities and career development opportunities. This continuous commitment to transparency fosters trust increases employee satisfaction, and strengthens organisational culture (Adobe, 2023). 
Development of realistic expectations: Realistic expectations can lead to increased satisfaction by aiding in the anticipation of desired outcomes and the avoidance of disappointment. When individuals have a clear idea of what they should expect, they tend to be less likely to feel frustrated or unhappy. This can be seen in a variety of areas of life, including relationships, objectives, and life experiences. Establishing achievable goals, searching for information, and keeping a positive attitude are all effective ways to foster realistic expectations and increase overall satisfaction (Barkley, 2022). 
 Building good relationships with seniors: To foster a positive working relationship with your senior citizens, it is important to communicate effectively, demonstrate respect for their experiences, seek their advice, and demonstrate a desire to learn and make a contribution. This can be achieved through regular updates, listening attentively, and maintaining a positive attitude. This can lead to increased trust and greater employee satisfaction (Hengki, 2022). 
Job security: Employees are motivated by job security because it gives them a sense of security and helps them avoid the fear of losing their job. When they feel secure, they're more likely to stay engaged, be creative, and help the company succeed. But job security isn't the only thing that motivates employees. Work satisfaction, growth opportunities, and a great work environment are also important (Gallup, 2016). 
	PMI technique for resolving job satisfaction

	Plus
	  Minus 
	 Interesting 

	· Compensations/ pay: Compensation and  various benefit in the organisations helps keep workforces motivation as well as acheive goals of invididuals.  
· Job security: job security ensure employees to feel higher security, safe and valuable in the workplaces and this would create higher engagement towards the workplaces. 
· Career advancement opportunies : Career  oprtunities helped  reduces attrtions  and improve  overall performances of the organisations. 

	· Absenteesim:  This can lead to dininish the service  quality and decrease the workplaces productivity so it must exclude from the organisations. 



· Lack of communications : This can lead to the omting the crucial informations and this can lead to the sign  of missunderstanding. 

· Unrealistic goal: Various work which is not attainable,practical and doable, these must be exclude. 




	· Monetary reward: Bonus, incentive and sharing profit share are interesting  tool to develop engaement.  


· Respectfull behavious : Good trearment towards  the all level  of emoployees. 

· Fexible work schedule






Figure : PMI technique as the decision making
Sources : self develop

Among them,  organisation must adopted most approprate approch, job security along with career development oppportunies with the help of  administations support. 
[bookmark: _Toc143597913]Establish different plan for  giveing the solution: 
The organiser must follow a couple of steps for the development of a positive work environment.  The onboarding process focuses on learning to become familiar with the organisation's culture. The manager of the organisation must offer new tools and resources for achieving the organisation's goals and succeed in individual roles in the right way. The out boarding process must influence employees to attend meetings and review the company code of conduct and the right maintenance of the safety procedures as well as values. The Company must complete onboarding paperwork while adopting rules and regulations for enhancing employee engagement. To diminish employee dissatisfaction, managers of the organisations must meet the psychological and cognitive needs of the employees which help to promote the employees' wellness by offering various counselling services as well as providing employees resources.  Companies can offer plenty of workplace flexibility for developing performances and must influence plenty of time off for managing family commitments along with overcoming illness.  To reduce dissatisfaction in organisations, managers must focus on direct as well as open communications which create main foundations which can increase team cohesion. The transparency in accountability helped in ensuring the company's expectations towards the employees. Through communication, organisations can create dedicated channels related to collaborative projects. The rewarding process is another greatest plan of the organisations which helped to boost performance and this helps establish a positive precedent and employees can feel valuable and appreciated in the organisation. So managers must implement the rewards weekly, monthly as well as quarterly. The giving gift card as \well as different types along with promotion opportunities help employees to stay focused. Most importantly the positive work culture in the organisations helped to provide higher work involvement and reduce the stress of the employees. All of these plan implementations in the workplace can be effective in reducing disorganisation and dissatisfaction (Indeed, 2023).
[bookmark: _Toc143597914] Communicate the plan to stakeholders: 
To effectively communicate with stakeholders, it is necessary to Identify and categorise relevant stakeholder groups Identify stakeholder needs and priorities Select appropriate channels and frequency for communication Maintain consistent and transparent communications Encourage two-way communication and feedback Tailor messages to meet the interests of each stakeholder group Engage stakeholders in decision-making processes Continue to adjust the communication strategy in response to changing needs and feedback Create an environment of empathy, credibility and collaboration. Communication is essential for stakeholder engagement because it builds trust, and understanding, and aligns goals. By communicating information, addressing issues, and engaging stakeholders in decision-making, organisations can create an environment that promotes collaboration and supports project and stakeholder success (Asana, 2022). 
[bookmark: _Toc143597915]Conclusion: 
In conclusion, it can be concluded that Employee satisfaction can have a positive impact on a company's success and reputation. It can lead to a higher level of employee engagement, improved productivity, and increased motivation. Employees who are satisfied with their work are also more likely to remain with the organisation, thus reducing turnover and the associated costs. Furthermore, positive job satisfaction can also lead to a better work atmosphere, improved teamwork, and a more productive work environment. So job organisations must ensure motivation factors to reduce job dissatisfaction, better work-life balance and reach the organisation's goal quickly. 
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