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[bookmark: _Toc49357976]1.0	Problem Definition
The need to solve complex problems in corporate organisations is a requirement of current workplace settings (Schaafstal, Johnston, & Oser, 2001). The need for effective problem-solving framework for resolution of complex problems in corporate organisations is paramount (Middleton, 2002). Complex problems characterize many different organisations, with their dynamic nature. Bernik, and Žnidaršič (2012) view complex problem as being characterized by the integration of several players with diverse skills before effective solution can be proffered. Rosi and Mulej (2006) define complex problems as being very dynamic, with constant changes of patterns as well as their mutual relationships. Another major feature of complex problem is that it does not often occur, and if it occurs, it takes longer time to be solved than simple problems (Bernik, and Žnidaršič, 2012). Thus, solving complex problems always occurs in groups or teams, due to the fact that it happens most times that the present solutions may be the source of new problem.
The problem confronting the hypothetical organization is low morale and low employee job satisfaction. Low morale and low job employee satisfaction are amongst the critical issues confronting the contemporary employees in corporate organisations. Job morale, as described by Shaban, et al., (2017), is a subtle value that has feelings, emotions, attitudes as well as perceptions towards the firm and the employees of the organisation. While features of high and positive morale usually include discipline, self-assurance and the inclination to perform, low morale is characterized by such factors as job insecurity, inadequate or non-existent fair compensation policy, business environment uncertainties, and disproportionate outsourcing practices (Shaban, et al., 2017). Sittisom (2020) defines job satisfaction as a complete set of feelings or emotions that determines the employees’ performance in their places of work. Job satisfaction is defined as physiological, emotional, psychological as well as overall environmental conditions that affect an employee (Sittisom, 2020). The low employee job satisfaction is as a result of low involvement and low communication between managers or supervisors to low level employees. Both the low employees’ morale and low employee job satisfaction affect the performance of an employees and leads to low productivity. 
[bookmark: _Toc49357977]2.0	Analysis of information on the identified problem
Low morale impacts negative on the income of an organization, their productivity, their financial competitiveness, as well as the objectives of an organization (Sauermann & Cohen, 2008). Low morale results from situation where managers do not directly communicate with their employees, but rather address them using a sort of command and control style. This communication approach creates a gap between managers and their subordinates, which triggers distrust, disrespectfulness, low morale and employee job satisfaction (Chungsup & et al., 2012). Similarly, low morale triggers or causes loss of interest, especially when managers do not appreciate the contributions and the performances of their subordinates (Zeynep & Huckman, 2008). Lastly, low employee morale leads to high employee turnover, a situation where employees leave their jobs due to unhappiness and therefore have no reason to stay. The effect of employee turnover can be very disastrous to an organization in terms of costs and the level of productivity (Sittisom, 2020).
When employees have low job satisfaction, it means that they have little or no likeness for their jobs, or that employees have unfavorable or negative feelings about their jobs or their work environments. Low employee job satisfaction can lead to high turnover, low productivity, reduced customers’ satisfaction, absenteeism as well as low morale (Sittisom, 2020).
[bookmark: _Toc49357978]3.0	Alternative Solutions to the problem
Three job satisfaction theories would be discussed as alternative solutions to the low morale and low job satisfaction problems in business oroganisations. These three job satisfaction theories include Herzberg’s (1958) Two Factor Theory, Value theory (Baro, et al., 2017) as well as Employee Engagement Model.
[bookmark: _Toc49357979]3.1.1	Herzberg Two Factor Theory 
Herzberg Two Factor Theory is arguably the most popular model of job satisfaction (Furnham et al., 2002). Herzberg (1958), argued that there are two categories of needs, namely hygiene factors (dissatisfiers) and motivating factors (satisfiers). As shown in the Figure 1, hygiene factors are fundamental needs, which in work setting, include benefits or bonus, job security, salary, supervision as well as good conditions of work (Johansson, 2010). 

Figure 1: Herzberg’s Two Factor TheoryMotivating Factors
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According to Herzberg, these hygiene factors may not result in job satisfaction, but if these factors are unfulfilled, they can end in job dissatisfaction. For example, salary does not cause satisfaction, but if the salaries of employees in a particular organization are below the industry standard, it can trigger dissatisfaction (Haque, Haque, and Islam, 2014). The fulfilment of hygiene factors leads to neutral state as shown in the Figure 2 below, and their unfulfillment leads to job dissatisfaction (Johansson, 2010). 
Figure 2: 
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Motivating factors, however, increase the feeling of job satisfactions at work. These factors improve employees’ satisfaction as they are challenged to develop their talents and fulfil their potentials (Haque, Haque, and Islam, 2014). These factors include achievement, recognition, responsibility, advancement, growth etc. For example, as indicated in the Figure 1, adding responsibility to employees’ tasks and providing responsibilities for their advancement are motivators, which enhance employees’ satisfactions
[bookmark: _Toc49357980]3.1.2	Value Theory of Job Satisfaction
[bookmark: _Toc49357981]Value theory is originated by Atkinson in the 50’s and 60’s (Gerstein et al., 2016). According to the Atkinson, job satisfaction is a result of the gaps or discrepancies between job outcomes or rewards that employees get or receive and those that the employees desired (Gerstein et al., 2016). Abubaha (2019) argues that the more these gaps or discrepancies are bridged, the better satisfied the individuals are. In other words, the lesser the value that employees get from their jobs, the less satisfied they become. More so, the wilder the gap between what the employees want and they get regarding their jobs, the more dissatisfied they become with their jobs (Abubaha, 2019). Employees who get what they want in terms of pay, learning, opportunities for advancement, and so on, are likely going to be more satisfied than those who do not. 
3.1.3	Employee Engagement Model
Employee engagement model is a strategic framework that categorises factors that determine job satisfaction into three stages, including basic conditions, intermediate and advanced (Kraut, 2006). This is shown in Figure 3 below:
Figure 3: Employee Engagement Model as designed by Kraut
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The ranked structure of the theory does not portray that the lower level must completely be met or achieved before the higher level is fulfilled. In other words, to enhance job satisfaction, the basic conditions must be studied to see which of the determinants needs to be improved (Johansson, 2010).  
The first level of the model is made up of elementary needs of a job, which are essential and are influenced by the closet supervisor to a large extent (Kraut, 2006). This is shown in the Table 1 below. The second stage is intermediate and this level is made up of growth and development determinants (Johansson, 2010).  If these elements are fulfilled, job satisfaction would grow. The third level is advanced, and are made up of determinants of organization commitment, which includes customer focus, organizational growth and success and so on.
Table 1: Determinants of each level of the employee engagement model
	Basic Conditions
	Intermediate
	Advanced

	Harmless conditions of work
	Learning and performance development
	Concentration on the customer

	Well-structured Team
	Reassurance 
	Organizational growth and success

	Capable supervisor
	Involvement in decision making
	Belief in competitive strategy

	Tools and equipment
	Collaboration amongst the team members
	Product and service improvement

	Training and Development
	Individual growth and fulfilment
	Value variety

	Respect and Being Valued
	Satisfactory pay and reimbursements
	Belief in senior management

	Treating everybody equally
	Open communication mediums
	

	Enjoy the work
	Love of the company, products and services
	



[bookmark: _Toc49357982]4.0	Decision making technique to evaluate solution to the identified problem
The following are the decision-making technique that can be employed to solve low morale and low job satisfaction problem identified in the hypothetical organization. According to Shahsavarani and Abadi (2015), the decision-making process comprises of the following:
[bookmark: _Toc49357983]4.1.1.	Situation Identification: 
This would involve through investigation of the problem as the real issue, or whether is the symptoms of something deeper (MindTools, n. d.). Low morale and low job satisfaction should be investigated to know if it’s the real problem or if it’s the symptoms of some deeper problems. This phase may also include investigating what led to the problems. Problems occurs when the current situation differs significantly from the desired state (Bernik, and Žnidaršič, 2012).
[bookmark: _Toc49357984]4.1.2	Generation of good alternatives: 
The wilder the options explored, the better the final decision is likely to be. The alternatives generated are given in the above section (MindTools, n. d.). The alternative solutions to the identified problems include adopting Herzberg Two Factor Framework, Value Model or Employee Employment Model. These alternative solution models provide diverse options through which the problem of low morale and low employee job satisfaction can be solved. 
[bookmark: _Toc49357985]4.1.3	Exploration of the options: 
This involves the evaluation of the feasibility, risks and implications of the alternatives generated in the step above (MindTools, n. d.). This can be achieved using different techniques such as risk analysis framework, risk impact/probability charts and so on. Each of the alternative solution models identified are analysed using risk analysis framework such as risk impact/probability charts. 
[bookmark: _Toc49357986]4.1.4	Execution: 
This involves making the real decision. This can be achieved by selecting the best options amongst the alternatives. In some cases where an alternative is clearly better than the rest, it is as simple as picking the clearer option. However, in a case where there are several competing options, there are many techniques that can be used, namely, decision-matrix analysis, decision trees or paired comparison analysis and so on (MindTools, n. d.). At this stage, the best decision with the lowest risk and having the greatest benefits, is chosen for execution.
[bookmark: _Toc49357987]5.0	Plan Development for Implementation
information gathered as well as additional arguments collected during the decision-making process are used in creating an implementation plan (Negulescu, 2014). Prior to the implementation of job satisfaction model, those that are affected by the problems or those who would be influenced by the changes, is made to involve in the establishment of action framework that plainly defines the diverse plans to be taken (Johansson, 2010). Schou (2007) argued that implementation should be carried out together with other improvement processes within the organization. Under the implementation phase, comes the evaluation of the plan to learn from the process. Evaluation helps managers to either prevent them from same category of problems, or to record the changes for future purpose if they turn out to be successful (Johansson, 2010). This is particularly important because it makes future implementation and plan to be easily accomplished. 
[bookmark: _Toc49357988]6.0	Communication of the Plans to the Stakeholders
Stakeholders engagement in corporate organization, is an important concept of sustaining positive relationships with the stakeholders (The Melbourne Mandate, 2012). Van Zyl, (2013) argues that it is becoming progressively apparent that corporate organisations need to communicate plainly with their stakeholders in respect of the risks encountered by the firms, together with the tactics to mitigate those risks. Organisations should not only focus on stakeholders who share their opinions, but also on those who challenge their views, as this would go a long way in helping them to draw better solutions to identified problems (Rahim, 2002).
[bookmark: _Toc49357989]7.0	Monitoring and review techniques
Monitoring and review provides timely information on emerging issues, and enhance performance and accountability. Monitoring helps to track progress towards outcomes, and adjustments are made during implementation. Higher Education Innovation Fund (2014) argues that information is collected and analysed during the execution of the plan. During implementation, the data to be collected must be defined and the method to be used for monitoring. Monitoring and review assess and demonstrate an organization’s effectiveness in achieving their objectives; it improves internal learning as well as decision-making as regards a project; it empowers and motivates volunteers as well as supporters; and lastly it enhances accountability to the key stakeholders (Higher Education Innovation Fund, 2014). Observation and interviewing some categories could be some of the techniques of monitoring to employ during problem solving process. 
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