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Problem-solving tools and techniques are important for managing complex issues strategically. With the help of an appropriate problem-solving process, a strategic decision can be developed. In the given case study, it is highlighted that job dissatisfaction is the main issue of major UK companies, which requires a strategic solution as well as a problem-solving appraisal to maintain a good employment environment in the workplace. Based on these circumstances, this report focuses on the identification of major solutions with the help of appropriate decision-making tools and techniques. The communication and implementation plan of the proposed solution has been also evaluated in this study. 
[bookmark: _Toc89105667][bookmark: _Toc89118625]Complex problem, its scope, and impact 
Complex problems in the workplace can be defined as the major issues, which need to be solved for organisational development. In the words of Llera and Newman (2020), some major issues in the organisation create major complications in the workplace. It becomes another reason for the team conflicts in the workplace, due to this complex problem must be solved by the organisational team to maintain a good business success in the target segments. On the other hand, it is also noticed that complex problems become other issues relating to work performance. In such conditions, the management team has to understand its actual impact and root cause analysis for its proper intervention. As stated by Ortiz and Huber-Heim (2017), complex issues have a great impact on the job satisfaction level of an employee’s relationship in the workplace. It creates higher complexity in the work process as well as workplace policies, which leads to disagreements among employees in the target workplace. For this reason, management of complex issues is highly important for every organisation to sustain the actual value of the organisation. 
[bookmark: _Toc89105668][bookmark: _Toc89118626]Analysis of the identified problem 
It is identified that job dissatisfaction is the main issue that introduces complex workplace issues in different organisations. In the words of Camarillo, Ríos and Althoff (2018), any company has the main objective to maintain employee's satisfaction by increasing job satisfaction. Without good job satisfaction, there is a lack of efficient performance among employed people. It also reduces productivity as well as quality assurance of the product range. Due to this condition, job satisfaction has an impact on the current employment state of the organisation. As argued by Chen et al. (2019), it is seen that underpaid is one of the main factors for the job dissatisfaction of the organisation. Without having a well-paid structure, employees cannot be motivated towards the actual work process of the organisation. Besides, it is also evaluated that lack of work-life balance is another major factor for increasing job dissatisfaction among employees. In this context, no vacation times are another most important aspect that also reduces work-life balance among employees (Corporate Chaplains, 2021). 
Such a lack of workplace advantage becomes major issues for employees to maintain a good job satisfaction level in the target segments. On the other hand, it is also seen that unsupportive management teams become also challenging employees to continue their work process strategically. In this context, it is also evaluated that unforgivable company culture introduces a lack of supportive work environment in the workplace. As mentioned by Okeke and Mtyuda (2017), such a workplace environment cannot motivate employees to look for suitable work priceless and good job satisfaction level in the target segments. Lack of growth opportunities is also a major disadvantage for employees to maintain an effective job satisfaction level. Due to this conditional, employers cannot find any kind of encouragement to continue their work preference in the particular segments. Job dissatisfaction not only reduces work preference but also the reliability of the workplace culture. In the words of White, Aiken and McHugh (2019), it eventually reduces all cooperative and collaborative approaches among employees. For this reason, it can be suggested that the management team of the organisation has to focus on the proper management of job dissatisfaction to maintain a good employee’s retention level in the target segments (Corporate Chaplains, 2021). 
[bookmark: _Toc89105669][bookmark: _Toc89118627]Alternative solution to the problem 
Job dissatisfaction requires different kinds of solutions, which must be based on the employee’s retention level. Some alternative solutions are given below: 
Provide growth opportunities: The HR team of the organisation has to provide major growth and career opportunities to each employee that encourages them to update their professional skill as per requirements. According to White et al. (2020), also an effective motivational approach also improves their performance level in the target segments.  
Focus on core employee engagement: the management team also needs to focus on the major employee engagement approach so that HR can maintain motivated employees in the target workplace. As mentioned by Arvan et al. (2019), employee engagement also can be most effective for increasing an employee’s retention level in the competitive workplace.  
Authentic recognition and fair compensation: HR has to maintain appropriate employee’s recognition based on their performance level. On the other hand, a fair compensation level must be maintained by providing good motivational vibes towards employees’ satisfaction. In this context, it can be said that the organisation has to focus on the good work experience of employees to promote them as per their skill and performance (Corporate Chaplains, 2021). 
Continuous monitoring feedback: The firm has to focus on the continuous monitoring and feedback system to evaluate the key performance skill of their employee. With the help of a feedback system, the HR department of the firm can introduce a good employee’s retention level in the competitive segments.   
Introduction of job training for employees: The HR department has to arrange employee’s training programs so that each employee can improve their performance skills. In the words of Gupta, Singh and Singh (2018), it also encourages employees to maintain good performance criteria in the targeted segments.  
Good communication level: The management team has to maintain good communication with employees so that an effective relationship can be improved. This can be also beneficial for maintaining a good employee-employer relationship in the competitive segments.  
[bookmark: _Toc89105670][bookmark: _Toc89118628]Decision-making techniques 
There are different kinds of decision-making tools and techniques, which are used for the proper intervention of the identified problem. In this case, one of the best decision-making tools has been selected that are used for evaluating the most appropriate solution of the study. According to Silic et al. (2020), the decision-making matrix is one of the most important decision-making tools that are widely used to select the best solution for a specific problem. These techniques focus on the capabilities, effectiveness and reliability of all proposed solutions for managing job dissatisfaction. Based on the total value of possible solution, the decision-maker can find the most suitable solution that can be used for managing overall issues of job dissatisfaction in the target segments. 
	Options 
	Capabilities 
	Reliability 
	Effectiveness 
	Total 

	Provide growth opportunities
	5
	2
	3
	10

	Focus on core employee engagement 
	7
	4
	3
	14

	Authentic recognition and fair
 compensation 
	8
	5
	8
	21

	Continuous monitoring feedback 
	2
	3
	5
	10

	Introduction of job training for
  employees 
	4
	3
	5
	12

	Good communication level 
	5
	4
	2
	11


Table 1: Decision-making matrix
(Source: Silic et al., 2020)
From the above table, it is evaluated that each of the problem-solving solutions has different reliabilities, capabilities and effectiveness. Among the six major solutions, the decision-making matrix shows that authentic recognition and fair compensation has a higher weightage among all proposed solutions. Based on this solution, the management team can easily motivate its large employee base in the target segments. In the words of Haralayya (2021), the main reason behind the section of this solution has high effectiveness for developing a good job satisfaction level among employees. It is evaluated that appropriate employee recognition is important to raise the employee’s benefits for a crane work culture. This kind of perspective also motivates employees to induce good work satisfaction for a particular work process. On the other hand, fair compensation also encourages employees to boost their performance levels. It makes the employee become more energetic and enthusiastic towards his responsibilities. As mentioned by Shobe (2018), it is also evaluated that employee’s recognition is also an important aspect for reinforcing corporate value in the workplace. Based on the employee’s recognition aspect, an employee's retention level can be achieved. For this reason, employee’s recognition and fair competition is the ideal solution to manage the problem of job dissatisfaction among employees. 
[bookmark: _Toc89105671][bookmark: _Toc89118629]Plan for implementing the solution 
For implementing the selected solution as appropriate employee recognition and fair compensation, the management team of the organisation has to set a major goal to implement it. In the words of Rizany et al. (2019), different kinds of root cause analysis of the proposed plan must be encountered so that its risk and capabilities can be identified. Risk assessment is highly required before implementing the proposed solution to the identified problem. In this context, the organisation has to introduce different project manners including risk assessment and project management. A proper schedule is required for implementing the proposed solution. Before implementing fair compensation and proper employee recognition solutions, the organisation has to focus on the basic needs of employees. Because, the current performance level of employees must be evaluated, which ensures strategic implementation of the proposed solution? As stated by Gupta, Singh and Singh (2018), resources management is also important for the implementation of solutions. Current employee’s benefits schemes must be checked by the project management while identification of the financial strength of the organisation is also an important aspect for implementing the ideal solution to intervene job dissatisfaction issues. 
[bookmark: _Toc89105672][bookmark: _Toc89118630]Communication plan 
A proper communication plan is required for maintaining good communicative responses among major stakeholders. For implementing the solution, employees, finance management team, HR management team, CEO and board of directors’ news to be involved. In this context, the echo of the stakeholder must have good communication challenges so that each of the stakeholders can communicate with each other. As stated by Arvan et al. (2019), it can also help to reduce team conflicts and any kind of disagreement among employees in the competitive segments. A proposed communication plan for each stakeholder has been given below: 
	Stakeholders 
	Actions 
	Delivery methods 
	Delivered by 
	Timeline 

	Board of directors 
	Take decision regarding fair compensation and employee’s recognition 
	Official mail, website notification to each employee 
	Owner 
	15 days 

	Finance manager 
	To check the economic stability regarding work preference of the organisation 
	Websites, checklist of economic stability of organisation 
	CEO 
	1 month 

	HR manager 
	To evaluate the performance level of each employee regarding particular work process 
	Blog, Email 
	Finance manager 
	15 days 

	Employees 
	Announcement for upcoming compensation and performance-based recognition 
	Blog, personal email 
	HR head 
	2 months 



Table 2: Communication plan template
(Source: Arvan et al., 2019)
[bookmark: _Toc89105673][bookmark: _Toc89118631]Monitoring and review techniques 
The management team of the organisation can introduce a continuous observation-monitoring plan to evaluate the current performance level of employees after implementing fair compensation and employee recognition options. In the words of Ortiz and Huber-Heim (2017), continuous monitoring and observation techniques help the management team to identify the progress of the implemented solution. In this context, the management can also provide a solution based on the actual requirements of employees. Observation has the power to identify major performance goals and strengths of employees while performing certain tasks. As stated by Okeke and Mtyuda (2017), the actual motivational approach of employees can be also recognised by observation techniques. On the other hand, the management team can also use survey analysis of employees as the core review tools to evaluate the actual performance level of employees. With the help of a survey process, a broad capability of compensation and employee's recognition can be identified strategically. In this context, it can be said that the proposed monitoring and review techniques are ideal for evaluating the implementing solutions. 
[bookmark: _Toc89105674][bookmark: _Toc89118632]Conclusion 
After analysing the entire facts, it can be concluded that job dissatisfaction is the major problem that requires a good solution. It can be defined as the complex issues of the organisation, which can be solved by managing a good compensation level, good communication, feedback and a good employee engagement system. Decision-making matrix highlights that employee recognition and fair compensation is a suitable solution for managing job dissatisfaction issues strategically. The communication plan also provides the best communicative approach among different stakeholders. It is also concluded that observation and survey methods are ideal for monitoring and reviewing the implemented solution.
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