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[bookmark: _Toc133506941]Introduction 
This report aims to find out complex problems like job dissatisfaction in the workplace and it will also explain its scope and impact. It will analyse the information on the identified problem by taking steps like reviewing existing information, preparing a needs assessment, and evaluating the legal procedures. It will also propose a range of alternative solutions to the identified complex problem. Further, it utilizes a decision-making technique to evaluate various solutions to find out the most appropriate option. Moving ahead, this paper will suggest an effective plan to successfully implement the plan and will communicate the same to stakeholders. While conclusion, it will evaluate appropriate monitoring and review techniques to make sure the plan is successfully implemented in the workplace. 
[bookmark: _Toc133506942]Define a complex problem in the workplace including its scope and impact
Generally, the workplace of any organization faces a lot of complex problems. But one of the most important complex problems which can be found in the majority of industries is job dissatisfaction. Job dissatisfaction can be understood as when employees are unsatisfied with their job or when the organizations fail to fulfil employees’ expectations (Skivington et al., 2021). This complex problem affects the organization hugely as it creates a negative perception of the organization and a lack of motivation in the mind of employees. A negative work environment, poor management and leadership, lack of recognition, and low wages are some of the reasons why job dissatisfaction arises in the workplace. 
Job dissatisfaction scope in the workplace is very significant irrespective of the size of the industry. This particular complex problem can be found in majority of the industries even in today’s modern world. According to Randstad Workmonitor, a survey conducted by them on 13000 UK employees shows that around 34% of employees have accepted that they are not happy with their job and will prefer to remain unemployed rather than do a job which does not match their expectations. Another survey done by the CIPD Good Work Index shows every three of five workers from the age group of 18-54 has changed their job in the last 12 months due to a lack of opportunities. 
The effects of job dissatisfaction inside the workplace can be serious and significant. It may result in lower levels of job satisfaction, more absenteeism and turnover, lower levels of productivity, and lower organisational effectiveness. Anxiety, sadness, and other health problems can result from it, as well as long-term effects on the emotional and physical well-being of those who have been subjected to harassment or discrimination (Lee et al., 2019).
As a whole, job dissatisfaction in the workplace is a complicated issue that necessitates proactive measures from organisations to stop and resolve these actions. This entails developing a climate of respect and inclusion, delivering diversity and inclusion training and education, and putting in place explicit procedures and guidelines for reporting and looking into cases of job dissatisfaction.
[bookmark: _Toc133506943]Analyse information on the identified problem, to help inform the decision-making process 
Following steps can be utilized to analyse information on the identified problem of job dissatisfaction   
1. Review existing information: The data that is already available on job dissatisfaction must be reviewed by organisations, including complaints from workers, interviews at departure, and worker participation surveys. This can be used to spot patterns, trends, and regions where the issue is most severe.
2. Prepare a needs assessment:  To ascertain the extent and seriousness of the issue, a needs assessment entails obtaining information from employees as well as other stakeholders. Surveys, focus groups, or interviews can be used for this. The needs analysis can assist in determining the forms of job dissatisfaction that are taking place, the people or groups that are most impacted, and the main reasons for the issue (Wiklund, Wright and Zahra,  2019).
3. Evaluate the legal procedures: The legal environment around job dissatisfaction, comprising pertinent laws and regulations as well as recent court cases, should be reviewed by organisations. This can be used as guidance when creating policies and processes that comply with legal obligations and industry standards.
4. Review the industry research: It might be helpful to get an understanding of the issue of job dissatisfaction through research done in the workplace or the area of social psychology. Studies may, for instance, outline the best prevention and intervention methods or detail the effects that various organisational cultures and policies have on the occurrence of job dissatisfaction (Bongiovanni and Louis, 2021).
5. Take suggestions from experts: Experts on the subject of job dissatisfaction, which might include HR personnel, attorneys, or consultants, may be consulted by organisations for their benefit.
[bookmark: _Toc133506944]Propose a range of alternative solutions to the complex problem of job dissatisfaction   
1. Solution 
Set clear goals and instructions: an organization must provide its employees with a clear set of goals and instructions to eliminate job dissatisfaction. When employees get clear instructions, they start developing confidence in their work and responsibilities. Management should also try to solve every query workers have to make them engaged in the work process.  
2. Solution 
Provide constant training and education: Training and education for staff members on job dissatisfaction can assist increase awareness of the problem and provide people with the information and abilities to see and react to these practices. This can involve instruction in recognising and reporting instances and instruction in appropriate intervening techniques for those who see harassment or discrimination.
3. Solution 
Ensure constant workplace culture evaluation: Regular evaluations of workplace culture can aid in spotting possible problems with job dissatisfaction earlier than they become more serious. Getting feedback from employees on their experiences and perceptions of the workplace may require conducting anonymous surveys or focus groups (Iliffe and Manthorpe, 2019).
4. Solution 
Continuous communication with employees: To make employees part of the decision-making process management should establish constant communication with them. The organization should value employees’ feedback and ideas so that they feel they are part of the organization. This will lead to a decline in job dissatisfaction among employees. 



5. Solution 
Adopt No Favouritism Policy: the organization should treat every employee at the workplace equally without remaining biased towards any specific person. Favouritism in the organization will lead to low morale among employees. Staff will lose interest in the work if they made a perception that their hard work is not getting recognition by the organization and there is nepotism going on in the workplace. 
6. Solution 
Create a culture of inclusion and respect: Promote an inclusive and respectful culture: By fostering an inclusive and respectful culture, job dissatisfaction can be avoided altogether. Establishing policies that place a high value on decency and respect in the workplace, as well as encouraging diversity and inclusion in recruiting and promotion procedures, are all part of this (Cohidon, Wild and Senn, 2019) Organisations can create a complete strategy to handle the complicated issue of job dissatisfaction in their places of employment by considering these potential solutions.
[bookmark: _Toc133506945]A decision-making technique to evaluate a range of solutions to recognize the most appropriate option
In the previous point, various solutions to the identified problem of job dissatisfaction were recognized to help a workplace to improve its condition. Solutions like Setting clear goals and instructions, providing constant training and education, ensuring constant workplace culture evaluation, continuous communication with employees, adopting a no favouritism policy, and creating a culture of inclusion and respect were recognized to solve the mentioned problem. But the most appropriate solution to job dissatisfaction will be establishing constant communication with the employees. This solution has the potential to eliminate the complex problem of job dissatisfaction completely from the workplace. 
The most appropriate solution to the problem through SWOT analysis: 
	STRENGTH 
	WEAKNESS
	OPPORTUNITIES 
	THREAT 

	1. Will solve the communication gap between employees and the organization 
2. Staff will be able to share ideas, thoughts, and suggestions with the upper management
3. Will solve rumours and miscommunication
4. Will boost employees’ self-confidence and they feel valuable 
5. Will remove biasedness from the workplace 
	1. Time consuming and lengthy process
2. Organization needs effective interpersonal skills (Kanli, Küpeli and Onat, 2022)
3. Have to interact individually with every employee
	1. Can eliminate the threat of job dissatisfaction completely 
2. Employees will feel valued and respected 
3. Workers will put more effort into the work 
	1. Employees will interfere in the operational process
2. Decentralization of power and authority 
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Figure 1: (Source: Medium, 2023)

[bookmark: _Toc133506946]Develop a plan for implementing the solution
Successfully implement a plan, an organization needs to plan the whole process before implementing it. Planning and preparation include steps like making an action plan, the steps required, scheduling the steps, manpower and resources required. and measures to handle the outcome. 
1. The action required: this is the first and most important point for the implementation of a plan. Under this, an organization must set the objective, assign roles and responsibilities, and prepare the sequence and the steps required for the completion of set goals. 
2. Scheduling the steps: in this step, the organization should schedule the steps and the actions identified in the first step by creating a timetable. This will help the organization to at what stage and time steps are needed to be taken and how much time each step will take (Ojo and Pye, 2020).
3. The resources required: this will enable the organization to identify the need for resources required to implement the plan. Such as the number of people required, skills, qualities and knowledge needed, and training and assistance required. 
4. Measures to counter adverse results: in the last step, the firm needs to prepare itself for the worst outcome. If things did not happen as per plan, this step will; help the organization to minimise the risk associated with the solution. 
[bookmark: _Toc133506947]Communicate the plan to stakeholders 
The below-mentioned points can be utilized to inform the stakeholder regarding the changes: 
Identify the stakeholders: Workers, stockholders, owners, customers, and senior management team are the important stakeholders of any organization. Organizations must inform them about the ongoing changes to receive their continuous support financially and emotionally
Way of interaction: organization can connect with the stakeholder virtually through video conferencing apps like Zoom and Google Meet or can have a meeting physically. This will assist the organization to convey to stakeholders the problem identified and the solution selected to solve the solution. This meeting will also make them aware of the cost and benefits related to the implementation of the proposed plan. Selecting an effective method of interaction is necessary to brief the plan clearly to stakeholders (Sng, Au, and Pang, 2019).
Documentation of work: the organization must record the plan in documents to circulate it among the shareholders. These documents will be considered acceptable only after verification and signing by stakeholders. 
A summary of the project report: project summary report should be provided to the stakeholders containing all the relevant information. This will come in use in the near future and will spread the information to different sections of an organization. 
[bookmark: _Toc133506948]Assess appropriate monitoring and review techniques to ensure the successful implementation of the solution
The complex problem of job dissatisfaction generally arises in the workplace due to low pay scale, lack of career opportunities, and biasedness in the workplace. Work efficiency, absenteeism and productivity level can be considered as the benchmark to monitor the success of the proposed plan. This can enable the organization to review the efficiency and success of the plan. Surveys, registers and focus groups are other important techniques to monitor and review the successful implementation of the employees (Hudson, Hunter and Peckham, 2019). Surveys help to receive feedback from the employees working in the organization to know about their points of view and what suggestions they want to give to management regarding the changes.  
Another effective method to monitor and review the plan is making a report, a report contains feedback and comments from various departments of the organization that helps to identify the drawbacks and loopholes of the implemented plan.


[bookmark: _Toc133506949]Conclusion 
This report discusses the complex problem of job dissatisfaction and analyses its scope and impact. It analysed the information on the selected problem and provided various alternative solutions to solve the problem like setting clear goals and instructions, establishing constant communications, etc. Further, the most appropriate solution was implemented with the help of a SWOT analysis. It also developed an implementation plan and explain the proper method to communicate the same to stakeholders. Lastly, this paper explained a few techniques to monitor and review the plan. 
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Introduction 







In this presentation, the topic of the complex problem of “Job dissatisfaction” faced by UK employees will be discussed. 





A discussion on the nature and impact of complex problems like job dissatisfaction on the productivity of an organization will be done. 





Further, a PESTLE analysis of the micro-environmental factors and solutions to the complex problems will also be mentioned. 





In Lastly, it will help the organizations to prepare a demonstration on how to implement the chosen solution in the operations. 
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Discussion on the nature and impact 

(actual and potential) of the complex 

problem

The nature and impact of 

complex problems like job 

dissatisfaction can get 

affected by various factors 

present within the 

organization. 

A complex problem such as 

‘Job dissatisfaction” can 

arrive in the workplace of a 

company when employees 

are unhappy or have 

negative feelings for the 

organization. 

When employees think they 

are underpaid, getting no 

personal time, and facing 

bad management then a 

sense of job dissatisfaction 

develops in their minds 

(Wach et al., 2021).

A complex problem can 

leave a huge impact on the 

organization, it can lead to a 

lack of motivation, lack of 

interest, poor productivity, 

and a high absenteeism level 

in an organization. 
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Discussion on the nature and impact (actual and potential) of the complex problem





The nature of a complex problem in an organization depends on different reasons. Job dissatisfaction can arise within the organization if the employees working in the organization are not satisfied with the kind of treatment they are receiving from the company. Generally, a complex problem like job dissatisfaction can be understood as a situation when the workforce of the company is not happy or holds negative feelings for the organization. The main factors behind the nature of job dissatisfaction are long hours of work, a pay scale below par, no balance between professional and professional life, etc. 

This particular complex problem can impact the organization hugely and in different ways. If employees are not happy with the organization and are going through a complex problem like job dissatisfaction then it can result in low productivity levels, high absenteeism rate, and high frustration levels, can demotivate employees, and can make them less interested in the working process. Employees will deliberately take more time to complete the task and it will make the production process delayed. As a result, the revenues of companies will fall drastically. To prevent such a situation, the organization needs to solve this complex problem by taking care of the employee’s needs. 
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The nature and impact of complex problems like job dissatisfaction can get affected by various factors present within the organization. 





A complex problem such as ‘Job dissatisfaction” can arrive in the workplace of a company when employees are unhappy or have negative feelings for the organization. 





When employees think they are underpaid, getting no personal time, and facing bad management then a sense of job dissatisfaction develops in their minds (Wach et al., 2021).





A complex problem can leave a huge impact on the organization, it can lead to a lack of motivation, lack of interest, poor productivity, and a high absenteeism level in an organization. 
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Research-informed cause-and-effect 

analysis of the complex problem

There are many causes behind the complex problem of job 

dissatisfaction like low pay scale, lack of balance between personal and 

professional life, little to no vacation time, ineffective time management, 

lack of support from the upper management, and company culture. 

Lack of effective and efficient leadership and management can also be 

the reason behind a complex problem like job dissatisfaction (Andel et 

al, 2019).

A complex problem like job dissatisfaction can affect the organization in 

terms of productivity, absenteeism levels, and overall efficiency of work 

(Van Veldhoven et al., 2020).
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Research-informed cause-and-effect analysis of the complex problem





Complex problems affect businesses from different perspectives and left a huge mark on the overall working of the company. When employees are not satisfied with their position, pay scale, and the recognition they are getting for their work that situation leads to the creation of such a complex problem in an organization. If individuals are thinking that they not getting the deserved salary and due recognition automatically they will start losing interest in their work. This will directly or indirectly impact the organization, when employees will not work at their full potential, the company will suffer production delays that will impact their overall revenue. 
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There are many causes behind the complex problem of job dissatisfaction like low pay scale, lack of balance between personal and professional life, little to no vacation time, ineffective time management, lack of support from the upper management, and company culture. 





Lack of effective and efficient leadership and management can also be the reason behind a complex problem like job dissatisfaction (Andel et al, 2019).





A complex problem like job dissatisfaction can affect the organization in terms of productivity, absenteeism levels, and overall efficiency of work (Van Veldhoven et al., 2020).
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Pestel analysis 

Political: Government aspects such as the country’s economic system, current and foreign policy, and 

bilateral relations can leave an impact on the complex problem of the company. 

Economic: Economic factors like consumer behaviour, production conditions, price fluctuations, and the 

stock market can influence the complex problem of job dissatisfaction among employees.

Socio-cultural: employees can also make and change their perception of job dissatisfaction on the 

bases of age distribution, social class, and level of education (Abdullah et al., 2022).

Technological: workforce also makes their opinion about the job according to the development of 

technology in an organization. 

Environmental:  The kind of climate, infrastructure, and presence of natural resources also influence 

complex problems in an organization (Czaplinski et al., 2021).

Legal factors: competition laws, consumer protection laws, and data protection laws can be one of the 

reasons why employees change their perception of complex problems. 
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Pestel analysis 





Job satisfaction levels can be impacted by government rules and regulations regarding labour laws, minimum salaries, worker rights, and social perks. Work satisfaction can be significantly impacted by economic factors including inflation, recession, and unemployment rates. Job satisfaction may also be impacted by factors such as salary levels, growth potential, and employment options. Job happiness may be impacted by shifting social attitudes and beliefs. For instance, the increasing significance of work-life balance and flexible work schedules may affect how satisfied individuals feel about their jobs. Job satisfaction can also be impacted by cultural and demographic aspects like age, gender, ethnicity, and diversity. Job happiness may be impacted by the increasing usage of technology in the workplace. Technology can increase efficiency and output, but it can also increase stress and job insecurity. Job happiness may be impacted by employment regulations and laws about bullying, discrimination, and safety at work. Job satisfaction may be impacted by the actual working conditions, such as air quality, illumination, and noise levels. Job satisfaction levels can also be influenced by the accessibility of natural resources and the effect of corporate operations on the environment. Overall, there may be intricate interactions between these macroenvironmental elements, which may result in unhappiness at work. To raise employee work satisfaction levels, organisations must be conscious of these variables and make an effort to solve them.
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Political: Government aspects such as the country’s economic system, current and foreign policy, and bilateral relations can leave an impact on the complex problem of the company. 





Economic: Economic factors like consumer behaviour, production conditions, price fluctuations, and the stock market can influence the complex problem of job dissatisfaction among employees.





Socio-cultural: employees can also make and change their perception of job dissatisfaction on the bases of age distribution, social class, and level of education (Abdullah et al., 2022).





Technological: workforce also makes their opinion about the job according to the development of technology in an organization. 





Environmental:  The kind of climate, infrastructure, and presence of natural resources also influence complex problems in an organization (Czaplinski et al., 2021).





Legal factors: competition laws, consumer protection laws, and data protection laws can be one of the reasons why employees change their perception of complex problems. 
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Evaluation of alternative solutions 

to the complex problem 

It is crucial to take their 

viability, efficacy, and 

potential downsides 

into account when 

assessing alternate 

solutions to 

complicated issues like 

job dissatisfaction. 

These frequent 

remedies for job 

unhappiness are listed 

below along with 

benefits and 

drawbacks:

Improving job 

conditions and job 

design: To implement 

this solution, the 

workplace must be 

made a better place to 

work, safety must be 

increased, career 

advancement 

possibilities must be 

made available, and 

demanding and 

meaningful 

occupations must be 

created (De Clercq et 

al., 2019).

Offering better 

compensation and 

benefits: Offering 

employees competitive 

pay, bonuses, and 

perks like medical 

coverage Recognizing 

and rewarding 

employees for their 

work, pensions, and 

paid days off is one 

way to solve this 

problem.

This approach includes 

commending and 

rewarding staff 

members for their 

accomplishments and 

efforts through things 

like raises, incentives, 

and awards (Ntimba, 

Lessing and Swarts, 

2021).
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Evaluation of alternative solutions to the complex problem 





Motivation among staff members, involvement, and effectiveness can all rise as a result of better working circumstances and job design. This method can aid in lowering absenteeism and staff turnover. It can be expensive and time-consuming to modify the way jobs are done and the working environment. The same working circumstances or job design may not satisfy all employees. Better pay and perks can aid in luring and keeping excellent employees. This strategy can lower financial stress while improving employee happiness. Increasing pay and perks can be expensive for businesses. Better pay and perks could not solve the underlying problems that are creating job discontent. Recognising and rewarding employees can boost motivation and job satisfaction. This technique can lower turnover and raise employee morale. An acknowledgement and reward program's implementation might take a lot of time and money. Every worker may not feel that rewards are fair, which can cause resentment and unhappiness.
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It is crucial to take their viability, efficacy, and potential downsides into account when assessing alternate solutions to complicated issues like job dissatisfaction. These frequent remedies for job unhappiness are listed below along with benefits and drawbacks:





Improving job conditions and job design: To implement this solution, the workplace must be made a better place to work, safety must be increased, career advancement possibilities must be made available, and demanding and meaningful occupations must be created (De Clercq et al., 2019).





Offering better compensation and benefits: Offering employees competitive pay, bonuses, and perks like medical coverage Recognizing and rewarding employees for their work, pensions, and paid days off is one way to solve this problem.





This approach includes commending and rewarding staff members for their accomplishments and efforts through things like raises, incentives, and awards (Ntimba, Lessing and Swarts, 2021).
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Evaluation of alternative solutions 

to the complex problem 

Improving 

communication and 

feedback: This strategy 

calls for open lines of 

dialogue among staff 

and management as 

well as regular 

performance 

evaluations.

Providing training and 

growth opportunities: 

This strategy entails 

giving staff members 

the chance to 

advance their abilities 

and understanding via 

training, workshops, 

and mentorship 

initiatives (Amoozad 

Mahdiraji et al., 2022).
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Evaluation of alternative solutions to the complex problem 





Increasing openness and trust between staff and management can be accomplished by improving communication and feedback. This remedy can assist in locating and resolving the problems generating work unhappiness. It can be difficult to put new communication and feedback procedures into action. Some workers might not be open to criticism or feel at ease with direct dialogue. Providing chances for training and development can boost employee enthusiasm and involvement. This solution can aid in an employee's career advancement and the acquisition of new skills. It can be expensive and time-consuming to provide opportunities for learning and development. Training and development initiatives might not be appealing to or advantageous to all staff. In conclusion, each approach has advantages and disadvantages, and the best option will rely on the particular circumstances and requirements of the organisation and its staff. When comparing options for addressing job unhappiness, it's crucial to take into account each option's viability, effectiveness, and potential downsides before selecting the one that best addresses the issue's root causes while remaining workable and long-lasting.
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Improving communication and feedback: This strategy calls for open lines of dialogue among staff and management as well as regular performance evaluations.





Providing training and growth opportunities: This strategy entails giving staff members the chance to advance their abilities and understanding via training, workshops, and mentorship initiatives (Amoozad Mahdiraji et al., 2022).
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Demonstration of how organizations can 

implement the chosen solution 

Recognize and select a 

problem:  the very first step 

that the organization needs 

to do is to identify the 

problem causing the 

mentioned complex problem 

and find out the solution 

accordingly. As mentioned in 

the previous point, solutions 

are Improving job conditions 

and job design, offering 

better compensation and 

benefits, Recognizing and 

rewarding employees for 

their work, improving 

communication and 

feedback, and Improving 

communication and 

feedback. 

Create an implementation 

plan: After deciding on a 

solution, the company should 

create an implementation 

strategy outlining the 

procedures and resources 

required to put the solution 

into practice. Timelines, roles, 

and metrics for gauging 

success should all be part of 

the plan (Mahar et al., 2020).

Communicate with the 

stakeholders: All interested 

parties, including staff 

members, managers, and 

other pertinent parties, 

should be informed of the 

implementation strategy. This 

makes certain everybody 

knows the issue and is 

informed of how the 

proposed fix will be applied 

(Cur

ș

eu and Schruijer, 2020).
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Demonstration of how organizations can implement the chosen solution 





Apply the solution 

The solution should be put into practice in accordance with the implementation plan, and development should be frequently checked. This could entail offering training, altering work procedures, or changing pay and perks.

Analysis of outcomes

The effectiveness of the solution should be assessed when it has been put into practice. Measuring satisfaction among employees, rate of turnover, levels of efficiency, and other pertinent measures may be necessary for this. To have a thorough understanding of the effect of the approach, feedback from stakeholders such as employees and other parties should also be acquired.

Modify the solution 

The organisation may need to modify the solution to increase its efficacy based on the findings of the evaluation. This can entail altering the implementation strategy, giving more training, or taking other actions.

Monitor progress and sustainability

To make sure that the approach is effective and profitable over time, the organisation should keep track of its development and viability. This could entail frequent check-ins with staff members, ongoing assessment, and making additional adjustments as necessary.

By following these procedures, businesses can efficiently plan the implementation of the solutions they have decided upon to address work unhappiness and assess results to guarantee the solutions' efficacy and durability.
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Recognize and select a problem:  the very first step that the organization needs to do is to identify the problem causing the mentioned complex problem and find out the solution accordingly. As mentioned in the previous point, solutions are Improving job conditions and job design, offering better compensation and benefits, Recognizing and rewarding employees for their work, improving communication and feedback, and Improving communication and feedback. 





Create an implementation plan: After deciding on a solution, the company should create an implementation strategy outlining the procedures and resources required to put the solution into practice. Timelines, roles, and metrics for gauging success should all be part of the plan (Mahar et al., 2020).





Communicate with the stakeholders: All interested parties, including staff members, managers, and other pertinent parties, should be informed of the implementation strategy. This makes certain everybody knows the issue and is informed of how the proposed fix will be applied (Curșeu and Schruijer, 2020).
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Conclusion 

This presentation covered the complex problem of 

Job dissatisfaction and how this problem can impact 

the overall performance of businesses. 

It conducted a cause and effect and Pestel analysis 

of the mentioned complex problem to understand its 

impact on the employees. 

Further solutions to the given complex problem were 

discussed and it suggested the most suitable solution 

from the available alternatives. 

While concluding the presentation, a demonstration 

will be discussed that how an organization can 

implement the identified solutions. 
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Conclusion 







This presentation covered the complex problem of Job dissatisfaction and how this problem can impact the overall performance of businesses. 





It conducted a cause and effect and Pestel analysis of the mentioned complex problem to understand its impact on the employees. 





Further solutions to the given complex problem were discussed and it suggested the most suitable solution from the available alternatives. 





While concluding the presentation, a demonstration will be discussed that how an organization can implement the identified solutions. 
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Introduction 

In this presentation, the topic of the complex problem of “Job 

dissatisfaction” faced by UK employees will be discussed. 

A discussion on the nature and impact of complex problems like job 

dissatisfaction on the productivity of an organization will be done. 

Further, a PESTLE analysis of the micro-environmental factors and 

solutions to the complex problems will also be mentioned. 

In Lastly, it will help the organizations to prepare a demonstration on 

how to implement the chosen solution in the operations. 


