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[bookmark: _Toc88251508]Introduction 
Problem-solving is a process by which issues in the organization is identified and evaluated 
And necessary measures are taken to deal with it. This includes identifying, finding appropriate solutions and implementing them to minimize the operational hindrances of an organization. This case study talks about the multinational e-commerce company” Amazon”. Looking at a complex workplace problem the company deals with and analyse the issue in detail step by step in order. The aim is to find alternate, appropriate solutions of the same, communicate the findings to the stakeholders and take necessary measures in implementing those measures in the organization.
[bookmark: _Toc88251509]Complex problem in the workplace 
Problems in the workplace may arise due to a multitude of reasons. When there is a problem in any of the segments of the company it is seen that the level of productivity goes down (De Clercq, Brieger and Welzel, 2021). It may be a problem of management, operational process, staffing (employee job satisfaction), equipment, environment or a problem of material resources.
Job satisfaction must be a priority of a firm as it profits the firm long term.it also provides a good brand image, helping future prospects. A happy employee is much more productive, loyal and shows more innovation at work. In relation to ‘Amazon’, this article will discuss a key problem observed if the organization relating to employees' work-life balance. In this rapid globalized e-market environment, the need for retention of employees is paramount as it decreases the overhead recruitment costs (Clouston, 2019). Employees who are not satisfied with their job tend to shift or leave the company which leads to a shortage of manpower. The overall operations also get affected. The complex problem addressed here deals with the work/live balance of employees. It is seen that the lower-level employees working in logistics tend to get longer work shifts, prescribed by the company. This in term creates a problem for the staff to balance their work-life balance. Allegations and thoughts of this nature foster a sense of missing out on life. This may make them unhappy working in the organization affecting its service output. As the identification of the problem is already done, next priority should be given in analysing the problem in full detail, discussions on solutions is to be encouraged and alternative solutions must be kept at hand by the management (Biyagamage and Sutha, 2018).
[bookmark: _Toc88251510]Problem analysis for informing decision making 
Analysing a problem may be termed as a process by which the cause and effect of an issue are to be determined. With reference to the above mentioned dealing with work/life balance problem seen at Amazon. Brainstorming and the probable causes must be figured out before the proposal of solutions. The first step of analysis is “defining the problem” to the decision makers (Ariyasinghe, 2021). Here the root causes of the problem are identified. Keeping in mind the segment of the firm departments must be notified about the concerns of the employees in the presence of the key decision makers.
 A critical problem can be seen in amazons warehousing department where the Work-life balance of employees is not in tandem with the conventional industry practices. The decision makers of Amazon should be informed about the root causes of the problem. 
Causes of Work-Life imbalance of employees 
· Long shift hours - as e-commerce is a process that works 24/7 without stopping, individuals are employed on a shift basis. it is seen that workers are working for longer shifts for the same or reduced wages compared to the industry benchmark.
· Reduced number of holidays - as the firm expects good work output by the staff concerned, holidays and off days are limited and hard penalizing is done for extra leaves which are not allotted to them (Soomro, Breitenecker and Shah, 2018).
· Uncomfortable table shift timings - employees are required to come to work at odd hours of the day which creates a sense of frustration among the workers.
· Unstructured duty roaster - it is seen as the management is facing a retention issue of employees, supervisors are continuously changing the days and time of the shift to keep up with the high work demand. This practice creates frustration and dismay amongst the employees as they can’t plan critical live events outside work.
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[bookmark: _Toc88251511]Alternate solutions
Alternative Solution refers to a solution that incorporates the use of any concept, resource, or design process that is different in some way from the conventional options. Each problem can be taken care of in multiple ways. Some solutions may be very beneficial but incur costs to the company in the process (Adnan Bataineh, 2019). In other solutions, the firm may have to sacrifice certain aspects like operational output or reduction in manpower. Hence alternative solutions may be provided so that the general operation or revenue output stays unchanged.

Brainstorming alternate solutions
1) Increase workforce strength: As it is seen that presently working employees are working for longer shifts, some slack must be given to the workers to reduce the workload on individuals (Mohamed, 2017). Though this seems like a lucrative idea, one must keep in mind that this would make the firm incur a large cost in advertising, recruiting and training of the new joiners.

2) Reduce shift timing: Reduction of the shift timing gives more time to the staff to enjoy life outside the workplace. This with help in generating mental satisfaction as they know their pay would not be cut for doing less time at the job.

3) Giving higher incentives: The firm may decide to pay more to the employees who opt to work overtime. This will encourage the workers to give more time to their job as they know they will be reimbursed handsomely for their work dedication.

4) Increase the number of leaves allotted: If an employee knows he/she can have extra leaves at hand, they would gain more confidence in planning their life outside work (Alqahtani, 2020). A positive image of the brand would be reinforced as the worker’s would know their company is thinking about their welfare.
Appropriate solution
Many solutions can be implemented by an organisation to combat a problem. the organization must keep in mind to maintain a balance while deciding on which solution must be chosen .so it does not affect the work output or revenue generation. From the above discussed alternative solution, the organization may choose the most fitting option.
   After a critical analysis, it can be suggested that giving higher intensives to work overtime is the most viable and cost-efficient option.
If an organization provides higher pay for overtime work the workers would be encouraged to dedicate more of their time to their designated job (Adisa, Gbadamosi and Osabutey, 2017). 
This solution is also less costly for the firm because no extra new charges would be incurred .as the existing staff itself would be incentivized the organization would not have to spend money on new recruitment or training. 
 Advantages of the solution
· Operation in the workplace would not be affected as the solution makes use of the existing people in the job.
· Employees will be encouraged to dedicate more of their time to their jobs.
· The extra revenue spent on incentivizing people would generate more output. Hence it will neutralize the excess cost born by the organization.
· It would create a good image of the company towards its staff, as they know their welfare is being taken care of and reimbursed appropriately (Husin et al., 2017).
· Would encourage the employees to take fewer days off from work, hence increasing the overall productivity.
[bookmark: _Toc88251512]Plan for implementing the solution
The success of an implementation depends on how well the problem is identified and how well it is presented. Experienced problem solvers will alter tactics relatively frequently, explore more options, analyse ideas more carefully before dismissing them, and achieve more viable outcomes while applying a structured plan.
An implementation need to be done in a series of steps for seamless execution. the steps include:
· Identifying the Action required: After extensive analysis, a solution is chosen .to execute the strategy one must decide on what is the best appropriate action required.
· Scheduling the action: In this stage proper planning is done on how and when the decided steps of actions are to be taken is the specific segment of the organization.
· Preparing resources needed: This stage requires gathering the materials required to implement the action (Ariyasinghe, 2021). This may include notices, circulars, and intra department collaboration such as HR and HOD.
· Putting measures to stop adverse consequences: Steps must be taken as an alternate measure in case there is dissatisfaction from the workers if they find the new proposed action plan is not of their liking.
· Management to be notified: The management concerned must be notified before executing the action plan. The managing department in which this solution is being implemented need to agree to the scheduled activities and take necessary measures to implement it.
· Final reviewing of the action plan:
This is the most important stage where everything is made ready and a final evaluation of the entire plan is done .at this stage all supervising authorities need to come together, agree and finalize the scheduled action being taken (Mohamed, 2017).
[bookmark: _Toc88251513]Communicating action plan to stakeholders
If the action for the implementation of the solution is well planned this stage would be easily be executed. This is the most important step where all the previous planning is put into play.
Proper channels of communicating medium must be used to implement it efficiently and one be clear about the policy structure before notifying. The communication is synchronous when all of the stakeholders are participating in the conversation at the same time.
     Communication strategy for stakeholders

1. Make sure all information being communicated is transparent and there is no ambiguity or discrepancies in the action (Clouston, 2019).
2. Selecting the best medium of communication for delegation is to be done. Acknowledge that each individual or group is unique, and use the best communication avenue for them. examples- Staff meeting, via email, physically through immediate supervisors, telephone or on work breaks.
3. It is to be kept in mind, not to judge stakeholders on their opinion on the action plan but to be compassionate to their perspective. This is very receptive and inquisitive attitude will aid both parties in finding innovative ideas to resolve hurdles, while also harmonising values and needs.
4. Providing feedback to the stakeholders on their views must be done to maintain a sense of honesty and transparency of the organization (Biyagamage and Sutha, 2018). Ascertain that all parties involved arrange consultation events, transmit ideas, delegate tasks and follow-up activities.
5. The sole instrument (or approach) for addressing stakeholder interests is communication in all of its forms. It is crucial to evaluate effectively establishing and maintaining a customised communication strategy geared to the project's specific stakeholders.
6. After spent is time analysing your stakeholder’s feedback, the succeeding phase in your stakeholder engagement plan. it is done to make sure that all parties involved are on the same page. Also, looking forward to discussing the fundamental issues before the project begins must be encouraged.
[bookmark: _Toc88251514]Monitoring and reviewing technique 
Just because the action plan has been communicated to the stakeholders the work of the management, implementing the action is not over. Proper monitoring of the plan set to motion must be checked upon to find any new issues which may have arose after implementation was done. Different types of monitoring and reviewing must be chosen to understand the extent of application retained by the workplace. Monitoring types may include:
1. Process monitoring: for the purpose to track the usage of resources provided for implementation.
      2. Financial monitoring: to keep a track of the expenses allotted (Adnan Bataineh, 2019).
      3. Organizational monitoring: to keep a track of the implications of the decision at the organizational level.
      4. Result Monitoring: this is done to check the actual result of the decision .                           It is a continuous process and needs to be looked upon in small time intervals to get the accurate result.
     5. Recipient Monitoring: is the process of monitoring the beneficiaries of the solution implementation. Taking grievances, feedback and taking due note of job satisfaction are key works that must be done (Alqahtani, 2020).
[bookmark: _Toc88251515]Conclusion 
As employee job satisfaction is of utmost importance for a firm and problem solving is a cyclic process, follow-ups must be done on a regular basis in the organization. And for each problem that arises, the same measures must be taken i.e., to define, analyse, create solutions, implement and monitor. Based on the targeted stakeholder’s convenience a solution must be chosen in accordance with the time, incurred cost and overall satisfaction of the organization. Solutions being delegated must not create friction in the general operations so as to not compromise the net service output of the organization. Hence following these steps would aid in problem-solving in the workplace.
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