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[bookmark: _Toc46573477]Introduction 
The assignment is based on actively identifying a workplace problem. Its impact as well as scope in the organisational mainframe and how it can impact on the overall performance of the organizational mainframe in the country along with the general economic mainframe of the country as a whole. Thereafter, this assignment aims to establish a range of solutions, along with the procedures for the implication of the solutions in the organizational mainframe and then communicating it to the stakeholders along with identifying the measures or techniques that can be utilised for overseeing and evaluating the efficiency of the solutions implemented within the organisational mainframe. 
[bookmark: _Toc46573478]Workplace Problem 
The problem in the workplace two-fold as established from the case study given in the assignment, the problem involves missing work satisfaction in the employees which could lead to a range of issues like high employee turnover, mental health problems that could reduce the productivity of the firm along with the overall drop in motivation which could also lead to enhanced employee turnover, reduced productivity and misallocation of resources as a whole (Kelliher et al. 2019). 
This has resulted in the employees or the working class being less interested in their work, as the trend over the past 3 years highlighted that the employees had to take a pay cut, and had been affected with financial problems. They don't consider their job safe anymore, in terms of security and have been unable to switch their job or job roles, due to fewer jobs available in the country as a whole. Thereafter, the individuals also worked overtime, that is a major portion of the populace took overtime in a general week out of which near about half of the work was unpaid work, which also leads towards a lack of Work-Life balance as a whole (Sirgy and Lee, 2018). 
[bookmark: _Toc46573479]Scope of Problem 
The scope of the problem lies in the fact that the lack of work-life balance of the employee's working in the UK, leads to a lower work efficiency as well as a reduced performance by the individuals as a whole working in the country, which is primarily due to the fact that almost half of the working individuals take overtime in the country, that is 48% to be precise in a particular working week, out of which a significant portion of the work goes unpaid, that is 44% of the overtime is unpaid which reduce the quality of work and job satisfaction as a whole (Chung and Van der Lippe, 2018).  
[bookmark: _Toc46573480]Impact of Problem 
The impact of the problem is in the form of disconnection with the work, and the reduction in the quality of the job being performed in the organisational mainframe. The prima facie impact of the problem is the lack of the work-life balance of the employees working in the UK, as out of all the countries Europe, the average UK office worker is overworked, underpaid, and constantly undermined with long working hours which extend way over normal working hours and are primarily overtime which is unpaid. Thereafter the unpaid overtime contributes to lack of work-life balance as the majority of the time of an individual is spent in dealing with office affairs, and travelling from home to office and vice versa which leaves little to no time for self (Chung and Van der Horst, 2018). 
[bookmark: _Toc46573481]Analysis of the Problem 
Thus, through the analysis of the scope, impact as well as the workplace problem, as a whole, de facto it as established that there is a chain of events in place that affects the overall employees worrying in the country, and has resulted in the UK being the 7th Place in terms of lack of work-life balance and job satisfaction as a whole (Haar et al. 2019). The primary problem is the unpaid labour or overtime that the employees have to take, as, over the course of the past 3 years, they do not feel their job to be secure, and have faced a great deal of financial difficulty as a whole. This has led to a general lack of interest in work, and the lack of variety of work in the organizational or business landscape in the country and thus leads to lower efficiency (Melo et al. 2018). 
[bookmark: _Toc46573482]Solutions 
The primary solutions that can be implemented for countering the problem of lack of work-life balance, as well as the lack of interest in the world, are primary in the form of:
Employee Engagement: The employee engagement can be described as the process wherein the organisation makes an active effort for establishing fruitful relations with the employees working in the firm, through undertaking a range of activity that can include redesigning workplace, integrating software for enhancing communication between the management and the employees and other measures as a whole (Iqbal et al. 2017). This process of Employee Engagement is an ongoing and never-ending process as long as the employees remain part of the organisation, and another individual joins to take his place in the organisation, at which point the activities start to focus on the new employee for actively engaging and designing a job role that can enhance his productivity (Pandita and Singhal, 2017). 
Re-designing Workplace: The process of redesign the workplace can be in terms of its literal meaning and metamorphic meaning, wherein accordion to its literal meaning the firm can redesign job roles or the physical appearance of the office in order to satisfy the employees. On the other hand, the firm can implement a range of measures like changes in the Employee-Employer relationship, redesigning the job role or work of the employees that suits his or her needs, along with the change in leadership approaches as well as the implementation of Organisational culture (Adisa et al. 2017). 
Implementation of the Employee Protection Legislation: In the Organizational mainframe of the UK, there is a range of employment protection legislation, bills as well as facts that helps in safeguarding the mental as well as physics a health and wellbeing of the employees working in the country, along with their right to compensation as well as leaves and other benefits as a whole. According to the legislature of the country, the employees are to be fairly compensated for the effort that they put in for overtime working beyond their normal working hours, along with establishing guidelines for normal working hours, minimum wages and paid leaves that they are entitled to get (di Torella, 2019).  
[bookmark: _Toc46573483]Develop a plan and Implementing the Solutions 
The Solutions can be implemented in the organisational mainframe through the following processes and functions in the following steps:
1. Employee engagement: In the organisational mainframe there are a range of theories tools as well as models and activities that can act allow the firm to undertake the functions and operations of employee engagement since, in the rudimentary form, the employee engagement increases the communication and relationship between the firm and the employees. Wherein instead of being a relationship of an employer-employee, the organization tries to mentor as well develop the employees as a whole, which can be undertaken through employee engagement software as well as procedures which are in the form of the free flow of information and communication within the firm along with ensuring that employees have a work-life balance since its is essential for their mental health, and ensures that the employees are working at their optimum level (Wardani and Firmansyah, 2019). 
2. Re-Designing workplace: The redesigned for the workplace, has two meanings, wherein the literal meaning can be in the form of restructuring the existing office spaces or the workplace, where the employee works as a whole, as this would allow the employees to bring a change in their life. Thereafter, as per the metaphorical meaning, the firm can engage in the implementation of organisational culture to clan culture, which allows for a close-knit bond between the employers and the employees working in the organisation and also ensures that the employees have a better or optimum work-life balance (Daverth et al. 2016). 
3. Legislature: In the organizational mainframe there is a range of legislature in the mainframe of the country, which is in place for ensuring that the employee safety and physical as well as mental wellbeing are safeguarded as a whole. Therein the organisation has to comply with these regulations and can employ a company secretary for ensuring the organisation complies with these regulations and legislation. Thereafter, the organisation can also support the existence of employee unions in the firm as a whole, whose functions are to ensure that the rights of eth employees are safeguarded and are given to them by the company (Wilkinson et al. 2018). 
[bookmark: _Toc46573484]Communicating with the stakeholders 
In the organisational mainframe, the firm can integrate and implement the following solution in the given chronology, which would allow the organisation to ensure that the employees are satisfied and have a work-life balance. In the first phase of the project, the firm can integrate employee engagement activities, which would increase the level of communication between the employees, and the employers as a whole. Thereafter in the second stage, the firm can undertake the redesigning of the organisation for being a physical change and then implement a range of organisational culture like Clan culture which would bring a change in the managerial and leadership in the firm as a whole. Thereafter the firm would promote trade and employee union along with employing a company secretary who would ensure the implementation of employee protection regulations and legislation. 
[bookmark: _Toc46573485]Techniques for Reviewing the Implementation of the solution 
The technique of reviewing the implementation of the changes are the solutions in the organisational mainframe of the firm are in the order of the changes in the overall performance of the firm as a whole. As each and every solution has different aspects and functions as a whole. Thus, the overall impact that should be established is as follows:
Statistical Impact: The primary techniques for reviewing the level of implementation of the techniques are in the form of revenge the statistics related to the firm, wherein as opposed to the performance of the previous years the firm should have a better employee retention ratio and a lower employee turnover which can be relayed as the direct result of the employee engagement and redesigning activities as a whole. 
Performance: The primary impact of the inclusion of clan Culture in the organisation, which depicts changes in eth leadership and management policies in the firm as a result of redesigning the firm is in the form of the enhancement of the performance with employees as a whole as compared to previous terms, as a whole. The leadership and management should have been able to create an environment which promotes the overall development of the employees and allow them to chase after their professional as well as personal development as a whole (Dinh, 2020). 
Better Communication: The firm can also assess the implementation of the solution through the level of communication between the employees and the managers, wherein in a firm with clan culture, and aggressive employee engagement, the level of communication between the employees as well as the manager should be at the optimum, which would also result in the lowest level friction as well as resistance to implement changes as a whole. 
Standardized Work Hours: The firm assesses the implementation of the legislation and regulations through the presence of the standardised working hours in the firm which clearly states the working hours, and the dedication of the employees towards the form along with overtime hours and the payment of the extra work that the employees have to opt for in the certain situation, and a better work-life balance.  
[bookmark: _Toc46573486]Conclusion 
Thus, this assignment effectively undertakes and brings forward the problems that the employees, as well as the employers, face in the UK in terms of low work-life satisfaction, as well as a lack of interest in work as a whole, which brings down the general performance of the firm as a whole. Therein this assignment also effectively brings forwards the solutions that can implement and the process of their implementation and review for tackling the problems that the employees face in general, along with the process of communicating with the stakeholder about the potential solutions as well as their implementation.
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