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[bookmark: _Toc121866500]Introduction
The process of finding a solution to a problem entails gathering information about the current state of affairs, pinpointing areas in which modifications are required, identifying the factors that contributed to the problem and the forces that were at play, developing a list of potential solutions, deciding on a plan of action, evaluating the outcomes to determine whether or not the issue has been resolved, and carrying out the steps again if necessary (Shannon, 2021). In order to solve a problem, one must go through a series of steps, each of which requires a unique skill set and strategy. These steps, taken together, determine the level of difficulty of the issue as well as the scope of the possible solutions (Welbourn, 2021). The focus of this report is on a restaurant that employs a vast and diverse workforce, including some waiters who are exceptionally qualified. On the other hand, the management of the restaurant has disregarded a number of significant areas, which has resulted in widespread displeasure among the employees.


[bookmark: _Toc121866501]The workplace Problem
The problem stems from inefficient management practices employed by the organization itself. As a result of the inquiry, it came to the realization that they had increased the amount of work their workers had to do by piling additional responsibilities on top of those they already had (Leo, 2021). Because the employees have no notion when they can anticipate getting a break, they are forced to put in long hours, which puts a burden on their bodies and causes mental suffering due to tiredness. They were forced to put in extra hours, which had a severe impact on their productivity, as the corporation failed to provide them with a deadline for the project. The inability of employees to satisfactorily complete their work responsibilities is the root cause of employee dissatisfaction.
[bookmark: _Toc121866502]Analysing Information
[bookmark: _Toc121866503]Root Cause Analysis (RCA)
In this particular instance, we use a Fishbone Diagram to assist us in figuring out what might be going on, beginning at the most superficial level and working our way all the way down to the root of the issue itself (Lima, 2019).Double role
Job Dissatisfaction
Difficult handling
Forcing duty
No backup
Mental pressure
Work disruption
Morale down
Diminishing skill
Body strain
Overload
No development
Not focused on employee
Task
Hour
Physical
Company
Personal Growth
Management









Figure: Fishbone Diagram
· Since multitasking isn't for everyone, many works suffer from confusion because of the task's dual nature. As a result of employee fluctuation, the company is now asking each worker to undertake the work of two people, which has a negative impact on productivity. The company's lack of preparedness for this type of crisis has a negative impact on employees' emotional well-being.
· Employees' minds are overloaded because they can't predict how much work they'll have, so they take on more than they should, which in turn disturbs their workflow and makes it harder for them to stay focused.
· The employee's physical health suffers when they work too much. Ineffective job allocation on the part of upper management led to an overburden on the bodies of the workers, resulting in daily fatigue and a subsequent drop in output.
· Every single one of the company's problems has its roots somewhere within the company itself. The inability of a company's leadership and management to invest in the company's future leads to a decline in both the skills and morale of the workforce. Because the organisation does not have a backup system in place, its employees are becoming increasingly frustrated, but the management does not appear to care about this fact.
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SWOT Analysis
SWOT
· Weak management
· No distributed workforce 
· Development plan for employee (Kakoly, 2021).
· Giving Bonuses
· Strengthen management
· Reputed brand name
· Good resources
· Enough investment


· Low productivity
· Chances of employee leaving workforce
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There are three possible solutions provided for lessening employees' dissatisfaction given below:
Alternative solution 1:
· Having a set schedule for each day ensures that employees don't have to put in extra hours and can keep their work-life balance, which has been shown to improve mood.
· Workers need to maintain concentration on the work at hand while balancing other responsibilities. Employees who are able to focus on one thing at a time are more likely to do a good job across the board.
· Employees' emotional and physical well-being will improve with the first three alternatives, but the defined time for each work is the greatest option because it guarantees that they will have uninterrupted time to do their tasks.
Alternative solution 2:
· Soft skills can be developed over time by taking a course. Along the way, employees need to develop their skills for better productivity in the organization. If an employee can learn some soft skills, it will develop their confidence about the work.
· As it is a restaurant business, the main focus is customer interaction. Waiter needs to develop their customer interaction for maintaining a good relationship with customers and also it lessens the mistakes of waiter like misplacement of orders (John, 2021). 
· Skills can’t be learned altogether rather it is good to learn in a timely manner. Many skills are needed to learn when the time comes so organisations should teach the skill to employees within the allocated time fixed for every skill. There are soft and physical skills that need to develop for the waiters to maintain their motivation for working. 
Alternative solution 3:
· Making a plan and working for it is the best way to develop oneself. Making a plan for each development and developing it will surely boost employees’ morale.
· Making and reviewing a personal development plan every week is a great way to grow as a person. Employees will be more motivated to grow professionally if their company provides them with a growth plan and periodically reviews their work and progress.
· Keeping the same training programme in place for a long time is not a smart idea; instead, companies should adapt their training programmes for their staff members on a monthly basis to meet their evolving needs. If certain personnel are found to be deficient in necessary abilities or quality, the growth plan will be adjusted accordingly. 
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	No
	Time Management (30%)
	Skill Development (20%)
	Personal Development Plan (50%)
	Total

	First
	2×0.3 = 0.6
	4×0.2 = 0.8
	4×0.5 = 2
	3.4

	Second
	3×0.3 = 0.9
	2×0.2 = 0.4
	3×0.5 = 1.5
	2.8

	Third
	5×0.3 = 1.5
	4×0.2 = 0.8
	3×0.5 = 1.5
	3.8


When comparing potential outcomes, the weight decision matrix is a helpful tool to have on our side. Each of the three proposed solutions has been assigned a percentage that reflects the degree to which it contributed to the development. The second most essential answer, skill development, took up 20% of the time, while time management, which is a smart strategy, used up 30% of the time. The most important solution, a personal development plan, took up 50% of the period. Each solution is worth a total of 10 points, which are then broken down and distributed among the three different approaches for that solution. After that, we multiplied the percentage by the total number of divided points that were allotted to the various approaches. 
For the first method, time management got 2 points, which were then multiplied by 30%, and the result is 0.6. Skill development received 4 points, which were then multiplied by 20% to yield 0.8, and personal development received 4 points, which were then multiplied by 50% to yield 2. The total is 3.4 for the first method.
For the second method, time management got 3 points, which were then multiplied by 30%, and the result is 0.9. Skill development took 2 points, which were then multiplied by 20%, and the result is 0.4; finally, a personal development plan got 3 points, which were then multiplied by 50%, and the result is 1.5. The total is 2.8 for the first method.
For the third method, time management got 5 points, which were then multiplied by 30%, and the result is 1.5. Skill development took 4 points, which were then multiplied by 20%, and the result is 0.8; finally, a personal development plan got 3 points, which were then multiplied by 50%, and the result is 1.5. The total is 3.8 for the first method.
The highest point was achieved by the third option. So, it can be said that this is the best solution for the organisation for bringing employee satisfaction.
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	Month
	1
	2
	3
	4
	5
	6
	7
	8
	9
	10

	Specific time for every work
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 

	Identify the work
	
	
	
	
	
	
	
	
	
	

	Making a plan with specific time
	
	
	
	
	
	
	
	
	
	

	Implementing the plan
	
	
	
	
	
	
	
	
	
	

	Every month a new skill needs to develop for future progress 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 

	Identify the weakness
	
	
	
	
	
	
	
	
	
	

	Looking for the best way to develop skill 
	
	
	
	
	
	
	
	
	
	

	Learning new skill
	
	
	
	
	
	
	
	
	
	

	Implementing a new plan in every month for development 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 

	Making a development plan
	
	
	
	
	
	
	
	
	
	

	Organized the plan according to schedule
	
	
	
	
	
	
	
	
	
	

	Implementing the plan
	
	
	
	
	
	
	
	
	
	


A Gantt chart has been used for the implementation plan, which is shown above. The first solution is fixed at 4 months, the second solution at 6 months, and the last solution at 10 months. This implementation has shown clear milestones and delivery dates.
A total of ten weeks is needed for the implementation of the solution.
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Without honest communication with all of the interested stakeholders, there is no chance that a strategy will be successfully implemented (Jahed, 2022).
When it comes to the management of stakeholders involved in a change project, it may be advantageous to categorise them into several groups depending on their power and areas of interest on a power/interest grid (Ipma & Wagner, 2019). Shareholders
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· A vertical axis runs through the middle of the power/interest graph, which compares power to interest.
· In the bottom left corner, it says to remain interested, while in the top left corner it says to actively consult, in the top right corner it says to actively engage, and in the bottom right corner it says to remain informed (Ipma & Wagner, 2019).
Stakeholder engagement plan. 
	Stakeholders Communication Plan

	Stakeholder
	Interest
	Key Interest and Issue
	Communication Vehicle
	Frequency
	Comments

	Shareholders
	High
	Profit and benefits of the organization
	Weekly and Monthly to provide the report
	Once a day in every week or month 
	N/A

	The employee
	High
	Benefits of the organization which will ultimately be beneficial for their development
	Weekly review 
	Weekly
	N/A

	Consumer
	Low
	Getting better service
	Whenever is appropriate 
	Once a month or two
	N/A

	Supplier
	Low
	Providing material
	Twice a year for giving advance notification
	Half-yearly
	N/A


High power 
We must manage these stakeholders' expectations to ensure project success.
High power 
Because of their influence, low-interest stakeholders must be informed and given attention. Due to their unhappiness, these stakeholders may unintentionally impact the project (Hall, 2019).
Low power
To avoid major issues, keep everyone informed and consulted. Their experience can help us refine the project.
Low power
Keep an eye on them, but don't worry about them. 
[bookmark: _Toc121866509]Monitoring and Review Techniques
ADKAR model is used for this technique:
	A
	Awareness: People need to be made aware of the reasons why change is necessary and the consequences of delaying implementation.

	D
	Desire: The term "desire" refers to the awareness-based motivations that drive people to actively pursue and support the change at hand. It's possible that realising how important it is to make a difference is what ignites this yearning (Greenberg, 2020).

	K
	Knowledge: As a result of sharing information, it could reach those who will be most impacted by the shift. It could be broad, covering things like how to deal with change in general, as well as the various behaviours associated with it. 

	A
	Ability: Beginning the change process entails carrying out the initial phases of one's change activities as outlined in one's plans, or just investigating the current state of affairs and deciding what needs to be done next (Greenberg, 2020).

	R
	Reinforcement: Every effort made to keep the transformation in place is considered reinforcement. Without this, people are more likely to revert to their previous ways.
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Problem-solving skills are extremely useful in both our personal and professional life because they enable us to find solutions to problems in a timely and efficient manner. Employees can improve themselves and their job happiness by participating in one of the many training and development programmes that are available. If the management of the business does not pay more attention to its workers, those workers will eventually quit since they will not be happy in their jobs.
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Role-Play
Unsatisfied employee: Hello, may I come in?
Management consultant: You are welcome to come in. I checked your reservation and your name is Miroslav, right? I'll be the one to handle your consultation today. How may I be of service to you? and how have things been going for you?
Unsatisfied employee: Yes, my name is Miroslav. Lately, I haven't been feeling well. I've been feeling down and melancholy recently. I've come for a consultation because I'm unhappy with my performance at work.
Management consultant: What type of jobs do you do? And the reason behind your depression? Can you please elaborate on that, sir?
Unsatisfied employee: In the past, I've been considered a top-tier server at the restaurant where I now work. But lately, I haven't been performing well at work and have been making several errors, such as mistaking one order for another, providing the incorrect bill, etc.
Management consultant: That's really sad to hear. Why do you keep making the same blunders? And what exactly is it about your workplace that makes you unhappy? As you know people go to upper positions because they are elite workers, not lower positions.
Unsatisfied employee: Yeah, I know that and I think that is the reason behind my downgrade. When I was an elite waiter and I was good at my work. But suddenly the manager left and the restaurant owner gave me the task of both manager and waiter. That was a changing moment for my performance as I had to handle both positions. I couldn’t handle both my position and started making mistakes for both my task and not I have been making mistakes regularly. Even though they took a new manager and I am now handling just the role of waiter still I am doing the same mistake. Now that I keep making the same errors, I feel depressed.
Management consultant: This seems like a complex problem as you had to handle both tasks at times, but as we know, it’s the nature of a business to handle both positions because sometimes the owner can’t find a replacement as soon as the manager leaves. And I believe the owner gave you an extra bonus for this as well. Sometimes it is inevitable for elite workers like you to avoid it, and they think you would be best to handle this because, in the future, you can be the manager or in any other upper management position.
Unsatisfied employee: No, the owner didn’t give an extra bonus, and also the pressure of handling both tasks was really tough for me. I know it is my duty to help the restaurant in times of need, but it cost me a lot. I lost my performance as a waiter. If my workload continues at this rate, I may have to leave the company. But why do you think I am losing my performance as a waiter? 
Management consultant: Let's break out the sources of the issue and its repercussions so that you can have a better understanding of the situation. You used to be an elite worker because you were in charge of a single task, and you were successful in that position. However, when you were given a task that required you to fulfil two roles at once, you were unable to handle it because you did not keep a rule or make a plan for fulfilling both roles. As a result, you have lost the authenticity of both tasks, which caused you to become depressed, which in turn caused you to make an error in the task of being a waiter. And also you didn’t get the extra bonus which was also the reason for diminishing morale. 
Unsatisfied employee: How can I best play the part of the waitress now?
Management consultant: There are some solutions for you. The first one is that you can make a time schedule for every task and give a specific time for every customer so that you can focus on them, and doing that will slowly solve your problem. Secondly, you can do a course that we recommend for developing some skills for the position you are working in, and by developing those skills, you can be a good waiter again. And thirdly, we can give you a plan for developing your problem by practising yourself. Report to us every week or month on the progress of the development, and we will tell you what to do next. 
Unsatisfied employee: Which one will be the best? Can you suggest me one?
Management consultant: Yes. I think you should go for the last option as we will be monitoring you and providing assistance for your development. 
Unsatisfied employee: Thank you very much. Then I will proceed with the last option and hope to change myself quickly so that I can be a good worker again. 
Management consultant: You are welcome. Best wishes are sent to you.
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