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[bookmark: _Toc57288322]Introduction
In an organisational setting, problem solving and decision-making lies entirely in the hands of the management. It is a mandatory for leaders and managers to possess good problem solving and decision-making abilities for them to succeed in this. Problem solving and decision making go hand in hand in that without making decisions, problems cannot be solved. In this regard, it is crucial for an organisation to have people who have a good grasp of problem solving and decision-making techniques. The purpose of this report is to describe the problem of job dissatisfaction, its nature and scope. The report also gathers and interprets information that can be used to solve a problem and evaluates options to decide. As well, the report provides a plan for implementing the solution and showcases the necessary monitoring and review techniques that could be used.
[bookmark: _Toc57288323]The scope and impact of a complex problem in the workplace
This report focuses on job dissatisfaction as the complex problem in an organisational setting. Job dissatisfaction can be defined as the negative attitude of an individual towards their job roles or work environment (Hanafi, 2016). Job dissatisfaction is brought about by a number of reasons among them an unfriendly workplace and an environment that leaves them feeling undervalued. The issues of job dissatisfaction have forced some people to leave their jobs without a solid plan ahead and this had led to mental distress. A notable impact of job dissatisfaction on an individual is that an employee becomes less interested in the activities around him and tends to draw himself away from people. In addition, a dissatisfied employee in the workplace is more likely to detach himself from personal responsibilities.
The impact of job dissatisfaction in the workplace revolves around the overall performance of the organisation. This means that an organisation that provides a conducive and friendly working environment for its employees record good performance and high productivity. The conducive and friendly environment pertains a good compensation and benefits program and a culture that promotes open communication and equity. The opposite of this brings forth issues like high turnover rate, unhealthy organisational politics and low productivity (Hanafi, 2016).
The fact that employees have a negative attitude towards their work leads to low productivity because they lack the focus they need to perform better. A dissatisfied employee is most likely to affect the performance of others especially when working in a team. This is because the employee will not give out his best and thus, the inability to meet the goals and objectives of the organisation.
Job dissatisfaction might stir unhealthy organisational politics in a way that the dissatisfied fellows might not take it well that others are doing okay and working for the good of the organisation. In this regard, they may try to influence others into their way of thinking leading to poor performance.

[bookmark: _Toc57288324]Information about the identified problem crucial in the decision-making process
A survey by Investors in People found that job dissatisfaction is brought about by factors that can easily be rectified (Investors in People, 2020). For instance, the issue of employees feeling undervalued could be sorted by promoting a culture that supports its employees’ efforts through various strategies. The strategies are based on appreciation and improving the wellbeing of the workforce. Organisational activities such as performance appraisal and reward strategies might form the basis of job dissatisfaction. This is because the practices outline strengths and weaknesses of different individuals and what they get for the work done; rewards and punishments. As a result, others become dissatisfied. Failing to recognise the efforts of employees and underpayment are also some other factors that contributes to job satisfaction. 
In reference to Maslow’s Hierarchy of Needs, job satisfaction goes beyond recognition and underpayment. The theorist states that an employee feels completely satisfied in a work environment if all components in the pyramid are fulfilled consequently and consecutively. This means that the workplace should be able to help an employee meet his physiological needs for him to feel satisfied enough to move to the next level of needs. Maslow explains that failing to accomplish the needs in a pyramid is most likely to cause job satisfaction which leads to poor work performance (Taormina and Gao, 2013). To help inform the decision making process, an organisation should address the following factors that stir job dissatisfaction;
Unfriendly work environment
The management should see to it that it creates an organisational culture that encourages positive work interactions. Also, the culture should promote open communication in that the employees can freely air out their issues and speak out their concerns. This is in accordance to the survey by Investors in People which realised that employees are ready to stay with an organisation if its culture and people are friendly (Investors in People, 2020).
Underpayment 
A workforce that is well compensated in salaries and compensation benefits tends to perform better because it is satisfied. On the other hand, poor compensation structures and low payments lead to negative attitude towards their jobs and thus, job satisfaction.
Unfavourable work conditions
This issue stems from the inability of an organisation to provide its employees with training and development programs that can improve their skills and abilities making them qualified to rise to other ranks. Others include long working hours and a stressful work environment. In order to solve this issue, organisations should improve staff wellbeing by giving employees time to work on their personal and professional development needs.

[bookmark: _Toc57288325]Alternative solutions to the problem
A fair compensation and benefit program
For the purpose of solving the issue of job dissatisfaction, an organisation could implement a compensation and benefits program that is fair and recognises the input of various individuals. The programs may include a reward system that provides motivations, financial gains and promotions to the best performers. This sets to increase the work morale of employees and motivate others to do better (Harper et al, 2013). As well, an organisation gets to record few cases of absence and poor performance due to the fact that a positive attitude has been taught within the workforce.
Improving staff well being
This is one of the most effective ways of managing and reducing job dissatisfaction because employees want to work in a place that cares for their well-being. Improving staff well-being as a solution to job dissatisfaction pertains offering training and development programs that enhances employees’ capabilities. This in turn increases their confidence in their abilities and hence, the job is viewed differently. The training and development programs also show employees that the organisation is interested in their growth around. In addition, allowing employees to participate in meditation, gym and other wellness programs is a sure way of having a workforce that is stress-free and mentally stable to work effectively (Harper et al, 2013).
Creating a friendly work environment
This as a solution to job dissatisfaction entails creating a culture that stimulates a positive attitude for work and the organisation at large. A friendly work environment acts as a pathway to good performance because employees feel at home while at work. Also, a good organisational culture has its members sharing and working towards a common thus increasing team spirit and work satisfaction.
[bookmark: _Toc57288326]An evaluation of the range of solutions to identify the most appropriate options using a decision-making technique
The PMI (Plus, Minus and Interesting points) technique helps an individual to re-evaluate his thoughts regarding a particular situation. The PMI technique outlines the advantages, disadvantages as well as the interesting bits of an opinion before settling on a final solution. PMI is considered a decision making technique due to the fact that gives an individual a chance to broaden his perception and ideas (Carlos, 2017). The plus points of the technique encompasses of all the positive elements of a solution or option. The minus points of the PMI technique is all about the negative aspects of the forwarded solution(s) and the interesting points entail points that are neither positive nor negative but remain interesting to consider. The last step of the PMI technique is decision making where an individual is expected to choose the most appropriate solution.
A fair compensation and benefits program
Plus points
Employees feel appreciated and valued
Increases work morale
Minus points
Forms the basis for unhealthy organisational politics
Stirs jealousy among employees and negative attitude for those employees who were not recognised
Interesting points
Increase in work competition
Improving staff well being
Plus points 
Enhances employees’ capabilities
Increases work performance
Stimulates a positive attitude for employees’ job roles and the organisation
The organisation obtains a highly competent workforce that is dependable
Minus points
Implementing training and development programs and other wellness programs in costly
Employees might seek for greener pastures after being empowered
Interesting points
The organisation gets a chance to recruit internally and thus, saving costs.
Creating a friendly work environment
Plus points
Collaborative working is strengthened through team effort
Reduces the rate of employee turnover and absenteeism
Employees become less stressed and psychologically balanced
Allows an organisation to have a culture that promotes positivity
Minus points
The organisation culture becomes contingent in order to accommodate different situations; cultures are meant to be stable and clear
The introduction of new procedures and policies might bring about resistance to change leading to the failure of the culture completely 
Interesting points
The organisational goals and objectives might take a new direction.
The most appropriate option
The application of the PMI technique has been crucial in the analysis of the best option amongst the various solutions and it is improving the wellbeing of the staff. The reason for this choice is that employees get to work on their personal and professional needs which in the end benefit the organisation in various ways. For instance, internal recruitment becomes a better option since it is effective. Moreover, the organisation gets to retain its most valuable employees.
[bookmark: _Toc57288327]A plan for implementing the solution
Being that the most suitable solution for reducing job satisfaction is improving staff well-being, it is important to devise a plan of how the solution will be executed.
Goal  
Improving staff wellbeing in order to solve the issue of job satisfaction in employees.
	Action 
	Objective 
	Role 

	Looking into various development programs suitable for the employees
	To improve employees’ skills and abilities
	The Human Resource Department

	Analyse the behaviour of employees and their attitude towards work
	To provide the management with an overview of the most appropriate programs 
	The Human Resource Department

	Communicate with employees to get their thoughts concerning the organisation
	To drive the point home about the implementation of the programs
	Human Resource department

	Evaluate the progress of the organisation in reference to employee behaviour and attitude
	To determine strengths and weaknesses through measuring performance
	Management 

	Set up the programs and encourage the employees to join
	To relieve worries and build their confidence in the organisation
	Human Resource department and the Management

	Encourage employees to continuously participate in the programs.  For the purpose of improving staff well-being, training and development programs will be available to improve employee skills and abilities. As well, the organisation will offer free gym and wellness membership programs.
	To manage their attitude concerning job dissatisfaction
	Human Resource Department and the Management







[bookmark: _Toc57288328]Communicating the plan to stakeholders
The main stakeholders in this case are the employees. The plan could be communicated to them by holding official meetings which include the management. The plan will be presented as part of a report prepared by the Human Resource department and shared among the management with the employees being informed of the major points of the plan.
[bookmark: _Toc57288329]Monitoring and review techniques to ensure successful implementation of the solution
The monitoring techniques employed should definitely align with the change being implemented. Monitoring techniques should be timely and suitable for the change in question in order to obtain the expected feedback (Kourdi, 2011). The techniques used to monitor and review the solution of improving staff wellbeing include observing employees behaviour after the implementation of the program. In addition, the HR department could make plans of talking with the employees so as to get their feedback concerning the plan. The management could also choose to monitor the rate of turnover and absenteeism after the execution of the plan.
[bookmark: _Toc57288330]Conclusion
This report has defined job dissatisfaction as a complex problem within the workplace and gone ahead to evaluate its scope and impact on individuals and an organisation in general. The report has also analysed information on job dissatisfaction and how the information could be used to make informed decisions. A range of alternative solutions to the problem has been provided which include improving staff well-being, creating a friendly work environment and putting up a fair compensation and benefits program. The PMI decision making technique was used to evaluate the various solutions and settle on the most suitable one which was improving staff well-being. Lastly, a plan was developed that communicated how the solution could be implemented and the monitoring techniques employed
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