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Introduction
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An organization's success depends on its ability to make decisions and solve problems. It is vital to have problem-solving skills at work if you want to make good decisions. The higher the PMI premium, the greater the likelihood that you will get a better bargain. Decision making analysis (PMI) shows workers that it values and trusts them by allowing them to participate in the decision-making process. Making employees feel knowledgeable helps them feel less like cogs in the system. Management needs to be capable of detecting problems, discovering solutions, and explaining everything properly in the event that employees encounter obstacles affecting their productivity. Employee turnover and unhappy employees are the CIPD's biggest problems (Richtnér & Löfsten, 2014). It can be mitigated if the (decision making analysis(PMI) implemented throughout the organization. After reading the report the reader will be able to know that how  the decision making analysis (PMI) helps to solve the problem regarding employee dissatisfaction, turnover and so on. And in order to do  examination of fishbone diagrams, dissatisfaction among employees, and the evaluation of ADKAR models is presented in this paper.


The nature of the issue
[image: ]
Employment prospects for the poorest employees are more likely to end during the next year. Employers should prioritize quality of work over wage increases in order to maintain and recruit skilled workers (Zaharee, Lipkie, Mehlman,, & Neylon, 2018). There are many causes of workplace discontent, but the following are the most common:
Job Pressure: Employees who are dissatisfied with their jobs are more likely to experience and report workplace stress. The turnover rate of employees is also high as a result of low job satisfaction. 
Lack of Productivity: It is obvious that low job satisfaction and low morale are the main causes of poor workplace productivity.
Profit: Employee engagement and employee satisfaction are both important factors influencing consumer perceptions of value, according to Guide Star Research. A company's dedication to overall excellence can be measured by the satisfaction of its employees.
Client Retention: Customers are satisfied with a company's response when they have a problem with their product or service.
A high turnover rate is also correlated with low levels of job satisfaction: A high turnover rate indicates dissatisfaction with one's job.


Cause and effect analysis
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An assessment of workplace tardiness solutions can be conducted using fishbone diagrams. Fishbone diagrams help us identify the underlying causes of problems by categorizing them into subcategories. There are many causes of employee turnover (employees feel undervalued or overworked), including poor management, limited promotion opportunities, and a lack of work-life balance. The maintenance of employee satisfaction and the reduction of turnover. It is the turnover intention that is the dependent variable, while the job satisfaction is the independent variable. The importance of organizational culture transcends industries, companies, and departments. The culture of an organization has an effect on performance, which is related to work satisfaction. Working in a high-performing environment is also about being intelligent, adaptable, and productive (Benge, Harder, & Goodwin, 2015). 


Identifying and evaluating alternative solutions to job dissatisfaction
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Job unhappiness may have an impact on revenue levels. Given how unsatisfactory the work situation is right now, finding other options is essential. Here are a few substitutes:
Employee work unhappiness may be reduced by giving clear instructions and objectives that assist them comprehend their roles and tasks. The employee has access to a wide range of occupations. By posing a challenge like this, employers may encourage staff to think more creatively and combat monotony and boredom. Job discontent may be eliminated if employers provide their workers incentives and pensions in exchange for their efforts (Aziri, 2011).
Employee appreciation is the best substitute. 


Implementing a job dissatisfaction solution and the outcome
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By implementing a new compensation system, employees may be rewarded for their efforts. Organizations that employ this technique provide compensation, bonuses, and awards. Managers may reward workers for their efforts by designating them as employee of the week or month. When this method is used, workers will be rewarded for their finest work (Martocchio, 2020). Employers can Also try being  sympathetic and understand the employee  offer them a support system which can benefit them to fulfilling their goals and tasks.    

The process of evaluating options to determine the best one
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Alternative solutions may be assessed using a cost-benefit analysis. The organization may assess which solution is most cost-effective and advantageous for them by doing a COS5 benefit analysis. Training outsourcing is pricey, according to cost analysis. Employee seminars and training sessions are more effective and less expensive. Training programmes without mentorship are more costly and less effective (Agburu, Anza, & Iyortsuun, 2017). 


Implementing the solution
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Prior to creating a strategy, determine which staff need training. Employees may take a variety of courses via seminars and workshops. The planning of employee training by human resource departments must take into account the employees' work schedules. The working procedure will be explained to staff via seminars and training sessions (Vardarlıer, 2016).




Assessments of alternate solution
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The PMI methodology is summarized below.
Step 1: Assess the positives.
It is important that CIPD mentions all the positive attributes that come to mind at this point.
Step 2: Assess the Negative Factors
Cataloging each negative characteristic of the individual in this step is the first step.
Step 3: Consider the Situation's Interesting Aspects
Discover the fascinating issues that the CIPD considers to be important. People should focus on their significance instead of judging them according to their goodness or evilness.
Step 4: Reach a conclusion.
Suppose that CPDI analyzes and arranges the benefits and disadvantages of a proposal before making a choice.
Plan implementation
[image: ]
[image: C:\Users\hp\Desktop\adkar-change-model-overview.png]An integral part of the HR strategy is the use of ADKAR to reduce turnover and dissatisfaction at work.

Because the ADKAR Model is outcome-driven, it may be used to construct process-wide milestones. The participants are required to achieve each target at varying intervals during the metamorphosis. A feature of the ADKAR Model that is extremely useful is its capability to detect resistance zones. A lack of awareness or implementation is what prevents people from changing (Awareness) (Latifah, Suhendra, & Mufidah, 2023).


Conclusion
A workplace that is ideal is unlikely to be free of conflict between management and employees. Developing bold, robust solutions to problems is essential for an improved organization. There are many challenges executives face when it comes to employee tardiness in ideal settings. According to the CIPD, turnover and job dissatisfaction are the most significant factors contributing to turnover. Fisher's bone diagram illustrates why employees are unhappy, and ADKAR model illustrates how to fix it.
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IMPLEMENTING THE SOLUTION
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The PMI methodology is summarized below.
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at varying intervals during the metamorphosis. A feature of the ADKAR Model
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