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[bookmark: _Toc101283154]1.0 Introduction
One of the fundamental aspects of human existence is the presence of difficulties. Humans encounter various challenges in our daily lives, and individuals work to overcome them to make lives a little easier. Every day, the organisation's structure becomes more complex, and as a result, issues get more challenging to solve. Information technology was not a significant concern for the organisation before 2000 because of its restricted applications. There are a lot of difficulties that organisations confront today, many of which are connected to social media or information technology, which necessitates the need for expertise in these areas.
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Employee unhappiness is the issue in this given case. Lack of happiness in the workplace causes job dissatisfaction. It is possible that a lack of work-life harmony, bad leadership, and other issues are to blame for how Individuals feel professionally and personally. According to the given case scenario, work satisfaction had dropped by 35% in the previous year. Dissatisfaction may be traced to several sources (Brewster, Sparrow and Vernon, 2020). Job instability, work-life balance issues, and financial uncertainty all play a role. Nearly two-thirds of those polled said they feared losing their jobs, while just one in ten participants said they felt financially secure (Warren, 2021). As a result, the root causes of the primary issue have been identified.
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It has been pointed out that work unhappiness is a concern in this situation. Employee job dissatisfaction refers to a worker's dissatisfaction with their job. Many causes may have contributed to this predicament, such as inadequate management, lack of employment balance, etc. (Brewster, Sparrow and Vernon, 2020). A wide range of causes may cause dissatisfaction with one's employment. Factors such as a lack of work-life balance, job insecurity, and mental health all played a role in the case. Uncertainty about a person's work is referred to as "employment insecurity" when the likelihood of a catastrophic occurrence impairing the nature and continuation of that person's employment is expected.
According to the case's findings, one-quarter of employees are anxious about their job security. In COVID 19, workers' dissatisfaction with their occupations is significant. Their perceptions of job instability may influence employees' financial worries. According to (Langerak, Koen, and Van Hooft, 2021), for those who studied the link between job insecurity and financial stress, financial well-being was a significant predictor of employment instability.
Additionally, the pandemic harms the mental health of people who are impacted. The social and environmental measures implemented about by COVID-19 may have an impact on employees' emotional well-being. Workplace dissatisfaction is produced by the fatigue generated by the home quarantine, which harms the mental health of employees working in the workplace, as stated by Sarwar, Maqsood and Mujtaba (2021).

[bookmark: _Toc101283157]3.0 Purposing a Range of Alternative Solutions to the Problem
Employee unhappiness is the root cause of the issue. There are three possible solutions to this issue for remediating the given case issues in the report.
First of all, securing stable employment might be a viable option. For this employer, it is possible to ensure that no layoffs will occur (Singhvi, Dhage and Sharma, 2018). While it's abundantly clear that an employee's job prospects are crucial, companies also want the same protections. Having a steady income is one of the essential advantages of a worker. Employees who suffer under stress are more likely to suffer from mental health concerns like depression in the long term. As a result, a company's recruitment costs are reduced, and its overall growth is boosted when people feel comfortable in their roles (Langerak, Koen, and Van Hooft, 2021). Second, Flexible working hours might also be an essential and valid option. Most employees find it challenging to routinely work eight or more hours a day. As a result, a more flexible work schedule may be the answer. Employees will benefit from the improved work-life balance due to the flexible working hours.
And last of all, employees' mental wellness is essential to boosting employee happiness. Employees' mental health may be compromised due to the new social and environmental conditions. As a result, a business may set up programmes that include mental health professionals that can aid in the mental health of its employees.
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A decision-making technique named PMI (Plus, Minus, Interesting) will determine the most appropriate solution for the given problem of job dissatisfaction. However, in the above analysis, three alternatives are addressed for possible solutions to the given case issue, deliberately analysed.
	PMI CHART for Alternative 1

	Plus
	Minus
	Interesting

	- Employees will have confidence in their jobs.
- An employee may work at maximum efficiency (Brewster, Sparrow and Vernon, 2020).
- Employee retention is expected to be good (Bazerman, 2012).
- Productivity is high.
- An influx of new skilled workers.
- Devoted and motivated employees
	- High chances of extravagant expenses.
- It would be prohibitively expensive, particularly during a pandemic.

- Every employee is not created in the same way. Retaining an unproductive employee may therefore be unprofitable.
	- Employees would be eager to work.

- A fresh skilled employee would be drawn to the company.

- Employees will be more competitive in a healthy way (Langerak, Koen, and Van Hooft, 2021).


[bookmark: _Toc101283165]Figure 1: PMI Chart for Alternative 1 (source: self-made)
	PMI CHART for Alternative 2

	Plus
	Minus
	Interesting

	- Employees will be less stressed, resulting in increased production.
- Employees' mental health will not deteriorate. 
- The employee will be calmer, and their productivity will rise.
- An employee's productivity may be increased (Sibinović and Ilić-Petković, 2021).
	- Employee coordination would be complicated.

- The lack of consistency would be an issue (Reed and Learning, 2014).

- After the epidemic is over, it will take time to adjust to an inflexible schedule.
	 - Having time to spend with loved ones will allow employees to recharge their batteries and improve their productivity.


[bookmark: _Toc101283166]Figure 2: PMI Chart for Alternative 2 (source: self-developed)


	PMI CHART for Alternative 3

	Plus
	Minus
	Interesting

	The employee will figure out how to deal with stress and maintain excellent mental health.

Job happiness is influenced by mental wellness (Brewster, Sparrow and Vernon, 2020).

The employee retention rate would be quite high.
	It would be too expensive.

It would be an additional headache for the employer.

The need to hire a high-priced mental health expert
	By doing so, the company will be able to determine the productivity gap among all workers (Greiff, Holt and Funke, 2013).


The mental health of employees will impact their ability to work efficiently.


[bookmark: _Toc101283167]Figure 3: PMI Chart for Alternative 3 (source: self-attached)
From the above alternatives for solutions, the first solution presented would be the most practical because of the pandemic's effect on workers' job security. Several large corporations have already laid off employees due to the economic downturn. People with a larger sense of job insecurity are more likely to disengage and put less effort into the company's overall goals. They spend a lot less time and energy on their jobs, making their emotional commitment to the firm less constant (Jäkel and Schreiber, 2013).
To put it another way, employment instability harms performance and work satisfaction. Job insecurity is associated with lower levels of job satisfaction. Employee motivation is negatively impacted by job insecurity. Thus, employment uncertainty leads to unhappiness.

[bookmark: _Toc101283159]5.0 Developing a Plan for Implementing the First Solution
Alternative one as the solution was deemed the most suitable in the preceding section. Putting into action a strategy, approach, or any other notion, model, idea, specification, standard, or policy calls for the act of implementing it (Greiff, Holt and Funke, 2013). Strategic goals cannot be met without a well-thought-out implementation strategy. Implementation of the ruling is outlined below:
Planning
Planning is critical to the successful execution of the solution. The first step is for the company to get to know their employees and find out what is causing them to feel anxious about their jobs. Employers must recognise their employees in a meaningful way (Brewster, Sparrow and Vernon, 2020). Employees who display outstanding performance or work ethic should be recognised regularly and appropriately by their employers.
Timing
This is a critical phase in the pandemic timeline. As the epidemic spreads, providing workers with a sense of security at work might boost output because the timing for job security represents the most effective strategy for executing the solution to job dissatisfaction among the employees (Greiff, Holt and Funke, 2013).
Training
Employee productivity may be boosted by training. To keep their jobs, people must be productive.
[bookmark: _Toc101283160]5.1 Communicating the Plan to Stakeholders
	Stakeholder Communication Plan

	Stakeholders
	Power
	Key interests and issues
	Communication method
	frequency
	Comments

	Owners
	High
	Create an atmosphere that allows its executives to do their jobs appropriately (Agarwal, 2021).
	- Face to face 

- Zoom, Google Meets
	Monthly
	This may assist corporate executives in bringing in fresh ideas to the organisation.

	Managers
	High
	To develop a plan and a strategy
	Face to face

Video Conferencing
	Regularly
	Will carry out the job following the directors' permission

	Employees
	Low
	To work as efficiently as possible and to communicate with management about one's mental well-being and performance gaps.
	Face to face

	Daily
	It will enhance the workability of employees and raise their likelihood of staying on the job (Jäkel and Schreiber, 2013).

	The Government
	High 
	To protect the safety and security of employees on the work
	- Formal proposal 
- Face to face
- Formal Email
	Yearly
	It will boost the employment security of employees.

	The Bank
	Low
	To offer financial assistance
	Formal report through Email
	Yearly
	It is appropriate to provide when there is a win-win scenario for both parties (Greiff, Holt and Funke, 2013).
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In every adaptation approach, monitoring and evaluation are vital components that must not be disregarded. Measuring, monitoring, and reviewing the implementation is critical to its practical completion (Pathak, 2021). The following is a description of the approach for monitoring and reviewing:
Observation: The first step in monitoring and reviewing a successful solution implementation is to see it in action (Langerak, Koen, and Van Hooft, 2021). The employer is required to monitor the progress of the solution installation.
Communication with others: Employees should communicate with their subordinates regularly and get their feedback on how things are done so that they may adjust their activities as necessary.
Maintain records regularly: The employer may keep track of everyday actions to determine if the plan is being executed or not.
Employee survey: Employee surveys may provide a clear picture of actual progress. Because workers may provide feedback via an employee survey.
[bookmark: _Toc101283162]6.1 PERT (Program Evaluation and Review Technique)
It is a statistical instrument that is primarily utilised in project management. It assists in planning customised projects in terms of time frames and other characteristics. PERT charts are used to plan projects' tasks to make them simpler to schedule in the future. It also makes it much simpler to coordinate the work of various teams working on an identical product or service (Langerak, Koen, and Van Hooft, 2021). The previously described plants will be implemented using PERT (Program evaluation and review technique), which will assist the plants in scheduling appointments with the relevant colleagues on time and under budget.
[image: PERT in Project Management: PERT Advantages and Disadvantages]
[bookmark: _Toc101283168]Figure 4: PERT Chart for Review Technique (source: Ferrin, 2017)
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7.0 Conclusion
Throughout this entire report, it has been discussed how the primary problem appears to be the employees' dissatisfaction during the covid-19 due to mental health issues, a poor work-life balance, a lack of motivation, and a variety of other professional issues unfamiliar to the management. Many businesses are resorting to layoffs as a result of the economic downturn. Because of this, employees feel uncomfortable about their jobs. A sense of insecurity causes dissatisfaction. This study focuses on a specific instance in which employee unhappiness is the primary issue to be addressed. This report contains a list of different options that may be implemented. The best solution is selected from among the available possibilities. A few different answers to our issue were discovered, and the finest one was recommended to remedy the problem of job unhappiness in the workplace.


[bookmark: _Toc101283164]References
Agarwal, P., 2021. Shattered but smiling: Human resource management and the well-being of employees during COVID-19. International Journal of Hospitality Management, 93, p.102765.
Bazerman, M., 2012. Judgment in Managerial Decision Making, 8th Edition. New York: John Wiley & Sons, Incorporated.
Brewster, C., Sparrow, P. and Vernon, G., 2020. International human resource management. London: Chartered Institute of Personnel and Development.
Ferrin, A., 2017. Good Moral Judgment and Decision-Making Process. The Southern Journal of Philosophy, 55(1), pp.68-95.
Greiff, S., Holt, D. and Funke, J., 2013. Perspectives on Problem Solving in Educational Assessment: Analytical, Interactive, and Collaborative Problem Solving. The Journal of Problem Solving, 5(2).
Jäkel, F. and Schreiber, C., 2013. Introspection in Problem Solving. The Journal of Problem Solving, 6(1).
Langerak, J., Koen, J. and Van Hooft, E., 2021. How to minimise job insecurity during the COVID-19 pandemic. Academy of Management Proceedings, 2021(1), p.11607.
Mirror. (2021). British workers are unhappy at job [online] Available at: <https://www.mirror.co.uk/news/uk-news/third-brit-workers-unhappy-job-23423360> [Accessed 18 April 2022].
Pathak, K., 2021. Some firms put staff well-being ahead of biz goals as covid rages. [online] mint. Available at: <https://www.livemint.com/companies/news/some-firms-put-staff-well-being-ahead-of-biz-goals-as-covid-rages-11619985442746.html> [Accessed 18 April 2022].
Reed, C. and Learning, B., 2014. Problem Solving. Chicago: Britannica Digital Learning.
Sarwar, A., Maqsood, U., and Mujtaba, B. G. (2021). Impact of job insecurity due to COVID-19 on the psychological well-being and resiliency of food delivery personnel. Int. J. Hum. Resour. Stud. 11:24. DOI: 10.5296/jars.v11i1.18075
Sibinović, V. and Ilić-Petković, A., 2021. Safety and mental health of employees during COVID-19 pandemic: Medical and legal aspect. Safety Engineering, 11(1), pp.43-48.
Singhvi, P., Dhage, N. and Sharma, P., 2018. Impact on Motivation Employee's Satisfaction and Employee's Performance. International Academic Journal of Organisational Behavior and Human Resource Management, 05(02), pp.1-43.
 Warren, T., 2021. Work-life balance and gig work: 'Where are we now and 'where to next with the work-life balance agenda?. Journal of Industrial Relations, 63(4), pp.522-545.





6

image3.png
2.0 Analysing Information on the Identified Problem and Helping the

Decision-Making Process




image4.png
4.0 Using a Decision-Making Technique for Evaluating the Range of

Solutions into the Appropriate Option




image5.png
TASK #6





image1.png
1.0 Introduction

1.1 Defining a Complex Problem in the workplace with its Scope and Impact....

2.0 Analysing Information on the Identified Problem and Helping the Decision-Making Process

3.0 Purposing a Range of Alternative Solutions to the Problem

4.0 Using a Decision-Making Technique for Evaluating the Range of Solutions into the

Appropriate Option

5.0 Developing a Plan for Implementing the First Solution

5.1 Communicating the Plan to Stakeholders

6.0 Assessing Appropriate Monitoring and Review Techniques for Implementation .

6.1 PERT (Program Evaluation and Review Technique)




image2.png
1.1 Defining a Complex Problem in the workplace with its Scope and

Impact




