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1. Introduction 

Working as a consultant manager of UK Group Ltd Company I have been asked to give solutions to several problems which employees are facing within the GLHS Organisation. GLHS is one of the biggest organisations in the UK with over thirty hotels in UK and few more in Europe. Even though the reputation of the organisation is great, it seems that employees are still not happy. 
After my meeting with an employee representative, I have focused on the main problems that seem to stand in the way to increase wellbeing, reduce stress, and improve career prospects within the organisation.
In the next paragraphs, first we will identify and recognise the problems one by one-to-give appropriate and evaluate solutions or/and alternatives. Furthermore, we will analyse these problems using deferent techniques of problem solving for best results. Last, we will apply these decisions to the workplace in a practical manner.
Let me first introduce the problems that employees bring to the meeting:
· POOR management 
Management are not supporting employees with positive feedback. A “good word” from managers to employees after all the hard work they have done is really important. Instead, in GLHS organisation as results we have Negative Psychology of employees.
In addition, while the organisation always promotes teamwork, in reality, managers reward individual’s effort. As a result, management breaks down the team spirit that they are trying to create. 

· STRESS 
Employee stress levels are very high working in hospitality industry. Even more when employees work in a high-class luxury environment. Therefore, they complain for low incomes, no bonus and the fact that they cannot take a step up on the ladder. Sometimes it is good for employees to get bonus for all the hard work they do. The management can also arrange some kind of coopetition to get some beneficial results for both, employees and employers. 

· POOR COMMUNICATION 
Lack of communication between line managers and employees and also different departments leads in lack of continuity. Problems with hierarchy in management create many errors, delays, all leading to customers dissatisfaction as well. The poor communication and lack of leadership skills from managers is one of the common problems reported from employees. Dealing with these issues effectively can have major impact on employee satisfaction.

· NO GROWTH PROSPECTS  
No opportunities to growth within the organisation. There are not trainings for employees to improve their skills. This is one of the major problems for employees. They do not feel motivated and supported and as a result, they are unhappy which effects their productivity and customers dissatisfaction. Giving the opportunity to growth and appropriate training can help employees feel ownership, valuated and definitely is going to motivate them.

2. Problem-solving techniques

To analyse these problems and give appropriate solutions first we use the Fishbone technique, which is a model to analyse the causes of a problem. In the diagram below, we look at four categories of possible causes for the employee’s job dissatisfaction.
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The Fishbone Diagram allows to thinking thoroughly about the employee’s problems.
1. The environment is characterized by the requirement to be excellent because we are in a luxury hotel where there can be no mistakes. This puts a lot of stress on the employees. On top of that, employees do not feel any ownership of their own job, on the contrary, they sometimes feel that they are de-personified and insignificant.
2. The management is focused exclusively on top performance and not on the motivation of the employees. When managers give feedback, it is generally to point to something negative and even excellent performance is not mentioned. This poor management effects employee’s moral and therefore their performance.
3. In terms of the human resources methods that can be used in all organisations to boost employee satisfaction, we see that they are all lacking. There is very little training to create common, shared values in the staff, there are very few seminars or other activities that can create personal growth and a sense of motivation in the employees. Moreover, there are very few promotions and the employees do not feel that they can climb up the career ladder.
4. Finally, looking at the category of people, we note a very important lack of communication between employees, between deferent departments and line managers as well. As we said above, the stress levels are high and the managers add to the stress by pointing out all the problems in front of everyone. Working in this environment with limited staff can be challenging and can also break down the team spirit. It is clear that everyone is trying to fend for themselves alone and therefore everyone becomes a competitor rather than a colleague.
All these causes lead to employee job dissatisfaction. People have the power to lift the organisation and succeed in many ways when they get support to improve their job satisfaction and their motivation to perform well in their workplace. It is important to take into consideration the fact that dissatisfied employees will be visible in their workplace cause problems to the organisation as well. This is not a one-way problem and eventually concerns both sides.

Looking at the factors of the PESTEL analysis model, we can immediately recognize the impact of two major events on this problem. The one is the Covid- 19 pandemic, which has ravaging effects on all the factors, political, economic and social. 
Similarly, Brexit has many effects, which are difficult to predict at this stage, on the labour market and the legal framework for work and migration policies, given that many employees in this industry have emigrated from other countries.
Finally, technological changes become more and more radical in all ways, although the luxury industry relies heavily on the personal services of a team of dedicated staff.
Political Factors 
Labour market
The UK will now need to change its migration policies. Currently EU citizens have been able to live and work in the UK without restrictions. Government will need to re-set this policy and employers across sectors will need adjust their talent policies. This will be particularly important for organisations with many EU nationals on their staff. © 2015 - 2020 PwC. All rights reserved. 
Social factors 
As Great Britain’s workplace health and safety regulator, the Health and Safety Executive (HSE) has maintained its regulatory functions during the pandemic and supported the response to COVID-19 by the UK Government, Devolved Administrations and businesses. HSE recognised the threat presented by COVID-19 to workers, businesses, the broader community and our people, and we have transitioned our workforce to operate remotely where possible, limited mobilisation to site and adapted our regulatory approaches accordingly. /www.hse.gov.uk
Technological Factors 
We can expect radical changes in the areas of skills, employment levels, work patterns, the content of jobs and occupational structure to name but a few. There will be no turning back; the seeds of fundamental change have already been sown. New technology is perhaps the most important issue that has ever faced workers and trade unions. (Gill, 1986: 7) 

PESTLE analysis shows that in few cases we will not be able to give solutions, because of the UK government decisions through covid-19 and Brexit from the EU. 

Finally, we applied the Plus/Minus/Interesting (PMI) brainstorming to weigh the pros and cons of an employee’s decision to work in GLHS. The PMI chart below presents this analysis (Mindtools.com). 

	PLUS
	MINUS 
	INTERESTING 

	Working in a luxury environment 
	Working under constant stress
	Working in a competitive industry helps build top skills 

	Get quality work experience for future career  
	Less opportunities for self-development 
	Work with people from different cultures 

	Hotels are one of the biggest industries in UK
	Employees will not feel valuable and ownership 
	Work in different departments, get insight into complex industry 




SWOT Analysis 
	STRENGHTS 
	WEAKNESSES

	The solutions are beneficial for both, employees and employers 
	The process of self-development usually takes time 

	The implements are available and affordable for the management 
	The woki toki tools cost a good amount of money for the organisation

	OPORTUNITIES
	THREATS 

	Reduce stress 
	Covid-19 could affect employability 

	Improve communication and customers satisfaction 
	Brexit can force people to leave the UK



ADKAR 
Awareness. Is really important for employers to understand the important message (communication) of changing things for employees in a workplace. When we have unhappy employees, the productivity is very low, many errors arise and employees leaves the organisation to seek for something better. Furthermore, in some cases few employees they decide to stay even though they are not happy and that effect negatively the organisation.
Desire Employees have to communicate their problems to employers and the organisation have to take action to implement these changes through consultant manager guidance. Everyone has to get involve and make the effort to develop these changes. Positive and negative feedback in team meetings can bring honest and helpful implements to the organisation 
Knowledge Is essential for employees to get training in order to improve their skills, develop their career and achieve the long- and short-term goals. Last, allow them for practicing experience during each stage of changes.
Ability The employers need to understand what and why we should change things. They need to participate to every single step. We need to identify the weaknesses in existence strategy and do necessary implements 
Reinforcement: Management needs to support employees when they are stuck in the process of changes. Motivation and recognition can help them stay in the changes process. 


3. Solutions and implementations
I have analysed all the problems employees shared with me and I am going to make few necessary suggestions to improve employees’ job satisfaction. Three are the biggest problems which I am analysing below:
1. Employees have been talking about the communication problems between different departments, between colleagues and management as well. Therefore, I have decided that ‘The board of directors’ need to use two-way radios (walkie-talkies) in daily base. Each department, staff members, supervisors and the GM of the company should use these tools to improve communication and decrease errors. That would be affect employee’s productivity and awareness. Among that they should feel how valuable they are for the organisation. And yet, with these tools we minimise the hierarchy problems. Last, you make sure that they are getting the training they need to learn how to use the walkie-talkie 

2. To make sure that employees have a voice, and their role is crucial to the business they are going to participate to the meetings ones a week and yet, supervisors must brief the employees every day accordingly. Furthermore, they are going to participate to the monthly meetings with managers and other departments where they can discuss everything. They can share their ideas, their problems and so on 

3. I understood that growth prospects are important for all employees. To help them improve their personal goals and skills we need to find out about their knowledge, abilities what they like to do in the future, where they would  like to see themselves, their strengths and so on...Is a big process, takes time and afford from both sides, managers, and employees but i have decide to implement this as well.

4. We are going to use the appraisal form in a schedule time of three months. So, employees are going to meet their line manager every three months, they would do the appraisal and managers will guide them accordingly.  In these three months, managers and employees should agree to follow a schedule, a development plan.  In these meetings, you should agree which trainings employees need to take in order to approach their goals. In these meetings line manager should informed employees if is any suitable position open for them. And last, in these meetings employees have improve their skills and line manager must help them all the way long.

4.Conclusion 

As a consultant manager I had to talk and observe employees in their workplace to make sure I have all the right information’s I need before implement changes. I also have asked them for a survey before I made any decisions. The survey is extremely useful and we agree to keep it in the board and after the implementation.
Last, I am expecting a feedback from all employees in the end of these changes.
In the other hand ‘the board of directors’ as I call them was very willing to make these implements work for the best of the organisation and to increase employees job satisfaction.  
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