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Management Consultant: Hello. How are you? 
Unsatisfied Employee: I am fine thank you. How about you?
Management Consultant: I am also good. You seem a bit uncomfortable. Is there something you want to talk about with me?  
Unsatisfied Employee: Yes. I have come to discuss a very challenging issue faced by myself nowadays. I feel highly dissatisfied from my job. I do not feel like continuing with my current job and this is bothering me.  
Management Consultant: Well. Job dissatisfaction is one of the biggest issue of the modern day workforce. There are different factors that can contribute to the dissatisfaction that is experienced by the employees while on their job or in relation to their job role (Armstrong and Taylor, 2018). First, please tell me about your current industry? 
Unsatisfied Employee: I am in the management role in the big organisation. I have a senior level position based on more than twelve years of experience. 
Management Consultant: I must tell you that the research has identified various different roles and industries that are more likely to face dissatisfaction higher than the others. The management level positions are among them. The people on higher-level management positions commonly experience dissatisfaction from their jobs (Laškarin Ažić, 2017). 
Unsatisfied Employee: Really? That is something new for me. 
Management Consultant: Yes. The management is one of the areas where the chances of this feeling arising in a person may be higher. This is a very serious issue. The dissatisfaction can result in decrease in individual performance of the employee. This can consequently have a negative impact on the overall performance of the organisation. At the same time, it should be noted that the chances of a dissatisfied leaving an organisation is really high. This can also negatively influence the organisational productivity (Brewster et al., 2016). There can be different cause of feeling dissatisfaction at work and by exploring the right cause of the problem; we will be able to come up with an effective solution.  
Unsatisfied Employee: All right. 
Management Consultant: What do you think is the main reason for experiencing dissatisfaction from your job?
Unsatisfied Employee: My job is very demanding. I am unable to properly maintain work-life balance due to my responsibilities. This is negatively affecting my family relationships as well as taking a toll on my health. I want to have enough time for my family and health.  
Management Consultant: That is a very good concern. A work-life balance is very important in a person’s life (Hook and Jenkins, 2019). Let us explore this issue a bit further. Has this issue arisen recently or have you noticed it now. 
Unsatisfied Employee: Actually, I have been a workaholic from the beginning. This habit has helped me in professional career. Only now have I become aware of the problems that are associated with my behaviour. Now I am stuck in a situation that is not desirable for me. 
Management Consultant: It seems that we have identified the reason behind the problem of dissatisfaction. Several external environmental factors can contribute to this problem. Let’s have a look at them.
Unsatisfied Employee: Alright.
Management Consultant: The political scenario has changed after Brexit and some businesses are facing challenges due to this reason that may cause work burden for employees. The slow economic growth has resulted in lesser hiring and more work has to be shared by the existing staff members (Carnevale and Hatak, 2020). The changes in social trends can have an impact. By looking at different people on similar level who seem to be enjoying their job, an individual can become dissatisfied. The lack of technology adoption may cause lower productivity and increase the work burden. The changes in legislations can environment related laws can also affect the work environment. 
Unsatisfied Employee: I never really thought about these factors. Actually, my organisation is facing some of these challenges and the work burden has been higher due to these factors. 
Management Consultant: Now, let us explore some of the possible solutions to this problem and identify the most appropriate solution for you. 
Unsatisfied Employee: That would be great. 
Management Consultant: One of the solution to this problem is that you can look for other job opportunities in a different industry that have higher employee satisfaction levels such as education or public administration.  
Unsatisfied Employee: I do not intend to change my industry as I have been in it from the start of my career. This has given my expertise in this particular field that cannot be capitalized in other sectors. 
Management Consultant: Okay. Another option is to switch for other opportunity in the same industry to pursue better work life balance (Amissah et al., 2016). 
Unsatisfied Employee: This is a possibility that I am considering from some time. My concern is that it may be difficult to gain better work-life balance in the new job role and then I will become dissatisfied from this job as well. 
Management Consultant: Before moving on to the next solution, I would like to know your feelings about your job if the work-life balance is improved. 
Unsatisfied Employee: I would love to have such an option. I love my job and my relationships are also very good. The only challenge is excessive workload. 
Management Consultant: In that case, my propose solution is that you talk to your line manager about this issue. You can inform the person about the challenges you are facing and the resulting dissatisfaction (Laškarin Ažić, 2017). In that manner, you may be able to get better results. In addition, based on our discussion, this may be the best option for you. 
Unsatisfied Employee: Indeed. This is a very good option. I will definitely talk to my manager about this issue. Maybe by delegating some work to a subordinate, the problem will be reduced. 
Management Consultant: Great. We have a solution.
Unsatisfied Employee: We have discussed different solution. I would like to know some ways that the chosen solution can be implemented in the organisation and the outcomes are evaluated. 
Management Consultant: The management has to evaluate the job role of each person. Those individuals that have many tasks and have to sit late beyond must be identified. The solution to this can be in form of adding a staff member (Warner, 2020). In addition, the latest technologies can be implemented to become more efficient and reduce the workload. 
Unsatisfied Employee: I will definitely share the plan for implementing this solution at my organisation. Thank you for your support.
Management Consultant: You’re welcome. I am glad to help you with your problem. 
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[bookmark: _Toc112452504]Introduction
The business are faced with different challenges and problems. Some of these problems are of complex nature and can have a strong impact on the organisation. It is important that the business completely understands the problem, identified the different possible solutions, evaluate them for their effectiveness and implement the solution that is most feasible for them (Robbins and Judge, 2017). In this report, we will look at the complex business problem of employee retention. The scope and impact of high levels of employee retention will also be discussed. The information related to the identified problem will be analysed to develop a deeper understanding about it. The different possible solutions will be identified and each of them will be evaluated to identify the best solution. The plan for implementation of the solution will be developed. The way this plan will be communicated with different stakeholders will also be discussed in the report. Lastly, the appropriate measures and review techniques to ensure successful implementation of the plan will also be discussed. 
[bookmark: _Toc112452505]Defining the Complex Problem in the Workspace including its Scope and Impact
One of the complex problem that is faced by the modern day organisation is related to the employee retention. The employees are one of the most important resources for any business and each organisation has to understand the importance of having good employees with them. One of the biggest challenge that the businesses face in relation to their staff members is employee turnover. This can be described as the number of employees leaving the organisation over a period of time (Torrington et al., 2017). The separation of the employees from the organisation is something that cannot be avoided. Each business is focussed on taking necessary steps to ensure that the number of employees that are separated voluntarily from the organisation is lesser. 
The employee retention has a big scope in an organisation. The ability of a business to retain its employees especially those who are good talent results in higher organisational productivity. The performance of whole organisation is negatively affected as a consequence of employee turnover. The high levels of employee turnover can have a negative impact on the organisation in many different ways (Hook and Jenkins, 2019). The high employee turnover results in lower morale among the employees. When many people leave the organisation, the existing employees get demotivated and their morale becomes lower. The knowledge, expertise and experience of the employee are also lost as the result of high employee turnover in the organisation (Warner, 2020).  
[bookmark: _Toc112452506]Analysing the Information on the Identified Problem
The businesses are taking different steps in order to ensure that they attract and retain the competent talent in the organisation. There have been different challenges in the environment that may cause the employee turnover to become higher. The organisation has to understand each of these factors and take actions in such a manner that they are able to retain their employees. One of the key reason for the employees leaving an organisation is better remuneration package. The current competitive business environment demands that the organisation take special actions to make sure that the employees are offered market competitive salary and benefits (Carnevale and Hatak, 2020). The lack of career growth opportunities is another reason that the employees of the organisation may decide to leave the organisation. The people want to learn new skills, gain new experiences and advance their knowledge related to their professional career in order to grow in that field. A lack of opportunities for career growth will result in employees looking for opportunities somewhere else. 
The relationship with line manager or the supervisor is also of great importance in retaining good resources. People prefer to work with good supervisors and the opposite of this is also true. It has been found that many employees leave their current organisation due to having a problem with their immediate manager or supervisor (Torrington et al., 2017). The working environ of the organisation is also very important. The organisations that offer good working environment to their employees in terms of their sitting space, flexibility of work and good culture have higher retention rates than other businesses. The physical health and safety of the employees is another big concern. The possibility of getting injured or hurt at work may result in the employees leaving the organisation. Similarly, the toxic work environment can have a detrimental effect on the mental health of the employees and this can decrease their employee retention efforts. The employees may also leave an organisation if they believe that their efforts are not recognized properly by the management of the business (Warner, 2020). 
[bookmark: _Toc112452507]Proposing a Range of Alternative Solutions to the Problem
The employee retention is a big problem for the modern day organisations and they have to make sure to come up with the best solution for it. There are different solutions that can be implemented by an organisation in order to cater with the challenge that is provided by this huge problem (Shafaei, Nejati and Yusoff, 2020). One of the solution that can be implemented by the organisation is offering attractive and competitive salary and other benefits to their employees. Another solution is having a proper training and development plan for the organisation along with succession planning in order to offer the employees an opportunity to grow in their professional career. Having a proper performance management system can also be very beneficial for an organisation that intends to solve the problem of lower employee retention. Developing an organisation culture that is positive, supportive and free from toxic practices is also a solution to high employee turnover issue (Hook and Jenkins, 2019).   
[bookmark: _Toc112452508]Evaluating the range of Solutions to Identify the Most Appropriate Solution
The different solutions offered for the complex problem of keeping the employee turnover low should also be evaluated in order to identify the best solution for the organisation. The firs solution demands that the company offers good compensation to the employees when compared to the market. This is a very important solution but there are some challenges associated with it. Many businesses are facing challenges in the current market and are unable to implement this challenge due to financial problems (Hanić and Jevtić, 2020). Similarly, the small-scale businesses cannot also implement this solution as they lack the necessary capital to implement this solution in a proper manner. They may find it difficult to match the salaries and benefits that are offered by their competitors in the market. 
The next solution is having a proper training and development function in an organisation. The employees are prepared for different roles that are to be performed by them on their current job as well as in the future. The succession planning should also be done in order to prepare the employees for their future job roles. This is a very effective solution, as the growth opportunities will reduce the employee turnover (Armstrong and Taylor, 2018). The implementation of this solution in smaller organisation is not possible as huge capital allocation is required. In addition, this solution alone may not be very effective in retaining the employees if other problems persist in the organisation. 
[bookmark: _Toc112452509]Plan for Implementing the Solution
Planning is one of the most important step in relation to implementation of a solution. The solution will be implemented in the organisation systematically in order to ensure that the desired results are achieved in the most effective manner possible. The first step will be introducing the performance management process in the organisation (Warner, 2020). The employees will be assigned performance related goals that will be mutually agreed between them and their line managers. The performance of the employees will be measured against these performance goals. Complete assurance will be provided that the efforts of the employees in goal achievement will be recognized by the management of the organisation. The employees will be rewarded based on their performance. The rewards will include raise in salary, performance recognition and promotion if applicable. This will help in retaining the employees as their performance is recognized and they are also offered career growth (Hook and Jenkins, 2019). Those employees that are unable to perform as per the standard will be provided trainings in the weak areas to help them improve their outcomes. This will also enable them to perform well and their retention will also be increased. The performance management will also help in identifying those employees who are performing very well and they will included in the succession planning in the organisation.  
[bookmark: _Toc112452510]Communication of the Plan to the Stakeholders
The communication of the plan for implementing the proposed solution to the different stakeholders is very important. One of the most important stakeholder is the management of the organisation. They will be provided a detailed guide related to the way solution will be implemented in the organisation by taking different steps. The presentation will also be given which will highlight the different steps that will be taken in the plan, identify the benefits to the business and the ways the employee retention will increase in the organisation (Shafaei, Nejati and Yusoff, 2020). The employees are also an important stakeholder of the solution. The communication with the employees will be done in a completely different manner as compared to the communication with the management. The employees will be informed about the different steps that will be taken by the management that are aimed towards benefitting them. The employees will be informed about the recognition of their performance, linking rewards with performance, the opportunity of career growth and be part of the long-term organisational goals. By informing the employees about the different benefits of the solution, the goal of higher employee retention will be achieved. 
[bookmark: _Toc112452511]Assessing appropriate Monitoring and Review techniques to ensure Successful Implementation 
One of the most important aspect of properly implementing a solution is to make sure proper monitoring takes place. This helps in reviewing the actions that are taken and make any necessary changes if required in this regard (Warner, 2020). One of the ways the implementation of the solution will be monitored is by monitoring the performance management system implementation in the organisation. This is the key aspect of the solution that has been proposed to make the results are achieved in an effective manner. The development of goals for each employees, the mutual agreement and the measurement of the performance according to these goals is the key to ensuring successful implementation. The annual appraisals of the employees and their salary changes will be reviewed to make sure they are according to the plan. Another way is to review the trainings that are offered by the organisation (Torrington et al., 2017). The training needs identified in the performance management must be fulfilled in order to ensure the solution implementation. The succession plan of the organisation will also be monitored to look for the outstanding employees identified in the performance management system implemented in the organisation.   
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[bookmark: _GoBack]The employees are the most important asset of an organisation and they have to make sure to retain their employees. The employee retention is the big problem as there are different reasons that cause higher employee turnover. Among the different factors that negatively affect employee retention are employee compensation, growth opportunities, supervisor relationships, work environment, physical safety, and lack of performance recognition. There are different solutions including setting marketing competitive salaries, implementing training and development, having a performance management system and promoting healthy organisational culture (Hook and Jenkins, 2019). The plan for solution implementation includes introducing performance management system, linking rewards with performance, identifying training opportunities and including high performers in succession planning. The management and employees are both stakeholders of the solution and the communication will be done differently with both of them. The monitoring of the solution will be based on effective implementation of performance management system and linkage of further action with its results. 
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