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[bookmark: _Toc67674782]Introduction
This report has the purpose to define the complex problems regarding job dissatisfaction in the context of Tesco, one of the largest retail brands in the UK. The report will also analyse the scope and impact job dissatisfaction on overall organisational productivity and produce some alternative solutions to the problem so that the most appropriate option can be chosen through the decision-making technique. The report aims to produce an implementation plan of the key solutions and analyse the monitoring techniques to ensure that the solution is implemented successfully.
[bookmark: _Toc67674783]Discussion
[bookmark: _Toc67674784]Complex problems in the workplace
Job dissatisfaction can be defined as negative feelings of the employees about their work or the working atmosphere in the workplace (De Jong et al., 2017). It refers to a situation in which employees lose interest and motivation in the job their doing. It can be recognised as one of the key issues in the modern workplace that make a severe impact on employees morale and minimise their efficiency and productivity.
Job satisfaction has the scope to influence employees morale and their performance through an efficient communication within the workplace. The scope of resolving the problem regarding job dissatisfaction in Tesco is to improve employee productivity and establish an effective communication so that the quality of customer service and products can be improved. (Park et al., 2017). The scope can be further evaluated how the management of the company treats the workers. In the case of Tesco's working environment, the employees are dissatisfied mostly due to lack of recognition, employee benefits, lack of work life balance, and poor communication and gender pay gap between the workers of both genders (Glassdoor, 2017).
Impact: Enhancement of employee turnover is a significant impact of employee dissatisfaction in a workplace. If the workers are not satisfied with their salary, job roles and working environment, they face stress, lack of motivation and enthusiasm to work with efficiency (De Clercq et al., 2019). Job dissatisfaction indicates poor organisational productivity and it reflects the inefficiency of the management to retain the employees. It brings low employee morale that reduces their efficiency and productivity. Due to lack of proper commitment and motivation of the employees towards the objectives and goals of the company, the profitability is also hampered. It makes a negative impact on the brand image and leads to poor customer service that makes it difficult to retain loyal and satisfied customers. Gender pay gap is one of the key reasons for job dissatisfaction among the female workers in Tesco (BBC, 2016). Due to lack of a fair payment structure and recognition program in the workplace, most of the employees feel a lack of commitment and satisfaction that also makes an impact on their performance and reduces the overall quality of an organisational service.
[bookmark: _Toc67674785]Analysis of information on the problem
From the survey conducted by Personnel Group it has been revealed that more than 47% of the employees in the UK reported their dissatisfaction towards their job and 27% of the staff members reported that they are not happy in the workplace at all (theweek.co.uk 2018). Less than 51% employees are satisfied in the workplace as it is revealed from the survey. The report from The Times reveals that more than 37% of the front line staff members in the organisations based in the UK are not satisfied with their payment and job roles (theweek.co.uk 2018). It indicates that employees are growing with the tendency to have a lower expectation from the management to become satisfied in the workplace.
Due to the lack of appropriate payment structures and stagnant wage, the employees of Tesco are also dissatisfied with the management. It is becoming worse when the management does not provide proper career growth and development opportunities and due to lack of promotion and recognition sessions, the employees reduce their productivity and it leads to the organisational inefficiency and poor customer service (Nwobia and Aljohani, 2017). Dissatisfied workers lose their morale and interest towards the organisational objective such as expanding the business operation with globalisation and it leads to poor customer retention as well. Decision-making is essential for choosing an appropriate solution among the alternatives and developing an implementation plan of the solution to resolve the complex problems regarding job dissatisfaction of the employees in Tesco (Muqadas et al., 2107).
[bookmark: _Toc67674786]A range of solutions to the problem
The following solutions will be helpful to boost their morale and motivate them to enhance their productivity and contribute to the organisations benefits.
Giving clear instructions and setting goals: by providing proper instruction of the job roles and responsibilities of the employees, the management of Tesco can improve their motivation and confidence that will boost their performance and contribution to the organisations productivity. (Islami et al., 2018). The management is recommended to establish clear goals and objectives for the employees so that they have proper ideas about their responsibilities towards the company. The employees must be given accessibility so that they can communicate with the management about any queries regarding their job roles and objectives.
Effective communication: communication is important to sustain a consistency within the workplace and by establishing a constant and effective communication with the workers, the management of Tesco can make the employees feel respected and valuable for the company (Anderson, 2020). It is also important to reduce any kind of discrimination in the workplace and make the employees understand the importance of training and development to improve their communication skills.
Recognition: employee recognition is necessary to appreciate the hard work and contribution of the employees and make them feel valued for the organisations success. The employees of Tesco must be recognised and appreciated based on their performance and informed that their performances are continuously noticed and monitored by the management (Asaari et al., 2019). In order to prevent issues like job dissatisfaction, recognition programs are necessary to treat each employee equally and appreciate their work fairly.
Reward program: after conducting an appropriate performance management, the employees must be provided proper incentives, promotion, monetary benefits and other perks for their excellent performance (Yao et al., 2018). Tesco has already implemented a reward management strategy but it needs to be improved by providing the opportunity for promotion and monetary incentives to both the genders without having any discrimination to reduce the turnover rate (Topham, 2016).
No favouritism policy: by maintaining no favouritism policy, the management of Tesco need to treat each employee with equality regardless of their age, gender, culture, disability and race. Sense of favouritism causes poor employee morale and the feeling of nepotism can create a sense of undervaluation among the workforce. The management of Tesco requires avoiding any favouritism while implementing a reward management structure and recognition session so that the employees increase their efforts and contribution towards organisational success (Jackson, 2020).

[bookmark: _Toc67674787]Using decision-making techniques to evaluate the solutions
The CODM model refers to an efficient decision making technique to analyse the above-mentioned solutions and determine the most appropriate solution to resolve the complex problem job dissatisfaction in Tesco. The model reflects on consensus and oriented decision making processes through the identification of proper objectives to implement the model and make a proper design of the process to determine the appropriate solution (Berekmeri and Zafeiris, 2020). The model is also implemented by ensuring the engagement and contribution of each stakeholder in the process of making decisions to find the proper solution.
Providing clear instruction and goals is recognised as the first solution to minimise job dissatisfaction at Tesco. It will help to improve their job roles and identify their responsibilities that will lead to the enhancement of their performance. However, Alghamdi (2018) criticizes that it is not enough to boost employee morale and the management must arrange proper career opportunities to improve their productivity.
Maintaining effective communication within the working environment has been recognised as the second solution that will help to resolve any queries and minimise misunderstanding between the team members (Uluturk and Tayfun, 2019). However, it is important to consider opinion of each employee without discrimination to develop a proper communication.
Recognition has been identified as the third solution that will give the employees fair appraisal and appreciation for their hard work and performance and minimise their dissatisfaction in the workplace at Tesco (Usman et al., 2020). However, performance management is necessary before conducting a fair appraisal and employee recognition in the environment.
Reward programs is mentioned as the fourth solution to resolve the problems as it will help to boost employees motivation and encourage them through monetary incentives and other attractive perks (Islami et al., 2018). However, an effective training and development session is necessary to implement strategy.
The last solution regarding no favouritism policies refers to treat all employees fairly and make them feel equally valued and respected. However, it is quite difficult for the management of Tesco to avoid gender-based discrimination and give employees fair wages and appreciation (Akuffo and Kivipold, 2021).
After the evaluation of all the above solutions, employee recognition schemes can be identified as the most appropriate one for enhancing job satisfaction among the employees of Tesco.
[bookmark: _Toc67674788]Developing a plan to implement the solution
	Solution
	Objective
	Required action
	Time

	Employee recognition scheme
	To sustain employee satisfaction through appreciation and recognition
	1. Stakeholder communication
2. Evaluation of employee performance
3. Promotion and career development opportunities
4. Incentives, perks and benefits
	1 year


Table 1: Implementation plan for employee recognition scheme
		(Source: Created by learner)
[bookmark: _Toc67674789]Communication of the plan to stakeholders
Stakeholders are required to be engaged in the decision making process to communicate and resolve the issue related to job dissatisfaction in the workplace of Tesco. The board of directors of Tesco have communicated the problem with the human resource management team to identify the key reasons behind dissatisfaction in the workforce (Kornelakis, 2018). The HRM has implemented a brainstorming process to communicate with the employees and value their opinion about the alternative solutions. The management has started collecting the feedback of the employees regarding the working condition and required recognition to develop the plan of implementing employee recognition scheme.
[bookmark: _Toc67674790]Assessing the monitoring and review techniques to ensure successful implementation of the solution
The implemented plan of employee recognition is required to be monitored and reviewed to ensure the success of the scheme and assure employee satisfaction in the working atmosphere. There are some significant tools to monitor and review techniques to assess the potential of the scheme and ensure its success.
PDSA cycle: it refers to the planning, doing, studying and acting the required changes in a cyclic process before starting the implementation process of employee recognition scheme. It is essential to review the progress according to the schedule and monitor the allocation of required resources and communication between the stakeholders of Tesco (Ruck et al., 2017).
360-degree feedback: it has the aim to analyse the opinion and feedback of the stakeholders in order to monitor the success rate and potential of employee recognition scheme to reduce dissatisfaction from the workforce of Tesco. It will be generated by designing a questionnaire and conducting the survey among the stakeholders to analyse their increasing commitment and motivation (Chyhryn et al., 2020). It is also essential to foster their learning and development opportunity so that they can be motivated to improve their productivity.
[bookmark: _Toc67674791]Conclusion
In order to reduce the issue regarding job dissatisfaction among the employees of Tesco, some alternative solutions have been recommended in the report to overcome the problem and make the employees feel valued and satisfied in the workplace and employee recognition scheme has been identified as the appropriate one after implementing CODM decision-making technique.
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