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[bookmark: _Toc56290171]Introduction
Job dissatisfaction has been considered as the complex problem at workplace. This has been growing in the UK at a higher speed. Employees getting dissatisfied with the job they doing at the existing workplace. The degree of dissatisfaction has been multiplied by the lack of motivation at workplace. Most of the workers in the manufacturing industries are facing limitation in the career development. For this reason, this report has been developed to identify the complex problem at workplace and to determine the technique to solve the problem. 


[bookmark: _Toc56290172]Tasks
1. [bookmark: _Toc56290173]Defining the complex problem in the workplace including its scope and impact
There numerous problems are prevailing at the workplace. Some of these are exposing much threat having higher degree of impacts and some other exposing lower degree of impacts. In this connection, the dissatisfaction at workplace of the employees has been identified as the greater one. Dissatisfaction among the employees have started covering much deeply at the workplace (Jodlbauer et al., 2011). Job dissatisfied emerges from different aspect. 
The scope of the problem job dissatisfaction
The scope of the identified problem is huge because dissatisfaction is related to the reduced productivity of the employees. Once the employee withdraw their mind from the job, they are not engaged with the job mentally. This problem is expected to deteriorate the productivity problem at workplace (Flanagan, 2013). The increased employee turnover rate also notable in this connection. When employees leave the workplace, the workplace requires another recruitment for meeting up the gap of the employees. This consequently increase the cost from the different perspective. For example, recruitment cost increase, cost reduction policy fails to achieve its objectives, training cost increase. 
The impact of the job dissatisfaction
The impact of the job dissatisfied at the workplace erodes the essence of the effectiveness and efficiency of the employees. Job dissatisfaction impacts on the employee engagement. For example, dissatisfaction on the job, refrain the employees from the engagement on the responsibility. Meanwhile they think for switching on another organisation for job (Mattarelli and Tagliaventi, 2012). In this way the employee withdraw their mind from the workplace, once they withdraw their mind from the workplace, the performance and productivity of the workplace reduce significantly. The impact of the job dissatisfaction destroys the organisation progression and lags the organisation behind. 
2. [bookmark: _Toc56290174]Analysing the information on the identified problem, to help inform the decision-making process
Job dissatisfaction occurs in the organisation at any department. It might occur in the higher management also. Job dissatisfaction impacts on the employee engagement and retention rate of the employees. Job dissatisfaction emerges from the lack of motivation, mismatch between skills and responsibilities (Hausmann et al., 2016)
It has been very confusing situation for the organisation to take decision regarding the job dissatisfaction and business operation.



3. [bookmark: _Toc56290175]Proposing a range of alternative solutions to the problem
Job dissatisfaction at workplace is not hard problem but it occurs frequently. Job dissatisfaction can be addressed through the following ways. 
Talent management: Talent management is considered as prominent way to solve the job dissatisfaction (Sparrow and Makram, 2015). Job dissatisfaction emerges from the lack of motivation, mismatch between skills and responsibilities. For this reason, the talent management to discuss. Talent management can place the right employee at the right place of the workplace. For example, introvert skilful employees should ne place at the promoting the product or at the presentation of the meeting minutes. Talent management is considered as the systematic human resource management. It works by taking the feedbacks from the employees.
Job description analysis: Job description analysis analyses the roles and responsibilities of a particular job. In this regard, the specified roles and responsibilities are identified for creating required skills into the employees (Is Your Volunteer Job Description Doing Its Job?, 2016). Once the required skills, responsibilities have been identified then the expected candidates can be selected or promoted in the position. Thus, the shifted employees are expected to be able to conduct the assigned job. In this way, the performance level can be increased and employee engagement can be achieved. More importantly, the employee can adapt the position and environment. So, there little change leaves for job dissatisfaction. 
Job rotation: Job rotation refers to replacing the job position of the employees. Job rotation is done from the belief of monotonous. When an employee works in a same place for many years, then the employee gets fed up with the environment. In this regard, the employees want to switch on other place for job. Job rotation allows the department to shifts the employees at another functional department (Dhanraj and Parumasur, 2014). Job rotation is done by two ways horizontal and vertical rob rotation. Horizontal job rotation occurs when an employee is promoted or shifted at the same department meaning within the department. On the other hand, vertical job rotation occur when the employee is promoted different department such as an employee is shifted to marketing department from the operational department. In this connection, the shifted employees get a new job environment. 
4. [bookmark: _Toc56290176]Application of a decision-making technique to evaluate a range of solutions to identify the most appropriate option
Decision making is considered significant because it finalises the plan. Once the plan has been initiated then the plan to be finalised. This process is considered as the decision making process. 
A systematic approach for making decision: A systematic approach for decision making is an integrated process through the decision is taken and undertaken. In this regard, at first the constructive environment is created for the action. For example, job rotation for resolving the job dissatisfaction requires constructive environment. Once the environment is created for the job rotation, the situation should be investigated in detail. Now the alternative comes to be taken. In this connection, the good alternative is generated for implementing the job rotation (Damavandinejadmonfared et al., 2012). In this stage, the alternatives or options are explored and analysed to identify the competitive point. After that the best option should be selected. It is done after the exploration of the options deeply. Which option ensures the good solution and makes good sense are selected here. This is the step where the plan is evaluated and analysed. At the final stage of this stage, the decision is communicated to the stakeholders to make the action enforced. 
Decision making technique-Game Theory: The decision making technique focuses on selecting the best strategy to achieve the objectives and ensures the competitive advantage. In this regard, the game theory explores the insights of the situation in the competition. Game theory enables management to makes effective decision. 
Decision making technique- Break-even analysis: Break-even analysis is the technique for making a decision (Jakupi, Statovci and Hajrizi, 2017). Break-even analyses the best alternatives that are available for the organisation. Break-even analysis ensures that organisation will not experience any loss in this decision and stance is created.
5. [bookmark: _Toc56290177]Developing a plan for implementing the solution
This report talks about the job dissatisfaction and its probable solution. In this stage, the solution to be implemented. So, the planning for the solution should be designed. In this regard, the job rotation and talent management have been identified as the way to solve the problem. For implementing the talent management in the workplace among the dissatisfied workforce the following plan will do. 
Defining the problem: In this stage, the problem is defined meaning what the problem actually is. In this regard, the problem is the job dissatisfaction of the employee in the workplace.
Identifying the alternative for solution: Once the problem has been identified and selected then the ways are determined to solve the problem. In this regard, the talent management and job rotation have been identified as the options for solving the problem. 
Evaluating the solution: As the two alternative have been selected primary for solving the job dissatisfaction at the workplace, here effectiveness of these is analysed. Talent management is the integrated and effective method for solving the problem. On the other hand, the job rotation is considered as the temporary method for solving the problem. 
Selecting the solution: Once the alternatives have been analysed and evaluated the best alternative is selected in this stage. After evaluating the effectiveness by comparing the effectiveness and sustainability of the alternatives, the talent management has been selected here.
Implementing the selected solution: In this regard, the talent management has been selected for solving the job dissatisfaction problem.  The talent management has been selected because it is sustainable and effective. 
Monitoring the progression: In this planning, the overall strategies are overseen and observed to understand the progress of the selected solution. Monitoring can finds out the loophole and advantage of the techniques. 

6. [bookmark: _Toc56290178]Communicating the plan to stakeholders
In this section, the techniques that were used to solve the problem has been analysed and communicated to the stakeholders. Stakeholders are the parties who are directly connected to the organisation. For example, employees, directors, management, customers, governments are the main stakeholders of the organisation. 
Personal mailing: Personal mailing to be used to communicate the paling to the stakeholders. Stakeholder should have the knowledge of the planning that is planned to reduce the job dissatisfaction at the workplace.
General meeting: In a general meeting, this planning could be communicated to the stakeholders. In this regard, these planning points to be generated as the minutes for the meeting.
Poster: Poster can be used to communicate the planning to the stakeholders. In this regard, the poster can be set up at the front door of the organisation.  
Besides, the organisation can use the presentation and telegraph for communicating the planning of the system used to reduce the impact of job dissatisfaction. 
 


7. [bookmark: _Toc56290179]Assessing the right monitoring and review techniques to ensure successful implementation of the solution
Once the techniques have been implemented to solve the job dissatisfaction. In this regard, the talent management has been selected to solve the problem. With view to reviewing the performance and progress of the techniques, different techniques are available. 
Feedback analysis: Feedback analysing is the technique to review the planning for resolving the problem. Feedback taking collects the feedback from the employees where the talent management has been conducted. After analysing the job position and responsibilities, the employees are placed there. When the employees of the organisation are asked whether they are satisfied or not with the current situation, they replied positively. 
Performance analysis: Performance analysis can a great way to review technique of the job dissatisfaction. Performance analysis explores the comparative performance of the employees. In this regard, the performance of the particular employees is compared with the previous performance (Lorains, Ball and MacMahon, 2013). As the talent management improves the employee engagement and productivity, then the performance can be improved. If the performance is increased and employee tends to engage with organisation. In connection, the improvement has been noticed in the organisation after conducting the talent management. 

[bookmark: _Toc56290180]Conclusion and recommendation
The problem and decision making in an organisation is important because it improves the operational decision of the organisation. Once the problem has been detected in that organisation, then the problem solving techniques are analysed. Decision making process is the systematic process in which the planning is actioned and finalised. Decision making is considered as the process. In an organisation there different complex problem prevails at the workplace. Every problem at the workplace deters the performance improvement. 
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