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Individual Report 
[bookmark: _Toc68003502][bookmark: _Toc68781128][bookmark: _Toc68781172]1. Introduction
As businesses multiply and grow, work environments continue to expand and this expansion brings forth a diverse and dynamic workspace where myriad employees from different backgrounds work together. However, as work intensifies, numerous problems emerge and give rise to issues and hindrances within the workplace with low job satisfaction being a major culprit.
[bookmark: _Toc68003503][bookmark: _Toc68781129][bookmark: _Toc68781173]2. Workplace problem - scope and impact
[bookmark: _Toc68003504][bookmark: _Toc68781130][bookmark: _Toc68781174]Problem scenario- Ineffective employee recognition: Scope 
Employees work for the benefit of the company as well as for earning the acknowledgment of their hard work. Hence, an organization must value the efforts that their employees put in every day and reinforce the positivity. According to Nwokorie (2017), the primary objective of "employee recognition" within the workplace is to reinstate specific attitudes and behaviours that give rise to noteworthy performances and results. Cementing the importance of employee recognition as a mandatory criterion, Idowu (2017) has remarked that one of the largest motivations for an employee is to get recognised by their peers and employers and gain the amount of respect or compensation they deserve. 
However, most organizations struggle to value their employees due to their sheer lack of management, high-stress work environments, or conflicting leadership styles. A common occurrence within such organisations is de-motivated employees who do not feel happy going to work or have no motivation to perform at all. As Thokozani (2017) has opined, employees that go unrecognised feel like they are not part of the organization or that their skills and qualities are not utilised as per their potential, which consequently leads to a feeling of disillusion. 
[bookmark: _Toc68003505][bookmark: _Toc68781131][bookmark: _Toc68781175]SWOT Analysis 
	Strengths
· Competitiveness in achieving work objectives 
· Scope of improvement for employee performance 
	Weaknesses 
· Lack of able management of employee queries and problems 
· Conflict in leadership styles 
· Employee skills getting disregarded and not used as per potential 

	Opportunities 
· Establishing employee feedback system
· Organising an effective performance management system through rewards and appraisal 
· Respecting employees for their milestones and achievements 
	Threats 
· A highly-stressed work environment 
· De-motivated employees 
· Disrespect to employees and prevalence of negative attitude in supervisors 
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De-motivated and ineffective employees and low productivity
Human issue 
Environment issue 
Process Issue 
Management Issue 
Lack of employee recreation facilities
Highly stressed office surroundings
No motivation to come to work
Monotonous jobs
Lack of constructive feedback
Lack of autonomy in work management
Condescending attitude of supervisors
Heavy workload
Lack of recognition
Low morale of employees
Lack of trust and respect in employees
Conflicting leadership style

Figure 1: ISHIKAWA diagram showing factors contributing to workplace problems
(Source: Influenced by Buengeler, Leroy and De Stobbeleir, 2018)
[bookmark: _Toc68003507][bookmark: _Toc68781133][bookmark: _Toc68781177]Impact 
Affect on work
Employees not fully engaged in their work tend to display low productivity and slow down the progress of work. The lack of enthusiasm at work coupled with a high-stress work environment generates a feeling of dissatisfaction and stasis within employees. In this context, the words of Bilal, Rafi, and Khalid (2017) hold that employees that do not receive adequate respect and recognition feel very lost about their position and become careless at their work. 
Affect on individual 
Alternatively, the morale of employees gets adversely affected and they lose their self-confidence. They no longer feel that they can keep up with the work standards of the company and get depressed at work. In other words, as Buengeler, Leroy and De Stobbeleir (2018) have stated, de-motivated employees no longer feel the need to go the extra mile for performing well. This not only decreased their work productivity but also reduced their self-worth and self-respect, making them dissatisfied with their job in general. 
[bookmark: _Toc68003508][bookmark: _Toc68781134][bookmark: _Toc68781178]3. Ineffective employee recognition: Analysis
Employees often go through a lot of stress and obstacles to get their work done and these efforts are often a reflection of how invested the employees are in working for the well-being of the company. Moreover, the workforce in the current years is largely concerned about the workplace environment and how they are treated at their work. Employers on the other hand, often tend to overlook the importance of recognizing the smaller achievements of employees and show disregard to their contributions because they view it as an unnecessary task.
Employee recognition is a vital part of any organisational culture that is focused on providing experiences to customers and creating an employee-friendly work environment. Abdien (2019) has argued that the act of employee recognition signals the fact that a particular behaviour or action of the employee has been a contributor to the growth of the brand and has lived up to the brand promise. Hence, it is evident that providing recognition to employees sends them a message that their work has been valued. However, the absence of this action may only lead to disgruntled and dissatisfied employees who are not happy with their work. In this context, the scenario of United Airlines can be seen as an instance where an absence of employee recognition had negatively impacted the brand.
[bookmark: _Toc68003509][bookmark: _Toc68781135][bookmark: _Toc68781179]Case of United Airlines
In 2012, United Airlines earned the dishonour of being ranked as the meanest airline in America due to their astronomically high consumer complaints in the year 2011 (Franz, 2012). Apart from this, in the same year, United Airlines ranked last in the American Customer Satisfaction Index. An analysis of the debacle reveals that the root cause of this problem lay in the attitude of the management towards its employees as it turns out; a large portion of the complaints came from the employees' section themselves. This is because United Airlines adopted a marketing ploy to increase their digital visibility and presence in the market under the disguise of an employee recognition program called the "Outperforming Recognition Program" (Franz, 2012).   
The methodology of the program was not well structured and provided very little scope to customers to provide feedback on employee service. Moreover, the mechanism of the feedback was designed entirely to generate in-app benefits for United Airlines rather than a coherent employee recognition system as it forced customers to download their app and use the app to generate reviews. As a result, the program did not wear well with employees who felt disregarded and insulted. 
Analysing the case of United Airlines, it can be stated that poor organisational management, inadequate employee rewards system, and lack of two-way communication are reasons for the failure of the brand and their service. Due to these reasons, the staff at United Airlines felt de-motivated and de-valued, and thus, out of frustration they had written open letters of complaint to the administration with the letters being addressed to the president of United Airlines, Jeff Smisek.   
[bookmark: _Toc68003510][bookmark: _Toc68781136][bookmark: _Toc68781180]4. Alternative solutions to the problem
The need for providing recognition to employees has now become an utmost necessity for organisations. Productivity is a key factor to help businesses stay relevant and therefore the need for providing employee recognition in the most suitable ways is the need of the hour. 
Establishing a corporate wellness program 
Many employees feel emotionally drained after a hard day of work and some even feel stressed out or burned out due to enormous pressure. Hence, promoting wellness within the workplace to help the employees to increase their health and well-being would be hugely beneficial for the organisation. A systematic and well-organised "corporate wellness program" that would take care of the health and mental well being of workers and enhance their productivity is a must-have in an organisation (Lorincová, Hitka, Štarchoň and Stachová 2018).  
Employee feedback system 
Employees try to put forward their best efforts into meeting their goals and as an employer; it is a duty to take into account employee suggestions in a decision-making plan that would directly affect the employees. According to Thibault Landry, Schweyer, and Whillans (2017), employees are the ones that run the wheels of the machine and the ones who deliver and so it is very important to include them in decision-making processes instead of keeping them in the dark.  
Building a wall of fame for employee achievements 
Including a wall of fame that would display the achievements and milestones of employees vis-a-vis the organisation would be an absolute winning method for employees to feel valued. As Idowu (2017) has stated, having a wall of fame displayed within the organisation for the whole staff unit to see will be a huge booster towards employee recognition. 
Establishing peer-to-peer recognition via social media 
Fostering healthy relationships between peers and co-workers helps to develop a healthy work culture and in turn, improves the work environment. Nwokorie (2017) has commented that encouraging peers to value the work of employees helps to boost the morale of employees and makes them feel inclusive and worthy of being part of the organisation. Trust between employees gets strengthened and they become more confident to put forward their creative ideas and suggestions for improving their work.   
On the other hand, Abdien (2019) has commented that a meticulous way of giving employee recognition is to encourage peer-to-peer recognition in social media. Employees spend a large amount of time on social media and seeing their efforts being valued in social media would make them feel loved and respected. 
[bookmark: _Toc68003511][bookmark: _Toc68781137][bookmark: _Toc68781181]5. Decision-making technique to evaluate a range of solutions to identify appropriate option 
To evaluate the solutions and select an appropriate option, the rational decision-making model has been applied. In this model, there are six steps. [Refer to Appendix 1]
i) Identifying the problem
In the context of United Airlines, faulty employee recognition system in the guise of marketing of United Airlines services through in-app promotions. As a consequence, there was a rise in consumer complaints referring to poor service and unethical marketing. 
ii) Analysing potential causes of the problem
Poor management by the administration and management departments of United Airlines coupled with lack of foresight of the marketing team are the primary causes of the problem. Lack of communication with employees, non-transparency, and absence of an actual employee rewards system are other major causes. 
iii) Recognising alternative solutions 
Solutions to the problem include:
· Establishing an employee feedback system and being more transparent about employee rewards policies 
· Establishing a corporate wellness program 
· Encouraging peer-to-peer social media recognition 
· Establishing a wall of fame to exhibit employee milestones 
iv) Selecting an appropriate solution
An appropriate short-term plan for the problem would be to establish an employee feedback system and restore accountability and transparency in employee rewards policies. On the other hand, a suitable long-term plan would be to establish a corporate wellness program for employees. 
v) Developing an implementation plan 
The next step is to develop an implementation plan for both short-term and long-term solutions. 
vi) Monitoring and evaluating the plan 
An adequate monitoring plan is required to review the progress of the implementation plan against the given timeline. 
[bookmark: _Toc68003512][bookmark: _Toc68781138][bookmark: _Toc68781182]6. Implementation plan 
	Strategy 
	Method 
	Activities 
	Responsible staff  
	Frequency 

	Short term
	Establishing employee feedback system 
	· Enlisting employee suggestions for upcoming projects 
· Inviting employees suggestions ahead of key decision-making meetings 
	HR management head officer, Employee heads, and team leaders 
	Twice a week every month 

	Long term 
	Establishing corporate wellness programs for employees 
	· Creating comprehensive health and well-being policies for employees 
· Providing opportunity for mental health assistance on a bi-monthly basis 
	Administration head officer, HR management head officer, employee's heads 
	Mental health assistance after every two months for workers 



[bookmark: _Toc68003513][bookmark: _Toc68781139][bookmark: _Toc68781183]7. Communication plan to stakeholders 
	Communication type 
	Objective 
	Medium 
	Frequency 
	Key Stakeholders

	Team meetings 
	Review strategies and management mechanism 
	Face to face 
	Once a month 
	Board of directors, administrative heads, HR heads 

	Monthly status meetings 
	Review on the status of selected implementation activities 
	Face to face and conference call 
	As needed 
	Team leaders, HR management team 

	Activity status reports 
	Status of the programs, costs, and problems 
	Face to face and emails 
	Once a week 
	Team leaders, HR management team 



[bookmark: _Toc68003514][bookmark: _Toc68781140][bookmark: _Toc68781184]8. Monitoring and review techniques
Suitable monitoring techniques would include:
· Activity status reports
· Stakeholder feedback 
· Costs report 
· Risk assessment report
[bookmark: _Toc68003515][bookmark: _Toc68781141][bookmark: _Toc68781185]9. Conclusion 
Human beings naturally have zeal to work more and better when they feel rewarded and appreciated for their efforts and in this context, employees are no different. Therefore, it is essential to provide succinct reinforcement and recognition to employees for the well-being of the organisation in the long run. 
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Appendix 1: Rational Decision-Making Model 
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(Source: Influnced by Kulkarni, Robles-Flores and Popovič 2017)
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