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[bookmark: _Toc131026284]Introduction
Employees must possess problem-solving abilities to flourish in the dynamic workplace of today. To recognise, evaluate, and solve workplace issues that affect productivity, decision-making, and organisational outcomes, one needs effective problem-solving abilities (Butterfield, 2017). 
[bookmark: _Toc131026285]Amazon Overview
The world's largest online retailer, Amazon, began as an online bookstore in 1994. Over 1.3 million people work for Amazon worldwide in a variety of jobs such as software development, fulfilment facilities, and customer service (Hall, 2022). Amazon is a leader in the e-commerce sector due to its emphasis on offering premium goods and services. However, due to its sizable workforce and intricate operations, Amazon faces several difficulties, including issues at work that call for strong problem-solving abilities.
[bookmark: _Toc131026286]The Workplace Problem
The high staff turnover rate at Amazon is a factor in the workplace issue this study has discovered. Given that the corporation employs more than 1.3 million people worldwide, the breadth of the issue is substantial. Employee morale, productivity, and organisational effectiveness are all being affected negatively by the high turnover rate. In reality, the high turnover rate harms the company's bottom line by making it more expensive to find, hire, and educate new staff. High turnover rates can have an impact on the mood of the current workforce, which lowers productivity and could result in the loss of talented workers (Jackson and Ruderman, 2019). 


[bookmark: _Toc131026287]Analysing information
[bookmark: _Toc131026288]Root cause analysis (RCA)
A Fishbone diagram has been used to perform a cause-and-effect study to determine the underlying reason behind Amazon's high staff turnover rate. The following list of potential causes has been made:
· Inadequate benefits and compensation
· Bad work-life balance
· Lack of prospects for career advancement
· Inadequate education and training
· Bad leadership and management
· Limited incentives and recognition
· Unhealthy organisational culture
· Inadequate job security
The data and information have been gathered from a variety of sources, such as employee feedback, departure interviews, and industry research, to weed out potential core causes.  The data analysis showed that the low employee retention rate was mostly caused by poor pay and benefits, a lack of work-life balance, and few prospects for professional advancement. The primary root cause was shown to be inadequate pay and benefits, with many workers claiming these factors as reasons for leaving the company, including poor salaries, a lack of benefits, and inadequate compensation packages (Ulrich et al., 2017). Additionally, it was discovered that Amazon's compensation packages were subpar in comparison to other digital behemoths like Google and Facebook, which resulted in staff members departing for jobs with higher pay (Wright and McMahan, 2019). Additionally, it was discovered that Amazon's workplace culture placed a strong emphasis on productivity and efficiency, which had the negative effects of a poor work-life balance and few prospects for professional advancement.
[bookmark: _Toc131026289]Applying situational analysis models
[bookmark: _Toc131026290]SWOT Analysis for Amazon
	Strengths
	Opportunities

	· Strong brand recognition and reputation
· Wide product range and diverse portfolio
· High customer loyalty and retention
· Technological advancements and innovations
· Robust supply chain management
	· Expansion into new markets and regions
· Diversification into new products and services
· Increasing focus on sustainability and environmental concerns
· Growing e-commerce market
· Increasing demand for cloud computing services

	Weaknesses
	Threats

	· High employee turnover rate
· Limited physical presence in certain regions
· Dependence on third-party sellers
· Limited product differentiation in some categories
· Environmental concerns regarding packaging and delivery
	· Intense competition from other e-commerce giants
· Changing customer preferences and behaviours
· Regulatory challenges and changes in laws and policies
· Cybersecurity threats and data breaches (Wayne, 2019).
· Economic downturns and fluctuations in global markets



[bookmark: _Toc131026291]PESTLE Analysis for Amazon
Political
· Changes in tax policies and regulations
· Trade disputes and tariffs
· Government regulations on data privacy and cybersecurity
Economic
· Fluctuations in exchange rates and inflation
· Economic downturns and recessions
· Changes in consumer spending patterns
Social
· Increasing awareness and demand for sustainability
· Changing demographics and lifestyles
· Shifts in consumer preferences and behaviours
Technological
· Advancements in artificial intelligence and machine learning
· Increasing adoption of cloud computing
· Growth of mobile and digital technologies
Legal
· Changes in labour laws and regulations
· Intellectual property rights and copyright issues
· Antitrust and competition laws
Environmental
· Growing concerns regarding climate change and carbon emissions
· Environmental regulations on packaging and waste disposal
· Increasing demand for eco-friendly products and services
According to the SWOT and PESTLE assessments, it is evident that Amazon has a solid reputation for its brand and technology achievements, both of which are important strengths. The high personnel turnover rate and environmental issues, however, are serious flaws that must be fixed. Amazon has several opportunities, such as growing into new areas and diversifying its product and service offerings, but it also faces dangers from fierce competition and shifting consumer tastes. Amazon can think about promoting work-life balance, increasing possibilities for career advancement and development, and enhancing pay and benefits packages to address the high employee turnover rate (Lawler, 2019). To address environmental issues, Amazon can also concentrate on sustainability programmes and eco-friendly practises. Amazon might also look into new markets and product lines to diversify its offers and lessen its reliance on independent merchants. Amazon can use its brand recognition and technology developments to outperform its competitors.


[bookmark: _Toc131026292]Range of alternative solutions
[bookmark: _Toc131026293]Solution 1: Strengthen employee retention and engagement initiatives
Programs that put focus on staff retention and engagement are implementable by Amazon. This can entail expanding opportunities for career advancement, upgrading benefit packages, promoting work-life balance, and raising pay (Armstrong and Taylor, 2020). Such actions will assist in lowering the high employee turnover rate and enhancing the company's reputation as a trustworthy and accommodating employer.
[bookmark: _Toc131026294]Solution 2: Increase Workforce Diversity and Inclusion
Increasing staff diversity and inclusion is one way to address the core reasons of Amazon's employee churn and retention problem. According to studies, diverse workplaces result in better business outcomes, more innovation, and lower attrition (Guest, 2017). Amazon can increase employee happiness and engagement and increase retention rates by aggressively attracting and keeping a diverse staff. 
[bookmark: _Toc131026295]Solution 3: Implement a Mentorship Program
In order to address the identified root issues, Amazon may potentially develop a mentoring programme. This programme can be created to pair seasoned workers with new hires or those who are having problems with engagement or retention. To help the mentees thrive in their responsibilities and feel more a part of the business, the mentors might offer direction, encouragement, and advice (Huselid, 2015). 


[bookmark: _Toc131026296]Evaluation of alternative solutions
[bookmark: _Toc131026297]Weighted decision-making matrix
	Criteria
	Weight
	Solution 1
	Solution 2
	Solution 3

	Effectiveness
	0.4
	5
	3
	4

	Feasibility
	0.2
	5
	4
	3

	Impact
	0.2
	4
	5
	4

	Cost-effectiveness
	0.2
	3
	4
	4

	Total 
	1
	17
	16
	15



Solution 1, strengthening employee retention and engagement initiatives, received the highest score in the weighted decision-making matrix and is hence the one that Amazon should apply. This solution is not just practical, but highly influential on stakeholders, and long-term cost-effective when it comes to treating the identified core issues. To get the intended results, it is crucial to keep in mind that all three solutions can be taken into account and used gradually.


[bookmark: _Toc131026298]Implementation of the solution
[bookmark: _Toc131026299]Gantt chart
	Activities
	Timeframe

	Week 
	W1
	W2
	W3
	W4
	W5
	W6
	W7
	W8

	Analysis of current retention and engagement initiatives
	
	
	
	
	
	
	
	

	Development of a plan to address gaps and areas for improvement 
	
	
	
	
	
	
	
	

	Communication of plan to stakeholders
	
	
	
	
	
	
	
	

	Employee training and resource allocation 
	
	
	
	
	
	
	
	

	Ongoing monitoring and evaluation of the plan
	
	
	
	
	
	
	
	




There will be numerous actions taken in the execution of Solution 1, which intends to increase activities for staff retention and engagement. The first step, which will take two weeks, will be an analysis of the current retention and engagement activities. The creation of a plan to address these gaps and potential improvement areas will be the second phase. Working along with relevant stakeholders, such as department heads and HR managers. The strategy will contain tactics to enhance employee engagement, communication, and career development possibilities. After the plan is created, stakeholders will be informed about it through a week-long communication campaign. Employee training and resource allocation will be the fourth step. The continual monitoring and evaluation of the implementation plan will be the last phase. 
The new retention and engagement strategies will need to be implemented with effective change management. The following change management techniques will be used to make sure the change is successful:
Leadership Support: The senior leadership team will actively inform employees of the significance of the changes and will fully support the new efforts (Heer, 2019).
Communication: To ensure that all stakeholders are aware of the changes and their role in executing them, effective communication will be crucial throughout the implementation phase.
Employee Involvement: Staff members will participate in the creation of the new initiatives and have the opportunity to offer feedback while they are being put into action.
Training and Development: To ensure that employees have the abilities and knowledge required to carry out their tasks successfully, they will be given the appropriate training and development opportunities (Gupta, 2020).
[bookmark: _Toc131026300]Communication plan with stakeholders
	Stakeholders
	Power/Interest
	Key Interests & Issues
	Frequency
	Comments

	Amazon CEO and Executive Team
	High Power/High Interest
	Overall Business Success, Financial Growth, Employee Retention and Satisfaction, Customer Satisfaction
	Monthly Updates, Quarterly Meetings
	Regular communication on progress and success of the solution implementation.

	HR Department
	High Power/High Interest
	Employee Retention and Satisfaction, Workforce Management
	Weekly Meetings, Bi-Monthly Reports
	Ongoing communication on the implementation plan and progress updates, identifying any challenges or areas for improvement.

	Middle Management
	High Power/Medium Interest
	Employee Retention and Satisfaction, Team Productivity
	Bi-Weekly Meetings
	Regular updates on the implementation plan and progress, addressing any concerns or questions.

	Frontline Employees
	Low Power/High Interest
	Work-Life Balance, Employee Development, Job Security
	Monthly Employee Meetings
	Clear and consistent communication on the purpose and benefits of the retention and engagement initiatives, addressing any feedback or concerns (Kinnie and Purcell, 2017).

	Customers
	Low Power/Low Interest
	Quality Products and Services, Timely Delivery
	As needed
	No direct communication is necessary, but ensuring the retention and engagement initiatives positively impacts customer satisfaction (Kramar, 2014).


Based on the Power/Interest matrix, the stakeholders have been categorised into high or low power and high or low interest. The stakeholder engagement plan includes communication frequency, key interests and issues, and any comments or specific considerations for each stakeholder group. The plan emphasises regular and clear communication to ensure all stakeholders are informed and engaged in the implementation plan and progress.


[bookmark: _Toc131026301]Monitoring and review techniques
The establishment of an extensive monitoring and review procedure is crucial to guarantee the implementation of the suggested solution will be successful. Setting definite benchmarks that match the precise activities and goals listed in the implementation plan is one efficient way to gauge progress. To establish whether the project is on track or if changes are necessary, these milestones should be constantly watched and analysed. To ensure that everyone is informed of any updates, changes, or problems, regular progress reports should be created and distributed to key stakeholders. Additionally, it is advised to set up a formal evaluation procedure to assess the solution's efficacy over time. This can entail gathering information on staff retention and engagement rates, polling workers through surveys or focus groups to get their opinions, and conducting regular evaluations of the initiative's overall effects on the company. It is significant to remember that the monitoring and evaluation procedure should be continual and adaptable because changes may be required as the project moves forward. 


[bookmark: _Toc131026302]Conclusion
The complex problem of high employee turnover at Amazon was addressed through a thorough analysis using tools like fishbone diagrams, SWOT and PESTLE analysis, and a weighted decision-making matrix. The identified root cause of the issue was the lack of employee retention and engagement initiatives. A solution was proposed to strengthen such initiatives, and an implementation plan and stakeholder engagement plan were developed. It is crucial to monitor the progress and effectiveness of the solution through regular review techniques. By implementing these strategies, Amazon can reduce employee turnover, improve retention and engagement, and ultimately increase productivity and profitability.
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