











Problem Solving and Decision-Making Task 2


Executive Summary
The study sheds light on identification of problem faced by employees working in Tesco Plc. In this, the main emphasis is given on devising an alternative solution with the help of a decision making tool to make better decision for the progress of the organisation. It also discusses implementation of the devised solution including communication plan to present the aspects to be communicated to the responsible person. Apart from this, techniques to monitor the successful implementation of devised solution are also included in this report.
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[bookmark: _Toc49781421]Introduction
Decision-making plays a significant role in carrying out effective business operations in different organisations. There are several problems faced by different organisations for which they need to undertake effectual decisions to ensure that problems are solved appropriately without tampering its financial performance. In this study, problem of unequal pay to the employees of Tesco Plc would be discussed with reference to its impact on the performance of employees. Concerning the problem, this report would develop solution with appropriate decision-making tools and techniques. Following this, plan to implement the devised solution would be discussed including communication plan and review techniques to make sure that the implementation of developed plan is a success.


[bookmark: _Toc49781422]Company background
Tesco Plc is a retail organisation providing its customers with a range of products and services. The retail organisation is headquartered in UK and generates revenue of 6,391.1 crore GBP as recorded in the year 2019 (Tescoplc.com, 2020). It employs approximately 4, 50,000 employees in its 6800 stores in UK (Tescoplc.com, 2020). The retailer provides services to its customers through both online and offline media. As per the financial statement of the retail organisation, it has been identified that it earned a profit of around 2,959 million pounds in the year 2019 with a sales of approximately 56.5 billion pounds (Tescoplc.com, 2020). However, it has been analysed that there has been a decline in the revenue generation of Tesco Plc by 1.84% in 2020 from 2019 (Macrotrends.net, 2020). This decrease in revenue can be considered due to the negative influence of unequal pay to employees of the retail organisation.
[bookmark: _Toc49781423]Define a complex problem in the workplace including its scope and impact
From the financial statistics of Tesco Plc, it has identified that its revenue earning in the year 2020 has degraded by 8.7% which resembles lack of employee performance (Tescoplc.com, 2020). In this regard, it is encountered from the gender pay report of Tesco Plc that there is a proportion of gender discrimination within the workplace. This can be proven from the fact that there is lower percentage of women in senior compared to men. Moreover, the women employees were paid less compared to the men employees. This is further heightened the allegations of around 1000 women employees that they are being paid less compared to the male employees (Scott, 2020). This is considered to be a problem of gender pay discrimination which thereby affects the physical and mental satisfaction level of the employees and the overall performance of the organisation also gets affected. 
The scope of this gender pay gap might enhance in the existing period because of the decrease in the sales growth rate of the retail organisation. This decrease in sales is due to disruption of the novel coronavirus that has transformed the way of lifestyle of customers and thereby their living standards (Martin and Okolo, 2020). As per the latest sales statistics of Tesco Plc, it has been identified that the sales growth rate has deteriorated to -0.8% in the year 2020 (Wunsch, 2020). Due to this, the management is more reluctant in paying appropriate pay to its employees.
[image: ]
Figure 1: Decreased sales growth rate of Tesco Plc in 2020
(Source: Wunsch, 2020)
Unequal pay to employees affects the performance of employees as well as of the organization. Based on the research works of Adelekan and Bussin (2018), it is learnt that pay discrepancies major impact the employees which results in lowered morale and self-confidence. This also lowers the capability of the organization to develop productive outputs and satisfy its customers thereby also becomes inefficient in hiring new employees. Furthermore, the retail organization might also face huge employee turnover rate due to this issue of gender pay gap. Therefore, it can be mentioned that the management of the retail organization needs to put emphasis on the maintenance of pay scale of its employees and ensure that they feel satisfied.
[bookmark: _Toc49781424]Analyse information on the identified problem, to help inform the decision-making process
From several news articles, it has been observed that the management of Tesco Plc is facing legal challenges as most of its women employees have claimed that they are being paid less by approximately 3 pound an hour compared to the male employees (Butler, 2018). This legal action of the women employee against the management of the retail organisation has degraded its image in front of new candidates which has thereby make it difficult for the retail organisation to attract new candidates (Nightingale, 2019). In addition, it has also been analysed that the management of the retail organisation is required to pay a share of 405 million pounds to its 40, 000 workforces in England and around 343 million pounds to 32,000 workforces in Greater London (Butler, 2018). From this it can be estimated that the management of the organisation is under high financial pressure which might then lead to ineffectiveness of the organisation in managing its talent within the workplace. Therefore, decisions are to be made regarding alternative solution to overcome the existing situation of allegation and ensure in the future, each employee is paid on equivalent basis without any discrimination.
[bookmark: _Toc49781425]Propose a range of alternative solutions to the problem
There are a range of alternatives which might be taken by the management of Tesco Plc in order to minimise gender pay gap is to maintain transparency in salaries and removing negotiation during salary discussion. Other alternative solutions are developing work-life balance, avoid harassment within workplace, re-evaluation of job specifications and provisioning each employee with a mentor after induction where they might able to increase their knowledge and skills regarding their new work (Auspurg et al., 2017). Concerning to the aforementioned alternative solutions, it can be stated that with the assistance of these solutions, the management of the Tesco Plc would be efficiently able to minimise the proportion of gender pay gap. It is believed that by maintaining transparency among the employees regarding pay scale for respective designation would help in developing a better work environment. Additionally, the management of the retail organisation might also take assistance from government authorities for enforcing policies on pay scales for different segment of job roles. This way each of the employees of the organisation would be aware of the pay scale and the competition within the workplace would be fair enough as nothing is hidden from the employees. This help in developing a sense of trust for the organization in which the employees work and also aim to put more efforts for its progress.
[bookmark: _Toc49781426]Use a decision-making technique to evaluate a range of solutions to identify the most appropriate option
For evaluating the best alternative solution among the above-mentioned ones, decision-matrix can be employed. According to Güss et al. (2017), decision matrix is a decision-making tool that enable an analyst to decide the best among several alternative solutions based on the analysed rating of respective solution. In this regard, it can be stated that the management of the retail organisation might design a matrix to assess and identify the best solutions to be implemented.
	Rating (1-5)
	Maintain transparency in salaries
	Removing negotiation during salary discussion
	Developing work-life balance
	Avoid harassment within workplace
	Re-evaluation of job specifications
	Provisioning each employee with a mentor

	Efficiency of implementation 
	4
	3
	2
	3
	2
	1

	Cost 
	4
	4
	2
	3
	2
	1

	Team experience
	2
	3
	2
	1
	4
	2

	Response time
	3
	2
	3
	1
	3
	2

	Training requirement
	4
	3
	4
	2
	2
	2

	Impact on employees
	5
	3
	4
	5
	2
	4

	Negative consequences
	4
	3
	3
	4
	4
	3

	Total weightage
	26
	21
	20
	19
	19
	15


Table 1: Decision Matrix for evaluating best solution of gender pay gap in Tesco Plc
(Source: Created by author)
From the devised decision matrix, it has been identified that maintaining transparency in salaries is one of the best alternative solution to minimise the gender pay gap and its impact. As per the opinion of Moravcikova et al. (2017), creating transparent relationship with employees help the management of an organisation to develop better relationship with its employees. in this regard, it can be stated that the management of Tesco Plc can develop a standard salary scale for respective job designations including scales for promotion.
[bookmark: _Toc49781427]Develop a plan for implementing the solution
	Aim and objective of the plan
Aim
The aim is to implement the devised alternative solution to minimise the gender pay gap among the employees of Tesco Plc thereby escalating their performance
Objectives
The objectives are as follows,
· To assess the efficiency of alternative solution among the employees of Tesco Plc
· To delegate tasks to responsible person of the management of the retail organisation
· To ensure implementation of the devised solution within the established timeframe
Plan 
	Tasks 
	Actions 
	Responsible person 
	Measuring action 
	Timeframe 

	Acknowledging employees regarding salary structure of the organisation
	Develop new salary structure
	HR manager
	The employees are aware of their respective pay scale
	3 months

	Transparent communication among employees and management
	Inform employees regarding every aspect of change within the organisation irrespective of their designations
	Management 
	Effectual relationship among the employees and management
	6 months 

	Ensure effective engagement of employees in their respective work
	Inviting employees to share their views regarding the operations of the organisation
	Store Manager
	Increased in quality of performance of the employees
	8 months


Budget
	Particulars 
	Expense (Pounds)

	Restructuring the pay scale with the help of financial analyst
	1200

	Revised employees salary 
	55,000

	Performance management tasks
	3500

	Total 
	59700 Pounds






Table 2: Implementation Plan
(Source: Created by author)
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	Description 
	Frequency 
	Method of communication 
	Audience 
	Responsible person

	Discussion regarding job specifications and respective salaries 
	Once a year
	Face to face conversation
	Financial analyst
	Manager

	Communicating the revised salary structure to the employees
	Once a year
	Email 
	Employees 
	HR manager

	News regarding skill development opportunities
	Twice a year
	Flyers or Email 
	Employees 
	HR manager


Table 3: Communication Plan
(Source: Created by author)
By following the devised communication plan, the management of Tesco Plc would be adequately able to maintain the flow of information within the organisation. In this respect, it has been learnt that proper flow of information within the workplace help in minimising conflicts and build adequate professional relationships (Nwabueze and Mileski, 2018). Relating to the aforesaid point, it can be mentioned that the employees of the retail organisation would be able to provide with adequate information regarding every change within the organisation thereby maintaining quality employee relations. This also motivates the employees to acquire productive output through better performance.
[bookmark: _Toc49781429]Assess appropriate monitoring and review techniques to ensure successful implementation of the solution
There are several review and monitoring techniques with the assistance of which the implementation of the devised alternative solution, “maintaining transparency in salaries” can be assessed. Some of the techniques include employee survey and benchmarking which can be used in this case of Tesco Plc to identify the effectiveness of implementing the alternative solution. In this perspective, it can be stated that the management can perform employee survey to analyse their potency and satisfaction level after implementing the approach of transparency in salary scales. With this, the management would be able to acquire knowledge regarding the extent to which employees have appreciated the same and are satisfied. On the other hand, benchmark can be established based on the overall performance of the retail organisation in the year of implementation compared to previous year’s results. This can also provide an overview of the success of implementation of the alternative solution thereby assisting the organisation to continuously review the actions of implementation whether or not they are being followed. In this way, the management of the retail organisation would be able to adequately undertake actions to ensure the implementation of the devised solution is success.
[bookmark: _Toc49781430]Conclusion and Recommendations
[bookmark: _GoBack]This study inferred that there has been gender discrimination based on the pay scale of the employees of Tesco Plc. It has been deduced that this unequal pay has resulted in legal allegations on the retail organisation due to which it has lost its reputation in the marketplace. In addition it has also been inferred that the financial performance of the organisation has decreased to a great extent compared to previous years. Therefore, the study concluded with an alternative solution which can be helpful for the management of the retail organisation to satisfy the demands of its employees. Considering the analysed results, it can be recommended that the management of Tesco Plc can implement the devised alternative solution to mitigate the issue of gender play gap, thereby enhancing the performance of its employees as well as of the organisation.
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