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[bookmark: _Toc57216456]Introduction 
The purpose of this assignment is to find the problem in the UK and its solution to solve the problem. The complex problems are said as the problems or issues that have their reach far away from the capacity of any single firm or organisation so that they can follow or recognize. Therefore there is often the chance of disagreeing with the problems and their causes, or how the problem is addressed. Hence the problem can therefore be addressed, not solved totally. In this assignment, the study is about the issues faced by the workers or employees of the UK. It is seen mostly in the UK that the workers or the employees have a belief that will find correct abilities which are said to be the biggest issue faced by the employer. In 2020, according to the 12000 polls collected by the Independent, it is noted that the hike of unhappiness at the work has raised by 10 per cent.  The employees feel that they are not being correctly valued or given proper respect that they deserve hence making them feel overstressed. They became more stressed or worried during the epidemic situation while working from home. It has become a crisis among the workforce of the UK, where almost half of the workforce is seeking new jobs and two-third of the workforce is being reluctant to return at their works after a week’s break. This study is based on the case study of the employees getting overstressed and also undervalued in the UK, how the management is examining this problem and also finding alternative solutions to this problem.
[bookmark: _Toc57216457]A complex problem in the workplace 
The complex problem that is faced in the working places of the UK is that employees are getting overstressed and undervalued due to common causes that are workloads being high where the deadlines are mentioned making people rush to complete their work giving them pressure, the control for the working activities are deficient, the skills for work is deficient within the people there, due to the results of weak management the employees have a feeling that they do not have a correct sense of direction, the result of over management has made the employees feel that they are not valued, and also not given the respect that they deserve, the communication is also absent as they are not being able to keep the employees up to date with the main changes about the business making them more tensed about their present and future. The worries about the safety of the jobs make the employees more worried about their safety of the jobs, their career chances. The impact of being over-stressed results in:
· Lack of maintaining regularity in the workplace
· The high rate of the turnover of the labourers in the workplace
The maintenance of time is not done correctly
· There is a lack of confidence or self-esteem within the employees of that company 
· The motivation or encouragement of power gets demolished or reduced due to the employees or workers being overstressed.
· The complaints of the employees have increased 
· There is an increment in the reports of incidents, accidents and also ill-health.
The impact of the employees in the UK are taken for granted they are not valued or given proper respect that they deserve they are underestimated and given extra loads which gives them a feeling that they are not valued (Ehsan and Ali, 2019). Hence, they are losing interest and confidence. Different polls and researches have shown that almost 80 per cent of women are feeling overstressed at their work and in case of men the number is at 69%. Almost, two-third of these overstresses persons have complained that their on-duty scenario is constant and they are unable to switch off their job. If they think that the company is not valuing their efforts in the work, they gradually lose interest and move out of that work leaving that work incomplete this results in extra loads of work. The second is that the employees lose their basic interest in the work and their resistance change can have an impact on the total job of that company. This can give rise to devastating behaviours (Priya and Soni, 2017). The chances and the motives of the company are at risk as the productivity has reduced, the employees will have a change of mind of staying in that company and will leave the company in between. 
[bookmark: _Toc57216458]Analysing information on employees feeling overstressed and undervalued
The management of the UK needs to examine or survey the division of the works whether they are divided properly or not this will help them to stop the conjoining of works so that the work pressure does not fall on the employees, therefore, the productivity and efficiency increased due to this management. The management of the workplace of the UK can be managed as it has been able to be controlled with every employee of the workplace in the UK.  given a particular task to do their work on. This will help them to take the correct decision on dividing the work into different parts to each employee and value their efforts given to that work working there so that they don't feel overstressed due to the workloads and overvalued ness. Nearly 47 per cent of overstressed and undervalued employees have said that instead of a 3% pay hike, they would prefer a friendly workplace where they would work with a lot less stress.
TESCO said it is very important to create honesty and trust (Quilliam, Bigby and Douglas, 2018). By valuing the employees had provided the practical goals and also provided a favourable environment so that they can work in. For example, TESCO encouraged their staff members to work with the help of a partnership with other members to fulfil the motives and goals of the individuals and also the teams which mean that the employee concentrates mainly on the customers, make them feel treated nicely by not giving overstress due to workloads and also give them value for their work by giving awards and feedback for their work.
[bookmark: _Toc57216459]A range of alternative solutions 
The first alternative solution to the issue is optimal organisational culture is referred to as the structure through which the groups are organised. It is said to function or work manually. Hence it gives the employees a systematic framework so that theory functions in groups orderly and solves any kind of problems happening in the workplace (Huraguand Chuma, 2019). It also helps in tying the employees together with each other to achieve a certain goal and many others.
The second one is team-based work culture where the solution is used to create working pressure less on the employees by dividing the work within many employees so that they don't feel overstressed and undervalued. Therefore teamwork is important as it can make the teams and their employees more strong enough to achieve a certain goal together by giving the credits to all the team members working on that particular goal. This will not make them feel undervalued.
The third one is feedback and their accomplishment awards the important solution which is required to be known by the employees whether they are correct or wrong (Sachane, Bezuidenhout and Botha, 2018). This will help them to recognise that the company has given them and their work a lot of value.
[bookmark: _Toc57216460]Decision-making technique 
The workplace is facing a serious issue since the employees are dealing with stress and being undervalued issues. There are possible three-way outs as mentioned below: 
1. Optimal organisational culture 
1. Team-based work culture
1. Feedback and accomplishment award. 
The team-based work culture can minimize the work pressure of the employees because the work gets divided into chunks causing less stress on the workers. But the issue of feeling undervalued might not change because the team members might not be ready to give credits to others for the completion of a task. 
On the other hand, Feedback and accomplishment awards might let employees feel valued and appreciated after they pursue a goal but the work pressure might not change because no possibility can ensure that the work would get divided. 
Maintaining optimal organisational culture refers to a strategic plan and work-friendly environment that motivates the company employees to stay glued to each other for achieving desired goals for the betterment of the company (Morténius et al., 2015). An optimal organisational culture can be achieved by establishing effective communication between employees and with management as well, maintaining transparency and diversity, eradicating office politics (LaMontagne et al., 2014). Here, employees’ wins are celebrated and an effective communicative atmosphere helps the employees to be vocal against their problems. 
So, optimal organisational culture can work best to eliminate the issues associated with being overstressed and undervalued. 
[bookmark: _Toc57216461]Implementation Plan for the solution
The plan that can be followed to implement an optimal organisational culture is mentioned below: 

Seeking help from behavioural descriptors to define values and to articulate those values for transforming into actionable behaviours of employees at all working levels. 
Aligning the culture with the company’s business strategy and process. 
 Building up a framework to visualise the organisational culture and its impact on company performance. 
The leaders’ participation is crucial since their honesty and transparency makes a huge difference in making an optimal organisational culture (Massie and Ali, 2016).
Building up an effective communication between employees including the management team and subordinates. 
While the process of cultural change is ongoing, it is a must to look into the existing culture to find out if any beneficial factor is present in the existing work-frame so that it can be retained for the upcoming phase. 
Examining the situation to ensure that the newly formed organisational culture can resonate with both employees and customers. 
Conducting employee surveys to analyse the effectiveness of the current culture and to evaluate the gap between the desired behaviour and the actual behaviour. 
A large number of investments should be made to uplift the business value of the company so that the newly implemented organisational culture can be fruitful. 
[bookmark: _Toc57216462]Communication plan for stakeholders
The process of communicating the plan of implementing the optimal organisational culture to the stakeholders is crucial because the stakeholders including the management and employees are the backbones of the company (Fapohunda, 2013). Unless and until they can comprehend the new plan of implementing the optimal organisational culture, the plan would never be fruitful. 
The management must be asked to save the company's core values to help the company reach uphill. An optimally designed organisational culture helps majorly to safeguard a company's core values. So, the management should be made aware of the beneficiaries of implementing the optimal organisational culture. The management should help in developing an effective communicative atmosphere at all levels including the ground-level employees. They should provide opportunities to all employees to come up with innovative ideas so that a co-operative environment can be grown. 
Being the saviour of the company, the employees also need to understand the plan of implementing optimal organisational culture in the workplace. They should take an active part in transforming desired behavioural values into actionable ones (Walton and Munro, 2015). They should develop an effective connection with fellow employees so that a team-based work process can be developed and the desired goals can be achieved collectively. 
[bookmark: _Toc57216463]Appropriate monitoring and review techniques 
When something new is introduced to a system, it is always crucial to conduct a frequent assessment of the situation to be sure about the effectiveness of the newly incorporated item. So, when the employees in a workplace are feeling overstressed and undervalued, implementing optimal organisational culture can be beneficial. Though assessment of appropriate monitoring and review techniques to ensure successful implementation of the solution is also important. The techniques mentioned below can be followed:

· Conducting employee surveys in a specific interval is important. The questions asked in the survey should be concise and brief so that the evaluation of quantitative data can be easier. 
· The report of the survey conducted before the implementation of the optimal organisational culture should be collected so that the post-implementation phase of the company’s data can be compared. Tesco, being a hundred per cent employee-driven company, used to face employee stress and employee deprivation related problems. So, they came up with the idea of changing work culture in the office. Since the management saved the initial work-related data of the company, the correct evaluation of implementing a new office culture was possible to be done. Now, the newly designed office culture offers fully employee controlled office and every employee can take an active part in providing new innovative ideas and also develop personal growth. The overall betterment of employee has caused the company’s prosperous outcome. 
[bookmark: _Toc57216464]Conclusion
Employees are the backbone of a company and their active contribution helps a company to achieve desired goals. So, the company should also stay committed to its employees by monitoring them so that better contributions can be made by them. This assignment aims to evaluate a case study where the UK workforce scenario has been represented. This states that one in four are actively looking for a new job and the number of people unhappy at work has risen 10 per cent in the past year, according to a survey of 12,000 people by Investors in People. After conducting several surveys it has been found out that the employees are feeling overstressed and also undervalued and these aspects are holding them back to serve the companies they are working for. So, implementing several solutions can be beneficial but enforcement of an optimal organisational culture can fit the best. Optimal organisational culture helps to safeguard a company's core values and also helps to build up effective communication at all levels. This helps to prevail in ineffective coordination between employees and management that produces an effective work culture valuing everyone’s contribution.
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