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[bookmark: _Toc89922745]Introduction
The problem-solving technique has been defined as a system of diverse ideas and activities that an organization or person does in order to improve their ability to address various problems or issues that people or individuals in the environment face. Any organization's executives and employees must have problem-solving abilities (Proctor, 2009). It's possible to fix problems in the workplace through evaluating, communicating effectively, and listening. The report purpose is to explore alternative approaches to fixing problems. Workplace difficulties analysis will be addressed in this study through the use of problem-solving methods and the identification of solutions.

[bookmark: _Toc89922747]Complex workplace problem's definition, including its scope and impact
Across the globe, workplace concerns and problems are a major concern. A company employs people from a variety of backgrounds to do a variety of tasks. Currently, one of the most difficult problems to solve is low employee satisfaction (Robertson et al., 2021). It has been shown that underpaying employees is the primary cause of employee unhappiness. Employee unhappiness is caused by a variety of circumstances, including a lack of opportunity for advancement, bad working conditions, and a lack of opportunity for advancement. Demand for sufficient remuneration is rising every day, thus workers are unable to spend quality time with their loved ones, friends, and hobbies. Employees' mental health is also affected by this. 
One of the most common causes of work dissatisfaction is an employee's belief that they are underpaid. Workers will be dissatisfied with their jobs if there is no possibility for advancement. Because of their low wages, many workers are forced to stretch their money farther than others, which frequently results in their having to forgo pleasurable activities in favor of more important ones (Sabir, 2017). An employee's job satisfaction might be impacted by the financial strain of having to pay expenses with a low income. As a result, if a person believes that they are stuck in their current position and have little hope of advancement, they are less likely to put out their best effort at work. Employees who are enthusiastic about their jobs are more likely to put in extra effort at work. Low productivity, anxiety, mental stress, poor job performance, and depression are all symptoms of an underpaid and stagnant workplace.
[bookmark: _Toc89922748]Analysis of data on the highlighted problem to aid decision-making
 The short-term benefits of underpaying your employees may outweigh the long-term consequences. When an employee is underpaid, they are less likely to be engaged in their work than when they are paid appropriately. Dissatisfaction among one person may quickly spread throughout a team and even a whole company. According to a report, the UK economy loses $350 billion a year in productivity because of disengaged employees (Lazear, 2018).
In the workplace, the human urge for advancement is arguably most apparent. If employees believe they can advance in their careers, it's a no-brainer that they'll be more invested in their job and less likely to get disengaged (Osborne and Hammoud, 2017). It may appear that personal development has little to do with job advancement, but this is not always the case. It's a good idea for companies to offer their employees opportunities for professional and personal growth. Regulation of low wages and the prevention of exploitation are made possible by the legal minimum wage. 
Solutions to the employee dissatisfaction problem
In the workplace, job discontent occurs when employees' expectations are not satisfied. Bad perceptions and lack of dedication to the organization leave them with a negative outlook on their work and the company. When this happens, the organization's performance and bottom line are affected. Dissatisfied employees might demonstrate a variety of different actions (Bizzi, 2018). If a person believes their salary is not commensurate with their accomplishments at work, they will feel undervalued and underappreciated They may also blame their work for any financial issues they are experiencing. A new compensation structure and wage increases should be proposed in order to resolve this problem. Create a payroll and compensation plan that rewards employees for their success and encourages them to advance in their careers. Most people's professional objectives include a desire to develop in their career path. In order to help employees flourish, employers should provide some amenities.
[bookmark: _Toc89922749]Decision-making technique for assessing several solutions and selecting the best one
Those who work must be paid at least the minimum wage and other benefits. Employee underpayment has to be remedied immediately. In the final section, several remedies to the underpaid or low salary and lack of opportunity for growth issues of employees are presented. These solutions must be evaluated and considered by HR managers in order to determine their ability to tackle the challenges (Proctor, 2018).
Maintain standard salary system: To satisfy the workers, a standard compensation plan must be in place. Employees are content when they are paid a fair wage. Employees are more motivated to work hard and produce more when they are paid well. Employees of the Authority should be paid at least the minimum wage (Kurniawaty et al., 2019). For the most part, employers' failure to correctly interpret and apply employee salary rights has resulted in underpayment. Maintaining staff satisfaction is critical to the success of the store and production system. As a result, staff productivity and turnover may be negatively affected. Improved job performance will occur if employees are pleased with their pay.
Provide facilities for growth of employees: Some of the obvious (and enticing) benefits of professional development and career success are: Pay rises, better recognition, and more fascinating tasks. Many companies have established official or informal mentorship programs in order to assist their workers grow and develop. It is extremely beneficial for both the business and the employee if formal performance evaluations are handled seriously (Kurniawaty et al., 2019). Too frequently yearly and mid-year evaluations are considered as an afterthought that are conducted at the last minute and often with poorly planned replies. For both the company and the employee, performance evaluations may be a valuable tool in determining if an employee is achieving or exceeding expectations. 
Provide flexible working period: Flexible working hours for workers can be provided by HR managers, but it is difficult to keep track of the honesty and loyalty of employees. Every company must have a working-hours policy in place, and HR managers are responsible for ensuring that the policy is adhered to. Allowing employees to retain their family, personal, and other duties is the responsibility of the employer. 
[bookmark: _Toc89922750]A plan to develop a common compensation structure for employees
Now, an employee compensation plan defines what is included in an employee compensation package, when and for what purpose employees can receive bonuses and other incentives. Salary, commission, hourly, and bonuses are the most common direct kinds of pay (Kurniawaty et al., 2019). Additionally, there are perks and equity-based programs that are as significant in a compensation plan. If a company wants to stay competitive in its sector and recruit and retain top personnel, it must have a well-thought-out pay plan. As a result of relying only on what they think their employees should be paid, employers will eventually lose out in the competition for talent. A company's economic growth affects the compensation scale. 
The initial step in creating a compensation plan is establishing the reward philosophy and strategy employer would like to adopt as an organization. A compensation philosophy is the basic principle underlying the compensation plan, it is vital to collect sufficient information to establish current market trends and position the organization appropriately. Having obtained market data, the next step is to conduct data analysis to establish the benchmarking jobs that will be priced based on the market's externalities. It is advisable to benchmark 50-65 percent of jobs using market pricing to include at least 70 percent of all employees (Cottrell, 2017). Job grades, a market pay line and pay ranges can all be used to organize compensation. 
Before beginning the hiring process, it is necessary to determine how much each position will pay. However, senior personnel receive a little higher compensation than their less-experienced counterparts. 
[bookmark: _Toc89922751]Communication with stakeholders about the plan
An organization's ability to successfully implement and execute a change initiative relies heavily on effective communication. It's important that all employees understand about the company's pay plan at once. The strategy should be disseminated through a variety of channels (e.g., social media, email, flyers in common areas, group gatherings, etc.). If not all of the staff speak English as a first language, distribute this message in different languages.
Everyone has a different understanding of total pay, and it is critical that each employee knows their own compensation plan. In order to execute the attendance policy successfully, management should include a detailed communication plan with relevant messages and strategies that will assist engage stakeholders and specific workers with the strategy. Stakeholders should be informed of the implementation strategy via a memo (Damiano et al., 2017). It is so imperative that stakeholders are interviewed by management during the review and approval process.  Stakeholders will be given copies of the implementation plan to ensure that they are fully engaged in the strategy implementation process. All stakeholders may agree and provide advice on the appropriate course of action for affirmative action through efficient communication.
[bookmark: _Toc89922752]Assessment of adequate monitoring and review techniques to guarantee solution implementation
An ongoing practice of monitoring provides regular data on the viability of a program. In order to verify that the attendance policy solution is successfully implemented, a number of monitoring and evaluation procedures will be employed. An employee's attendance policy is monitored and evaluated through peer review, one of several methods. Employees may anonymously provide feedback to management on a variety of attendance-related topics, including the time they arrive at work, how the attendance policy affects their well-being, and how their level of involvement has shifted. 
Competency on a scale is another monitoring tactic that will be applied to determine individual performance on various aspects of time management, which will then be graded on a scale (Armstrong and Taylor, 2020). The management team's approach evaluates capabilities and compliance behaviors among employees simultaneously. In addition, a 360-degree feedback evaluation approach will be employed to ensure that all employees have an equal opportunity to participate in the continuing effort. Employees will be asked to fill out surveys on their motivation, leadership characteristics, and flexibility as part of the 360-degree feedback strategy.
[bookmark: _Toc89922753]Conclusion
In a perfect workplace, difficulties and disputes are inescapable. Due to a reduction in the economic status of the firms, many employees are dissatisfied with their pay. Several employees are laid off each year. As a result, the company's current employees are becoming disgruntled and demoralized. A variety of approaches should be employed by the company to address this problem. Employers can identify and apply a systematic decision-making process to come up with a specific solution to this problem.
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