
PROBLEM SOLVING AND DECISION MAKING
BMSW4004

STUDENT ID 2030520
Lecturer Gasso Mwaluseke 

Table of Contents

1.0 Introduction..........................................................................................2
      2.0 Define a complex problem within the workplace......................................2
       3.0 Analyse facts based on the identified problem.....................................3
      4.0 Develop a set of alternative solutions for the problem.........................4
      5.0 A decision-making approach for evaluating the range of solutions in order      to find out the most applicable option................................................................................................................5
     6.0 Develop and design a plan to implement the solution...........................6
     7.0 Fishbone.................................................................................................7
     8.0 Pestle......................................................................................................8
    9.0 PMI..........................................................................................................8
   10.0 ADKAR..................................................................................................9
   11.0 Discussion...............................................................................................9
    12.0  Suitable review and monitoring techniques for ensuring successful implementation of the chosen solution........................................................................8
     13.0 Conclusion.............................................................................................9
    14.0 References............................................................................................10





       



[bookmark: _Toc99141482]Introduction 
Problem solving and decision-making process can be identified as one of the most important aspects that a business should have (Chan et al., 2019). There are primarily six determinants that play an effective role in employees' job satisfaction: underpaid, lack of vacation leaves poor work-life balance, unsupportive boss, company culture, and lack of growth opportunities. Therefore, the concerned study will encompass a role play that will be supported by a written report on the mentioned topic. 
Define a complex problem within the workplace
Job dissatisfaction is considered a common term that persists in various work contexts. It refers to when an employee is dissatisfied with the job interface and has negative feelings about the job  ( Corporate Chaplains of American 2022)
According to Kovacs et al (2018), additional factors can influence the level of job dissatisfaction of employees such as long hours work. Therefore, with an effective investigation of the current concern, sufficient space may arise in the future for various organizations, employers, and employees to be helpful.Speaking of the impact of job dissatisfaction, it can be said that employees may experience lack of interest because of long working hours. Therefore, it was clear that the effects of job dissatisfaction could worsen the entire business environment
Furthermore, Peiro et al (2019) stated that dissatisfied employees resign more frequently from their job profile or are absent more frequently than satisfied employees. According to Al-Ali et al., (2019) job satisfaction indicates the correlation between absenteeism and turnover. In addition, it often is related to other withdrawal symptoms, such as whining, procrastination, substance abuse, union membership, stealing, or the decision to retire. Therefore, the problem can have enough impact on the performance of the workplace and the environment in general.
.Analyse facts based on the identified problem 
The problem identified is related to job dissatisfaction. Several factors can be highlighted here to support this identified concern. As a result of the case in question, it has been established that managers and leaders and employers are also highly responsible in this case. In determining the several reasons for job dissatisfaction, it can be noted that in most problems, employers failed to determine the right salary for employees based on their performance and skills. In most cases, they choose the way to seek what others pay their employees for the same work, which often hurts the work mentality of employees.
Likewise, too much focus on work often leads to feelings of frustration and loneliness among employees. Individual employers' decision-making skills also play a crucial role. In most cases, they fail to decide on appropriate working hours for employees. Employers must agree on whether employees should be granted vacation days, which often poses various problems. There are many other considerations, such as an unsupportive boss. It can be identified as a frequent problem today that management focuses on workplace benefits rather than helping employees grow and develop. Poor decision-making approaches and their inaccurate application to staff can lead of job dissatisfaction.
Develop a set of alternative solutions for the problem 
Based on different facts, it can be said that there are several alternative options that the management department might have to influence employees. Having an effective decision-making approach can be considered one of the best solutions you can have. The first and most important aspect is to have adequate management decisions on the part of the department. Deciding and choosing workarounds may not be helpful if they are not implemented correctly. Therefore, it would also be necessary to decide on an appropriate implementation plan. The most applicable and common solutions are to have a clear set of goals for employers and employees. Having clear goals could help both of you pursue them. Furthermore, employers should support employees in pursuing the goals by providing them with adequate instructions (Ren et al., 2018). To increase their level of motivation, it is also important that they offer a variety of job opportunities to employees. This often helps them explore their ideas and opinions. Based on individual performance and capabilities, employers must decide on adequate salaries for staff. It has already been noted that poor work-life balance could hinder work motivation and lead to job dissatisfaction. Therefore, it is necessary to ensure an efficient and adequate work program for the staff. Additionally, role-playing revealed that employees often seek recognition and rewards. Therefore, considering individual performance, roles and responsibilities, diverse types of rewards and appreciation should be assigned to them. These solutions would improve your motivation level.
A decision-making approach for evaluating the range of solutions to find out the most applicable option 
From the previous section, diverse types of solutions have been identified that can help solve the problem of job dissatisfaction. In this case, a leading decision-making approach should be adopted, in which the most appropriate solutions are critically examined. The decision-making approach involves several steps after which a certain decision can be made. Firstly, in the decision-making phase, the management department must look for different solutions that can be adopted to deal with job dissatisfaction (Martela, 2019). When collecting information, it was identified that, in most cases, the main reasons are under compensation, work-life balance and poor management. In the phase of identifying alternatives, several solutions were conceived, such as the attribution of adequate remuneration to employees, the definition of adequate working hours, the attribution of adequate rewards and recognition to employees. In terms of evidence, analysing employee reviews, it was identified that the company offers rewards and parks by which they are highly motivated to work in the workplace (Tesco Employee Benefits, 2022).
Develop and design a plan to implement the solution
An action plan can be designed by which the above identified solution can be implemented (Mackenzie et al., 2021). The chosen solution is giving benefits, personal appreciation, and rewards to the employees. Therefore, the taken actions will be related to this. 

	Actions
	Objectives
	Responsible Person
	Resources
	Time Period

	Setting an agenda to give performance hikes
	To grow working interest among the employees
	The HR department
	Proper planning
	2 months

	Having a feedback program
	To know individual opinions of the employees for each other
	HR 
	Proper team management skills and feedback development initiatives
	3 months

	Conducting an award-giving program
	To encourage employees to put their best efforts
	Managerial Department
	Enough financial resources to organise a program
	4 months

	Personal appreciation through phone call or mail 
	To make them feel valued and engaged
	The managing directors and HR 
	Having proper administration of getting connected with the employees
	3 months


Fishbone
Job Disatisfaction
No Room for Growth
People
Poor Management
Underpaid
Company Culture
 No work/life balance
No motivation
Frustration
Unhappy 
Stress
Poor comunication
Low Productivity
Stress
No performance
Employees do not care
No time for family
Stress

P.                        E.                    S.                   T.                   L.                       E
Infrastructure.    Growth Rate.      Training         Communication.   Law Policy.   Management
Regulations.      Business cycle.  Democracy.  Information.         Law Sistem. Workforce 
Services.          Payment                                                                                               Health

PMI
PLUS.                           MINUS.                        INTERESTS
Stability. +4.              High Competition. -5.          Opportunity to learn something new
Cultural Diversity +1.   Expensive living costs –2.       to take courses and knowledge

AKDAR 
From the above set actions, it can be articulated that to successfully implement the chosen solution of giving hikes, benefits, rewards, and appreciation, the managerial department should take the responsibilities. Firstly, the HR department should set an agenda among the employees by which they should be able to know that based on their performance suitable rewards will be given. Not only could that by conducting the employee feedback session the individual opinions of the employees be achieved. It would also encourage the employees to be part of this workplace agenda. The HR department and the managerial department will take the responsibilities of organising an annual award-giving program to appreciate the best employees of the year by giving awards. Not only that to ensure personal attachment with them direct communication could be considered as one of the most appropriate actions.
There are many stakeholders involved with this workplace concern and its solutions (Brouwers et al., 2020). They must have sufficient knowledge about the agenda and the necessary actions to be taken. First, managers play a significant role in the design and development of actions. Your consent is required throughout the development process of the actions, so you must duly analyse the actions carried out and their main consequences in the workplace. A meeting can be held to have effective communication with them. Employees must know the schedule. After knowing their individual demands, it will be necessary for human resource managers to meet their needs by developing them. Therefore, the action plan should be critically discussed with the employees so that they understand the initiatives taken by the employers and how these initiatives can help them. Also, HR managers must have enough knowledge about it. HR professionals would look at the individual performance of the employees to understand whether they are interested and motivated to meet the action plan goal or not. The Board and the Union must be informed of these actions to ensure their support for the current agenda. Knowing the measures to eliminate dissatisfaction in the workplace, investors prefer to invest in the organization; therefore, it will be highly appreciated to have effective communication with them as well.
Discussion
The problem between employees and management is lack of communication. Employees are forced by management to work long hours with less money which make them feel uncomfortable with the workplace which means that employees do not have interest for the workplace leading to the loss of the company profits. In any case, I went through the same problems at my former job, I was pressured to work a few hours overtime due to lack of staff. Working long hours led me to serious health problems that required long-term treatment. The policy was violated by the HR department and led to a lengthy investigation, the result being the dismissal of the HR leader. Every citizen has the right to work no more than eight hours a day.

Suitable review and monitoring techniques for ensuring successful implementation of the chosen solution 
Setting actions is not enough until there are suitable monitoring and review techniques. The primarily technique that should be taken into consideration is observation. It is necessary for the managerial department to have proper observation upon individual performance of the employees (Zhao et al., 2020). Secondly, the HR managers should have clear and regular conversations with the employees about their opinions on the actions taken. It would help them to understand whether they are interested in accomplishing the goal or not. By monitoring individual working performance and turnover rate, it would be applicable for the employers to understand whether the set actions are progressing or not. Different employee’s surveys could be conducted by which individual opinions and ideas of the employees could be identified and critically analysed (Yuriev et al., 2020). The survey could take place before the implementation of the actions, during and after the implementation of the action plan. The survey would help them to understand whether the implementation of the action plan is bringing success or not. 
[bookmark: _Toc99141485]Conclusion
It can be concluded from the above section that employee's dissatisfaction may be due to assorted reasons, among which lack of appreciation, recognition, benefits, poor work life balance and underpaid are considered as the primary reasons. After analysing the issues, different sets of alternatives have been designed among which giving rewards and benefits can be identified as the most suitable one. The choice of options has been communicated with the stakeholders. Based on the challenge different sets of actions have been designed. 
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