Student name: Cristina-Elena Enache
Student number: 2026057
Module’s name: Problem Solving and Decision Making BMSW 4004
Lecturer’s name: Chijioke Uba



























              
Problem Solving and Decision Making
Understanding and resolving the complex problem of work stress in the UK




        This presentation focuses on the case study "UK workers among the most dissatisfied in Europe." In order to address the critical levels of job discontent, it attempts to analyse the problem, its nature and impact, the factors that drive it, as well as the causes and potential cures.
In the United Kingdom, just 64% of the workforce is content with their current situation. 59 percent are thinking about leaving their current job. These figures are a logical result of a ten percent drop in work satisfaction over the last three years (Allas, Chambers and Welchman, 2019). There are a number of root causes for the problem, but one recurring issue is that employees feel insecure about their work-life balance, and that their proclivity to overwork is not adequately compensated. This, as well as a variety of other concerns about employee dissatisfaction, are discussed throughout the presentation.
      The nature and impact of the problem     
Employee dissatisfaction is defined as the lack of satisfaction that employees have with their jobs.
The problem has a wide-ranging impact because it can affect the mental and physical well-being of employees. As a result, it has a detrimental impact on productivity and, as a result, overall organisational performance.
       Job dissatisfaction is often considered an unquantifiable metric by organisations due to its intrinsic nature. It is nevertheless defined as the negative emotional response of employee experience when conducting responsibilities or when being present at work (Henne and Locke, 1985). Considering the effects of work dissatisfaction, employers and researchers are, at present, seeking to measure the feeling with use of surveys. Regardless of the resulting metrics, it is of significant importance to understand that each employee is different. As such, the same role and the same working conditions may lead to different degrees of satisfaction for each individual. Consequently, the complex problem requires a multidimensional approach to exploring the challenges presented by the contemporary workplace, assessing convenience to the business and the workforce, ensuring appreciation and competitive pay while, finally, providing career progression paths. 
     There are numerous and critical consequences that employee dissatisfaction can present to organisational performance. A number of key impacts are discussed by Henne and Locke (1985) as it follows:
1. Productivity – employees that are dissatisfied present a minimised ability to focus on their responsibilities. Moreover, the lack of motivation implies by dissatisfaction negatively impacts on capabilities related to attention to detail. Subsequently, the quality of the work performed is similarly decreased. These elements and factors lead to a vital loss in terms of revenues. 
2. Retention – this refers to both employees as well as customers, the most apparent one being employee retention. Unhappiness with the business or the role can drive the workforce out of the organisation. As a consequence, valuable talent and, potentially, knowledge are lost alongside the increased costs of recruitment. On the other hand, staff that continue working with the business is a dissatisfied manner often present a lack of interest in terms of ensuring responsibilities are achieved to a quality standard. Hence, the customer satisfaction and retention index can be significantly decreased. 
3. Reputation – considering that employees are brand ambassadors for organisations, their behaviour, actions and performance are a clear indication of the brand’s potential. What is more, a dissatisfied workforce translates in an inability to enter specific markets while also affecting the company’s ability to attract new and qualified talent. This series of organisational failures are indications of economic hardship and financial distress that, above all, competition can capitalise upon. 
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      The case study discussed within this presentation presents a number of causes related to employee dissatisfaction within the UK. These, alongside others, are presented within this Fishbone Diagram. Each cause is explored by Johnston (1995) as:
1. An inappropriate working environment for employees to perform their responsibilities in an optimized manner. Poor working conditions, a lack of appropriate resources such as equipment and poor workplace maintenance can impair staff potential for success as these lead to potential frustration, feelings of not being valued and eventually, to a lack of commitment to the company.
2. An unsuitable managerial style either based on micromanagement, lack of sufficient guidance or a lack of interest in relationship building. Even within flat structures that imply a minimal need for management, a tailored approach must be implemented to ensure each staff member feels comfortable and confident in contributing to the firm’s success. 
3. Inappropriate or unfair compensation that relates to unpaid overtime or to employees being underpaid for their level of qualification are primary symptoms of poor management of staff that inevitably leads to dissatisfaction. Moreover, individualism (i.e. employees being paid differently despite conducting the same responsibilities) can lead to feelings of favoritism and unconstructive conflicts.
4. Employees being overworked in the sensed of being allocated additional responsibilities that are not included within the initial job description, being expected to work excessive overtime and to perform to unrealistic expectations in terms of results and metrics. These causes lead to a high degree of pressure on the workforce and can significantly harm their wellbeing. 
5. The nature of work lacks variety, appropriate training is not implemented in terms of internal policies and procedures while teams are formed in an ineffective manner with disregard for individual strengths and personalities. 
      These five groups of causes singularly as well as in combination can critically affect employee satisfaction on the basis of the fact that humans are complex beings in terms of needs and wants. Not only is a baseline of fairness and sustainability mandatory; however, in order to feel valued and appreciated, employees require additional rewards as to ensure commitment (Armstrong, 2010). 
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      There are a number of macro-environmental factors that can influence the problem related to UK’s dissatisfied workforce. These include:
1. Political factors:
Political stability provides a sustainable business environment that presents predictable employment trends. Comparatively, issues such as instabilities and growing political tensions can directly impact on the sense of stability employees have in terms of their employment as well as the investment power of an organisation in effectively managing its workforce (Cropanzano et. Al., 1997). 
a. Changes within political policies can affect the overall organisational performance as business uncertainty is maximised. As the overall organism (i.e. the business) is experiencing periods of uncertainty, this can translate in additional pressures on the staff without an ability to provide appropriate compensation or a sustainable work-life balance.
b. Bureaucracy – this, alongside corruption, can significantly affect business image (Trahant, 2009). This is because the trust within the business is affected which directly leads to a lack of commitment from the workforce as individuals seldom prefer being associated with highly bureaucratic or corrupt organisations. 
c. Taxation – this factor influences profitability. Profitability, in turn, influences a company’s ability to invest in its workforce and in optimising working conditions. As such, employee satisfaction and taxation are highly interrelated.
2. Economic factors:
a. Business cycle stage – joining a mature business or a mature industry can present different challenges to an employee when compared with joining during the forming stages (Staubus, Beyster and Blasi, 2011). These differences in challenges must be considered by managers as they imply a need for different approaches in relation to managing onboarding and the overall staff experience. 
b. Inflation/employment/interest – similarly to taxation, inflation and interest have a direct influence on business profitability and hence on the potential avenues of investment of a company. 
c. Labour market conditions – demand and supply for talent is a factor that drives the specific wages an employee can be entitled to. 
3. Social factors:
a. Demographic trends – migration trends as well as aging population present importance in terms of the structure of a business and its composition. Moreover, cultural differences can be a consequence to demographics and these within themselves can affect the working environment alongside the degree of staff satisfaction (Ratri and Wahjudono, 2021).
b. Equality – as previously mentioned, individualism can impact on feelings of favouritism and on internal conflicts. Ensuring equality in terms of wages as well as employee management/treatment can eliminate these issues.


4. Technological factors:
a. Social media – can lead to information overload and as such, to increased emotional sensitivity ref. This can impact on the wellbeing of employees and as a consequence, managers must be aware of the implications and of appropriate approaches to managing this contemporary issue. 
b. Technological innovations – can affect an employee’s sense of security with the business (e.g. automatization) and, it can moreover, lead to issues related to performance if appropriate training is not a priority investment for the organisation.
5. Environmental factors:
a. Eco-friendliness – belonging to a business that is aware of its environmental footprint and it therefore implements solutions to minimise or eliminate it, can significantly drive commitment to the organisation and the degree of satisfaction with the working environment as a whole (Sahoo and Sahu, 2009). 
b. Renewable technologies – investing in this growing sector can increase stakeholder satisfaction and it can improve the brand image. Through association, the workforce feels more empowered to contribute to the organisational success. 

       Solutions 
Lemon and Macklin (2021) present five key solutions to the issue of employee dissatisfaction:
1. Building respectful relationships that are based on inclusiveness and a blame-free environment;
2. Offering psychological safety as the above strong bonds are formed;
3. Ensuring a healthy and productive environment that promotes wellbeing above profitability;
4. Facilitating clear opportunities for growth while offering an environment of learning and development;
5. Assuring that compensation is fair and that recognition systems are implemented in an authentic manner. 
6. Staff training 
      While the above solutions are aimed at addressing the previously discussed causes of the complex issue of employee dissatisfaction and can therefore ensure their optimisation to drive improvement;  a key recommendation is provided for businesses to ensure that the workforce benefits from a purpose and meaning in terms of their contributions. Considering the time spent working of an individual’s life, it is critical to align personal values to that of the company as to facilitate a mutually beneficial relationship between the employee and the overall entity. 





Solution A-Staff training
	Plus
	Minus
	Interesting

	1. Less worry and psychological issues. 5
	1. Time consuming. 6
	2. The staff will know how to speak properly with patience. 5

	2. They become skilled so less pressure.  5
	3. Reduces our profit. 4
	4. The patience will stop make complaints about the nurses. 5

	3. Good communication.  8

	
	

	Total 18
	Total 10 
	Total 10



     Individuals might also benefit from training and development programmes to improve their self-efficiency. Self-efficiency is the belief in one's own ability to do a task. Self-efficiency is linked to job performance, according to studies. Guided experiences, coaching, and role modelling can all help to promote self-efficiency. Employees can also receive self-management training, which will allow them to methodically improve their self-efficiency.
     Employee unhappiness is a complicated topic with far-reaching implications for both people and the corporate sector as a whole. Regardless of its enormous and detrimental influence on wellness and performance, the problem presents an opportunity for research and development of solutions that can propel the commercial sector into new areas of innovation. To summarise, it is critical to respect each employee's demands in order to provide good management; nevertheless, individualism inside the firm must be minimised in order to ensure a sense of fairness. 
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