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[bookmark: _Toc58607596]Task 1 - Role play
The following includes a role play in between an Unsatisfied employee and a Management consultant tasked with addressing the problem.
Management Consultant:  The organisation is committed to provide an appealing, positive and a conducive environment for fostering the creative ability and aid in the personal and professional development t of the employees. There is a crisis apparent in the workforce, wherein the employees feel dissatisfied. The dissatisfaction among the employees is a cause of concern for the organisation. There is an apparent loss of interest and morale among the employees.
Employees are taking frequent leaves, showing a lack of commitment and this increased absenteeism is a piling undue pressure on the other employees. Similarly, there have been instances of unhappiness, negativity, stress. Stress has adverse mental and physical impact on the employees. Research states that the workers who are stressed at work are more likely to engage in unhealthy behaviour such as cigarette smoking, alcohol consumption, substance abuse. There is a lack of interest among the employees, a general decline in productivity and a lack of engagement from the employees.
Unsatisfied Employee: I am not entirely satisfied with my job. I have a feeling I cannot switch off from my job. I am also under excessive stress, which has negatively affected my sleeping pattern and I need a better work-life balance. I feel that I am not properly appreciated for what I do. Could this b the causes of dissatisfaction?
Management Consultant:  The causes of employee dissatisfaction vary from individual to individual. However, some of the frequently attributed reasons include lack of coherence with management, postponing work, feeling of limited career growth or opportunities for incentives for more meaningful work and a lack of work life balance. The feeling of not being appreciated or being underpaid could also contribute to your dissatisfaction. 
[bookmark: _GoBack]If the employee perceives that there is a poor management in the workplace, with little leadership, no feedback on performance, lack of training and development opportunity, thick could increase the dissatisfaction among the employees. Lack of motivation could also be reason causing dissatisfaction among the employees. Any form of stress among employees could cause a low morale, reduce the motivation among the employees and depreciate their satisfaction and engagement with work. A lack of interest, wherein an employee is perceivinghis or her duties as monotonous, not challenging and engaging could also contribute to employee dissatisfaction. 
Inordinate work pressure could cause excessive stress, depreciate morale and work without any appreciation or recognition could make the employees feel undervalued and unappreciated 
Management consultant: Similar, PESTLE analysis of the macro environmental factors will help in understanding the causes of the problem. The political environment in the UK is very volatile, with the Brexit issue influencing labour aspects. The government has revised labour laws and taxation rules, which has added pressure on the organisations. The lack of political stability translates in an excessive resources being expedited on accommodating the political changes brought forth, reducing the focus on the employees and human resource development in the process. Similarly, the downturn in economic condition has negatively affected the job scenario in the country. Increase in taxation, depreciating wage growth and inflation has severe implications. The rising expenses imply that the businesses forced to renegotiate the wages, which has further increased the expenses for the firm and depreciated the training and development initiatives.  Similarly, there are also social factors, which influence employee satisfaction. The increasingly demand workplace culture, coupled with a financial instability contributing to monetary or financial stress is a major cause of employee stress, The increasing expenses for a family, lack of financial stability could contribute to employee dissatisfaction. The change in technology could also be a reason. The technological change could be difficult to adopt and there could be resistance. Adopting to technology will be difficult to the older workforce.
Unsatisfied employee: What are the solutions to address dissatisfaction?
Management Consultant: In order to ensure that the employee dissatisfaction in the organisation is being addressed, the organisation has devised solutions, which will aim to increase the engagement, motivation, commitment and consequently the satisfaction among the employees. The organisation has the following three solutions, 
•	The organisation has decided to incorporate a more practical reward management approach in the organisation, focused on awarding performance along with loyalty and commitment. The employees will be appreciated, with extra bonuses as benefits for being the employee of the month. 
•	The organisation has also decided to change the work structure, adopting a more flexible work and encourage employees to adjust their locating endows schedules to suit their needs. The organisation will ensure that there is a more team-based approach in the organisation.
•	The organisation has another solution in the form of encouraging breaks and feedbacks from the employees. The feedback process will be built on an open line of communication, wherein the employees will be able to voice their opinion and demand reforms in a democratic workplace culture.
Considering the causes of dissatisfaction, the inordinate pressure and the lack of work-life balance is a major cause of dissatisfaction. The organisation has decide to change Work structure, promote a more flexible work and encourage employees to adjust their locating endows schedules to suit their needs. The organisation will also ensure there is a team culture.
Unsatisfied employee: How is the organisation planning to implement the chosen solution and evaluate the outcome? 
Management Consultant: The organisation will implement flexible working with p-providing the employees the authority to decide tier-working location and work schedules. Supportive culture and a friendly workplace are key constituents for a healthy workplace environment. 
In order to measure employee satisfaction, we will ensure that there is regular communication maintained with the employee. Use of specialised tool such as employee satisfaction survey for employee satisfaction measurement and the employee engagement could be measured by eNPS measurement technique.  The employee satisfaction will be measured with a survey designed to assess the opportunities for advancement, meaning, autonomy, recognition and the pay provided to the employee. Similarly the employee Net promoter Score will be used for assessing whether the organisation is perceived to be a positive place of work by the employees or not and whether they are willing to recommend the workplace to others.

 

[bookmark: _Toc58607597]Task 2 - Individual Report
[bookmark: _Toc58607598]Introduction
In order to increase business efficacy, retain competitive advantage and ensure there is sustainability in business operations, the management of organisations are trying to improve the organisational culture, create a positive and conducive environment for both the employers and the employees.  The constant volatility of the business domain, the uncertainty in business operationshas brought forth rapid increments in management science. The management is faced with hard situations, which they have to overcome in the best possible solution. This emphasises on the requirement of good problem solving and management skill. This report is concerned with one particular management problem, the lack of employee motivation and addressing the issue with different solutions, which will be evaluated and implemented. This lack of employee engagement is taken from previous experience and the report will be based on addressing what could be done to address the problem. The organisation in this particular context is a marketing firm wherein the employees were suffering from low engagement.
[bookmark: _Toc58607599]The complex problem with scope and impact
As stated by Wollard (2011), employee engagement is essentially achieved when the employees are absorbed with their work, enthusiastic and are willing to invest themselves in physically, cognitively or emotionally with their work.  Similarly, Jose and Mampilly (2014) state that the engaged employees have a higher retention rate than the disengagedemployees. As stated in the State of Global Workplace report, around 15% employees are essentially engage in a workplace, which translates that there is a majority of employee who are doing the least with limited cognitive, physical or emotionalattachment and perceive the workplace negatively (Gallup, 2013).  The impact of low engagement in the organisation is manifested in different ways. There is increase in absenteeism in the organisation, unplanned absencethatis more costly and greatest productivity loss. The absenteeism contributes to an increased workload, additional expenses in training and morale damage along with a decrease in quality of work. Poor employee engagement, as stated by, disrupts the harmony in the workplace and decreases employee morale. Attrition is a costly affair for the organisation, as significant expenses is expedited in recruiting, training and developing an employee. The biggest productivity loss for a firm is caused by less than 20% of employees, who are extremely disengaged or disengaged,
Similarly as stated by, businesses have lost $11 billion to staff turnover due to low engaged each year.  An engaged employee is 21% more productive, and are three times more likely to stay in the organisation as compared to those who do not find passion or purpose in their work (Gallup, 2020). Disengaged employees also result in disengaged customers, as the customers are being treated to lack of standard in service and the interaction with the organisation is not inspiringanemotionalconnation or a favourable perception.
[bookmark: _Toc58607600]Analysis of complex problem
The workers in the organisation were disengaged primarily because they felt unappreciated and not recognised for their contribution in the workplace, the employees felt that were unable to affect change in the workplace, and this contributed to them  feeling less eager to strive in implementing change, improve their workplace and contribute to the development of the organisation (Albrecht et al., 2015).If the workers do not possess adequate information and education regarding the expectations and responsibilities of a job, they might feel disengaged. Considering a highly specialised professional, if an employee is no able to possess the knowledge and expertise to success in the particular field, they might feel disengaged.  Lack of training and development could further make them feel less committed to their work.
The low employee engagement here could be attributed to lack of relationship development in the organisation. If an employee does not feel that he or she is part of a larger community of connected individual, their eagerness to strive for self-development work as a team and be naturally engaged in their job responsibilities will depreciate. Similarly, inordinate work pressure causes excessive stress and the lack of work-life balance further depreciates employee engagement.
[bookmark: _Toc58607601]Decision Making Tools and Techniques to identify solution
In order to understand the problem and identify the problem, the SWOT analysis will be used, 
Strengths 
· Resources needed for human resources development
· Team working culture
Weaknesses 
· Increase absenteeism
· Lack of training and development opportunities
Opportunities 
· Opportunities for increasing motivation with extrinsic ad intrinsic motivators
Threats   
· Low morale and engagement among the employees
· lack of relationship development
· Lack of employee appreciation 
· Lack of work-life balance
Similarly, PESTLE analysis will help in understanding the macro environmental factors affecting the employee engagement 
Political 
The political uncertainty following Brexit has brought forth new regulations. The politicaluncertainty brought forth Brexit has certain implications for the labour market and this has caused uncertainty among temporary workers with growing insecurity (Simionescu et al., 2017).
Economic 
The financial instability, growing inflation rate and the lack of financial security has increased concerns over financial security and has contributed to excess stress among employees (Boranovaet al., 2019).
Social 
The strict working culture, growing obligations, increasing expenses in managing a family and a lack of work life balance contributes to contributes to stress, conflict in family (Stankevičiūtė, and Savanevičienė, 2019).
Technological 
Accommodating the change in technology is difficult for the older generation, which might contribute to them feeling left out.
Legislative 
The changing labour laws and regulations, along with the revisions in taxation system have increased the operational expense for the firms, which has depreciated the training and development expense.
Additionally, Fishbone diagram could also be used for tracking down the reasons for variations, defects imperfections or failures.
 (
Work demand
Satisfaction
Development
Work status
Personal Reasons
Low 
Employee engagement
Temporary recruitment 
Lack of flexibility in Work
Job insecurity
Low salary
Lack of development
Job dissatisfaction
Possible development with other jobs 
Emotional demands
Work conflict 
Family conflict 
Lack of work-life balance
Excessive workload
Strain 
Unrealistic deadlines 
Lack of work-life balance
Lack of challenging and meaningful work 
)Suggestion/Proposed Solution
Solution A, based on my findings from the fishbone analysis, be to address the work demand concerns, since excessive workload, unrealistic stress often contributes to a lack of work-life balance, and as research states, it contributes to growing stress and thus depreciates the morale of an employee  and consequently engagement. Creating a team based culture, effective delegation of work and clear communication with work prioritisation will help in ensuring there is no excess workload.  Providing challenging work to the employees will helpthem in fading greater purpose and meaning and thus will help in incrementing their engagement.
Solution B is to focus on employee satisfaction, which could be achieved through extrinsic and intrinsic motivators. Intrinsic motivators could be in the form of workplace appreciation, challenging work and extrinsic motivators could be in the form of higher grades and financial rewards. As stated byJha and Kumar (2016), the engagement of an employee is dependent on their motivation for the work, the motivation stems from either intrinsic or extrinsic motivators, and influences their behaviour and eagerness to engage and be committed to their work. 
Solution C is to focus on work status, providing work flexibility could help the employees in being more productive in their work and be more engaged. Allowing the employees to choose their location and work schedules will help in ensuring there is flexibility in work and the employees are functioning at their optimal level and thus increase their engagement  (Osborne, and Hammoud, 2017). 
Based on the above three solutions, solution A would be the best solution in this scenario in order to deal with low employee engagement. Ensuring a work life balance by effectively delegating tasks, ensuring there are no unrealistic deadlines, limiting the work pressure on one employees and providing challenging work to the employees will help in incrementing their engagement (Markos and Sridevi, 2010). The solution B was not chosen as extrinsic motivators often contribute to competition in the workplace, feeling of resentment and contributes to conflict in the workspace similarly; flexibility in the form of choosing different work schedule and location could result in lack of teamwork and disrupt harmony.
[bookmark: _Toc58607603]Implementation plan of the solution
In order to ensure there is implementation of the employee engagement strategy, the ADKAR model will be used,
· The organisation will communicate the reason for change, increasing awareness regarding employee engagement and its relation withorganisational productivity and employee development. The organisation should focus on ensuring the work delegation should be focused on.
· The organisation needs to thinempower and engage the individuals in adopting the solution. The employees will be encouraged to engage in workplace wellness through different social activities in the workplace. 
· Regarding the Knowledge aspects, the employees will be taught different ways to effectively relax, including skills for time management and being more productive. The employees will also provide with onsite and offsite counselling for teaching how to handle work pressure and dealing with stress (Barikand Kochar, 2017).
· The fourth aspect will be to identify and address the barriers. The barriers could be in the form of unwilling employees, lack of communication from the employees and a lack of initiative. This could be addressed by ensuring there is open communication in the organisation, with a collaborative and supportive culture.
· The final aspect is reinforcing the change, which could be done by sharing stories and messages, creating a supportive culture and share positive results and diebacks in order to demonstrate the strategies are working.
[bookmark: _Toc58607604]Communication Plan of the solution with different stakeholder:
	Stakeholders
	Communication Medium
	Timeframe
(Immediate/
Weekly/Monthly)

	
	F2F
	Telephone
	Huddle
	Letter
	Email
	

	Employees
	X
	
	X
	
	X
	Immediate

	Customers 
	X
	
	
	
	
	Immediate & Weekly

	Managers 
	X
	
	X
	
	
	Immediate 

	Suppliers 
	
	X
	
	X
	X
	Immediate

	Third Party IT Organisation
	
	X
	
	X
	X
	Immediate



[bookmark: _Toc58607605]Monitoring and Review Techniques
In order to ensure that there is proper implementation of the strategy, routine monitoring is required.In order to monitor the employee engagement in the organisation, the management could use either of the specialised techniques. Pulse surveys could be used as effective employee engagement measuring tool, explore individual topics with greater intricacy and measure the efficacy of the new strategy implemented. The engagement surveys could also be used for measuring employee engagement.The employee engagement surveys will help in better understanding of the feelings and thoughts of the employees and ascertaining their problems and needs.
The metrics such as absenteeism, employee turnover and Employee Net Promoter score should be considered for ensuring that the loopholes are being reviewed and being adjusted.Employee Net promoter Score will be used for assessing whether the organisation is perceived to be a positive place of work by the employees or not and whether they are willing to recommend the workplace to others (Fisher and Kordupleski, 2019).
[bookmark: _Toc58607606]Conclusion
Employee engagement has been used as a concept for describing and understanding, in regards to both qualitative and quantitative aspects, the nature of the relationship in between the organisation and the employees. The low employee engagement here could be attributed to inordinate work pressure causes excessive stress and the lack of work-life balance further depreciates employee engagement.Ensuring a work life balance by effectively delegating tasks, ensuring there are no unrealistic deadlines, limiting the work pressure on one employees and providing challenging work to the employees will help in incrementing their engagement. The metrics such as absenteeism, employee turnover and Employee Net Promoter score should be considered for ensuring that the loopholes are being reviewed and being adjusted.
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