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[bookmark: _Toc59208934][bookmark: _Toc59212641]Introduction
[bookmark: _Toc59208935][bookmark: _Toc59212642]Importance of problem-solving skills
The problems and challenges are essential parts of life and business. The evolvement of human is based upon the understanding of problems and assessing the problems along with finding effective solutions to the problems. Thus, the problem-solving skills are very necessary for the individuals and organizations (Russo and Duci, 2016). It is necessary to identify proper action, processes and methods to having solved the problems necessarily. Essentially within problem solving, the environment is being observed and the causing factors of the problems are identified in order to have solutions that can change or improve the environment that is causing the problem. It is also necessary to take effective decisions based on the alternative solutions taken. Upon selecting the decision about the step taken, the influences of the taken action are required to be observed and monitored as well. Thus, it is found that essential problem-solving skills such as addressing risk, analysis and evaluation, seizing opportunity, etc. are important to have solutions to the complex and sophisticated problems (Chen and Hou, 2012). 
[bookmark: _Toc59208936][bookmark: _Toc59212643]Background of the company
Founded in 2007, Nextgen Clearing is an international market leading provider of global roaming services headquartered in New Broad Street, London, United Kingdom, and operates in around 13 countries. There are also offices in North America, Asia, Australia, Arab countries such as Cairo and Dubai. The company specializes in providing data and financial cleaning services to the various clients, including more than 100 global operators. The company is able to provide all-time holistic overview of the operator’s full roaming businesses. Within the data clearing, the company is capable of understanding various forms of information and the faster/efficient file processing system along with the superior data capacity that fulfill the needs of the modern changing markets. The financial clearing of the company helps to integrate rich information and maintains visibility and audibility of the financial data. There is also Fusion, RTIS, M2M solutions, etc. services provided under the data and financial clearing of the company where fusion services include discount management solutions for having an integrated process of financial clearing, maintaining end-to-end process. RTIS is the Roaming Traffic Identification and Settlement, which is a market business transformation tool allowing various operators to identify, segment, monetize and settle M2M and permanent roaming traffic. Currently there are 180 people employed in the company. 
[bookmark: _Toc59208937][bookmark: _Toc59212644]Topics covered in the report
The current report is focused on the problem “Job dissatisfaction” faced by me in Nextgen Clearing. The job dissatisfaction problem is a highly discussed challenge for the current organizations based in the UK. In this report, this problem is being defined along with its scopes. Also, the impact factors of this workplace problem are identified. Then the report includes the analyzing process of the problem’s information where there are different analysis tools applied, such as SWOT, PESTEL and Fishbone analysis (Scott, 2016). Then three ranges of alternative solutions are provided based on the analysis. In order to select the most effective solution, the evaluation process is given in the later part where the PMI chart along with the pros and cons to each solution are discussed. After selecting the best solution, a SMART plan is established for implementing the solution. With the discussion of the implementation plan, the communication plan to the stakeholders is also provided where the stakeholders and their influences are identified as well as the communication channels used. The last section of the report has the monitoring and reviewing process of the solution. A Harvard style-based reference is also provided in this report. 
[bookmark: _Toc59208938][bookmark: _Toc59212645]The workplace problem
[bookmark: _Toc59208939][bookmark: _Toc59212646]Definition of problem
The current workplace problem that is identified in the case study is the job dissatisfaction in the UK which is becoming even bigger in today’s market since the unhappy employees at work has increased 10% in the 2019, according to a poll conducted by Investors in People (Zhou, Guan and Li, 2020). The workforce in the UK is considered to be in a crisis where most of the candidates are finding themselves in dissatisfying states in their jobs as more people are searching for new jobs and are feeling unhappy to return to work. The stressed job holders are rising with around 75% people reporting to feel stress in their workplace. There are also 67% people that feel the burden of overtime working. Around 65% of the employees in the UK have reported that they are finding a better work-life balance because of job dissatisfaction. The number of women reporting workplace stress is higher than the male employees, with 80% and 69% respectively (de Croon, 2017). The staff personnel that are newer or younger and have less experience than their elder colleagues are keen to have more feelings of dissatisfaction. 
[bookmark: _Toc59208940][bookmark: _Toc59212647]The problem faced by the chosen organization
The staff members of Nextgen Clearing are not feeling proper satisfaction in their jobs, which has increased their job-related stress. The lack of productivity and profitability is observed. Thus the revenue generation is negatively impacted for the company. The organizational goals and objectives are not being met properly. Also, the service delivery is badly influenced by the stressed employees, resulting in decreasing customer retention. The higher employee turnover is also present in the company. The work culture and organizational structure is hampered as well. In Nextgen, job dissatisfaction problems are through to be caused by longer working hours, limited resources and tools provided to the employees, and lack of effective training and development present in the organizational culture. 
[bookmark: _Toc59208941][bookmark: _Toc59212648]Other companies having the similar problem
The supermarket retailing chain Asda is facing the similar job dissatisfaction problem where the employee turnover rate has also been increasing for the organization. 
JD Sports, the sportswear giant company in the UK, is also facing the problem with their policies regarding minimum wage, longer working hours, and high-pressure workplace. 
Laura Ashley which is a luxury fashion brand has relatively bad workplace culture where low morality for the experienced staff members is observed, causing the dissatisfaction among older and younger employees alike (Erdem and Glyn, 2014). 
[bookmark: _Toc59208942][bookmark: _Toc59212649]Impacts of the workplace problem
There are some serious consequences of job dissatisfaction faced by relevant people and the organization. People feeling dissatisfied with their jobs can be less productive, which ultimately reduce the overall organizational productivity and performance. The emotional distress faced by employees that are dissatisfied with their jobs is also very indicative with the negatively impacted sleeping patterns of these employees (Dery, 2013). This might create psychological stress which facilitates the deteriorating health conditions of the employees. They can feel less confident in their working or being engaged with others. Thus, the communication and the aspects of workplace culture hamper a lot. The job dissatisfaction also creates larger challenges for the organization since the employee turnover is increased where employees search for new jobs. The profitability of the organization can also be negatively impacted due to this. 
[bookmark: _Toc59208943][bookmark: _Toc59212650]Analyzing information
[bookmark: _Toc59208944][bookmark: _Toc59212651]SWOT analysis
The internal strengths and weaknesses of a company along with the external opportunities and threats are identified with SWOT analysis. 
Strengths
· Strong organizational support and mindset to reduce workplace dissatisfaction. 
· Proper and efficient organizational policies that are implemented effectively. 
· A wider brand recognition and brand value in internatioanl market.  
Weaknesses
· Employee needs are not fulfilled essentially.
· Longer working hours and higher work demand is observed. 
· The training programs conducted are not enough to meet necessary criteria.
Opportunities
· Establishment of an equal, diverse and inclusive working environment. 
· Increase of organizational productivity and performance. 
· Reduction of employee turnover. 
Threats
· Unreliable management of developing required processes and methods. 
· The lack of effective monitoring systems for maintaining employee satisfaction.  
[bookmark: _Toc59208945][bookmark: _Toc59212652]PESTEL analysis
The influencing factors that are external but can have huge impacts on the organizaiton are identifed by PESTEL analysis tool. 
Political
· The relevant legislations, policies and guidelines that are established by national and international work standards to maintain effective workplace culture. 
Economical
· The change of necessary tools and techniques for developing effective training and employee support. 
· Penalties faced by the company if the necessary laws are not maintained.
Social
· The social inequality, barriers to communication and interaction might influence having less effective bonding among employees to build sufficient work culture. 
Technological
· As a technology-based company, increased changing nature of modern technological dimension has huge impacts upon Nextgen. 
· The individual data protection sectors are important to influence various products and services offered by the company. 
· Effective development tools for the employees along with analysis and monitoring tools are necessary to employ job satisfaction processes. 
Environmental
· Stressful organizational environment which creates phsycial and psychological problems for the employees. 
Legal
· Data Protection Act, employee rights and the rights of maintaining employee safeguarding, etc. 
· Laws and regulations establishing equality and diversity, along with inclusivity within the company’s culture and structure. 


[bookmark: _Toc59208946][bookmark: _Toc59212653]Fishbone analysis
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Fishbone analysis of the problem
The fishbone analysis technique is generally used to find the root cause of a presented problem where the structured analysis is conducted for understanding the people, method, and process, internal and external factors of causes working behind the impact which is the problem. The internal and external factors identified with the fishbone analysis for this problem are lack of necessary work environment, salary, and training (Gardashova, 2017). The employees are dissatisfied with the methods of extended tasks and work, and the management of the company is the people behind setting this problem further. 
[bookmark: _Toc59208947][bookmark: _Toc59212654]Range of alternative solutions
The potential solutions can be identified with the understanding gathered by these analyses. Here three different solutions to the presented problem are provided from which appropriate one must be applied in an immediate basis. 

[bookmark: _Toc59208948][bookmark: _Toc59212655]Solution 1
The friendly work culture where supportive and collaborative mentality is observed can be developed for Nextgen Clearing. The workplace where friendly behavior is present is highly desired among the British employees as the UK considerably has one of the longest working hours than other countries in the European Union. 
[bookmark: _Toc59208949][bookmark: _Toc59212656]Solution 2
The training and development programs offered to the employees should be improved further. Effective training that can enhance the technical expertise and skills of the employees should be identified. New trainers can be hired with better knowledge and competencies. 
[bookmark: _Toc59208950][bookmark: _Toc59212657]Solution 3
The last solution is addressing a new pay structure and benefit system for the employees. With increased pay and benefits, like promotion and added bonuses, employees would not feel dissatisfied in working late or harder for the company. 
[bookmark: _Toc59208951][bookmark: _Toc59212658]Evaluation of alternative solutions
[bookmark: _Toc59208952][bookmark: _Toc59212659]Utilization of PMI Chart
Developed by Dr. Edward, the PMI chart includes the different viewpoints, such as positive, negative and interesting factors regarding the specific problem, for having a broad and creative problem-solving process (Hans Setiadi Wijaya, 2019). Here the PMI chart based on the three solutions provided in the previous section is provided: 





	Plus
	Minus
	Interesting

	· Effective working practices within the collaborative and interactive working culture (+9)
· Increasing capacity to employee dissatisfaction and reduced employee motivation (+5)
· Proper management and workplace monitoring process (+4)
· Necessary participation to clearly assigned roles (+6)

	· Increasing of the informal discussions and workplace politics (-8)
· Ineffective pay structure that is not suitable for the organizational success (-6)
· Increased favor potential (-5)
· Termination of employees not following new rules and established system (-3) 
	· Increased nature of equality, diversity and inclusiveness (+8)
· Increase of organizational service quality (+6)

	+24
	-22
	+14


It is apparent that the positive points are higher than negative points. However, potentiality to increase informal working culture along with pay structure not suitable for sustaining organizational profitability is necessary to be monitored closely to have successful implementation of the taken decision (Jodlbauer, Selenko, Batinic and Stiglbauer, 2011).

[bookmark: _Toc59208953][bookmark: _Toc59212660]Pros and cons of each solution

	Solution 1: 
Developing a friendly and supportive work culture. 

	Pros
· Can retain employees effectively
· Teamwork capabilities are increased

	
	Cons
· Informal discussions and interactions

	Solution 2: 
Improved training and development 
	Pros
· Properly skilled employees
· Technical knowledge and expertise
· Greater research capacity

	
	Cons
· Increased employee turnover

	Solution 3: 
New pay structure and benefit system
	Pros
· Increase of employee performance and motivation
· Effective management of employees 

	
	Cons
· Less organizational profitability




[bookmark: _Toc59208954][bookmark: _Toc59212661]The best solution based on discussion
Focusing on the analyses and discussions, it can be said that improved training facility in the organization can be positively impactful towards reducing the job dissatisfaction. 
[bookmark: _Toc59208955][bookmark: _Toc59212662]Implementing the solution
[bookmark: _Toc59208956][bookmark: _Toc59212663]A SMART plan to implement selected solution and discussing the implementation plan
The SMART plan means a plan which is specific, measurable, attainable, relevant and time bound. The top management is being involved to address the presented problem along with its impacts on individuals and organization (Lee and Paradowski, 2007). The solution will be communicated to the leader and management of the company, as well as other stakeholders, such as trainers wihtin the next month. The resources and methods necessary for increasing the effectiveness of the training will be identified by researching and collaborating with the stakeholders. The plan is measured to be completed within the next three months with the extended research and establishment of the management plan. 
[bookmark: _Toc59208957][bookmark: _Toc59212664]Communication plan to stakeholders
The stakeholder communication plan is provided in below which includes the identification to the stakeholders along with their power or influence and their key interest points (Mattarelli and Tagliaventi, 2012). The communication channels and frequency of communication is also given. 
	Stakeholder
	Power/Influence
	Key interest 
	Communication channels
	Frequency 

	Management board
	Trustees 
	6
	Email
	Assessment of the updating aspect of the problem on weekly basis

	Colleagues 
	Current Employees
	5
	Verbal and Nonverbal 
	Regular interpersonal communication and conversation regarding stress handling

	Training organization
	Supervising
	7
	Email
	Monthly evaluation of the improvement stages

	Financiers 
	Funding
	7
	Written document
	Yearly review of the plan and decision taken






[bookmark: _Toc59208958][bookmark: _Toc59212665]Monitoring and review techniques
Effective monitoring plan is necessary for the proper establishment of the planned solution: 
	Indicator
	Data source 
	Time

	Stressful work environment
	Employees complaints
	Bi-monthly 

	Ineffective training methods
	Trainers, senior staff members
	Monthly

	Increased employee turnover
	Human resource management
	Every 3 months



[bookmark: _Toc59208959][bookmark: _Toc59212666]Conclusion
The workplace problems and necessary processes for taking effective decisions are very important for an organization. The job dissatisfaction, which is a highly problematic situation for the current UK organizations, has to be taken seriously. There are enough laws and guidelines, along with systems that are to be addressed in fulfilling employee needs to maintain employee satisfactions and organizational sustainability. 
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