 (
P
roblem solving & decision making
PRS
- Dissatisf
ied job by UK employee
     
MIRELA MIHAELA URZICA
CERTHE IN SKILLS FOR WORKPLACE
)

[image: Text

Description automatically generated]






PROBLEM SOLVING AND DECISION MAKING
BMSW4004



Student name: Mirela Mihaela Urzica
Student ID: 1922003
Module Teacher name: AKINSEYE ALUKO
Name of University: Trinity Saint David
CERTHE in skills for workplace term 3(weekend)

Table of Contents




Introduction
Increasing number of dissatisfied employees in UK and its impact on organisations
Impact on organisations
Analysis of information of dissatisfaction among employees and proposed decision- making process
Range of alternative solutions to cope with employee dissatisfaction
Decision-making technique to evaluate and categorise most viable option
Implementation plan
Stakeholder Communication and significance
Monitoring and review techniques for successful implementation of plan
Conclusion
References
Appendix
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[bookmark: _Toc67946658]Introduction
Workplace satisfaction is a mounting concern in UK for the organisations as there has been a steep decline in satisfaction number in recent years. Job satisfaction facilitates increased productivity in organisation. It can be simply demarcated as the level to which someone likes their job. This study emphases on ways in which employee dissatisfaction could be reduced in organisations. Analysis of implementation plan has been carried out in the study and ways to implement them has been discussed. Communication of plan to stakeholders have been discussed in the study. Review methods have been created to understand the progress of implemented plans. 
[bookmark: _Toc67946659]Increasing number of dissatisfied employees in UK and its impact on organisations
Organisations of UK have been facing problem of employee satisfaction in the recent years that has been leading to decline in productivity and revenue of the organisations. Employee satisfaction has been defined as the level to which an employee feels contended about his job and works productively. As per Heyeset al. (2017), several aspects have been defined that influence employee satisfaction, which are compensation, role of superior, work pressure, management, leaves and others. Decrease in employee satisfaction is leading to increase in employee turnovers. 
Organisations need to keep their employee happy and satisfied in order to decrease turnovers and increase revenue and productivity. If employees feel that they are not being valued in the organisation or they are not contributing to something, they are most likely to quit the company. This leads to unwanted turnover, which is not healthy for any organisation. According to Akanji, 2017), satisfied employees assist in recruiting potential talent and saving money for recruiting, training, again and again. Employees having higher work satisfaction have been seen to have higher work productivity regardless of their pay or title. Satisfied employees meet their targets, leading to increased sales, cost savings, adding revenue to the company. When employees feel that the organisation is doing the best it can to fulfil their interests and provide satisfaction, they are more likely to be loyal to the company and spread good word of mouth. 
[bookmark: _Toc67946660]Analysis of information of dissatisfaction among employees and proposed decision- making process
Employee satisfaction is very crucial for any organisation to grow and prosper. It has been seen that multi-national corporations have been investing a lot of money into employee satisfaction programs such as providing education for children, providing food allowances, flexibility of schedule and others (Johnson and Pike, 2018). This leads to satisfaction of employees and increasing overall revenues. IT is of great significance to lay out a procedure that would assist organisation to provide employee satisfaction at every role and title, irrespective of compensation. Problem at hand is increasing satisfaction factor of employees. Human resources department is the one that emphasizes on employee satisfaction mainly. 
Primary procedure that could be followed for making decisions and deciding procedures is brainstorming. As per annotations of Budieet al. (2019), in brainstorming, people of different departments would suggest different ideas and solutions to every problem. This would lead to facilitation of several ideas and most significant ones could be chosen from them. Brainstorming could be done for 30 minutes, which would help in understanding different perspectives and getting new alternative solutions. Delphi technique could be incorporated through assistance of questionnaires, this would lead to anonymity and proper circulation of ideas. In any case, manager or superior person does not have to make decisions on the spot, but take his time, analyse, defer, and then take his decision. Feasibility, effectiveness, and consequences of final idea needs to be analysed and weighed against other ideas. There should be ways to measure decisions that have been taken, feedback forms need to be submitted and through proper scores, decisions need to be scored (MADAN, 2017). If the ideas do not deem satisfactory and as per expectation, new ideas can again be developed and tried. 
[bookmark: _Toc67946661]Range of alternative solutions to cope with employee dissatisfaction
Positive work environment directly impacts work of an employee. Workplace has been seen to play pivotal role in increasing satisfaction and productivity of employees. Positive work environment not only involves structural things, but also involvement of employees with superiors, direct managers, co-workers, and others. A positive work environment could be created using more meetings, which would increase communication between superiors and employees (Ko and Choi, 2019). Superiors need to listen to employee’s issues; this would lead to developing trust between them and a better work environment. The employee would feel satisfied at a certain level.
Feedback is crucial in employee satisfaction. It has been that most of the employees are unsure of how well or bad they are performing, and which aspects of performance do they need to improve. This hinders employee’s growth and immediate satisfaction level. Most managers do not provide feedback to their employees, which lowers employee satisfaction towards his work. Providing feedbacks to employees abets in building trust in employees, good relationship and increasing employee satisfaction. Providing feedbacks has also been seen to keep employees motivated and work towards achieving positive feedbacks, which would decrease employee turnover too. 
As per the views of BHATT and SHARMA (2019), majority of employees are likely to leave their jobs if they are not recognised or appreciated for their work. Every employee excels in some or other task, it is important for their superiors to recognise their hard work and appreciate them. Organisations could arrange rewards and recognition for employee’s every month. This would motivate employees to work better and boost their morale. This would also lead to increasing productivity of employees and job satisfaction. This step would create enthusiasm within employees to achieve higher goals and perform more than they are capable of, bringing the best in them. This would ultimately lead to increased throughput (Wang and Brower,2019). Some perks could also be provided to employees for the same. 
Work-life balance is another constraint that hinders employee’s satisfaction. Multiple organisations have not been providing much time for employees to balance their personal life, which becomes a burden for employees. Stretched timing, odd shifts and less leaves lead to misbalancing work-life. Organisations need to provide enough leaves to employees so that they could balance their personal and professional lives. Flexible hours could be provided by organisations, which would assist towards this balance (Katyalet al. 2018). Surveys must be conducted by alignment in measure the level of satisfaction of each employee and work towards improving the aspects that are lacking. 
[bookmark: _Toc67946662]Decision-making technique to evaluate and categorise most viable option
There are several decision-making techniques that could assist in extracting proper techniques and select appropriate options. The approach that would be feasible and appropriate in this is the heuristic method. Heuristic would assist in finding adequate solution to the issue at hand and find optimal solutions to within the required timeframe. As per the views of Ameenet al. (2018), heuristic method is appropriate for this as it is flexible and assist in taking faster decisions. Heuristic method abets in finding appropriate solution in cases where finding solution is impossible or a large set of data is involved. 
Heuristics rely on trial and error and not always do they give accurate decisions but lead ultimately to correct decisions. Heuristics could be used to find optimal approach to approach the issue of employee satisfaction. Heuristics would rely on trying every procedure one by one and taking feedbacks regarding every procedure. This would ultimately assist in reaching to a solution. Positive work environment is a bit difficult to implement and would require enough time. As per Verma and Sharma (2017), positive work environment would mean changing though process and whole workflow of higher management and encouraging them to talk to employees more. This would require a tad lot of time than needed for heuristics. This procedure would not be appropriate to implement at first.
Feedback could not be implemented as per time frame as they would take a large amount of time to be processed, which would make it out of the time frame to implement and get viable results. Feedback processing would also take a lot of time to get results. Rewards and recognition is a strategy that could be implemented in the organisation. This strategy could be implemented within the allocated timeframe and lead to instantaneous results. As per Sundaram (2020), rewards could be provided to employees on a weekly basis which would lead to increasing satisfaction and motivation among the employees. Organisation’s productivity would also go high, which, in turn would lead to increased revenue and sales. Rewards could be provided to employees on weekly basis that could include cash rewards, coupons and others. After implementation of this strategy, feedbacks taken before implementation and surveys taken after implementation would assist in understanding if the strategy has been successful or not.
[bookmark: _Toc67946663]Implementation plan
A plan is needed to be built for execution of rewards and recognition in the organisation. An implementation planning document would assist in this. The first step would be writing an introduction with setting clear objectives, which in this case would be achieving employee satisfaction and purpose would be to increase overall productivity. The next step would be to make a list of all teams that would be involved in plan’s implementation. 
All the roles, responsibilities of the people involved need to be listed. The team leaders would be involved in creating goals for each team and setting targets on which employees would be recognised and rewarded. Third step would involve lining out the tasks needed in the plan to be effectively carried out (Dobni and Klassen,2018). The first task would be creating goals against which employee’s performance would be compared with, the second task involved would be selecting the number of rewards that can be provided. Selecting the amount or coupon value for each task is mandatory to proceed forward. A day must be selected when the whole week’s data would be compared against the goals. Implementation schedule would be the next step, in this, all the timelines for tasks would be created. The performance goals would be compared within a weeks’ time and would reiterate every week. With the help of human resources team along with team leaders, a viable amount would be decided as reward and it will be arranged for successful implementation of the plan.
[bookmark: _Toc67946664]Stakeholder Communication and significance
Stakeholders are most significant to an organisation and informing them about the plan is an important step. There are several ways through plan can be communicated to stakeholders, the first one would be sending out a newsletter through the utilization of intranet. As per van der Meeret al. (2017), this would target stakeholders directly and can also include stakeholders who are not a part of the project. In case emails are not replied within a certain timeframe, the next way to communicate could be arranging a video conference call. A video conference call, along with main head of projects and stakeholders would make it easier for stakeholders to clarify their doubts and understand all prospects of the plans.  
A dialogue could be exchanged in video conferencing, which would assist managers to understand stakeholder’s perspective and vice-versa. This can also include a meeting with presentation as it would assist in understanding the terms and not missing out any points. As per annotations of Nel and Esterhuyse (2019), project summary report is another way to let stakeholders know about the project. Project summary report would be sent periodically in a week’s time. After the protocol of project has been agreed, weekly reports would be sent to stakeholders highlighting data and progress made every week till a month’s time. This will be done to reassure stakeholders that everything is on control and the project is transitioning smoothly.
[bookmark: _Toc67946665]Monitoring and review techniques for successful implementation of plan.
In prosperous enjoyment of project, track and reviewing is of utmost significance. Primary monitoring technique that would be used would be observation. Team leaders would be observing the changes in employees regarding the reward and changes in their performances. Baseline measuring would be done every week and data before the plan implementation and after would be compared to get accurate results. Feedback sheets would be provided online for employees to fill, employees would fill every week (Tomczaket al. 2018). Analysis of these sheet would assist in understanding changes and growth of the plan. 
Surveys have been considered as a significant way to collect feedbacks and understand regarding the progress of plan. As per Burnett and Lisk (2019), weekly surveys would be conducted anonymously. Anonymity would assist employees to confidently put down their views without any fear. This would lead to accurate results. Analysis of these surveys would help organisation to understand progress and points where changes can be made for better results.

[bookmark: _Toc67946666]Conclusion
Role play has been of great assistance and has made us understand the significance of employee satisfaction in an organisation. It is very important for an organisation to keep its employee happy and satisfied. UK is a very stable market for organisations and beneficial for organisations in every way. If organisations succeed in keeping their employees happy, there would be an increase in productivity and revenue of organisations. Several strategies could be applied by using heuristic procedure, which would assist in increasing employee satisfaction. Monitoring techniques such as feedback, observations, data comparisons would organisation to keep track of plan’s progress.
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APPENDIX
TASK 1- Role Play which is hold interaction between the Manager consultant and dissatisfied employee discussing the complex problem in the operations of the organisation.
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Task 1

[bookmark: _Hlk68167136]Role play on MS Teams

Me: Hello, Dissatisfied employee, good afternoon, how are you?

Dissatisfied employee: Hello there, I am absolutely fine, thank you for asking.

Me: Dissatisfied employee, you must have heard about the issues faced by employees nowadays in organisation?

Dissatisfied employee: yes, I have, but what issues are you talking about specifically?

Me: There has been a recent decline in workplace gratification among employees in UK and it has been decreasing steeply every year

Dissatisfied employee: Yes, I have heard that, it is really a concern for organisations.

Me: Employee workplace satisfaction is significant for growth of an organisation as it has seen to directly affect productivity of an organisation

Dissatisfied employee: Yes, it is. Can you tell me more about this issue?

Me: Yes, sure

Me: It has been observed that employees are 12% more productive when they are satisfied with their workplace and a decline of 10% is seen in case they are not satisfied with their workplace (Kawianaet al. 2018). All the multinational corporations focus more on keeping their employees happy and satisfied as it increases productivity by a huge number. The greatest reason, for dissatisfaction of employees is they are underpaid than what they think their worth is.

Dissatisfied employee: Oh, I see, this is a very significant aspect for an organisation to grow

Me: Yes, Dissatisfied employee. Employees who feel underpaid likely quit the organisation after a certain time. Another issue which leads to employee dissatisfaction is when they think that they are not growing in the industry or climbing up the hierarchy (Kurdiet al. 2020). If it is not met, an employee would quit the organisation. 

Dissatisfied employee: That is more than obvious.

Me: Employees are sometimes not able to have a work-life balance, this also leads to dissatisfaction, which, in turn lowers their productivity (Chaudhryet al. 2017).

Dissatisfied employee: Yes

Me: Management also plays a significant role in deciding satisfaction levels for an employee, the manager, supervisor, and boss primarily. Managers who put pressure on employees to derive results out of them, without providing them any morale boost, create job dissatisfaction for employees (Islamiet al. 2018). This, in turn, leads to decline in overall employee motivation and will to work, which facilitates productivity loss. This productivity loss ultimately leads to lowering revenue of organisation and losses if they grow further.

A research-informed cause-and-effect analysis of the complex problem

[image: ]

Figure 1: Ishikawa/ Fish-Bone diagram

(Source: Created by author)

Me: the aforementioned figure shows cause-and-effect diagram that would assist us in understanding issues which are causing employee dissatisfaction

Dissatisfied employee: Great!

Me: This would abet us to understand issues along with the root causes of these issues

Me: The primary issue here Dissatisfied employee is maximum employees think that they are underpaid. This issue is being caused as employees are thought to be of lesser worth than they are. Organisations have also been seen to undervalue employees due to large amounts of employees (Wheatley, 2017). Due to large number of employees in a certain role, it becomes really difficult to provide growth or raise to employees. This, ultimately, leads to employee dissatisfaction and lessened productivity.

Dissatisfied employee: This is a really solemn issue and needs to be sorted.

Me: According to me, many employees do not have interest in working as per their role but do their job as they do not have an option. The monotonous routine involved with the job, without any challenges, leads to employee dissatisfaction. Employees lose excitement and will to work, when they have a monotonous routine, which leads to dissatisfaction and reduced productivity.

Dissatisfied employee: I have also seen several individuals like this in real life, who have no will to work but are continuing for survival.

Me: The next concern that leads to dissatisfaction is poor management. Poor management arises when leaders do not show proper leadership and do not motivate employees to work (Liuand Wang,2017). Leaders who are too result-oriented and do not care about employee in any way, lead to poor leadership. 

Dissatisfied employee: Yes, poor management is a great issue faced by several companies now

Me: Yes, Dissatisfied employee. The next concern that decreases productivity and increases dissatisfaction among employees is no incentives or growth. Several organisations do not provide employees with incentives or recognition, which make them feel undervalued. This feeling leads to dissatisfaction among employees. 

Dissatisfied employee: Yes, incentives are seriously a big motivation for employees. Providing incentives would greatly intensify motivation among employees.

Me: Dissatisfied employee, do you know several individuals are not able to maintain work-life balance. This happens when employees have rotational shifts. Dissatisfied employee, in this condition, they lose complete contact with social world and relatives, which causes misbalance of work-life. 

Dissatisfied employee: several companies do not provide sufficient offs to employees to relax and balance their life. This leads to more dissatisfaction among them. 

Me: If the boss is not supportive and does not care about employee issues, this would lead to dissatisfaction among employees (Wolteret al. 2019). All these mentioned factors, leads to a dissatisfied employee.

PESTLE analysis of the macro-environmental factors

Me: Dissatisfied employee, we would be analysing and discussing some macro factors that affect an organisation. 

Dissatisfied employee: Sure 

Me: UK enjoys a stable government and also ranks in top stable governments of the world. This benefits the organisations present here. UK enjoys a stable government with prime minister as head of government. UK also has strong relations with several countries, which benefits the organisations situated there. Brexit is a threat to organisations as several employees would be forced to move out and supply demand can also decrease (Perez and Olivie, 2020).

Dissatisfied employee: Yes, it would

Me: UK has a very stable economy. Diverse markets lead to increasing capita and also benefits the organisations. UK has put forward a proposal to decrease tax rate for organisations, this would lead to more foreign direct investments in UK and organisations would benefit more. Rising inflation is a concern for organisations as it would lead to increasing operational costs. 

Dissatisfied employee: Yes, you are right.

Me: Dissatisfied employee, let me give you an insight on social issues in UK

Dissatisfied employee: Yes, sure

Me: Healthcare system in UK is amazingly good, which also attracts people from all over the world for serious operations and issues (Gudginet al. 2018). UK enjoys a much-updated educational system, which leads to better people and good employees. Individuals in UK earn more and therefore a higher capita, this is leading to increased capita, which benefits the organisations. 

Dissatisfied employee: This is very nice and beneficial.

Me: Yes

Me: Let us take an insight on technological aspect

Dissatisfied employee: Sure thing

Me: UK has seen an increased tech breakthrough and has been succeeding in competing with countries such as India, Japan, and others in technology.

Dissatisfied employee: That is great for the organisations here.

Me: Yes, it will be

Me: Legal aspects of UK are very preferable for individuals as it protects employees from discrimination and entitle them to leaves, minimum pay and others (Foucart and Li, 2021).

Dissatisfied employee: Amazing!

Dissatisfied employee: Is environment a favour for organisations?

Me: Environmental issues are not in favour. Pollution has been seen to increase in recent times. Weather is not favourable, but organisations are working towards improving, recycling, and others (Helfaya and Moussa, 2017).

Dissatisfied employee: Thank you for such precise and wonderful information!

Evaluation of alternative solutions to the employee dissatisfaction and choosing most appropriate solution.

Dissatisfied employee: Employee satisfaction is significant for growth of organisations; multiple ways are there which lead to increased employee satisfaction and productivity. Can you suggest some ways to increase it?

Me: Yes! First thing that can be improved is ergonomics of workspace. Good ergonomics led to ease of mind and reduces stress for employees, which would lead to increasing productivity (Lasisiet al. 2020). Other way to increase employee productivity and satisfaction is to revise compensation every year. This could be done based on performance. 

Dissatisfied employee: That is a really nice approach.

Me: Yes! Recognitions could be provided by organisations to employees, this would increase motivation among employees, and they would feel more involved in work. This would, in turn, increase work satisfaction.
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Figure 2: Employee Engagement Procedures

(Source: Vu and Nwachukwu,2021)

Me: Big organisation always are in trouble of uncertainty. Employees in these organisations are not sure if their managers are content with their performance. Regular meetings, transparency and 1 on 1 meetings can lead to increasing transparency among employees (Haqueet al. 2019). An employee should not be afraid of his superiors and would be able to ask for help and assistance when required.

Dissatisfied employee: These would lead to increasing motivation of employees in workplace and would also increase productivity and revenue of the organisation.

Me: Yes, definitely

Demonstration of ways in which plan could be implemented and outcome could be evaluated.

Dissatisfied employee: So, have you thought of how these organisations would be able to implement these plans?

Me: I have some ideas in mind if you would like to hear them out

Dissatisfied employee: Definitely, friend, please carry on.

Me: The first thing that could be done is adjusting the ergonomics of workplace. This can be either done by bulk ordering for better chairs and tables for employees or hiring an expert to adjust everything as per employee’s needs (Pereiraet al. 2019). This change would make employees feel more at work and work more efficiently.

Dissatisfied employee: That is a great start. What other methods could you suggest?

Me: Secondary step that organisation can take is revising compensation for every employee, annually. This revision based on performance would motivate the employees to perform better and work with greater productivity (Darma and Supriyanto,2017). Organisations could also incorporate rewards and recognition for employees every month. This would assist in keeping motivation high among employees and feel valued in the organisation. 

Dissatisfied employee: That is really a great idea. Greater involvement of employees would mean greater productivity and greater revenue for the organisation.

Me: Yes, of course

Dissatisfied employee: Do you have any other suggestions regarding other ideas?

Me: Yes, I do

Me: I have seen that transparency is lacking in larger organisations, which does not make employees feel embossed at work. Multiple times the employee does not know how he is performing, or his manager is content with his work or not. This could be eradicated through the assistance of transparency, regular meetings and one on one meetings (Bui, 2017). This step would assist employees to be more familiar to their superiors and understand the places where they could improve their performance. This focused approach would lead to a higher increase in performance and productivity among employees. 

Dissatisfied employee: Yes, I think this is the most crucial step that needs to be taken.

Me: Yes, I agree with that

Dissatisfied employee: It was really great to understand these aspects from you and you have been of great help to make me understand.

Me: Thank you too!
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