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[bookmark: _Toc80833010]Scope and impact of the complex problem
As I was working at the Global 4 Communications LTD, it was noticed that the company had major employee turnover issues. On top of that, the employees who were working in the company had major team-working problems. They also had any employees some issues related to productivity, and innovation. Many employees were leaving their jobs because they were suffering from a low morale due to the teamwork issues. One of the major reasons behind the huge turnover was also the huge workload on employees. Due to the work from home situation, many employees were assigned major workload just because the management thought it was fair since they were all working from home (De Winne et al. 2019). However, it was significantly disappointing for most of the staff because they were suffering from huge problems of mental wellbeing. With so many employees leaving the organization, the company was suffering from major financial loss. There was also a loss of valuable knowledge and experience, and it was challenging to hire new employees in this crisis market situation (Malek et al. 2018). The employers of Global 4 Communication LTD had to spend a lot more money to attract new talents, and to train them since most of the experienced employees had left their jobs. 
[bookmark: _Toc80833011]Analysing the complex problem for decision-making
Since most of the employees in of Global 4 Communication LTD were suffering from productivity and teamwork problems, it was evident why they left the company. Due to the major employee turnover issues in the firm, the company was undergoing major financial loss too. There were not enough resources to hire the right employees because of the whole pandemic lockdown situation. Hence, of Global 4 Communication LTD was losing most of its market share because the company was not being able to complete its daily operations on time. Since there were nobody experienced to take care of the daily job roles, the remaining employees had to share a major workload to complete the work.
Now, as most of the employees were leaving the workplace, offering them flexible working hours could be a feasible solution. If employees were to work at their preferred working hours, it would have not caused so much of disappointment in the staff. The work from home scenario impacted their psychological wellbeing drastically. However, in that circumstance if they were to work so much extra every day, it was hampering their physical wellbeing also (Wadhawan, 2019). On top of that there were communication issues, teamwork issues, and productivity issues. That is why if flexible working hours would have been given to them as a solution, the scenario would have been better. 
Flexible work schedule is bound to improve employee retention. It can also attract new talents. Especially in the pandemic situation, employees should be given the option of flexible working because it can increase their moral and can also improve their productivity. Flexible working hours can develop employee engagement too (John, 2017). Since one of the reasons of employee turnover at the of Global 4 Communication LTD was lack of communication, and lack of teamwork, the flexible work hour option would have been a feasible solution there. It would have encouraged employees to work with a positive state of mind. 
[bookmark: _Toc80833012]Alternative solutions
The alternative solution to the employee turnover problem would be to offer training and development programs. It attracts the top talents from the industry, and that is why it can improve employee engagement process. If training workshops are provided to employees, it can improve their productivity ratio too (Janev et al. 2018). Training can improve employee’s commitment with the firm, and that can in turn reduce their turnover intent. It can help employees learn new skills to do their job in a better manner. So, the training and development workshops can act as a suitable solution to the employee turnover problem at the of Global 4 Communication LTD. Incentivizing employees is another good solution to resolve the employee turnover problems. Their compensation and benefits must be kept intact even if the pandemic situation is on the rise. Since employees are working more than extra as they are working from home, their rewards, and recognitions should be made a lot more flexible (Kaplan et al. 2017). They must be incentivized properly based on their performance ratio. It will motivate them and will also keep them encouraged to perform their best. It will not even let the thought of leaving the company cross their minds once because they know they are earning more than their paycheck. 
Motivational sessions could be another fine solution to reduce employee turnover problem at the of Global 4 Communication LTD. The company could hire motivational speaker who would teach employees new tricks to work in this tough scenario. It will help them take care of their mental and physical health too. Thus, employees will not suffer from any productivity or communication problems anymore because they will know how to approach those problems differently (Sayegh et al. 2017). Some weekly motivational sessions could be put to effective use and these sessions will be held online only. So, the virtual mediums will be truly effective to reduce employee’s turnover intent. 
[bookmark: _Toc80833013]Using a decision-making tool to evaluate the solutions
Cost benefit analysis will be the decision-making tool to evaluate all the potential solutions of this problem of Global 4 Communication LTD. It is a systematic approach to judge the cost of a solution, and its benefits, and to measure which one of them is the best (Koopmans and Mouter, 2020). If a solution costs way more than its benefits, it is not worth implementing. However, if one of these solutions cost less compared to its overall benefits, it needs to be implemented. 
By judging the first solution of flexible working hours to resolve the employee turnover problem, it seems that the solution will not take up much money. On the other hand, it will improve employee retention, improve diversity, attract new talents, and increase productivity. The training and development program on the other hand will cost £941-£1046 for each employee (Zhang et al. 2021). So, if of Global 4 Communication LTD has more than 50 employees, it will cost them approximately £5000 to implement this solution. It will have numerous benefits too such as employees will be more adaptable to change, they will be more innovative, they will have better job satisfaction, etc. All these factors will reduce their turnover intent. 
If the next solution of incentivizing employee is measured, it will cost too much to the firm. A minimum of £2000-£4000 will be required to implement the incentive program for each employee. The cost may exceed to £8000 also for each employee if the incentive amount is too high. But the benefits of employee incentives are also significant. It can improve teamwork, communication, job satisfaction, employee engagement, and employee morale together (Jaworski et al. 2021). Finally, the motivational session will cost £4000-£10,000 excluding other expenses because if the motivational speaker is famous the cost will rise. However, it also increases employee commitment, energy, drive, and passion. A higher level of input will be noticed in the workflow if employees are motivated enough. 
[bookmark: _Toc80833014]A plan for implementing the solution
As per the cost benefit analysis of all the solutions, it has been decided that flexible working hours will be given to employees. The solution will follow a few steps to be implemented such as.
Step 1: A flexible working hour policy will be put in place. It will be shared among all employees so that they figure out how the flexible duty hours will work.
Step 2: A document will be created to save the working terms for flexible duty with each employee. It will further be stored in the cloud storage.
Step 3: Each of the employees, line managers, and HR managers will have some roles and responsibilities to make the flexible working hour option effective. Their roles will be assigned to them accordingly (Chung et al. 2020). 
Step 4: The line managers will have the most responsibility to make this solution work. So, what kinds of resources they have, and what kinds of resources do they need will be assessed in this step.
Step 5: The managers must communicate with all the employees who will take this option in every possible way. They must make sure that the employees understand everything about this new work policy.
Step 6: Now, it is time to measure employee performance because if employees do not perform well even when they work flexibly, they need some different solution. So, checking the performance review of each employee will be the next step (Berkery et al. 2017).
Step 7: The manager must listen to its employees to make this change work. If the flexible working hours are affecting people positive, or negatively-that must be assessed too.
Step 8: Before implementing the solution permanently a pilot session must be implemented. For at least a week, employees will work flexibly, and if it goes well, then only it will be implemented.
Step 9: The process must be reviewed against the KPIs (Burdínand Pérotin, 2019). Even after implementing the solution if employee turnover does not decrease, the solution will be withdrawn. 
[bookmark: _Toc80833015]Communicating the plan to stakeholders
There are numerous ways to communicate this solution to the stakeholders of Global 4 Communication LTD. A virtual meeting could be scheduled with all the stakeholders, board of directors, and managers, and owner of the company. Recent statistics of employee turnover will be shown to the stakeholders via a power point presentation (deCalesta, 2019). All the potential solutions that emerged to resolve this complex issue will also be shown to the stakeholders. The cost benefit analysis of each solution will be present there. Thus, the stakeholders will notice how only the flexible working hour option is the best fit for their company.
A project summary report could be published and sent to the stakeholders. In this report there will be numerous statistics that will show how the employee turnover ratio at the of Global 4 Communication LTD is increasing. The report will also show the various reasons behind the huge turnover issue. It will highlight how the employees are suffering from lack of psychological wellbeing, which will emphasize on the importance of the solution (Brennan et al. 2018). When this summary report will be sent to the stakeholders, they will understand the importance of the crisis and will not object to this solution.
A business newsletter could also be published to let the stakeholders know about this situation. Important business announcements are published usually on the newsletter (Nichols et al. 2020). Hence, the news of Global 4 Communication LTD flexible working hours to employees will also be published in the newsletter. If the stakeholders object to this solution, there will be relevant numeric data to support the solution too on the newsletter. Thus, the stakeholders will be informed about this plan. 
[bookmark: _Toc80833016]Monitoring and review techniques to assess the solution
Employee surveys could be implemented as a monitoring and review technique to judge the relevance of this solution. If employees are satisfied with the flexible work hours, that will be reflected on the survey statistics. If employees are not satisfied with the flexible duty hour solutions, the survey analysis will reflect that too (Kiazad et al. 2019). If the survey indicates a positive outcome, of Global 4 Communication LTD won’t have to worry anymore to carry on with the solution. However, the survey may show some contradictory statistics too. In that case the managers must assess the job role and performance output of those employees who are still unsatisfied. 
Benchmarking analysis could also be appointed as a good monitoring and review technique to assess the solution. The companies who have applied the flexible working hour solutions, their performance data will be gathered (Miahkykh, 2020). Now, the performance record of Global 4 Communication LTD will also be collected, and both the datasheet will be compared. If of Global 4 Communication LTD generates poorer result than the industry competitors even after offering them flexible work hours, it will need a further evaluation. However, if the performance record of Global 4 Communication LTD shows better improvement, it will mean the solution has worked its charm. 
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