

1










Problem Solving and Decision Making



 Student's Name- Alpesh Machhi
                                                Student’s ID- 2022470
                                                Lecturer Name- Charles Oham




Contents

1. Task 1 (Page 2-4)
2. Task 2 (Page 5-9)
3. References (Page 9-13)





TASK-1

Some employees are dissatisfied with their jobs for a variety of reasons. Long hours, low pay, a lack of a work-life balance, and many other issues contribute to this. Employees' performance is affected by these elements (Azeem et al. 2020). Employees that are unsatisfied with their jobs, lacking in job involvement, and lacking in organisational commitment face a wide range of disadvantages. Discontented employees engaged in psychological or physical retreat, or even physical aggression and retribution for alleged wrongs if they are not content with their work environment. As a result of a positive work environment, satisfied employees may go above and beyond the call of duty to provide exceptional service to customers (Anon, 2015). Dissatisfaction at work might have long-term implications. The demoralisation of surviving employees, an adverse public impression of the organisation, interruption of day-to-day activity and lost opportunity to pursue potential growth strategies are all negative consequences of staff turnover on organisations (Anon, 2016).


Relationships between Causes and Effects 
It is widely accepted that an employee's job satisfaction has a significant impact on their corporate citizenship behaviour (OCB). There is a correlation between OCB and job satisfaction (Atshan et al. 2022). When employees are happy, they're more inclined to spread the word about the company, assist others, and go above and beyond the call of duty in their work environment. When they have had favourable experiences, they are more willing to go above and above the work standards. They choose to act in a way that is beneficial to the company (Arvan et al. 2019). Customer performance and satisfaction are boosted by happy personnel. Front-line personnel' interactions with clients are critical to the long-term success of service firms. Customers like the cheerful, lively, and responsive demeanour of staff who are satisfied with their jobs (Aguiar do Monte, 2012). As a result of strong employee retention rates, clients are more likely to see friendly faces and receive personalised treatment. Employee absenteeism is negatively correlated with employee satisfaction. The association coefficient between absenteeism and employee dissatisfaction is lower when other factors are considered. Unhappy workers are more likely to take time off (Bessa et al. 2021). 







PESTLE Analysis

Politics- There is a growing sense of insecurity among workers their employers can replace. Loyalty is not a priority for them. HR and employers are looking for fresh employees. However, HR maintains a lookout for talented individuals even when they don't need to substitute anyone, even though this is more prominent in certain industries than others. 

Economic- How we function, recruit, and employ them has changed because of economic globalisation. Based on who and how we hire, the labour market shifts. HR can't hire the proper people unless they keep up with these industry trends. For example, a growing number of businesses are willing to hire remote workers (Campbell et al. 2005). The talent pool is widened. Hiring people from other countries can also save you money. Less unhappiness at work can also result from this. 

Social- It is no longer necessary for companies to hire personnel based on their location.  This ability to employ and collaborate from anywhere globally is made feasible by hundreds of productivity apps and instant chat services (Fernandes, 2019). Companies are likely to employ people from all around the world. Individuals may have differing views on how they should be paid, how they should be educated, and how they should be communicated. It is the responsibility of HR to ensure that these employees have access to the information, training, salary, and benefits (where applicable) they require. 

Technology - HR can use technology to send out emails and texts immediately. Employees can join workgroup chats using specific messaging apps, such as WhatsApp. HR can still phone or meet face-to-face with employees if this isn't convenient (if possible). It is possible to reduce job unhappiness by considering these aspects. 

Environmental- Paperwork for environmental HR is unnecessary. Many (if not all) of these documents are managed online rather than printed off when it comes to paperwork. There is no need for anything more than a cloud storage program to ensure track of everything. 

Legal- A background check may be required for new hires to verify their eligibility for employment with the company. If HR does not vet this material, the organisation may suffer legal implications. There needs to be a greater emphasis on ensuring that the law is upheld. 



Alternative Approaches and Methods for Putting Them into Practice 
Providing workers with possibilities for progress and a wide range of tasks is essential. In any form of repetitive employment, indifference and boredom can result in low productivity and a lack of pride in one's work (Conway et al. 2019). Workplaces that allow employees the freedom to switch up their duties throughout a workday or week are less prone to fall to monotony. Constant overtime and never-ending work should be avoided at all costs. When employees are routinely required to work longer than the typical 8-hour day without receiving adequate compensation, they become dissatisfied (Dirk De Clercq et al. 2020). 

There are times when an extra effort is required, but it should not be the standard. Stress from lengthy hours is a major driver of employee unhappiness. When tedious and time-consuming tasks are eliminated from the workplace, everyone's day will be brighter since they won't have to deal with them (de Clercq et al. 2020). When it comes to rewarding employees and raising morale in the office, there is no better method than a promotion or increase or bonus or a company-wide event or outing.




















TASK-2
Introduction 

Workers who are dissatisfied with their jobs and the work for are referred to as job dissatisfied. Employee unhappiness can be caused by various variables, including long hours, poor pay, lack of work-life balance, and more. Managers and CEOs might start to recognise a decrease in corporate productivity when they are unsatisfied with the workplace environment company they work for (Extremera et al. 2020). Discussing the function of an airline manager related to work/life balance and job unhappiness is the focus of this article. A company's productivity is negatively impacted when it fails to acknowledge the importance of a healthy work-life balance (Hans Setiadi Wijaya, 2019). Employees who place too much attention on their work are often left feeling isolated and frustrated. CEOs may be a part of the solution by acknowledging each employee's efforts to find a work-life balance: employee loyalty, creativity, productivity, and overall happiness rise when work-life balance is enhanced (Haluk et al, 2019). 
Individual, family, and organisational characteristics all play a role in researching work-life difficulties. Interpersonal conflict occurs when job and nonwork duties do not mesh well. This is known as work-life conflict. Family is the most studied complement to one's work role; however, as we will see in our review below, nonwork roles can exist in a variety of contexts, including household, relationships with friends, societies (Hassan et al. 2020). 
Health is defined as a state of well-being that encompasses mental, physical, and behavioural aspects of a person's health (e.g., actions). It has been found that WLC has been linked to a wide range of employee outcomes, including psychological, behavioural, and physical health (e.g., psychological strain, depression, anxiety, burnout) and behavioural health. There are various reasons why work-life conflict is harmful to one's health. First and foremost, WLC is a tense experience (Haluk et al. 2019). Evidence supports that playing two mutually exclusive roles leads to psychological conflict (e.g., WLC) in the role theory literature. Mainly because chronic strain states are associated with cognitive and emotional health problems, including cardiovascular disease, one mechanism by which WLC contributes to health damage may be the consistent experience of role stress because of continuous, competing demands of work and nonwork roles (Hughes et al. 2007). The tension between work and personal life can drain the resources necessary to participate in health-related activities. According to resource conservation, juggling work and nonwork responsibilities deplete resources in the WLC (Hassan et al. 2020). 




The loss of resources could negatively influence health in various ways, such as limiting the amount of time one must see a doctor or diminishing one's ability to control one's health behaviours (Islam et al. 2020).  In the job demands-resources model, it is found that competing work and family demands that require continuous psychological and physical effort are linked to mental and physical health costs (Jodlbaue et al. 2012). Together, these theories suggest that WLC may cause tension-based strain and drain psychological and physical resources, therefore interfering directly or indirectly with health in the context of career management (WLC). The competing demands of job and family might also restrict the remaining time for mental well-being tasks such as exercise, sufficient sleep, healthy food, and medical check-ups (Kim and Cho, 2020). 
Problem-Solving Approaches 

People's support network during their nonwork environment is a significant individual resource. It turns out that the model that shows family social support as a precursor to low work-family dispute is best suited. Mattarelli et al. (2015) test the association between family and community support and job conflict in four distinct models. There was a correlation between higher levels of parental help and guidance and decreased family needs interfering with job demands, which Moussa et al (2019) affirm considering these findings. The nonwork part of social support can come from the family or friends. 
Certain personality features appear to significantly impact people's access to an equilibrated work-family balance and overall well-being. The importance of internal control in this scenario cannot be overstated (Muntz et al. 2019). On the other hand, persons who believe that their actions and outcomes are the product of their efforts have a high locus of control, while those who believe that their outcomes result from external circumstances and chance are at the bottom of the scale. The higher the perceived intrinsically motivating value, the less work-family conflict (Monte, 2019). 
Nuria (2018) found a favourable correlation between extraversion and work-family balancing satisfaction. There are two operating time models: they can either lessen the workload or make the provided workload more flexible. Extraverts are considered very active and open-minded, and they have fewer issues finding a work-family balance that works for them. Narayan et al (2018) show that part-time work reduces the amount of work interfering with family when it is used as a measure to lessen work demands by reducing the number of hours worked. However, the advantages of part-time work vary widely from person to person. 




Career employees (those in management or professional occupations) who are heavily immersed in their work-life profit more from part-time work than those earner employees (those in technical, administrative, or production occupations) whose jobs play a more subordinate role (Qiu et al. 2021). Part-time work is frequently associated with more basic and repetitive jobs, limiting its applicability to career employees (Qian, 2017). 
Working the same number of hours as a conventional job but compressed into fewer and more extended workdays is meant by compressed workweeks. Compacted workweeks suggest that employees who chose to work on a reduced schedule did so because they felt more productive (Roulet, 2017). This saves the company money by reducing the overtime and sick time employees take. This category also includes work time accounts and arrangements that allow employees to work more during periods of high workload and less during periods of low workload (Rodriguez et al. 2011). Work-life balance is impacted positively and negatively by flexible work arrangements like working from home. Workers who work from home had a lower frequency of work-family conflict but a higher degree of family-work competition than those with a standard employment contract (Salvagioni et al. 2017). 
Technique for Making Decisions 

By placing oneself in a third-shoes party's (e.g., a customer, competitor, or consumer). Making judgments outcome measure of a game can assist a leader make decisions in a safe, imagined area. If you have two or more players, you can simulate their strategic interactions in a situation that has a set of rules in place. Cooperative and non-cooperative gameplay are the two main types of games. Different Players, Actions, Payoffs & Information are involved (known as PAPI). Players devise tactics to maximise their gains. The emphasis should be on figuring out a way to relieve airline executives of some of their current burdens (Tucker et al. 2020). According to the findings of several studies, people claim that job expectations considerably interfere with their family lives more than family obligations interfere with their professional lives. The conflict between work and home is positively related to the conflict between work and home, according to Wang et al (2020) It is possible to imagine a situation when employment demands collide with those of one’s family (work-family-conflict). The unmet expectations of the family domain then begin to impede one's ability to perform effectively at work (family-work-conflict) (Yao et al. 2021). As a result, the conflicts are mutually reinforcing, yet their origins are unique. As part of a company's employee development strategy, educational measures include stress management training. These procedures are designed to enhance the employee's job resources. The firm may provide financial assistance in the form of lump-sum payments for a child's birth or a discount on an out-of-house purchase. The firm's maternity and paternity leave promises might also come under the umbrella of financial measures, as they give financial security (Zhou et al. 2019). 
Implementation Plan for the Solution 

Keeping the most exemplary staff on board without increasing salary is critical to fine-tuning the reward system. Protection, locality, connections, acknowledgement, contribution, compensation, mobility, growth, accountability, and innovation are essential variables in reward systems (Tucker et al. 2020). An HR method that can address many previously mentioned problems is work-life balance practises. The policies listed here embody an organisational commitment to informal care, flexible work alternatives, and family responsibilities (Wang et al. 2020). Family leave programmes, on-site day-care, support with day-care and aged care services, flexible work schedules, telework, and job-sharing are all included in this category of benefits. In addition to attracting new personnel, these alternatives should boost employee morale, eliminate work-life conflict, and contribute to improved levels of employee retention (Yao et al. 2021). 
Implementing work-life balance strategies is a significant challenge to achieving job advancement and personal fulfilment, and happiness. People who are satisfied with their work and jobs are more inclined to remain with the business (Zhou et al. 2019).  Although human capital is multifaceted, it is difficult to define a standard set of measures for work-life balance. However, better employee retention because of activities balances actions could be a source of sustained competitive advantage for companies, both in output and distinction from competitors (Zhou et al. 2020). We can no longer think of the business and the families as separate entities but rather as two intertwined entities that can positively impact each other in the contemporary societal situation. Firms must therefore take a proactive approach to implement work-life balance initiatives (Muntz et al. 2019).
Stakeholders Should be Informed of the Plan

Training and development programmes can explain airline managers' change management or crisis management strategy. In addition, management and the HRM department must maintain regular and direct communication (Islam et al. 2020) Managers and the administration must work together to reduce stress and improve personal and professional well-being (Arvan et al. 2019). Allowing managers to voice their concerns and benefits in the feedback model is crucial in the communication process. This problem necessitates a systematic and organised strategy to be effectively addressed (Atshan et al. 2022). 




Technique for Observing and Analysing 

Monitoring and evaluation procedures utilise supervision, evaluation, appraisal, and feedback to verify that a project is on track to meet its objectives and goals. Monitoring is an ongoing activity that determines how well project inputs are transformed into outputs. Progress toward goals and objectives is measured by evaluation (Conway et al. 2019). Productivity, development, effectiveness, relevance, and applicability to project requirements are evaluated regularly. Project logs, official assessments, interviewing, behavioural observations, group discussions, and mapping are just a few of the ways used to keep tabs on a project. Using the project evaluation and review method (PERT), all events in a network chart can be organised, scheduled, and coordinated (Hassan et al. 2020). Project managers can use the graphic to compare deliverables. Another network diagram method is the critical path method (CPM). Nodes represent individual activities, and arrows represent connections between nodes in this diagram (Jodlbauer et al. 2012). Using CPM, a project's critical path may be defined as the shortest route between the start and finish. Through successful project monitoring and assessment, new goals, initiatives, and strategies can be developed. Improved project effectiveness and transparency can also be achieved via these strategies (Wang et al. 2020). Direct observation and meetings will be used to determine whether the implemented remedies have the desired effect on the problem that has been identified. The use of solutions will aid in evaluating employees’ abilities, growth, and development regularly (Qiu et al. 2020).
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