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The complex problem refers to such challenges of an organisation that is not easy to recognise and send the response. Such problems are more or less beyond the opportunity of the company to trace and when it becomes vivid, the malignant shape of the problem sometimes destructs the organisation (Grueber et al., 2019). Some common complex problems are dissatisfaction in the job, high conflicts between the team members, negligence of the management in team motivation and others. To resolve those problems, management needs to be stronger and more impactful to ensure that a decision making and problem-solving team is restored to work out those issues. It is very important that decision making and problem-solving team members play an autonomous role in the organisation for the sake of employee management followed by the organisational benefits (Gallivan et al., 2018). In the background of job dissatisfaction of the employees, this report will be prepared to discuss thoroughly on the complex problem. A detailed explanation will be given of the decision-making techniques to find out the best solutions. The establishment of intercommunication in regards to developing employee development strategies will also be highlighted. At last, an assessment of techniques monitoring and its appropriate implementation to perceive the highest achievement in solution will also be briefed. 
[bookmark: _Toc100856821]Discussion on the complex problem 
In this part of the report, the highlighted complex problem - job dissatisfaction of the employees will be elaborated on. In the organisation, the employees are treated as the assets of the company. They play the frontier role in an organisation and actively participate in creating the brand image of the company. From manufacturing or production to marketing and selling of the product and other ancillary departmental works are performed by the employees. While playing with such a massive workload regularly, an expectation of the employees comes to mind that the company will take care of them similarly (De Vincenzo et al., 2018). Take care can be in the form of providing incentives and bonuses, allowing medical benefits, rewards such as performance appraisal, personal growth and promotions. The expectations can be extended to involving employees in the autonomous decision making and problem-solving team to show and value their importance to them. Unfortunately, the organisation fails to meet such expectations of the employees and therefore, a continuous repetition of neglecting behaviour by the management corners the workers. As a result, employees feel demotivated day by day (Risopoulos-Pichler et al., 2020). They contribute to the organisation as a paid staff but no additional contribution or effort is given for the organisational success. Such behaviours of the employees are the symptoms of high job dissatisfaction which may ultimately result in employee turnover. 
[bookmark: _Toc100856822]Information regarding Decision-Making Process 
The decision-making process is an essential part of the management body in respect of keeping the organisational structure and operation consistent. The management appoints leaders or managers to handle different problems and find suitable solutions for the same. While making the decisions, different steps are involved. Following are the steps discussed below.
Identifying the problem: Whenever an individual or a group is involved in deciding against a problem, the first step is to identify the problem along with its root cause. It will help the decision-maker to reach the solution faster.
Consideration of the nature of the Problem: In this stage, the decision-maker needs to understand the ways through which the problems are arising and what are the main or common factors of the problem (Graesser et al., 2018). In case, a common problem is found among several people, then it is easy to understand the nature of the problem by evaluating the person’s behaviour. 
Research Problem: In this stage, the decision-maker thoroughly analyses the problem step by step. A complex problem may have multiple issues together which need to be solved one by one to reach the goal (Lewis et al., 2018). Therefore, deep research on the problem is effective.
Drafting Solutions: An individual or a group of decision-makers brainstorm effectively to find out different ways of the solution against resolving the problem. In the case of a group, every individual thinks in his or her way and drafts the solution to place it in front of the group which may be selected or rejected (Rahman, 2019). It may also be accepted with certain modifications. 
Pros and cons of solution: In the aspect of every possible solution drafted by the group members, a critical analysis is done in this phase for the key findings of its benefits and drawbacks. Depending upon the stage final selection of the solution process is executed. 
Choice of Best Approach: Upon the several solutions presented in the group along with their critical analysis, the decision-maker chooses anyone among the several solution methods in regards to implementing it in problem-solving (Burton et al., 2020).  In most cases, solution creators keep a plan B ready with them if by any chance the first method fails. 
Evaluation of the process: This is the final stage used by the decision-makers where they look forward to the problem with an expectation of a positive report after implementing the solution process. In case, if the problem is resolved, then it is evaluated as a good or best methodology (Nibbelink and Brewer, 2018). Similarly, if the solution method fails to resolve the issue, further critical analysis is done by the jury members to find out the flaws within the procedure. 
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The consideration of complex problems noticed in the case study along with the result of job dissatisfaction has been elaborated on earlier in this report. The complex problems which are causing job dissatisfaction among the employees will be recommended as some alternative solutions below.
Training and Development of employees: The organisation may look forward to arranging training and development classes for their employees to review all their professional skills so that pace of the work remains constant (Gallivan et al., 2018).  It will also help to motivate the employees as they will understand that management is taking care of them and enhancing the scope of personal development. 
Evaluating the quality of the Leaders: As informed in the role-play session that the employees are highly dissatisfied with the roles and responsibilities of the leaders as they have been proved to be non-eligible in conflict resolution and creating team effectiveness (Mächler et al., 2021). Therefore, the HR team may take an evaluation class of all the leaders giving them situations full of conflicts and disagreements. Upon the best possible solutions delivered by them, the legitimacy of the leader can be approved. 
Remuneration and Package: The authority may restructure the remuneration of the employees based on the assigned workload and job responsibilities. When the workload is high and the employees need to contribute more time to the company, the management is required to replenish the entire remuneration structure in favour of retaining the employees along with additional benefits like family well-being package, incentives on target achievements, foreign trips, rewards and promotions.
Recruitment: In regards to meeting the workload of the company and keeping the delivery deadline intact, recruitment can be one of the best possible alternative solutions (Kerr et al., 2019). With the recruitment policies, the management will be able to construct an efficient team and keep the brand image of the organisation and reputation consistent in front of the clients. 
[bookmark: _Toc100856824]Best Decision-Making Practices for finding legitimate solutions 
In the context of the given case study namely job dissatisfaction of the employees, the best decisions to find appropriate solutions are listed below:
Applying Motivational Theories: The organisational management must prepare an action plan inclusive of employee retention, maintaining productivity rate, customer satisfaction, increasing the reputation and brand image of the company and job satisfaction of the employees (Stiell et al., 2021). In respect of performing all the tasks, applying the motivational theories is the need of the hour. The management can crucially place all the suitable motivational practices such as training and development of the employees, performance appraisals, increment in salary and others to engage the employees for a longer period in the company and to take out the highest level productivity from them. 
Recruitment: It is the finest solution to the complex problem of job dissatisfaction. Excessive workload gives birth to stress, depression, frustration, anxiety and anger among the employees. Continuous extra time duty against overtime payment is not accepted by the employees for a longer period and it cannot be a permanent solution to staff shortage for any company (Kerr et al., 2019). Therefore, the HR management should look after to start recruitment as fast as possible to suffice the need for new joiners.
Changes in Job Responsibilities: The employees have already been notified that the leaders are not hence proving their eligibility in retaining team effectiveness and disagreement resolution. Therefore, the management can replace the leaders with effective and eligible candidates for the time being till the situation comes under control. In that period, former leaders can be ready once again with the training and development classes to swing the performance.
Team Collaborativeness: While the work pressure is high and the staff crisis is existing and resulting in deeply rooted job dissatisfaction, the management must show their concern to regain strong team collaborativeness so that employees feel harmony, emotional attachment and completeness between each other and productivity remains constant (Gallivan et al., 2018). Effective team bonding plays a stop-gap role in such cases of high job dissatisfaction to retain the employees for the time being. Management uses this precious time to plan necessary actions.
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While preparing a development plan for the betterment of the organisation and the employees both, it is necessary to input communication skills and technology within the strategies. Below is the drafting plan development along with communication. 
Establishing Goals: The organisation needs to align the goal or objective of the company at first to structure the following steps (Rahman, 2019). Without an establishment of a proper goal, a company cannot track its run and is unable to calculate the figure of profit or loss. 
Defining key audiences: In the next stage, the organisation needs to choose the target audience for selling the products or services if it comes to business planning (Lewis et al., 2018). In the case of employee management, the authority finds out those employees who are suffering from anxiety, frustration and job dissatisfaction. 
Creating the board: Each management keeps separate boards for business handling and employee handling. In the context of retaining employees, the management sets up a board for decision making and problem-solving (Grueber et al., 2019). This jurisdiction board researches the problem through the process of personal communication with the employees, taking exit interviews and observing employee behaviour in the work ambience.
Creating an outreach plan: This appointed team creates an outreach plan to resolve the issues of job dissatisfaction among the employees by theoretically analysing and practically observing the cause of job dissatisfaction (Nibbelink and Brewer, 2018). In their plan, they may include increasing communication with the employees, listening to the employees, giving sympathetic views to the employee's problems and other necessary actions. 
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This stage is considered a continuation of plan development. In this stage, the board members of the organisation implement the suggestive action plan upon the problem for resolution purposes. The assessment of the technique is done by the executive members to critically analyse the recommended plan. Following are the steps for measuring the result of implementation:
Observation: Upon the implementation of the suggestive solutions, the management or the decision-making board keenly observe the changes among the employees and the working ambience (Burton et al., 2020). Any changes irrespective of positive or negative are noted in the management book. 
Personal communication with the employees: The board of members communicates personally with the employees after applying the solution strategies (Graesser et al., 2018). With such communication, the organisation's management wants to understand the response of the employees against the caring behaviour of the forum.
Conducting Survey: Apart from personal communication with the employees, the management conducts surveys among the service associates with a set of questions (Mächler et al., 2021). Negative or positive responses are noted in the balance sheets for further data analysis.
Critical analysis: This is the last stage of evaluation. Here, the organisers analyse all the data and responses. If the vote pulls negativity, a deep analysis is conducted to find out what went wrong and remedies prepared accordingly (Stiell et al., 2021). Similarly, if the result comes positive, the solution step by step is stored in the Databook
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Here to conclude, complex problems can result in many difficult challenges for the management. While multiple problems create obstacles to the growth of the organisation, the management needs to initiate satisfactory solutions for the sustainability of the organisation. For that, they look forward to the suggestions from the decision-making team who exercises on problems in regards to developing the solution plans. Here in this report, job dissatisfaction has been highlighted as a result of a complex problem. The efficiency of the management and the need of valuing the problem to resolve it on an urgent basis have been explored in this report. 
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