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[bookmark: _Toc58604290]Executive summary 

The report aims to discuss about the problem of workplace job dissatisfaction in Marks & Spencer, one of the largest retail organisations in the UK. Employees in the firm are not satisfied with their designation and responsibilities. The problem is hampering productivity and profitability of the organisation. A solution to the problem was intended to find in this report. A wide range of theories have been discussed and related with the context during this session. 
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[bookmark: _Toc58604291]Introduction

Workplace is crowded with a plenty of individuals. They need to spend a particular period of time together. This is how workplace becomes an inseparable part of life for a worker. Being satisfied in the particular workplace is highly essential. When someone is working at a large enterprise like Marks & Spencer, the importance of job satisfaction is immense. Workers need to get satisfied to put their best effort to the organisation. Job dissatisfaction is a serious issue that affects other factors too. The purpose of crafting this report is to discuss how Marks & Spencer is facing issues and challenges regarding the job dissatisfaction at the firm. With the problem discussion, a set of solutions will also be provided. The report will illustrate a vivid explanation on the workplace job dissatisfaction in M&S along with some solutions to the context. The report will end with a summative conclusion.

[bookmark: _Toc58604292]The complex problem of job dissatisfaction at M&S 

Job dissatisfaction refers to a certain employee problem that occurs for unhappiness in the workplace. When the employee is unhappy either for the work or the work environment, he becomes dissatisfied. This induces the employee to get dissatisfied. Job dissatisfaction is a serious issue for any organisation including Marks & Spencer. The problem leads to high staff turnover, ineffective communication, etc. 
Scopes of the problem: Job dissatisfaction can cause severe workplace conditions, as stated earlier. The complexity increases when employees start reacting about the dissatisfaction at workplace. Even if there is a happy worker, he will feel less motivated when a dissatisfied or unhappy worker will keep complaining about his job satisfaction (Yaneva, 2018). Employee conflict is also resulted from job dissatisfaction. Employees do not feel well in a negative working environment. Job dissatisfaction increases when employees cannot assure cooperation and collaborative working environment within the organisational setup. The problem leads to further severity if employees stop working together in a team. This reduces the motivation to work in the firm (Bearne, 2020). M&S is at risk for all these contexts caused by job dissatisfaction. 
Impacts of job dissatisfaction: Job dissatisfaction has deep impact on the workplace. The initial impact is on the employee engagement. Workers at Marks & Spencer will not be able to get passionate for what they do. The engagement is deteriorated because of job dissatisfaction. The second impact is on productivity. The organisation loses certain amount of productivity due to job dissatisfaction. If employees are not satisfied, it is hard to make them work. Employee turnover is an ultimate impact of job dissatisfaction. A worker will not want to continue working at a workplace that is providing unfriendly working situation. Underpayment, unhealthy workplace situation, negative employee behaviour, improper corporate politics, and certain factors lead to job dissatisfaction (Dalal, Bashshur and Credé, 2011). To avoid these issues, the employee shifts the workplace and joins to another workplace. This increases the employee turnover rate for the organisation. This is impactful for justifying the entire workplace condition. 

[bookmark: _Toc58604293]Information on Job Dissatisfaction issue to make the decision properly 

M&S noticed the issue of job dissatisfaction because of three impacts. Workers stopped communicating effectively with each other. The productivity fell. And, most importantly, employee turnover increased. Marks &Spencer could identify any issue regarding the employee turnover. But job dissatisfaction was at the centre of the issue. Employee’s dissatisfaction was leading them to leave the job and get a better workplace to work for. Conflicts was caused by psychological conflicts. Employees were not capable of keeping up the cooperative workplace when such factor was involved in the entire workplace condition (Dessler, 2020). The organisation has to come up with some solutions for improving employee’s satisfaction and turn the entire situation to a satisfactory state. Since the problem was leading employees to change their workplace, the management of M&S decided to take care of the situation from the core aspect. The most possible solution was motivation and other retention processes. Employee management processes are needed to be applied in order to increase employee satisfaction while working in M&S. Satisfied employees are the core resources that will generate better result for Marks & Spencer. Therefore, the decision-making process included the concept of solving job dissatisfaction issue with appropriate employee motivation and employee retention frameworks applied by the HR department of M&S. 

[bookmark: _Toc58604294]Alternative solutions to the problem 

The basic reason of job dissatisfaction is underpayment or overwork. Therefore, the first alternative solution was to bring changes in the compensation and benefit framework of M&S. Employees were demotivated by the overall workplace environment. This leads to make a decision of motivating employees according to their requirements. Marks & Spencer follows goal-setting theory of motivation for motivating employees (Victor, 2009). They will need to use a better model such as Herzberg’s two factor theory of motivation or Maslow’s hierarchy of needs model. These solutions will help in keeping employees energetic, motivated, and most loyal to the organisation. The management of M&S will have to develop strong employee communication process. Employees are not cooperative or communicative because of the lack of employee communication and effective communication channel (Dessler, 2020). By bringing changes to these issues, it will be more convenient to generate an effective satisfactory workplace situation. The betterment of the employee satisfaction will be possible when the firm will provide training and development opportunities right from the beginning of their job. For example, M&S should keep employees satisfied by putting this in their psychology that they will gain what they will give. Training and development will ensure the appropriate result by satisfying employees regarding their workplace situation. 

[bookmark: _Toc58604295]Application of a Decision-making technique at M&S for appropriate solution 

There are processes like brainstorming, Delphi technique, nominal group technique, groupthink, dialectical inquiry, etc. By considering the time and project, team each of these techniques are applicable for identifying the best alternative to come up with a suitable decision-making process. A brief overview of these processes is given below: 
Brainstorming: When a group of people can construct an approach of brainstorming, this leads them to investigate the most effective decisions. Brainstorming is a unified approach of suggesting solutions. Individuals will illustrate and explain their suggestion to the group. This will be justified or criticised by the others. With continuous criticising and evaluating, a particular solution will be possible to develop in this process of decision-making (Grensing-Pophal and Grensing-Pophal, 2012). Annual general meeting is a common organisational gathering for making long-term organisational decision. 
Delphi technique: An expert panel is responsible for making decisions in Delphi technique for decision-making process. M&S may contact HR professionals and experts to make decisions about employee management for improving their satisfaction level in the current state. Delphi technique is highly useful when the expert panel can identify the core issue and propose a solution through this. 
Nominal group technique: Nominal group technique for decision-making process is an effective and highly useful decision-making process. There are six stages to make an organisational decision. Stakeholders gather around and make the decision from each stage. This is an advanced and dynamic way to make organisational decision (Grensing-Pophal and Grensing-Pophal, 2012). Also, the cost of making decision using this process is less as the required time is less. 
Groupthink: Groupthink technique is a process where groups are organised for making the proper decisions. The aim of groupthink is to satisfy the decision by showing proper positions and appropriate techniques regarding the decision-making process. Alternatives are discussed and made properly throughout the process. Groupthink leads to a general idea of generating different solutions from different focused groups. 

From the above options, the best approach that M&S can follow for making their solutions by taking proper decision is undertaking the nominal group technique strategy. This will add value to the organisational outcome. 



[bookmark: _Toc58604296]Plan for implementing solution using Nominal Group Technique 

Nominal group thinking has six stages. Marks & Spencer will need to follow the process for implementing the plan.
Team assembling: The first stage of the process is to create a team for increasing employee satisfaction. The team will come up and implement different alternatives. By filtering different alternatives, the appropriate solution solutions are made. 
Session opening: Then, the team will have to open the session for discussing about different alternative. By opening the session, brainstorming will continue with different approaches. The team in M&S will have to make sure each strategy is evaluated (Gruneberg, 2014). Different compensation and benefit structures will be proposed to evaluate the result. 
Silent brainstorming: Individuals in the group will need to brainstorm and propose for a range of ideas. The brainstorming is the practical way to evaluate different strategies and get the proper benefit. Silent brainstorming is to provoke teammates for analysing available information to make further decisions. M&S will have to implicate silent brainstorming for coming up with a range of alternatives. 
Presenting and recording ideas: When the silent brainstorming processes are over, the team will have to present the recorded ideas to compare options. The best solutions will be taken as the decided factor (Gruneberg, 2014). Presentation of ideas to the team will expressed as the outcome from team’s effort on brainstorming. 
Clarifying and prioritising ideas: The team has to clarify each idea and prioritise according to the situation and organisational concepts. This will assure a better chance or opportunity to engage in the better collaboration. From hundred ideas, the prioritising will help in shortlisting 10 ideas. The first idea will be the key idea for beginning. 
Using at next stage: In the final phase, the team has to apply the first priority as the decision for the organisation. 
The stage helps in mitigating issues and challenges for advancing to the next stage. 
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Fig: Decision-making process (Dalal, Bashshur and Credé, 2011)

[bookmark: _Toc58604297]Communication about the plan to stakeholders 

Internal and external stakeholder of M&S must be communicated regarding the stakeholders. Each stakeholder has to understand their roles and responsibilities in the entire decision-making process. Communication is a way to develop internal relationships. The appreciation of stakeholders will support the most to implicate plans. Communication is a process for supporting the decision by all the stakeholders. Internal and external stakeholders will have to assure their positions (Heil and Thomas, 2006). For example, the HR department will have to construct a way to provide training to employees to satisfy them from the organisation. Shareholders will need to understand the appropriate way for making the right choice. 

[bookmark: _Toc58604298]Monitoring and reviewing the implementation of decision-making process 

PDCA will have to be applied as the model for implementing the decision. Planning, doing, checking and acting on the decision of satisfying employees to make proper employee management processes (Ivancevich and Konopaske, 2013). The plan to implement the new employee management techniques. The HR will need to conduct consistent survey on how well employees are performing. In the meantime, the productivity should be consistent and frequent. Employee management processes has to be further evaluated. If employees show lack of interest, it will not provide proper benefit. In short, the employee’s satisfaction regarding the salary, compensation and other factors will have to be improved. The monitoring process and reviewing of the decision must be frequently observed by the team developed for solving the issue. If the result is positive, the decision should be continued (Jodlbauer et all., 2011). In case of constant previous condition, the company will need to take further actions. 


















[bookmark: _Toc58604299]Conclusion 

Marks & Spencer has to ensure employee satisfaction to reduce the employee turnover rate and lack of cooperative psychology in the workplace. The proper framework and adequate strategies are to be followed at the same time. By applying derived strategic framework for decision-making, the organisation can overcome from the solution. This is the key outcome from the entire process. This was the core summary of the entire decision. 
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