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[bookmark: _Toc92978701]Introduction
Employee dissatisfaction is referred to as the condition or the situation where the employee is not satisfied with his/her professional lives and the reason to this can be many. This assessment will include a role play that will be happened between one of the management consultant and an unsatisfied employee. The major problem of the employee will be analysed and the solutions will be evaluated by having one on one conversation. In the later part of the assessment a report will be prepared where the different problem solving techniques and tools will be applied and an ultimate solution will be proposed. The method to implement the same and communicating it to stakeholders will also be discussed in the report.


[bookmark: _Toc92978702]Task 1 – Role Play
This is the role play that is played by two people where one is the management consultant (Flaviu) and the other is unsatisfied employee (Elena) who has some issues with the work life. The role play is as follows- 
Management Consultant- Hello Elena! I hope you are doing well. 
Unsatisfied Employee- Hello Sir! Not really! I am just fed up now and do not want to work here in this organisation anymore. 
Management Consultant- Oh! That was not expected! I am so sorry to hear this from you. Can you please tell the major problem that you are facing while working with the organisation? Also, please feel free to share your problem so that we can find out the solutions together. 
Unsatisfied Employee- Thank You for asking but the major problem that I am facing is the work life balance. Work pressure is here so immense that I cannot get my personal time to spend with my family and friends. This company is putting unnecessary burdens and is also failing to recognise that I have a personal life too. 
Management Consultant- I completely understand your situation but is there only you being overburdened with work? 
Unsatisfied Employee- Not only me sir, everyone in my team is facing the same problem of managing the work life and the personal life altogether. I am suffering from this problem for many weeks now and now the situation has come where my productivity levels have started being brutally affected along with my mental health. 
Management Consultant- But can you tell me the reason that why you feel overburdened with the work? 
Unsatisfied Employee- Sir, firstly I am not clear regarding my expected roles and responsibilities and moreover, nor I get support from the managers regarding my problems and neither I am provided with a feedback regarding my work. I feel a lot of problems while understanding the task and I think I need proper training so that I can complete my tasks on time. 
Management Consultant- So, I think due to improper guidance and lack of training, it takes a lot of time for you to complete the assigned tasks and this is the reason why you feel overburdened with the tasks and struggle on a daily basis to manage your time. Am I right? 
Unsatisfied Employee-Yes sir I think this is the case. 
Management Consultant- Ok Elena, how do you think that this all is affecting your performance?  
Unsatisfied Employee- Sir, firstly I am facing issues while managing my work as I carry my work tensions at home and then personal tensions at work. Secondly, when there is no support and assistance on behalf of the senior managers, I feel very lonely and vulnerable which ultimately affects my performance. When I perform below my expectations, my mental health gets impacted and I do not feel motivated to perform well. This all leads to immense frustration. 
Management Consultant- Yes, I am actually getting your problem. I think this way, the company is failing to make social connections with its workforce and moreover the workplace environment is also very hectic. The pressure to perform well and lack of training to the employees is actually creating lots of problems for you all and it is now becoming very difficult for you all to manage your tasks properly and submitting it on time. 
Unsatisfied Employee- Yes sir! I am glad that you recognised my complex problem. 
Management Consultant- Alright! Since now I have recognised your problem, I remember you were saying that you do not want to work with the organisation anymore at the start of the conversation. If the organisation provides you with alternative solutions, will you still leave the organisation? 
Unsatisfied Employee-No sir, absolutely not. I want to prove my capabilities while having a healthy work life balance and if provided the chance to prove the same, I will never think about leaving the organisation. 
Management Consultant- Well I can see that you are a loyal employee but some managerial changes will definitely do wonders for you, for many others and for the whole organisation. So, I can provide you with some of the alternative solutions to this problem related to work life balance. 
Unsatisfied Employee- Yes sir, Please.
Management Consultant-Look Elena, I have variety of alternative options available for you. Firstly, one solution to this problem is to provide flexible working hours or remote working options to the employees. What do you think about this? 
Unsatisfied Employee- Yes sir, this is surely a better option but I personally feel that face to face interactions will provide better results and it will also facilitate the flow of creative ideas within the organisation. 
Management Consultant- Alright! What do you think about adopting the system of frequent breaks so as to encourage relaxation within working hours? 
Unsatisfied Employee- No sir, I do not think that it will work well as frequent breaks will only increase distraction and it may take longer to complete tasks if frequent breaks are allowed. Moreover, it has nothing to do with maintaining healthy work life balance. 
Management Consultant- Alright! What about giving proper training to the employees which will include giving clarity of the roles, responsibilities and tasks to the employees and will develop their understanding regarding what is being expected from them. 
Unsatisfied Employee- This one seems to be perfect solution as it will help in completing the tasks on time and within shift hours. Additionally, I would suggest having a system where the workload can be reviewed on a regular basis and the work is distributed according to the production capacities of each employee. This way it will also be ensured that nobody is overburdened unnecessarily. 
[bookmark: _GoBack]Management Consultant- Alright! The IT department will also be consulted for the same regarding the development of appropriate software which can review the workload and the managers will also be held responsible for giving the work according to the set capabilities and motivating them to complete the work within shift hours so that healthy work life balance can be maintained. 
Unsatisfied Employee- Thank you so much Sir! Your actions will be much appreciated and it will also help in improving the performance of organisation as a whole. 


[bookmark: _Toc92978703]Task 2- Report
There are various complex problems that arise while working at the workplace. The major and complex problems are solved out by applying various problem solving techniques and tools. This report is also about defining a complex problem related to workplace and analysing information regarding the same. 
[bookmark: _Toc92978704]Problem, Scope and Impact
One of the major complex problemsof the workplace is poor management on behalf of the supervisors. The managers are generally responsible for properly managing and planning the activities of the organisation. The unsupportive management becomes one of the most complex problems of the workplace. When the organisation faces poor leadership that leads the organisation to nowhere, then it becomes one of the reasons to the failure of the organisation. Moreover,it also leads to employee dissatisfaction. 
The managers and supervisors should focus on developing an organisational culture that promotes growth in the organisation. According to Gözükara(2019), the culture of development focuses on innovation, adaption and flexibility. When there is any poor management, it badly impacts the turnover of employees and its overall profitability. When there is poor supervision and leadership, the employees starts struggling with their work. Moreover, it badly impacts the productivity and performance of employees and it becomes the reason to their dissatisfaction with their work life. When the leaders of the company are unable to provide any direction to employees and the organisation, it ultimately leads to failure of business. The poor management and supervision leads to conflicts, work burnout, poor relationships at work and poor performance of the organisation. Good supervision ensures that the organisation enjoys the competitive advantage while the poor supervision reflects poor management skills and increases the chances of mistakes and mismanagement. 
[bookmark: _Toc92978705]Analysis of Information
The poor management refers to a situation where the managers and supervisors cause more harm to the organisation rather than the people within. It results in employees either quitting their job, drop in employee morale and job satisfaction level and waste in the resources of the organisation. More than being a leader, one need to be an ethical leader in today’s time. According to Islam (2019), the ethical leader is the one that promotes the higher good of all the stakeholders, organisation and the employees. It was found that the immediate supervisors of the company play a significant role in forming the judgement of the organisational members.Moreover; they are ultimately responsible for granting the organisation access to the opportunities and rewardby giving proper direction to the employees and the organisation. According to Egan (2018), the proper supervision has the capability and potential to achieve the workplace demands. So, quality supervision should be prevailed in the organisation. The supervisors and managers are the one who are responsible for entailing professional efficacy and job satisfaction. When the supervisors promote practices like wellness activities etc. then it reflects the good supervision and management from the side of supervisors. But, the bad supervision leads to increasing the stress levels of employees which ultimately increases the employee turnover rates. 
[bookmark: _Toc92978706]Alternative Solutions
There are various problem solving techniques that are used to generate alternative solutions to the problem. When the organisation faces the complex problem of poor supervision, then it leads to decline the performance of the organisation. There are various solutions or alternatives to solve this issue and they are- 
Alternative 1: Frequent checks on the Performance of employees – The one alternative to this solution is to have frequent checks on the performance of the employees. This will facilitate better supervision and the managers and supervisors should also ensure that all the employees are motivated to perform their tasks to the full of their capabilities. 
Alternative 2: Choosing of Right Leaders to Guide – When the supervisors and managers choose the right leaders to manage the operational activities, then it directly impacts their performance as the supervisor. So, for ensuring the better supervision, firstly teams should be divided and right leaders should be selected for every team. 
Alternative 3: Practicing Reflective Practice and having professional training for management – Reflective practice is the one where one gets the opportunity to reflect on their own experience so that they can evaluate their performance and take necessary steps to improve their actions in future. Moreover, they should also take proper training regarding how to manage the operations. According to van Ooijen(2017),supervision training immensely helps in perceiving positive effects on the supervision. So, training plays a huge role in creating a difference. 
[bookmark: _Toc92978707]Decision Making Model to choose best Alternative
When there is strategic decision making, the rationality of the decision plays a very important role (Calabretta, 2017).There are various solutions proposed for the complex problem of poor management and supervision. From the various solutions that are available, a decision making model called “rational decision making” will be used to choose the best option among all the alternatives that are available. As per the rational decision making, there are various steps that are used to arrive at the best decision. 
Step 1: Problem Identification – The problem is related to the poor management on behalf of the supervisors. This problem creates lots of difficulties in performing as per the expectations as the guidance is not delivered properly. 
Step 2: Establishment of the Decision Criteria –For taking a proper decision regarding the best alternative to be choose, the decision criteria will be effectiveness of the decision, long term impact of the decision and its ability to produce better results. 
Step 3: Weighing of the criteria of decision making –In this step, the decision criteria are weighted so the most important criteria can be evaluated. Here, the most important criteria is the ability of the alternative to produce better results in future. 
Step 4: Generation of the alternatives – The various alternatives of the complex problem includes frequent performance checks, choosing of the appropriate leaders, practicing reflective practice and taking of professional training before actually managing the operations. 
Step 5: Evaluation of the alternatives – There are various alternatives available like frequent checks in performance will improve the quality of performance of supervisor and the employees. Moreover, this option seems to be the most appropriate option among all the alternatives available. Secondly, it will also help in keeping a check on the performance of employees and will assist in setting standards for the employees. The second alternative is related to the choosing of right leaders which is not more of related to the supervision part so this option is slightly less considerable. The third alternative is practicing the reflective practice and takes appropriate training which is also a good alternative to solve the complex problem. 
Step 6: Selection of the best alternative – The best alternative is the alternative 1 which focuses on having frequent checks of the performance of the employees so as to improve the overall supervision. 
[bookmark: _Toc92978708]Plan for Implementation of Solution
According to Zheng (2019), the leadership behaviours ultimately helps in empowering the employees to take decisions on their own and also enhances their engagement with the organisation. So, proper leadership and supervision is extremely important for improving the performance of employees. From the various options that are available one of the most appropriate solutions to improve the poor supervision is to have frequent checks on employee performance. For ensuring this, the steps are as follows- 
Step 1: Getting the input of people 
Step 2: Routine Meetings with Managers 
Step 3: Embedding of Feedbacks and Sharing of the important information.
Step 4: Evaluation of Performance on Weekly and Monthly basis 
Step 5:Motivating Well-performing employees by setting rewards and recognition programmes.
Step 6: Taking steps to improve the performance of Under Performing employees 
[bookmark: _Toc92978709]Communication of Plan to Stakeholders
The communication strategy with the stakeholders should focus on informing the important decisions to the stakeholders rather than engaging or interacting with them (Anagnostopoulos, 2017). The plan will be communicated to the stakeholders like managers, supervisors and employees by holding one-on-one meeting with them and explaining them the reason behind the important decision that has been taken. The stakeholder communication plan will also be adopted to better connect with them. The other communication sources will also be used in order to effectively communicate with all of them. The sources will include Newsletters, E-mail, presentations, group video calls, video conferencing, summary reports etc. The communication process will focus on firstly establishing the goals, making the meeting agenda, creating an outreach plan and setting of instructions regarding how the progress of the plan will be measured. When the communication plan will be effectively communicated, it will ensure proper implementation of the plan and will also help in solving out the complex problem related to the poor supervision within the organisation. 
[bookmark: _Toc92978710]Techniques for Review and Monitoring of the Implementation of the Solution
Maintaining the quality of the services is one of the strategies of the managers to improve their performance (Izadi, 2017).There are various techniques that are used to review and monitor the proper implement the proposed solutions into the organisation for future growth and development and for ensuring good supervision. There will be various techniques used to measure the effectiveness of the solution. The various techniques include – 
· Observation – Firstly, the observations will be made by the supervisors that whether the assigned tasks and responsibilities have been successfully fulfilled by the organisational people. The various observations can be made by checking the variations between expected and actual performance. 
· Comparison of previous and current performance- The second technique is to compare the previous state with the current one. The previous data will be analysed by looking at the previous reports and performance and whether the problems that the organisation was facing is solved or not. The variations between previous and current performance will clearly indicate the effectiveness of the solution. 
· Employee Surveys –The surveys of the employees will be conducted so as to know their side of the story. The surveys will basically act as the feedback regarding whether the proposed solution and its implementation is actually helping them in improving their performance and whether the supervision is improved or not. 
· One-on-One meetings – The one-on-one meetings with the managers should be taken and same should be guided to them to take weekly meetings with their team. The managers will be asked about whether any employee is facing any issues and they will also guide them to how they should perform their duties in order to improve the supervision. 
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Conclusion
Employee dissatisfaction can majorly impact the performance of both the employee and the organisation. This assessment focuses on analysing the major problem of the dis-satisfied employee. This assessment includes both role play and the report where in the role play, an unsatisfied employee will be consulted and the nature and impact of their problem will be analysed. The alternative solutions will be identified and how can the solution can be implemented will also be discussed. In the report part of the assessment, a complex problem related to work life will be discussed and a solution for same will be evaluated. 
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