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Introduction
In every workplace, problems are bound to arise, ranging from minor issues 
to complex problems that require significant efforts to solve. 
Such concerns have different scopes and impacts on the organisation, making 
it necessary to apply various problem-solving tools and techniques to identify 
and propose solutions. This report presents a complex problem I encountered 
in my workplace, analyses information on the identified 
problem, offers alternative solutions, evaluates them using a decision-making 
technique, and develops a plan for implementing the solution. Finally, the 
report communicates the project to stakeholders.
 
 

Problem Identification
The complex problem I encountered in my workplace is employee burnout, 
which significantly impacts the organisation's productivity and well-being. 
Employee burnout is a state of physical, emotional, and mental exhaustion 
caused by excessive and prolonged stress resulting from work-related 
issues. Employee burnout has been identified as a significant issue in my 
workplace, with several employees taking time off work due to stress-related 
illnesses. Moreover, there has been a decrease in productivity and a rise in 
employee turnover rates.



 

Information Analysis
To analyse the problem, I conducted several interviews with employees and 
supervisors, reviewed relevant literature, and researched the issue online. 
From the interviews, I found that the causes of employee burnout in my 
workplace were long working hours, unrealistic deadlines, inadequate 
resources, poor communication, and lack of supervisor support. Additionally, 
several employees felt overwhelmed, leading to anxiety and stress.
 
The literature review found that employee burnout is a significant issue in 
many organisations, with substantialimpacts on employee well-being 
and organisationalproductivity. Research shows that various factors, 
including workload, control, reward, community, fairness, and values, cause 
employee burnout.

Proposed Solutions
To address the problem of employee burnout, I propose the following 
alternative solutions:
 
 

1. Introduce Flexible Work Arrangements
Introducing flexible work arrangements, such as telecommuting, flexible 
schedules, and job sharing, can help reduce employee burnout. Flexible work 
arrangements enable employees to balance their work and personal lives, 
reducing stress and burnout.
 
 

2. Provide Adequate Resources
Providing adequate resources, such as equipment, personnel, and training, can 
help reduce workload and stress, leading to reduced burnout.
 
 

3. Implement Regular Breaks
Implementing regular breaks during the workday can help reduce stress and 
improve productivity. Regular intervals can include short walks, meditation, 
or socialising with colleagues.
 
 

4. Enhance Communication and Support
Enhancing communication and support between employees and supervisors 
can help reduce stress and burnout. Supervisors can provide support and 
feedback to employees, helping them manage their workload and stress.



Decision-making Technique
I will evaluate alternative solutions using the multi-criteria decision-making 
(MCDM) technique. MCDM is a decision-making tool that considers multiple 
criteria when evaluating alternatives. MCDM enables decision-makers to 
consider several factors, such as effectiveness, efficiency, feasibility, and cost 
when assessing options.
Evaluation of Solutions
 
Using the MCDM technique, I evaluated the proposed solutions based on the 
following criteria:

1. Effectiveness: the extent to which the solution addresses the problem of 
employee burnout.

2. Feasibility: the extent to which the solution is practical and can be 
implemented within the organisation.

3. Cost: the financial resources required to implement the solution.
4. Acceptability: the extent to which the solution is acceptable to employees 

and other stakeholders.
 
Table 1: Evaluation of Alternative Solutions using MCDM
 
Solution Effectiveness Feasibility Cost Acceptability
Introduce flexible work arrangements High Medium Low High
Provide adequate resources High High High High
Implement regular breaks Medium High Low High
Enhance communication and support High High Low High
     

 
Based on the MCDM analysis, I recommend implementing the solution of 
providing adequate resources. This solution is highly effective in addressing 
the problem of employee burnout, as it addresses the root cause of the issue. 
Providing sufficient resources will help reduce workload and stress, leading to 
reduced burnout. Additionally, the solution is highly feasible and practical and 
can be implemented within the organisation. Although the cost of 
implementing the solution is high, the benefits of reducing employee burnout 
and improving productivity outweigh the costs. Finally, the answer is highly 
acceptable to employees and other stakeholders, as it addresses their 
concerns about workload and stress.
 

Implementation Plan
The following is an implementation plan for the solution of providing 
adequate resources:
 



1. Identify the resources required to reduce workload and stress, such as 
equipment, personnel, and training.

2. Develop a budget for acquiring the required resources.
3. Present the budget proposal to senior management for approval.
4. Acquire the required resources and distribute them to employees as 

needed.
5. Train employees on how to use the new resources effectively.
6. Monitor the impact of the solution on employee burnout and 

productivity.
7. Make necessary adjustments based on feedback from employees and 

supervisors.
 

 

Communication Plan
To communicate the implementation plan to stakeholders, I propose the 
following:
 

1. Hold a meeting with senior management to present the problem of 
employee burnout and the proposed solution of providing adequate 
resources.

2. Explain the solution's benefits, such as improved productivity and 
employee well-being.

3. Present the budget proposal for acquiring the necessaryresources and 
explain the expected return on investment.

4. Meet with employees to explain the implementation plan and 
the solution's benefits.

5. Provide training to employees on how to use the new resources 
effectively.

6. Communicate regularly with employees and supervisors to monitor 
the solution's impact and make necessary adjustments.

 
To further support the implementation of the proposed solution, it 
is essential to consider the potential challenges and risks that may arise. For 
example, acquiring the necessary resources may require additional funding or 
changes in the organisation's budget, which may take time to secure. 
Additionally, some employees may resist workflow changes 
or need additional training to use the new resources effectively. It 
is essential to address these challenges proactively to ensure a smooth 
implementation process.
 
One way to mitigate these challenges is to involve employees and other 
stakeholders in decision-making. This can help increase their buy-in and 



support for the proposed solution and reduce resistance to change. Moreover, 
clear communication and training on the new resources can help employees 
understand the solution's benefits and how to use it effectively. Finally, 
regular monitoring and evaluation of the solution's impact can help identify 
potential issues and make necessary adjustments to ensure effectiveness.
 
Another potential risk while implementing the proposed solution is the need 
for more organisational support. Senior management may not see the value in 
providing adequate resources, or they may prioritise other initiatives over 
addressing employee burnout. To manage this risk, it is essential to 
demonstrate the potential return on investment of the proposed 
solution. Organisations can justify the cost of providing adequate resources by 
highlighting the benefits of reducing employee burnout, such as increased 
productivity and reduced turnover rates.
 
Another important consideration is the need for ongoing support and 
evaluation of the solution. There may need to be more than providing 
resources to address employee burnout. It is essential to continue monitoring 
the solution's impact and identifying additional factors contributing to 
burnout. Regular communication with employees and supervisors can help 
identify emerging issues and make necessary adjustments to the solution.
 
Finally, it is essential to consider the potential impact of external factors, such 
as market or economic changes, on the proposed solution. For example, a 
recession or industry-wide changes may require organisations to adjust their 
priorities and resources, which may affect the implementation of the 
proposed solution. It is essential to remain flexible and adapt to changing 
circumstances to ensure the solution's success.
 
To further support the proposed solution of providing adequate resources, 
consider the potential long-term benefits of addressing employee 
burnout. Organisations can create a culture of engagement and productivity 
by addressing the root causes of burnout and promoting employee well-being. 
This, in turn, can lead to increased employee satisfaction and retention, 
improved customer satisfaction, and, ultimately, increased profitability.
 
Additionally, promoting employee well-being can help organisations attract 
top talent and establish themselves as leaders in their industry. As job seekers 
increasingly prioritisework-life balance and well-
being, organisations prioritisingthese factors can gain a competitive 
advantage in the talent market.
 



To ensure the long-term success of the solution, it may also be helpful to 
establish ongoing monitoring and evaluation processes. This can involve 
regularly surveying employees' well-being and job satisfaction, monitoring 
employee turnover rates, and evaluating productivity metrics. Organisations 
can identify emerging issues by periodically monitoring the solution's 
impact and making necessary adjustments to ensure its ongoing effectiveness.
 
In conclusion, addressing employee burnout requires a multifaceted 
approach considering various factors such as workload, communication, and 
support. Implementing the proposed solution of providing adequate resources 
requires careful planning, communication, and ongoing evaluation to ensure 
effectiveness. Organisations must remain flexible and adaptable to changing 
circumstances to ensure the solution's success. Organisations can improve 
employee well-being and productivity by addressing employee burnout, 
leading to a healthier and more successful workplace.

Conclusion
 
In conclusion, employee burnout is a complex problem affecting many 
organisations, reducing productivity and employee well-being. To address this 
problem, it is necessary to apply various problem-solving tools and 
techniques to identify and propose solutions. In my workplace, I identified 
employee burnout as a significant issue caused by long working hours, 
unrealistic deadlines, inadequate resources, poor communication, and lack 
of supervisor support. To address the problem, I proposed several alternative 
solutions, such as introducing flexible work arrangements, providing 
adequate resources, implementing regular breaks, and enhancing 
communication and support. Using the MCDM technique, I evaluated the 
alternative solutions based on effectiveness, feasibility, cost, and acceptability 
and recommended implementing the solution by providing adequate 
resources. Finally, I developed an implementation plan and a communication 
plan to implement the solution and communicate it to stakeholders.
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