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[bookmark: _Toc70976499]Abstract
This modern-day problem solving is not any more an elite responsibility of that occupying the select suite. As new and complex business challenges become further, everyone in the organisation is responsible for resolving workplace issues—Problem-solving and decision making in a  firm consist of various features. Effective problem solvers recognise the rate of a structurally controlled problem-solving approach to encourage discipline and increase the opportunity for accomplishment. Problems must initially identify before analysing the root cause. This report mainly primarily the significance of problem-solving and decision making for a company and how to resolve them. It also addresses problem-solving and decision-making methods, the nature of difficulties in today's workplaces, developing and estimating possible solutions.



[bookmark: _Toc70976500]Introduction
When a worker is dissatisfied with their work, it is referred to as work dissatisfaction. This is recognised as a variety of technical and personal factors, including a lack of progress, inadequate supervision, and a work-life balance. It is necessary for the employers for establishing a reliable working place for the employees for working in harmony in a friendly and independent environment which increases the productivity and creativity level of the employees. According to a recent CV library survey of 1,200 professionals, over a third (39.9%) of the nation's professionals are dissatisfied with their current jobs, with 97 per cent of those unhappy looking for a new workplace (Staton, 2017). 


[bookmark: _Toc70976501]The complex problem in the workplace
The United Kingdom has been facing unhappy people in the workplace, and the percentage of unhappy working people is continuously growing. The kinds of challenges and concerns that are dealt with in workplaces are often interrelated, complicated, and hard to determine are complex problems. Though, in the workplace, the limitation of professionalism is the main complex problem.
[bookmark: _Toc70976502]The nature of dissatisfaction
Management policies, unsafe working environments, workplace security, training, peer relationships, and low wages are all factors that contribute to employee dissatisfaction. Conflicts between the bottom and top management harm the business. Employees who are dissatisfied with their jobs experience frustration, distress, and discontent (Shaikh, 2019). Furthermore, it is a phase in which workers are dissatisfied with their work. The overall worker attrition rate in the United Kingdom is 15%, but this varies by industry. Employee turnover is not spontaneous rather than the gradual process of disengagement. This may be attributed to overworked workers who have been given additional workloads and obligations due to a shortage of an engaged or skilled workforce (Nwobia and Aljohani, 2017). However, in the future, the employee connections may be hampered due to uncertainty and distrust, creating yet another major obstacle in retaining employees. In extreme situations, workers can be mistreated, such as when favours are given or when the blame game is played in the office, which can enrage members of the organisation. The capacity of a team to communicate effectively among its participants can be severely harmed by frequent shifts in the employee roster. It can be exceedingly challenging for groups to adapt to the work patterns of a prospective hire recruited to substitute someone from their group, mainly if the new employee is brought in from outside the organisation.
[bookmark: _Toc70976503]The impact of job dissatisfaction 
This is why it can be considered that the United Kingdom has been falling behind in terms of productivity and economic growth because of these unhappy employees by comparing the statistics with the other developing countries like Austria and Germany.  If an individual believes that their job has no meaning or that their workload is repetitive, they may become frustrated. The job with no meaning or purpose tends to leave the employee with little to be motivated by and no need to aim for optimum efficiency. Likewise, a job that does not have difficulty will lead an individual to lose enthusiasm, lowering the work quality. Moreover, employees who believe they do not get adequate input on the job or are being told what to do are prone to either be discouraged or unsure of how to better their work efficiently. This is because of poor leadership skills that managers who are primarily focused on performance can become detached from employees' needs, ignoring their employees' need to be encouraged, empowered, and guided. Conversely, in the future, worker dissatisfaction affects the ability to penetrate specific industry markets and recruit successful applicants, putting the company's image in danger. Business loss can be attributed to factors like financial difficulty or environmental turmoil; nevertheless, discontented workers also the organisation they operate through a significant effect on image and performance.


[bookmark: _Toc70976504]Analysis of the problem: Cause and effect
Job dissatisfaction is often due to a combination of problems, including career advancement, everyday activities, business ethos, and leadership methods. The potential causes and effects of job dissatisfaction are elucidated below:

Work-life imbalance
Professional relationship




Job dissatisfaction



Underpaid
Growth Stagnant



[bookmark: _Toc70976505]Analysis of the identified problem
Professional relationship: 
On average, UK employees spend 34 hours each week, totalling 1,791 hours a year (Half, 2019). It is not shocking, then, that consuming excessive amounts of time in an office setting will lead to work discontent, mainly if that atmosphere is not conducive to positivity. This leads to a change in personality and dissatisfaction. When any part of a career disappoints, it is impossible not to complain about it constantly. The bad thing is that this may alter your attitude, significantly impacting your families and children.
Work-life Imbalance
Burnout is not only a stumbling block to mission success and quality of work; it is also one of the leading sources of employee frustration. 595,000 employees have confessed to struggling from job-related fatigue, depression, or anxiety in the last few years, resulting in a reported 5.4 million missed days of work (Chapman, 2021). This ultimately affects the healthy equilibrium where the employee does not receive flexible working hours and employee benefits. 
Growth stagnant:
No one intends to toil away in a job to see their future stagnate. Moreover, it feels like a trap in the job due to a lack of resources, which causes morale and efficiency levels to plummet. This causes employees to lose their purpose to be appreciated and, therefore, aim for when supervisors involve a valued employee in long-term strategic planning. This leads them to helplessness where they lose the sensibility of the right direction and doubts their ability not to handle the challenging work. 
Underpaid:
Individuals perceive themselves as low-paid when they do not believe they have been compensated enough for their work. If they conduct analysis into the pay for that work and discover that they were simply low paid, their frustration is justified. Moreover, employees will easily be distracted and thus unable to focus.


[bookmark: _Toc70976506]Analysis of the problem: PESTLE Analysis







Political: Organisational politics has long been regarded as a hindrance to the successful operation of businesses (Chinomona and Mofokeng, 2016). Employees who have a negative view of corporate politics have lower occupation fulfilment and are further expected to consent to the business. Within an organisation, the management level will be sharing confidential information and strategy that cannot be transparent to other employees to meet the organisational objectives, causing insecurity in the professional relationship.
Economic: 
Employment frustration is primarily influenced by economic conditions when an employee fails to support personal needs, and the unemployment rate is increasing. Due to the economic downturn, the job sector reduced the number of opportunities in a company as they cannot support financially, causing a hectic problem for those seeking employment. Moreover, the monetary value fluctuates, resulting from being conscious about spending. Employees' dissatisfaction was significantly correlated with schooling, household earnings monetary assistance to the family, and infrastructural services, with a financial contribution to the family being one of the most critical variables.
Social:
The social factors are contributing highly to job dissatisfaction. Across the globe, females benefit enormously far below their male peers (Stojmenovska, 2018). Gender inequality and pay structure in the workplace is a significant social stressor linked to unequal working environments, low staff productivity, and reduced self-esteem. As a result, there were also increasing delays in bringing workers back into the workforce (Butkovic, 2021). Additionally, those who are job dissatisfied need to think cautiously about their lifestyle and income distribution to make crucial decisions. 
Technological: 
The fast-moving world with advanced technology has created havoc in the workplace. Due to technological advances in automation, artificial intelligence, robotics, and other technologies, experts expect that 57 per cent of workers in the OECD will be attributed to the technology (Brougham and Haar, 2020). The techniques for using advanced technologies and managing human capital for businesses are critical. As a result, the effect of technical progress is continuously improving, necessitating ongoing and expensive upgrades. Each improvement necessitates employee preparation, which detracts from the manufacturing process. However, the lack of expression, query, conversation and body posture as managers engage with their teams by gadgets results in a shallow interaction. This affects employee involvement. 
Legal: 
Many rules are not appropriately enforced, causing the corporation to violate any laws and that the goods or service it offers do not meet those standards. And while employed in a workplace setting, many health and safety laws are not strictly adhered to through the state in organisational policy. Among the most prominent litigation stress in the company is unlawful firing. When it comes to dismissing an employee, legal ignorance is no defence. In the workplace, privacy concerns are becoming more prevalent. Violations of privacy laws will severely harm a company's reputation and willingness to recruit top players in the future.
Environment: 
Due to the pandemic, the work environment changed drastically, causing more people to adjust to working at the office to work at home. Long-term working remotely could negatively influence employee learning, especially for inexperienced and novice workers who cannot watch, inquire, understand, and be trained as quickly as others. It, in effect, could affect professional growth (McGuigan, 2021).  
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[bookmark: _Toc70976508]The proposed range of alternatives solutions
The several alternatives to overcome job dissatisfaction are:
· Employee recognition- Employee appreciation is where a company's employees are praised for their outstanding work. Being regarded in great respect by one's coworkers is one of the most potent motivators for workers. Being recognised for becoming excellent at what they are doing is the only way of gaining this recognition.
· Diversity roles and responsibilities- Diversity in the workplace allows businesses to have a massive advantage in spotting emerging trends by providing a workforce that reflects their clients. It even acts as a vital motivator for employees, eliminating delinquency and insufficient performance levels by fostering a welcoming atmosphere that celebrates diversity
· Fringe benefits- Employee perks like this will help your employees feel appreciated, which will increase morale and employee retention while also making your business more appealing to job applicants. It motivates staff and engages them in the business's priorities by participating in business shares and year-end incentive bonuses. The bonuses are for the individual employee good. 
[bookmark: _Toc70976509]Evaluate the range of alternatives and identify the appropriate 
However, among these alternatives, diverse roles and responsibilities are mostly and likely to favour employee satisfaction. This is because often the dissatisfaction arises from lack of work in hand. The non-monetary benefits may not be a factor if that person receives a handsome amount of salary. Also, employee recognition comes around if the role is undiversified. So, one of the most significant ways one can advocate for oneself in the workplace is by asking the employers to help develop the individual professionally (Christian, 2021). So, the professionals can be put in job rotation and job enlargement to experience the different roles and responsibilities. 

[bookmark: _Toc70976510]
Implementation and Evaluation
[bookmark: _Toc70976511]Develop a plan to implement
The diversity roles and responsibilities can be implemented and examined to see what the outcomes are. The process can be carried out for two or more years to get more accurate evaluations. In every department, the plan will be implemented by categorising the job position in the workplace. The application is applied to every individual so that the accuracy of the implementation can be found out. 
[bookmark: _Toc70976512]Communication with Stakeholders
Before devising the plan, it will be communicated with the stakeholders in the board meeting to know their perspective. If a maximum vote is given to implement the plan, then it will be carried out. 
[bookmark: _Toc70976513]Assess appropriate monitoring and review technique 
During the implementation period, the monitoring and reviewing session will be held to notify the progress of implementation to the stakeholders. Yearly screening and integration surveys can be carried out not only for existing workers but also in recruiting active hires. The demographic nature of the organisation is understood, and change can be monitored efficiently (D'Angelo et al., 2016). 
[bookmark: _Toc70976514]Implementation solution and evaluation outcome
After a successful implementation period, a mentorship program will be conducted, which is basically to provide an overview of diverse, hands-on advisors who can assist and encourage professionals in achieving their objectives by offering practical support and suggestions. Throughout the time of implementation, the problems are being recorded will be modified in this program if it is relevant. This program will provide the right direction for employees and employer of the organisation.

[bookmark: _Toc70976515]Conclusion
Dissatisfied employees are terrible for companies. Men under the age of 60, those residing in London and the South East, the more trained, and those employed with big companies were more likely to be dissatisfied with their employment. It is vital to find a solution to whatever is affecting an employee's workplace frustration. Therefore, the United Kingdom needs to make some improvements in the employment law for creating the work conductance more reliable to the employees and so that they can be content and flourish with creativity for achieving the organisational goals. 
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