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[bookmark: _Toc49572704]Introduction
Every step of a regular business operation is infused with activities like decision making and problem-solving activities (Bazerman and Moore, 2017). Thus, they are very important activities for businesses on a regular basis. Decision making can be simply termed as choosing one possible option from a multitude of scenarios. Choosing this one option can be difficult because this choice is influenced by a multitude of factors ranging from personal bias, values and beliefs to major business consequences (Ferrell, Fraedrich and Ferrell, 2019). Again, problem-solving is a similar task where a decision is also made from a multitude of a possible solution to that problem. In an organisational scenario, decision making is done with the understanding of the decision or problem’s nature or scope, how it affects the business and possible list of alternative solutions (Kimmel, Weygandt and Kieso, 2019). Often decision making and problem-solving in the business scenario is held as the one and the same. 
In this report, decision making and problem-solving will be discussed from a viewpoint of work-based problems. One such problem is job dissatisfaction, which is a common problem in the UK overall and for this report specifically in ASDA. This report will briefly define the problem including its scope and impact. Next, the report will go on to lay out possible solutions for the problems, a plan to implement one chosen solution and communicate the plan to the stakeholders. Finally, the report will conclude by monitoring and review techniques for this plan to ensure that the implementation part goes properly. 



[bookmark: _Toc49572705]Problem: Nature, Scope and impact
The problem discussed here is job dissatisfaction, which is a common problem in the UK as there are more and more people in the UK in comparison to the other countries in Europe who say that they are dissatisfied with their work(Chapman, 2020). So, job dissatisfaction can come from various sources. For this report, the particular scope of this problem is ASDA which has seen less and less employee retention due to job dissatisfaction (Chapman, 2020). Now this problem affects the whole organisation and the UK business industry in general, so this is a huge and complex problem. 
Now job dissatisfaction can come from various reason. But one of the primary reasons for job dissatisfaction in the UK is a long working period which goes unpaid for (Chapman, 2020). Many employees in ASDA warehouses and other organisations in the UK report that they work far longer than what they were paid for. Again, in UK organisations, people from different countries and regions come together (Arthur, 2009). Working together with people from the different background has its perks in improving creativity and sorts, but it also makes it tough to communicate with them properly. ASDA also has a diverse workforce and a miss-communicative situation is created in the workplace creating job dissatisfaction for many employees. Again, working under pressure and low budget is another reason for job dissatisfaction for many because even when they get home they cannot switch off from their work (GELADE and IVERY, 2003). 
Now the impacts of this job dissatisfaction are many. Primary and the most visible impact is the lower employee retention rate in organisations like ASDA, where people are constantly leaving jobs for even a lower paid job. Other than the reduction of brand value, job dissatisfaction means companies like ASDA will spend resources on recruiting new employees who will, in turn, be inexperienced (Goldstein et al., 2017). Again, lower employee retention rate can cost more than a higher compensating rate by an additional 33 per cent. Again, if employees are dissatisfied, they are also demotivated resulting in poorer performances (Ivancevich and Konopaske, 2013). 
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Now as seen from the previous section the problem is a complex one as it is common in the whole UK workforce in general (Torrington, 2017). To reduce the work pressure or unpaid extra hours, and ensure proper communication, there must be a chain of communication and feedback between the employees and the managers of ASDA and other organisations like it (Robbins et al., 2017). But to ensure a proper solution in ASDA, some alternative solutions to this problem must be chalked out. To solve employee dissatisfaction, some solutions might be to take regular interviews of work satisfaction form employees, install new policies matching reducing any workplace discrimination, recruit new employees with a complete grasp of the work pressure and payment. The 5 why will help to understand these solutions for ASDA (Kimmel, Weygandt and Kieso, 2019). 
1st why: Why are employees dissatisfied?
Ans: high working pressure, lack of communication, unpaid hours. 
2nd why: Why high pressures of work are going unpaid and why there is a lack of communication?
Ans: Due to recent market downfall and the inflow of demand for ASDA products employees have to work more, and there are not enough HR managers for the large workforce. 
4th why: Why is this high pressure going unpaid for and why HR managers are not recruited? 
Ans: there is a lack of assets due to market downfall and the organisation were not prepared for this high work pressure. 
5th why: why did not ASDA plan for such events and gather monetary assets?
Ans: Poor HR policy and lack of strategic planning. 
Based on the analysis, and with the PMI chart introduced by Dr Edward De Bono possible solutions are weighed (Scott, 2008). 




	Solutions
	Positive
	Negative
	Interesting

	Recruiting new employees with a complete understanding of work pressure
	They will understand what they are being paid for and work the extra hours. 
	Inexperienced employees mean lower performance and low retention rate (Torrington, 2017). 
	Not a good long-term solution in a high inbound and outbound logistics. 

	Make an employee-friendly HR policy with more employee recruitment
	With more employees, the workload will be divided and with better policies and communication model, employees will be able to leave feedback. 
	A risky venture, with chances of inexperienced employees. 
	Although might seem risky and resource-hungry this is a long-term solution which can be helpful as it solves many underlying causes of the problem. 

	Compensation for the extra pressure and hours worked. 
	It will be a point of consideration for employees. 
	Although they are getting high pay, the workload is mandatory leaving employees demotivated. 
	Again, a short-term solution for keeping employees at bay (ZIEGLER, HAGEN and DIEHL, 2012). 


Table 1: PMI chart (Author)
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The most viable solution found in the PMI chart is changing the HR policy to better complement the working system, pay for extra working hours and establish a better communication system (Abbott, 2003). Although it is risky, ASDA must change its HR policy implementing better communication system and compensation system. To do this, the PDCA cycle can be used (Bazerman and Moore, 2017). 
The first part of the PDCA cycle is Planning. In this case of ASDA, the management has to design an HR policy which addresses the problems causing dissatisfaction. The HR managers have to investigate the problems by interviewing the employees one by one to understand their needs and wants (Bazerman and Moore, 2017). By proper investigation and understanding of the causes behind this problem, the managers have to plan and create a database which lists the reasons and their remedies. The end goal of this plan will be to increase communication and lay a better payment structure. 
In the Do part, the managers will install a better communication method in some select warehouses, where employees can anonymously share information with the managers directly about their dissatisfaction and any problem they might be facing(Arthur, 2009). As this closes the gap between the managers and employees, the managers should also lay out a better payment policy which addresses the extra work done and reduce the pressure by taking in more employees to reduce work pressure. 
In the Check part, these select warehouses’ managers should report to the HR managers on the implication of this new plan and policies (GELADE and IVERY, 2003). The before and after KPIs and employee retention rate of these warehouses will be measured and documented. 
Finally, in the Act part, the managers are to implement this plan throughout the whole operation of the organisation and its warehouses and stores to see its effect on the whole operation. The PDCA is a continuous process and with it, ASDA can reduce its employee dissatisfaction completely.  
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As the new policy is planned, ASDA has to communicate this plan to the stakeholders for their acceptance (Kimmel, Weygandt and Kieso, 2019). As ASDA has several stakeholders, this plan will affect most of them. Below is a brief stakeholder analysis on how and whom to communicate in the plan-making process. 
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Figure 1: Stakeholder Analysis (Author)
As seen from above, the Operations department, the direct shareholders and the managers in the HR are the most important and most powerful stakeholders of this plan as they will be providing the assets and the plans for this policy(Robbins et al., 2017). 
Secondly, the employees have a high interest in this plan as it involves them mainly. But they do not have much power in policymaking and changing decisions (Robbins et al., 2017). The wider media will have similar interest but low power. So, these stakeholders will be kept informed about the plans and their steps. 
Then there is the Government who has high power in changing any policies and providing legislation about employee rights (Robbins et al., 2017). But the government has low interest in this plan of ASDA. So, with this plan satisfying the employee law, ASDA has to satisfy stakeholders like the Government. 
Finally. The customers have the lowest power and interest in this plan as it affects them hardly. So, the customers are to be monitored only to get their reactions to the new employee policy implementation. 

[bookmark: _Toc49572709]Monitoring and Review
Finally, after the implementation has been done it is not required to devise a monitoring and reviewing plan to ensure the successful widespread imp mentation of the policies (Scott, 2008). To do this, ASDA has to collect data from its workplaces on employee satisfaction and several KPIs which will ensure that employee satisfaction has indeed improved. As this is a big change, ASDA will take a 3-year long term monitoring and refining period for this plan. In these 3 years, ASDA will collect different KPIs and their employee feedbacks and set a review period with an interval of    1 year. 
One of the KPIs that is crucial to the plan’s success is employee retention. With this plan in the next year, ASDA will see improvement in their employee retention rate if the plan goes accordingly. Again, as research has found, employee retention is ensuring a higher number of experienced workforces, ensuring a boost in organisational performance. So organisational sales are another KPI that is to be monitored within this plan. With this plan with the 1-year review interval, the managers are to monitor these KPIs to get a before and after view of the whole plan. If the changes are noticeable in a select warehouses ASDA managers will visit the warehouses separately for a deeper investigation solving warehouse specific problems. 


[bookmark: _Toc49572710]Conclusion
To conclude, decision making is a strategic process involving several alternatives to choose from. In business organisations, decision making plays a huge role as organisations are constantly taking a decision that has widespread impacts on the operation of the organisation. Similarly, in this report, the problem of job dissatisfaction in the UK and particularly in ASDA is discussed with a possible solution to the problem. Then, how the problem is to be implemented is also discussed along with possible review techniques. 
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Intro

Job dissatisfaction is a mental and psychological
phenomenonthat exists within many modern
workplaces.

Itimpacts people on a psychological and mental
basis, affecting over 39% of UK workers (Dovetail,
2017).

The consequencesof job dissatisfaction affect not
only the worker, but also the company and wider
economy.
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Job Dissatisfaction - Defined

Job dissatisfaction can be defined as negative
feelings, thoughts or emotions has towards their
work or the place in which they work. (Aziri, 2011)

Although everyone experiences feelings of
negativity about their work to one extent or
another, the rest of this presentationwill refer to
serious levels of job dissatisfaction that have
serious consequences for the individual or
company.
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Indicators of Job Dissatisfaction

Asustained dropin productivity from normal
standards (Kumbali, 2014)

® Anincrease inemployee turnover
® Anincrease inabsenteeism

More sick days taken for stress or other non
physical reasons

Anincrease ininterpersonal conflictin the
workplace
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Impacts of Job Dissatisfaction

Adropin output (Am Law, 2011)

« Dropinoutputeventually leads to dropin
profit

o Lower profitslead to cutbacks, potentially
leading o jobcuts and more demand on
existingemployees

o Higher staff turnover leads to higher training
costs.

o Loss of customersleads to higher acquisition
costs
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Overcoming Job Dissatisfaction

« Providingsecure and dependable
employment (Castellaci, 2020)
Paying employees at or above the living wage
Providing opportunities for employeesto be
listened to and give input on work conditions

o The chance for career advancement and new
skillacquisition

o Areasonablelevel of work - no feelingof
overwork
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personal health
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Job.
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with the right
work conditions

and pay.
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