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Problem-solving and decision making

[bookmark: _Toc47714941]Introduction
Recently, people's interest in research on job satisfaction factors has increased. Job satisfaction is related to job advertising behaviors such as productivity, retirement, and compassion. This article has identified four different job satisfaction measures for different individuals and job qualifications. The information used is from 28,240 UK employees in the 1997 Workplace Relations Survey (Muqadas, Rehman, and Aslam 2017). The information index is larger and updated than any previous research. The paper contributes to the literature by disaggregating the composition and job satisfaction of industrial occupations. A notable finding is that people in the education and health sectors are not only satisfied with their salary, but also more satisfied with their sense of accomplishment. Also, it is found that employees who have received vocational training are more satisfied than employees who have no training opportunities. Unlike previous studies, married people have lower job satisfaction than unmarried people (Wijaya 2019). Different results confirm the results in the literature, such as women are more satisfactory than men, and the U-shaped relationship between satisfaction and age.


[bookmark: _Toc47714942]Discussion
[bookmark: _Toc47714943]Job Dissatisfaction 
An independent inspection completed by 2,000 British workers found that job satisfaction among British workers fell by 30% last year. The three main aspects that help understand work are clear: becoming part of a team (43%), learning new skills to advance career development (42%), and discovering the contributions of peers, business and managers (39%) ( Muqadas, Rehman and Aslam 2017). Unfortunately, British companies did not give British workers these valuable connections. Only 28% of British workers feel that they belong to a team, only 18% believe that companies depend on their contributions, and only 17% think they can develop their careers. British workers are also frustrated by the too many trivial tasks performed in their work (Wijaya 2019).


[bookmark: _Toc47714944]Scope of Problems at the workplace

The Association's Employee Satisfaction and Engagement Report shows that the number of employees satisfied with their current jobs is extraordinary, rising from 81% in 2013 to 88% in 2016. Human Resource Management (SHRM) (D. Klarq et al., 2019). Economic recovery is a factor of high satisfaction, as companies are more willing and willing to increase employees' salaries and benefits. Besides, due to balanced work performance, job seekers make full use of new job opportunities that suit their skills and interests.

Most organizations are satisfied with employee satisfaction, but not all organizations can achieve this goal. Therefore, HR professionals need to understand the elements that can enhance employee satisfaction and how they can adapt to the overall success of the organization (Kadrali, Wilson, & Muhammad 2014).

[bookmark: _Toc47714945]                                      Analyze the problem

There are many reasons for job dissatisfaction, but, understandably, this problem has four basic purposes. These areas are:

Not being underpaid: If people do not get the salary they deserve, they will be called underpaid. This question is the most suitable one because it is often driven by translations or attitudes that are extremely close to family or personal orientation (KaderAli, Wilson, and Mohammad 2014). By chance, someone thinks that their salary is not enough to perform their duties. Currently, they seem to be underpaid-regardless of whether their salary is in line with the job. If they study the salary of this job (either on the Internet or through conversations with other people) and find that their salary is undoubtedly low, then their dissatisfaction is justified (Chinomona and Mofokeng 2016).

They may also see someone doing the same job as driving a great vehicle or living in a high-rise house, so they see that person for more cash flow. Therefore, whether they have it or not, they think their wages are low. Managers will see that if employees do not understand what other people are doing or do not understand the salary that is suitable for a particular job function, then the dissatisfaction caused by insufficient salary is entirely based on observation. From an organizational point of view, this is an important and valuable point of view, because individuals who are dissatisfied with earning money will undoubtedly leave the association (Chinomona and Mofokeng 2016).
Limited career development: Not having the opportunity to climb the ladder and develop one's career is another goal that may lead to job dissatisfaction. From this perspective, it is important to understand that not everyone needs to climb a ladder (De Clercq et al., 2019). However, for individuals, if the organization cannot manage development costs for them, they will feel frustrated and dissatisfied. This may mean that the employee will leave another job that may have better career development opportunities.
Lack of interest: It is a state in which people are not interested. This is a very simple idea, but you want to know why someone will accept a job they are not interested in. The real answer is that usually just want money to survive, that's why they can do a job they don't have interest in, but just focus at the paycheque, so they may not have any interest in themselves, which is why they can pay (Evanswich, 2003).

[bookmark: _Toc47714946]Solutions 
Companies or managers can eliminate employees’ dissatisfaction with work and prevent employees from being dissatisfied with work through the following different ways:

[bookmark: _Toc47714947]Give appropriate objectives

Try to set clear goals and instructions for employees. By giving them clear instructions, they will believe in their performance and responsibilities. People should let employees where they are dissatisfied with their questions or explanations (KaderAli, Wilson, and Mohammad 2014).


[bookmark: _Toc47714948]Provide different work
Too many employees' work will lead to homogeneity and low productivity. Perform various tasks and test employees. Let them perform various tasks from time to time so as not to get bored (Muqadas, Rehman, and Aslam 2017).


[bookmark: _Toc47714949]Build good communication with subordinates
Maintain consistent communication with your employees. Open communication with your employees shows that their feelings/skills are important and are seen as a valuable part of the team. Also, this avoids any problems caused by poor communication (Wijaya 2019).

[bookmark: _Toc47714950]No Favoritism

Treat everyone fairly. Preferential treatment will only lower the morale of various employees. Employees' perceptions of nepotism may make their hard work irresponsible. Only supported employees can be commended. Employees who feel they are not valued are encouraged to make small contributions to their work (De Clercq, Haq, and Azeem 2019).


[bookmark: _Toc47714951]Employee Recognition
There is a need to show the employees that their hard work is valued and respected. Praise them for their outstanding performance and let them know that outstanding work will not be overlooked. Establish a system to reward them-it can be monetary-related compensation, such as promotion or bonus, or different compensation, such as organizing events and group trips (Dr. M Safdar Rehman 2012).


[bookmark: _Toc47714952]Decision-Making Technique

In the decision-making process, decision-makers' activities are guided by objectives. Each of the few optional activity courses is associated with different outcomes. Data can be obtained through alternatives, and the value of each outcome can be compared to the target. The decision-maker selects an option based on its assessment of the data (Moorhead and GrifCin, 2004). Employee involvement is often described as a process in which other progressive inequalities affect progressive people (Wijaya 2019). Participatory management practices adjust the involvement of managers and their subordinates in data processing, decision-making, and critical thinking efforts (Wager, 1994). Beardwell and Claydon (2007), the participation of deCine workers, as an indicator of severity, is distributed and implemented across the indicator, among the owners and managers of the organization and among the owners who use them. It implies that the individual participates immediately in decision-making in conjunction with his or her fast-track organization, and participates in decision-making cyclically through representatives of Firm's broader socio-technical and political structure. According to Luthans (2005), decision-making can be formal or informal, involving information and passion, just like physical participation. As Graham and Bennet (1997) noted, this process can be understood as employees receiving sufficient data as a basis for decision-making and will be consulted before making a decision, and between management and employees Make these decisions following in place to communicate. Decision. Individuals or groups are involved in the participation process. Personal engagement skills refer to the skills used by employees to influence directors 'decisions in a particular way (Wijaya 2019). Group participation skills use negotiation skills and democratic skills. Negotiation techniques suggest that the supervisor demands and requires employees to participate, but in a democratic system, there is sufficient participation, and the group is not an individual leader, but a formal conclusion is reached by consensus or more formal way. Therefore, the supervisor reserves the handling of Options for decision making. (De Clercq et al., 2019).


[bookmark: _Toc47714953]                                     Plan to implement increase Salary
Salary is mainly the main financial aspects to attract, retain as well as motivate the talent. It is the mainline item to look for the financial statements and thus to show a fixed cost for the organization. This has to have a cumulative effect mainly on the cash flows. There is an effective plan for the increment of the salary while going through the appropriate stakeholders as well as working with some of the collaborative process (Wijaya 2019).
[bookmark: _Toc47714954]Recruit
The ranges of pay usually provide huge rates of hiring within the competitive marketing to attract new qualified employees.


[bookmark: _Toc47714955]Retain
The performance plan as well as pay usually increases and it helps to improve the performance of employees as well as the development of career within the business.

[bookmark: _Toc47714956]Motivate
The Salary plans are usually given the incentives for the employees to seek new opportunities as well as advancement within the organization.



[bookmark: _Toc47714957]Stake Holders 
“Neely, Gregory, and Platts (1995), Neely (1999), Neely, Adams, and Crowe (2001)” proposed PP as a performance evaluation model used in several areas. Neely (2007) emphasized that PP is a response to the analysis of previous models (e.g., balanced scorecard (Kaplan and Norton, 1997)) and is based on four perspectives (KaderAli, Wilson, and Mohammad 2014).

It has been observed that PP agrees to various measures (for example, partners, agents, providers) and depends on various attributes of the affiliation. "Second, the model stabilizes the cost of the matrix (for example, executive cycles, skill sets, financial plans) and improves the execution of the ranking level (Muqtada, Rehman, and Aslam, 2017). Third, the development of the model The subjectivity of book capping is eliminated because it exists in countless estimates and decline applications (Vijaya 2019). The purpose of this improvement is to “anticipate some book safety guidelines. They are to reflect facts.” Fourth, the model deliberate and it further exacerbates the contradiction between expression and goal. And Muhammad (2014).

This Figure shows the key advancement is the completion of the partners. Since these experts are responsible for the main content of joining the alliance, it tries to understand the key partners and their needs.
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Figure 1 Performance Prism
Measurement is a strategy, and then it determines whether the system is being implemented, whether it is being negotiated in a union, whether it is encouraging employees, or whether it is organized. This process involves interest structure, product or management progress, and associated management. Because the measures taken are about how the association works. From a measurement point of view, the basic methods are quality, quantity, time, convenience, and clarity.
The limitation is the ability to run short-term and long-term processes through a combination of personnel, practice, innovation, and infrastructure (De Clerk, Right & Great 2019). Sometimes an organization needs to understand its capabilities in production, distribution, credit management, consumer demand, and market structure (Ivancevich 2003).

Finally, the stakeholder partnership emphasizes that the association should not only contribute to the stakeholders, but the stakeholders should return the money to the association (Muqtadas, Rehman and Aslam, 2017). For Neely, Adams, and Crow (2001), stakeholder involvement is about customer satisfaction because it solves the problems of financial experts, consumers, distributors, employees, regulators, communities, and suppliers. Based on what has been discussed, Figure 1 demonstrates a performance example.

[bookmark: _Toc47714958]Evaluation 
Performance appraisal is related to the construction of a ranking excellence strategy. It is a type of training when the association needs to understand the unique financial situation, present different diagnostic approaches, measure results, and provide support for decision making (Vijaya 2019).

Although from a financial point of view, the process of ranking performance management still emphasizes the non-financial point of view (Muqtada, Rehman, and Aslam 2017). Balanced scorecards and performance prism PPPs are important models. They are judged from the perspectives of learning, competence, development, customers, and stakeholders.


[bookmark: _Toc47714959]                                                Conclusion
Job satisfaction is the basis of high productivity, motivation, and low employee turnover. Managers are struggling to find ways to improve job satisfaction, so their business is still serious. The global economy of consumer isolation has placed unprecedented demands on businesses. Companies find it difficult to maintain productivity and profitability, just like maintaining a workforce and being happy with their work. However, it is the responsibility of the association to communicate adequately so that employees understand their expectations, provide them with the equipment necessary to perform their duties and reward the work done.
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