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Introduction
Workplace problems are prevalent in most organisations in terms of issues in organisational culture, workforce management, employee satisfaction and productivity, and much more. These problems may hamper the process of career development of the employees and decrease their motivation level, thereby, negatively impacting the organisational growth. Therefore, it is essential to identify such problems and implement appropriate solutions with the help of a proper decision-making process (Cletus et al., 2018). The report aims to define a complex problem in a workplace and justify it with the help of decision-making techniques. Moreover, it will also include the implementation of solutions along with communicating them to the stakeholders. Lastly, it will focus on monitoring the implementation plan to ensure that the solutions are working successfully.
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Complex Problem in a Workplace Scope and Impact
Workplace problems are a significant part of any organisation which does not allow employees and individuals to realise their true potential. One such major workplace problem is no room for growth. Growth is an essential part of an employee’s both personal as well as professional development. It acts as fuel for increasing the productivity of the employees and working effectively towards the organisational goals (Edmondson, 2018). Sometimes, organisations fail to provide their employees with such growth and career opportunities which slows down the progress of the latter, thereby, decreasing their satisfaction and productivity level. 
The scope of this problem is large enough as it does not leave behind any area of the organisation. It extends from higher authorities to smaller departments without getting observed until the organisational performance starts getting affected as a whole. There is no scope for growth, especially for the employees who are not able to demand such opportunities due to the inability of understanding their true potential (Edmondson, 2018). The impact of this problem seems to be pretty worse for the profitability and reputation of the organisation. When employees are not given room for growth, it starts getting monotonous to work towards the set objectives due to decreased satisfaction levels. They may feel that their development is hampered in the current organisation and may easily switch to a new organisation for experiencing career growth opportunities, thereby, increasing the employee turnover rate. Therefore, organisations must sincerely work on this problem and ensure that employees are not deprived of growth opportunities in the workplace (Nwanaka, 2022).  
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The workplace problem of no room for growth can be analysed and solved effectively with the help of a problem-solving process. The process consists of five stages which are as follows:
Identify the Problem:
 The first stage includes the identification of the problem. Here, the problem is no scope for growth in the workplace. Organisations need to understand the depth and seriousness of this problem as it affects organisational performance and productivity in the long run (Decius et al., 2019). 
Generating Various Solutions: The second stage includes brainstorming various solutions for addressing the workplace problem. The organisation will think about certain ways in which they can provide growth and development opportunities to the employees to enhance their satisfaction and productivity level. 
Evaluating the Solutions:
 In this stage, various chosen solutions will be evaluated for checking their effectiveness in resolving the problem. The organisation will scrutinise whether the solutions will lead to the growth of the employees or not. This stage will help in leaving behind ineffective solutions (Na-Nan and Sanamthong, 2019). 
Implementation of a Specific Solution:
 After the entire evaluation process, the organisation will pick one solution and move forward with it. It will try to choose the best possible solution which will increase the room for growth of the employees and reduce the employee turnover rate.
Reviewing the Results:
 After the implementation of the solution, the organisation will continuously monitor its outcome. It will check whether the chosen solution can encourage the growth process of the employee or not. If this solution doesn’t work, then it will have to pick another one and review its results (Na-Nan and Sanamthong, 2019).
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With every problem come a handful of solutions that can help in addressing them in a better and more effective manner. The organisation has to brainstorm and develop various solutions for minimising or eliminating the problem of no room for growth in the workplace (Kenny, 2019). A range of alternative solutions include:
Training and development programmes:
 The organisation can establish training programmes for upgrading the professional skills and competencies of its employees. This will not only help in their personal and professional growth but also enable them to attract better career and growth opportunities in their future endeavours (Kenny, 2019). 
Providing networking opportunities:
 For providing growth opportunities, the organisation must conduct various networking events which will enable the employees to interact with the leading professionals. This will not only enhance their knowledge but also help them in analysing future opportunities and their true potential. 
Assigning challenging tasks and responsibilities: 
When an organisation provides its employees with challenging tasks, it pushes them to make extra efforts toward its accomplishment. This not only expands their knowledge but also helps them in developing additional skills and competencies, thereby, promoting their career growth (Atkinson et al., 2022). 
Constructive feedback:
 When employees are provided with constructive criticism, they tend to improve their style of working. Organisations need to provide their employees with regular feedback to improve their performance and professional growth, thereby, enhancing their motivation and level of productivity. The employees are also required to take this feedback positively for realising their full potential.
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After deciding upon various solutions, it is crucial to evaluate the pros and cons of each which will help in selecting the most appropriate one. Therefore, to resolve the problem of no room for growth, the organisation will adopt the technique of cost-benefit analysis. The cost-benefit analysis will help in assessing the costs incurred in implementing the solution and the benefits received from it. It will assist in identifying the best solution with the most benefits and lowest cost for maximising profit and providing growth opportunities (Mishan and Quah, 2020). 
For enhancing growth through training programmes, the organisation will have to hire a highly qualified team of professionals who can provide the employees with expert knowledge and skills. While conducting networking events, the employees will gain a lot of industry knowledge which will encourage their growth but the cost will be higher than the benefits. Assigning challenging tasks to the employees will involve no organisational cost but the former might get intimated by such tasks which will hinder their growth (Mishan and Quah, 2020). Lastly, the feedback mechanism is also a no-cost solution for encouraging growth. But if the employees do not consider the feedback positively, it will result in a situation of no benefits.   
Therefore, the evaluation of the cost and benefits of all the solutions determines that the most appropriate solution is conducting training and development programmes for the growth of the employees. Its benefits will overcome the cost incurred as employees will start contributing more effectively towards the organisational objectives. This solution will provide mutual benefits to both the employees and the organisation (Ali and Mehreen, 2018).
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Developing a Plan for Implementing the Solution 
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The organisation evaluated the possible solutions with the help of the decision-making technique of cost-benefit analysis and selected the most appropriate solution, i.e., training and development programmes. Training and development programmes enable employees to improve their professional skills which can be utilised in enhancing the overall productivity and success of the organisation (Fernandez et al., 2019). Therefore, it is essential to develop a plan for implementing the solution which will help the organisation in solving the problem of no room for growth. 
The development plan will commence with assessing the needs and requirements of individual employees. Different employees belonging to different departments will have different growth requirements. Therefore, the organisation is required to analyse the needs accordingly. The next step will include creating an action plan by considering the budget, size of the employees' team which is to be trained, finalising the content of the training programme, resources required, hiring of professionals from different areas of specialisation, etc. (Fernandez et al., 2019). This will help the organisation in assessing the growth needs of employees in a better way. It will be followed by the delivery of the training and development session in which the focus will be on improving the skills and core competencies of the employees so that they can realise their growth potential and work effectively towards the organisational objectives. This will also make the employees realise that the organisation is not only concerned about their success but also the personal and professional growth of its employees. Lastly, the organisation will evaluate and monitor the success of the training programme. This will be ensured with the efforts made by the employees and their increased skills, knowledge, and capabilities (Numonjonov, 2020).  
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After developing the implementation plan, it is essential to communicate it effectively to the important stakeholders of the organisation. Communicating the plan with these stakeholders will enable the organisation to receive constructive and critical feedback regarding any decisions that might affect them in the long run. A stakeholder communication plan is an important aspect of any organisation which helps it in connecting better with its crucial stakeholders and analysing whether the plan developed will reap benefits or not (Nguyen et al., 2018). 
For communicating about the plan developed for conducting training and development programmes, the organisation will focus on the internal and external stakeholders who will be affected by these decisions. The most important stakeholders will be the employees for who the development plan has been initiated. The other important stakeholders will include the top management, department heads, managers, clients, training professionals, etc. (Coombs, 2021). The top management will be responsible for communicating the growth plan to the lower departments of the organisation. They may conduct conferences or meetings with specific departments for communicating the growth opportunities of the employees. The organisation may also choose to directly address the employees by telling them about the conduction of training programmes which will fuel the growth process of the employees. They can also consider communicating via emails or newsletters or even presentations highlighting the benefits of conducting training and development programmes (Coombs, 2021).
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The last stage of the process will be to monitor and review the progress for tracking the successful implementation of the solution. This will help in ensuring that the chosen solution has the potential of minimising or eliminating the problem of having no room for growth in the workplace. Moreover, it will also help the organisation in determining whether the chosen solution needs to be replaced with another solution or not (Rudman, 2020). This can be done with the help of certain monitoring and review techniques which are as follows:
Direct observation: 
The seniors and department heads can observe the performance of the employees which will help them in knowing whether the latter have improved their skills and professional competencies or not. This observation technique will assist in determining the effects of the training programme on the growth of individual employees (Rudman, 2020). 
Formal surveys: 
The organisation can develop a formal questionnaire or a survey that will consist of questions related to the training and development programme. The employees will be required to answer those questions which will help the organisation in assessing the growth potential of the employees. It will also check whether the employees have inculcated appropriate skills through the programme or not.


Group discussions:
 It is another useful technique for monitoring the growth of the employees. The organisation can conduct group discussion meetings in which the employees will be asked to provide feedback regarding the training programme. They will also be asked to explain the learnings developed and whether the programme supported their growth objectives or not (Narkunienė and Ulbinaitė, 2018).   
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Conclusion
It could be concluded that organisations need to focus equally on the growth of their employees while ensuring their success. The organisation considered the problem-solving process and decision-making technique of cost-benefit analysis for solving the problem of no room for growth. The most appropriate solution is to conduct training and development programmes along with reviewing its success constantly to ensure the growth of employees.
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