Problem solving and decision making
(BMSW4004-LON)



















Name: Catalina Anastasoaie
Student id: 1908747
Lecturer: Winifred Soribe



Executive Summary 
This report represented one of the most complex problems at a workplace, namely job satisfaction. There are complex problems at every workplace which needs to be understood. Here job dissatisfaction has been identified as the complex problem and the potential solutions have been discussed for an organisation. The detailed information has been provided in the context of increasing job satisfaction among the employees of an organisation. The action plan for increasing job satisfaction and the communication plan for the stakeholders have been provided as well. In the last part of this report a review plan and conclusion have been provided as well. 
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[bookmark: _Toc47976571]Introduction 
At present job dissatisfaction among the employees has become a common problem in UK based organisation yet they struggle to handle it and that results in the low retention rate and low productivity. Job dissatisfaction among the employees is identified as a complex problem of an organisation. To resolve this complex problem the organisations need to identify them and create the proper strategy to resolve the issues. 
[bookmark: _Toc47976572]The scope and the impact of the complex problem
Complex problems might arise in each and every workplace and they need to be identified for coming up with the problem solving decision (Okeke and Mtyuda, 2017). These complex problems are sometimes identified but coming up with a solution to that problem is not that easy for the leaders of that organisation (Giorgiet al., 2015). Sometimes these complex problems are far beyond the scope of understanding or resolving for an organisation and they can only be addressed and not totally solved still the attempt of resolving needs to be taken or else it can cause bigger hazards to the organisation. Here, in this context the identified complex problem is job dissatisfaction among the employees. 
The scope of the identified complex problem 
As for the scope of the identified complex problem of an organisation it can be said that job dissatisfaction among the employees can bring down the overall performance of the company (Giorgiet al., 2015). It is the satisfied and motivated employees who increase productivity and without the proper manpower it will become very hard for an organisation to sustain in the market. 
The impact of the identified complex problem
Job dissatisfaction leaves a negative impact on the organisation and the performance of the organisation (Okeke and Mtyuda, 2017). Employee morale depends on the job satisfaction and it might be lowered if the job satisfaction is not enough among the employees.  It brings a negative attitude among the employees and that leads to the declining productivity of that organisation. The impacts of job dissatisfaction results in stress regarding the job and within that organisation the employee turnover rate increases (Giorgiet al., 2015). All of these leads in affecting the profit margin and the financials of a business organisation. 
[bookmark: _Toc47976573]Analysis of the identified complex problem and decision making process 
There are many factors that might cause job dissatisfaction among the employees of an organisation (Knechtet al., 2015). As the company has to retain the job satisfaction among the employees they need to find out the factors that are causing the job dissatisfaction and to find out the reason of job satisfaction a “Root Cause Analysis” has to be done by the organisation. It will help them in finding the factors that are leading the employees towards job dissatisfaction. As a tool of “Root Cause Analysis” fishbone diagram has been chosen and it will help in understanding all the core causes (D'angeloet al., 2016). The fishbone diagram with the “Root Cause Analysis” of job dissatisfaction has been provided below. 
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Figure 1: Fishbone analysis of job dissatisfaction
(Source: Learner)
Fishbone diagram answers four major questions for resolving a problem. The questions are what the problem is, why the problem occurred at the workplace, how it started and what the potential solution is (Shepherdet al., 2015). As it can be seen in the diagram here, to find the reasons of job dissatisfaction, work environment, recruitment policy, training and development process, HR policies and the work culture has been analysed. In the area of the work environment there are administrative corruption issues, issues regarding the flexible work hours and unfair rewarding system that causes the job dissatisfaction (Shepherdet al., 2015). There are glitches identified in the recruitment policies as well. The weak employment contract, not using fair policies of hiring and informal interviews for jobs might create job dissatisfaction among the employees. Training and development is another important area. The lack of training and development can be seen among the employees and sometimes there are discriminations as well (Knechtet al., 2015). This creates a poor job life for the employees and the dissatisfaction occurs. The other areas are HR policies and the culture (Okeke and Mtyuda, 2017). The lack of HR management and lack of motivation in the workplace causes job dissatisfaction so, based on these identified factors the decision making becomes easier for an organisation and they can implement policies for mitigating the situation.First of all the work environment and the work culture has to be improved so that the employees can stay motivated towards their work and the leaders of the organisation has to take the situation under control so that they can understand the need of the employees and help them in sustaining (Ford, 2015). 
[bookmark: _Toc47976574]Alternate solutions for the identified complex problem 
Now that the problematic factors have been identified the alternate solutions can be provided for resolving the issues and increasing the job satisfaction among the employees (Ford, 2015). The alternate solutions have been mentioned below and these are the best solutions that can be adapted by an organization for resolving the issues regarding the job satisfaction among the employees. 
Promoting employee motivation 
Employee motivation is one of the key solutions that can be adopted by the organisation. A motivated employee tends to perform better and holds increased productivity. Motivated employees are the assets for any organisation and it becomes easier to increase the employee retention rate (Tremblay and Ilama, 2015). Motivated employees improve the job performance and with the development of their careers they contribute more and more for the development of the organisation. Employee motivation also empowers the employees and builds better morale among the employees so it will be an effective way to resolve the issues of job dissatisfaction within an organisation (ten Cateet al., 2015).
Changes in the work environment 
The positivity within the employees comes from the workplace environment so it is very important for the organisation to create an effective work environment for the employees (Velciu, 2018). Positivity and encouragement comes from a positive work environment, so the management has to look into this and promote effective communication, good health and other positive factors at the workplace (Biggset al., 2015). The employees look for a flexible working time and as they do not get it they feel like losing the control over the work life balance which demotivates them. The policies of flexible work hours can be implemented in the workplace and alongside the effective communication has to be built as the employees and their needs need to be understood. 
Increasing employee engagement 
The increased employee engagement is also helpful in improving the job satisfaction. The employees often feel like they are probably not being listened to and no one pays attention to their ideas or creativity and that leads to the job dissatisfaction to some extent (Tremblay and Ilama, 2015). Increasing the employee engagement activities would keep the employees enthusiastic and it will also help in getting new ideas which will again help in increasing the productivity. 
Skill enhancement 
Skill enhancement is a major part of training and development. Skill enhancement will also help the employees to become more productive and dedicated (ten Cateet al., 2015). At the same time they will become innovative and they will have the proper knowledge about their job. The skill enhancement process is a crucial part of training and development because it makes sure the quality of services that the employees will be providing (Vezaet al., 2015). The employees become confident about their job role as well through this process, so it will be an effective option for increasing employee satisfaction. 
Rewards and Recognition
Incentives, promotions, rewards and recognition is another major part of job satisfaction. The employees feel motivated when their work gets recognised by the organisation (Biggset al., 2015). They should be rewarded for their excellence in the job. Incentives and promotions are the way of rewarding the deserving employee so that he or she feels valued in the company and works harder. These elements help an organisation in increasing the job satisfaction among the employees.
[bookmark: _Toc47976575]The decision making technique 
After evaluating different decision making techniques, the decision tree was chosen as the tool for making the decision (Mansoret al., 2015). With the help of the analysis and right implementation promoting employee motivation was chosen as the tool for increasing the job satisfaction among the employees. This is the tool that does not have any kind of negative impact and it will bring betterment within the employee and organisation both (Vezaet al., 2015). As for the other options there are a few negative impacts like over rewarding an employee can make them totally focused on the incentives and changes in the work environment and skill enhancement would use more resources and time, so promoting employee motivation is the most favourable option. 
[bookmark: _Toc47976576]Plan for implementing the solutions 
The action plan for increasing the job satisfaction has been provided below. 
	Objectives 
	Task 
	Time frame 
	Resources 

	Increasing Job satisfaction among the employees of an organisation
	Promoting the employee motivation within the workplace 
	8 weeks
	Manpower, cost of outsourcing, time engagement of the leaders of the organisation. 

	
	Betterment of the work culture 
	4 weeks 
	Trained manpower, additional manpower for help, proper policies from the management group, support of the human resource manager. 

	
	Rewards and recognition 
	2 weeks 
	Proper policies regarding incentives, involvement of the management for recognition and giving out the promotion

	
	Skill enhancement 
	7 weeks 
	Trained professional for the training, outsourcing if needed, involvement of the human resource manager of the organisation. 

	
	Increasing employee engagement 
	6 weeks 
	Cost of various activities, involvement of the employees and the HR both. 


Table 1: The plan for implementing the solution
(Source: learner)
[bookmark: _Toc47976577]The communication of the action plan to the stakeholders
To implement this action plan properly the involvement of the stakeholders is very important as they will be deciding the roadmap to follow the action plan and they will be providing the required resources(Mansoret al., 2015). The stakeholders need to understand the action plan properly so that they can suggest if any changes are required in terms of implementing that(ten Cateet al., 2015). Once the stakeholders agree to the action plan it will become easier for the organisation to implement the action plan. The proper development and implementation of the plan ensures the success of it and also ensures that the objectives are met. The communication table for stakeholders has been provided below. 
	Objective 
	Stakeholders 
	Way of communication 
	Frequency 
	Key message 

	Increasing job satisfaction 
	Top management board 
	Meetings 
	Once a month 
	Signing the key decisions taken in terms of building job satisfaction and Signing the resources related documents

	Increasing job satisfaction
	Advisory board 
	Meetings 
	Twice a month 
	Providing the advices on what to do next.  

	Increasing job satisfaction
	External communication 
	Meetings 
	Weekly basis 
	Providing the knowledge for building up better job environment 


Table 2: The Stakeholder communication plan
(Source: Learner)
[bookmark: _Toc47976578]Review
Reviewing the plan from time to time is very important as this is the only way to understand if the plan is working or not(Velciu, 2018). The HR team and the other leaders of the organisation have to indulge themselves in communicating effectively for the successful implantation of the plan. In the current context review can be done once or twice a month for the effective results (De Chiara, 2017). 
[bookmark: _Toc47976579]Conclusion
The job dissatisfaction is increasing day by day so, here as the conclusion it can be said that if the “Root Cause Analysis” is done properly and employee motivation is implemented effectively then the organisation can retain their employees and the job dissatisfaction among the employees will be lowered. 
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