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[bookmark: _Toc49537761]Introduction
	This report will look at the problem of dissatisfaction among UK employees. At the beginning of this report, the problem along with its scope and impact will be discussed. After that, the information available on the topic will be discussed, which will help in the decision-making process. Alternative solutions available to the problem will also be incorporated in this report. The alternate solutions available in this regard will be taken into consideration. An implementation plan for such solutions will be provided in this regard. In the last, appropriate monitoring and review techniques will be assessed to make sure that the solutions have been properly implemented. 
	As per the report provided for task 1 role play, employees of the UK are among the most dissatisfied within the European countries. UK employees are among those six countries’ employees in the European Union who are dissatisfied with their work. The reasons for their dissatisfaction include long-hour culture, unpaid overtime, a decrease in job quality due to economic downturn, hardships in working conditions, reduction in pays, less availability of job switching, and financial difficulty. 
[bookmark: _Toc49537762]Scope and Impact
	The dissatisfaction of employees overwork has diverse impacts and a wide scope. It affects the business not only in the short run but also in the long run. Job dissatisfaction initiatives low morale among the employees which is a highly undesirable situation at the workplace. Similarly, the job dissatisfaction among the employees will lead employees towards a negative attitude towards work activities, which will result in a decline in the overall productivity of the business. In the same vein, the effects of job dissatisfaction are challenging for both the large, small, and medium scale industries. An important study in this regard collected data from the employees of Pakistan and found that when the employees have unhappy feelings about job situations they are likely to adopt negative behaviors which can result in harmful effects on the organization. The effects can be of high magnitude when they lack adaptive humor skills or suffer from abusive leadership (De Clercq et al., 2020). 
	The impact of employee dissatisfaction can be traced to four different aspects, which are as follows:
[bookmark: _Toc49537763]Job Stress
	Job dissatisfaction can result in job stress among employees, which can lead to low productivity, lateness to work, high medical bills increased errors in memoranda, absenteeism, and poor performance (Banerjee & Mehta, 2016). 
[bookmark: _Toc49537764]High Employee Turnover Rates
	When an employee is dissatisfied with his job, he is likely to turn over his job for a job that is enjoyable to him. Khanchel & Kahla (2019) utilized hierarchical regression and structural equation analysis to analyze the findings of the study and found that the turnover intention of employees is influenced by employee dissatisfaction. It also found that when the satisfaction level is low, job dissatisfaction has a greater influence on departure intentions.
[bookmark: _Toc49537765]Lack of Productivity
	Job dissatisfaction along with low morale of employees results in low productivity at the workplace. Being a part of a team, when an employee is lower in performance, other members of the team are also affected, which results in the overall lower level of performance. 
[bookmark: _Toc49537766]Profit
	 The perception of customers provides a basis for the value of a product. Similarly, the dedication of the employees to the organization is also a part of the product value which is perceived by customers. When there is a lower level of dedication on the part of employees, the customers will perceive less value in the products. This scenario will ultimately lead to a decrease in the profits of the organization.   
[bookmark: _Toc49537767]Analysis of the Information of the Identified Problem
	There are different reasons for employee dissatisfaction. The case study provided for task 1 – roleplay presents brief information on the issue. The culture of long-hours is one of the major issues for the identified problem. The research states that 48% of employees take overtime in which 44% have to take unpaid over-time. 
	The second reason for the identified problem is a decline in job quality. The economic downturn has affected the job quality. There is a belief among the employees that the job quality has worsened during the last three years. Among them, one quarter holds the view that the work they do has become less interesting as compared to previous years. A few workers believed that previously they had variety in their work. 
	Another reason for the identified problem is the reduction in salaries. Workers believed that they had worked hard in the last years, however, one in the five workers had to face a reduction in pay during this period. The workers also complained about work-life balance as they were even thinking about the job while at home. They were unable to switch off from work. 
	Financial difficulty is the last issue for the identified problem. More than half of employees hold the view that they faced financial difficulty during the last three years. This has made fewer workers insecure about the future of their jobs. 
[bookmark: _Toc49537768]Alternative solutions
	Tuan (2020) has identified different causes for employee turnover in the banking sector and emphasizes the need of finding alternative solutions to the problem. He holds the view that the organizations should prepare themselves to design and implement alternative solutions. Moreover, it is necessary to implement those solutions which bring benefit to the company. The following solutions are proposed for the identified problem. 
[bookmark: _Toc49537769]A clear set of instructions and goals
	When employees are provided with a clear set of instructions and goals, they will have a milestone to achieve. This strategy will provide them with confidence in their duties and performance. Moreover, it will be more beneficial for the business if the employees are involved in the process of setting clear goals and instructions. 
[bookmark: _Toc49537770]Giving Variety of Work
	Ramawickrama et al. (2017) have identified four facets of the relationship between quality of work-life and job satisfaction among employees. Among these facets, one states that good quality of work-life results in increased job satisfaction among the employees. One way of enhancing work-life is by giving employees a variety of work. When the employees are given different tasks, it helps in revitalizing their interests and increases their job satisfaction. 
[bookmark: _Toc49537771]Communication with Sub-ordinates
	Effective communication with sub-ordinates can assist the organization in keeping employees away from job dissatisfaction. Muntz et al. (2019) have studied the role that a supervisor can play in task assignment and employee dissatisfaction and found that they can effectively intervene in this process and can help organizations decrease employee dissatisfaction by opening communication channels between followers and leaders. Therefore, the employees would be able to reduce their dissatisfaction by getting rid of unnecessary tasks. 
[bookmark: _Toc49537772]Use of Decision-making Technique to Evaluate the Range of Solutions
	The model of six thinking hats will be utilized to evaluate the range of solutions for the identified problem. Being a model utilized since the 17th century for solving and judging a particular problem (De Bono, 2017), will enable the business to adopt suitable solutions to solve the identified problem. 
[bookmark: _Toc49537773]White Hat
	It will enable the businesses to gather facts and figures about the identified problem, which will assist them in understanding the issue to solve. The reasons for identified for the problem under discussion include long-hour culture, unpaid overtime, a decrease in job quality due to economic downturn, hardships in working conditions, reduction in pays, less availability of job switching, and financial difficulty. 
[bookmark: _Toc49537774]Yellow Hat
	This hat denotes positivity and optimism. Three solutions have been proposed which include giving a clear set of instructions, a variety of work, and communication with subordinates. Each of these three solutions helps lower employee dissatisfaction. The most effective among these three solutions is giving a variety of work to employees. The other two solutions can be implemented by making simple changes in their responsibilities. 
[bookmark: _Toc49537775]Black Hat
	This hat spots dangers and difficulties in implementing the proposed solutions. Looking at three solutions, it is evident that giving a variety of work to employees is the most exhaustive and costly approach for the business. It will take need re-organizing the whole organizational structure. The other two solutions will also be difficult to implement however, these can be implemented through giving extra responsibility to the supervisory staff. 
[bookmark: _Toc49537776]Red Hat
	This hat describes intuition and hunches without any prejudice or judgment. For a business, giving a variety of work will be a hectic task. It will result in pressure on top management. Similarly, it will be very difficult for the top management to fix responsibility upon its employees. On the other hand, open communication and clear instructions can be helpful for business. The latter mentioned solutions can be regarded as a top priority for every business as these are easy to implement. 
[bookmark: _Toc49537777]Green Hat
	This hat expresses new perceptions and concepts. It is not essential to choose only one of the proposed solutions. Instead, a business can choose any combination of these solutions. 
[bookmark: _Toc49537778]Blue Hat
	This hat provides an analysis of previous hats. Having discussed different aspects, it is evident that choosing any combination of three solutions can be beneficial for any business. For example, a business can choose to adopt giving a variety of work in one sector, while in other sectors where this strategy is difficult to implement, the business can choose open communication. Giving clear instructions can be helpful in the projects which are in the initial stage of project life. 
[bookmark: _Toc49537779]Implementation Plan for Available Solutions
	To implement the proposed solutions, Lewin’s Change Management model will be utilized. This model consists of three stages: the first is unfreezing, the second is changing, and the third is refreezing (Hussain et al., 2018). In this model, the desired change is first identified, then moves are made towards achieving the desired level of change, and in the final stage, a new change is set as a norm. 
[bookmark: _Toc49537780]Unfreezing
	In this process of plan implementation, employees will be asked to share their views about job dissatisfaction and how it is affecting their personal life. Employees will also be encouraged to share their views about how this dissatisfaction can be decreased by implementing the proposed solutions. Also, different details of the proposed solutions will be shared with them.
[bookmark: _Toc49537781]Changing
	After employees have become aware of the details of the proposed solutions, the proposed solutions will be implemented. This phase is the most challenging in the process of implementation. The business can face uncertain conditions, however, if the details of the implementation plan have been properly chalked out, the business will come out of this phase successful.
[bookmark: _Toc49537782]Refreezing
	In this stage, the implemented changes will be solidified and stabilized. This stage makes the change a ‘new normal’. This step holds importance to ensure that the employees do not return to their initial behavior. The businesses should ensure that the effects of change are not lost and the proposed solutions have been incorporated into the organizational culture. 
	The businesses can utilize different techniques to ensure the proper implementation of the proposed solutions by offering different types of rewards and acknowledgments of the efforts made by individuals. 
[bookmark: _Toc49537783]Communicating the Plan to Stakeholders
	The stakeholder communication plan should comprise of three aspects; internal, external, extended, as Butt et al. (2016) suggested that effective communication of changes in project enhances stakeholder’s engagement with the changing project culture and change management process. 
[bookmark: _Toc49537784]Internal Stakeholders:
	The proposed solutions will be communicated to the managers, division directors, and team members. Internal stakeholders include all areas of business that are directly affected by the proposed solutions. 
[bookmark: _Toc49537785]External Stakeholders:
	The proposed solutions will be communicated to the business clients and other parties dealing with the business. 
[bookmark: _Toc49537786]Extended Stakeholders:
	These include community activists, industry evangelists, and environmental and social activists. 
[bookmark: _Toc49537787]Appropriate Monitoring and Review Techniques
	Appropriate reports would be utilized to measure and record the progress of the proposed solutions against milestones. The following techniques will be utilized in the process of reviewing and monitoring.
· Ensuring that activities are aligned to the strategic objectives and aims of the organization. 
· Ensuring that activities are aligned to the mission, vision, and values of the organization.
· Tracking those activities which require adjustments in the organizational strategy.
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