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[bookmark: _Toc67677699]Introduction
There are various problems that organisation faces while managing the workforce. The report also includes the impact and nature of the complex issues on the overall organisational performance. The report includes a detailed cause and effect assessment of the complex issues. A Pestle evaluation of the factors of macro-environment that contributes to the complex problem is assessed in the report. The report in the second segment includes a complex workplace problem, including its impact and scope. The report also sheds light on the range of alternative solutions to the issue. The report also includes a plan for implementing the solution. 

[bookmark: _Toc67677702]Task 2
[bookmark: _Toc67677703]A complex problem in the workplace, including its scope and impact
The major problem that persists at the place of work in the UK is the job satisfaction, and mainly it is due to the workers feeling they are not being paid enough or they have to work hard for the wages they receive, and that is what most likely makes them unhappy in their job role. With the expenses and bills are constantly on an inclining scale, it is of no surprise the employees are stressing about whether or not they can pay for such an expensive lifestyle, mainly when they are receiving lower salaries (Hiteva and Watson, 2019).
 A lack of opportunities to progress and to come to the saturation point of promotion often leads to dissatisfaction amongst the employees. The employees in such an organisation start to feel that they are bound to one role, and this makes the employees dissatisfied. The lack of progression in many of the jobs, like in the retail sector, has to lead to a crash in productivity and motivation level of the employee. If a worker feels the assigned work to them lacks any meaning, or they feel that the workload is being monotonous for them, then they are bound to feel bored at one point. Work that lacks any direction or meaning leaves nothing to the employee to be motivated by and offers no chance to strive towards maximum efficiency. 
[bookmark: _Toc67677704]Analysis of the information on the identified problem
One of the major causes perhaps of job dissatisfaction amongst the workers is poor management which leads to dissatisfaction of job. This is at times caused by poor management and leader that do not have appropriate leadership skills (Von Krogh, 2018). Workers that feel they don't attain sufficient work feedback during the work or when they are dictated is likely to lead to a lack of knowledge and feeling of being disheartened in how they can efficiently enhance their work. At time managers mainly emphasise the outcomes, and that leads to workforce dissatisfaction which ultimately neglects the desire of the employees to be motivated, driven and inspired. 
There is a reason that working flexibly has become one of the most importantly requested benefits of the employee. When a worker is free to choose their own hours to work, they can attain a healthier balance in work-life and maximise result by working at the time of the day when they are most productive (Inegbedion et.al, 2020). It shows the instilled responsibility and trust within the structure of the organisation and its groups. 
[bookmark: _Toc67677705]Alternative solutions to the problem
The organisation's culture is impacted by leadership behaviours. The workers demand respect, treatment and empathise with each other. The senior-level leaders are required to set an example of such behaviour by outlining respect to each person while holding individuals accountable for not doing the same. Respect can be highlighted through internal policies and professional communication that honours the workers. For instance, if the company is forced to make some complex transformation that influences the job of the worker, those alterations must be communicated in a way that is sensitive to honour the workers who may be influenced by the alteration in the organisation. The management of senior level is required to develop and maintain trust with the workers at different levels (Merendino et.al, 2018). Employees are required to be able to have faith and trust who have been working under above them as the authority. 
The key factor in trust is often communication. The workers can handle bad news when it is communicated to them. What the workers do not like is the perception as perceptions are usually secrets; hence communication is essential (Ravalier, 2019). Clear communication at times aims to explain why a bad decision can assist in reducing trust-related issues. 
[bookmark: _Toc67677706]Decision-making technique to evaluate a range of solutions to identify the most appropriate option
One of the major responsibilities of a leader or manager is to get the tasks done with the help of others which includes leveraging processes of the organisation to produce results and attain goals and objectives. The process of decision making can be used by the organisation to its advantage. The manager is required to take a process-oriented approach to evaluate what factors make the employees satisfied and what not. While taking the approach, the manager is required to keep in mind what are the driving forces behind employee satisfaction. For instance, the solutions to make the employee can range from involving the employees in the process of decision making to provide them with more options to show creativity and skills (Moore, 2017). 
While engaging the employees in decision making and making them a part of the process, the employer can assess what the qualities and skills the worker possess and what they must keep as a strategy for employee satisfaction are. 
[bookmark: _Toc67677707]Develop a plan for implementing the solution
The plan involves multiple stages, and the first stage will be to take a process-oriented approach while choosing the process of decision making is the first act where the issues must be framed at hand which are aligned to issues in hand to make sure the right questions are being put up, and everyone is in agreement what needs to be decided. The team is built from there, and the group dynamics are needed to manage to analyse the problem related to job satisfaction in order to create a solution that is viable. By following a multi-step process, structured the organisation can attain the needed results (Owen et.al, 2019). 
The process will be incomplete without the employees as the decision making cannot be done in a vacuum in such a case. The involvement of members of the team in the process to bring different viewpoints into the conversation can lead to stimulation to creative solving of the issues (Qudah et.al, 2019). There are different research that exhibits decision making is highly impacted because it pools collective knowledge of the individuals and their experience, leading to solutions that are more innovative and assist in overcoming and surfacing hidden group bias which exists in the group. 
[bookmark: _Toc67677708]Communicate the plan to stakeholders
The key stakeholders of the organisation in such a situation will be the employees, management and board of directors. These stakeholders will be informed about the issue that persists related to job satisfaction amongst the employees. Then there will be appropriate brainstorming by the management and the board about how the employees can be made satisfied and retained for a long. Then at the end, a plan will be prepared. The communication of the suggested solution must be done to the interested stakeholders through appropriate modes of communication. The plan will be communicated to the stakeholders once it is framed (Pan et.al, 2019).
The employees being the key stakeholders will be given a specified set of the plan on how the employee engagement and satisfaction will be enhanced in the organisation and what additional efforts the organisation is going to put in to make the workers much more satisfied than previously. The organisation will be able to efficiently perform if the organisation communicates the plan to stakeholders. Stakeholder communication is crucial for the organisation, and the organisation must provide a brief plan to key stakeholders. The stakeholders must be communicated about the progress of the activities in the prepared plan. 
[bookmark: _Toc67677709]Assess appropriate monitoring and review techniques
In order to assess ensure the successful execution of the solution; the organisations can make use of SMART objectives. The smart objectives include specificity. The specific goals will be defined in a clear and unambiguous manner. The specific goals will be first assessed if the employees are satisfied in their job role or still are dissatisfied. The second objective, which is measurable and the measurable criteria, will be weighed with particular criteria that measure the progress towards goal accomplishment related to job satisfaction (Proctor, 2018). The achievable criteria will be assessed on the basis of attainable goals like job satisfaction in the employees. 
The realistic goals must be realistic in reach and relevant to job satisfaction. Job satisfaction must have realistic goals while planning for goals of job satisfaction. The realistic goals involve making the employees feel utmost satisfied, and they are retained for long in the organisation. The time-based objectives will be assessed on the basis of timely achievement of goals in the satisfaction of job role amongst the employees the SMART objectives assessment is the best way to assess job dissatisfaction and implementation of the plan. 

[bookmark: _Toc67677710]Conclusion
There are different obstacles that the company faces while workforce management and retaining them in the organisation. The report shed light on the nature and impact of the complex issues on the overall performance of the organisation. The report also included a detailed assessment of the cause and effect of complex issues. An evaluation of Pestle factors of the outer environment that contributes to the complex issue of job satisfaction is highlighted in the report. The report also included the complex issue of job dissatisfaction in the workplace and what is its major impact. The report involved suggestions for various alternate issues. 
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