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[bookmark: _Toc60857228]Introduction
This report is based on the article “More than half of UK workers want to find a new job, survey finds” found in the Independent electronic newspaper (Chapman, 2020). Occupational stress has become subject of great interest over the last decade. The objective of this report is to identify the main problem and to discover new solutions, using techniques for problem-solving and implementing the decision-making.
[bookmark: _Toc60857229]Problem Solving
[bookmark: _Hlk60670600]In our world all the time some employees are unhappy about their jobs for different reasons. Some of them are leaving and finding a better job, but some of them continue working dissatisfied. “An organisation that is operating well will have fundamentally happy, motivated employees and an atmosphere of respect” (Wordwide Learning Limited, 2009, p.28). There exist many risks for organizations with unhappy employees: lack of motivation, spreading of the negative environment to other departments, poor quality of service, numerous violations of the rules and policy, customer dissatisfaction and a decline in business profits. According to the statistics from the article, more than half of workers want to leave their job. It means that more than half of UK organizations are in the risk. And if to take globally, the whole economy will suffer because of this situation. All the aspects explained above show us the importance of this situation. 
[bookmark: _Toc60857230]Fishbone diagram
The first step is identifying the main problem and making a root causes analysis. There are many tools to identify it but, in this report, the Fishbone diagram is used. It was created by Kaoru Ishikawa from Japan. The fishbone diagram is applied to identify and arrange by hierarchy the potential problem causes. The head of the fish represents the main problem. Each branch of his body is dedicated to one category of potential causes. And a stem coming out of the related branch is a potential main cause (Horev, 2008, p.219). In the Fishbone created for the case study (Figure 1) the head is – unhappy employees. After a brainstorming several potential causes were identified:
· Unvalued employees in the segment of management. 
When employees are or perceive themselves undervalued or unvalued the productivity falls, nonattendance and labour turnover rise (Pettinger, 1998). 
· [bookmark: _Hlk60764168]Missing of a friendly environment in the segment at the workplace. 
People are social by nature. We have a biological need to feel connected to other people. Many organisations discourage friendship in the workplace, but this is a big aberration. The studies have shown that one of the most important factors for the well-being of employees is having a high-quality and close relationships. Also, this relationship is closely connected with performance at the job (Cabrera, 2018).
[image: ]
Figure 1: Fishbone Diagram
[bookmark: _Toc60857231]Solutions and Decision-Making Techniques.
Second step is coming up with alternative solutions of the root causes of the main problem. At this stage of seeing alternative solutions, it is important to take into account a PESTLE and PMI Analysis. They are two useful techniques in choosing the best solution and in final decision making.
[bookmark: _Toc60857232]PESTLE and PMI Analysis
The PESTLE Analysis is an effective way of analyzing the external factors that can:
- influence the implementation of alternative solutions of the problem; 
- identify the opportunities that organizations can have in an external environment 
(Wordwide Learning Limited, 2009). PESTLE “is an acronym for the Political, Economic, Social-cultural, Technological, Legislative and Ecological aspects of the wider environment” (Allen, 2001, p.54).
[image: ]
Picture 1: PESTLE Analysis
The PMI Analysis is a forceful thinking tool created by Edward de Bono. This tool is used to give a more complete exploration of the alternative solution. The PMI is an acronym for the Plus -positive points, Minus -negative points, Interesting -neutral points (Zelinski, 1990). 
Unvalued employees.
[bookmark: _Hlk60680872]1. Low salaries represent low value for many employees. People go for a low-paid job just because they need to. When something better comes, they change the job (Pettinger, 1998). From the one side, the solution of this problem can be a raise of the salary. From the other side, overpayment does not make a boring work more attractive. Increasing the salaries is a benefit for the short term. After a while employees return to the previous attitude toward their job and levels of activities (Pettinger, 1998). Also, according to the government rules the minimum salary in UK 2020 for those aged 25 is £8.72 an hour, for those under 25 is £8.20 an hour, £6.45 for under 21-year-olds and £4.55 for under 18s (Government Digital Service, 2020). Here is nothing to do because the salary rate is regulated by legislation. Organizations can raise salaries on its own initiative based on their financial situation.
	[bookmark: _Hlk60684648]Plus
	Minus
	Interesting

	People will be happier (+10)
Staff turnover will reduce (+8)
People will feel valued (+10)
	Big money expenses (-10)
Benefit for short term (-9)
More taxes to government (-7)
	Risk going bankrupt (-10)


	Result: +10+8+10-10-9-7-10= -8 Negative.


[bookmark: _Hlk60755635]2. “Appreciation can go a long way in improving engagement, productivity, and happiness among employees…Say “thank you”…make eye contact, smile, and say “hello”” (Cabrera, 2018, p.48). One more solution to employees to feel valued is to make a training for the management personnel on relations with subordinates. As an alternative, a meeting between the head of the organization and the management personnel can be helpful in these circumstances. The meeting can be dedicated to the importance of the praise, constructive critic, eye contact, words of gratitude and et.al
	[bookmark: _Hlk60685533]Plus
	Minus
	Interesting

	People will feel valued (+10)
Cheap to implement (+8)
Friendly environment (+9)
	Time for implementing (-4)
Some expenses to invite professionals for training (-5)

	Staff turnover will reduce (+8)
Customer service will be better (+8)
Maybe will be necessary few trainings (-5)

	Result: +10+8+9-4-5+8+8-5=+29 Positive.



3. Benefits is one more tool to make employees feel valued. Nowadays employers understand that benefits provided are influencing the term of collaboration with the employees. Over the past few decades, benefits have become more important and diversified. Thus, employee benefits are essential components of a well-functioning compensation program. Benefits are given to workers despite their efficiency level. There is data that a lack of satisfactory benefits for workers can come up with workers turnover, absence from work and employ discontent (DeCenzo and Holoviak, 1990).  A survey from the UK workplace conducted by Aviva found the 10 benefits that people want most (Picture 2). Top 3 are:
- 22-35 days of paid annual leave;
- pension scheme;
-flexible work hours including working from home.
[image: ]
Picture 2: Aviva, 2019.
According to the same survey 42% of organization struggle to offer competitive benefits for their employees. The main reason is that the cost to implement employee benefits is too high for them.
[image: ]
Picture 3: Aviva, 2019
In reviewing the solution about benefits will be essential to take into consideration the situation with COVID-19 and Brexit. These aspects influence the financial situation in organizations not in a positive way.
	[bookmark: _Hlk60770168]Plus
	Minus
	Interesting

	People will feel valued (+10)
More attractive to other employees (+3)
Staff turnover will reduce (+8)
	High cost of implementation  (-10)
Takes a lot of time to implement (-8)
	Maybe not enough staff to implement (-5)

	Result: +10+3+8-10-8-5=-2 Negative



Missing of a friendly environment.
1. Friendly environment at the workplace makes employees’ performance higher and communication more effective. Fun environment is one of the tools, which promotes relaxation, trust, honesty and open discussions between the colleagues (Chignell, 2018). It is essential to take in consideration that fun environment can reduce the stress connected with COVID-19. Some steps to make work more fun:
- creating a games area;
- creating some fun competitions;
- going out together on a regular base (this point in situation with COVID-19 is hard to implement because of the government restrictions, but is useful for future);
- decorating of the workplace according to the style of organization and the same time that makes employees to enjoy being on the workplace;
- et.al
	[bookmark: _Hlk60774719]Plus
	Minus
	Interesting

	People will feel less stressed (+7)
Staff turnover will reduce (+8)
Better customer service (+9)
	High cost of implementation  (-8)

	Maybe not enough staff to implement (-4)
Positive environment (+8)
Balance between fun and seriousness can be lost (-4)

	Result: +7+8+9-8-4+8-4= +16 Positive 



[bookmark: _Hlk60835768][bookmark: _Hlk60835782]2. According to Oxford Learner’s Dictionaries gossip is “informal talk or stories about other people’s private lives that may be unkind or not true” (Oxford University Press, 2020). “Gossip is one of the most divisive undercurrents pervading the smooth running of an organization as it allows for the unnecessary dispersion of negative innuendo for the pleasure of a few, and to the detriment of many” (Isom II, 2014, chapter 2). One of the solutions to make the environment more enjoyable and friendly is to counteract backbiting. Maybe for someone, it sounds impossible. Psychotherapist Glenn D. Rolfsen at TEDxOslo conference talked about “how to start changing an unhealthy work environment” (2016) and presented a technique called Gossip 2016. It is an easy technique, easy in implementing, cheap and it allows the company to counteract the gossip, also noun as backbiting.  
	Plus
	Minus
	Interesting

	Sick leave will reduce (+5)
Staff turnover will reduce (+8)
Cheap in implementation (+8)
	Expenses on the frame and paper (-4)
Every week meeting with the staff (-5)
	Better customer service (+9)
Productivity will increase (+9)


	Result: +5+8+8-4-5+9+9= +31 Positive 



As we can see by the obtained results from PMI Analysis (highest score - Result: +31) one of the best solution to resolve the problem of unhappy employees is to apply in organization the technique Gossip 2016. 
[bookmark: _Toc60857233]Plan for Implementing
The plan implementation leads to changes designed to help solve a problem and develop the company’s goals. In the presentation at TEDxOslo, Glenn D. Rolfsen presents the implementation plan of Gossip 2016. The big plus of this plan is spreading the important information to everyone from the company. If the organization is big then changes should start from Top to Down, from managers, supervisors to subordinates. Steps for implementing the plan are:
1. to assemble a group;
2. to ask if they believe that gossips occur at the workplace;
3. to define what gossip is and to explain a triple-filter test (story about Socrat);
4. to ask one more question if they would like to work in the workplace without gossips. Usually, the answer is positive;
5. to take a Flipboard with capitalizing “Gossip 2016” and ask the group if they would like to join the 6-month project: “No backbiting Takes Place Here”. Those who accept the plan have to sign a kind of contract;
6. to put the sheet with signatures in a frame and glass and put it on the wall
[bookmark: _Hlk60837702](TEDxOslo, 2016).
[bookmark: _Toc60857234]ADKAR
Usually, any changes in organizations meet resistance from workers. One of the best methods to decrease this resistance is implementing ADKAR Model (Picture 4). It was developed by Prosci and first time published in 1998. ADKAR focuses on outcomes and individual transformation rather than objectives and process. Its results orientation makes it easy to tolerate and adapt any changes in the culture and structure of the organization (Smith, Skinner and Read, 2020).
[image: ]
Picture 4: Hiatt, 2006, p.2
[bookmark: _Toc60857235]Success implementation.
To resolve the problem with unhappy employees, it is important to monitor the plan implementation. Without control, the plan will not have success for the organization. Each plan needs a congruent system of monitoring (control). It may be feedback control, system control, organizational control and et.al It depends on the goal we want to achieve. In our situation, we want to resolve the problem of unhappy employees by creating a more friendly environment. This result we want to achieve by including the Gossip 2016 project in the workplace. To be aware of the implementation process the following steps could be done:
1. During 6 months make the meetings with the groups every week. On meetings to ask how is going Gossip 2016;
2. Every month managers should:
-  monitor the statistics about the volume of sick leave and absenteeism
-  make some statistics about productivity and procrastination
3. Create a survey for employees to receive the feedback about their level of satisfaction at the workplace. Provide the survey to workers before, during and after plan implementation.
[bookmark: _Toc60857236]Conclusion
Today the unhappy and dissatisfied employees constitute a big problem in the UK. “Gossip 2016” project is one of the best solutions to resolve this problem. It is cheap and easy in implementation. It gives good results, such as minimizing and reducing the procrastination and absenteeism, productivity growth. “Gossip 2016” can make employees happier, more satisfied and motivated.
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