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1. Introduction

The evolution of problems and issues come along with a group of people. There must not have been any conflicting problem if there was only one person alive on this planet. But due to the fact that problems are the existential evidence of the people therefore the presence of individuals in a place must lead to or generate certain problems (Brown et al. 2020). Same is the case with the workplace of organisations, where there are various issues that come into light due to a number of reasons. However, these issues and problems can be resolved or their adverse consequences may be minimised by adopting some relevant and useful implementation of solutions. In this report, a complex problem of the workplace is considered and analysed in order to make a decision to overcome the after-effects of it. For this regard, the common problem of employee dissatisfaction and unhappy employee-management relation has been considered and analysed.
2. Complex Problem

Unhappy management-labour relations

In today’s world, there are various issues that are encountered in the workplace of any organisation that may lead to serious issues and destructions. One of the most common and experienced issues of the workplace include the unhappy management-labour relations or employee dissatisfaction (Okorie, 2017). This issue of unhappy employee sometimes results in the increase in employee turnover of the organisation but its impact can be destructive and huge most of the time. 

3. Scope of the Problem 

The unhappy management-labour relations or employee dissatisfaction refers to the dejected and unhappy attitude towards the operations and working of the organisation. According to Valogo et al. (n.d.), this problem may arise due to many factors including, lack of recognition of performance, low wages of the employees, lack of career advancement and overwork conditions. The conditions where the needs and wants of the employees are not met lead to the consequences in which employees do not perform with all their energies for better results. The better performance of the organisations is dependent on the satisfaction of the employees and the friendly relation among the management and employee needs and wants.
4. Impact of the Problem 
The unhappy management-labour relations may have some adverse effects on the overall organisation’s image as well as on the performance. The organisation’s growth and progress may suffer due to poor management and unfavourable employee-management relations. A healthy relationship among the employees and the management plays a vital role in formatting a progressive future of the organisation (Mulunda, 2019). The impacts that can be analysed due to the poor employee management relation can lead to a greater turnover, a threat to the organisation’s performance and lower productivity of the employees.
5. Analysed Information on the Identified Problem 
Relating to the above-mentioned problem in the workforce i.e. unhappy management labour relations, many companies have faced it which impacted the conditions very negatively. There are several reasons that come across for the unhappiness and dissatisfaction of employees. According to a research survey that incorporated 1247 UK employees, 56% of the respondents shown that they are not happy at the workplace (Scanlon, 2018). Relating to the results, it was clear that the motivation and positivism were down among the employees that made their survival unhappy and unwanted at the place of their work. The overall UK employees were impacted largely by dissatisfaction, unhappiness, lack of enthusiasm and less recognition. Another recent survey gives evidence about the related problem that the UK comprise of least number of happy employees among the other countries and marked that 24% of the overall respondents are not happy being the employees (Mindspace, 2019). The other finding of the same survey shows that 25% of the UK respondents do not feel that they are valued at their workplace, 23% respondents marked themselves as they do not determine with or feel the engagement in their company (Mindspace, 2019). Several companies use the approach of layoff and downsizing of their workforce which also impact the emotions of employees and they do not feel happy to work in any of the firms in future as well. Some big companies like Cisco Systems, Ford Motor Company and General Motors, etc. adopted downsizing when they encounter challenging and down falling conditions (Wayne). Therefore, it cannot be said that there is some specific reason or cause behind the unhappy relation among employee and management. It evolves with time as well as according to the conditions and circumstances of the organisation.
6. Alternative Solutions 

The poor labour-management relation is a common problem that can be seen in a number of organisations where the employees are likely to be unhappy due to the lack of concerns about their management. This issue can be raised in the result of any minor act that may lead the employee to go against the interest of the organisation or compel his disregard in the form of lesser productivity (Tengblad, 2018). There are many useful ways that can be adopted in order to avoid or overcome the dissatisfaction and unhappy behaviour of the employee. Following are a few relevant solutions that can be helpful in avoiding poor labour-management problems.
6.1. Constant Communication with the Employees

In accordance with Kim, (2018), communication can help in avoiding a lot of problems that employees are likely to face in the normal working hours of the office. It also let the employees know that their thoughts, views and sayings have worth and they are supposed to be a valuable asset of the organisation. 

6.2. Maintain No Favouritism Policy

The key factor that improvises unhappy or dissatisfaction among the employees of any organisation is favouritism, that certain employees or positions are given extra favours in regards to the others. This prevails a sort of dissatisfactory condition in the organisation (Bommer et al. 2019). It is better to avoid giving favours and ensure the maintenance of no favouritism policy that would help the organisation to overcome or refrain from any unavoidable situation. 

6.3. Grant Recognition to Employees 

Another key solution is the appreciation of employees upon better and successful performance. The timely recognition and appreciation urge the employees to boost up their productivity of work and carry out tasks more effectively. Rewards in terms of bonus stipends may lead to a better performance of the employee (Dietz et al. 2020).
6.4. Set Prior Goals and Targets 

It is effective to set goals and prior targets in response to every task that is given to the customers. The set goals and target will motivate the worker to complete his task effectively and timely which will obviously increase the productivity of the employee’s performance. 

6.5. Take Feedback of Employees

In order to keep a track on the views of customers, timely feedbacks are appreciated that will help in knowing the perspective, satisfactions and disregards of the employees. Feedback will help in avoiding any adverse circumstance and will allow the employee to convey and portray their viewpoints and problems to the higher authorities in an organised way (Rao, 2017).

7. Decision-Making Technique

The relevant decision-making technique that can be adopted in this specific scenario is multiple-criteria decision analysis. The multiple-criteria decision analysis is a technique to opt for a certain desirable option among multiple options that are conflicting (Chen, 2018). The steps that are followed in multiple-criteria decision analysis is evaluated in the following figure.

Fig. 7.1. Multiple Criteria Decision Analysis Step

Source: Toolshero (2020).
Considering the essence of workplace problem i.e. the unhappy labour-management relation can be evaluated using this approach. The most desirable and favourable decision can be chosen from a pool of options considering the relevance and benefits that can be portrayed accordingly. Among the above-listed solutions of the problem, the most relevant way is communication and feedback from employees. In order to know the reason behind the unhappy or dissatisfaction of the employees, the higher authority should communicate with the employees. The labour-management adverse relation may arise due to a slight difference in the preceding of any small act so it is effective to communicate with the employee in order to get to know the relevant reasons behind the matter. Moreover, feedback is also suitable since most of the times employees do not like to portray their dissatisfaction when asked or communicated generally. However, timely, task and situation-based feedbacks can help the employees to put forward their contradicting views.
8. Implementation Plan


In order to implement the two solutions i.e. communication and feedback to overcome the problem and consequences of unhappy labour-management relation or employee dissatisfaction, the management should draft plans to schedule a session or seminar in order to communicate to the employees. The management should consider ways to communicate their queries to the employees and ask the employees to portray their views and queries in regards to the problems or issue they are facing in the workplace (Abi Hamid et al. 2018). A proper communication platform and technique, and the idea of feedback can help in understanding the certain factors related to the problems to the employees as well as organisation.

The major companies of UK that are facing or dealing with employee dissatisfaction issue due to any reason should undergo these two approaches to meet the desire friendly relations of employees and management. These two strategies can help in assessing the after effects of the dissatisfaction which may take a shape of great destruction. 

9. Communicate the Plan

After drafting a successful communication and feedback strategies, the related stakeholders i.e. employees and the higher authorities should be informed. In the form of a seminar, management should try to convey its main idea, goals and hurdles that it is currently facing in carrying out some usual task and then the employees should be asked to communicate their queries and problem and give their relevant feedback in accordance with the issues that bother them. The provision of a platform to communicate the issues and problems will be helpful for both the management and the employees to avoid the unhappy and dissatisfactory attitudes among both the parties. 
This strategy has been adopted by the UK branch of multinational firm, AXA, in order to cater the uneasiness of employees due the sudden change in the business structure of company (Duncan, 2017). The employees of the firm were dissatisfied and uneasy with the alteration in the structure so as a solution to the problem, the company organised a seminar consisting of games, participation and healthy communication that helped in strengthening the employee management relations and helped in avoiding the adverse effects of uneasiness of the employees. Another British telecommunication organisation used to arrange a monthly seminar in which the employees and overall staff get the chance to listen to DJ which helps in better relations of the staff among each other (Duncan, 2017).
10. Monitoring and Review of the Solution 


The unhappy labour-management relation can be analysed successfully after the implementation of above-mentioned solutions that will obviously impact the organisation positively. The implementation of the solutions can be monitored and reviewed by the management easily since there is no complexity in analysing the implementation of communications and feedback approach (Rama-Maneiro et al. 2020). Practically, the changes in the behaviour and the performance of employees speak a lot when they are being satisfied with the management and the staff. Therefore, there is no hurdles in monitoring the situation relating to the chosen workplace problem.  
11. Conclusion

Conclusively, it is right to say that problems and hurdles are the main component for the existence of an organisation. Organisations face a lot of hurdles in achieving certain goals that are the evidence of growth and progress. Relating to this, problems have solutions that can overcome or minimise the impact of consequences. The decision-making techniques and strategies hence are important in choosing and implementing the right and most relevant solution that can help in minimising the after-effects of the situation.
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