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[bookmark: _Toc58334932]Introduction
The lack of employee engagement and job satisfaction can lead to low productivity of the organisation. The present report highlights the scope and impact of issue generated because of the problem of job Dissatisfaction at the workplace. The problem is faced by the employee who is presently working as a cleaner in the massage centre and want to reach the organisational position of Therapist. The report applies the problem solving technique as defined by McKinsey to analyse probable solutions. The plan for implementing the solution include monitoring techniques and review process to prevent the deviation from the plan under the proposed solution.
[bookmark: _Toc58334933]Defining the workplace problem of job Dissatisfaction
Job dissatisfaction faced by employee at the workforce does not only highlights the absence of employee engagement, but also underlines the incapability of the organisation in activating the hidden potential within employees. The employee, who is dissatisfied with the job profile and responsibilities as a cleaner in the massage and therapy process is confident of the fact that the person has enough potential to perform well at the position of therapist. As per the opinion of Bayona et al. (2020), employees having similar knowledge level regarding any job profile are more likely to perform better in a group. In this respect, the understanding of the Job Fit theory highlights the importance of the congruence between the skills of the person and the adaptability of the person to adjust within the organisation. However, the lack of certification for the required skills and knowledge, along with the absence of practical experience is creating obstructions for the person to attend the desired position. On the contrary, the awareness of the capacity and techniques required for the position of therapist is well known to the person is making the employee more dissatisfied to work at an underrated position.
[bookmark: _Toc58334934]Scope and Impact of the problem at workplace
The existence of job dissatisfaction contracts the scope of high-performance work level in an organisation. If the employees are less engaged with the job responsibilities, the organisation cannot expect high moral values associated with the job. Especially, the organisation named Spa Devotion is dependent on the high standards of services to satisfy the consumers (Misra and Srivastava, 2018). Thus, it is highly expected by the management to devote the complete concentration and modesty to treat the consumers well. The lack of job satisfaction displayed by the employee can lose on the work-life balance to further demotivate the employee. If the employee understands that he or she is capable of doing something more significant, the person will feel demotivated to work under the present job role. This will impact negatively on the overall organisational performance by reducing productivity and goodwill of services.
[bookmark: _Toc58334935]Analysing information on the problem 
As a process of organisational communication, the dissatisfied employee has followed the organisational protocol to inform to the team supervisor about the issue. The employee has also submitted written application to the organisational management regarding the issue of dissatisfaction to make them aware of the situation. The management has raised the problem with the human resource department of the organisation to arrange an appropriate atmosphere for discussing the issue in an elaborate and critical manner to find out solutions (As influenced by Kyllonen, 2018). The organisation has communicated with the employee to inform them about the organisational process as per the protocols of the human resource department. In the written response by the employee, the person has also informed about the desire to take up additional training required for achieving the required skills and knowledge for developing the credibility as a therapist. The immediate supervisor has also informed the management regarding the ongoing issues with the particular employees. The supervisor has mentioned, frequent late-marks and absences by citing personal reasons, which is affecting the overall performances of the clinic. Thus, the information search on the ongoing plan highlights the following issues:
· Employee dissatisfaction
· Incomplete organisational communication
· Employee desire to be posted in higher position
· Lack of proper skills of the employee to work in a higher position
· Absence of workplace motivation by the supervisor
[bookmark: _Toc58334936]Proposing alternative solutions
The 2 years long experience as a cleaner in the massage clinic named Spa Devotion by the employee has made the person as a trained asset to the organisation. The person has also gone through the programme of initial employee training to know about the required process and standards to be followed in different sessions of massage therapies. From the last one and a half years, the employee has duly followed the organisational requirements and service standards as an assistant and cleaner of the massage therapies. However, the present situation of working as a cleaner is not motivating the person enough to carry on with the position. On the contrary, the organisation is not willing to leave the employee behind from the present workforce as the organisation has invested significant training and development resources. Thus, alternative solution is to assist the employee to take up some new responsibilities that are different than the present responsibilities. The organisation can also offer the employee to carry on with the job of the cleaner for some more months, during this period, the person can invest the spare time to get trained about required skills to be a therapist.
[bookmark: _Toc58334937]Using McKinsey approach of problem solving for solutions
As per the approach proposed by McKinsey problem solving method, the skill of solving a workplace problem within a relative time-period and with appropriate and practically workable solution that give competitive edge. This is not only required for the employees to succeed in the job profile, but is also required for the management of an organisation to resolve the issues and problems faced in the workforce or in the operational process to have competitive advantage over the competitors (). The McKinsey problem solving approach focuses on eight steps to critically identify, analyse and resolve the problem at workplace, which are applied in the present situation of employee dissatisfaction:
1. Attending the first communication to understand the problem
The human resource department at the organisation has arranged a meeting with employee to find out the core reasons and issues of dissatisfaction (Elmahroug et al. 2016). The objective would be to define the key issue, which will require the management to consider the communicated issues by both the employee and the supervisor. 
2. Applying intuition along with factual information
Apart from the analysis of the available information, the manager has to use own intuition and experiences as an executive to define the demotivating factors.
3. Conducting the relevant research on the problem
Relevant research to gather more important information regarding the employee dissatisfaction issue includes, review of past performance and analysis of present employee skills and resources.
4. Understanding and expressing problem beyond the information
In this stage the management has to understand or interpret the data in the relevant context. It is the process of connecting the dots to formulate exact picture of the causes and effect that has led to the issue (Chia, 2019). 
5. Pre-Wiring
The role of stakeholders in resolving workplace issues is crucial as no plan for resolving employee issues can be placed without the congruence of others such as employees, management the organisational authority. This stage is required for minimising the communication gap between the groups of stakeholders to expect an agreement among them.
6. Drawing the conclusion
This stage will include the presentation to resolve issue of organisational dissatisfaction. The stage will make use of logical reasoning to opt out solutions that are not practical and relevant with the situation. 
7. Targeting to hit singles
The management has to understand that it is not possible to achieve all the goals of problem solving such as counselling, skill development and employee motivation. Rather than targeting all of these at once, the management has to select one task based on priority.
8. Maintaining the time required to minimum
Time is a crucial factor as the management trying to resolve a situational issue. The solution has to on-time to make the implementation relevant to maintain level of organisational performance (Conn and McLean, 2020).
[bookmark: _Toc58334938]Plan for implementing solutions
The following table present the plan required for implementation of solution to resolve the issue of employee dissatisfaction:
	Stages
	Significance
	Timeline

	Comprehensive communication to understand employee perspectives
	Understanding the situation of dissatisfaction beyond the recorded data under organisational protocols
	10 days

	To judge the employee skill gaps and management capability
	To define the capability of the employee and to understand the capacity of the management to help the employee regarding skill development
	1 week

	Suggesting meaningful solution to apply 
	Suggesting the on-job training to be a Therapist within a period of 3 months, during which the employee is to stay active in present designation as a cleaner.
	3 weeks

	Convincing the stakeholders
	Arranging the organisational resources required for additional training and defining the motivational factors in line with career development plan for all newly recruited people.
	4 months


Table 1: Plan for resolving issue of employee dissatisfaction
(Source: As influenced by Misra and Srivastava, 2018)
[bookmark: _Toc58334939]Communicating plan to stakeholders
The plan for resolving employee dissatisfaction must be incorporated to remaining stakeholders as part of organisational policy. This will make is easier to apply the same career development model as a standard model to other newly recruited people, who will join the organisation eventually. This is also required to gather required financial and management resources that will be required for executing the proposed plan.
[bookmark: _Toc58334940]Plan monitoring and review techniques for successful implementation of plan
The monitoring and review techniques of plan will apply the process of continuous evaluation on the part of the management to track the development of skill sets and management communication. The plan will be executed as per 3 KPIs that would be mandatory to achieve for the management, such as: 1. weekly reporting on the plan progress, 2. reporting the skill development of employee and 3. Tracking the meaningful use of organisational resources. 
The review process for the execution of plan will include the regular communication with stakeholders. The dissatisfied employee has to understand the implication of the plan execution. The employee has to make sure that the execution of this plan is going to fulfil the targets of career development. The organisation also need to ensure that the company is being able to keep the employee in the organisation for a longer period. This will require the monitoring and implementation of employee motivation programme by the supervisor. The organisation also has to observe similar issues among other employees in the workforce. This will enable the consideration of similar employee engagement framework for identical issues. The management has to record the impact of the plan in the overall organisational productivity to measure the benefits of such plans.
[bookmark: _Toc58334941]Conclusion
The above report has presented the organisational issue of employee dissatisfaction in the context of problem solving scenario. The report highlights the available information regarding the job responsibilities and primary reasons of employee dissatisfaction to provide practical solutions. The report mentions the ways to be adopted by the management and human resource department to support the career development ways as highlighted on the problem solving plan. The use of McKinsey’s problem solving approach has provided the opportunity to analyse the problem with background information that can assess the employee capacity to reach the desired level of job profile. The plan highlights the organisational capacity to train an employee for developing desired skills to achieve a higher organisational position. Additionally, the monitoring and review process of the plan ensure that the organisation will be capable to apply the model solution in similar situation of employee dissatisfaction in future.
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