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[bookmark: _Toc46175858]Introduction
The complexity of the problems gives birth to the confusion regarding the cause and identification of the issues. In this report, the complex problems of the employees of UK organisations and their solutions will be addressed.
[bookmark: _Toc46175859]Definition, nature, scope, and impact of the complex workplace problem of organisations
The complex problems refer to the issues that are hard for organisations to understand and resolve. In the proposed case study, the complex problem is related to the workplace and job dissatisfaction of the UK employees due to the long-time culture, unpaid works along over-time, job uncertainty due to economic downfall, and financial difficulties for the last three years. Therefore, this complex problem is the financial crisis by its nature. These complex problems consist of the scope regarding the identification of the origins and possible solutions through which the developing workplace problems of the UK organisational employees can be reduced (Hagemann and Kluge, 2017). Even the scope also includes the understanding of the changing scenario of the UK workplace culture and environment especially from the perspective of the financial satisfaction level of the employees.
The complex problems have a direct impact on both the individuals and the organisational performances. The growing nature of the complex problems in the UK workplace strongly dissatisfies the majority of the workers based on their working schedule, payment, and job uncertainty. However as it is complex by its nature, there are still few employees who do not agree with the existence and worse impact of these problems. The lack of variety and interesting elements in the job de-motivates the majority of UK employees. Due to this, the quality of outcome by the organisations has also been reduced.
[bookmark: _Toc46175860]Cause-and-effect analysis of the complex problem
The cause-and-effect analysis of the complex problems in the UK workplace environment can be elaborated through the Fishbone Diagrams which consists of four steps, such as, the identification of the problem, the major factors included to the problem, identification of the possible reasons of the problems and analysis of the entire diagram (Coccia, 2018).
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Figure 1: Fishbone Diagrams of cause-and-effect analysis
(Source: Coccia, 2018)


Identification of the problem:
The complex problem as identified is the case study is the increasing dissatisfaction of the UK employees due to their job and work-life balance. Eventually, the UK ranks the 7th among all other European countries based on the employee dissatisfaction.
Major factors included in the problem:
In this complex problem, there are several factors involved, such as working hours, payment, changes in economic condition, job quality, and financial status. These factors have given birth to the work-related complex problems among UK employees.
Possible reasons for the problems:
The possible reasons for the complex problems include the origins of the discussed problems. Regarding the case of working hours, it has been identified that the employees in the UK organisations have been distressed by the long-hour culture. However, they are not paid according to their services and hard-work. The unpaid status for a long time creates a complex problem. The perception of the workers regarding the economic downfall of the organisations is another source of these issues. The majority of the employees also think it as a reason for the decline of their job quality. Job uncertainty and insecurity have also arrived due to the financial difficulty of the workplace.
Analysis of the diagram:

Figure 2: Analysis of the Fishbone Diagram
(Source: Self-created)
[bookmark: _Toc46175861]PESTLE analysis of the macro-environmental factors contributing to the complex problem
	Political factors
	The stable political factors of the UK are helpful to resolve the complex problems in UK organisations. The employee-related laws of the UK government, such as the principles of Employment Rights Act 1996 and Agency Workers Regulations 2010 ensure the security and rights of the employees against the unfair treatment of the management (Ceil, 2020).

	Economic factors
	UK exhibits growth in the GDP rate that refers to the scope of the UK companies to flourish economically. Therefore, they have the opportunity to increase their productivity and revenue to ensure the timely payment of their employee.

	Social factors
	UK society consists of a large number of potential customers of different brands and products. Their increasing demand for innovative and new types of products is a positive force for companies to provide new and interesting job roles for solving complex problems.

	Technological factors
	The technologically UK stands in the front row and thereby the implementation of new and updated technological applications can provide relief to the employees from their tiresome working duties (Lin, 2018).

	Legal factors
	The legal support of the UK government is helpful for companies to freely operate their activities and maintain their employees.

	Environmental factors
	The UK environmental acts are quite strong for the companies. It is, therefore, necessary for the organisations to ensure that they will not commit any violation of the ecology while doing their business for avoiding complex problems.



Table 1: PESTLE analysis of the macro-environmental factors contributing to the complex problem
(Source: Ceil, 2020)
[bookmark: _Toc46175862]Range of the alternative solutions to the problem
To solve the complex problems mentioned in the given case study, some fruitful alternatives can be proposed. One of those is to give stress on the essentials to gain an effective solution. According to Dörner and Funke (2017), if the management of the UK business organisations can learn the process through which they can reduce the stress of the employees, increase revenue to pay them satisfactorily and make their tasks interesting, they can resolve the problem. Productive employee training and incorporating variation in job roles can be a good process of this. As per the second alternative, the development of transparent communication can mitigate or eliminate the growing complex problems in UK organisations. Through this, the issues and opinions of the employees regarding their job experiences and dissatisfaction can be understood and necessary strategies can be implemented. However, communication should be indiscriminative and fair for all. On the other hand, offering attractive incentives and commissions to the employees based on their performance appraisal is also a strategic alternative to resolve the complex problems.
[bookmark: _Toc46175863]Identification of the most appropriate solution
Among the proposed alternatives, the first one which is to train the employees on the product direction and implanting changes in job roles can be the most appropriate as per the given scenario of the UK organisational context. It can be stated that the productive employee training enables to increase the functional efficiency of the employees. It helps an employee to improve their own skills and competencies through rectifying the errors and drawbacks. As a result, he or she can serve the organisation in an improved way. This is followed by an increase of the organisational revenue. Therefore, it can provide the organisations with the capacity to pay their employees on time that makes them feel satisfied. Similarly, planning for implementing variation in the job role of the employees strongly enables them to grow interested among the employees for performing in a better way (Noe and Kodwani, 2018). For example, if the productive employee training can be designed in a way to train each of the employees related and beyond their current job role, they will feel enthusiastic to learn a new thing and this job variation can uplift their interest. Therefore through this alternative process, the complex problems can be resolved in UK organisations. 
[bookmark: _Toc46175864]Implementation plan of the solution
The selected solution plan for productive employee training and incorporating job variation can be implemented through designing a strategic plan. This plan consists of four consecutive stages, such as the setting of the goals, setting the right time duration for the training; get the employees engaged to the training, and finally tracking the result of the training.

Figure 3: Implementation plan of the training solution
(Source: Self-created)
Goal setting:
At the initiation stage of the implementation of the plan, the goal is needed to be set. The measurable and clearly defined goals of the training are effective to make the employees engaged in the program. For this particular employee training, the goals will be as follow:
· To increase the production efficiency of the employees
· To make them learn different types of job roles
· To enrich the ability of the employees to work fast maintaining the least error
Time setting:
The necessary time for the training will be set as 1 month to avoid the misuse and wastage of time.
Employee engagement:
To engage the employees in the training, it is necessary first to make them believe that this training will be beneficial for them to come out of the issues they are facing right now (Hanaysha, 2016). Even the execution of the fact that the outcomes of the training will meet their needs and expectations is also effective to engage then with enthusiasm. For this specific training, scenario-based training is necessary to meet the targets.
Result tracking:
To evaluate the effectiveness of the training program, it is extremely necessary to track the ultimate benefit the organisation gains from it. If the outcomes of the training meet the training goals, it can be stated that the result is effective for the fulfilment of the purpose. Through the measurement of the productivity capacity enrichment of the employees and developing the ability to perform different job roles with less time, the effectiveness of the training can be tracked.
[bookmark: _Toc46175865]Communication of the plan to stakeholders
In the execution of the training plans, it is the primary need to point the stakeholders out and develop fruitful communication with them. For the given case scenario, the employees of different UK organisations are the stakeholders and therefore a direct communication is required to successfully execute the plan. Regarding the development of this communication, at first, the reason, type, process, place, and time of the training program should be informed to the employees to achieve their trust. The strategic plan of the training is needed to present among the target employees in several ways to notice their interest level. Teunissen et al. (2017) have mentioned that the employees can be best impressed by the purpose and possible outcomes of the training by presenting a creative plan at the initial stage. Regarding communication, the message of organisational management should also be clear and relevant. Communicating with understandable and simple language using definite terms is helpful to enhance the standard of communication. It is also extremely necessary to create a flexible and two-directional communication through which the employees along with the organisational management can speak freely to convey their opinions. Through receiving suggestions from the workforce is not only helpful to satisfy them but also is effective to enrich the strategies of the training.
[bookmark: _Toc46175866]The accession of the appropriate monitoring and review techniques for ensuring the successful implementation of the solution
Regarding the given complex problem based on the UK business organisations and employees, the successful implementation of the training program as a solution can be measured through effective monitoring and review techniques. This scenario is based on the dissatisfaction of the UK employees regarding their long-hour duties, uncertain payments, reduction of job quality as well as their interest to do their jobs. Therefore, the monitoring and review of the training will focus on the development status of employee productivity, increase of their interest in different job roles, and the enhancement of the organisation to pay them at the correct time.
As per the monitoring and review technique, the first strategy is the regular and planned monitoring of the progress of employee performance. Through successful monitoring, necessary information can be collected on whether the training strategies are effective to meet the goals or not. This technique also involves the obtaining of necessary suggestion and advice from the experts regarding the betterment of the training method (Russell et al. 2019). Even through monitoring, the risk management strategy can also be implemented that is essential for the successful implementation of the solution. Apart from this, the regular review of the training process is effective to deliver strategic information and guidance for the progress of the training through findings and recommendations. Effective monitoring and review technique also allows the organisational management to measure the engagement, accountability, and transparency of the participants. Finally, through the evaluation of the training outcomes, the success measurement of the implementation of the employee training program can be performed.
[bookmark: _Toc46175867]Conclusion
It can be concluded that the complex problems within an organisation execute the issues faced by the majority of the employees. Through selecting the appropriate problem-solving decision, the working environment standard of the UK organisations can be enriched.
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