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Introduction
An organization's success depends on its ability to make decisions and solve problems. It is vital to have problem-solving skills at work if you want to make good decisions. Problem-solving and decision-making should be integrated in the management of an organization. Management needs to be capable of detecting problems, discovering solutions, and explaining everything properly in the event that employees encounter obstacles affecting their productivity (Proctor, 2019). Employee turnover and unhappy employees are the CIPD's biggest problems. An examination of fishbone diagrams, dissatisfaction among employees, and the evaluation of ADKAR models is presented in this paper.
The nature of the issue
Employment prospects for the poorest employees are more likely to end during the next year. Employers should prioritize quality of work over wage increases in order to maintain and recruit skilled workers. There are many causes of workplace discontent, but the following are the most common (Alshmemri et al., 2013):
Job Pressure: Employees who are dissatisfied with their jobs are more likely to experience and report workplace stress. The likelihood that an employee will experience workplace pressure is much lower if he or she is pleased or happy at work.
The turnover rate of employees is also high as a result of low job satisfaction. Those who leave their jobs for a new position can find positions that they enjoy after they resign.
Lack of Productivity: It is obvious that low job satisfaction and low morale are the main causes of poor workplace productivity.
Profit: The customer's impression of the product determines whether it is worthwhile to purchase it. Employee engagement and employee satisfaction are both important factors influencing consumer perceptions of value, according to Guide Star Research. A company's dedication to overall excellence can be measured by the satisfaction of its employees.
 
Client Retention: Customers are satisfied with a company's response when they have a problem with their product or service.
A high turnover rate is also correlated with low levels of job satisfaction: A high turnover rate indicates dissatisfaction with one's job. A person will quit their job after a while in order to pursue a more enjoyable one.
Cause and effect analysis
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An assessment of workplace tardiness solutions can be conducted using fishbone diagrams. Fishbone diagrams help us identify the underlying causes of problems by categorizing them into subcategories. There are many causes of employee turnover (employees feel undervalued or overworked), including poor management, limited promotion opportunities, and a lack of work-life balance (Mazerolle et al., 2018). Each category is influenced by several factors. The maintenance of employee satisfaction and the reduction of turnover. It is the turnover intention that is the dependent variable, while the job satisfaction is the independent variable. The importance of organizational culture transcends industries, companies, and departments. The culture of an organization has an effect on performance, which is related to work satisfaction. Working in a high-performing environment is also about being intelligent, adaptable, and productive. Work happiness is negatively impacted by low turnover, which increases productivity and performance.
Alternative solution
Communicate more successfully: Successful businesses encourage their employees to communicate simply and effectively, and they provide them with tools to do so.
Consider the opinions expressed: Developing and sustaining two-way communication with employees is crucial to a company's success.
Train conductors: Happiness of employees has a strong correlation with manager performance. Managerial roles aren't always easy to attain if department heads don't have the abilities to succeed.
Recognize and reward exceptional performance: Employees' job satisfaction can be enhanced by acknowledging their successes.
A sense of purpose is necessary for employees, as well as a clear understanding of how their contributions contribute to the company's ultimate goals. They are likewise valued for their unique qualities and for the acknowledgement they receive.
 Promote health: A company's well-being depends on the health and well-being of its employees. Offering as many possibilities as possible should contribute to the promotion of well-being.
Improve professional advancement: A bright future for employees inside the company will make them happy. Satisfaction of employees is boosted by stable work and opportunities to pursue education and skills that qualify them for advancement in their careers.
Enhance the workplace's environment and equipment: An employee's experience is influenced by the resources he or she is given and the appropriate responsibilities he or she is given. Keeping workers satisfied and productive requires businesses to maintain a safe and secure workplace.
Assessments of alternate solution
The PMI methodology is summarized below (Kennedy, 2000).
Step 1: Assess the positives.
It is important that CIPD mentions all the positive attributes that come to mind at this point.
Step 2: Assess the Negative Factors
Cataloging each negative characteristic of the individual in this step is the first step.
Step 3: Consider the Situation's Interesting Aspects
Discover the fascinating issues that the CIPD considers to be important. People should focus on their significance instead of judging them according to their goodness or evilness.
Step 4: Reach a conclusion.
Suppose that CPDI analyzes and arranges the benefits and disadvantages of a proposal before making a choice.
Plan implementation
An integral part of the HR strategy is the use of ADKAR to reduce turnover and dissatisfaction at work (Hiatt, 2006).
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Because the ADKAR Model is outcome-driven, it may be used to construct process-wide milestones. The participants are required to achieve each target at varying intervals during the metamorphosis. Some people will not be aware of the need for change until they become aware, while others will be motivated to make the changes already. Individual transformation is the focus of leaders and change management teams. The objectives are quantifiable, and the results can be measured. A straightforward structure makes the modification process straightforward for everyone involved. A feature of the ADKAR Model that is extremely useful is its capability to detect resistance zones. A lack of awareness or implementation is what prevents people from changing (Awareness).
Conclusion
A workplace that is ideal is unlikely to be free of conflict between management and employees. Developing bold, robust solutions to problems is essential for an improved organization. There are many challenges executives face when it comes to employee tardiness in ideal settings. According to the CIPD, turnover and job dissatisfaction are the most significant factors contributing to turnover. Fisher's bone diagram illustrates why employees are unhappy, and ADKAR model illustrates how to fix it.
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Awareness

Announce the change to
employees well ahead of
time.

Explain your reasoning
behind the change,
including current pain
points and potential ROI
of the new solution.
Give employees an
opportunity to ask
questions and make
suggestions.

Desire

+ Gauge employees’
reactions to the change.

« Identify champions.

«+ If employees are resistant
or indifferent, address
their concerns or show
them how the change
benefits them personally.

Enablement zo

Knowledge

Provide training or
coaching to show what
employees need to do
after the change takes
place.

Address any skill gaps.
Offer resources, such as
process flowcharts, that
employees can reference
later on.

AR

Reinforcement

Ability
Schedule practice runs
before the change is fully
implemented.

Monitor performance
immediately following the
change and provide
constructive feedback.
Set reasonable goals and
metrics at the start.
Adjust processes as
necessary.

Engagement zone

+ Monitor the change over
time to ensure it fulfills
your desired outcome.

* Use positive feedback,
rewards, and recognition
to encourage employees
to keep following the new
process.





