[image: Discover University of Wales Trinity Saint David]


BMSW4004 Problem Solving and Decision Making




Assignment Task 2 – Problem Solving and Decision Making





Name of the Student: Rasel Khan
Student ID:2011485
Course : BMSW4004
Lecturer: Balendran Kandasamy


Table of Contents
Introduction	3
The Workplace Problem	3
Analysis of Information	4
Demonstration of Range of Alternative Solutions	4
Evaluation of Alternative Solutions	5
Implementation of the Most Appropriate Solution	6
Communication Plan to Stakeholders	7
Monitoring and Review Techniques	8
Conclusion	8
References	9



[bookmark: _Toc91600948]Introduction
The organisation can't stress enough how important it is to have the ability to solve problems in the work environment. Every company and every employment have their share of difficulties. Every one of your workers, from new recruits to seasoned veterans, may encounter problems that can't be solved with a simple Google search. So, businesses need to look for employees with problem-solving abilities, particularly in professions that entail dealing with complicated business difficulties, tight deadlines, and shifting factors. And what is most essential is how the organisations can determine whether or not an applicant has the necessary abilities before hiring them (Klein and Crandall, 2018). Understanding the wide range of abilities that make up problem-solving is essential to properly grasping their value in today's workplaces. A person's problem-solving abilities are best described as their capacity to deal with and find answers to a wide range of difficult and unexpected circumstances.
[bookmark: _Toc91600949]The Workplace Problem
It's fairly uncommon for workers to be dissatisfied with their work at some time. Some workers opt to quit their jobs in search of better ones, while others prefer to remain but are dissatisfied with their current situation. The partner worker is now dissatisfied with her boss for pushing her to shift to another division. Nevertheless, she is unable to do so at this moment due to her hectic schedule (Azeemet al., 2020). In addition to this, generally, during the organisational business operation, the forceful imposing of huge responsibility on the employees during their organisational job practices make them demotivated towards their job and their leaders.
If managers are rude, aggressive, inept, or incompetent, it's tough for organisations to keep their workers. Having a lot of turnover may have a negative impact on production, especially if there are no other personnel trained to fill the vacancy. A worker's departure may have a long-lasting influence on production since it takes time for the new worker to learn the ropes. Hiring, marketing and training expenditures go up when there is a lot of turnover. According to Nevada Business, replacing an employee costs 25% to 30% of their pay and perks (Arvanet al., 2019). Employees may have physical and mental problems as a result of working under a terrible boss. They may become irritated and withdrawn if the employee feels overworked, which may have a negative impact on your productivity. Depressed, angry, or unable to focus are all symptoms of overworked personnel. People might get emotionally paralysed when they are unable to make choices or go on with a project because of their fear of disappointing their boss.
[bookmark: _Toc91600950]Analysis of Information
Managers are in charge of energising their staff and ensuring the smooth running of the company. Worker unhappiness is exacerbated by poor management. Disappointment is common in the workplace when a boss lacks leadership ability since they don't provide their staff enough feedback on their performance. People want to be guided in the correct way; all they need is an effective boss to do so (Shaikh, Shaikh and Shaikh, 2019). In order for them to succeed, they need someone to tell them they're doing an excellent job. Due to this, some of the employees have left their job by finding better opportunities and some of the employees remain stay dissatisfied within the organisation 
Moving into management is sometimes the only option to maintain receiving increases and otherwise "progress" in the career at many firms. Despite the fact that many individuals aren't enthused regarding the possibility of becoming a manager, this puts huge pressure on them to do so. Some individuals aren't interested in helping others, listening to their concerns, or developing others. To be a manager, one must be enthusiastic about doing these tasks (Park, Chae and Kim, 2017). The promotion of someone who is plainly dissatisfied with their job can only result in the creation of a lousy manager. There is a good chance that they will remain an unsatisfied, grumpy, and uninspired employee who will now infect their co-workers with same attitude. Managers lose their ability to be supportive of their staff when they behave in this way.
[bookmark: _Toc91600951]Demonstration of Range of Alternative Solutions
Managers and executives of the corporation have agreed to apply enough and the most important strategic solutions into the company's culture throughout market operations. Employee turnover may be effectively reduced with this method because of poor management or an unsupportive supervisor in the organization's culture. A variety of theoretical frameworks, such as "Maslow's Hierarchy of Needs", the "Vroom Expectancy Theory", and the "Herzberg Motivation Theory", etc. have been studied by members of the organization's executive team and management in general (White, Aiken and McHugh, 2019). These theoretical models may assist the organisation in developing employee motivation that is both consistent and resilient. Executives have also opted to reward employees depending on performance, including incentives for extra work and remuneration. The company will be able to keep and retain its staff effectively using this method.
As a result, the management and executive team of the organisation has planned a meeting with its stakeholders in order to identify and evaluate the most appropriate solution for reducing employee turnover and enhancing employee pay scale and offering a facility for effectively maintaining employees' productivity and satisfaction (Alolaet al., 2019). It has also been determined that the organisation has to hire an effective HR manager in the workplace, which will make it simpler for the organisation to manage and motivate its personnel. Employee engagement and retention may be considerably improved and developed in this manner by the organisation.
[bookmark: _Toc91600952]Evaluation of Alternative Solutions
Pros and Cons of Maslow’s Hierarchy of Needs Theory
Product design, product placement, pricing, and the layout of retail establishments may all benefit from this approach. Marketers may tailor their advertising messages to particular demands represented by a substantial portion of their target market by using this kind of segmentation (Stawasz, 2019). Because it cannot be checked experimentally, Maslow's hierarchical-needs theory has a key flaw: There is no method to exactly assess how fulfilled one level of need should be until the next higher level comes operational.
Pros and Cons of Vroom’s Expectancy Theory
Rewarding and incentivizing employees raises their expectations. When the right objectives are specified, a motivating process may be triggered, leading to improved performance. Expectancy theory ideas may be used by management in order to build more successful work teams and achieve company objectives. However, the idea will not function in reality unless managers take an active role in it. Assumption 1: All elements are already known (Baumhofet al., 2017). However, managers should render an attempt to discover what kind of incentives are most important to their workforce (valence). In addition, they should appropriately estimate the skills of their workers (expectancy) and provide all the necessary tools to enable them succeed in their employment.
Pros and Cons of Herzberg’s Motivation Theory
The majority of businesses believe that paying workers a salary is sufficient to ensure that they are happy, but when a business follows this theory, it learns about the issues that employees have, and it can then take steps to improve the work atmosphere for its workers through reducing the sources of employee dissatisfaction. Nevertheless, this hypothesis has a major flaw: it assumes that increasing production in the workplace would be a direct result of happier workers, whereas in reality job satisfaction is simply one of many contributing causes to increased productivity (Alrawahiet al., 2020). This means that the corporation may be setting itself up for disappointment if it expects an improvement in work productivity to come from a rise in job satisfaction.
In this aspect, the organisation has decided to utilise the Herzberg motivation theory during their organisational business operation in the market. In this way, by utilising the Herzberg Motivation Theory, the organisational executive and management team will be able to proficiently develop its employee satisfaction and their balance between professional and personal life (Hassijaet al., 2019). Thus, the organisation will be able to develop its management system and can significantly support their employees towards their organisational job practices.
[bookmark: _Toc91600953]Implementation of the Most Appropriate Solution
Organizational management and the executive team must take into consideration various facets and actions of the workers in order to successfully implement a plan for improving worker salary range, worker inspiration and gratification, and worker retainment through strengthening the organisational management system and supportive activity by the leaders, the corporate management and executive team must take various aspects and activities into account for the employees and their concerns (Haryatiet al., 2020). In contrast, the organisation is now experiencing a high employee turnover rate as a result of poor management and unprofessional behaviour on the part of the leaders; as a result, the organisation must first convene a meeting with the workers in order to bargain with them.
During this discussion, the organisation will have the opportunity to hear from employees who are concerned about being underpaid in the working environment. In this regard, the organisation must establish new objectives for its personnel in order to maintain a healthy balance between their professional and personal lives, while also taking into consideration the organization's overall profitability (Bolliet al., 2018). Aside from that, the organization's leadership and management team must effectively implement various theoretical models in order to increase employee motivation and contentment with their work practises.
[bookmark: _Toc91600954]Communication Plan to Stakeholders
Generally, the organisational stakeholders are employees, the managers, board of directors, consumers, shareholders, local communities, government, suppliers, etc. These stakeholders need to be stay updated with the information of changes, developments within the organisational culture. In this way, the workplace will be able to proficiently maintain the relationship with its stakeholder for the organisational continuous development (Loureiro, 2021). In addition to this, the organisational executive team undertaken the theory by considering the interests of the stakeholders that play the most significant role for enhancing organisational market reach and profitability. In this aspect, in order to efficiently share updates about workplace activity, the organisation should utilise potential communication channels.
An efficient communication system must be put in place to ensure that the strategy can be effectively conveyed to the organization's stakeholders. Their stakeholders will be able to get a clear picture of what's going on by using this kind of communication. Here the organisation has opted on using several internet channels to effectively communicate with the stakeholders (Locklear, 2019). To maintain a prominent communication system inside the organization's culture, email, Whatsapp, Twitter, etc. play an important and potentially major role. Thus, the organisation will be in a position to successfully communicate the strategy to its constituents and constituent groups alike.
[bookmark: _Toc91600955]Monitoring and Review Techniques
As a result, in order to effectively execute and employ the chosen systematic approach or theoretical model inside the workplace environment and in order to establish employee motivation and satisfaction, as well as their effective maintenance of the balance in both professional and personal life, the organisation should incorporate and introduce critical and effective monitoring and review techniques and strategies throughout the course of the execution and application process. The organisational management team must adequately supervise how well the plan is working in terms of creating employee motivation and their pay scale during their organization's job practises in order to ensure that the plan is effective (Villena Gonzales, Mobashsher and Abbosh, 2019). This can be accomplished by effectively monitoring the implementation of the plan. Furthermore, by assessing the accomplished strategy within the working atmosphere, the firm must be able to compare the situation before to executing the plan with the situation after implementing the plan, if necessary.
[bookmark: _Toc91600956]Conclusion
Accordingly, after carefully considering the evidence presented above, it has been determined that organisations that are possibly dealing with a complicated issue of underpayment in the workplace are experiencing a high employee turnover rate as a result of this evaluation. As a result, in order to decrease employee turnover while also developing employee engagement and pay scales, the organisation has the opportunity to use and execute the most appropriate strategic approach or theoretical model inside the workplace.
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