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[bookmark: _Toc112678531]Introduction:
In long-term, the majority of individual employees are dissatisfied with their work. If an employee dislikes their work, they may choose to remain or seek employment elsewhere. Those who do not seek new employment are dissatisfied with their current positions. Employee unhappiness is detrimental to the organisation as a whole since it demotivates personnel, resulting in poor attitudes and performance. It is simple for other workers to imitate the activities of an unhappy worker, which might lead to a reduction in overall productivity. It is more probable that employees will discover answers to their difficulties and be inspired to perform a better job if their supervisors pay close attention to what they have to say about their employment. However, this report will investigate the causes of unhappiness at work in the United Kingdom, as well as potential solutions to them. This is based on the case study according to which high proportions of individuals in the United Kingdom dislikes their jobs and is unhappy. More than one-third of those employed in this nation are dissatisfied with their job, and almost all of them are seeking for anything else. 

[bookmark: _Toc112678532]Discussion
[bookmark: _Toc112678533]Employee Dissatisfaction, Its Scope and Impact
Before considering employee dissatisfaction work the work, it is crucial to consider what is employee satisfaction and happiness within a workplace. "Work happiness" refers to a person's satisfaction with their present position within a workplace. This encompasses more than simply the normal responsibilities of employees. In addition, it examines their satisfaction with their team and management, their compliance with organisational norms, and the impact of their job on their personal lives (Arvan et al., 2019). Therefore, job satisfaction can occur when a person does not enjoy his work and their time at work. This is because satisfaction with one's employment cannot be quantified (De Clercq et al., 2019). Top organisations are attempting to quantify this happiness in order to better serve their workers, and job satisfaction surveys are quickly becoming the industry standard. It is essential to keep in mind that various people experience varying levels of happiness from their employment, which has a direct impact on job dissatisfaction (Arvan et al., 2019).        
If workers are unsatisfied with their job and workplace, including employers and management, they may seek employment elsewhere. Some individuals may opt to remain and suffer. This might be because they are unwilling to give up specific benefits, fear change, and do not maintain their talents (their current pay, retirement plan, healthcare etc.) (Giorgi et al., 2015).
[bookmark: _Toc112678534]Analysing Information on the Identified Problem
As an employer, one should prioritise ensuring that neither the workers nor the staff is dissatisfied with their employment. It is as essential as reaching or exceeding sales or growth objectives. But are one aware of the factors that may be contributing to the unhappiness? People are often dissatisfied with their jobs because they worry about their capacity to advance in their professions, the nature of their daily activities, the company’s culture, and the manner in which they are handled (Van Aken and Berends, 2018).
A fishbone diagram is an excellent problem-solving tool that can be used to examine various methods for preventing workers from being unhappy to work. A fishbone diagram illustrates how the many factors that contribute to employee unhappiness and job dissatisfaction can be broken down into multiple subcategories (i.e., poor relationships at work; the refusal of authority or influence; no plans for further expansion; a poor work-life balance; and feeling unappreciated) that branch out from the core issue (De Janasz et al., 2019). Due to this, each of the framework’s categories has several sub-causes. The tool is an effective solution to the issue of workers being unhappy to work since it assists management teams in determining the many causes why employees are dissatisfied with the work (Kinicki and Fugate, 2016). To determine the root causes of employees' unhappiness and their dissatisfaction with the job, all that is required is a basic plan including the six components; however, the factors are given:
[bookmark: _Toc112678535]Poor Relationships at Work 
The average workweek in the United Kingdom is 34 hours, totalling 1,791 hours a year. It is not unexpected that spending the majority of the time at an office might result in unappreciated work, particularly if the setting does not make individuals feel good about themselves. However, the poorer the relationship is within an organisation, the higher the employees are dissatisfied and unhappy (De Janasz et al., 2019).
[bookmark: _Toc112678536]Refusal of Authority or Influence
Sometimes, how a person feels at work might indicate their level of job satisfaction. When a supervisor denies an individual the opportunity to demonstrate their intelligence or creativity, the person is often dissatisfied at work. According to research, only 35% of administrative employees and 34% of accounting professionals are given the opportunity to further their careers at work, according to research on workplace satisfaction. Only 40% of women and 34% of employees aged 55 and older feel they can independently make choices (Raziq and Maulabakhsh, 2015).
[bookmark: _Toc112678537]A Poor Work-Life Balance 
One of the primary reasons why individuals dislike their employment is burnout which also contributes to the unhappiness of employees. It hinders the development of initiatives and reduces the productivity of individuals. According to research, there have been around 5.4 million missing workdays due to the fact that 595,000 workers recently reported that their occupations caused them anxiety, unhappiness, or stress. When there is little distinction between work and home, workers are more likely to experience stress and be unable to relax (Van Aken and Berends, 2018).
[bookmark: _Toc112678538]No Plans for Further Expansion.
When an employee’s intended career path is not pursued or is advanced more slowly than anticipated, they will be dissatisfied (Halkos and Bousinakis, 2017). After all, no one wants to work diligently in order to attain and maintain a professional level. According to research, the ideal employer is one that would invest in their professional development and training. One may reduce the likelihood that the workers are dissatisfied with their positions by assisting them in enhancing their abilities (Arvan et al., 2019).
[bookmark: _Toc112678539]Feeling Unappreciated
A worker's level of job satisfaction is also affected by the amount of praise and acknowledgement they get from their supervisor. A recent ADP survey reveals that two-thirds of UK workers do not feel valued. As a consequence, many of them are considering seeking employment overseas (De Clercq et al., 2019).
[bookmark: _Toc112678540]Alternative Solutions
The best alternative among all these solutions is providing employees with rewards, incentives, salary increments and promotions. There is a significant correlation between employee satisfaction and promotion opportunities. It makes people more committed to their employees, which promotes morale, reduces job dissatisfaction, and ultimately enhances employees' happiness with the work (Azeem et al., 2020). The promotion of employees is another significant method for retaining and preventing the loss of personnel. Employee dissatisfaction has always been an issue for every organisation (Giorgi et al., 2015). This issue might be resolved if promotions and performance evaluations are administered correctly. Due to these factors, firms have a responsibility to consistently promote talented people (Halkos and Bousinakis, 2017). 
Employee rewards and incentives are essential because they provide employees with the opportunity to advance in their professions and acquire new abilities. Providing incentives and rewards to employees may benefit both the business and the employee; when workers are acknowledged for a job well done, interest, job satisfaction, and their morale in business activities all increase (De Clercq et al., 2019). According to Nwobia and Aljohani (2017), this has immediately resulted in greater efficiency, increased sales, and overall productivity. Employers and employees may benefit from a healthy and productive work environment if rewards and incentives are implemented.
[bookmark: _Toc112678541]Decisions Making Technique Evaluating the Appropriate Solution
A decision-making strategy is a means to determine the optimal option by considering a variety of factors. When an organisation has several solutions to an issue, i.e., job dissatisfaction of employees, it is its responsibility to evaluate all of them and choose the best one. Therefore, it may pick a method of decision-making that entails evaluating a variety of potential solutions and selecting the most effective one. In this situation, it is important to adopt a decision-making procedure which is as follows:
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[bookmark: _Toc112678542]Figuring Out the Situation 
An organisation must know everything about the working environment. Management must be aware of employee performance at work. He or she may see that workers are dissatisfied at work and consider quitting the firm as a result (Dosi et al., 2017). 
[bookmark: _Toc112678543]Defining the Problem 
After describing the issue, the following stage is to outline the staff’s difficulties. They are engaging in these activities to increase their knowledge. At this stage, management realises that employees are unhappy with their work life and job (Mitchell and Walinga, 2017).
[bookmark: _Toc112678544]Defining Objectives 
The managers inquire about the employees’ objectives and what they aim to achieve via their employment. At this stage, the individual is exposed to the expectations and challenges of the workforce. The manager is aware that unhappiness contributing to job dissatisfaction can be the result of many factors such as salary and work-life balance (Kinicki and Fugate, 2016).
[bookmark: _Toc112678545]Developing Alternatives
The next phase in the process is to generate alternative strategies, which entails developing several solutions to the issue of employee dissatisfaction. The organisation, at this stage, develop a variety of strategies to combat employees' unhappiness and dissatisfaction with work. It might opt to increase rewarding employees and promotions, create new positions, improve compensation, and promote workers (De Janasz et al., 2019).
[bookmark: _Toc112678546]Evaluating Alternatives 
At this stage, it is required to take into consideration the options available for reducing employees’ dissatisfaction. After selecting from a variety of accessible alternatives, the organisation must assess the productivity of the selected features, taking external and internal variables into consideration (Kinicki and Fugate, 2016). Using a PESTLE or SWOT analysis, one may determine the utility and profitability of the various possibilities (Mitchell and Walinga, 2017).
[bookmark: _Toc112678547]Choosing the Best One 
After analysing all of the possibilities, the following step is to choose a business-friendly solution. For instance, the organisation may strictly adhere offer promotions and rewards when addressing issues like job dissatisfaction and employee unhappiness. If an employee believes he or she is paid less than others in the same job, he or she may get a raise (Van Aken and Berends, 2018). 
[bookmark: _Toc112678548]Implementing the Alternative 
In the last phase, the alternative is employed, and the organisation selects the most efficient method of managing the workplace so that people are more motivated and perform better. A firm attempt and succeeds in making its employees happier, which increases their productivity and helps it earn more money by satisfying its employees (Mitchell and Walinga, 2017).
[bookmark: _Toc112678549]Communication Plan for Stakeholders
Communication is one of the most crucial aspects of successfully executing and managing a change process in an organisation. Stakeholders may be more aware of the need and breadth of a change process if an effective communication strategy is used. If management wants the employees to be happy and satisfied with the work, they must establish a transparent communication strategy that includes methods to incorporate stakeholders and individual employees (Van Aken and Berends, 2018).
The last phase in problem-solving is to implement the best solution that has been selected. Before the solution can be implemented, management must plan for it. The individual must communicate with both internal and external stakeholders. This individual must communicate with the CEO, the board of directors, colleagues, peers, employees, R&D, auditors, and other outside parties (Neyestani, 2017). They must be informed of how they will be handled so that the distinction between productivity and profitability is clearer. They examine the property and provide a recommendation as to whether or not it should be altered. The manager may then discuss these attributes with the workforce in order to make them aware of them, motivate them to do their duties, and discourage them from seeking employment elsewhere (Neyestani, 2017).
A memo should be used to inform the appropriate parties of the implementation of promotional strategies. Therefore, management should conduct interviews with stakeholders to include them in the review and approval process (De Janasz et al., 2019). All attempts to produce deliverables will be driven by a description of the implementation strategy, the foundation of the problem-solving method. Since they will have access to the implementation plan, stakeholders are more likely to participate in putting the strategy into action. In general, when stakeholders communicate well, they may reach an agreement and give useful ideas about how to proceed (Raziq and Maulabakhsh, 2015).
[bookmark: _Toc112678550]Appropriate Monitoring and Review Techniques to Ensure Successful Implementation
The monitoring process is a continuous job that provides information on the effectiveness of a programme. Multiple monitoring and evaluation strategies will be used to ensure that the solution for the attendance policy is effective. 360-degree evaluation is one of the review techniques through which workers are checked and evaluated to ensure their satisfaction and happiness at work (Neyestani, 2017).
The management team will solicit anonymous input from workers about specific elements of satisfaction, like how employee engagement has changed. This information will be used to determine which kind of promotion and reward an employee will be given. The success of the programme lies in the ability to apply this one-of-a-kind approach to evaluate job satisfaction and employees’ happiness (Mitchell and Walinga, 2017).
[bookmark: _Toc112678551]Conclusion:
It can be concluded that if employers do not care about what employees expect with their careers and job, they remain unhappy with their job. It is necessary for the employees to make employees happy and thus satisfied at work. As a consequence of being unhappy at work, they will not put in the necessary time and effort to perform well. If they are sad or lack the proper incentives at work, employees may express a desire to quit their positions and seek employment elsewhere. They suffer from depression, which ultimately results in mental disease. Therefore, the organisation must decrease employee dissatisfaction by providing them with the proper incentives to enhance operational excellence and increase profits.
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Me: Hello Florentina, how are you doing today?

Florentina: Hi Veronica, | am good thank you for asking.

Me: You told me earlier that you would like to talk with me about
something, could you tell me about it?

Florentina: Yes, that's correct. Thank you for taking the time to hear
me out. | have been working for this company over 3 years now and |
been thinking of making some changes in my lfe. 've wating to ask
You'f I could get a promotion as a manager.

Me: 1 am very happy that you try something more and you want do
develop yourself in our company, but can | ask how ready are you for
this position?

Florentina: Well, in the last 2 years I've been helping and learning
about every position in this company, | have worked overtime, and |
have paid attention to every detai

Me: At the same time, | know you are still studying. How do you
think you will combine studies with the new position? The reason
why am I asking you that is because as you know this role requires
fulltime availabilty, both mornings and evenings, also weekdays and
weekends, we cannot establish a specific prograr.
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Florentina: | understand that this position requires a full-time
availability, | 4o only need to be at the university 2 times 3 week,
around 10 hours in total which it shouldn't be a problem in my
opinion. | would make sure that I wil get every duty done and focus.
on my studies on my free time, ike | did in the last year too.

Me: Therefore, | want to let you know at the moment we don't have
this position available here because after Covid is  bit harder to
manage finances and and we also have some more people with the
same length of time being in the company which would like to grow
more. 5o, 1 would like to ask you why do you think we should give.
You this position first?

Florentina: Yes, | have spent the last 2 years offering assistance to my
coworkers. | completed their performance reviews, training, and
other tasks. Its a job function | really appreciate and intend to
pursue in my next career. One of the reasons | wanted to talk to you
about for this position was because | observed that the Manager fsn't
handling the stress that this ob require.

Me: Al can do right now is to start to give you a training for this
position as much as possible and when we will have an available role,
you wil present yourself for a competition between you and your
colleagues. Would you ke to?

Florentina: 1 will be happy to take the training for the moment. 1 am
aware of that, as you might know | am a team player, but I am also
very determinate to show you that | am the right person for this
position.
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Me: Sorry for that, | know that this could happen not really soon and
1 would like to offer that opportunity to all of you, but there s not
me eciding. Unfortunately, we don't want to lose you from here,
but 'm trying to give you the best advice, so if you don't have so
much patience, you can try to apply for another branch and we will
do an interal transfer, for your best. Have a think about it and
please, take the best decision ever, but consider that we will really
appreciate if you will be with us in future too.

Florentina: | do understand, unfortunately | cannot leave London as
my university is here as well. I do enjoy working for this company and
1will gve it 2 good through. Thanik you for your time today, | will et
You know what my decision wil be.

Me: Thank you for discussing with me about that!




