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[bookmark: _Toc122318954]Introduction
Employee dissatisfaction remains a challenging issue in the UK industry. A recent study has revealed that more than a third of UK workers are unhappy in their jobs (Metro, 2022). It has been hypothesised that employee dissatisfaction is the primary causal factor for employee turnover (Mileva et al., 2021). While most companies do not take the initiatives to listen to their employees, self-reported dissatisfaction among individuals continues to attract high interest among researchers. However, most employers prefer their employees to be satisfied because employee satisfaction is closely related to absenteeism, employee turnover, and productivity (Gazioglu and Tansel, 2016). In essence, employee dissatisfaction is brought about by factors such as being underpaid, poor work culture, poor leadership, reduced opportunities for career growth and development, and disputing work/life balance (Ndonga, 2016).
Empirical studies have revealed that employees will prefer to be retained in an organisation that shows value towards their employees through higher pay and benefits (Alemayehu et al., 2020; Tella, 2018). However, job satisfaction is a subjective valuation of various aspects of work by the employees. Various employees may have differing and conflicting factors of satisfaction. This means that an organisation may be required to meet multifaceted aspects of job satisfaction. However, this may be costly for the organisation. At the same time, failing to meet these demands of employees could reduce their morale and productivity, making the company fail to meet the market demands (Yu et al., 2022). Therefore, employee dissatisfaction is a significant issue that can affect employee and organisation performance. The Work Happiness Score was used in the UK to investigate the employees' satisfaction level. This was measured in terms of “Belonging; Appreciation; Inclusion; Support; Purpose; Energy; Learning; Achievement; Trust; Flexibility; Compensation; Stress Level; Satisfaction, and Manager Support.” The study revealed that 36% of the employees in the UK were unhappy (Mirror, 2022). This indicates the seriousness of employee dissatisfaction, which calls for urgent attention to find a lasting solution.
[bookmark: _Toc122318955]Cause-and-effect analysis of employee dissatisfaction
Empirical studies have revealed a range of factors that have contributed to employee dissatisfaction at work. A study by Iqbal et al. (2017) revealed that salaries and other salary-related benefits helped boost employees' motivation. Their efforts and work in the organisation were valued. Similarly, Sageer et al. (2012) revealed that companies that adopted poor compensation and benefits policies determined the employees' satisfaction level. This is especially evident in companies that subject their employees to uncompensated long work hours. When employees are not compensated for their time while working in a company, their behavioural intention of quitting the work kicks in (Sadq et al., 2020), and increased employee turnover due to dissatisfaction could make the company incur high costs. For instance, Yang (2012) found that companies that experienced employee turnover had to incur the costs of training newly hired professionals. At the same time, it interrupted their workflow due to the disruption of the relationship between newly hired professionals and existing employees.
Career growth and development form the basis for employee satisfaction. Juhdi et al. (2010) found that companies that did not allow their employees to further their studies or provide opportunities for career growth experienced poor performance. Employees not provided with opportunities for career development and skills growth felt they were not fit for the current employment market due to a lack of trending skills (Elnaga, 2013). Failing to provide employee training and career development opportunities makes an organisation less competitive because the business environment poses new challenges that need employees to be skilled to pull through (Chaudhary and Bhaskar, 2016).
Organisational culture is another significant factor that influences employee dissatisfaction. According to Gilbert et al. (2016), the workplace has a toxic culture if “mediocre performance is rewarded over merit-based output,  employees avoid disagreements with managers for fear of reprisal, personal agendas take precedence over the long-term well-being of the company, leaders are constantly on edge and lose their tempers often, new leaders do not stay long, employee turnover is common, employees are treated more like financial liabilities than, like assets and bosses routinely throw temper tantrums, make unreasonable demands, scream, and use obscenities.” Such work organisational can negatively impact the psychological well-being of the employees. Also, teamwork is hardly achieved since employees are not united toward achieving the organisation's common goal.
Poor or bad management in the organisation strongly determines the nature of the work environment in the organisation. The leadership style adopted by the manager determines the level of employee performance, engagement, and will to stay. Rad and Yarmohammadian (2016) found that the employees preferred participative, democratic, and transformational leadership styles. The dictatorship leadership style provides no room for employee feedback, which means that employees are likely to feel undervalued.
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Figure 1: Causal factors for employee dissatisfaction

[bookmark: _Toc122318956]PESTLE Analysis  of the macro-environmental factors contributing to employee dissatisfaction
PESTLE framework helps to identify the macro-environment factors that influence a given aspect being studied. This paper helps to explain how environmental, economic, legal, political, and social factors influence employee dissatisfaction in the UK.
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Figure 2: Pestle Framework
The political environment in the UK has been stable in the last several decades. However, Brexit has recently created tension between UK and EU countries. Some of the issues surrounding Brexit that directly impact employees could be restrictions on EU workers working in the UK as before. Besides Brexit, the UK has enjoyed stability, democratic leadership, and solid economic allies. Therefore, the political environment in the UK provides a positive environment for employees to operate in.
The economy of the UK is one of the strongest, boasting an increasing rise in the GDP levels. Currently, the UK is the sixth biggest economy, where as of 2021, its GDP was 3.187 trillion USD (Office of National Statistics, 2022). This means that the employment rate in the country is high. The UK also enjoys a diverse economy that hosts companies operating in different industries. Therefore, the country’s industrial diversity provides opportunities for the employment of employees from different fields. The basic tax rate on income earned in the United Kingdom is 20%. This tax determines the amount of salaries and wages which the employees take home every week or month. Higher taxation means that employees who are barely compensated for their efforts could become even more dissatisfied. The UK government had promised to reduce taxation by 2% by 2020 so that companies and individuals would pay 18% (UK Government, 2022).
The social environment aspect in the UK is a major factor determining employment. The current UK population as of the 2021 census was 56 million. With the increasing population, the number of individuals who aim to be employed continues to rise, which might increase unemployment in the UK. With increasing unemployment, job dissatisfaction could rise because employers are likely to underpay their employees since there could be workers to work at a lower salary or without other benefits (Ari and Yildiz, 2017).
The UK has higher technological advancements, especially in the automation of processes in the business. The innovation index of the UK was 58.9, which indicates a high level of innovation index of the country (The Global Economy, 2022). Technology integration in organisations is replacing human capital, creating unemployment. Companies using technology are likely to benefit from increased reduced costs caused by human errors. Thus, employee dissatisfaction would rise because their organisational value would be reduced.
The legal aspect greatly influences the kind of employment rules that govern how employees are paid and treated by employers and how their rights are exercised. For instance, the employment Act 1996 contains provisions on contracts, suspension, time off, disclosures, and detriments (Merkin et al., 2014). Therefore, employees could consult a legal team whenever their rights need to be respected. The equality Act 2010 is another legal provision in the UK constitution that has helped protect employees from workplace discrimination.
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The employers and the UK government have roles to play in providing lasting solutions to the increasing levels of dissatisfaction among employees. Solutions centred on improving the affairs of the employees could provide a harmonious relationship between employers and employees, promoting employee satisfaction. The following solutions can help provide lasting solutions.
First, improving communication between employees and employers could help unravel the challenges and complications that the employees could be going through in their work. According to Ruck and Welch (2018), horizontal communication can help promote a relationship between management and employees, making the employees feel valued. Furthermore, employees feel valued when they are consulted by the leadership whenever decisions about the running and operations of the company are made. Therefore, communication could help put employee problems in the light, promote participative decision making and increase the value of the employees in the organisation.
The other solution to dissatisfaction is increasing salaries and benefits for the employees. This can only be implemented effectively through the government's intervention because most employers still underpay their workers and have poor compensation packages. Therefore, the government should implement new legislation governing how employees are compensated for normal time, extra hours of work, paid leave, maternity and paternity leave, and vacation time. More importantly, the government should check to ensure that employees are not obligated to work overtime which means that employees should have the opportunity to work for regular hours and personal choice of working overtime. Companies should adopt other compensation packages such as recognition, promotion, and rewards for best-performing employees. This can increase employee performance in the shorter and longer run.
Finally, providing opportunities for learning and growth through internal and external learning programs is essential for promoting employee satisfaction. Employees' preference for career development determines their will to stay in the company. Career growth and development allow employees to gain skills to remain competitive in the business world. This can help the company and the employees remain competitive (Perevozova et al., 2019).
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The rational problem-solving approach should be applied to achieve the desired level of employee satisfaction. This seven-step approach involves rational decisions about a given problem (Kasperski and Yariv, 2022). The first step is verifying and defining the problem, which is employee dissatisfaction. The second step will involve researching and brainstorming possible solutions to employee dissatisfaction. In this case, the significant solutions identified include communication, increased salaries, compensation packages, and career growth and development. The third step is setting the stands for success and failure. The standards of success should include employee retention, company profitability, increased skills among employees, and a high level of satisfaction. The failure standards include employee turnover, poor employee skills, low organisational performance, and employee dissatisfaction. The fourth step is fleshing out the potential results of each solution. In each solution, employee satisfaction is the potential result of interest. The step is choosing the best solution and testing it. Having chosen increasing employee compensation packages as the main solution, the standards of success will be defined by how well the employees achieve the organisational goals. The performance of the employees should match the compensation being offered by the organisation. The sixth step is tracking and analysing the results of the chosen solution. Once the organisation implements an increment of the compensation package, it can be tested by checking the employees' performance and satisfaction level. The solution should harmonise the employees' satisfaction and organisational performance. Finally, the last step is implementing the solution fully if it solves the problem. A new approach can be implemented if the problem still needs to be solved.
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Figure 3: Rational problem-solving approach
[bookmark: _Toc122318959]Conclusion
The issue of employee dissatisfaction in the UK is an alarming issue that may disrupt the future of the employment sector. Employees undergo poor compensation packages, reduced career development, poor leadership, and toxic company culture. However, with favourable compensation packages, good leadership, opportunities for career development, and effective communication, employee dissatisfaction can be solved. This paper has proposed using a rational problem-solving approach to help implement, plan, and evaluate how a favourable compensation package can help solve employees' current challenges.
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Appendix 
Task 1: Role Play 

Vania: Hello how are you?
Manager: Hi Vania, I am good thank you. How are you?
Vania: I am OK. I was wondering if we could talk.
Manager: Yeah? Sure. Come to my office.
Vania: I wanted to talk about a promotion because I have been working hard and I feel like I deserve more and…
Manager: Vania, breathe are you alright? Do you want something to drink? Tea? Coffee? Or water.
Vania: No. Thank you, I just need to talk to you about my future… here.
Manager: OK. Sure, fine. I am listening…
Vania: I feel really underappreciated, I have been working overtime and I just feel like I deserve more. I have been waiting for months and nothing. 
Manager: I am sorry to hear that. And I will see if we can do something about that. I can write an email to HR 
Vania: But that is what you said to me 6 months ago, and I have been patient and continued to give 120% everyday and still nothing. 
Manager: Yes, yes. I know but we have been very busy, and we have new trainees coming in every month and…
Vania: Honestly, with all due respect I have been training trainees and I have trained more people than anyone else here and I have done everything that has been asked and more, but I have not been recognised for it and…
Manager: I, uh, well…look, Vania what I will do is I will call HR directly after we finish this conversation to chase it up, because we do appreciate you.
Vania: Please do. Because I have given everything up, my personal life is messed up, I was nearly falling into depression
Manager: I am sorry to hear that, we have an anonymous helpline that work after hours you can call and speak to someone who can help, you know that don’t you?
Vania: Yes, I do, and I will think about it. But I just to feel like I am not valued here, and it is getting to me
Manager: You are. We all value you here and we are here for you
Vania: It does not feel like it sometimes. 
Manager: I know you are a hard worker and I know you want to grow your career and I believe in you
Vania: Thanks.
Manager: Right, look at this, look-
Vania: Sorry look at what?
Manager: Jennifer who worked for this company for 45 years has just announced her retirement 
Vania: OK? That is good for her
Manager: Do you know what that means?
Vania: No.
Manager: It means great news for you! 
Vania: How so?
Manager: A new position has become available, and I know exactly what to do.
Vania: Seriously?
Manager: I will write the best recommendation letter I have ever written in my life for you because you are the best employee I have had 
Vania: I am speechless.
Manager: You deserve it Vania, honestly you have sacrificed so much and to be the Areal Manager would be perfect for you
Vania: WOW! Areal manager, I would be so thankful, but I do not think I would get it.
Manager: You will! With my recommendation and I will get Alex from HR who thinks you are the best employer she has ever seen to support as well
Vania: I would be so grateful and thankful
Manager: You will get what you deserve because we are supporting you. 
Vania: Where is the location?
Manager: Liverpool.
Vania: Oh. Liverpool is far.
Manager: Yes, you would have to commute or relocate
Vania: To be fair for areal manager I do not mind 
Manager: You would have a choice of relocation or commute for the working days 
Vania: Wow that is amazing 
Manager: You will get this job, I will make sure you get this job because I know what it means to you 
Vania: I am so glad to hear you say that
Manager: You deserve it, honestly all the work you have been doing has not gone unnoticed 
Vania: I do not know why I felt like it was, maybe because you have never said anything
Manager: I am sorry about that, I really am, I have just been very busy with managing our branch, but I have always felt and know what you mean to us here 
Vania: That is really empowering to hear
Manager: Yes, what will be more empowering will be when you start getting paid more than me and have a contract that will be running long after I retire
Vania: No, I do not think so…
Manager: Trust me you will because you will keep climbing up the ladder in this industry and you will reach the top 
Vania: You are too generous with your compliments and kind words 
Manager: I am just speaking the truth; I will get to doing the recommendation letter right away and I will email Alex too.
Vania: Thank you so much, I really appreciate everything you are doing for me. 
Manager: Do not mention it. You deserve it and some more. 
Vania: I will go back to my office now, once again thank you so much 
Manager: You are welcome, enjoy the process you star. 
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