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[bookmark: _Toc92195588]1. Introduction
Nowadays, there are several complex problems arising within the workplace among which Job Dissatisfaction is a significant one. The employers of organisations need to focus on their employees and avoid dissatisfaction to the possible extent. The unsatisfied employees tend to get demotivated resulting in negative attitudes and poor performances in their job. This report mainly focuses on the different impacts and scopes of job dissatisfaction, identifying the problems and finding proper solutions for them using several relevant techniques of decision-making and also the ways of creating plans for the implementation of these solutions.

[bookmark: _xptnoj7fwxcb][bookmark: _Toc92195589]2. Defining Job Dissatisfaction along with its impact and scope 
[bookmark: _lbmng1yny51v][bookmark: _Toc92195590]2.1 Defining the complex problem of Job Dissatisfaction
Job dissatisfaction is the situation faced by an employee in their workplace, where they need to work without any kind of interest, just to earn money (Reddy, 2021). Lack of suitable workplace and in-work-opportunities may impact the expectations of the employees causing them to have the complex problem of Job Dissatisfaction.
[bookmark: _k9p679qpw7hf][bookmark: _Toc92195591]2.2 Scope of the Problem
Low pay scale: The low pay scale makes the employees think that they are underpaid, resulting in quitting their job. Often, even after an increase in their workloads and responsibilities, they do not get their deserved salary which causes them job dissatisfaction.
Lack of management: Managers motivates the employees for their proper functioning within the workplace. Lack of proper leadership skills among the managers offers very little scope for the growth and achievements of the employees.
Personal and work life balance: Few organisations fail to determine the interests and needs of their staff. Their workload causes an imbalance between work-life and personal life, leading them to feel job stress.
Lack of career growth: Limitations in growth opportunities of the employees makes them demotivated and dissatisfied with their job.  Lack of career opportunities makes the employees feel stuck in their roles and may cause crashes in the productivity levels of the organisations (Cluer HR, 2021).
Organisation’s culture: The work culture in a company often ignores the interests of the employees and mainly focuses on increasing their profits using all the available resources. This leads to job stress and dissatisfaction among the employees often making them leave their job.
[bookmark: _3tnoztbqrcl0][bookmark: _Toc92195592]2.3 Impact of the Problem
Decrease in the efficiency of the employees: Unsatisfied employees tend to have a negative impact on their job efficiency. Deterioration in the profit-line of an organisation is noticed due to the reduction of efficient employees.
Increase in the rates of employee turnover: Job dissatisfaction is giving rise to high turnover rates of the staff as they are quitting their job. This quitting is mostly impacting the small organisations to hold on to their qualified employees (Afshar and Doosti, 2016).
Difficulty in customer retention: The organisation retains their satisfied customers when the staffs always meet the customers’ expectations. The staffs themselves are often not satisfied with their work,because they cannot help in the retention of loyal customers.

[bookmark: _iuu66kyb5u4][bookmark: _Toc92195593]3. Analysing information on the problem identified for helping the decision-making process
Information on Job Dissatisfaction in the UK
Job dissatisfaction is one of the prevailing problems faced by employees in the UK. According to a survey report by Chapman (2020), the workforce in the UK is in a major crisis. Over half of the UK working population is considering looking for a new job and over two-thirds of the workforce dread returning to their work after weekend breaks. About one out of four people in the UK are seeking new jobs as they are unhappy at their present job which has increased by 10% in the previous year (Chapman, 2020). About 51% of employees were reported to be satisfied with their job in 2017. However, this statistic has significantly dropped to about 41% in 2019. According to The Week (2019), currently, approximately 47% of employees are unwilling to go to work which was recorded 36% in 2017. The UK significantly lags behind compared to other western countries in terms of workplace satisfaction and productivity. Lack of progression in career is often considered a major cause for job dissatisfaction in the UK. 
 Information of decision-making
Analysing the information on job dissatisfaction in the UK will enable organisations to understand that employees are not satisfied with their job. It will also help to understand the reason for job dissatisfaction, further helping employers to make decisions for mitigating the cause of dissatisfaction. 

[bookmark: _6n6o88w0zhvi][bookmark: _Toc92195594]4. Proposing varieties of alternative solutions for the problems
Solution 1: Good environment 
One of the main reasons for job dissatisfaction is the lack of a good environment in the workplace. Interactions of staff and leadership and the experiences they gain from the office influence their lives and personal well-being (Belton and Stewart, 2002). Factors like work demands, freedom, possibilities of work and interpersonal relationships of the workers play important roles to create a healthy environment within which staff performance determines the outcomes. 
Solution 2: Training and development 
Training helps an employee to grow and capture the exact job demands thereby making them efficient for the particular segment. Most of the employees believe that the training sessions will enable them by cultivating polished behaviour as well as high motivation thus making them prepared for further development towards the best performance (Mayer, 1992). 
Solution 3: Timely evaluation
Evaluation to the employees on their performance determines their progress as well as the organisational development. It is an encouraging step that further leaves an effect on the employees’ attitude, behaviour and performance. Thus accomplishing the job needs ultimately helps the workers to achieve organisational goals.
Solution 4: Avoiding favoritism 
Nepotism causes job dissatisfaction in the employees thereby producing low performance by them. They sometimes find difficulties as well as communication breakdown because of nepotism that affects their hard work and dedication. Thus equality needs to be maintained for organisational growth.
Solution 5: Providing incentives
The employees remain motivated if their hard work and dedication are recognised by providing them rewards and incentives on time. It effectively contributes to the employees’ performance and encourages them (McClelland, 1987).
Solution 6: Promotion
The employees need to be promoted on time as it will keep them devoted towards their work and enhance their performance level. Promotions are the only effective key factor that makes a significant value in the employees’ careers.

[bookmark: _yuc9w88549sl][bookmark: _Toc92195595]5. Application of technique of decision-making for evaluating different solutions and identifying the most relevant option
Grid Analysis is one of the most relevant frameworks to select the appropriate solution for the complex problem of job dissatisfaction (Mindtools, 2021). 
	Factors
	Reliability
	Cost-efficient
	Time-efficient
	Total

	Weight
	5
	4
	3
	

	Good environment
	1*5= 5
	3*4= 12
	1*3= 3
	20

	Training & Development
	3*5= 15
	2*4= 8
	3*3= 9
	32

	Timely evaluation
	2*5= 10
	1*4= 4
	2*3= 6
	20

	Avoiding favoritism
	1*5= 5
	2*4= 8
	1*3= 3
	13

	Providing incentives
	2*5= 10
	1*4= 4
	3*3= 9
	23

	Employee promotion
	2*5= 10
	1*4= 4
	3*3= 9
	23


Table 1: Grid Analysis of alternative solutions
(Source: Author) 
According to the grid analysis, employee training and development has scored 32 which is quite high compared to other solutions in terms of reliability, cost-effectiveness, and time-effectiveness. Training and development will help in both personal as well as professional growth of employees, further increasing job satisfaction of employees. 

[bookmark: _a30b47rg9ayq][bookmark: _Toc92195596]6. Creating a plan to implement the solution 
Job dissatisfaction in the company can diminish the retention rate and the company may face a great downfall in the highly competitive business world particularly. Here, the better solution for enhancing the satisfaction level of the employees in the company through providing the opportunities to facilitate their skills effectively. Training and development of the employees can assist them in enhancing their personal competitive advantages in the organisational world and help them to accept every type of opportunity within the business world (Paulise, 2019). However, the PDSA cycle will be implemented to portray the plans and the ways of enforcing them in the action.
Plan: While the employees are able to enhance their success rate in the organisational world and get efficient chances to stand out among the crowd as well as facilitate their skills in the business world. The company can plan for training and development seminars where the employees will be given efficient knowledge regarding different types of skills that these employees may not know about (Crowfoot and Prasad, 2017). Thus, this initiative can make the employees adapt to different types of professional skills. 
Do: The Company needs to provide an efficient amount for the training programmes’ funding to organise the programmes in an efficient way (Paulise, 2019). The company needs to acknowledge the requirements of the employees and deficit areas of the employees that require a vast observation from the organisational context effectively (Crowfoot and Prasad, 2017). Henceforth, the collection of these data needs to be done before organising any training programmes.
Study: After collecting data regarding the deficit areas it is important for the company to analyse that information and develop effective plans for implementing this training programme in action and also assist others to enhance their performance quality (Paulise, 2019). While providing training sessions to the employees they need to implement alternative processes in the company that will help the organisation to continue their tasks during these sessions as well.
Act: After gathering several data from the employees regarding their needs and requirements and analysing this information the company has decided to impose a seven weeks training programme and every employee should acknowledge this programme (Crowfoot and Prasad, 2017). The major aim of this session is to enhance productivity and efficiency along with that it will help to understand the likings and disliking’s of the employees significantly.
[image: ]
Figure 1: PDSA Cycle 
(Source: Paulise, 2019)

[bookmark: _fu66vhlowwe][bookmark: _Toc92195597]7. Communicating the plan with the stakeholders
Analysing contexts: The employees, being the main stakeholders, are the key by which the organisation enhances its overall performance. Depending on the above strategy, the employees are required to communicate and make them prepared for the challenges. Taking interviews with them will help to analyse their strengths and weaknesses thus enabling them for the internal documentation and focus as well.  
Identifying and evaluating: It is important to identify employee-related relevant strategies to develop a plan. Identifications of strong and potential employees, influencing communicators, common demands and driving forces like motivation and financial support are needed (Cottrell, 2017).
Defining employees’ objectives: Considering their objectives based on their abilities will help to communicate better and recognise the challenges that hinder their performance. Thus they need to settle on a goal-keeping their strengths in mind and focusing on it to their objectives.
Timely communication:  It is important to have a concrete plan as well as proper communication for the development of the employees’ better performances. Communicating timely helps them to plan carefully based on priorities, knowledge and resources. This certain strategy will enable them to progress with their workflow (UNECE, 2021). 

[bookmark: _ygoziv6wyydb][bookmark: _Toc92195598]8. Assessing relevant techniques for monitoring and reviewing the effective implementation of the solution 
After the implementation of new ideas within the company it is the responsibility of the company to monitor the effectiveness of these techniques and measure the success rate of this initiative (Serrat, 2017). However, here the major problem of the organisation is employee dissatisfaction and the most effective solution for this problem is the training and development process. Three major processes are used to examine the effectiveness of this new technique.
Employee feedback survey: The Company introduces a survey form for the employees where several training-related questions are asked along with their perceptions regarding this technique (Serrat, 2017). However, it is also asked what kind of improvement and more skills they require to enhance their potential.
Weekly meeting: The enforcement of weekly training will help the company to understand the effectiveness and whether this technique is implemented effectively or not. However, this meeting will also identify the interest of the employees within the session.

[bookmark: _ccyd8utr688n][bookmark: _Toc92195599]9. Conclusion
From the above discussion, it can be concluded that the complex problem of job dissatisfaction is significantly increasing in the UK. Organisations are facing various consequences such as high employee turnover, low employee efficiency, employee retention difficulty, and many more. One of the major reasons for job dissatisfaction is the lack of growth or progression of employees in their workplace. Employee training will help to mitigate this problem. Employee feedback, survey, and other similar techniques can be used for monitoring the effectiveness of employee training in resolving the problem of job dissatisfaction.   
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