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[bookmark: _Toc112594726]Introduction 
Job dissatisfaction among the staff has become a crucial problem in recent times as its impacts the productivity and overall performance of the organisation. It eliminates the potential of a particular staff working in the organisation. This problem is required to seek out immediately as it may lead to other critical problems such as high employee turnover rate, the rise in recruitment and selection cost, reducing employee motivation etc. Brakes are a renowned food-supplying company operating a business in the UK. Recently, the company has found that the productivity of the employees has decreased to a great extent. Moreover, the employee turnover rate among the employee is also higher. Further research on it has identified that higher job satisfaction is the major reason behind the problem. Therefore, this report will analyse the problem of employee job dissatisfaction and identify a potential solution to face the problem. 

















[bookmark: _Toc112594727]Identifying the problem, its scope and impact 
Job dissatisfaction has become a crucial problem in Brakes identified by the management. The problem has a wide impact on the productivity of the individual staff as well as on the overall organisation. Higher job dissatisfaction eliminates the motivation to work with higher potential for the betterment of the organisation. As a result, they always search for finding better opportunities to switch from the company. They cannot think of the company as their own and hence they fail to engage 100% of their potential in the work (Data.brake.com, 2022). On the other hand, the employee turnover rate is also higher among the staff who are dissatisfied with their work and work environment. Again, a higher employee turnover rate also imposes heavy costs on the company. The reason behind it is that employee new employee is costly and time-consuming. 
The training cost paid for the employee also goes in vain if the employee switch from the company. The ultimate impact of higher job dissatisfaction falls on the company’s profitability identified by Brakes. As the company cannot go for the highest level of productivity, the production cost of the company raises which reduces its profitability (Wang et al., 2020). Moreover, higher cost incurred for frequent vacancies also reduces the profitability of the company. Employee dissatisfaction also impacts the overall reputation and recognition of the company. The dissatisfied employees fail to deal with customers effectively which causes dissatisfaction among the customers. As a result, brakes are failing to meet the expected customer satisfaction level through its work activities as the employee are not delivering their highest effort for meeting customer satisfaction. It also ultimately hurts the profitability of the company and its brand reputation in the market. So, due to higher dissatisfaction among the customers, the company is passing a critical time. 
[bookmark: _Toc112594728]Analysing information on the identified problem
The Brake is in a critical situation due to higher job dissatisfaction among most of the employees working in different positions. Before planning for resolving the problem, adequate information should be collected on the reasons that are creating higher job satisfaction. Ishikawa model is one of the potential tools for identifying the cause and effect of any problem that enables identifying the possible solution (Glicken and Robinson, 2013). It is also called the root-cause analysis which identifies the main causes of the problem. For the stated problems, four broader areas have been identified i.e. operations, personnel, salary and welfare and interview and selection.  However, the root cause analysis of the stated problem of higher job dissatisfaction is shown in the below- 
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Figure: Ishikawa model analysis of employee job dissatisfaction
Source: Author 
Operations: The Company fails to maintain a proper policy for work activities and hence workload become a burden for the staff. The staff has to work long shifts due to staff shortage. Moreover, there exists a lack of communication and collaboration both horizontally and vertically. As a result, the staff is being forced to work under huge stress which is eliminating job satisfaction among the staff. 
Personnel: In some cases, the skills of the staff do not meet the job requirement. Again, some staff behave aggressively towards new staff. The employees do not find that their good work is recognised and rewarded (Lee, 2015). As a result, they lose the motivation to work with their highest potential in the organisation. The leaders and managers had not worked for raising the internal motivation of the staff encouraging their achievement. 
Salary and Welfare: The salary paid to the staff are not competitive which is one of the main reason for employee job dissatisfaction. Therefore, they always look for better opportunities and switch in search of better salaries. On the other hand, the pay gap also exists in the company. Employees working in the same department are paid different pay scales. As a result, potential job dissatisfaction is taking place (Tsai and Peng, 2016). Moreover, the company has not offered sustainable career growth for the employees. It leads them to feel higher job insecurity which is another reason for job dissatisfaction. 
Interview and selection: It has been identified that the company has problems in the interview and selection process of the employees. It generally provides opportunities to a limited number of people to appear in the interview. During the selection process, the company fail to match the skill and the job description. As a result, the employees become dissatisfied only a few days after the recruitment. They are also responsible for higher job dissatisfaction and employee turnover. 
[bookmark: _Toc112594729]Proposing a range of alternative solutions 
From the above analysis, a range of problems has been identified which is causing higher job dissatisfaction among the staff in Brakes (Azeem, 2020). However, the alternative solutions that may facilitate resolving the problem are discussed in the following- 
Changing work environment and operation procedures: As the Brakes have identified that the work culture and procedures are not matching with employee satisfaction objective, the company can adopt action for changing the work culture. The company can ensure effective communication strategies among the staff so that they can perform their task effectively (Leasilane and Aigbavboa, 2016). The company can eliminate work stress and workload by recruiting a sufficient number of staff in each department for increasing satisfaction. 
Reviewing employee salary and welfare: A competitive salary is a vital tool for an employee to increase job satisfaction. The Brakes can review the pay scale and pay a competitive salary to the staff. Moreover, the company should eliminate the pay gap and pay equal pay to the staff who are working in the same department and generating equal value for the company (Anthony, 2012). In addition, the company can provide employees with sustainable career growth and job security. Therefore, the staff will be capable of thinking that they are also valuable to the company and it will encourage them to engage 100% effort for the betterment of the company. 
Changing selection and recruitment procedures: For raising employee satisfaction, the company can also change the recruitment and selection process. It should provide an opportunity for a maximum number of employees to participate in the interview so that it can select the best employees from a vast of merit. Moreover, the company should match the skill of each employee with the job description while selecting and recruiting the staff. 
[bookmark: _Toc112594730]Identifying the most potential solution and evaluating the solution  
A range of alternative solutions has been developed in the above section that will enable Brakes Company to reduce or eliminate job dissatisfaction among the staff (Glicken and Robinson, 2013). Among the solutions, reviewing the salary and welfare of the staff seems to be more effective and feasible for the company. However, the solution is evaluated below using the SWOT analysis method. 
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Figure: SWOT analysis of the proposed solution 
Source: Author 
Strengths: Raising salary and providing sustainable career growth for the employee will enable the employees to raise their internal motivation. By eliminating the pay gap, the company will be capable of eliminating discrimination and ensuring equality for all (Data.brakes.com, 2022). The staff will believe that the company values them and they are also an asset to the company. As a result, they will be capable of engaging their highest effort for the betterment of the company. 
Weaknesses: Raising the pay scale means a requirement for extra funds for meeting the operational cost. As a result, the profitability of the company may decline initially. On the other hand, it may create extra pressure on the management regarding payroll, career management, promotion and other welfare benefits management. 
Opportunities: Raising pay and providing welfare benefits to the employees will increase job engagement due to satisfaction (Data.brakes.com, 2022). As a result, the productivity of both the employees as well as the company will be enhanced. It will further increase the profitability of the organisation. 
Threat: The world is facing a critical situation now due to the Russia-Ukraine war and other political mesh up. Higher inflation, fluctuating exchange rate, higher interest rate etc. is impacting the business operation. It will also impact the implementation of the solution. 
[bookmark: _Toc112594731]Developing a plan for implementing the solution 
For the implementation of the abovementioned above, The Brakes company can adopt the following steps.  
Developing a review team: The first step in implementing the solution of raising salary is to develop a review team. The team will be formed composed of high-level managers from different managerial areas. 
Reviewing existing practice: The team will evaluate the current practices such as current salary, current welfare practices, pay gap etc. so that it can compare with the best practices and recommend action. 
Recommending best practices: In this stage, the review team will compare the existing practices with similar companies and industry practices (Moussa and Somjai, 2019). It will enable them to set a competitive salary and attractive welfare policy for attracting employees. The team proposed the plan to the management. 
Implementation: It is the final stage in which the team will implement the recommendation. The pay scale will revise and the accounting and finance division allot more funds for meeting the recommended solution. Thus the solution will be implemented in the organisation. 
[bookmark: _Toc112594732]Communicating plan to the stakeholders 
The decision should be communicated to different types of shareholders such as the employees, investors etc. However, the decision should be discussed and communicated with the investors through Email and telephone (Azeem, 2020). Moreover, it should be discussed at the AGM. On the other hand, the decision should be communicated to the employees in the form of formal notice and email to each employee. As a result, they will be informed about it. 
[bookmark: _Toc112594733]Appropriate monitoring and review technique 
The review team will monitor the performance of the decision for the next 3 months of implementation. It will compare the performance of individual staff after and before the implementation of the plan (Anthony, 2012). If the review team found a positive impact on productivity and profitability, the project team will hand over the project to the management and dissolute team. 


[bookmark: _Toc112594734]Conclusion 
To conclude, the Brake is facing a critical problem due to higher job dissatisfaction and a range of problems associated with the problem i.e. lower salary, lower career growth, adverse work culture, faulty recruitment and selection process etc. To reduce the problem and increase sustainability, the pay scale should be revised for paying the staff a competitive salary. Moreover, they should be given sustainable career growth and welfare benefits for increasing their satisfaction. 


[bookmark: _Toc112594735]References 
Anthony, M., 2012. Job stress and dissatisfaction among employee pharmacists. Journal of Pharmaceutical Marketing & Management, 9(1), pp.19–32. 
Brakes.com., 2022. The official marketplace for the brake industry. BRAKES.com. Available at: http://www.Brakes.com/ [Accessed August 28, 2022]. 
Azeem, M.U., 2020. Psychological contract violation and turnover intention: The role of job dissatisfaction and work disengagement. Employee Relations: The International Journal, 42(6), pp.1291–1308. 
Glicken, M.D. and Robinson, B.C., 2013. Understanding job stress, job dissatisfaction, and Worker Burnout. Treating Worker Dissatisfaction During Economic Change, pp.23–39. 
Leasilane, P. and Aigbavboa, C., 2016. Job dissatisfaction influences construction employee absenteeism and turnover. Proceedings of International Structural Engineering and Construction, 3(2), pp.25–27. 
Lee, T.W., 2015. How job dissatisfaction leads to employee turnover. Journal of Business and Psychology, 2(3), pp.263–271. 
Moussa, M. and Somjai, K., 2019. Job dissatisfaction and employee turnover: A qualitative case study in Thailand. , 5(4), pp.522–525. 
Tsai, C.-T. and Peng, J.-C., 2016. Does job dissatisfaction induce employee innovative behaviours? the moderating roles of Tc and PSC. Academy of Management Proceedings, 2016(1), p.11416. 
Wang, H.-jiang, Chen, X. and Lu, C.-qin, 2020. When career dissatisfaction leads to employee job crafting. Career Development International, 25(4), pp.337–354. 




image1.png
Interview and Selection Operations

Lack of proper policies, procedures

Few Applicants for Selectior iyl -

Lack of talent to apply for the job Difficult patients and co-workers

Poor communication regarding critical
work issues

Interviewer did not provide clear job.
description

Applicants do not understand scope of work

Employee Job

Only 1 month

Unequal pay and big wage gap Lack of encouragement and recognitiog

Lack of incentives for accomplishments
PR — Lack of growth potential

Low Salary for Recruits

H

Poor Staff Welfare

over Job performance.
salary and Welfare Personnel





image2.png
Strengths
It will increase employee motivation
It will eliminate pay gap

Provide the employee with sustainable
career

Eliminate job insecurity

Opportunities
To enhance job engagement

To raise employee productivity
To raise profitability





