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Task1.  Role-play between the management consultant and unsatisfied employee

Employee dissatisfaction in an organization is caused by the inability of the management to listen and correct the problems faced by the employees. The employee problems often range from low wages, longer working hours, poor payment of wages, and lack of a pleasant working environment for the daily activities in the organization. Therefore, the employees can decide to face the management and present their grievances through one of their members. The employee questions the credibility of the management and demand for action on the disputed matters that need to be addressed. The role play set up below shows the dialogue between a management consultant and an unsatisfied employee. 
The role play set up
 The role-play is between the management consultant and the dissatisfied employee complaining about an aggression from another colleague. One person will play the management consultant, Diana, who will answer the questions. The other person will play the dissatisfied employee, Radu, who will be presenting the management's complaints. Radu appears to be dissatisfied.












Diana:
Hello Radu, I call you in the office as I want to discuss about your complaints you wrote me in the email.

Radu: 
Hello Diana, I am glad that you read my email. I would like to speak to you about a sensible situation that happen to me a few days ago. 
Diana:
Radu, I am here for all my employees, ready to help. Please tell me what`s bother you?
Radu:
A few days ago, I try to help one of my colleagues. He was in a bad mood because he responds me with vulgar words and howls. In the moment I preferred to leave and let him to calm down. That makes him angrier, and he start to insult me.
Diana:
Oh, this is bad. I don`t accept this kind of behavior in my company. 
Radu:
His harsh words start to affect me at work. This is the problem, I can`t focus on my work and I am afraid to stay in this company. 
Diana:
Radu, please try to don`t think about his vulgar words. I am going to find a way to solve this problem out. I promise
Radu:
What solution did you think of?
Diana:
First able I will arrange a meeting with him and a possible meeting with both of you. Talk about the situation, understand what`s happened. And fired him in the case he will continue to have this kind of behavior.
Radu:
Thank you very much for your help. I will be able to present myself at the meeting.
Diana:
No problem, thank you too for talk to me about this situation. And in the future if you have any other complaints just let me know. Have a wonderful day.
Radu:
Thank you, have a wonderful day too.














Task 2: Report 
Introduction and Problem Statement
The success of any organization is highly dependent on the efficiency levels displayed by their employees in carrying out their duties. Other factors can arise and cause a hindrance in the ability of the employees to effectively carry out their duties. Job dissatisfaction is realized when the employees are not content with their jobs and job descriptions. Job dissatisfaction can be as a result of an interaction between different forces. For instance, if employees are underpaid, they will feel dissatisfied with their jobs. If the bosses are unsupportive of their employees, if the job opportunity offers limited chances for professional growth, and if the job deprives the individuals a balance in their lives then they are most likely to be discontented with their work (Lofton, 2012). Generally, if the benefits that an employee obtains from working deprives them of a balance in their lives, then they will be discontented with their works. 
Discontented employees will be a hindrance in the effectual realization of organizational goals. Much as the employees will be working, they will be grumbling. Underpaid employees will refrain to go an extra mile to benefit the organization. Discontented employees will easily spot a niche or a deficiency yet fail to rectify it because they are not motivated to perform. Where employees are hardly heard, they will perform only that which is in their job description ignoring the rest. Discontented employees will have a tendency to procrastinate activities and even ignore timelines. Job dissatisfaction directly implies that employee outputs will be lowered. Low outputs translate to the depreciation of the performance of the organization. if job dissatisfaction is not identified and tackled on time, the profits of an organization might constantly stagnate or drop. Job dissatisfaction remains to be a problem that most organizations are facing. 
Literature review
Vangel 2011 equates jobs satisfaction to the ability of an employee to positively appraise their jobs. Job dissatisfaction then is associated with negative feedback. Rössler, 2012, pp.65-69, identified that job dissatisfaction can result in a burnout on the part of the employee. Long working hours with limited benefits can cause employees to be weary yet not contented. Being stresses over the workplace conditions and establishing a balance has sent many employees to psychiatric hospitals. Vangel, 2011, points out that when employees are dissatisfied, they will contemplate leaving a company and even reduce the levels of commitment they had to the company. Vangel further points out that discontented employees will resort to seek a voice for themselves if their employers fail to harken to their pleas. 
Job dissatisfaction can be deduced from the employee’s behaviour.  Farrell (1983, pp.596-607), point out that employees can withdraw from participating in meetings. Employees can be caught up with deadlines and procrastinate in their works. Others can be seen to report to work late and even have frequent leaves of absence. Employee dissatisfaction can have detrimental consequences on the company. Henne, and Locke (1985, pp.221-240), points out that the cash flow of the organization will either stagnate or record a drop. Reason being that the employees are hesitant to deliver more because they feel that they are undervalued. Aguiar do Monte (2012. pp.1717-1735) further points out that the personal preferences and obligations of individuals can account for varied responses on job satisfaction. A job description that satisfies a youth will be inadequate for a parent who has children to fend for. 
Over time, different organizations have used different approaches to tackle job dissatisfaction. Daileyl and Kirk (1992, pp.305-317) points out that it needful for the management to be sensitive to employees’ expressions of job dissatisfaction and find out the reasons that are compelling them to quit. The feedback obtained can help them to retain employees. Narayan, John-Stewart, Gage and O’Malley (2018, pp.1-11) propose that some of the challenges that result in employees’ dissatisfaction can be resolved through effective communication. The employees need to express their views and employers to respond to their sentiments amicably.  
Solutions to the problem
Employee dissatisfaction can be solved by creating clear and easy channels for communication.  Moussa and Somjai (2019) recommend that exit interviews can be done on employees who are leaving the company. This help the management know how to deal with dissatisfactions among the remaining staff. Moussa, Doumani, McMurray, Muenjohn and Deng (2022, pp. 221-235) propose that point out that some causes of employee dissatisfaction could be as a consequence of not understanding each other. channels that allow communication between members in the top management and other employees can be reinforced for easier interactions and the eradication of associated barriers. Leer (2006), points out that employees should always be supported by their top management team. When employees get support from the management, they are free to perform their responsibilities. 
McGee, Goodson and Cashman (1987, pp.367-375), point out the need to eliminate the workplace stressors. For instance, the employers can introduce rewards to motivate employees to keep working. The time allocated for employees to work should allow them time to build on their social life. The organization can also create vacations for employees as time off-work. This will ensure that employees have adequate relaxation times. Equally, the Authors propose that employees can be give annual work leaves. Annual work leaves ensure that employees have adequate time to rejuvenate and come back prepared to work. 
McGee, Goodson, and Cashman, (1987, pp.367-375) point out that contextual factors should be put into consideration in a bid to offset the complaints associated with job dissatisfaction. For instance, if the economic standards are demanding, the salaries of the employees should not be maintained at meager standards. Rather, employees should be paid in measures that will enable them keep up with the country’s economic standards. Equally, employees should be subjected to opportunities that will enable them to compete well in their job specification. Employees should be subjected to the latest technological awareness and be given the relevant education. 
Decision Making technique
Expectancy/ commitment theory can be used as the appropriate decision making technique. The approach was proposed by Vroom in 1964. The theory puts forward the proposition that individuals will have the desire to perform if they know that at the end of it all, their actions and effort will be recognized and be rewarded effectively. The theory presents employees as people who view everything as doable and thus exert effort into it. The theory has three tenets: valence, expectancy and instrumentality. Valence is the fact that by acting, the employee affects the outcome (Chiang and Jang, 2008, pp.320). 
If the approach were to be applied in a company, first the company has to start with the situations that result in job dissatisfaction. Vroom suggests that employees can be asked questions and be given platforms that allow them to express their desires. When acting, the employer can be asking the employee the options they had and find out the reason why they chose the one that they did. The approach allows employers to assess the employee’s motivations. Evidently, interactions are enforced by mentoring and obtaining feedback. 
Vrooms theory highlights that rewards and better payments will prompt employees to perform better in their jobs. Because of the rewards at the end, employees will keep comparing their performances with the performances of others to see if they stand a chance at earning the rewards. If an employee who puts in more effort is rewarded or given the same raise as an employee who exerted less effort, job dissatisfaction will arise. The expectancy theory thus proposes that more efforts on the part of the employee is more likely to yield better outcomes. The technique also points out that better performances stand a chance at being rewarded or being given a salary raise (Heneman and Schwab, 1972, p.1). Therefore, administrations can link bonuses and rewards to performance. 
Also, management can consider incorporating trainings in the organization’s programs as a way of boosting performance. Trainings will advance the know-how of the employees and allow them to be competitive in their lanes of practice. Employees on the other hand will trust that the trainings will enhance their capabilities and abilities to perform better. If one needs a certain advantage or bonus at work, the employee will be motivated to work hard because of the reward at the end. Job dissatisfaction in this instance will be overcome by availing training sessions and attaching rewards in form of bonuses and salary raises to the employees. 
Plan
After the assessment of the factors that cause employee dissatisfaction, it is needful to have a plan that will address the identified deficiency. First off, the management should start by identify the possible options that can be used to quench the deficiencies. In this case, a company can choose to ignore the queries and employ other workers. Secondly, it can consider reviewing the remuneration policies. Thirdly, the management can introduce bonuses and other added advantages for the most qualifying employees. the need to introduce the changes should be justifiable by the concerns raised by the employees and the exiting employees. 
Secondly, the consultant should identify the sources of revenue that will be used to pay for the raises and the bonuses that will serve to motivate the employees. the consultant should also feature in where the funds to buy the technologies needed to improve the workplace conditions will be derived from. The milestones for the full realization of the needed totals should be clearly broken down. A clear outline will make the proposal towards improving the workplace conditions more convincing. 
The consultant can then share the plan to the management for approval. The management has the final say whether the plan deserved to be implemented or to be rejected. The management will assess whether the proposal is feasible or not. The consultant will start with the findings obtained from the employees as a way to justify the recommendations in their report. The consultant will then clearly explain the costs that need to be cut down for the effectual implementation of the plan. The plan will also have forecasts into future expectations on how the plan will be sustained. 
Lastly, the employees have to be sensitized about the initiatives that the company is planning to enforce to tackle the job dissatisfaction complaints. The employees should be made aware of the systematic measures and the time when they will start to take place. The employees should also be made aware of the reward systems that will be introduced into the company culture so as that the plan can gain acceptability. 
Assessment and Review Techniques
Much as the projections are made, the feasibility of the plan to reduce job dissatisfaction will be evaluated using focus groups. A focus group entails grouping the members in groups of three to twelve participants. In the focus group, employees will be interviewed in groups of five to twelve members. A line of question will be used to guide discussions in the focus group. the consultant will develop an interval of a month in between the interviews. The feedback obtained from the employees will enable the consultant to determine the extent to which the plan has quenched the workplace dissatisfactions. For instance, some questions can be directed towards determining the extent to which and salary raises have eased the work-life balance.
Conclusion
Job dissatisfaction are felt by the employees, but their impacts affects the employees, employers and the organization as a whole. They can be realized in form of underpayments, long working hours, lack of work leaves and even poor treatment of employees by the management. The employees experiencing such will lower their performance, ignore set timelines, deliver poorly and even consider exiting the company. It is needful for the organization for find means to curb these causes of job dissatisfaction. For instance, a company can introduce wage raises and reward systems to enable their employees meet their needs. also, employees can consider incorporating trainings and awarding certificates of merit as a way of boosting the professionalism of their employees. tackling the workplace dissatisfactions will create a positive and conducive working environment. 
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