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[bookmark: _Toc88432822]Task 1: Role Play 
[bookmark: _Toc88432823]Job dissatisfaction 
[bookmark: _Toc88432824]Nature and impact on organisational performance
Job dissatisfaction can be defined as a situation where employee expectations from an organisation are not met. It can be from a combination of psychological, physiological, and environmental factors in a working environment context (Park et al., 2019, p.58). Dissatisfaction is an emotional expression of a task or deliverable. It is closely linked to the employee-supervisor relationship as a primary trigger for negative emotions. A crucial factor to consider is that emotions affect personal and company’s overall performance. Therefore, employee satisfaction is a performance indicator for most organisations. Job dissatisfaction may arise from administration, working environment, compensation, promotion, and job rank. Thus, considering all factors, employee dissatisfaction has a substantial impact on organisational performance. 
[bookmark: _Toc88432825]What are the common indicators of job dissatisfaction?
The most obvious sign of a dissatisfied employee is a lack of motivation. It is a behavioural response that exhibits low input, incomplete tasks, and disorientation at work. Most employees may be seen wandering in the office chatting with friends or distracted by their phones (AIHR, 2021). Some may get into the habit of procrastination, absenteeism increasing negativity, and declining performance. It is expected that reduced involvement at work would yield negative performance results. Inputting the bare minimum at work should be an indicator that something is not working as expected. At this stage, management should intervene to discover the reason behind the rebellious behaviour to avoid escalated adverse effects. 
[bookmark: _Toc88432826]Therefore, what is the impact of job dissatisfaction on organisational performance?
[bookmark: _Toc88432827]Declined productivity
Productivity decreases as employees input fewer hours and effort into their tasks. Similarly, the company’s productivity declines in an equal measure or worse (AIHR, 2021). Most begrudged employees spend time discussing the dissatisfactions with others, hence spreading negative energy. As a result, most of the overall effect is collective substandard work.
[bookmark: _Toc88432828]Poor customer service
Unhappy and dissatisfied employees may not put effort into attending to their customers. The negative emotions are reflected in the quality of service offered to customers. As a result, it may lead to negative perceptions about the company to external stakeholders (AIHR, 2021). Customers believe employees are a reflection of the organisation, and judge depending on exhibited behaviour. Thus, the company’s brand may receive a bad reputation, low sales, and reduced profitability.
[bookmark: _Toc88432829]Increased turnover
 The most straightforward approach to dealing with disgruntled employees is terminating their contracts. However, it could reflect poorly on the company and the remaining employees. High attrition rates may be costly to an organisation regarding recruitment costs and loss of a talented team. Thus, dissatisfaction adversely affects an organisation’s retention rates.
[bookmark: _Toc88432830]Cause and effect analysis
Research by (D’Angelo et al., 2016) showed that 55-56% of UK interviewees reported feeling unappreciated as the leading cause of job dissatisfaction.  Another recent survey showed that 23% of employees felt unvalued at work, hence job dissatisfaction (The Gazette, 2020). Appreciation is an intrinsic human need in all aspects of life. It goes beyond monetary rewards and tokens. People appreciate feeling valued and wanted at their workstations. Failure to value employees leads to loss of focus and purpose in the organisation, hence high attrition rates.
Further, employees may feel dissatisfied with the payment perks. The cost of living has appreciated in the recent past than the living wages. It is mainly the case in high-cost cities such as London. Such areas have low-wage employees earning less than enough to meet their daily expenses subject to the city’s living standards (Foot et al., 2016, p.306). If a company fails to review salaries to match the living wage for low-wage employees, many may feel demotivated at work. As a result of frustration and dissatisfaction, employees may present substandard work and low productivity. Furthermore, employees may be working under the bad management of an unsupportive boss. Employee management and employee-supervisor relationship is a crucial determinant of employee commitment. When the management is harsh towards employees, most question their value in the organisation and start working on an exit strategy. Unsupportive managers negatively affect employees’ career development and success in an organisation. As a result, employees fail to input more effort at work and dedicate time to job-hunting. 
[bookmark: _Toc88432831]A PESTLE analysis of the contributing macro-environmental factors
[bookmark: _Toc88432832]Social factors
Some of the factors leading to job dissatisfaction mentioned in the case study include work/life balance and lack of vacationing time. Due to the changes in the working environment, companies must adjust their structures and adopt flexible work schedules (Campbell & Craig, 2016, p.503). For instance, an organisation should be flexible to allow people to have adequate time with families. Also, flexibility should enable employees, particularly women, to attend to domestic tasks before going to work. Therefore, employees’ satisfaction levels are likely to improve with the changes. However, the social pressures may be an incentive for companies to source technological solutions to human capital leading to job losses.
[bookmark: _Toc88432833]Economic factors
Fiscal and monetary policies affect the general cost of living. Adverse monetary policies may have an inflationary effect which requires more money to afford the rising cost of living (Campbell & Craig, 2016, p.503). Similarly, an organisation may incur high costs of production, which may deplete earnings to pay high salaries. As a result, organisations must restructure their businesses to accommodate the changes. Failure to review employee salary upward with increasing inflation may stimulate dissatisfaction due to underpayment. Wages below the industry peers may lead to high dissatisfaction rates, low productivity, and high turnover.
[bookmark: _Toc88432834]Alternative solutions
[bookmark: _Toc88432835]Adopt an appropriate payment system
While organisations face challenging social and economic factors, it is essential to implement a fair and acceptable payment structure. The chosen payment system communicates an organisation’s priorities and value to employees (Foot et al., 2016, p.317). An attractive payment approach such as total rewards, time rates, and performance-related pay may encourage high input and productivity. Therefore, it is prudent to have a competitive payment structure that competes fairly in the industry. 
[bookmark: _Toc88432836]Employee career development
An effective career development system enhances employees’ talents and skills. As a result, many may qualify for managerial positions and exhibit high productivity (Fahed-Sreih, 2020, p.8). Career development increases employee engagement and involvement in organisation functions. Therefore, it creates a more profound sense of belonging and appreciation in the company. Thus, employees commit more time and effort at work, contributing to rising company productivity.
[bookmark: _Toc88432837]Strategic human resource planning
Strategic human resource planning focuses on employee management as the leading factor for high productivity. HR policies and initiatives are designed to support and encourage employee productivity reflected in increasing performance (Foot et al., 2016, p.126). Part of HR planning includes ensuring the line managers are well equipped and readied to support employees achieve organisational goals. In the process, employees achieve individual career goals and job satisfaction. The most appropriate approach encompasses employee satisfaction, development, payment, and work relations. Thus, employee perception about their value in the company is likely to improve. 
[bookmark: _Toc88432838]Implementation and evaluation of solutions
[bookmark: _Toc88432839]Information technology systems
Information technology systems have proven to be reliable over time in implementing and monitoring human resource strategies. An integrated HR IT system synchronises HR functions with company processes (Foot et al., 2016, p.144). As a result, the proposed solutions, once formulated, may be launched on the system. Thus, it may require consulting the IT experts so that all information and changes are well captured. The outcome of the changes can be conveniently measured from employee performance reviews and changes in company performance after implementation.

















[bookmark: _Toc88432840]Task 2
[bookmark: _Toc88432841]Bad Management/Unsupportive Boss
[bookmark: _Toc88432842]Introduction 
Career growth and professional journeys involve interactions with different people, such as managers and colleagues. Challenging work environments and deliverables motivate employees to sharpen their skills. Management support is a critical factor in determining employee satisfaction. As a result, an unsupportive boss can potentially hijack employee career growth and development. Thus, some organisations report high cases of complexities associated with employee dissatisfaction due to bad management.
On the other hand, good managers create an enabling environment that supports employee productivity. The bosses build employee trust, which encourages creativity and initiatives at work (Wilding, 2019). A trust-filled environment creates transparency and a coordinated feedback mechanism that reinforces high performance. A bad manager lacks a reliable feedback system, people skills and micromanages employees. Most managers get into management positions after promotion for excellent performance hence lacking people management skills (DiGiulio, 2020). As a result, some may not be well informed on managing talent well for better results. Thus, people feel threatened at work and may seek other opportunities with a friendly work environment.
Unsupportive managers fail to listen or coach their juniors. As a result, employees fail to qualify for merit-based promotions. Other unsupportive managers have no track record of employee performance essential in reviewing growth and development (DiGiulio, 2020). Notably, it is less likely that an organisation meets its strategic goals. It is crucial to focus on employee engagement and wellbeing to encourage retention. An employee may decide to resign when their value in the company is unappreciated. Thus, unsupportive managers may be worse than bad managers by definition. However, both exhibit almost the same management problems.
Dissatisfied employees remain under bad management and unsupportive bosses due to various reasons. For instance, some fear failing to get another job after resigning, losing jobs, and accompanying benefits. According to (Abbajay, 2018) research, some interviewed employees stated they hoped the company would take disciplinary measures against their managers. It would be more stressful to leave a job without having another opportunity lined up. Thus, employees work under dissatisfying management while managers believe they are doing well at work.
[bookmark: _Toc88432843]Alternative solutions
Double-sided accountability
It would not be practical to hold managers accountable for their pitfalls without handling employee flaws at work. Managers and their juniors are human prone to imperfections and have almost identical needs (Culbert, 2017, p.41). Both teams work towards the same organisational goals and deserve respect and recognition. As a result, the company should hold management accountable for employee productivity and employees for results. If employees perform poorly and the manager has been unsupportive, the manager should take responsibility. However, with excellent managerial guidance and support, an employee should own the low performance.
[bookmark: _Toc88432844]Training
Training helps improve employee skills and increase their value proposition in a company. High job demands require advanced knowledge that can be acquired through strategic training and development (Fielden, 2021, p.61). Similarly, untrained managers may gain from such training to equip them with people management skills. Such skills improve their emotional intelligence relevant in handling people issues for better performance. New line managers may require internal training to equip them with valuable company information and culture.
[bookmark: _Toc88432845]Diplomatic approach
Open communication is crucial in organisations and building employee-manager relationships. Employees may calmly express their concerns at work that potentially affects their job satisfaction levels (Wilding, 2019). In a democratic work environment, communication should allow the free flow of information vertically and horizontally. As a result, top management can gain insights on work-related challenges and provide workable solutions. However, the proposed solutions should be futuristic and unanimously agreed on by both concerned parties.
[bookmark: _Toc88432846]Change of departments
For an employee, another alternative would be shifting departments to avoid the unsupportive boss. However, the solution may not work for everyone due to limited vacancies in other departments. It requires a close analysis of individual skills and requirements in other departments (Abbajay, 2018). Once a position opens in the targeted area, an employee may apply for the role. In other instances, an employee may consult HR for an exemption to shift departments before an official vacancy is announced. It is better than resigning, mainly when there is no ready job offer in another organisation.
[bookmark: _Toc88432847]Consult the HR department
It may not be surprising to find out the organisation has had a history with unsupportive managers. As a result, the human resource department may have a solution to the ongoing management challenge. However, an employee needs to find out relevant whistleblowing platforms and HR complaint regulations. It may help avoid getting into trouble for not following protocol (Abbajay, 2018).  The solution should be after trying other failed interventions hence requiring an escalation. Thus, employees retain their jobs while HR solves their unsupportive boss’s problem.
[bookmark: _Toc88432848]Decision-making technique
[bookmark: _Toc88432849]Define, describe and appraise the problem
Sometimes wrong decisions are made when the problem being solved is unclear. As a result, it is essential to define the problem for a reliable solution roadmap. The first step is identifying the problem at hand. For instance, in this case, the problem is bad management/unsupportive bosses. It also includes establishing the problem’s impact on an individual or organisation (Sproull, 2018, p.33). The bad management/unsupportive bosses contribute to job dissatisfaction leading to low productivity rates. In some cases, it may lead to high attrition rates, which may poorly reflect a company’s reputation. 
Secondly, identify where the problem is in the organisation. If a problem is equipment-related, it would include assessing the geographical location and specific machine (Sproull, 2018, p.33). However, from our case study, it is establishing the department(s) experiencing bad management or unsupportive bosses. It helps narrow down to the main problem for a more focused solution. Notably, it may help save time and resources committed to the problem-solving process.  
Thirdly, identify the unsupportive boss or bad managers. Once the specific individual is identified, it becomes easy to deal with them individually (Sproull, 2018, p.35). As a result, all effort and attention are focused on the identified manager or unsupportive boss. The specificity may help identify underlying issues that may be contributing to their behaviour. For instance, a manager may lack management skills or be demotivated at work. As noted initially, managers are human beings and experience similar work and life challenges as other employees. Thus, the organisation can help solve the personal problems if possible and address the management concern.
Fourthly, identify how the organisation intends to solve the problem. It could be from the alternative solutions listed or another appropriate option. HR can share the alternatives with employees for insights on a possible solution. It is advantageous since once employees give a suggestion, the management may not be blamed if it fails to work. The stage allows for brainstorming over the available options in the affinity technique diagram.
[bookmark: _Toc88432850]Affinity diagram
The diagram is used to analyse creative and non-traditional solutions to a complex problem. It requires collecting large volumes of information about a solution and grouping them into clusters. Also, it is a teamwork exercise that must accommodate input from all concerned parties. Therefore, the dissatisfied employees can brainstorm and share insights about the possible alternatives. Ideas are recorded on sticky notes and moved relevantly to create a cause-effect diagram (M., 2021, p.23). Each cluster represents a concern or branch of the main problem. The concern related to the main issue and with more sticky notes forms the basis for a decision. The best solution would be double-sided accountability from employees and managers. Each party should be accountable for their expected input and productivity.
[bookmark: _Toc88432851]Implementation plan
[bookmark: _Toc88432852]Set clear goals
The most crucial first step in the implementation plan is establishing the end goals. The goals could be related to personal growth, career development, or organisation performance (Miller, 2020). However, the set objectives should be attainable given the available resources and support. For instance, the double-sided accountability goal may target high productivity and more employee participation. Thus, clarity ensures all teams operate harmoniously for a unified course. 
[bookmark: _Toc88432853]Determine roles and responsibilities
Once the goals are established, the next step is identifying individual responsibilities. It may involve documenting available resources, concerned departments, and communication processes (Miller, 2020). In our case, the managers/bosses will be required to accord maximum support to employees through coaching. Similarly, employees will be required to attend training and record increased productivity.
[bookmark: _Toc88432854]Execute the plan and monitor progress
Plan execution could include job delegation and redefining roles. All parties involved must understand their role in the changes for effective collaboration. Employees may require internal training to familiarise themselves with the plan and execute accordingly. The human resource departments may be needed to check on employees to track progress constantly.
[bookmark: _Toc88432855]Sharing information
Communication is vital in ensuring employee involvement. In the problem and decision-making process, employees and management are the key stakeholders. As a result, the communication channels should target the team. Methods used could include office town-halls, face-to-face meetings, emails, or briefings (Foot et al., 2016, p.53). Policy changes or process changes must be communicated on time so that the affected parties can adjust on time. For instance, given the double-accountability solution to bad management or unsupportive bosses, both parties need time to understand what it means and the consequences. Thus, it eliminates the likelihood of more problems due to ineffective communication.
[bookmark: _Toc88432856]Review technique
[bookmark: _Toc88432857]360 Degree appraisal
360-degree approach collects performance data from subordinates and self-appraisal. As a result, it is broad and thorough hence more reliable. It gives a holistic performance review from individuals subject to previously set goals. In some instances, it may include insights from customers about an employee’s job performance (Foot et al., 2016, p.246. The double-accountability solution aims at improved productivity and more employee engagement. The managers are expected to be more supportive of employees through training. Collected feedback may indicate whether employees received training and whether the manager’s supportive efforts improved. A negative 360 feedback on both sides should show a failed solution, hence the need for further review.
[bookmark: _Toc88432858]Conclusion
Management support is a critical factor in determining employee satisfaction. As a result, an unsupportive boss can potentially hijack employee career growth and development. Supportive bosses create employee trust, which encourages creativity and initiatives at work. As a result, employees are more engaged at work leading to improved personal and organisational performance. Also, unsupportive managers have no track record of their employee performance essential in reviewing growth and development. Alternative solutions to unsupportive managers’ complexities include double-sided accountability, training, diplomatic approach, and consulting HR. In a democratic work environment, communication should allow the free flow of information vertically and horizontally. Further, the human resource department may solve the ongoing management challenge, hence the need to consult an HR manager. The untrained managers may gain from such training to equip them with people management skills. The affinity diagram is used to analyse creative and non-traditional solutions to a complex problem. It requires collecting large volumes of information about a solution and grouping them into clusters. From the technique, the double-accountability solution is the most effective in addressing bad managers or unsupportive bosses’ complexity.
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