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In today’s competitive working environments, one of the main challenges that organisations face is retaining their top talent. Job satisfaction is necessary to promote functional employee behaviours in the organisation. However, most contemporary workplaces are characterised by high rates of employee dissatisfaction that is the primary driver of low motivation and a workforce that do not strive to achieve high-quality outcomes. Job dissatisfaction is one of the indicators of how employees feel about their jobs and a predictor of workplace behaviours such as organisational citizenship, absenteeism, and job withdrawal. Like other workplaces across the world, in the UK, employee job dissatisfaction is associated with poor working relations, lack of work-life balance, limited opportunities for employees to grow their careers, feeling unappreciated and low wages are some of the key factors driving employee dissatisfaction (Bessa et al., 2021). Job dissatisfaction leads to severe employee and organisational consequences, such as loss of motivation, lack of interest, poor productivity, and high turnover rates (Arvan et al., 2019). To help ensure that employees are satisfied with their roles and working conditions, De Clercq et al. (2019) argue that helping employees to create a work-life balance, providing career development programmes, increasing employee wages, and providing flexible working conditions provides the basis for employee motivation and increased organisational productivity. This report aims to explore the issue of employee job dissatisfaction within the UK context.
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Organisational productivity is directly dependent on the level of employee satisfaction and motivation. Employees who develop perceptions that their responsibilities do not match their competency develops negative attitudes which leads to a decline in productivity (Günay, 2018). According to Ravalier (2019), job dissatisfaction creates negative impacts on an organisation’s productivity and an employee’s mental and physical wellbeing and often results in lack of motivation, lack of interest, absenteeism, frustration, and high turnover rates.
At present, various UK organisations are struggling to meet the changing challenges presented by global trends – those that fail to recognise the importance of addressing employee needs cultivate a negative workplace culture that compels some employees to seek alternative opportunities outside the company. Arvan et al. (2019) opine that appreciating the efforts of employees create a balance between personal life and work. However, organisations that fail to recognise the importance of employees initiate disloyalty, poor creativity and productivity levels and overall low satisfaction.
According to Bessa et al. (2021), poor wages is one of the most critical issues facing employees and organisations. Employee underpayment is often associated with increased levels of stress, low self-esteem, and a greater tendency to engage in unhealthy behaviours. In terms of organisational reputation, employee job dissatisfaction cultivates an unfavourable impact on business reputation (Collins et al., 2018). Dissatisfied employees negatively affect organisations as they lack motivation, perform poorly, and possess negative attitudes – these affect other employees and the organisation’s bottom line (White, Aiken, and McHugh, 2019).
[bookmark: _Toc91830816]Analysis

Unsatisfied employees often report high levels of depression and sleeping difficulties which affects their morale to meet the obligations. Although limited career growth, lack of interest, and poor management lead to employee dissatisfaction, they can also be used in decision-making, which, in turn, will improve workplace productivity (De Jong, Grundmeyer, and Yankey, 2017). Therefore, companies need to help their employees to effectively manage their time by creating boundaries between work and personal items, keeping track of their time, determining their priorities and events and setting specific goals (De Clercq et al., 2019). Making decisions based on these constructs creates a positive work-life balance that helps workers to create time for work and other facets of their lives.
In addition to time management, effective staff management based helps managers to analyse and monitor the effectiveness of employees. Such an end-to-end overview helps both employees and their respective organisations to make informed decisions of the direction of the business and where investment and scalability are required. Such measures underlie the production of high-quality products and services; for instance, Bessa et al. (2021) indicate that effective employee management is driven by the ability of managers to motivate, communicate and build trust with their reports. However, the ability to manage employees starts with organisations hiring the most suitable and relevant staff that will help drive an organisation’s goals (De Clercq et al., 2019). Managing employees further includes ensuring that they take regular breaks and encouraging open communication. By ensuring good mental and physical wellbeing, it will help increase workplace productivity, minimise absenteeism and even medical costs.

Due to the ever-changing market trends and job demands, employees desire to work in organisations that provide them with a platform to advance their careers (De Jong et al., 2017). While learning and development opportunities help employees to avoid being redundant, it also helps organisations to improve their productivity. Ravalier (2019) notes that allowing employees to build their skills and knowledge increases their confidence, hence enabling them to complete more tasks efficiently and effectively. With the help of collective decision-making, organisations identify goals and competencies that are used to serve as a framework to help focus employees’ behaviour on aspects that are of more importance to the organisation and help drive success (Collins, Cartwright, and Cowlishaw, 2018). Further, developing organisational competencies will provide a common way of harmonising, selecting, and developing talent.
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According to Dhamija et al. (2019), keeping organisational staff satisfied and engaged is increasingly becoming a complex issue because employees are not only interested in a healthy working environment but also other factors, such as work flexibility and recognition for their services. Keeping employees satisfied requires various solutions such as rewards and recognition, providing equal opportunity for career development, allowing employees to freely voice their opinions, focusing on providing workplace flexibility and ensuring employees experience job fulfilment (García et al., 2019).
· Equal Opportunity for Career Development
Providing employees with equal opportunities to develop their careers helps minimise workplace conflicts and other barriers that may prevent employees from progressing in their roles. It is convenient and cost-effective for organisations to use their staff to provide career development opportunities within their various departments. Career development opportunities help increase employee satisfaction, motivation and productivity; in addition, prioritising the creation of employee career development programmes help organisations to attract and retain top talent (Günay, 2018). Equal opportunity for the staff to upskill and reskill their competence is more effective when organisations integrate appropriate programmes with ongoing training and development approaches. For organisations to achieve this goal, they need to design career development systems that not only benefits them but also helps employees and managers to establish effective communication (Gopinath, 2020).
The provision of equal access to opportunities and the development of careers improve workplace morale as all employees are treated equally without any prejudice (Haque et al., 2019). This implies that employees who get a promotion or who secure specific positions are due to their qualifications, experience, and knowledge. Career development opportunities will provide a platform upon which employees can use to reach new levels of professionalism with the help of areas such as networking, continued education or advancement of skills.

· Appreciating Employees for Their Work and Rewarding them Accordingly
Employee appreciation directly affects the level of employee satisfaction and morale. Organisations that show their employees that they care, improve their motivation, increase engagement, foster loyalty, and increase productivity. According to García et al. (2019), it is important to appreciate employees as it makes them feel valued and, in turn, drives them to do their best. Further, it facilitates their mental and physical wellbeing that defines their satisfaction and engagement. Besides appreciation, employee rewards and benefits increase their engagement which increases retention. By frequently rewarding employees, they develop a positive attitude about their work which causes them to be more motivated and engaged. Appreciating employees for their work and rewarding them accordingly helps employees to know that their services meet customer expectations. In addition, job performance that is rewarded is likely to be repeated as every employee strives to satisfy customer needs – this helps the organisation’s competitive position because satisfied customers are likely to make repeat purchases.
· Allowing Employees to Freely Voice their Opinions
Creating good working conditions that foster collective decision-making where the opinions of all employees are taken into consideration helps improve workplace morale and general productivity. Asghar and Oino (2017) argue that encouraging free and open communication helps employees to provide opinions in terms of how their needs can be met without affecting the organisation’s performance. In environments where there is no fear of punishment for providing constructive feedback, ideas get better, the working conditions become more effective, and employees’ job satisfaction increases.
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Employee job dissatisfaction is determined using various indicators such as a decline in productivity, bad employee attitudes and frequent complaints, high turnover rates and poor employee attendance. According to Ravalier (2019), the effect of high staff turnover includes low productivity, increased production cost. The author notes that in cases of high turnover rates the immediate impacts are severe; for instance, the organisation is likely to lose top talent, facilitate low commitment for employees left and loss of belief in the team’s competence and ability to perform. High turnover destabilises and disrupts the culture of the organisation as they create fractured workplace relationships and an organisational culture that does not support long-term and sustainable working relationships (Haque, Nair, and Kucukaltan, 2019). As employee turnover rates increase, the remaining employees experience low morale and productivity. The existing staff are subjected to increased workloads and responsibilities due to a lack of a competent workforce. The organisation experiences low productivity due to a significant amount of time spent to recruit and train new employees.
Uncooperative employees and frequent complaints inform organisations of potential employee dissatisfaction (Dhamija, Gupta, and Bag, 2019). Lowly paid employees are often opposed to workplace collaboration; this leads to a lack of engagement, less efficient performance and other factors that affect the organisation and its bottom line. Research on the psychology of being underpaid and overworked by Gopinath (2020) reveals that these factors often trigger burnout, sleeping difficulties and work-life imbalance due to stress and the inability to keep up with the heavy workload. The organisation can use employee performance metrics and their attendance patterns to determine if they are satisfied with their jobs or not. Poor attendance saps the morale of employees, reduces their engagement – this also takes supervisory time and attention and often leads to disciplinary actions.
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The implementation of solutions, such as prioritising work-life balance, creating a career pathway, promoting a positive work environment, and driving honest communication and transparency. Work-life balance requires prioritisation between personal and professional activities. Therefore, maintaining and encouraging employees to maintain a healthy work-life balance will positively affect employees’ health, productivity, performance, and general satisfaction (Günay, 2018). Due to the challenges involved in attracting and retaining highly skilled employees, the organisation can gain a reputation for encouraging work-life balance. While implementing work balance measures such as creating a schedule for personal and professional activities, the organisation should further establish measures that will boost engagement and minimise burnouts (Thiagaraj and Thangaswamy, 2017). For instance, organisations should provide employees with flexible working schedules that can allow them to take time off.
Creating a healthy work environment will enhance productivity and reduce resources related to turnover, absenteeism, employee compensation and medical claims. As such, a conducive and caring culture at work improves employee well-being and productivity as well as an employee’s health outcome and satisfaction (Conway et al., 2019). Such environments are often reinforced with employee rewards and benefits. Rewarding employee performance is one of the effective methods of keeping the organisational workforce motivated. Research indicates that financial and non-financial rewards drive recognition, appreciation and compensation for employees who have worked hard and put in extra efforts.
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Employee dissatisfaction is one of the key barriers to achieving organisational success because it negatively affects work performance and morale. Employees that lack focus do not have the motivation to be productive and ensure the production of quality products and services. Employee job dissatisfaction is often driven by factors such as poor work-life balance, underpayment, and lack of career growth. However, the organisation can transform these challenges into factors that will improve employee satisfaction. Helping employees to develop their careers, recognising, and rewarding their efforts, and providing a flexible work environment are some of the factors that can help increase employee job satisfaction.







[bookmark: _Toc91830821]Role Play Reflection

Being a Management Consultant and investigating and resolving a complex problem that a company and its employees had was a very intriguing experience.
Following the initial introduction, employee (Ramila) provided a brief overview of her career with the company and her concerns. She stated that she had worked for her employer for five years, received no training, received no pay increase during this time, and believes she is underpaid in her current position. She also mentioned that she is satisfied with her job, but not with the management, as she has expressed these concerns with management but has never received a response or comment.
Once I had a full understanding of the situation, I indicated to the employee that as a consultant, we would provide a report for the employer advising on the measures that should be done to remedy the issue in a manner that would satisfy both the employee and the employer.
I did explain that the current Pandemic and Brexit difficulties are not helping, but all factors will be considered, as five years with no wage increase and no training is a cause for concern, which will be highlighted in the report as critical steps to be implemented immediately.
I stated to her we will urge her employer to assess all staff training, including management, and staff pay structures, which should be compared to the current going rate for similar positions to avoid underpaying staff. Companies are advised to at least keep pace with inflation when it comes to pay increases, appraisals should be implemented to ensure that both staff and management have a record of any negatives or positives communicated, and this will also help pave the way for planning and moving forward with a goal, as well as understanding both the employee's and employer's needs.
Employee Ramila was satisfied with the reaction to her complaint, and it was made clear to her that a follow-up session would take place three to six months later to determine whether the problem has been remedied, is continuing, or if other adjustments are required to improve.
The consultation concluded with the employee feeling more optimistic and anticipating her employer's future measures.
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