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[bookmark: _Toc79159215]Introduction:
Employee satisfaction is critical to an organization's market viability. It refers to the situation where the employees are delighted with their role and surroundings within a workplace (Adair, 2014). However, recent statistics indicate that job satisfaction levels among UK employees are not very high. The reasons for and consequences of occupational stress will be examined in this study. The macro-environmental elements that contribute to these problems will be discussed. A cause and consequence analysis will be undertaken, and alternative techniques for resolving the difficulties will be presented and methods for evaluating the process. The second chapter will explore the concerns surrounding the organization's low wage scale and increased workload. The effect of insufficient salary distribution will be discussed, and potential options for resolving the issues. As I am working in the security industry, I have faced many problems that I will mark in this report. At the conclusion, methods for evaluating the solution's efficiency will be discussed.
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[bookmark: _Toc79159217]1.1Nature & Impact of employee dissatisfaction:	
The case study has given us many different perspectives of the workers having a tough time due to the pandemic. The study has pointed out many reasons as the source of dissatisfaction inside the workplace. Due to the pandemic, they have to work from home, and that grows discontent among them. The first nature of the employee dissatisfaction raised because of managing workload and family responsibilities altogether. And addressing two ways has impacted their mental wellbeings. The case study has shown that the workers have to do overtime, but they didn't pay well. Also, the tension of financial stability has grown up, and it hampered their workload. One of the personnel from the organization has identified mental wellbeing as the key topic for the people because of the changes in their previous routine life, and thus it is the company's responsibility to identify their needs and work on them.
If the employees got disappointed, it impacts the overall performance of the organizations and creates different kinds of problems (Allwood & Selart, 2014). Some of the identified impacts are Reduced Productivity of Employment is one of the main reasons. The period of quarantine has made our immunity system weak enough. And if the people do not get the room for expressing themselves, their dissatisfaction leads them into rudiment of productivity. Employees who are dissatisfied want to focus on their job obligations and more time discussing the causes for their dissatisfaction with their coworkers, friends, and competitors. The implications of a dissatisfied company are roughly related to staff performance. Businesses with low job performance frequently experience revenue damage. Satisfied employees devote their time to producing high-quality commodities. Customer Experience Issues is another one. Happy employees spend more time with the organization's advancement (Tavana & Bahadori, 2021). They prioritize their responsibilities, enabling them to deliver optimal quality service, converting them into dedicated and repeat customers, and retaining them. Having an unhappy workforce might have the desired effect. Unsatisfied employees cannot give high-quality services to the clients, resulting in the business's failure to maintain requirements and budget loss.

[bookmark: _Toc79159218]1.2Cause & effect analysis:
We have been seen in the theories of many famous philosophers about the need of the people. Abraham Maslow has shown us an essential step-by-step diagram for recognizing the condition of the people. On the other hand, henry Mintzberg has shown some points which can satisfy and dissatisfy the employee. We have also known some factors which can be a reason for the level of satisfaction to a person. If we look at the picture below, we can see some logical points.
[image: ]Figure 1: Motivator and growth factor
	Source: (Andrew, 2021)

Cause and effect is a term that refers to a bond between variables events in which one is the result of the other. So we can say that lack of any component can cause dissatisfaction to the employee. According to the scenario in the case study, some of the identified cause and effect diagrams is given below:
[image: ]Figure 2: Fishbone diagram based on Case study
Source: (Committee, 2021)
Numerous factors can contribute to the tragic level of the unsatisfied workforce. One of the primary reasons is underpayment. Often, employees believe they are compensated more than they deserve, and as a result, they lose enthusiasm in their jobs. Another factor for employee unhappiness is a lack of motivation. Because supervisors fail to inspire people, they are unaware of the imperative to perform. Ineffective management is to blame for the lack of drive. The supervisor must be encouraging, as employees look to them for assistance. Non - supportive managers might lead to increased employee dissatisfaction with their careers. 




[bookmark: _Toc79159219]1.3PESTLE analysis:
Pestle analysis is a factor that provides a picture of the impact on the components of our surroundings.  Many microenvironmental factors result in job dissatisfaction which is given below:
[image: ]Figure 3: PESTLE Factors
Source:
Political: Brexit is the most significant political issue, and it is making a substantial contribution to the cause (Adair, 2014). The British Country's businesses employ many participants who are not British citizens and originate from other European countries. They may be unable to work at these firms as a result of Brexit. Organizational members believe they are changeable, which might contribute to their dissatisfaction. One of the primary causes is a country's political situation and current policies.
Economical: The influence of Covid-19 has altered corporate practices as well as recruitment and hiring practices(Pitsyk, 2018). Businesses now want to reduce their workforce and conserve their resources. As the joblessness rate has increased, companies frequently take advantage of this. Many people continue to work despite being undervalued because they require money to live. Simultaneously, the cost of necessities has skyrocketed. This may influence job satisfaction.
Social: The UK's employment market is made up of people from all over the world. They see the world differently, and the rules, ethics, and cultures of Organisations often bore them against their convictions. Workers have to alter their behavior to keep their jobs. So workers are often unsatisfied with their jobs.
Legal: 
Technological: Employee duties have expanded in lockstep with advancements in technology. Seniors are frequently overlooked in the job due to their lack of technical abilities. This is a significant cause of employee unhappiness.
Environmental: Companies are permitted to terminate employees under the law. Businesses can fire employees without facing legal repercussions (Forck,  2016). Individuals have rights, but they are insufficient. Employees constantly worry about losing their jobs due to its economic situation and the rising jobless rate. Besides, due to lockdown, the environmental pressure causes many people to die of lack of treatment. Also, the death of the close one leaves a forever mark on the employees' minds, resulting in job dissatisfaction. Also, the managers can’t handle their employees, which results in employees leaving their organization.












[bookmark: _Toc79159220]1.4An alternative solution to the problem:
From the case study, we have found some underlying problems which can be solved in many possible ways. From my perspective, I have seen some which can be beneficial to the company. Firstly Businesses should make an effort to ascertain the source of the problem. People have a variety of challenges, which are frequently highly dissimilar. Investigating the fundamental causes of employee unhappiness might assist in resolving employee unhappiness concerns. This stage is highly effective and can be done in any organization, and the benefits are nearly instantaneous.
However, the method can take a long time since managers and staff must participate in the lengthy discussion and interviewing periods (Robinson, 2021). The entire procedure can be exhausting for staff and employers alike. Secondly, effective communication is another critical component of increasing job performance. It can assist individuals in achieving success and optimizing their actual quality. If management can inspire their people effectively, results will be evident quickly.
On the other hand, excessive motivation can create friction and chaos within an organization, and employees frequently begin to focus more on bonuses and punishments than on improving their skills (Andrew, 2021). As one of them said the mental support, it must be taken into consideration. The organization should initiate a mental health program and listen to the problems of their employees. They must try to discuss things with them and make them feel like a part of their organization. Maybe these can help the employees regain the power to work towards the company goals and mitigate the chances of leaving their work position. During Covid, both financial and mental support can play a vital role for each of the employees.






[bookmark: _Toc79159221]1.5Implementation of the chosen solution:
After analyzing the different remedies to the employee engagement problem, it is clear that encouraging staff will be the best option to execute initially since the impacts will be seen within weeks (Benedict, 2012). Motivated personnel are always dedicated to their company and can provide the best service possible to earn the customers' loyalty and happiness. Committed workers always feel encouraged and perform significantly better than many others. The following methods can be used to motivate staff. The initial step will be to begin recognizing employees' accomplishments and performance. While phrases like "Well done" or "Good job" may seem innocuous, experiencing them from a senior boss can mean a great deal to an employee, motivating them to maintain their quality and ensure even further. Without delivering rewards, the process of encouraging employees cannot be accomplished. Incentives might be financial, non-monetary, or a combination of both.
Along with paid holidays and allowances, it might be good to establish a system for recognizing employees consistently for exceptional performance (Oh  & Boo, 2017). Workers who do not achieve their total capacity continue to be under a great deal of stress. Criticizing the workers will ultimately complicate the situation since they may feel ungrateful for their efforts. Rather than assigning blame, supervisors should approach such personnel with a pleasant attitude. Often, people are unwilling to discuss the challenges and causes behind their lack of performance or failure to perform. To ensure employees feel comfortable contributing, a company should take a "We" mentality rather than a "You" mentality. It enables employees to communicate their concerns to their management, who can then resolve them. This can significantly stimulate personnel.






[bookmark: _Toc79159222]1.6evaluation of the results:
The most practical method of evaluating the approach is observing the workers' mindset, attitudes, and behaviors. If they appear to be content and connecting with others, employers may conclude that the techniques worked. Though we have seen many of them agreed that they got support from their coworkers and manager, which is a plus point for the organization (Pitsyk, 2018). If the initiatives are successful, the organization's overall performance will inevitably improve. If the tactics are appropriately implemented, workers will become more open and committed to the organization. This is yet another hint. Managers might solicit input from staff to identify the program's efficacy. Having a balanced scoreboard could be the most critical factor in evaluating the process's efficiency. During Covid-19, This is very important to take care of the mental health of the employees. Many of them leave their jobs for not balancing their work life and personal life properly. Also, loading them with works can be harmful to their health. So by taking proper measurements, they can mitigate the dissatisfaction level from their employees.
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[bookmark: _Toc79159224]2.1Identification of the problem:
2020 will be recognized as the year of the Covid-19 viral epidemic, which not only grabbed us off guard but also demonstrated that we are only as secure as our society's most desperate individuals (Forck, 2016). Everybody's life, everywhere, has a pivotal point. The virus, which has wreaked havoc on the health care system, has also highlighted the vulnerabilities of an unstable economic system that has sustained significant harm. This crisis has demonstrated and established that worker instability and inadequate safeguards have effects on the entire society. Workplaces are particularly challenging, and supervisors and employees alike must take the required steps to resolve and address them. The first step in resolving workplace difficulties is to identify them. One of the most general problems confronting managers in organizations is inequitable compensation allocation and unpaid overtime. As humans engage within organizations, this can cause many challenges affecting relationships, efficiency, work happiness, and morality. If fundamental pay concerns are not resolved, they can eventually cut earnings, increase staff turnover, and result in errors, all of which can hurt the organization's brand image in the eyes of the public. To ensure that the compensation scale is efficient, there are several unique obstacles and issues that both managers and supervisors must face.







[bookmark: _Toc79159225]2.2 The impact of low salary and extra hours:
Certain employers struggle to afford reasonable pay. Economic conditions, policy procedures, and desire for company services and goods affect an employer's capacity to reward employees at market rates. Low salaries can have a disastrous impact on employees, resulting in frustration and anger, pressure, low morale, and job loss (Strangmueller, 2015). Working in the security industry, I have seen people complaining about their low salary and high workload, also mentioned in this case study. 
Employees who believe they should earn more money demonstrate indicators of general unhappiness. As a result, their professional relationships with team leaders suffer. Individuals who spend excessive time wondering about their superiors and bosses accumulating wealth can develop misdirected rage. Rather than directing their anger at pay and benefits consultants who set the remuneration or at senior leadership for failing to restructure payment, they may feel insufficient compared to managers who earn more—employees who earn less than they should experience stress due to financial concerns. Operating in a job that does not pay enough to cover basic expenses might add to focus due to failure to meet regular responsibilities. Stress harms families and can flow over into the workplace, contributing to low staff morale (Tavana & Bahadori, 2021). When employees are unable to earn a living, their unhappiness can damage their self-esteem and overall well-being. Low morale is frequently associated with discontent among employees. Employees dissatisfied with their working conditions, including salary, may exhibit apathy regarding their job responsibilities and begin to doubt why they continue to work for the same business. Low morale can manifest as hopelessness and insignificance, damaging and even deadly in the job. When employees do not receive the salary to which they are entitled, their motivation levels plummet. They may consider it is pointless to exert effort to accomplish a decent job when their compensation is considerably lower than that of competitors.
[image: ]Figure 4: Problems due to overtime
Source:  (Oh  & Boo, 2017)
Low motivation impacts production, and disappointing leadership have a negative influence on the organization's bottom line. Inadequate performance can harm the quality of goods and services. On the other side, work overload has several disadvantages. While many individuals will gladly accept as much excess as possible, there is rising credible evidence that a project's reliance on overtime can result in one of many difficulties. We have also seen how overtime affected the organization’s employees adversely. People want to work in an environment where they can earn a living wage and connect with their coworkers. Inadequate compensation discourages employees' morale and willingness to work. People are looking for extra payment for extra work, overtime facilities, rewards for performance, and other incentive programs. If any of these components are missing or poorly implemented, the distance between the corporation and its employees grows. This is one of the primary reasons employees leave an organization without hesitation. Ineffective payment has a noticeable influence on employee satisfaction, affecting staff engagement and loyalty to the organization (Allwood & Selart, 2014). If workers are not quitting and are still employed by the organization, the majority of them would merely not report to work. Numerous studies have discovered that 28% of discrepancies in absenteeism rates and sickness cause changes in payment and salary techniques. Another study found that their absenteeism is significantly lower than the national average when workers are fully educated.

[bookmark: _Toc79159226]2.3Solution to the problem:
The role of state and organization is equal for providing solutions to the problem. Employers are aware that they are legally required to follow fair pay policies(Robinson, 2021). Pay should not be biased and should try to compensate individuals who perform similar jobs equally. Benefit payments for variations in productivity and other acceptable considerations will always exist, but pay variances should never be founded on unfair grounds—not even accidentally.
This means that companies should be engaged in assessing the fairness of their pay policies, examining everything from the hiring process to an employee's full employment with the company. After addressing immediate issues and resolving glaring wage inequalities, the company should prevent a recurrence of this situation. This can take a variety of forms due to the nature of the issue at hand. The following are some examples of ways the organization can avoid future pay disparities: Improve hiring team training to minimize or eliminate the instances in which pay discrimination enters the employment process (Sprankle & Hubbard, 2016). Implement strategies across the business to establish equitable pay rates or job titles for each role, with compensation determined by the position, the role's meaningfulness, and the employee's level of experience. Decide on the remuneration before anyone applies. This minimizes the possibility of mistakenly paying some candidates less than is suitable for the job based on their salary history. Consider further explanations for the pay gap's existence and implement measures if necessary. For instance, were certain employees less likely to receive raises after taking a leave of absence? Apart from appearing hostile, this could contribute to compensation disparities between persons performing substantially identical work (Underwood, 2013). This is only one example of how to wage disparities can develop over time without the organization being aware of it. Consider making compensation more accessible, even only somewhat. When compensation systems are more transparent, it pushes everyone engaged in making pay decisions to exercise greater caution in making fair decisions. Be explicit about the conditions for receiving a higher salary, and adhere to the set guidelines consistently. This can assist companies and managers in remaining fair and equal in their decision-making on who qualifies for and receives raises over time. Conduct compensation evaluations always to identify and resolve difficulties before they grow worse.
The company must address the needs of the employees individually because many of them do not want financial support but mental support from their workplace (Strangmueller, 2015). So managing and then assessing them is a must. Therapy and an online session on mental health can help lessen their tension and grow their ability to work during pandemics. 



















[bookmark: _Toc79159227]2.4Evaluation of the problem:
In February 2021, one year into the epidemic crisis, the UK economy stayed 9.7 million jobs lower than it was in February 2020, the last month before the financial consequences of COVID-19 began (Underwood, 2013). Restoring living standards will involve more than reclaiming the 9.7 million lost jobs; we must also evaluate the number of jobs produced after February 2020. Job growth averaging 202,050 new jobs per month in the 12 months preceding the pandemic slump. Without the COVID-19-induced slowdown, an additional 2.4 million employment may have been generated. By adding this to the actual employment losses since February 2020, the UK job market was 12.6 million jobs short in February 2021.
The problem can be evaluated through maintaining affirmative communication with the workers. Effective communication can let the workers sharing their issues with their managers, and thus, the managers can work on solving their problems. So firstly we should work on increasing efficiency in communication. The most straightforward answer to this problem is for leadership to enables collaboration from staff members. It is critical to emphasize that constructive and candid input is appreciated and that there will be no penalties for expressing open comments in terms of career progression. According to a survey, 80% of unsatisfied employees report feeling disengaged from their work with their new economy. Line managers should indeed have frequent one-on-one conversations with their groupmates, in which both parties interact on an equal footing. Regardless of level, it is critical to recognize that all employees work together to accomplish their goals. If negative responses, reviews, and valuable suggestions help the business succeed, this should be highly encouraged (Tavana & Bahadori, 2021). To ensure the success of the company, huge egos should be set aside. According to numerous research, approximately one-quarter of employees lack confidence in their managers. Increasing employee trust can be accomplished by setting standards and internal communications. According to another study, employees stated that openness was critical in determining their workplace contentment and happiness. One of the most effective methods of increasing exposure is by communicating critical corporate KPIs to all employees (Sprankle & Hubbard, 2016). Rather than hiding total revenues and losses every month, presenting them at business meetings can be beneficial. Keeping everyone informed will not only improve organizational efficiency but will also foster a sense of collaboration. If the organization falls short of its objectives, displaying vital feedback to staff can energize, pushing people to work together with a community spirit. Leaders and managers must be transparent to foster transparency inside the organization.



















[bookmark: _Toc79159228]2.5Implementation plan to the solution:
Pay scale problems inside an organization are incredibly complicated and cannot be remedied with a single approach (Committee, 2021). This challenge necessitated the use of numerous solutions to be effectively solved. However, among the alternate options suggested, soliciting feedback from subordinates should be the most suitable because it is simple to execute and can be pretty effective, as effects will begin to show as early as the first week. Taking an interest in employees and their work is the first step toward eliciting candid feedback from employees. Inquiring about employees' attitudes toward the organization, its culture, and their jobs can demonstrate an interest.  Workers will open up if they believe their employers are genuinely interested in their life. Being candid with them is the most effective way for a boss to ingratiate himself with his employees and earn their loyalty. This entails acknowledging his shortcomings and making appropriate apologies. By being candid, he can motivate his employees to be more forthcoming. If he succeeds, he will discover that his employees are more inclined to communicate with him when they require assistance than criticize him when they do not receive it (Podmeshalska & Panchenko, 2020). Speaking with workers face to face is another way to obtain accurate feedback on their level of happiness and engagement. Regular performance reviews and direct communication with staff will inspire them to speak themselves. Employees may be scared of delivering lousy feedback if they dislike something, and many people are. A feedback form at the workplace will benefit employees since they can submit input anonymously without writing their identities.







[bookmark: _Toc79159229]2.6Monitoring & review techniques:
The monitoring procedure is critical since it will determine the solution's efficacy and determine if it is functioning or not (Benedict, 2012). The first stage will assess the organization's effectiveness, as resolving communication difficulties will improve performance. Then, supervisors must personally inquire of employees regarding the program's success. Additionally, they will be required to conduct questionnaires to assess the entire process. Risk exists in a dynamic setting as a result of the ever-changing external and internal environments. Organizations must monitor risks and the effectiveness and sufficiency of current controls, risk treatment strategies, and the process for implementing them. Impact evaluation may be advantageous at this point because impact evaluation quantifies the long-term influence or behavioral changes on a target community or group as a result of a project and its treatments (Otundo Richard, 2019). Rather than concentrating on the administration and delivery of the project, it evaluates the extent to which it accomplishes the final purpose. These review techniques should be taken into consideration for ensuring employee satisfaction during pandemics.


[bookmark: _Toc79159230]Conclusion 
Companies frequently fail to provide sufficient opportunity for employees to progress, which results in employee dissatisfaction. Businesses should give flexible working to their staff to enable them to maintain a healthy work-life balance. Numerous companies fail to do so, leaving employees frustrated with their positions. In this report, we have seen the situation of employees during this pandemic, and as a management consultant, I have tried to cover all the discussions regarding the issues. It has covered the problem, and their evaluation also finds out the solution for the organization to work on because it is high time the employees should be treated in the right way in every organization.
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