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[bookmark: _Toc89943781]                                         Nature of Job Satisfaction

The problem of job dissatisfaction is characterized by employees harboring negative feelings towards their work or work environment. This fact about the problem is true for all industries and organizations where it exists. The negative feelings are a result of the dislike towards their jobs that the employees develop over time as they carry out their tasks. It is also true that the problem of job dissatisfaction is mainly an attitudinal one, which makes it impossible to quantify. Since bad attitude or dislike towards a job or workplace cannot be measured, it remains that the nature of job dissatisfaction is such that different employees doing the same job can experience different degrees of the problem. Job dissatisfaction as a problem is also tied to the job environment that a particular industry or country offers to its employees. Where the work environment is good, the problem of job dissatisfaction will be less severe than where the work environment has been neglected by the involved organizations (Locke, 2017). In light of this, it can be surmised that the problem of job dissatisfaction in the United Kingdom is one that of a nature as described above.
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The problem of job dissatisfaction not only affects employees as explained in the case study provided, but also the organizations they work for. For example, job dissatisfaction causes a high rate of turnover to the organizations in the UK job market. This happens as employees leave in droves to look for other job opportunities that they feel will satisfy them better. As a result, organizations find themselves in a state where they have to constantly hire new employees to make up for a higher turnover rate thus costing them money and time (Shaikh, Shaikh, and Shaikh, 2019). Job dissatisfaction also impacts organization’s negatively by raising the rate of absenteeism. A dissatisfied workforce is more likely to miss working days due to the low interest they have towards their jobs. Consequently, their organizations are forced to work with less employees on most days of the month, which affects their productivity. Thirdly, job dissatisfaction affects the performance of organizations by causing disgruntlement among employees. As a result of the disgruntled attitude, employees lose motivation and begin doing the minimum they can do without breaking the rules (Shaikh, Shaikh, and Shaikh, 2019). The effect of this behavior is poor productivity among the employees, which translates to poor productivity on the organization’s part.  On the whole, job dissatisfaction affects the performance of organizations negatively because it diminishes all the aspects that make a successful organization.
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There are many causes that can cause job dissatisfaction in the United Kingdom. The problem does not have one cause and it can originate from a variety of issues. For example, job dissatisfaction can be caused by long working hours. As the case study reveals, some employees in the country feel they have been overworked by their organizations by working unpaid hours. In such cases, employees begin to view their jobs as draining and begin to grow dissatisfied with them. Another common cause of job dissatisfaction is underpayment. As the economy of the country struggles, most organizations do not increase the pay they offer to their employees. As a result, the cost of living becomes disproportionately higher than the salary the employees receive (Hill, 2006). This leads to underpayment which causes employees to view their jobs as insufficient to cater for their needs thus growing dissatisfied. Thirdly, job dissatisfaction can be caused by lack of support from the management. In organizations where the managers disassociate themselves from their employees, a disparity exists between the workers and the management. One of the consequences of such a work environment is that employees are forced to navigate their tasks with little to no support from the management. This makes their jobs unnecessarily difficult hence job dissatisfaction. Employees might also develop job dissatisfaction due to poor relations with their fellow coworkers. This happens when there are differences among the employees that are left unresolved by the management (Hill, 2006). In such cases, the employees with differences view their place of work as a battleground where they have to contend with their coworkers and develop job dissatisfaction as a result. In brief, it is clear that the problem of job dissatisfaction in the United Kingdom can be traced to multiple causes, most of which are unrelated. 
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Organizations across the UK have in the recent past been engulfed by political ideologies that some employees have been forced to accept because they do not agree with the underlying politics. As a result, such employees have experienced problems such as being silenced, or face being punished for their political views. Such employees, have therefore, developed a negative attitude towards their jobs hence job dissatisfaction (Burris, 2013). In another political factor, changes in political leadership in the country, which happens in every election cycle, has contributed to job dissatisfaction. New governments come with new regulations and implement new laws that affect the job industry. The resultant uncertainty causes job insecurity among employees hence job dissatisfaction. Finally, political leaders often neglect employees once they take office (Hetherington, 2019). This causes lack of political representation at the governmental levels leading to the flourishing of issues that cause job dissatisfaction.
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One of the most economic factors that have contributed to the problem of job dissatisfaction in the UK is that of globalization of the economy. Prior to the widespread of globalization, each country had its separate economy supported by its job industry. However, globalization has permeated into the economy, making it one global economy. As a result, potential employees from the entire globe can access the UK job market. This has increased the level of job insecurity, which has in turn led to job dissatisfaction (Siemens, 2018). Secondly, the economy of the UK stumbled due to the Brexit decision which had far-reaching economic effects. Consequently, employers in the UK began initiating plans to remain afloat such as downsizing, which caused tension among employees who thought their jobs were at risk. As a result, the employees became dissatisfied with their jobs as they could not guarantee them a financial future. 
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Immigration into the UK is a social phenomenon that has intensified in the last decade. This has had a positive effect on the economy as it has increased the supply for labor. However, for some employees, this social phenomenon threatens them as most immigrants offer their services at a cheaper price than current employees. Consequently, employers are tempted to hire the new employees with the aim of cutting their overall costs (Kifle, Kler, and Shankar, 2016). This has led to job dissatisfaction among employees in the country as they deem their jobs in danger. Secondly, the existence of social issues in the social sphere that have caused heated debates among people in the UK has contributed to job dissatisfaction among some employees. The differences caused by different perspective on a myriad of social issues has made most workplaces unsuitable to some employees as they develop poor relations with their coworkers thus causing job dissatisfaction.
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Artificial intelligence is a technological phenomenon that has cast doubt over the availability of most current jobs in the future. Researchers in the field have made it possible for AI to perform most of the tasks that employees across the UK are currently paid to perform. Therefore, the threat that their organizations could, at any moment, replace them with AI has been a source of worry, which causes job dissatisfaction. Secondly, information technology, more so social media, has availed the UK job market to the entire world. As a result, potential employees from across the globe compete with employees in the UK for the same position (Dunnette, Campbell and Hakel, 2019). This has led to employees in the UK to be worried about losing their jobs to cheap labor thus causing job dissatisfaction.
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The UK population has been sensitized to the damage that organizations across the country due to the environment. Therefore, for employees who work for organizations that contribute to air pollution and other forms of degradation of the environment, the knowledge that they participate in destroying the environment makes them have a negative feeling about their jobs and places of work (Takase, Maude, and Manias, 2005). On the other hand, some employees develop job dissatisfaction as a result of the restrictions that their organizations place on their freedoms in a bid to observe the environmental regulations.
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There are laws and regulations put in place by the government of the United Kingdom to govern each industry as well as the employment industry as a whole. Such laws include the employment laws and the health and safety regulations among others. All organizations are required to adjust their operations to meet the requirements of such laws and regulations (Deakin, 2016). In the process of doing so, they engage in activities that impact on their employees’ routines thus causing them disturbances that lead to job dissatisfaction. 
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The problem of job dissatisfaction in the United Kingdom is one that can be approached by multiple solutions. The multiplicity of the possible solutions to the problem is as a result of the multiplicity of causes to the problem. However, most of the solutions are designed to target specific aspects of the problem by tackling specific causes to the problem. Such solutions are, therefore, insufficient to solve the problem on a national scale. However, there are two main solutions that research has shown to have the capability of meeting the problem in its entirety. They include government intervention and a wholesale improvement of the human resource management practices in organizations (Iliffe and Manthorpe, 2019).
The solution of government intervention is one that has the potential to solve much of the problem of dissatisfaction as reported in the United Kingdom. The government, as in any country, has the power to effect changes through legislation. Legislation can be a powerful tool for solving the problem of job dissatisfaction as many causes of the problem can be legislated away. For instance, the government can initiate legislations that would outlaw long unpaid working hours imposes descent minimum wage. In doing so, it would help in reducing the problem of job dissatisfaction as caused by long working hours and underpayment. However, the solution is limited by the fact that it cannot solve for the causes of job dissatisfaction that cannot be solved through legislation. Such causes are indeed numerous, and they include meaningless roles and poor employee relations among others. On the other hand, the solution of improvement of human resource management practices. The solution has the main advantage of enabling targeted efforts as human resource managers know their employees and can work with them to eliminate the issues that cause them job dissatisfaction. In addition, the solution has the advantage of solving a wider variety of causes to the problem of job dissatisfaction, including those that cannot be legislated out of existence. Based on this evaluation, it is reasonable to choose the wholesale improvement of human resource practices in organizations across the nation.
[bookmark: _Toc89943792]                               Implementation and Monitoring Plan

To implement the solution, organizations should initiate programs that would first increase the competence of their human resource managers. Such programs can include training aimed at equipping HR managers with the knowledge required to deal with the issues that cause job dissatisfaction. Having improved their HRM practices, organizations should continue with the implantation of the solution by tasking their HR managers with the duty of ensuring that their employees are managed such that they do not experience the causes of job dissatisfaction. Doing so will gradually eliminate the negative feelings that employees have towards their jobs and workplaces thus solving the problem of job dissatisfaction. The effectiveness of this solution can be monitored and evaluated by taking the opinions of employees regarding their jobs over time. Positive responses will signify an improvement on the problem while negative responses will mean the solution is not working.
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