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Executive Summary 
Employee dissatisfaction which is quite a big issue for any organisation can be a result of many reasons but one of the common issues for employee dissatisfaction is created by an unsupportive leader or manager in the organisation which hampers the career progress of an employee as well as the overall success of the organisation. In this report, this issue has been discussed briefly and a probable solution has been discussed.  
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[bookmark: _Toc99003060]Introduction 
Job dissatisfaction is when an employee is unhappy at work. This can be due to lack of progression, poor management, lack of work-life balance, and more. Work occupies a large part of people's lives, and they have expectations of their jobs. Deception, bitterness, and boredom result in job dissatisfaction when these expectations are not met. Insufficient pay, an unsupportive or deceitful boss, limited career advancement opportunities, lack of meaning in a contribution, lack of work-life stability, etc (Vangel, 2011). So job dissatisfaction is a major impediment in the success of employee career and organisation also. An unsupportive boss is a great problem for any organisation and proper observation and steps can solve this problem. 


[bookmark: _Toc99003061]Problem Identification 
Every organisation goes through several issues that sometimes hamper its progress and creates employee job dissatisfaction. Sometimes the issues are so big that ultimately hampers the productivity of the organisation and overall progress cannot be reached. 
Here the problem that has been identified as a major issue for employee job dissatisfaction is bad management or an unsupportive boss (Ganguly and Chaudhuri, 2017). An unsupportive boss can be the worst nightmare for any employee who has to continuously deal with such a person who is always ready to find fault with the employee and scold the employee for the slightest of mistakes. 
[bookmark: _Toc99003062]Impact of the problem 
Low morale: When the boss is unsatisfied, it can be difficult for employees to stay motivated. Many bosses don't understand the value of praising and rewarding employees' efforts. As a result, employees may feel undervalued and demotivated.
High employee turnover: Whether in a large corporation or a small start-up, bad management will negatively impact employee turnover rates. The manager in question may be abrasive or inept. Of course, losing employees has a huge impact on productivity because replacing them takes time and money. High employee turnover increases recruitment, advertising, and training costs. Replacing an employee is estimated to cost between 25% and 30% of their salary (Zhang, 2016). And, if the current manager remains uninterrupted, the need to recruit will continue.
Sickness and stress: It's bad bosses who make people unhappy at work. Having a bad boss affects your mental health and job satisfaction. Unhappy bosses cause physical symptoms in 77% of employees, and 3 out of 4 employees say their boss is the most stressful aspect of their jobs. A new boss is preferred over a pay increase of 65% (Hogan et al., 2021). It's either that or going to the doctor and getting off work for a while. Most UK businesses suffer from employee absence. Sick pay and replacement work aside, high levels of sickness can demotivate those who must do the extra work (Maharaj, 2018). It affects client satisfaction, productivity, and an employer's ability to continue service.
Bad hiring choices: To upper management, bad managers often appear as strong leaders. That means bad managers often hire employees who aren't likely to outperform them or question their decisions (Ganguly and Chaudhuri, 2017). They tend to prioritize their own needs over the needs of the department or business. Employees with inadequate skills or training make more mistakes, which reduces productivity, output, and ultimately customer service.
[bookmark: _Toc99003063]Aganising problem 
Aganising a problem thoroughly is critical to finding a solution. No decision can be made without proper analysis based on collected data and observation other than that it will make the problem more complex and time will be wasted. So, before addressing the issue of bad leadership, which contributes to employee dissatisfaction, a thorough investigation is required. The responsible authority must aganise the incident's impact and authenticity in order to find a proper solution.
[bookmark: _Toc99003064]Solution of the problem 
Not recycling leaders: When a leader realizes he or she is not indispensable, they rise up and put the people's interests first. Many intellectuals can effectively lead an organisation (Felix, 2021). There are better men and women for the organisation, those who are qualified to lead the organisation are denied the chance because emotions have clouded the judgment. 
Leaders must be opted or appointed on qualifications, not emotion: It is critical that people earn their seats so they don't perform poorly and jeopardize the resources available. If the leaders are appointed by following the proper process and system, the right person will be selected and there will be fewer issues regarding employee job dissatisfaction from the perspective of leader issues (Beer, 2017). 
No nepotism for selecting a leader: A leader's job is too important to be left to nepotism. Leaders should be born or made. If no proper system is followed by the organisation for selecting the best leader suitable for the organisation and someone who has no qualification and leader quality is appointed because of having a connection with the higher level in the organisation, then this will bring no good to the organisation and ultimately it will result in bad management decision and employee dissatisfaction for the leader not being able to lead the employees properly (Mundia et al., 2017). 
Leaders must be thoroughly educated to impact their followers: A leader without knowledge cannot guide (Beer, 2017). A leader's wisdom should be continually modified and aganised. In this dynamic world where leaders must constantly update their knowledge to maximize results.
Leaders should try to align their reputation and character to meet in the middle: People may be destroyed when leaders do not respect themselves and only consider their public image rather than their personal image (Teoh et al., 2016). So it should be ensured while selecting the leader that he/she has all the personal qualifications and set of standards to be a leader to lead the organisation. 
Regular monitoring and feedback of the employees: Taking regular feedback from the employees about the leader of the organisation by the top management is a good way of solving the problem (Busari et al., 2019). If the performance of the leader is regularly monitored by higher level and feedback is taken from the employees, it will make the leader more cautious about his/her duty and he will not be able to do anything he wants and employees will be more motivated to have some sort of support from the organisation. 
[bookmark: _Toc99003065]Choosing the best solution to the problem
Each problem has a unique solution, but selecting the best one is the primary objective of any organisation. Employee dissatisfaction with management is a significant issue in any organisation. Solving this issue is a critical task for the organisation. The solution can be chosen based on the severity of the problem within the organisation. Based on the analysis of the problem of employee dissatisfaction with bad leadership, it can be suggested that regular monitoring and feedback from employees regarding the manager's behaviour and decisions will increase the manager's effectiveness as a leader (Hong et al., 2012). This is because if the manager as a leader is required to justify any wrongdoing with any of the employees and is subject to appropriate disciplinary action, the leader will be on his toes before committing any type of injury.
[bookmark: _Toc99003066]Implementation of the solution chosen 
Choosing the right method cannot be considered the best until is implemented successfully and tested properly. So proper implementation of the chosen method for solving the bad leadership problem is necessary. For implementing the monitoring and feedback process there must few things that need to be ensured. 
Proper communication process: There must be good communication between the employees and the management or there must be at least a representative chosen among employees who can regularly convey a message to the higher authority of the organisation about any issues regarding any complaint against the manager or leader (Lunenburg, 2010). There should be no communication gap between the higher authority and the employees otherwise the real problem can be identified and solved properly and ultimately employees will be dissatisfied with their job and not be able to deliver their best in their work. 
Proper inquiry: when an employee complains about the leader or manager about any issue that has happened there must be a proper inquiry about the authenticity of the allegation. Proper inquiry can lead to a good and proper solution to the problem that has arisen. 
Unbiased decision-making: Any decision from the higher authority must not be biased (Ahmed and Omotunde, 2012). After considering all the information regarding the issue raised any solution must be given.
[bookmark: _Toc99003067]Communication with the stakeholders about the plan 
Stakeholders are individuals, social groups, or actors who have an interest, a legal obligation, a moral right, or other concerns in an organisation's decisions or outcomes (Lawrence and Weber, 2013). Stakeholders influence or are affected by an organisation's goals.  
Stakeholders are all the related parties to the organisation. So for the proper implementation of the plan for solving employee dissatisfaction issues, the plan should be discussed with the stakeholders and it will help the plan to be implemented properly and more efficiently. Employees are the internal stakeholders of the organisation and as this plan is for the sake of employee betterment this plan must be discussed with them and their suggestions and ideas can help the organisation (Lawrence and Weber, 2013). This plan also has to be discussed with the managers and leaders. This will give the managers clarity that what is their next step should be and if there is an area of improvement they can work on that. 
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Figure 1: Organisational stakeholders list. Source: Fassin, (2012).
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Employee dissatisfaction is a significant issue for any business. If an organisation's employees are dissatisfied and disengaged, there is a lack of motivation, and without proper motivation, they cannot give their all at work. As a result, productivity suffers, and the organisation fails to meet its objectives.
As ineffective leadership or an unsupportive manager can create significant problems for an organisation, this issue must be addressed with care. When a leader or manager is ineffective, employees feel under pressure and lack the motivation to perform at their best (Adeyemi et al., 2017). This results in a significant disconnect between the leader and manager, which ultimately results in employee dissatisfaction and decreased productivity.
Therefore, a proper initiative must be taken to resolve this issue, and a likely solution is an employee feedback and leadership monitoring by a higher authority (Alge and Hansen, 2013). This method must be implemented with caution, and once completed, the method must be monitored on a regular basis. It is necessary to ensure that this method is sufficient to solve the problem, which can be accomplished through proper monitoring of the method chosen. Employees should be questioned about whether leadership issues have been resolved as a result of their feedback and whether any issues regarding leadership issues persist despite the organisation's preventive measures.


[bookmark: _Toc99003069]Conclusion
Employee dissatisfaction can hamper the progress of any organisation. For getting the best out of the employees an organisation needs to keep its employees motivated and connected to the organisation. So there should not be any matter of job dissatisfaction among the employees. A bad leader or manager can do great harm to the progress of any organisation by hampering the confidence level and keeping employees under immense pressure. So employee feedback about a leader’s attitude and behaviour can be a good option for solving this issue and regular monitoring of the leader and making them accountable to the top of management can mitigate this issue to some extent.  

















[bookmark: _Toc99003070]References 
Adeyemi, O., Grove, I., Peets, S. and Norton, T., 2017. Advanced monitoring and management systems for improving sustainability in precision irrigation. Sustainability, 9(3), p.353.
Ahmed, M.T. and Omotunde, H., 2012. Theories and strategies of good decision making. International Journal of Scientific & Technology Research, 1(10), pp.51-54.
Alge, B.J. and Hansen, S.D., 2013. Workplace monitoring and surveillance research since “1984”: A review and agenda. The psychology of workplace technology, pp.233-261.
Beer, M., 2017. Lead organisational change by creating dissatisfaction and realigning the organisation with new competitive realities. The Blackwell Handbook of Principles of Organisational Behaviour, pp.385-401.
Busari, A.H., Khan, S.N., Abdullah, S.M. and Mughal, Y.H., 2019. Transformational leadership style, followership, and factors of employees’ reactions towards organisational change. Journal of Asia Business Studies
Fassin, Y., 2012. Stakeholder management, reciprocity and stakeholder responsibility. Journal of business ethics, 109(1), pp.83-96.
Felix, S., 2021. 5 Solutions to Bad Leadership in Nigeria - ProGuide. [online] Proguide. Available at: <https://proguide.ng/solutions-bad-leadership-nigeria/>.
Ganguly, A. and Chaudhuri, S., 2017. Bad Managers: Why People Quit Their Job. People, 2, p.2.
Hogan, J., Hogan, R. and Kaiser, R.B., 2021. Management derailment.
Hong, E.N.C., Hao, L.Z., Kumar, R., Ramendran, C. and Kadiresan, V., 2012. An effectiveness of human resource management practices on employee retention in institute of higher learning: A regression analysis. International journal of business research and management, 3(2), pp.60-79.
[bookmark: _Hlk98914874]Lawrence, A.T. and Weber, J., 2013. Business and society: Stakeholders, ethics, public policy. Tata McGraw-Hill Education.
Lunenburg, F.C., 2010. Communication: The process, barriers, and improving effectiveness. Schooling, 1(1), pp.1-10.
Maharaj, J., 2018. The effect of destructive bosses on female employee engagement (Doctoral dissertation, University of Pretoria).
Mundia, L., Mahalle, S., Matzin, R., Zakaria, G.A.N., Abdullah, N.Z.M. and Latif, S.N.A., 2017. Prediction of employer–employee relationships from sociodemographic variables and social values in Brunei public and private sector workers. Psychology research and behaviour management, 10, p.257.
Teoh, K.R.H., Coyne, I., Devonish, D., Leather, P. and Zarola, A., 2016. The interaction between supportive and unsupportive manager behaviors on employee work attitudes. Personnel Review.
Vangel, K., 2011. Employee responses to job dissatisfaction.
Zhang, Y., 2016. A review of employee turnover influence factor and countermeasure. Journal of Human Resource and Sustainability Studies, 4(2), pp.85-91.
1

image1.png
Internal External stakeholders
stakeholders

.
D Company




