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Introduction

Solving Job Dissatisfaction in Organisation
Job dissatisfaction is a serious matter in many companies as it affects employees' productivity and spreads like a disease in any organisation. However, job dissatisfaction should not be a significant issue in any organisation, as its causes can be corrected within the premises. In other words, finding a solution to the problem causing displeasure among employees can offer a long-lasting solution to any form of dissatisfaction in an organisation. For instance, if employees in an organisation are complaining about low payments or unsafe working environments, the organisation can implement strategies that will allow the organisation to pay their employees well and provide the resources needed to improve the environment. Implementing such a strategy is critical in enhancing the productivity of an organisation, as job dissatisfaction is among the significant causes of low productivity among employees. Solving issues that cause dissatisfaction is also paramount as it is also the primary cause of revenue among companies (Okeke and Mtyuda, 2017). The aspect is linked to the fact that unsatisfied employees tend to give subpar job performance, which is why it is paramount to resolve this issue urgently.



Defining Job Dissatisfaction and Its Cause
Job dissatisfaction refers to a situation where employees feel not content with their jobs. Employees with such sensation feel unhappy or hold negative feelings towards their jobs and the organisation they work for. Some of the significant causes of job dissatisfaction include long working hours, underpayment issues, lack of balance between work and life, and poor organisation management. Job dissatisfaction has been associated with poor motivation among employees, lack of interest, let poor productivity characterised by absenteeism, low turnover rates, and frustrations (Narayan et al., 2008). Various reasons have been identified as the primary cause of job dissatisfaction in organisations. 
Underpayment is identified as the primary cause of dissatisfaction among employees in an organisation. In most cases, underpaid employees feel undervalued and unappreciated. Such employees are forced to overstretch their dollars to meet their basic needs. In most cases, the stress of paying bills with limited resources causes many employees to feel dissatisfied with their jobs. Most employees feel more dissatisfied with their jobs, especially after learning that other people or the same job market are paid more (Islam et al., 2020). The stress multiplies when they are forced to pay identical bills with people paid more within the same economic market. They get to keep working for the same organisation keep deteriorating, and the employees underperform and develop a negative attitude towards their work. 
The other aspect that defines the scope of job dissatisfaction among employees is bad management, or rather unsupportive managers within an organisation. Most bad managers are hostile, and they create harsh environments that discourage employees from working on the premises. Studies have associated bad management with employee dissatisfaction. In most cases, bad managers offer poor leadership and fail to provide the necessary feedback to junior employees. In such cases, the junior staff's complaints are not dealt with appropriately. Such aspects cause employees to feel dissatisfied as their interests are not considered (Takase, Maude and Manias, 2005). Employees feel satisfied with good leaders who offer good directions over their jobs. However, with bad management, employees feel unsafe as their interests and wishes are never valued. Even aspects of pay increase and a conducive environment are not among the priorities of bad managers in an organisation. This aspect causes more employees within the organisation to feel dissatisfied. 
Growth is critical for any employee. In most cases, organisations that do not provide proper channels for employee growth tend to cause dissatisfaction. Employees who feel they can never advance their career working in a specific organisation tend to feel dissatisfied with their work (Halder, 2018). In other words, employees feel comfortable working in an organisation that offers motivation channels and creates room for growth. Workers feel valued working in an organisation that values their efforts through promotions and appreciation. In addition, employees who move into an organisation and receive compensation that reflects their responsibility and titles tend to feel satisfied and motivated to work in such an organisation. However, employees who work within an organisation for long without promotion feel dissatisfied and less motivated in their jobs. The aspect lowers their productivity, let alone their performance, within the premises. 
Analysis
Job dissatisfaction is identified as the major problem affecting the proliferation of companies in third-world countries. In addition, an organisation in most developed have established their manufacturing bases by reducing turnover rates (Jiang, Baker and Frazier, 2009). This aspect is linked to the fact that high turnover rates caused by low productivity, unfilled orders within supply chains, are associated with job dissatisfaction. This aspect indicates that solving issues that cause job dissatisfaction among employees is critical in increasing the proliferation of companies within any industry. Therefore, organisations should focus on identifying strategies that will boost employee morale and reduce dissatisfaction among workers. This aspect is linked to the fact that dissatisfied employees are less productive. They are often associated with indiscipline cases such as job lateness that deprive the organisation of revenues. 
Alternative Solution to Job Dissatisfaction
Various strategies have been used by multiple organisations across the globe to solve job dissatisfaction among employees. Some of these alternative solutions include:
Provision of clear set goals and instructions
Employees should be given clear guidelines on how to conduct their duties within the premises. Clear goals and instructions are essential to give employees confidence in their performance and tasks. In addition, managers should answer all questions or clarify all the instructions provided. The aspects ensure that workers perform their duties effectively. In addition, employees can access their success using the set goals and instructions given.
Employees should be given a variety of Work
In most cases, assigning repetitive duties to employees can be monotonous and result in low productivity. It is therefore wise to offer varied and challenging tasks to employees. The art of performing different tasks once in a while is critical in succumbing to boredom. 
Constant Communication
Communication between managers and employees is critical in boosting employees morale. Open communication between managers and employees allows them to share opinions and skills that help them in increasing employee morale. Communication between employees and managers is critical in avoiding miscommunication issues that may arise.
Maintaining a No Favouritism Policies
Managers should adopt a policy that treats all employees fairly, irrespective of their duties. It is worth noting that favouritism creates low morale among employees who feel side-lined by managers. In addition, a feeling of nepotism can generate an idea among employees that their hard work will not be recognised in any organisation. This lowers their productivity and their performance within their organisation.
Giving employees Recognition
Recognising employees is critical in motivating their performance within an organisation. In other words, recognising best-performing employees boosts their morale and encourage them to work harder. An organisation that conducts performance appraisals and proper awarding techniques motivates workers and helps in avoiding job dissatisfaction among employees. 
Decision making Technique
Job dissatisfaction appears in different sectors of an organisation. Therefore, decision-making is critical in identifying the best solution to solve the issue with urgency. The weighted scoring technique is essential to identifying the best solution that can offer the necessary remedies in an organisation (Fülöp, 2005). The weighted scoring process is critical as it provides solutions to complicated issues. The weighted scoring technique is crucial because it is founded on the idea that some approaches or solutions are risers. Each situation is evaluated against criteria that identify the risks associated with each strategy. Each solution is assigned a score based on its impact on them. The approach that is adopted offers the highest score in terms of impact. In addition, there are cases where two or three options are adapted to provide the necessary solutions. 
In the above case, the issue that requires an urgent solution is job dissatisfaction. The alternative solutions outlined include; giving employees' recognition, maintaining a no favouritism policy, constantly communicating with employees, giving employees a variety of jobs as well as offering clear guidelines and goals that employees must implement.
Most Appropriate Solutions
The above strategies are critical, as they offer a specific solution to the upcoming issue. However, some are more effective than others. For instance, research studies have identified that recognising employees, constant communication, and maintaining a no favouritism policy at work is critical in reducing dissatisfactions among employees. The aspect is linked to recognising employees increase their morale and boosts their hard-working ability, with over 70% in most organisations (De Clercq, Haq and Azeem, 2020). In addition, constant communication between managers and employees guarantees workers their safety. In other words, workers who are allowed to talk to their bosses air their views directly, intending to improve their working environment, hence boosting their satisfaction as they work within the premises. Favouritisms kill the morale of workers. However, organisations that adopt a no favouritism policy increase employees' satisfaction rates. 
It is worth noting that giving employees a variety of jobs is critical in lowering boredom within the organisation. However, there are cases where employees tend to develop a positive attitude when working in specific sectors. Most of them negatively when taken in industries they do not cherish (Zhou and George, 2001). This aspect is detrimental, as it tends to lower productivity in all industries. In addition, setting goals is paramount. However, there are cases where employees feel demoralised when they cannot meet their goals consistently. Therefore, setting goals should align with the organisation's agendas to be effective. In addition, the organisation should develop alternative solutions for employees who fail to meet their targets to avoid demoralising them in the long run. Implementation Plan
The implementation plan considers three solutions:
· Recognising employees
· Maintaining constant communication between managers and other employees
· Adopting a no favouritism policy within the organisation
A performance appraisal plan should be implemented where best-performing employees will be recognised and awarded for their excellent work. This will be critical in ensuring that they continue their outstanding work and encourage others to work harder. There should be meeting conducted at least once a month to allow employees to communicate and air their views among their managers. This will be critical in passing critical information that can save the organisation and create a friendly environment within the premises, increasing employee job satisfaction. All the employees should be treated equally, irrespective of their part within the organisation. This will increase the rate at which employees are satisfied within premises. 
Communication to Stakeholders
All the stakeholders ought to be informed about the necessary changes to increase the rate at which the employees are satisfied within the organisation. This can be done through an annual general meeting where the required changes are can be discussed and the necessary implementation stages outlined. Also, emails and internal memos can communicate the required changes and the implementation strategies to improve the working environment within the premises. This aspect is critical in alerting all the employees and boosting their morale as well as they wait for the implementation of the set strategies. 


Monitoring and Review Techniques
An implementation committee can be tasked with ensuring that all the set strategies are implemented to the latter. In other words, an implementation committee will ensure that all the processes aimed at improving employee satisfaction are adhered to. The committee also provides all the resources needed to implement the strategies identified are availed in good time. The implementation committee also has to review how employees will change after all the systems are implemented. The committee must work hand in hand with the management team to ensure that the organisation's goals are met effectively. 
Conclusions
In a nutshell, job dissatisfaction has affected the proliferation of most employees within an organisation. Most employees are dissatisfied due to underpayment, poor management, and lack of communication between workers and managers, let alone of recognition, among others. However, there are various strategies that employers can adopt to lower the rate at which employees are dissatisfied within an organisation. This includes maintaining constant communication between employees and managers, adopting a no favouritism policy, and recognising workers periodically. Other strategies involve outlining goals to be met by workers and offering a variety of work to employees to reduce boredom. However, all these strategies should be implemented according to their level of significance in boosting the morale of employees within an organisation.  
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