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[bookmark: _Toc101604187]Introduction
The report aims to define and discuss a complex problem like employee job dissatisfaction in the workplace/organization, and how this problem affected both the organization and the employee. The report will propose various alternative solutions to resolve job dissatisfaction problems and will use an appropriate decision-making technique to choose the best solution. The report also involves the solution implementation and stakeholders' communication plan, and review and monitoring techniques to monitor the employee satisfaction/dissatisfaction. 

1


Scope and impact of employee job dissatisfaction
A lack of happiness at work is an indication of job dissatisfaction on the part of the employee. It is identified that a lack of job advancement, poor management, an absence of work-life balance, and some other issues are all contributing to this situation. Given the fact that people spend a significant percentage of their time at their employment, they have great expectations of how their jobs should function. The failure to meet these expectations results in feelings of disappointment, resentment, and lack of interest in one's job, among other things. Some studies have released fresh data showing that job satisfaction in the United Kingdom has declined to its lowest level in more than two years, while job-seeking intentions have surged to a two-and-a-half-year high (Muqadas et al., 2017). 
Moreover, to negatively impact productivity and job satisfaction, job dissatisfaction may harm the business's performance.  If employees are disinterested in their jobs, it is far more challenging for them to be productive and to give high-quality services to their customers. Working in an environment where employees are dissatisfied may have long-term consequences. A high rate of employee turnover can lead to higher staffing, selection, and employee training, dissatisfaction among current employees, a damaged public image of the firm, interruptions to daily operations, and limited prospects for the firm to seek potential growth strategies, to name a few consequences (Raziq and Maulabakhsh, 2015).

Factors that cause employee job dissatisfaction
There have several factors that contribute to the dissatisfaction of employees in the workplace. When a person believes they are underpaid as they are not receiving enough money to finish their task, they are correct. Employees who conduct their due diligence and realise that they are being underpaid are entitled to be unsatisfied with their employers. Having the capacity to move up in the organization and improve in one's career can also result in dissatisfaction with one's present job position. Another factor contributing to employee dissatisfaction is an absence of passion for their jobs. Most employees look for projects that are both engaging and tough to complete. Employees who feel uninspired and disrespected have become less likely to be concerned about the efficiency of the workplace (Okeke and Mtyuda, 2017). 
Managers are responsible for a wide range of tasks, including employee motivating, planning, organising, and regulating. It is more common for managers who do not possess strong leadership qualities to withhold critical feedback from their subordinates. Dissatisfaction in the workplace is a result of a lack of effective leadership. Employee dissatisfaction may be increased by management that fails to interact and integrate with their employees and instead focus solely on the bottom level. Job dissatisfaction is sometimes caused by a shortage of exciting activities to do on the job. Employees soon get dissatisfied with work that does not provide them with new challenges. And if businesses fail to recognise the need for a healthy work-life balance for their employees, the firm's production may suffer (Jalagat, 2016).

[bookmark: _Toc101604190]A range of alternative solutions to the problem
The employers or the management can show their staff that their contributions are valued; implement a program of awards for them that include both financial as well as non-financial rewards. There are several excellent ways to recognise and reward staff, such as promotions, raises, bonuses, business getaways, team-building events, and other similar initiatives. Over the long run, an engagement in talent management may result in a large boost in effectiveness and profitability for the organization. Employers or organisations may provide employees with opportunities for advancement and innovation in their jobs. It is possible to experience disinterest and boredom while working in any type of recurring job, as well as reduced performance and an absence of self-respect in one's job (Siengthai and Pila-Ngarm, 2016). The employees that could shift around their responsibilities throughout a workday are less likely to get bored with their jobs. 
As a result, if employees believe that they are not valued, they are less suitable to accomplish and for others who have a compelling motivation to stand hard and advance through the ranks. However, employers can do so, and they should never create a situation in which long working hours are usual and there seems to be little hope of a solution in sight. Working longer hours than the standard 8-hour day on a constant schedule causes employees to feel undervalued and unappreciated. This extra work is not required consistently, but it is essential and crucial. Employees and their family members are often unsatisfied because of the pressure that working long hours puts on them and their relationships (Bin, 2015). In cases where the workload is too great to be accomplished during standard working hours, enabling working remotely and flexible work schedules may be beneficial. 
The role of managers is one of leadership, and it is critical to interact with the staff to demonstrate that they are valued. The managers and leaders can connect with employees face-to-face, irrespective of their role in the organisation, to make them feel valued and taken seriously. In the case that management fails to address employee concerns, employees may develop dislike against management and think that their thoughts and opinions are being neglected (da Cruz Carvalho et al., 2020).
[bookmark: _Toc101604191]A decision-making technique to evaluate a range of solutions to identify the most appropriate option
Participants discuss their options before voting for the one they feel is popular among them. Because everyone’s point of view will be taken into consideration in the final decision, a democratic method of resolving the issue of employee job dissatisfaction may be applied in this situation. Everyone who votes accepts an equal role in the choice, which further reduces the potential of making a mistake or picking the inappropriate treatment to reduce suffering. As a board of directors or other senior leadership teams, voting will be the most useful method of determining the best option or solution that must be adopted and sustained by the firm. Voting will become more successful to finish this project since a limitation has also been set for whenever the voting is completed and a decision has been reached, avoiding the process from carrying on forever (Koksalmis and Kabak, 2019).

[bookmark: _Toc101604192]A plan for implementing the solution
When engaging with a problem-solving team to reach a shared objective or mitigate employee job dissatisfaction, it is critical to have an implementation tactic and strategy, also known as a strategic plan, in place before beginning. Every part of the problem-solving procedure, from the extent to the funding and anything in between, is taken into consideration using this strategy. If the problem-solving team does not have an implementation plan in place, they will be unable to provide satisfactory answers to problems who, what, when, and how (George, 2021).
Setting goals
Finding out what the employer or the organization want to accomplish is the first phase in placing a strategy into action to enhance employee job satisfaction.
Conduct effective research
To clear in on the project goals it wishes to achieve, the problem-solving team can conduct research using methods like interviews, focus groups, questionnaire surveys and observations, among other methods. The research might be carried out by experts in the fields of human resources management and talent management. These personnel can emerge from within the firm or a third party, depending on the circumstances. For example, the outcomes of the research will contain a list of prospective project deadlines, budgets, and staff members, among other things.
Risk mapping
It is therefore the project manager's responsibility to create a list of all the potential risks that the project could experience. Risks can include anything from paid holidays off and trip to budgetary constraints and the loss of key personnel. When it comes to keeping track of all the possible threats, applying a risk register is an excellent technique. The problem-solving team will be able to prioritise and arrange for project risks with the help of this tool (George, 2021).
Assign role
Each job in the implementation plan will be assigned to a team member who will be responsible for it. If the project manager assigns responsibilities, they will be better able to assess the effectiveness of every teammate and keep a closer eye on the development of the project.

Allocate resource
For mitigating risk during the implementation of the plan or solution to eliminate job dissatisfaction, allocating resources is one of the most effective tactics. Resources include things like funds, personnel, technology, tools, and other physical or technical assets (George, 2021). 
[bookmark: _Toc101604193]Communicate the plan to stakeholders
There can have several stakeholders involved in resolving the employee job dissatisfaction problem in the workplace. They can be HR professionals and experts, leaders and managers that interact with the employees regularly or frequently. The problem-solving team needs to effectively communicate the solution implementation plan to all the stakeholders by using appropriate communication mediums and methods. There have different types of communication tools and mediums like emails, audio/video conferencing and face-to-face communication and interaction. It is most important for the problem-solving team to choose the best communication medium that will clearly and effectively inform stakeholders about the solution to resolve the identified problem (Mortvedt and Weisz, 2022). Therefore, communication through email will be the best way to connect with all the stakeholders and inform them about the solutions to eliminate employee job dissatisfaction.

[bookmark: _Toc101604194]Appropriate monitoring and review techniques to ensure successful implementation of the solution
Job satisfaction is a qualitative concept that cannot be measured quantitatively. A mental creation that cannot be apprehended with the five senses, it is called a phantom. It is agreed that job satisfaction can be measured via the use of an employee satisfaction survey, which is then conducted. In the great majority of firms, conducting regular polls of employee intentions has become routine practice. The most often utilised techniques for assessing job satisfaction include rating scales, personal interviews, and tendencies (Burnett and Lisk, 2019).
Rating scales
Employers or organisations can choose to use rating systems to assess the level of employee job satisfaction while assessing their level of job satisfaction. The attitudes of workers toward their jobs, their organisations, and their situations can be discussed in this text. The employees can communicate their opinions on a scale of numerous emotions for every argument or declaration, depending on the situation (Wang et al., 2021).
Personal interviews
Personal interviews can also be used as a good method of determining the degree of employee satisfaction in the workplace. Personal interviews with employees can be done by the specialists to extract their opinions on their level of happiness at work. The purpose of these interviews is to evaluate the level of job satisfaction of those who participate in them. In addition, it is believed that the interviewer's convictions have a role in this method (Kaasinen et al., 2020).
Tendencies 
Workers who have been surveyed on a range of issues may demonstrate whether they are happy or unsatisfied with the direction of the firm by answering questions about their tendency or preference on those topics.
[bookmark: _Toc101604195]

Conclusion 
The report has concluded that problems like employee job dissatisfaction can have an impact on the performance and efficiency of both the employee and the organization/employer. There have been analyzed and evaluated numbers of solutions that can be implemented to choose the best solution to overcome the employee job dissatisfaction in the organization. Solutions like good pay, rewards, recognition, motivation, and effective management can be useful in improving employee job satisfaction. Moreover, the techniques like personal interviews, tendencies, rating scales, etc can be used to monitor the employee's job satisfaction or dissatisfaction. 
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