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                                                 Executive Summary 

Job dissatisfaction affects almost three quarters of the UK’s employees and almost every organisation in the country faces problems because of it. The main reasons for this are dull work, poor work environment and low pay. Due to these, is affected and the productivity in the organisations across the UK.  This report is made to find and analyse the core reasons of the issues and to offer different solutions for the affected organisations in the UK. 
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[bookmark: _Toc70066171]Introduction
Organisations and the managing bodies collaborate to enhance the corporate culture of workers and employers through a productive and healthy working atmosphere. It has been identified that a majority of the employed population in the UK are dissatisfied and unhappy with their jobs. The rate of employee happiness from work has decreased to a huge extent and it is a major concern for business organisations. The purpose of the study is to focus on a particular problem which is increasing employee dissatisfaction with the job. The study focuses on adopting certain decision-making strategies for increasing employee happiness from the job. 
[bookmark: _Toc70066172]Definition of complex problem including scope and impact
One of the main problems that has been identified and faced by most of the organizations in the United Kingdom is the lack in job-satisfaction that reduces the productivity and performance of the employees. The reasons of job satisfaction are lack of interest in the tasks and job-responsibilities that are not rewarded properly. There are scope to identify the reasons to overcome the problem and impacts of the problem in overall productivity of the organization and in other sections of the organization which are discussed below in more detail.
[bookmark: _Toc70066173]Scope
As an employer, it should be the key priority to prevent disgruntled workers and employee dissatisfaction. It is equally necessary to meet goals for growth or profits. Job dissatisfaction can also be due to a variety of problems related to work development, routine work, the atmosphere of the organisation and approaches to leadership. Job dissatisfaction is an important issue in any enterprise, it affects competitiveness and can distribute and demoralize workers like a disease. It should not, however, be a big concern since most of the triggers can be fixed (Al Mamun and Hasan, 2017).
Low moral standards among employees are induced by job dissatisfaction, and low morale at work is highly unwanted. If workers believe their jobs are pointless and dull, they have a pessimistic attitude that undoubtedly contributes to productivity declines (Al Mamun and Hasan, 2017).
[bookmark: _Toc70066174]Impact
Low work morale is generated by job dissatisfaction, and low work morale is highly undesirable that decrease their performance and productivity. If workers believe they have no meaning and are boring their occupations, they will be negatively impacted and there will undoubtedly be a drop-in productivity. Low job satisfaction effects can be far-reaching, and both small business owners and large corporations are concerned about this problem. If workers do not like their jobs, they are impacted by many fields of employment and can have an effect on other employees.
[bookmark: _Toc70066175]Analysis of the information on the problem that helps in decision-making
It is quite essential to understand the factors behind job dissatisfaction, as well as, the impact of job dissatisfaction on employees: Following are the potential causes of job dissatisfaction and unhappy staffs:
· Poor workplace relationships: UK workers spend a total of 1791 hours per year at work, averaging 34 hours a week. In considering this, it is not surprising that job dissatisfaction can arise from spending most of our time in a working environment, especially if it does not contribute to fuel positive conditions (Lee et al. 2017).
· Denial of empowerment or influence: Job satisfaction can often depend on the way an employee can feel motivated to play a role(Olsen et al. 2017).
· Lack of work-life balance: Burnout is also one of the main causes of employee discontent, which is not only an obstacle to success and efficiency on the projects. 
· No growth prospects: When a planned career path is eradicated or postponed, there is unavoidable unhappiness between employees. After all, nobody just wants to work to stagnate in their careers.
· The work is not interesting or meaningful: If one wants to determine the causes of discontent, you can have to examine the activities that are required of each employee (Stamolamproset al. 2019).
· Feeling unappreciated: The factors of job satisfaction also include the amount of appreciation and praise a management employee gets. 
[bookmark: _Toc70066176]Decision-making technique to evaluate the range of solution using problem-solving Tools
The decision-making technique that could be used to solve the problem is not one but combination of three decision-making techniques which are Analytical hierarchy process or AHP used for such complex problems, multiple criteria decision analysis to help in implementing multiple business solution with the help of logical analysis and intuition (Abadiet al. 2018). At last, the solution is voted the employee to select the most appropriate solution by multi-voting technique of decision. Among these AHP is one of the most appropriate techniques at least at the initial phase. The steps of AHP are given below which identify the range of solutions:
1.Identifying solutions
1. Performance evaluation and rewarding the performers
2. Workshop on employee rights, health, safety, and responsibilities against discrimination
3. Training to create a skill workforce and enhance employees’ performances
2. Problem definition
The main problem is lack of satisfaction in job that impacted on productivity
3. Establishing priority
First priority is to measure the relation between employee satisfaction/dissatisfaction with their productivity. The main goal is to improve productivity by encouraging employees in their daily work
4. Checking consistency
Weight is given to each of the priority to select which is the first priority or problem to solve. For example, lack in productivity could not be solve if there is lack in employee satisfaction (Goepel, 2019). Hence, employee dissatisfaction is weighted more than lack in productivity.
5. Getting relation weights
In this step software is used to get the relative weight of the priorities though decision is made after employee voting for which interview, and survey are conducted as explained in the next sections.
[bookmark: _Toc70066177]SWOT Analysis
	Strengths
· Well-known brand in the UK market
· Continuously increasing portfolio
· Skilled workforce
· New managing bodies recruited
	Weaknesses
· Strict Policies for employees
· Employees are not recognised
· Lack of growth opportunities for employees
· Lack of training and development employees
· High employee turnover rate

	Opportunities
· Could make changes in the policies
· Could provide training to employees
	Threats
· Decline in employee performance
· Further increase in employee turnover rate
· Decline in the overall performance of the organisation


Table 3: SWOT Analysis for understanding the internal problems in the organisation
(Source: Created by the author)
[bookmark: _Toc70066178]PESTEL Analysis
	Political Factors
	· The business environment has been hindered due to Brexit
· Changes in recruitment policies due to Brexit
· Political stability influenced by COVID-19
· New COVID-19 norms allow employees to work from home

	Economic Factors
	· COVID-19 has hindered the economic growth
· Employee’s had to go through pay cut
· Unemployment rate increased

	Social Factors
	· The cost of living is high and some employees are not satisfied with the compensation
· The demand for job role in increasing and organisations are focusing on recruiting employees at lower wages
· The minimum wage is not sufficient for employees to run the family which causes stress

	Technological Factors
	· Due to technological changes in the organisation, employees are feeling stressed as they have to learn new things and whether they can work on new technology or not

	Environmental Factors
	· The changes in working policies have been influenced the environment norms and duties of an organisation

	Legal Factors
	· Organisation some times fails to provide employees their right and employees sometimes go through discrimination which is completely against the Equality Act 2010


Table 4: PESTEL Analysis to understand the impact of external factors on job satisfaction
(Source: Created by the author)
[bookmark: _Toc70066179]ADKAR model
In order to deal with the challenges that is lack in the strategies that failed to improve employees’ productivity by increasing employees’ engagement in work and with organization, changes are necessary. However, changes might not be supported by employee especially by the mangers in this case. In this case, the ADKAR model developed by the founder of Prosci, Jeff Hiatt can be effective. This model will help to understand the needs for changes and help the employees to accept the changes as well especially for the employee with less experience and young in age (Goyal, and, Patwardhan, 2018).
	Awareness
	Desire
	Knowledge
	Ability
	Reinforcement

	· Arrange a meeting and announce that the company will change it policies regarding reward, salary, training to improve employee satisfaction
· Post the announcement on official site, intranet, and social media.
	· Managers must involve in the process
· Managers will make the employee to listen them happily after this process
	· Under performed employees are mostly dissatisfied so they undergo training and development process
· Before termination or suspension employees will have the opportunity to perform and retain their place with their knowledge
	· At first, meetings are arranged and changes are conducted in week 1
· Employees undergo training for next two weeks
· Reward is given on the fourth week according to improve performance say on the calculation of productivity
	· Performances are monitored
· Performers are rewarded frequently
· Underperformed will have feedback and training
· Underperformer need to prove them


Table 5: ADKAR model to implement the changes and improve employees satisfaction
(Source: Created by author)
[bookmark: _Toc70066180]PMI Analysis
	Plus
	Minus
	Interesting

	Incorporating a positive and collaborative working culture would make employee satisfied with the job and the organisation
	Changes would be difficult for employees to accept
	Employee could develop a bond with peers when they are acknowledged and respected

	Training and development programs would be effective improving skills and knowledge, it would also be effective in making employee satisfied
	The training and development program would require extra budget and working time of employee would decrease
	Training programs could be customized according employee’s strengths and weaknesses

	Empowering employees would increase employee’s interest and trust
	All employees would be difficult to empower
	Performing employees could be empowered and this would set example to other employees

	Making policies flexible would reduce job stress and make employee happy
	The UK laws and legislations have to be followed 
	Effective and flexible policy increases employee’s performance and job satisfaction


Table 6: PMI Analysis
(Source: Created by the author)
[bookmark: _Toc70066181]Ishikawa Diagram
A fishbone or the Ishikawa diagram is an appropriate problem-solving tool for assessing a range of solutions that can address the job dissatisfaction of the employees appropriately(Garg et al. 2018).
[image: ]
Figure 1: Ishikawa Diagram
(Source: Created by the learner)
[bookmark: _Toc70066182]Solutions to the employee dissatisfaction problem and selection of the appropriate solution
Improving workplace relationships: The best way to address this specific cause of workplace discontent is to provide the opportunity for dissatisfied workers inside the office to arose daily team lunches, workgroups and team construction work to establish more good connections with each other, or to implement new office advantages such as a free day for fruits or an unhappy day for wear (Octaviannandet al. 2017).
Empowering and influencing employees: Empowering would increase motivation and confidence of employees.
Bringing work-life balance: In order to restore the balance between work and life to a healthier balance, entrepreneurs have started providing flexible work as a bonus to their workers - one of the greatest demanded benefits for our study (Bernartoet al. 2020).
Providing growth prospects: Robert Half works with thousands of talented people each year, many of whom are keen to work with an employer who is willing to invest in their learning and development. 
Making the job meaningful and interesting: Managers must aim to balance the individual desires and job goals with the company's objectives in order to avoid disgruntled staff members in the team. 
Making employees feel appreciated: It is ultimately all about investing in the people, said Melanie Robinson, Senior Director of Sales & Marketing at ADP. With more years, employees give their companies more expertise and experience, something that needs to be understood and appreciated, or employees may start losing purpose (Akgunduz and Sanli, 2017).
According to the above discussion, the most appropriate solution in this case is making employees feel that the organizations care for them. For this, it is necessary to communicate with them regularly, and getting their feedback on the decisions that changed or updated for their benefits as explained in the implementation plan.
[bookmark: _Toc70066183]Plan to implement the most appropriate solution
First of all, feedback from employees would be taken to understand the root causes of the problem and the reason behind job satisfaction. The most common reasons are already understood and if additional causes are stated, the management would focus on addressing it. Most importantly, the policy would be made flexible for the employee so that they are not pressurized or they feel burned. Secondly, employees would be treated equally with respect and their contribution would be acknowledged. Employees would be regularly empowered and the workplace relationship would be improved. The workforce would be made diverse so that ideas could be shared and the job could be maintained interesting. A work-life balance culture would be maintained (Al-Sadaet al. 2017). 
	Task
	Critical
	Responsible
	Time Duration

	Conducting a survey to understand the root causes of employee dissatisfaction
	Yes
	Consulting Manager
	1 week

	Conducting interview with certain employees
	Yes
	Consulting Manager
	1 week

	Developing a set of solution to solve the problem employee dissatisfaction
	Yes
	Consulting Manager
	2 weeks

	Implementing changes in the organisation
	Yes
	Consulting Manager
	4 weeks

	Monitoring employee’s performance 
	Yes
	Consulting Manager
	6 weeks

	Getting employee’s feedback
	Yes
	Consulting Manager
	1 week

	Documenting the efficiency of the solutions
	Yes
	Consulting Manager
	1 week


Table 7: Implementation Plan
(Source: Created by the author)
[bookmark: _Toc70066184]Communication Plan with stakeholders
	Method of communication
	Frequency
	Stakeholders
	Responsible person

	Conducting a survey to understand reasons behind employee dissatisfaction
	Once
	Employees and Consulting Manager
	Consulting Manager

	Conducting interview to understand reasons behind employee’s dissatisfaction
	Once
	Employees and Consulting Manager
	Consulting Manager

	Conducting a meeting managing bodies to discuss the root cause of the problem
	Once
	Managers, investors and consulting manager
	Consulting Manager

	Conducting a meeting to finalize solutions
	Once
	Managers, investors and consulting manager
	Consulting Manager

	Getting feedback from employees to understand the impact of changes made
	Once a month
	Employees
	Consulting Manager


Table 8: Communication Plan
(Source: Created by the author)
[bookmark: _Toc70066185]Monitoring and review techniques to ensure successful implementation of the solution
Monitoring is an ongoing mechanism that provides routine details on the viability of a program. A number of monitoring and examination techniques will be used to ensure that the flexible policy and staff empowerment is implemented successfully. Peer review is one of the methods used to track and evaluate employee complaints and reasons for discontent. The management team will take anonymous feedback from workers to improve their experience and to make the job interesting(Lee, 2018). The managers will monitor the plan regularly and ensure that the tasks are completed in given time as mentioned in the implementation plan. After performance evaluation, the organization will take necessary actions in for or against the employees and measure their action appreciated by the employees or not by employee feedback. This expected that the employees will provide appropriate feedback as they are given enough chances, respect and reward to perform.
[bookmark: _Toc70066186]Conclusion
On a final note, it could be stated that employee digitisation creates a direct impact on the overall performance of employees and also increases the employee turnover rate. The organisation has to understand the root causes of the problem and it is quite essential to directly communicate with the employees. Employees need to be empowered at the workplace and they need to feel valued and respected at the workplace. This helps to feel them that they are participated in the decision-making process of the organization. Therefore, they will tend to support the organizational decision as well.
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