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Solving Job Dissatisfaction and Making Decisions
[bookmark: _Toc90728356]Introduction
The harmonised working environment in an organisation requires advanced problem-solving criteria to make an informed decision concerning an organisation problem. Job dissatisfaction is a complex problem that needs effective, responsive measures and proper decision making. For instance, healthcare employees' complaints about salary and conditions of healthcare facilities and lack of essential gears pre and post-emergence of the pandemic illustrate their level of job dissatisfaction. According to Senek et al. (2020), higher turnover and leave rates among nurses show relatively higher levels of job dissatisfaction.
The discussion typically applies various problem-solving methods and decision making to alleviate the complex job dissatisfaction in the healthcare sector. Besides, the report evaluates the impact of job dissatisfaction on decision making about a complicated organisational problem. Furthermore, the report considers the genesis of job dissatisfaction and its influence on the working environment. It highlights integrated solutions to the consequences of job dissatisfaction to the performance of the healthcare sector. Again, The report highlights integrated solutions to the effects of job dissatisfaction on the performance of the healthcare sector and communication of the action scheme to the relevant shareholders. Generally, the report identifies and highlight the causes and consequences of job dissatisfaction and the appropriate solution.
[bookmark: _Toc90728357]Scope of a Complex Problem'Causes and Impact on Corporate
Job dissatisfaction is a typical example of a complex issue in an organisation, and it refers to the possession of a lousy attitude towards one's working space. Job dissatisfaction often arises due to multiple reasons such as underpayment and tend to damage psychology and reduce strength necessary to accomplish various tasks within a workplace. Actual examples of the consequences of job dissatisfaction include depression, anger and high turnovers. Besides, a negative attitude towards a job often plays an integral part in the deterioration of the corporate physical working space, causing a disjointed workflow (Harper et al., 2020). 
 	A suitable working environment and benefits depend on the type of job, therefore, causing a varying impact on the organisations within the healthcare sector. For instance, during a pandemic, a health care environment might be satisfying doctors' needs and do not account for nurses' needs due to increased workload and lack of commissions or career development space. Consequently, job dissatisfaction harms employee performance and organisational performance, causing a general decrease in productivity and profit margins. The reduced quality of health services attributes to interpersonal conflicts, absenteeism, turnovers and psychological issues (Harper et al., 2020).
[bookmark: _Toc90728358]Analysis of Data on Job Dissatisfaction and the Influence on work Environment
Employee's harmful attitude levels towards a job tend to vary depending on the prevailing conditions. According to Harper et al. (2020), there is a causal relationship between compensation levels and job dissatisfaction, implying that offering transport allowance, over-time payments, employee training and promoting health organisational culture often suppress harmful attitudes towards workload. Harper et al. (2020) noted that integration of the above-mentioned physical benefits and Herzberg's factors significantly supports career development and morale at the workplace. Job dissatisfaction is preventable and reversible to prevent associated harmful consequences such as plans to resign from the job and avoidable errors due to anger and lack of motivation. Generally, job dissatisfaction hurt both the psychology and physical health of the employee, and the immediately preceding section highlights the primary causes of the complex problem.
[bookmark: _Toc90728359]Deprived Management
Corporate management provides primary motivation to the employees to harness their positive attitudes. A good manager often plans and control corporate events such as rewarding performing employees, business-oriented vacations and benchmarking to facilitate career development. However, underprivileged management often fails to manage and organise such events, allowing for negative business culture to thrive and poor work balance to worsen, causing job dissatisfaction (Senek et al., 2020).
[bookmark: _Toc90728360]Relatively low wages 
Underpayment significantly influences. For instance, a healthcare worker might get demoralised by the workload and lack of reasonable compensations. Underpayment impacts the living standards of an employee, causing high turnover rates at the expense of well-paying jobs (Senek et al., 2020).
[bookmark: _Toc90728361]Limited Job Promotions 
Inadequate room or initiatives to promote career updating hurts the employee's feelings towards a job due to a lack of appreciation of personal competency and hard work. For instance, limited promotional chances for creative team leaders among nurses often demoralise them and cause job dissatisfaction (Senek et al., 2020). 
[bookmark: _Toc90728362]Influence of Job Dissatisfaction on a Corporate 
Job displeasure increases organisational turnover rates and considerable losses to the organisation. According to Hanafi (2018), an organisation requires reliable financial support to recruit and orient new employees regarding the organisational framework and culture. Therefore, the resulting reduced profits affect motivational programs and reduce staff commitment in bettering administrative services, causing a general decrease in productivity. The preceding part highlights typical consequences of job displeasure (Shaikh, Shaikh and Shaikh, 2019).
[bookmark: _Toc90728363]Declining Profit Margins 
A satisfied employee is often committed to realising the organisational goals and observing the organisation's core beliefs hence increasing profits. However, demoralised employee offers have low productivity, thus providing sub-standard services to the clients. Therefore damaging the organisational reputation and reduced productivity due to loss of clients. There is a notable correlation between employee retention techniques, job dissatisfaction levels, and the capacity to collect adequate revenues. Therefore, increasing job displeasure and turnover rates affect organisational gains (Shaikh, Shaikh and Shaikh, 2019).
[bookmark: _Toc90728364]Reduced Organisational Productivity 
Employee commitment and focus significantly depends on the level of job satisfaction. The demoralised employee has reduced focus on improving organisational productivity and indices negative attitude among team members, affecting general executive leadership and performance. Besides, the poor working condition damages corporate communication and collaboration practices that would have impacted the sales volume due to the decline of staff willingness to perform better. Ultimately, high turnover rates reduce employee performance and decreasing leadership quality delays achieving organisational financial targets. 
[bookmark: _Toc90728365]Alternate Approaches to Solve Job Dissatisfaction
[bookmark: _Toc90728366]Creating a Healthy Corporate Culture 
Creating positive organisational culture often promotes the development of a constructive attitude towards a profession among staff members. Again, an optimistic attitude against a job relies on the positive organisational culture as regular, rewarding employees hence boosting the employee's strength to work extra hard to produce the best corporate results. The creation of positive culture entails identifying and implementing motivational approach techniques. Furthermore, positive culture promotes the effective collaborative practice and sharing skills among staff members, increasing the employee's likelihood of job satisfaction since it offers adequate room for career development. Generally, positive culture accounts for employee social welfare hence improving employee commitment and performance and organisational performance (Lephalala, 2019).
[bookmark: _Toc90728367]Effective Motivational Approaches 
The organisation should use available resources to motivate excellent employees. According to Lephalala (2019), employee motivation entails recognising and rewarding productive employees by offering promotional opportunities and vacations to employees based on their performance. However, the organisation should provide inclusive initiatives to lift relatively underperforming employees to minimise negative feelings towards the management (Lephalala, 2019). For instance, a manager should give health insurance covers to all employees to bolster interrelationships among employees hence increasing team performance. However, the appropriate provision of incentives depends on employee performance, illustrating the underlying importance of rewards to elevate individual employee performance (Shaikh, Shaikh and Shaikh, 2019).
[bookmark: _Toc90728368]Promoting Staff's Competence Through Training of Workers
Regular re-training of incumbent employees and orientation of the employees sharpens employee skills to gain promotional opportunities. Again, creating programs to enhance staff education and self-assessment always impact career development hence boosting the employee's focus on the organisational goals (Shaikh, Shaikh and Shaikh, 2019). Therefore, organisations effective employee training programs based on administrative and economic capability, preventing financial constraints and resulting shortcomings. Generally, employee education events increase employee skills and productivity, employee engagement and corporate loyalty, thus reducing turnover rates and job dissatisfaction (Lephalala, 2019).
[bookmark: _Toc90728369]Analysis of the Alternate Solutions Based on PMI method to Determine Most Suitable for Job Dissatisfaction
The PMI approach enhances the determination of the most suitable mitigation for job dissatisfaction. According to Carlos R. Alcantud (2017), the PMI approach consists of an intelligent illustration of what to include, subtract and exciting aspects in an evaluation method for a complex organisational problem before opting for the best solution. The PMI technique entails listing the advantages of a proposed solution to a complex issue, disadvantages of the solution and then neutral factors associated with the solution. Ultimately, the method offers an informed comparison of the answers to settle the appropriate solution to job dissatisfaction (Carlos R. Alcantud, 2017).
[bookmark: _Toc90728370]Promoting a Good Organisation Culture to Resolve Job Displeasure 
	Benefits 
	Demerits 
	Exciting 

	Promote teamwork to enhance collaborative practice and sharing of skills.
	Repeated organisational behaviour causes redundancy and demoralising. 
	Concentrating and promoting the development of constructive corporate culture often cause deviation in organisation performance.

	It enhances the development of a business environment that supports optimism in an organisation, reducing the intention to leave among staff.
	Employee hesitancy might arise and limit the creation of positivity in an organisation.
	

	Positivity lowers job-based stress since it enhances work balance.
	Different stakeholders' ideologies often lead to the creation of optimistic organisation culture. 
	

	Positive culture impacts the turnover rates hence reducing the intention to resign from the job.
	
	



[bookmark: _Toc90728371]Effective Motivational Approaches 
	Benefits 
	Demerits 
	Exciting 

	Motivation improves employees' worth in an organisation.
	It develops interpersonal conflicts between motivated employees and underperforming employees.
	Regular provision of incentives often elevates inter-employee competition.

	Motivations bolster employees' creativity and control the operation of a task.
	The impact of incentives on persistent underperformance might lead to unethical behaviours to better results. 
	



[bookmark: _Toc90728372]Promoting Staff's Competence Through Training of Workers
	Benefits 
	Demerits
	Exciting

	Expands room for career development
	Employee orientation and benchmarking events require more resources and time.
	The advancement of employee competency applies to various areas of the organisation.

	Employee training supports optimistic feelings towards a job. 
	Trained staff members might qualify for better jobs in other sectors and therefore, resign from their poss.
	

	Employee training creates a corporate culture of nurturing internal talents and skills hence improving organisation performance 
	
	



[bookmark: _Toc90728373]Best Solution Based on the PMI Evaluation
The creation of optimistic organisational culture outdoes other remedies mentioned above since it offers adequate room for the employee to grow. Positive culture entails practical, motivational approaches and employee re-training programs, promoting equity in the organisation regarding career development and getting promotional opportunities. Besides, healthy organisation norms such as appropriate compensation methods significantly increase job satisfaction and lower employee hesitancy towards a new culture. The suitable solution remains insignificant without a proper implementation scheme. Therefore, below illustrates an implementation scheme.
[bookmark: _Toc90728374]Target: Shifting to Constructive organisational Culture to Resolve Job Dissatisfaction among Staff.
	Act 
	Target
	Accountability

	Carry out more research about motivational techniques based on employee review reports.
	To develop motivational techniques that suits all employees and reduce employee hesitancy
	Human Resource manager 

	Evaluate and redefine existing organisation culture to enhance organisation positivity.
	To improve employee understanding of the significance of adopting positive culture.
	Organisation management 

	Engage staff regular throughout the creation of the positive culture 
	To minimise employee hesitancy.
	Organisation management

	Appropriate compensation of employees.
	To gain employee's support to bolster the transition session.
	Human Resource Management

	Develop organisational targets based on the employee audit report.
	To provide a practical framework.
	Organisation management 



[bookmark: _Toc90728375]Sharing the Action Plan with Shareholders
Stakeholders play an essential role in the implementation of the action plan. Therefore, employing organisational communication channels such as emails and conferencing is imperative. Attachment of the report on the causes, consequences and remedies and action plan associated with job dissatisfaction initiates implementation of the action scheme (Yeomans, 2018).


[bookmark: _Toc90728376]Effective Monitoring and Reviewing Approaches
The success of a problem-solving approach and effective decision making concerning a complex problem depends on monitoring the implementation of the action scheme. Setting goals and indicators based on employee feedback helps in monitoring effectiveness of the creating positive culture to solve job dissatisfaction among employees. Hence, regular stakeholders' meetings to discuss the scheme's progress based on the set PMI indicators (Alexander, 2018).
[bookmark: _Toc90728377]Conclusion
Job dissatisfaction is a complex problem that needs effective, responsive measures and proper decision making. Alternate solutions to job displeasure entail bettering corporate culture, appropriate motivation of the employees and promoting healthcare staff's competence through training of workers. Besides, the solutions help prevent the manifestation of the common causes of job dissatisfaction such as poor management, underpayment and insufficient career updating by the organisation. However, PMI approaches identify the most suitable by highlighting advantages, demerits and exciting aspects of a remedy and selecting appropriate solutions based on their weight. Notably, the best solution remains insignificant without an effective action scheme, engaging stakeholders and regular monitoring and reviewing of the scheme's efficacy.
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