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Introduction
	The pandemic presents both challenges and opportunities to modern organisations, but one cannot form an accurate picture of the situation without looking at its impact on the modern workforce, which is expressed by the high rate of dissatisfaction among workers in the United Kingdom (Nwobia and Aljohani, 2017, p. 136). The high rate of dissatisfaction and unhappiness at work causes these employees to actively look for other employment opportunities, which lowers their productivity and value generated for their employers. These feelings are caused by a variety of factors where employee needs and perspectives are overlooked leading to employees feeling undervalued and translating into stress and tensions at the workplace. The purpose of this analysis is to explore how workplace dissatisfaction emerges as a challenge facing modern organizations and tools and strategies that could minimize these adverse impacts. The analysis will then conclude by exploring alternative solutions, their implementation, benefits and business advantages to stakeholders and a review and monitoring framework after the plan is successfully integrated into the company operations.

Background of the Problem
	Organizations typically have the responsibility to create a comfortable working environment by managing the pressures and demands placed on employees. The challenge emerges with recent statistics, that show a large portion of the working environment consists of individuals who express varying degrees and levels of dissatisfaction with their working environment. The survey explored the feelings of the participating employees who experienced a feeling of fear associated with coming back to work after weekends or leave periods. Another question asked to the participants explored the attitudes of the workers towards their present employers, revealing that a section of employees are actively looking for employment and new jobs. Based on these statistics, it is clear that stress at the workplace poses a serious threat and challenge to modern workplaces, requiring urgent action.
	The result of the stress placed on employees in modern organizations involve altered sleeping patterns and lack of sleep. A significant portion of these individuals experience difficulties tied to pressure at the workplace, with the feeling that work takes away from other key aspects of their life (De Clercq, Haq, Azeem and Ahmad, 2019, p. 507). For individuals whose social lives are impacted by excessive demands from their workplace, the challenge lies in implementing a proper work-life balance. More women experience the symptoms associated with workplace stress and dissatisfaction as compared to their male counterparts. Another important point to note is that workplace dissatisfaction is higher in younger, more recent graduates as opposed to older colleagues who work for longer and do not quit as much as younger workers.
	The participating employees revealed that the feelings of dissatisfaction were tied to the fact that they felt undervalued and unappreciated for the key role that they played in the organizations where they worked. These employees felt that the organizations could put in more effort towards understanding and thinking about their needs and providing for their welfare (Chapman, 2020). For these employees, it can be as simple as recognizing extra effort and commending exemplary performance and consistent results by the management for reflecting in their records and in reviews. Organizations have a responsibility to ensure that the individuals working under them feel like they are getting equal value for the input and dedication that they contribute towards meeting and attaining organizational goals and targets. This is more so important for professionals working in the health and safety industry who are central to the operations of commercial organizations. 
	The issue of workplace dissatisfaction is important for health and safety professionals who are charged with monitoring the occupational health and safety of the entire organization and its employees, requiring urgent interventions and solutions. When individuals who are responsible for monitoring the welfare of the entire organization are presented with work demands which challenge their ability to maintain a healthy work-life balance, this threatens company operations on a very large scale (Barber, Conlin and Santuzzi, 2019, p. 350). The key to finding solutions to this problem as it presents itself to human resource departments in commercial organizations lies in dissecting the problem and understanding its root cause. In this way, the organizations are able to make informed decisions on suggested interventions and solutions to these problems that would require the least investments and result in the least disruption to company operations.
	The responses collected from the participants reveal that workplace dissatisfaction is mostly tied to feelings of being undervalued and unappreciated by the employees in relation to their contribution towards the company’s bottom line. In this way, a key solution and intervention specific to this problem are tied to designing a workplace policy that mandates the recognition and respect of employees for their roles in their organization (Gilin Oore et al., 2010, p. 878). By enforcing this policy, organizations will successfully create a workplace environment where employees not only feel valued and recognized but also one which increases employee satisfaction and motivation. There are several business advantages tied to making employees feel more satisfied in relation to improving their productivity and competitiveness of the organization. The health and wellbeing of employees should be a central concern of organizations and companies which are dependent on human labor and the human element in the production process. 

Solutions to the Challenge
	An alternative solution to the aforementioned problem would involve utilising problem-solving tools in these organizations such as the application of a fishbone analysis exploring the cause and effect of relationship around the challenge of rising workplace dissatisfaction and the constant need to find a new job while already employed. Organizations with dissatisfied employees experience a high turnover rate and end up with high associated costs revolving around recruitment and training of new employees (Hombrados-Mendieta and Cosano-Rivas, 2013, p. 228). A key part of employee attitudes and satisfaction rates are dependent on the creation of a supportive work environment focusing on welfare and making individual employees feel appreciated and recognized. The fishbone analysis identifies variables that increase the chances and feelings of dissatisfaction among these employees. Organizations are then better placed to explore and devise solutions and interventions to reverse this rising trend and generate business advantages for themselves and their employees.
	Another key tool in the arsenal of organizations as they explore ways to minimize the opportunity cost associated with workplace dissatisfaction and approaches to boost morale and productivity through a collaborative working environment is the PESTLE analysis. The PESTLE analysis, as a problem-solving tool, identifies aspects of the environment that interfere and have the potential to affect employee attitudes and satisfaction rates (Perera, 2017). The tool itself is a short form which, when expanded, gives an analysis of political, economic, social, technological, legal and environmental considerations to make before arriving at an informed approach and reaction to workplace dissatisfaction in health and safety professionals. This is a valuable tool particularly as it allows the management to be able to explore the approach to implementation and execution of the final strategy and solution. The PESTLE analysis takes different emphasis points depending on the industry and the challenge being examined by the organization. For example, in this specific situation examining alternative solutions to the problem of workplace dissatisfaction and low morale and productivity from employees, the PESTLE analysis would primarily focus on social and environmental concerns.
	In terms of the social variables that influence workplace satisfaction rates, it is crucial for organizations to develop a supportive corporate support structure. In this way, employees are able to form meaningful bonds and are less likely to feel dissatisfied and look for other employment opportunities. The cultural trends should be examined in order to determine whether there are specific interventions that would have a higher positive impact on the phenomenon being explored. For this specific challenge, it is important to note that younger millennial workers are more likely to feel dissatisfied and are more likely to actively look for different employment opportunities.
	Based on the identification of age as a key determinant of the probability of employees to feel and experience workplace dissatisfactions, organizations are able to examine possible solutions that would appeal specifically to the nuances of younger new generation workers. As the workforce dynamics evolve and change to reflect and absorb the younger generation of workers brought up during the digital revolution and with vastly different concepts of what it means to be in gainful employment, the key solution would be to adopt flexible work environments that allow employees to be able to achieve a healthy work-life balance where they are able to keep up with the demands from their employers. The PESTLE analysis essentially lays the groundwork behind figuring out specific interventions that would finally reduce the likelihood and the rates of unsatisfied and discouraged members of staff. Ultimately the key solution lies in the recognition and respect of all employees for their contributions towards enabling the company to meet its obligations and long-term strategies. In this way, the working environment would allow employees a measure of independence and flexible working conditions and terms that ultimately reduce stress while increasing job satisfaction. 
	Based on the first level of analysis of the factors, the most appropriate solution for managing occupational stress that leads to general dissatisfaction with the working conditions and, by extension, a high turnover rate for employees would be the adoption of flexible working conditions (Lee, Magnini and Kim, 2011, p. 22). Flexible working conditions allow the younger demographic workers who experience a measure of dissatisfaction with modern approaches to working and the working environment to explore alternative approaches to working that allow them to maintain a healthy work-life balance. This solution addresses the root cause of the problem which presents itself through dissatisfaction with the working environment and the demands of the organization.

Implementation of the Proposed Solution
	The implementation of this strategy requires health and safety professionals to consider how to communicate this change in working policy to the relevant stakeholders. Research around this intervention demonstrates advantages tied to allowing employees to take advantage of flexible working arrangements with the possibility of remote working and adapting to the evolving working environment (Varlander, 2012, p. 33). Communication of this strategy to relevant stakeholders should explore the business advantages tied to the adoption of this particular course of action and plan. The stakeholders are more likely to agree to interventions which make commercial and business sense. Executives should explore ways to highlight the tangible benefits that organizations benefit by investing in interventions that minimize unhappiness and dissatisfaction in the work environment. 
	Implementation of this intervention remains the responsibility of the human resource department responsible for managing labor relations and human capital in commercial firms. The first approach should essentially revolve around exploring the organization’s operations in order to come up with a flexible working schedule that takes maximum advantage of the resources available while maintaining the same level of service delivery and operations. From this point, this intervention is dependent on the active participation of employees who should be able to feel immediately more motivated and able to effectively contribute to the company’s bottom line and achieve organizational targets and objectives. Employees in this situation record less overall stress and more control over their targets, which ultimately increases their productivity and the value that they generate for the organizations where they are employed. The development of the rules that support the flexible working environment is essentially the first step of the solution leaving room for a monitoring and review mechanism to explore the impacts and outcomes of this change.

Conclusion
	The monitoring and review mechanism explores the impacts of the change in policy towards the flexible working environment that supports employees to unlock their full potential. A review mechanism in this situation would typically take the form of an employment review where the employees are given an opportunity where their efforts are recognized, and they are given an opportunity to explore and reevaluate their options and perceptions of the work environment. Employees who feel valued and respected are more likely to have more satisfaction and invested in their organizations and are less likely to leave employment. Overall, it is important to explore how to minimize workplace-related stress for health and safety professionals around the world to improve their overall welfare.
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