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Introduction
A complex problem in the workplace is employee dissatisfaction, which refers to situations where employees are dissatisfied with their job. It is a problem for organizations because it directly impacts employees’ performance. Besides, workers are essential resources for influencing the organizational output. They significantly impact the quality of products and services and customer experience and relations. In essence, they play a critical role in ensuring that a company or an entity succeeds in achieving its objective. Therefore, it is essential to understand the issue of employee dissatisfaction in the workplace, its scope, and its impact. 
Job dissatisfaction is a complex problem because a wide range of factors causes it, and they vary from individual to individual and organization to another. The factors can be professional such as lack of opportunities for career advancement, lack of vacation time, poor management, having an unsupportive or untrustworthy boss, unsupportive corporate culture, and being underpaid. It can also be caused by personal factors such as boredom, lack of work-life balance, lack of meaning behind a role, not being heard and valued, health problems, overworking, unhealthy working environment, poor communication, fear of change, lack of updated skills, lack of teamwork, and other factors sooner (Ntimba, Lessing and Swarts, 2021). Employees and managers who are dissatisfied with their work environment or the overall company they work for leave seeing better-working environments and opportunities or start their businesses. Work consumes a significant portion of one's life, and people have preconceived notions about what their job should entail. When these expectations are not met, it causes feelings of disappointment, bitterness, and boredom, which leads to job dissatisfaction. 
There are two types of job dissatisfaction: emotional and internal job dissatisfaction. Emotional job dissatisfaction refers to a person's emotional reaction to their jobs, such as boredom or lack of interest in a job or role. Employees internal job dissatisfaction refers to how dissatisfied they are with some aspect of their job, such as wages, working days or hours, and benefits. The prevalence evidences the seriousness of the problem of job dissatisfaction. According to a recent CV Library research of employees from across the United Kingdom, only 44.6 % are satisfied with their work experiences. Nearly half of employees, approximately 56%, are generally unsatisfied with their job experiences. Employees dissatisfied with their current positions are more likely to seek new opportunities elsewhere. 
The general impact of job dissatisfaction is poor organizational performance because of reduced productivity. Job dissatisfaction reduces work performance and morale, but it can also have a negative impact on the bottom line. Employees who are not satisfied with their work are less likely to be motivated to be productive and provide quality products and services.
They are typically unmotivated, perform poorly, and have negative attitudes towards their roles and organizational activities. Work dissatisfaction is directly linked to problems of strikes, absenteeism, poor quality work, high turnover, withdrawal behaviors like lateness, unionization, grievances, mental health issues, or the decision to retire. These symptoms can spread to other workers, infecting entire departments and the company's bottom line. According to research, there is a link between a positive employee experience and a greater return on assets and sales. Companies in the top 25% with high employee experience get nearly three times the return on assets and double the return on sales compared to organizations in the bottom quartile of employee work experience (Moin et al., 2021).
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Signs of Job Dissatisfaction
The first sign of dissatisfied workers is a lack of interest in their work roles and tasks. This is evidenced by activities such as texting friends, checking social media, or being occupied by other personal activities unrelated to employee tasks or roles. They all indicate a lack of interest in one's work. Disinterest, one of the first signs of dissatisfaction, worsens over time and can impact work performance. 
Another sign is procrastination, where employees do not complete their tasks and keep putting them off until the last minute when they work under pressure and make excuses for not starting project activities and tasks sooner (Ntimba, Lessing and Swarts, 2021). Irritability is another sign of job dissatisfaction. Although every job has its own set of stressful times, constantly stressed out and irritable employees exacerbate job dissatisfaction. Irritability has a negative impact on employees' mental health, but it also affects their colleagues around them. 
Absences that frequently occur also signal job dissatisfaction. People who are dissatisfied with their jobs are less likely to perform their tasks. As a result, they tend to call in sick quite often. Frequent absences indicate that an employee is disengaged and uncommitted to their job. The last sign is an inadequate effort in carrying out tasks and responsibilities. When an employee does not fully invest their knowledge and experience, and abilities into their position, it is a sign that they are dissatisfied. People who are happy with their jobs are more likely to succeed in their roles and vice versa. 
Employee Reactions to Job Dissatisfaction
It is essential to address the problem of job dissatisfaction because of the adverse employee reactions that affect organizational performance. Employee reactions to job dissatisfaction can be classified into four types:  The first is exit response which occurs when employees leave the workplace or transition to a different department to escape an unpleasant situation. The second is voicing concerns. Employees who fall into the voice category speak up to management about their negative experiences and offer suggestions for improvement. This element is regarded as the most positive approach to job dissatisfaction. 
The third type of response is loyalty, where some employees do nothing. They will continue to work, hoping that changes will be made in the future. The fourth is neglect. Workers who respond with neglect perform poorly on the job instead of actively seeking to improve their situation. They may frequently call in sick, submit mediocre work, and be dissatisfied with their work.




Fishbone Analysis for Root Cause Identification and Solution Identification
The fishbone analysis is a root cause analysis tool and is one of the seven fundamental quality tools for problem-solving. The fishbone diagram identifies many potential causes for an effect or problem. It can help visualize and categorize the potential causes of the job dissatisfaction problem. Causes that appear in more than one category are the root causes of the problem, and solutions should prioritize addressing the causes to address the overall problem. In this case, compensation and policy problems are the significant causes of job dissatisfaction. 
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Fig. 1. Fishbone Analysis of Job Dissatisfaction Diagram.










Recommended Solutions
Organizations should create a fair working environment that is fair to employees and considers their needs addressing problems of overworking, providing a work-life balance that gives employees time away from work for them to re-energize (SHRM, n.d.). Listening and responding to employee needs can enhance the working environment. The most constructive response an employee can take to dissatisfaction is to be outspoken about their concerns and bring them to management's attention. As a result, managers can positively respond to that feedback to create a good working environment.
Another solution is providing training and development opportunities such as mentoring. Employees can benefit from training and development as they gain new skills and learn new knowledge increasing their possibilities to advance up the corporate ladder. Training and development should be tailored to the needs of the employees. Discrimination in training should be prevented by giving all employees equal access to training and development programs.
The corporate culture should be changed to incorporate better communication and teamwork and build trust and good relations among employees and management (SHRM, n.d.). It should also be tailored to manage change by communicating existing values and benefits to workers, promoting a sense of belonging by establishing a community for employees, and participating in the change process. When properly managed, culture can assist them in achieving change and building organizations that will thrive even in the most challenging times.
Human resources policies should be clear, and work regulations should include specific standards for anti-discrimination, workplace health and safety, and compensation. The HR policies should include provisions for fairness and equality, even in compensation. The last solution which is most suitable for addressing the problem of job dissatisfaction is employee recognition, where organizations should recognize achievements and thank employees for their efforts (Elsayed and Daif, 2019). They should consider implementing a reward system in which employees are fairly compensated with money, more paid time off, and team outings (Elsayed and Daif, 2019). The compensation should be performance-based, fair, allow for promotion, and focus on workers' needs to keep them satisfied and productive, boosting their motivation, morale, and productivity.

























A Plan for Implementing the Solution
Implementation of the solution should follow a plan for effective implementation. The first step is identifying the actions required, which involves clarifying the specific actions required to address the problem of job dissatisfaction. It ensures that the team involved understands the actions needed and why. It is followed by identification and souring for the resources required. Addressing employee dissatisfaction can incur financial, human, and other resources that have to be available to implement the solution. The next step is identifying the risks of implementing the solution and implementing risk mitigation measures. There are negative consequences of organizational change due to implementing solutions to problems. 
It is essential to develop risk mitigation strategies to tackle the adverse outcomes. The next step is to identify the responsible management team responsible for implementing and managing the action. Individuals take up different roles in the implementation of the solution. For example, some communicate to employees while others source the required resources. A review of the plan follows before final implementation. The review provides for assessing the solution on whether to make any last-minute changes to ensure the solution will fully address the problem.











Communicating the Plan to Stakeholders
Communicating with and to stakeholders is necessary for creating support for implementing the solution and ensuring full participation (Ziegenfuss, 2002). The plan starts with sending out a memo or newsletter, calling for and scheduling a face-to-face or virtual meeting to communicate the solution implementation. It is followed by a discussion of the benefits of implementing the solution. The most critical communication in stakeholder communication is the benefits of the action (Ziegenfuss, 2002). This shows them why resources should be used to implement the solution. What follows is a discussion of how the solution will be implemented. Stakeholders are also concerned with how an action will be carried out to assess the risks and benefits. Next is an open invitation for the stakeholders to share their ideas, opinions, and thoughts on implementing the solution. This enhances their participation and allows for improvements to make the solution more effective. Project stakeholder communication is an art and a skill in solution implementation. It is essential for stakeholder communication to dress the what, why, and how to build strong stakeholder relationships, which are critical for supporting and successfully implementing the solution.
Monitoring and Review Techniques
There are various techniques for monitoring the effectiveness of the solution. The first one is direct observation which involves observing the solution's impact through employee behaviors. It involves evaluating whether they have become satisfied with their jobs. There are signs of job dissatisfaction discussed earlier, such as absenteeism. Observation of a change in the signs can help confirm whether the solution implemented effectively addressed the problem of job dissatisfaction. Another technique is carrying out surveys which can target the stakeh9olders such as management and employees. Since the implementation of the solution directly impacts them, they can provide critical insights into the solution's effectiveness. Employees can provide feedback on whether they are becoming satisfied with their jobs or not. 
The last strategy is performance monitoring, which involves monitoring organizational and individual performance to assess the solution's effectiveness. Job dissatisfaction is associated with adverse effects such as low employee productivity and procrastination. Assessing organizational and employee performance can show whether the solution is effective. If there is improved organizational and employee performance, the solution effectively addressed the problem of job dissatisfaction.

Conclusion
Employee dissatisfaction is crucial indicator when talking about success and productivity of the business. If employees are dissatisfied with their job they would not be as productive as happy employees and business will suffer not only with high turnover rate but with productivity which will most likely will lead to company loosing profits and precious manpower. By having losses on manpower company most likely won’t be able to achieve their goals as intended. Every company should do as much as possible to keep their employees satisfied to achieve best results possible. If there is dissatisfaction of employees in the company, then counter measures should be taken after investigating root cause of this.
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