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An Evaluation of Job Dissatisfaction in the UK and Possible solutions to the problem
Introduction
Job dissatisfaction is a major concern to many organizations in the United Kingdom. According to Fahed-Sreih (2020), job dissatisfaction refers to unhappy or negative feelings about or the work environment itself. Employees are likely to get dissatisfied with their jobs especially when their employers fail to meet their expectations. The objective of this report is to discuss job dissatisfaction in the UK workforce by critically analyzing the causes and impacts on organizational performance. The report further proposes a range of alternative solutions to this issue, evaluate them and identify the most appropriate option. A plan for implementing the solution is developed and how it will be communicated to stakeholders illustrated. Finally, Philips ROI Model is provided to illustrated how the implementation process can be monitored and reviewed.
Job Dissatisfaction in the UK
In the United proposes Kingdom, in particular, a survey of 12,000 people conducted in 2020 by Investors in People, has shown that one in four employees are actively searching for another job. According to the accreditation organization, about three out of four felt work was giving them stress, and nearly 64 per cent of the respondents said their sleeping patterns were adversely affected by their job. Based on gender and age, 69 per cent of men responded to have been stressed in the past 12 months as compared to 80 percent of women. Similarly, younger employees were more likely to experience work-related stress compared to older employees (Chapman, 2020). This trend proves that indeed the UK workforce is in a serious 'crisis' that needs to be addressed, for sustainable organizational performance and individual well-being.
Possible causes of job dissatisfaction among employees in the UK
Feeling or being underpaid: Whilst higher wages alone does not ascertain job satisfaction, being underpaid can make an employee dissatisfied with work (Mabaso and Dlamini, 2017, p.84). This normally happens when they feel their compensation does not match the work they have been assigned. Underpayment or no payment may make employees to blame their employers for financial challenges they encounter in life. For such workers, a new opportunity with relatively higher pay can obviously entice them to leave their current organization. 
The second cause of job dissatisfaction is lack of work-life balance. Basically, workload pressure which may entail tight deadlines and too much responsibility contributes significantly to workplace stress (Chapman, 2020). When there is no distinct boundary between occupation and work life, employees are more likely to become overwhelmed, withdrawn, and unable to switch off (Society for Human Resource Management, 2016). 
Thirdly, limited growth prospects are another cause of job dissatisfaction. A significant proportion of UK employees consider learn their organization due to lack of career advancement opportunities (The Gazette, Official Public Record, 2020). When an employer fails to offer their workers opportunities such as work-related trainings and promotions based on merit, employees are likely to feel less loyal, motivated and committed to the organization (Fahed-Sreih, 2020). Lack of progression implies that employees who may feel stuck on the career will potentially leave for other employers promising better career growth prospects.
Finally, managers with poor managerial skills are among the causes of job dissatisfaction. Often, workers who feel that they do not get necessary feedback on the work or dictated to may lose morale and may not know how to perform their duties perfectly. Workers who feel not valued enough or recognized for their efforts would consider looking for a new job (Park, Chae, and Kim, 2017, p.620).
As discussed above, job dissatisfaction indeed is a complex problem to both small businesses as well as large organizations. Dissatisfied employees tend to be frustrated leading to increased absenteeism and high employee turnover. When employees are less satisfied with their work, they cannot offer good services to customers, and this has a negative effect on overall profitability and reputation of an organization.

 Alternative solutions to job dissatisfaction
To solve the issue of job dissatisfaction among employees, organization should consider the following strategies. 
1. They should prioritize work-life balance and proactively manage work-related stress. 
2. They should provide opportunities for career growth.
3. Consider a pay raise for employees being underpaid.
4. Appreciate employees for their work.

A critical evaluation of the solutions
Salary increments and benefits
Employers need to be aware that the main reason why people work is compensation as they always want to be compensated for their efforts, time and skills. Mabaso and Dlamini (2017, p.85) argue that generous rewards are essential for retaining employees and consequently leading to loyalty, commitment, and job satisfaction. Good pay makes employees to believe that their continued attachment to the organization will eventually offer meaningful rewards satisfying their needs. Besides better salaries, employers need to consider offering employment benefits like retirement benefits, health insurance, tuition reimbursement, and house benefits among others (Society for Human Resource Management, 2016). 
Prioritize work-life balance
Creation of flexible work environment is a good approach to satisfy work-life balance needs of workers. According to the Society for Human Resource Management (2016) a work environment that is flexible decreases stress among employees, help them maintain heathier habits, lower the risks of burnouts, and boosts job satisfaction levels. Employers need to provide flexible working hours, including opportunities to work remotely. These initiatives will ultimately ensure that the organization remains productive during business hours, and employees will have the desire to continue being associated with the organization (Half, 2021).
Provide opportunities for career development
Career development is a continuing process of learning, developing, and progressing towards an individual's career goal (Fahed-Sreih, 2020). Career development is important because it decreases turnover and boost employee motivation. Obviously, no employee wants to stagnate in their career, they, in fact, want to continue being more effective and creative over the long-term. Therefore, if an organization is able to offer opportunities for further learning and training, its workers will have few reasons to leave their current jobs (Fahed-Sreih, 2020). Career development plans, however, do not guarantee job satisfaction. Employees who gain more experience through learning and training would also want the employers to review their salaries and benefits. If employees feel the salary being offered does not match the work they are assigned, they will inevitably seek for a new job.
Employee recognition
Employers can also make their workers feel satisfied through a simple recognition. The primary aim of employee recognition is to let workers understand that their employers value and appreciate the effort they put in their work and the results they have attained (Half, 2021). Most employees just want to hear a sincere expression "Thank You" from their bosses (Chapman, 2020). When workers are appreciated and valued the level of their productivity and satisfaction also increases, and they stay motivated to even work harder. Similarly, say thank you or appreciating by a mere word of mouth does not guarantee satisfaction. The acknowledgement and money factor still goes hand in hand in meeting employee’s satisfaction.
From the above analysis, it is evident that perceived low wages cause job dissatisfaction and it is the main reason for increased employee turnover. The growing costs of living tend to force employees to start looking for income that is able to their satisfaction in life. If employees feel less compensated emotional discrepancies ensues, making employees not satisfied with their work and the organization. Therefore, employers should put greater emphasis on offering pay rise to promote job satisfaction.

A plan for offering employment benefits and salary increment
In developing the plan, the human resource team need to consider the following elements. First, the team should assess whether or not the company is aligning pay to performance. Second, it should assess whether or not the company is offering incentives. If the company does not align pay to performance and there are no incentives, the following need to be done:
Conducting a job analysis of all positions in the company. Giudice (2020) suggests that the human resource team to study every job in the company to analyze the responsibilities and activities included in each job. This is followed by assessing relative significance to other jobs, and identifying the knowledge and skills required to perform the work effectively. The team should also take note of educational requirements for various positions, and assess the conditions under which workers perform their daily duties.
Once a job analysis haves been done, the human resource team, with the support of the top management should then consider increasing pay by certain percentage for those workers found to be underpaid. They said also consider giving incentives and other benefits to motivate employees. A salary review and compensation plan will address all benefits that employees get from the organization. The review will also focus on bonuses, health insurance, commissions, retirement investments, and other perks. 
Implementation of this plan will eventually motivate workers and embody fairness to persons working in the organization. Also, the organization will be able to maintain a balance between financial interests and how to attract, develop, retain, and reward workers with pay packages that are competitive in the market (Giudice, 2020). 

Communication the plan to stakeholders
Stakeholders are supposed to be aware of the intervention because they are capable of affecting the outcomes either through inaction or action (Bourne, 2010). Also, stakeholders are the source of scarce resources like funds. It is then necessary to design a more reliable communication strategy to attain the expected results. It is the prime responsibility of the human resource manager to communicate the issue of salary review to key stakeholders and employees. 
When communicating to stakeholders, the first consideration is to understand who are the important stakeholders. These are the ones that the solution must be communicated to. The next step is to examine why it is important to communicate to them or determine the expected results from the engagement (Bourne, 2010). The purpose of the communication is to call to action, that is, to seek financial and managerial support from the stakeholders in order to ensure the organization is able to attract and retain best talents, by enhancing job satisfaction. Communication to stakeholders may involve channels like face-to-face or technology-assisted meetings such as video- conferencing or chat rooms. Measuring the effectiveness of the communication process is achieved by evaluating the gap between the current and expected attitude or opinions regarding the plan. A closer gap would imply that the communication is meeting the desired outcome, but if the gap is widening instead, it would mean that the message is not taken positively. 

Monitoring and review of the plan
Monitoring enables managers to identify whether or not the outcomes attained meet the anticipated requirements. Through this monitoring, managers can then decide on proper actions to put the plan back on course. The Philips ROI methodology provides a more practical approach to assess the potential return on investment of the suggested human resource intention. ROI enables decision-makers to analyze the value reviewing employee compensation and compare it with other potential solutions to job dissatisfaction among employees (Phillips, Ron Stone, and Patricia, 2012, pp. 33). Philips ROI model comprises of five levels as described below: 
Level 1 entails measuring employee satisfaction with the compensation plan being implemented, and how they plan to change their attitude towards work and the organization. 
Level 2 and 3 assess whether or not (and how much) behavior has changed as a result of offering a pay rise. An ideal way of measuring behaviour change is by observing employees in the workplace and comparing 360-degree reviews before the salary increment and after salary increment.
Step 4: An evaluation of the solution on business results. At this stage, it is common to measure outcomes such as job quality, efficiency, customer satisfaction ratings, and productivity.
. Level 5: Return on Investment is the final and most critical level of evaluation. The ROI cam be expressed as a cost/benefit ratio (Phillips, Ron Stone, and Patricia, 2012, pp.40). Offering pay rise requires more resources in terms of money. Human resource manager should assess the overall cost of salary increment and compare it with the benefits of such initiative. In most cases, increasing salary would mean that employees are more satisfied with their work as they are able to meet their financial needs. If this is the case, there will be a positive ROI, implying that the intervention is effective. However, if wage increment does not result in improved productivity and job satisfaction, the ROI would be negative, meaning that a different solution to the problem should be implemented, like reviewing the general organizational culture.
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