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Introduction

In late 90s, a limited company (Hi-Tech Ltd) was established by Dr C. Morgan with forty five employees which includes five managers and ten supervisors in a strategic location in Ireland and The management of Hi-Tech Ltd were constantly looking for a way to solve problem of unhappy dissatisfied employees, who often quit their job or planning to leave their job few months after they are hired. They will start looking for a better job opportunity elsewhere. Many things are wrong with the style of management, complains not taking seriously, advice and suggestion not considered or implemented, staff empowerment and training were not put in place for employees. Many employees are not motivated to work extra mile and increase the productivity of the organisation.
For better prospects, some workers leave their employment, while others prefer to stay and remain dissatisfied. Dissatisfied workers may have negative effect on the business due to the absence of zeal to carry out their duties effectively as well as result in show of negative attitudes. This problem has the potential to spread to other workers, thereby influencing the whole organisation negatively. As such, it is imperative for business managers to take their time towards considering the causes of job satisfaction and thereafter formulate the most appropriate and effective ways of transforming dissatisfied workers into satisfied workforce.
[bookmark: _Toc60596934]Causes of Job Dissatisfaction
[bookmark: _Toc60596935]Feeling or being unpaid

Businesses that underpay employees are one of the main causes for job dissatisfaction.      Underpaid staffs also must stretch their pounds even morefor basic needs. Employees not only have to contend with stagnant salaries, but perhaps also with high health care rates and 
increasing costs for housing, utilities and food. The burden of paying limited income bills leads many employees to feel unhappy with their jobs. Sometimes, when they 
are underpaid, staff only know like they are underpaid.

[bookmark: _Toc60596936]Limited Career Growth and Advancement

Another reason why employees are unhappy with their employment is the lack of career development and progression. Employees who feel trapped in their work positions are less 
driven than those who do not to sustain high productivity.  When employers involve them in 
their longterm plans and show their gratitude through promotions, employees feel 
appreciated. Employees moving up the organisation and receiving just compensation to represent their wages in the title and liability generally. For the long term, dedicate themselves to the business. Promote workers where possible, with an accompanying boost, also upgrading their titles from level one to level two. Offer more responsibility to the workforce whilst offering them training and communicating the benefits of any change.

[bookmark: _Toc60596937]Dissatisfied Employees and Lack of Interest

Another explanation why workers are dissatisfied is a lack of interest in the job, for example, most employee want to carry out work duties that are both engaging and innovative as well as demanding, yet research indicates that 30% of employees in the United States report a feeling of lack of zeal and inspiration. while 18% are in the body but feel absolutely disengaged with their job. It may be that the jobis monotonous, causing frustration and little desire to be concerned with productivity in the workplace. Or in their Job, employees can feel unfulfilled. Today's employees say they'd rather have a rewarding career than a high paying one if they had to pick.

[bookmark: _Toc60596938]Having Poor Management

Bad management is a primary reason worker perform badly in the workplace. Those with bad leadership abilities appear to give no input on the results of the employees. Instead of inspiring them, some micromanage and delegate directives to staff, triggering a drop in employee efficiency.

[bookmark: _Toc60596939]Not been Heard

Communication is essential to employee retention, but workers complain they are not responded to by managers. Few believe they have the chance to speak their minds, and those whosay the company never even takes the thoughts of workers seriously anyway. Tell staff oftenwhether you value their participationThey are the ones "in the trenches," and might have interesting ideas for upgrades. To feel happy, workers don't 
necessarily need a bonus. Knowing that leadership trusts their reviews and reveals it by it can be almost as rewarding as a higher wage to incorporate any of their proposals.




[bookmark: _Toc60596940]FISH BONE Analysis
FISH BONE Analysis: This is an effective tool used in identifying the causes of employee turnover and dissatisfaction at Hi-Tec Ltd (Abraham et al., 2011). The causes of employee job dissatisfaction and employee turnover at Hi-Tec Ltd are the people in the organisation, the organisational culture, as well as personal/individual and infrastructure issues.
The high rate of employee turnover at Hi-Tec Ltd is relatively high during the early years of employees’ career development.
There is high level of stress linked to Hi-Tec sector when compared to other sectors.
Hi-Tec Ltd is grappling with challenges such as gender and language due to regional business expansion.
Lack of employee career prospect and growth at Hi-Tec Ltd.
The corporate culture at Hi-Tec Ltd Such as HR policies and employment policies are identified as the primary and secondary causes of employee dissatisfaction and turnover at Hi-Tec Ltd.
Lack of flexible working approach for example, there is only shift rotation.
Poor communication strategy, for example, the communication is top-down and no contribution from the non-senior executives at Hi-Tec Ltd.
[image: ]
[bookmark: _Toc60596941]Suggestions
Based on the causes as well as the sub-causes for employee dissatisfaction and employee turnover at Hi-Tec Ltd:
Hi-Tec Ltd should implement essential changes in its HR and employment policies to accommodate flexible working pattern instead of a rigid shift work pattern.
The Senior Managers at Hi-Tec should adopt a Holistic communication strategy that includes that is both top-down and bottom-up.
Hi-Tec Ltd should adopt appropriate appraisal and reward system to address the issue of pay and compensation.
[bookmark: _Toc60596942]SWOT Analysis
	Strengths
	Weaknesses

	Dedicated and committed staffs
Employees with strong work ethics
Highly co-operative workforce
Intrinsically motivated employees
Innovative employees that think outside the box
Employees that are ready and willing to go the extra mile for Hi-Tec Ltd 
	[bookmark: _Hlk60590288]Difficulties in maintaining regional businesses
Lack of inclusive gender and language HR policies
Low job satisfaction
Financial constraints due to hiring and training new staffs

	Opportunities
	Threats

	[bookmark: _Hlk60590144]Give employees competitive as well as attractive benefits
Provide a conducive working environment
Improve HR policies to accommodate flexible working
Incorporate a gender, race, language and culture inclusive HR policies
	Dissatisfied employees can reveal organisational secrets to rival companies
Loss of talented employees
Loss of competitive advantage



Hi-Tec goal is to have a dedicated and committed staffs that possess strong work ethics. The workforce is expected to be highly co-operative as well as intrinsically motivated. In addition, it is the goal of Hi-Tec Ltd that its employees should be innovative as well as ready and willing to go the extra mile for the company. However, despite the potential opportunities available to Hi-Tec Ltd such as giving the employees competitive as well as attractive benefits, provide a conducive working environment, improve HR policies to accommodate flexible working and incorporate a gender, race, language and culture inclusive HR policies. Hi-Tec Ltd continues to be faced with the treats of dissatisfied and disgruntled staffs that may leak vital company secrets to its rivals leading to loss of its competitive advantage. This potential threat is exacerbated by Hi-Tec weaknesses such as difficulties in maintaining regional businesses, lack of inclusive gender and language HR policies, low job satisfaction, financial constraints due to hiring and training new staffs. To address the issued identified in the threats and weaknesses, it is important for the organisation to adopt a change management model such as ADKAR change model.
[bookmark: _Toc60596943]A D K A R Change Model
[image: ] The technology industry sector is very competitive, as such companies such as Hi-Tec Ltd will need to undertake significant changes to become resilient in the face of emergent changes as well as to remain competitive and sustainable. According to Hiatt (2006), change management is an important fabric of any organisations survival because change management refers to a structured approach in ensuring that changes are not reactive but proactive as well as thoroughly and smoothly implemented. In this way the organisation effecting the change will be able to draw its benefit realization. Hiatt (2006), was of the view that effective management has a people dimension of change which requires the five goals that underscores the ADKAR model.

A: Awareness of the need to adopt change
D: Desire to participate as well as be supportive of change
K: Knowledge of managing change
A: Ability regarding the implementation of change
R: Reinforcement to sustain the change put in place
Research has shown that a successful organisational change is underscored by the involvement of people in the organisation. Accordingly, to effect change at Hi-Tec, it is imperative to create awareness, desire, knowledge, ability and reinforcement amongst each employee in the organisation. To this end, it suffices to state that ADKA model offers the building block that is essential for the successful implementation of change at Hi-Tec Ltd.
[bookmark: _Toc60596944][bookmark: _Toc60596945] Communicate the plan to stakeholders/Presentation: Mini Report

At this point of my decision making as a professional management consultant, after putting into consideration why employees start looking somewhere else for a job opportunity after being hired for few months as a result of job dissatisfaction, limited career growth advancement, dissatisfied  employees and lack of interest at work, a reflection of poor management upon employees, not been heard when meaningful suggestions or ideas are raised and so on. 
It is very paramount at this stage for me to use my professional problem solving tools.
I adopted SWOT analysis in order to identify the viability of the business as well as identity the opportunities whilst highlighting the weaknesses and threats. As such, it is imperative that measures are put in place to harness the strengths and exploit the opportunities. Importantly, the causes of dissatisfaction  identified by fishbone analysis should be addressed using ADKAR change model. Therefore, it is important to note that the success of ADKAR change model is underscored by the people in Hi-Tec Ltd. Consequently, the senior management should ensure that they elicit the support of the ground staffs as well as the middle managers and every member of staff.

Assess appropriate monitoring and review techniques to ensure successful implementation of the solution.
Many employees feel dissatisfied with their jobs at one point or another. Some employees leave their   jobs   for better   opportunities, while   others choose   to   stay   and remain   
unhappy.  Dissatisfied employees can negatively affect a company because they typically lack motivation, perform poorly and possess negative attitudes. These symptoms have a way of spreading to other employees, infecting entire departments and the company’s bottom line. Managers who take the time to understand the reasons for job   dissatisfaction   can   often   find   the   right   solutions   to   turn   unhappy   employees   into motivated performers. One of the primary reasons for   job   dissatisfaction  
results from companies   underpaying   workers.

Underpaid employees often must stretch their dollars further even for necessities. Not only must Many employees feel dissatisfied with their jobs at one point or another. Some employees leave their jobs for better opportunities, while   others  choose to stay   and remain   unhappy.  Dissatisfied employees can negatively affect a company because they typically lack motivation, perform poorly and possess negative attitudes. These symptoms have a way of spreading to other employees, infecting entire departments and the company’s bottom line. Managers who take the time to understand the reasons for job   dissatisfaction   can   often   find the   right solutions   to   turn   unhappy   employees   into   motivated performers
one of   the   primary   reasons for   job   dissatisfaction   results  
from companies   underpaying   workers. Underpaid employees often must stretch their dollars further even for basic necessities. Not only must.

1.	Observation: Observe employees at their place of work using their own supervisor and getting report from them.
2.	Talking with employees: Convene meetings by supervisors (Prompt)
3.	Monitor work performance and output: Supervisor checking on employee’s targets
4.	Monitor absenteeism and staff turnover
5.	Employee surveys (before, during and after the change)
6.	Baseline measuring before and after
7.	Benchmarking with other work units
8.	Financial recording
9.	Questionnaires
10.	Feedback sheets
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