RESPONSE #1
RG
In recalling a time I was personally dissatisfied at work because of a selective selection when a promotion because available it had a negative and adverse impact on my attitude and overall performance. It affected it negatively because it became frustrating because the organization did not have a fair way for employees to compete for a supervisor position when they became available. My attitude affected my overall performance by me not being motivated to do my very best. If employees enjoy their work, feel confident in their abilities to succeed in their task assigned, and appreciate the role they are assigned, they are far more likely to have a positive attitude in the workplace (Kareem and, Hussein 2019). Efforts were not made by management to enhance my satisfaction and performance at work despite many complaints by employees in the organization. The management could have had a meeting with everyone in the organization about the promotion complaint and conducted a vote to see if the promotion was fair or not. A complaint was subsequently filed with the Equal Employment Opportunity Commission (EEOC) which led to a favorable ruling in favor of the employees. When leaders of an organization do not heed to the warning of disgruntle and unsatisfied employees they become unmotivated and unwilling to focus on the goals of the organization (Davidson, 2019). Leaders of organizations should consider implementing civil service rules to ensure fairness in all promotions which will lead to fewer lawsuits against organizations (Kareem, and Hussein). Leaders and managers of organizations should always want to be fair when selecting employees for promotion. It should be based on a written exam and in doing this it would be hard for one employee to claim he/she was discriminated against because of their race, culture, or diversity of their background. Organizations should strive to be fair.
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RESPONSE #2
GP
One of the few times that I was personally dissatisfied at work came six years ago. Just to give a little background information I applied for a bulk foods supervisor position for the Nevada-Arizona stores and after two weeks was surprised when the vice president of bulk and the district manager showed up at my store to interview me with no prior notice. While I thought the interview went well for not having time to prepare, during the interview I was told there was only one other person in consideration. Needless to say, the position went to the other person, but this is not when I became dissatisfied, after about a month I was called to the store manager’s office to be given feedback from my interview and things I could work on to improve. In the manager’s office were my immediate supervisor, the regional human resources person, and the store manager, on the phone was the vice president of my department, so only one person who actually interviewed me and she was not there in person. So here is the part that caused my dissatisfaction, the first words out of my vice president’s mouth were “Greg you’re a great employee one of your strengths is you never need any help, one of your weaknesses is you never need any help. You need to reach out to other managers and your supervisor for help sometimes. Then she says you also need to be better prepared for interviews; you did not appear to be ready. Then she says I suggest you read a book called “Who moved the Cheese?” a book I had read over ten years ago about corporate change. Finally, I was told that my resume needed to be improved.” Now my first thought on this last statement is that resumes are designed to get you noticed and interviews for the company to ask in-depth questions about your experience. Hearing these things completely changed my commitment to the company along with my motivation to give my full effort. As (Sethi, Mifrah 2014), states “Justice act as assort of buffer, allowing employees to maintain respect and trust for an organization.” It was at this point that my efforts would no longer be working towards the company’s vision but what was best for me. A couple of days after the feedback my store manager called me into her office to discuss what had been said, She started off by saying that in her three years working with me she had seen nothing but a team player willing to help and share his knowledge and experience with anyone who needed it and not afraid to ask for help. She offered to help me by looking at my resume and offering suggestions. The compassion and concern by my manager helped to alter my attitude and at the same time opened my eyes to something that I now carry with me as a commitment to myself (Boichuk, Jeffrey P. 2013). I currently work not for a company but for people such as my former store manager, so now within my company, the relationship that I have with my store manager is what motivates me and keeps me satisfied.
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