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Define a complex problem in the workplace including scope and impact 
Internal ambition is an inspiration an urge to attain any goal. Motivated people take the first step, work hard to accomplish their goals and remain optimistic all the way. Once workers have such this is, it tends to be more successful and happier at their jobs when inspired. Most employers also want to empower their workers, because motivated workers are assets that would help a company accomplish its goal.
Problem-solving tool
Fishbone diagram of employee motivation
[image: Causes and effects which lead for a dissatisfaction of employees ...]

In PepsiCo, employees work together to achieve goals. However, to achieve such a goal employee a driving force is needed. Employee motivation of PepsiCo has split it two into part intrinsic and extrinsic motivation. In intrinsic motivation employee of PepsiCo need self-recognition, reward in the form of appreciation. Moreover, to acknowledge valuable assets of PepsiCo instead of an asset of an organization. Meanwhile, on the other hand in extrinsic motivation employee’s motivation always has been triggered by the physical aspect of work. For instant employees need promotion in work and salary to be increased all the time to increase the level of motivation. However, such a level of motivation increases the productivity of PepsiCo which helps to achieve an organizational goal (Mikkelsen et al., 2017).  By comparison, the efficiency of workers and companies of PepsiCo will also decline. The company, therefore, needs to define the employee's motivating factor for achieving the objectives and short-term target. Besides, the level of employee satisfaction would be increased from 
· Incentive 
· Non-monetary salaries 
· Relationship with coworkers 
· Rapport with management 
· Firm’s culture 

[bookmark: _Toc37355065][bookmark: _Toc37372921]Analyze information to identify the problem to help inform the decision-making process 
[bookmark: _Toc37372922]Incentive 
Receiving payment, especially concerning permanent workers of PepsiCo is considered an essential need which an employer needs to meet (Kuvaas et al., 2018). For the short term, though, a wage alone is met. In the long run, wages are no factor in raising performance. A pledge to get pay increases only has an immediate effect. When the payment is less than a staff member of PepsiCo would have expected. This may, however, trigger frustration and disconnection. Though achieving a fair wage would not encourage better output for workers PepsiCo. They’re less likely to become resentful or frustrated by the job.
[bookmark: _Toc37372923]Non-monetary salaries 
 It could cause frustration and disengagement when the payment is smaller than a staff member might have expected. Even if winning a decent wage does not inspire the workers to work harder. There is a slight chance that they may be resentful or irritated by the task.
• Exceptional performance recognition.
• To understand achievement.
• Raising morale.
• Create a healthy environment for the job.
• Empower productivity.
Non-monetary incentives are helping to achieve PepsiCo’s targets at comparatively low expense. Mikkelsen et al., (2017). Certain non-financial incentives of PepsiCo can be enforced when compared to cash rewards. This financial reward can, however, take weeks or months to come into effect. There are a wide variety of different non-financial opportunities which administrators can use
· Quick "thank you" either directly addressed to an employee or, better still, typed or ideally hand-made.
· [bookmark: _Toc37355068]Community gratitude and acknowledgment of work or mission well performed.
· To reward a worker with the name of "Month Star" or monthly employee.
· Shares or physical products.
· Working conditions are flexible.
· Chance to work at home.
· Free food, fruit or beverages or subsidized meals.

[bookmark: _Toc37372924]Relationship with leadership 
Ristic et al., (2017), notes that every employee of PepsiCo shall have a hierarchy of needs to be addressed. These requirements must be addressed by the direct manager. Two-sided trust is the basis of better contact between the two parties. Friendships on this basis would allow workers of PepsiCo to speak about their needs, opinions, and feelings frankly and freely, which in effect would bring line supervisors clear feedback about how to assist and empower their staff members. 
[bookmark: _Toc37355069][bookmark: _Toc37372925]Company’s culture
The reason workers work is dictated by how well they perform. Bhatti et al., (2016), showed that workers of PepsiCo are aware of the culture of their business and know and match their professional objectives. With the goals of the organization degree to which workers of PepsiCo comply with their employer's objectives. However, such an objective is directly affected by the intensity and consistency of the manifesto and principles of their employer. Any lack of confidence or comprehension of the organization's goals is one of the main causes of low work satisfaction, poor attitude.
[bookmark: _Toc37355070] On the other hand, workers who are associated with the community of their jobs are usually happier, producing stronger outcomes and satisfaction. The culture of PepsiCo has key elements: work environment, the purpose of a business, meaning, ethics, aspirations, and objectives. In Culture, practice is just a set of rules. Similarly, recognized habits that help workers make daily choices (De Vito et al., 2018). Although each firm will have its unique collection of features, principles, and beliefs. Culture is also about ensuring the workers own a positive and pleasant working environment.
[bookmark: _Toc37372926]Propose a range of alternative solution to the problem
[bookmark: _Toc37355071][bookmark: _Toc37372927] Learning and development opportunities
Self-actualization is a typical high-performance by-product. Of course, most workers want to do a good job to believe like they are reaching their full potential. Training & Growth is a way to educate the employees and things that might help them improve proceed. Bryson and white, (2019), say that the desire to know is one of the reasons millennials want to abandon their boss. They're also learning new skills and seeking personal development in PepsiCo plc. The lack of basic and or personal development in this population is one of the main causes of dissatisfaction at work. Within the business operations of PepsiCo plc.  
While processes alone are not a motivational device, they are intimately linked to areas that affect employees 'desire, excitement, and determination. The workload, separation of duties, resource access and transparency all rely on the design and reliability of the systems. Good processes empower workers, allowing them to function collaboratively, and by reducing the number of possible blockers. A person of PepsiCo should be informed at each point of the phase of what is required from them, and what services are available. Ensuring that a worker remains a duty for the results of employee’s work is key to building job involvement and improving higher efficiency.
[bookmark: _Toc37355072][bookmark: _Toc37372928]Personal life
The workers of PepsiCo claim that their job performance is influenced by issues in their personal lives (Palm et al., 2019). Concentration, poor focus, lack of commitment and even absenteeism can trigger challenges in life. When workers spend one-quarter of their days in the workplace. The employee of PepsiCo could do to help their teammates that are going through hard times. The first step is being respectful and compassionate towards them. Most firms have clear rules, procedures, or guidelines which specify how to defend employees in difficult times.
Bhatti et al., (2016), claim that to manage work-life, are particularly assist in situations where there are grievance strikes. However, such grievance strikes include flexible hours, paid time off or worker support, programmers.  It is important to create loyalty and trust in individuals who would always return stronger and more dedicated by providing support and empathy. Furthermore, leading workers through hard times. Making their legal career another task to interact with and manage can make adverse outcomes of PepsiCo and as a client, may never regain their confidence and determination.
[bookmark: _Toc37355073][bookmark: _Toc37372929]Performing meaningful work
Like in the situation of non-financial reward, motivation addresses the desire for self-actualization by meaning (Palm et al., 2019).  Seeking purpose is a philosophical problem and one of the top three motivational riders does valuable work in a show. It turns out that the discovery of the intent behind work is linked through the job to make an impact on mankind. PepsiCo may inspire and direct their workers in finding meaning by building a culture of values, principles and developing a CSR strategy.
Another factor to consider is to inform workers about the principles and purpose of the firm. They work to see the significance is to recognize why and what the PepsiCo does and how it makes a big difference. Budnick et al., (2020), argue that workers relate the role in the business to the vision, mission, and values of the PepsiCo. In helping workers understand how they affect the company and how they contribute to society. Employers of the workplace of PepsiCo are a straightforward and easy way to accomplish a goal. 
[bookmark: _Toc37355074][bookmark: _Toc37372930]Use the decision-making technique to evaluate a range of solution to identify the most appropriate option 
[bookmark: _Toc37355075][bookmark: _Toc37372931]Brainstorming technique 
[bookmark: _Toc37355076]Brainstorming is a method of collective innovation by which attempts are made to draw a consensus on a specific issue. Gathering a list of suggestions that its participants spontaneously contributed to. In other words, brainstorming is a scenario in which a group of individuals works together to come up with new sustainable ideas. Brainstorm strategies build a particular area of interest by reducing employer libido at PepsiCo. Velten and Lashley, (2018), state that People should think freer and present as many new random thoughts as possible. All suggestions are listed uncritically and the suggestions are tested after the brainstorming. 
[bookmark: _Toc37372932]Relationship with colleagues
As workers of PepsiCo spend a quarter of their day at work, their interactions and encounters towards their colleagues may have a big effect on their attitude. Bad experiences or attitudes ultimately contribute to isolation and depression, making it more difficult to find jobs happiness (Kuranchie and Amponsah 2016). However, such happiness, in turn, would decrease motivation. The social needs of employees related to their desire to be accepted.  Additionally, to contribute to a group can be used to create strong and committed teams that can produce greater results by working together.
To promote the creation of positive working relationships in PepsiCo. It is recommended to concentrate on personal development projects that might allow workers of PepsiCo to better know each other. Brainstorming meetings that encourage the employer to talk freely, frankly and honestly inside or outside the workplace of PepsiCo. Lunches or meals between teams, and social activities like Christmas parties. Cruises comedy clubs, events that are physically demanding or other things that the team might attend together (Lorincová et al., 2018).  Care should be taken in selecting and organizing events that take into consideration the abilities of all team members of PepsiCo. Using an external teambuilding coordinator who might deliver: ice breakers, subjects for discussion, games or similar strategies.
[bookmark: _Toc37355077][bookmark: _Toc37372933]Develop a plan to implement a solution 
[bookmark: _Toc37355078][bookmark: _Toc37372934]Organizational Planning
[bookmark: _Toc37355079]According to Bryson and White, (2019), Organizational planning is sometimes called administrative or institutional design. This would be the high-level process in which employee motivation levels of PepsiCo are identified and then new approaches are established to reach them. Although strategic planning of PepsiCo focuses on evaluating the strengths and limitations of an established and defining concrete priorities for change. Inside the PepsiCo, structured development is more concerned with how particular activities, procedures, and decisions can function. 
[bookmark: _Toc37372935]Communicate a plan to stakeholder 
The organizational plan of employee motivation in the workplace of PepsiCo determines the decision-making model of brainstorming. In the brainstorming technique, PepsiCo makes in which discusses in the centralized form. Therefore the involvement of stakeholders is mandatory.
[image: ]
[bookmark: _Toc37355080][bookmark: _Toc37372936]Assess appropriate monitoring and review techniques to ensure successful implementation of the solution 
[bookmark: _Toc37372937]Monitoring the plan of employee motivation on workplace 
A plan of action of PepsiCo is being introduced for workplace productivity solutions to a problem. Monitoring progress toward the PepsiCo motivation strategy is critical. Once the strategy has been adopted, the assessment of the solution's progress is needed.
One should not equate tracking the program by assessing the solution. Monitoring the strategy assists in ensuring the solution is executed as intended. Evaluation of the solution exists after implementation of the program and gives an indicator of whether the solution has solved the problem.
The following questions should be asked to track the plan:
· Has each move of employee motivation been correctly implemented at PepsiCo 
· Was each phase completed on time?
· Has the anticipated result materialized after every move has been completed?
In light of the answers to the above questions, the following questions would need to be discussed:
· Is more time required at PepsiCo
· Are more difficult tasks?
· Does it need more resources?
· Is the strategy a practical one?
· What action does one need to take?
· Would they need to switch plans?
If the approach is applied it needs to assess PepsiCo’s performance. Assessing the solution's effectiveness enables the solution to be altered as required. Regardless of its success or failure in assessing the solution, experiences that can be used to address a related problem at some point can be gained.
When evaluating a solution of employee motivation at PepsiCo it needed to answer the following solution 
· Where was PepsiCo before the solution?
· Where is the position of the firm now?
By answering these questions it can be identified in the workplace of PepsiCo in which has
· Reached the desired state of employee motivation at PepsiCo.
· Progressed from the problem state of employee motivation at the workplace of PepsiCo.
· Regressed from the problem state of employee motivation 
· Remained in the problem state?
Solutions could be short term and long term to accomplish the result. The assessment of an employee incentive approach at the workplace must, therefore, be performed at a reasonable time according to the anticipated outcomes.
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Power point slides and speaker notes 
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Internal ambition is an inspiration an urge to attain any goal. Motivated people take the first step, work hard to accomplish their goals and remain optimistic all the way. Once workers have such this is, it tends to be more successful and happier at their jobs when inspired. Most employers also want to empower their workers, because motivated workers are assets that would help a company accomplish its goal.
[image: Causes and effects which lead for a dissatisfaction of employees ...]
In PepsiCo, employees work together to achieve goals. However, to achieve such a goal employee a driving force is needed. Employee motivation of PepsiCo has split it two into part intrinsic and extrinsic motivation. In intrinsic motivation employee of PepsiCo need self-recognition, reward in the form of appreciation. Moreover, to acknowledge valuable assets of PepsiCo instead of an asset of an organization. Meanwhile, on the other hand in extrinsic motivation employee’s motivation always has been triggered by the physical aspect of work. For instant employees need promotion in work and salary to be increased all the time to increase the level of motivation. However, such a level of motivation increases the productivity of PepsiCo which helps to achieve an organizational goal (Mikkelsen et al., 2017).  By comparison, the efficiency of workers and companies of PepsiCo will also decline. The company, therefore, needs to define the employee's motivating factor for achieving the objectives and short-term target. Besides, the level of employee satisfaction would be increased from 
· Incentive 
· Non-monetary salaries 
· Relationship with coworkers 
· Rapport with management 
· Firm’s culture 
[image: ]
Incentive 
Receiving payment, especially concerning permanent workers of PepsiCo is considered an essential need which an employer needs to meet (Kuvaas et al., 2018). For the short term, though, a wage alone is met. In the long run, wages are no factor in raising performance. A pledge to get pay increases only has an immediate effect. When the payment is less than a staff member of PepsiCo would have expected. This may, however, trigger frustration and disconnection. Though achieving a fair wage would not encourage better output for workers PepsiCo. They’re less likely to become resentful or frustrated by the job.
Non-monetary salaries 
 It could cause frustration and disengagement when the payment is smaller than a staff member might have expected. Even if winning a decent wage does not inspire the workers to work harder. There is a slight chance that they may be resentful or irritated by the task.
• Exceptional performance recognition.
• To understand achievement.
• Raising morale.
• Create a healthy environment for the job.
• Empower productivity.
Non-monetary incentives are helping to achieve PepsiCo targets at comparatively low expense. Mikkelsen et al., (2017). Certain non-financial incentives of PepsiCo can be enforced when compared to cash rewards. This financial reward can, however, take weeks or months to come into effect. There are a wide variety of different non-financial opportunities which administrators can use
Quick "thank you" either directly addressed to an employee or, better still, typed or ideally hand-made.
· Community gratitude and acknowledgment of work or mission well performed.
· To reward a worker with the name of "Month Star" or monthly employee.
· Shares or physical products.
· Working conditions are flexible.
· Chance to work at home.
· Free food, fruit or beverages or subsidized meals.




[image: ]
[bookmark: _Toc37360388]Learning and development opportunities
Self-actualization is a typical high-performance by-product. Of course, most workers want to do a good job to believe like they are reaching their full potential. Training & Growth is a way to educate the employees and things that might help them improve proceed. Bryson and white, (2019), say that the desire to know is one of the reasons millennials want to abandon their boss. They're also learning new skills and seeking personal development in PepsiCo plc. The lack of basic and or personal development in this population is one of the main causes of dissatisfaction at work. Within the business operations of PepsiCo plc.  
While processes alone are not a motivational device, they are intimately linked to areas that affect employees 'desire, excitement, and determination. The workload, separation of duties, resource access and transparency all rely on the design and reliability of the systems. Good processes empower workers, allowing them to function collaboratively, and by reducing the number of possible blockers. A person of PepsiCo should be informed at each point of the phase of what is required from them, and what services are available. Ensuring that a worker remains a duty for the results of employee’s work is key to building job involvement and improving higher efficiency.
[bookmark: _Toc37360389]Personal life
The workers of PepsiCo claim that their job performance is influenced by issues in their personal lives (Palm et al., 2019). Concentration, poor focus, lack of commitment and even absenteeism can trigger challenges in life. When workers spend one-quarter of their days in the workplace. The employee of PepsiCo could do to help their teammates that are going through hard times. The first step is being respectful and compassionate towards them. Most firms have clear rules, procedures, or guidelines which specify how to defend employees in difficult times.
Bhatti et al., (2016), claim that to manage work-life, are particularly assist in situations where there are grievance strikes. However, such grievance strikes include flexible hours, paid time off or worker support, programmers.  It is important to create loyalty and trust in individuals who would always return stronger and more dedicated by providing support and empathy. Furthermore, leading workers through hard times. Making their legal career another task to interact with and manage can make adverse outcomes of PepsiCo and as a client, may never regain their confidence and determination.
[bookmark: _Toc37360390]Performing meaningful work
Like in the situation of non-financial reward, motivation addresses the desire for self-actualization by meaning (Palm et al., 2019).  Seeking purpose is a philosophical problem and one of the top three motivational riders does valuable work in a show. It turns out that the discovery of the intent behind work is linked through the job to make an impact on mankind. PepsiCo may inspire and direct their workers in finding meaning by building a culture of values, principles and developing a CSR strategy.
Another factor to consider is to inform workers about the principles and purpose of the firm. They work to see the significance is to recognize why and what the PepsiCo does and how it makes a big difference. Budnick et al., (2020), argue that workers relate the role in the business to the vision, mission, and values of the PepsiCo. In helping workers understand how they affect the company and how they contribute to society. Employers of the workplace of PepsiCo are a straightforward and easy way to accomplish a goal. 
[image: ]
[bookmark: _Toc37360392]Brainstorming technique 
Brainstorming is a method of collective innovation by which attempts are made to draw a consensus on a specific issue. Gathering a list of suggestions that its participants spontaneously contributed to. In other words, brainstorming is a scenario in which a group of individuals works together to come up with new sustainable ideas. Brainstorm strategies build a particular area of interest by reducing employer libido at PepsiCo. Velten and Lashley, (2018), state that People should think freer and present as many new random thoughts as possible. All suggestions are listed uncritically and the suggestions are tested after the brainstorming. 
Relationship with colleagues
As workers of PepsiCo spend a quarter of their day at work, their interactions and encounters towards their colleagues may have a big effect on their attitude. Bad experiences or attitudes ultimately contribute to isolation and depression, making it more difficult to find jobs happiness (Kuranchie and Amponsah 2016). However, such happiness, in turn, would decrease motivation. The social needs of employees related to their desire to be accepted.  Additionally, to contribute to a group can be used to create strong and committed teams that can produce greater results by working together.
To promote the creation of positive working relationships in PepsiCo. It is recommended to concentrate on personal development projects that might allow workers of PepsiCo to better know each other. Brainstorming meetings that encourage the employer to talk freely, frankly and honestly inside or outside the workplace of PepsiCo. Lunches or meals between teams, and social activities like Christmas parties. Cruises comedy clubs, events that are physically demanding or other things that the team might attend together (Lorincová et al., 2018).  Care should be taken in selecting and organizing events that take into consideration the abilities of all team members of PepsiCo. Using an external teambuilding coordinator who might deliver: ice breakers, subjects for discussion, games or similar strategies.
[image: ]
[bookmark: _Toc37360394]Organizational Planning
According to Bryson and White, (2019), Organizational planning is sometimes called administrative or institutional design. This would be the high-level process in which employee motivation levels of PepsiCo are identified and then new approaches are established to reach them. Although strategic planning of PepsiCo focuses on evaluating the strengths and limitations of an established and defining concrete priorities for change. Inside the PepsiCo, structured development is more concerned with how particular activities, procedures, and decisions can function. 
[image: ]
The organizational plan of employee motivation in the workplace of PepsiCo determines the decision-making model of brainstorming. In the brainstorming technique, PepsiCo makes in which discusses in the centralized form. Therefore the involvement of stakeholders is mandatory.

[image: ]
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Monitoring the plan of employee motivation on workplace 
A plan of action of PepsiCo is being introduced for workplace productivity solutions to a problem. Monitoring progress toward the PepsiCo motivation strategy is critical. Once the strategy has been adopted, the assessment of the solution's progress is needed.
One should not equate tracking the program by assessing the solution. Monitoring the strategy assists in ensuring the solution is executed as intended. Evaluation of the solution exists after implementation of the program and gives an indicator of whether the solution has solved the problem.
The following questions should be asked to track the plan:
·  Has each move of employee motivation been correctly implemented at PepsiCo 
· Was each phase completed on time?
· Has the anticipated result materialized after every move has been completed?
In light of the answers to the above questions, the following questions would need to be discussed:
· Is more time required at PepsiCo
· Are more difficult tasks?
· Does it need more resources?
· Is the strategy a practical one?
· What action does one need to take?
· Would they need to switch plans?
If the approach is applied it needs to assess PepsiCo’s performance. Assessing the solution's effectiveness enables the solution to be altered as required. Regardless of its success or failure in assessing the solution, experiences that can be used to address a related problem at some point can be gained.
When evaluating a solution of employee motivation at PepsiCo it needed to answer the following solution 
· Where was PepsiCo before the solution?
· Where is the position of the firm now?
By answering these questions it can be identified in the workplace of PepsiCo in which has
· Reached the desired state of employee motivation at PepsiCo.
· Progressed from the problem state of employee motivation at the workplace of PepsiCo.
· Regressed from the problem state of employee motivation 
· Remained in the problem state?
Solutions could be short term and long term to accomplish the result. The assessment of an employee incentive approach at the workplace must, therefore, be performed at a reasonable time according to the anticipated outcomes.
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