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[bookmark: _Toc120023105][bookmark: _Toc120583430]Introduction
Innovation means the ability to produce unique and different products from competitors. Innovation brings a competitive advantage. Weaknesses in this ability mean a lack of innovation. That means employees can not think creatively or differently. Using of old aged technology may be a cause for lacking innovation. Lack of innovation severely affects performance by losing in the competition (Zhang et al., 2015). This paper will cover the nature and impact of the lack of innovation ill find the root causes of this problem. Then specify a list of solutions to this problem. After that, PESTLE, SWOT, and PMI analysis will conduct.
[bookmark: _Toc119770918][bookmark: _Toc120023106][bookmark: _Toc120583431]Workplace problem
In today’s world, innovative product is necessary to compete in the market. Innovation brings uniqueness which attracts customers. So, it’s a great problem if organizations lack innovation.  Innovation means utilizing unique and new processes and systems to produce products and services that can produce unique products. Modern lifestyle is centered on innovation.  Innovative organizations embrace new possibilities, use modern technological tools, and take the lead in their sector. Innovation brings a new and unique product that other competitors do not have. Although unfavourable effects can occur, most changes brought forth by innovation are highly good. For this reason, an innovative organization can get competitive advantages. But in most cases, the organizations have antiquated methods of operation that hinder innovation (Awan et al., 2021). Lack of innovation may result from not considering customer-changing demand and world-changing nature. Organizations need to prioritize new ideas to bring innovation to the organization—a lack of innovation results in decreasing sales and failure to compete in the market. Lack of innovation hardly impacts the organization because it can not learn anything without innovation and can not change anything. Organizations will freeze over time and lose in the competition. Ultimately, they become disappear from the market. It has detrimental effects on society and the economy (Cockburn et al., 2018). 
[bookmark: _Toc119770919]

[bookmark: _Toc120023107][bookmark: _Toc120583432]Root cause analysis of lack of innovation
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Figure: Cause and effect analysis of lack of innovation (Author’s calculation)
Organizations lack innovation because of not understand customer needs and wants. Though sometimes innovative products can be made, innovation fails because of poor sales. Unawareness of organizations of customers’ problems and demands is the main reason behind it. Updated technologies are required to make innovative products. But with primitive technologies, innovative product is not possible. However, few organizations fully use technological breakthroughs to create unique solutions further create unique solutions (Meng and Berger., 2019). Management is more likely to lose sight of long-term objectives and prospects when they are exclusively concerned with short-term success. So, managers are not innovative enough to make unique products. Organizations can not bring innovation without changes. But some organizations still choose to stay on an old-aged system of production or product. They do not consider the changing nature of customer demand, resulting in a lack of innovation. The inventive spirit might be discouraged by primitive structures and be characterized by their inflexible bureaucratic procedures and slow processes (Hung et al., 2018).
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SWOT analysis is conducted to understand an organization’s strengths, weaknesses, threats, and opportunities. For lack of innovation, one organization can understand its weaknesses and threats by SWOT analysis (Benaven, 2015).
	Strengths
	Weaknesses
	Opportunities
	Threats

	Developing production of one or few items efficiently.
	General products
	Offer products at a low cost
	Fail in competition

	Reduction of cost
	No opportunity for uniqueness
	Chances of further improvement
	Reduction of sales

	Fewer efforts are needed.
	Negative prospects
	
	


[bookmark: _Hlk119923101]Figure: SWOT analysis for lack of innovation 



[bookmark: _Toc120583435][bookmark: _Toc106567152][bookmark: _Toc119770922][bookmark: _Toc120023111]PESTLE analysis 
	Political Factors
	Economic Factors
	Social Factors
	Legal Factors
	Technological Factors
	Environmental Factors

	The extent of intellectual property theft and corruption
	GDP, vacancy rate,
	Education requirements, 
	Laws against discrimination and security
	Automation
	Weather patterns


	The power of the government.
	Amount of available money
	Demographics of the population and proficiency.
	Laws governing the quality of goods
	 The speed at which technology is advancing
	Natural calamities

	Changes to tax laws, trade restrictions, and tariffs.
	Interest rate, rate of inflation, and the income available for discretion
	Interests outside of work and education.
	Laws that govern employment and health
	Creation of unique products
	Climate change


[bookmark: _Hlk119923684]Figure: A PESTLE analysis for lack of innovation (Author’s calculation)
[bookmark: _Toc119770923][bookmark: _Toc120023112][bookmark: _Toc120583436]A range of alternative solutions to the problem
· Utilization of modern technology
· The undertaking of farsighted leadership
· Modernize the structure of the organization
· The undertaking of employee’s ideas and opinion
· Enabling understanding customers to want
· [bookmark: _Hlk119925403]Taking the initiative to change


[bookmark: _Toc120023113][bookmark: _Toc120583437]Evaluation of the alternative solution
	[bookmark: _Hlk119750581][bookmark: _Toc119770925][bookmark: _Toc120023114]Factors
	Utilization of modern technology
5
	The undertaking of farsighted leadership
3
	Modernize the structure of the organization
3
	The undertaking of employee’s ideas and opinion
4
	Enabling understanding of customer want
4
	Taking the initiative to change
2

	Available of fund
	5×4=20
	3×3=9
	3×5=15
	4×2=8
	4×2=8
	2×5=10

	Intention of employers
	5×3=15
	3×4=9
	3×5=15
	4×3= 12
	4×2=8
	2×4=8

	Availability of input, machinery, materials
	5×2=10
	3×2=6
	3×4=12
	4×2=8
	4×1=4
	2×3=6

	Rules and regulations of the government
	5×2=10
	3×3=9
	3×5=15
	4×3=12
	4×3=12
	2×4=8

	Stay in the competitive market
	5×1=5
	3×3=9
	3×2=6
	4×1=4
	4×4=16
	2×4=8

	Total
	60
	41
	51
	44
	48
	40


[bookmark: _Toc120583438]Weighted decision-making matrix lack of innovation
Figure: A weighted decision-making matrix for lack of innovation (Author’s calculation)

"Utilization of modern technology" has been weighted with 5 points, indicating that it receives more weight than the other criteria, which only receive 1 or 2 points. The organization utilized a rating scale for the issue that reads "high" as 5, "medium" as 3, and "low" as 1. In this problem, “Stay in the competitive market” is low because sometimes organizations may not want to take the initiative to change. On the other hand, the Available fund for utilizing modern technology is high because buying and using modern technology dramatically depends on the money available in the organization to make unique products. Here, the highest score is 60, which is the utilization of modern technology.
[bookmark: _Toc119770926][bookmark: _Toc120023115][bookmark: _Toc120583439]PMI analysis of lack of innovation
	Plus
	Minus
	Interesting

	· We can put more of an emphasis on one or a few products.
· Production costs can be cut.
· Shortsighted leadership can solve the immediate problem.
· Managers can decide on their own.


	· Decrease in sales
· The popularity of the organizations will not be increased.
· There will be no uniqueness in the products.
· Products will be general products.

	
· Organizations can take the initiative to increase innovation to create unique products.


Figure: A PMI analysis for lack of innovation (Author’s calculation)


[bookmark: _Toc119770927][bookmark: _Toc120023116][bookmark: _Toc120583440]Pros and cons of each solution
The utilization can make innovative products of modern technologies. The innovation path may be simple and incredibly beneficial for the firm with the correct resources and assistance. The ideal platform makes it simple to set logical deadlines for implementation, incubate innovative ideas, identify priority regions, and develop appropriate challenge circumstances. But the cost of buying updated types of machinery may require a high budget. Farsighted leadership means undertaking a long future. Managers should consider customers’ demands and wants in the future and the changing nature of the world. Innovative leaders have unique views and cutting-edge concepts, and they consider both the present and the future. By regularly converting the regular conversion of sound thoughts into workable concepts, they continually recognize risks and opportunities and establish an adaptation plan (Osterwalder et al., 2015). Future-oriented organizations are more likely to outperform rivals and prevail in the long run. Organizations should adopt a modern structure in the hierarchy system. They should create a unique solution and should remove bureaucratic barriers. Employees also have unique ideas and opinions to make a product different from others. Managers should consider their opinions. Because employees directly work to make a product. Organizations need financial feasibility to buy modern technologies. Customer demands and wants also need to be carefully monitored. For this reason, a survey can be conducted to identify their wants (Nylén and Holmström, 2015).


[bookmark: _Toc119770928][bookmark: _Toc120023117][bookmark: _Toc120583441]Implementation of the solution
[bookmark: _Toc119770929][bookmark: _Toc120023118][bookmark: _Toc120583442]Gannt Chart   
	
	Task
	Date
	Day to complete

	Task 1
	Utilization of modern technology
	10.12.22
	8

	Task 2
	The undertaking of farsighted leadership
	17.12.22
	5

	Task 3
	Modernize the structure of the organization
	15.12.22
	7

	Task 4
	The undertaking of employee’s ideas and opinion
	20.12.22
	3

	Task 5
	Enabling understanding customers to want
	24.12.22
	5

	Task 6
	Taking the initiative to change
	28.12.22
	6


Figure: A Gannt Chart table for the implementation plan (Author’s calculation)


[bookmark: _Hlk119764300]Figure: A Gannt Chart for implementation plan (Author’s calculation)
[bookmark: _Toc119770930][bookmark: _Toc120023119]Organizations will bring modern technology to produce innovative products in the first week. It will need eight days to complete. Modern machinery is more useful than primitive machinery. Then, a leader who can take farsighted leadership will be set. Farsighted leadership is required to know future customer demand. It will need five days. Thirdly, bureaucratic problems and modernizing the organization’s structure will be eliminated. It will need seven days to complete. After that, employees' innovative ideas and opinions to produce unique products will be undertaken, which will need three days. Then a survey can be taken in the market to understand customer demands and wants, which will need five days to complete. At last, initiative actions will be taken to solve this problem. Initiative actions will be taken to produce unique products.
[bookmark: _Toc120583443]Communication plan with stakeholders
A party with interest in a business who has the power to influence or be impacted by the endeavour and has an impact on the venture's outcome is referred to as a stakeholder. All decisions made by the organization hold their interest. Stakeholders involve directly or directly in an organization (Jones et al., 2017). The list of stakeholders in an organization is given below:
· Customers
· Shareholders
· Distributors
· Suppliers
· Trade associations
· Employees
· Communities
· Government
· Investors
[image: stakeholder analysis]
Figure: A sample of Power/Interest Grid analysis (Serra, 2020).
Each stakeholder in a project has a unique interest in it and some degree of power over it. An organization has four aspects. An organization’s interest of the stakeholder is in the “X” axis. And the organization has the power of the stakeholder in the “Y” axis. A person's influence on a task is referred to as power. Depending on the stakeholder, they may range from high to low. An organization needs to maintain a good relationship with its stakeholders. Organizations must engage with them as required. Employees may be highly powerful stakeholders because they make innovative products. Organizations need to maintain a good relationships with high-profile and key-profile stakeholders. For this reason, Organizations need to maintain a good relationship with the government because they are policymakers. On the contrary, they must keep an eye on stakeholders with little interest and influence. At last, potential customers need to be informed. 
[image: How to Create a Stakeholder Management Plan Smartsheet]
Figure: A stakeholder communication plan (Sterling et al., 2017).
[bookmark: _Toc119770931][bookmark: _Toc120023120][bookmark: _Toc120583444]Monitoring and review techniques
Works should be monitored and reviewed regularly. If any problem is found, proper steps can be taken to solve the problem. Monitoring is a continual process involving acquiring and analyzing relevant data to ensure the project goes as planned. An organization's success or failure may depend on how well it manages its performance. Lack of innovation is a great problem in an organization. Managers should closely monitor employees’ activities and influence them to think creatively. Time and effort are saved by monitoring processes. Organizations need to identify key indicators that depend on the organization’s nature (Hazır, Ö., 2015).
[bookmark: _Toc120023121][bookmark: _Toc120583445]Conclusion
The capacity to create distinctive items that stand out from those of rivals is innovation. Through innovation gains a competitive advantage, not all organizations have innovative capabilities. There are some root causes for the lack of innovation. Such as primitive technology, resistance to change, and not understanding customer demand. There is some solution to reduce this problem. The utilization of modern technology is one of them.
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Employee
Hello, how are you? I want to discuss this with you. When will your time be? I have had some meaningful discussions with you about my dissatisfaction and feeling about the organization. 
Consultant
Hello, I am fine and you? You can come to my office when you want.
Employee
I am also fine but depressed and demotivated because of my organization. Now, my colleagues want to switch to this organization.  I have some tasks in my hand. After completing my tasks, I will go to your office. 
Thank you.
Consultant
Ok. I will be waiting for you.



Employee
Hello, you may know that most of the employees in that organization are unsatisfied. However, the organization has argued that they have terminated the employees, but most switched the organization because they were unsatisfied.
Consultant
Yes, I know. The organization needs to terminate poor performers because it cannot profit because of its poor performance.
Can you inform the reason for job dissatisfaction? I can find the best solution to solve this problem. I hope my solution will satisfy the employees.
Employee
Well, the workload of this organization is so heavy that employees cannot complete it. There is a low pay scale. Employees find that they are less paid than their worth. This is the main reason for leaving the organization. There is a mismatch between the employee’s endeavor and payment. They must work a lot, but the payment structure is insufficient to meet this workload. Again, if employees find more attractive salaries in others organizations, they may leave the organization.
Consultant
Is the workload of the organization so big than the previous one? Do you know what the reason behind it is?
Employee
Yes, the workload is heavier than the previous one, but I don’t know why.
Consultant
When an organization's employees switch continuously, it burdens the remaining employees. The remaining employees have to do additional work for them. So, the workload is happening.
But this problem will be solved by recruiting highly qualified employees. As a result, the workload of employees will be reduced. Moreover, an attractive salary structure will be made so that employees may not want to leave the organization. Employees’ payments will be structured to their endeavor.


Employee
That’s great. But one thing should be noted. Other competitive organizations' salary structures should be carefully monitored when constructing salaries. Salary should be reasonable for competitive organizations.  
Consultant
Ok, it will be considered.
Employee
Moreover, there is poor job security. There are unsuitable works that are unfavorable to employees. There is also a lack of appreciation. Employees are not recognized and rewarded for their achievements—this results in demotivation. There is also a lack of effective communication. Employees do not know to whom they submit their work.  There is a lack of togetherness and harmony among employees, resulting in employee turnover.

Consultant
Do you know why the organization cannot make enough profit?
Employee
No, please inform me.
Consultant
Because of the poor performance of the employees, their poor working abilities cannot produce unique and quality products to attract more customers. Their working abilities are getting worse.
Employee
Employees try their level best to produce a quality product. But extra workload and dissatisfaction are the factors.
Consultant
To solve the problem, the organization will take some steps. First, qualified employees will be recruited so they cannot find the work unsuitable. They will be well-informed about the work to be done. Employees will be offered permanent jobs rather than permanent jobs. A permanent job will be offered to them in considering their performance. Only well performers will get a permanent job. Rewards and recognition will be provided for every achievement. But achievement should be a remarkable achievement. Though we have a reward and recognition system, we will further modify it. We will train employees so that they can make innovative decisions. Also, we train them to solve a problem effectively. These innovative and problem-solving skills may satisfy them. As a result, they may want to stay in the organization for a permanent job.
Employee
Oh, that’s great; if these things are utilized, employee turnover will be solved.
Consultant
Let me know the employee’s reaction and think about my opinion.
Employee
Of course, Thank you for your time.
Consultant
You are also welcome.

Table for the implementation plan 
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Nature of the Employee turnover

The main reason for employee turnover is low job quality.

Poor working place, pay rates, and salary growth rates results in low-quality jobs.

Dissatisfied employees want to leave an organization for better opportunities.

Job quality needs to be improved to reduce employee turnover.
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cause-and-effect analysis of employee turnover 



=







When an employee is paid less than his endeavor, he thinks of it as a low-quality job. The sense of being underpaid comes from the equivalent organization’s payment structure in the market. A job has poor security when an organization cannot ensure a full-time or permanent job. The sense that workload is less than payment results in employee turnover. The sense of unsuitable work comes from employees who are unfit to complete their given tasks.
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alternative solutions 

Recruit suitable employee

Establish a system of recognition and reward

Provide innovation and problem-solving skills.





These are different solutions that can be followed:

Recruit suitable employee

Establish a system of recognition and reward

Provide innovation and problem-solving skills.

Establish a system of flexibility

Offer a competitive salary

Keep an eye on detrimental employees
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evaluation of alternative solutions







So, the Second option should be selected. I choose to recruit suitable employees as the most appropriate solution among those alternatives. Because recruiters have to consider the nature, type, and system of work to be done, according to these nature and type, they have to recruit employees. Poor hiring results leaving of employees. Unfit employees find completing tasks hard and want to leave the organization. If an organization can not recruit suitable employees, there will be a possibility for employees to leave the organization. Then employees may not have an interest in the job in the organization. 
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Implementation plan





First, in the first week, I will recruit suitable employees for the organization. It will need six days to recruit suitable employees for the organization. To recruit suitable employees, a suitable job description will be made according to the nature and character of the tasks. And then, according to the job description, a job specification will be made to specify the dexterities and skills needed to complete the organization’s tasks. Employees should be clarified about the working nature and organizational culture. As a result, there will be no chance of a mismatch between employees’ thinking and actual work.  Secondly, I will establish a reward and recognition system for the employees. Credit should be given to them if they complete their tasks very well. Sometimes, a reward can be given to them for their special work. At last, I will provide innovation and problem-solving skills. It will be needed ten days to complete. Employees will inspire if they are given problem-solving skills because problem-solving skills enable them to solve a critical problem, which will reduce their frustration.
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