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[bookmark: _Toc60667804]Introduction to the Problem
In a workplace environment, there are different issues that organisations experience and these issues relate to different aspects of the business. The issues within a workplace may relate to employees, operations and processes, finances or even suppliers and other stakeholders. In the present report, the issue that will be discussed and evaluated is low employee productivity within a workplace setting.
Employees or human resources are the foundation that ensures organisational success and the other aspects of an organisation complement the functioning of human resources (Michael, 2019). Low productivity in employees may result in significant adverse outcomes such as declining of organisational revenues, decline in quality of products and services, failing to achieve organisational objectives and an overall decline in performance. 
Low employee productivity within an organisation is a serious issue. The success of an organisation depends a lot on the quality of employee work or the productivity levels of employees. Also, as employee productivity declines, organisations incur additional costs. A recent study revealed that an approximate of USD 1.8 billion is incurred annually as lost productivity costs within organisations (Mansinghka and Mohan, 2021). It is necessary for the employees within an organisation to perform well so that the organisational goals can be achieved. Hence, it is important to focus on addressing the issue of low productivity in order to improve the overall performance of the organisation. 
[bookmark: _Toc60667805]Analysis of the Identified Problem to Inform Decision-Making
With the issue of low productivity at hand, it is necessary for the management of an organisation to make informed decisions on how to tackle or resolve the issue of low employee productivity. In order to make informed decisions, it is necessary to have an idea of the possible reasons behind low employee productivity. It is through the identification of the causes that solutions can be implemented to resolve the issue.
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There may be different reasons as to why employees have been under-performing within an organisation. These possible reasons have been explained below:
· Multitasking and Workplace Stress – Often, the management within an organisation fails to understand the effect of overloading employees with different types of work. Multitasking distracts employees as they attempt to focus on too many tasks at once (Stewart and Brown, 2019). This often comes as a result of overloading employees with different kinds of responsibilities and causes stress. Workplace stress is another serious issue that organisations should look after. Low productivity is often caused due to the job-related anxiety (Michael, 2019). This may stem from multitasking, issues within teams and other factors that may cause increased levels of stress in employees.
· Lack of Rewards and Recognition – Rewards and recognition play a vital part in employee motivation and the lack of it often results in low productivity as employees lose the motivation to work. If an organisation fails to recognise good employee performance, in the long-run, it can be assumed that the employees will lose their motivation to perform well (Bratton and Gold, 2017).
· Workplace Issues – This cause includes different aspects of the organisation. Workplace issues may include toxic behaviour, organisation politics, compensation issues, communication or management issues, issues with organisational structure and lack of proper leadership. 
· Lack of sense of belonging – Often organisations fail to make employees comfortable within an organisational environment. This results in employees feeling that they do not belong to the company. This lack of belongingness results in low productivity as well.  
[bookmark: _Toc60667806]Alternative Solutions to the Problem
Identifying the root causes of low employee productivity helps in devising the appropriate solutions. Within a workplace, it is necessary for the management to thoroughly evaluate the possible causes and then devise solutions for the same. For the above identified possible causes of low employee productivity, a range of solutions have been recommended. 
· As it is known that workplace stress is not a small issue anymore, organisations need to be more careful regarding the prevention of workplace stress (Nankervis et al., 2019). Recruiting adequate number of employees to manage the workload and effective training of employees are two possible solutions that can help in managing workplace stress. 
· Implementation of rewards and recognition schemes is another possible solution to the issue of low productivity. Organisations should implement a monthly feedback system wherein employees would get to know how they have performed for the month. An honest feedback will help in improvement as well as will motivate employees to perform better. Also, incentives must be provided for good performance and reaching of targets as this will gradually increase employee motivation and productivity.
· Another possible solution that can be recommended here is the setting up of a grievance committee or cell. The grievances committee will be responsible for listening to employee issues unbiasedly. Through the development of this committee, a lot of workplace issues can be identified and resolved (Turner, 2019). Employees will be able to communicate any toxic behaviour, biased decisions, management or leadership issues etc. they face within the organisation. These issues will be immediately escalated and steps must be taken to resolve it on a priority basis.
· Employee engagement is another aspect that organisations must look into. Participation in decision-making is a possible solution to resolve the issue of employees feeling lack of belongingness. Participatory decision-making, employee empowerment through offering them with vital responsibilities can also work in favour of increasing productivity (Abdulai and Shafiwu, 2014). As employees are engaged in company decision-making and are offered with vital organisational responsibilities, they may feel like a part of the organisation and hence, it is likely that their productivity will be enhanced. 
[bookmark: _Toc60667807]Evaluation of the Alternative Solutions
In order to find the most appropriate solution for the organisation, it is necessary that all the possible solutions that have been recommended are evaluated in a proper manner so as to understand that the solution is appropriate for the issue of prevailing low productivity within the organisation. 
· Recruitment and Training – The solution of hiring more employees and providing them with adequate training is a feasible solution to ensuring that the employee productivity is maintained. There can be several benefits of this solution such as enhanced employee skills, adequate work delegation, better management of work etc (Hughes, 2018). However, cost of the organisation is likely to increase considering the recruitment and training processes. 
· Rewards and Recognition – The implementation of a rewards and recognition scheme is also a beneficial solution that can increase employee productivity. The other benefits of implementing this solution would include increase in job satisfaction, employee retention and strengthening the overall workforce within an organisation. The downsides of this solution can be biasness leading to conflicts, low motivation due to continuous negative feedback, adverse behavioural implications of employees.
· Management Changes – This category includes the changes that can be made within the organisation to increase employee productivity. One such change has been mentioned as the setting up of a grievance committee that would be responsible for listening to employee issues and helping in resolving them (Collings et al., 2018). This may include a range of issues from toxic behaviour that will require a change in workplace environment to communication issues, compensation issues that would require change in the organisational structure and policies. The pros of this solution include employee empowerment, resolving their complaints, conflicts, reducing stress and frustrations etc (Hughes, 2018). However, the development of the committee needs to be done carefully as the committee will have to unbiasedly listen to the employee complaints and make effective decisions. 
· Employee engagement – This is another solution that has been recommended which can be implemented through participatory decision-making and providing employees with lead roles to empower them (Stewart and Brown, 2019). The benefits of employee engagement would include greater employee commitment, enhanced productivity, better ideas etc. However, there may be a complexity in communication owing to the suggestions and opinions of employees.
Considering all the proposed solutions for better employee productivity, it can be said that, setting up a grievance committee and implementing of a rewards and recognition scheme will be suitable for the issue of low employee productivity. The implementation of these solutions will ensure that the human resources within the organisation are well- managed as this will produce better employee productivity outcomes. 
[bookmark: _Toc60667808]Implementation Plan for the Solution
In order to implement a possible solution within the organisation, it is necessary that a proper evaluation of the environment is conducted so that the implementation of the solution can be done effectively, without any hassles.
Considering the above possible solutions that have been recommended, an implementation plan have been developed below:
Objective – To set up a grievance committee/ to develop proper training programmes/ to implement rewards and recognition scheme.
Planning – The first step towards implementation is planning the stages of implementation associated with the solution. 
In order to achieve the above-mentioned objectives, 
· Planning associated with the committee will be needed such as the number of members, profession of the members, decisions on whether existing employees or new professionals will be hired for the committee, its functioning, communication etc.
· Further, for training program implementation, a skills evaluation of the employees will have to be conducted to understand the skills gap and then the training program can be developed.
· Planning for the implementation of rewards and recognition will require calculation of costs, assessment of funds etc.
Risk Assessment – After the planning, in context of each solution a risk assessment will have to be conducted that will help the management to identify and manage the possible risks.
Budgeting – Budgeting is an important step towards the implementing of a solution. It will have to be decided how much funds will be allocated to the training, rewards budget, training budget, salaries of employees in the grievance committee etc (Wheelen, et al., 2017).
Implementation Schedule – After the above steps, it is necessary for the management to develop an implementation schedule as to how the associated activities will be performed and when and the duration for each activity.
Performing associated activities – This is the final step wherein the activities associated with the solutions will be performed.
[bookmark: _Toc60667809]Communication of the Plan to Stakeholders
Communication is one of the most vital elements of organisational performance. It is necessary for the information to flow appropriately amongst different stakeholder groups so that there is no obstacle in implementing any plans. 
In order to communicate the implementation plan to different stakeholders, it is necessary to plan the methods of communication as to how each of the stakeholders will be informed about the implementation of possible solutions to resolve the issue of low productivity.

	Stakeholders
	Communication Plan

	Management
	The management will be communicated through formal meetings. In relation to the implementation plans of the solutions, presentations and reports will be prepared and offered to the management. 

	Investors/ Shareholders
	For the shareholders or investors, meetings, video calls will be used as per the convenience of the individuals. Monthly or quarterly reports of the plan will be produced to them

	Employees
	The employees will be communicated to using emails, memos and meetings.

	Third Parties
	The third parties involved such as trainers, legal and accounting professionals will be communicated using emails, meetings and video calls as a when convenient. 



[bookmark: _Toc60667810]Monitoring and Review Techniques to ensure Successful Implementation 
In order to ensure that the implementation plan has properly worked and that the outcomes have been achieved, using proper monitoring and review techniques is essential.
· The first aspect is to monitoring and check whether or not the set objectives of implementation have been achieved. Proper achievement of objectives indicates successful implementation.
· Monitoring employee performance and output is another way of measuring the success of the implementation plan. If employee performance is improved, successful implementation of solutions can be ensured.
· Further, employee surveys are a great way to know if the implementation has been successful.
· Benchmarking technique can also be used for measuring the success of implementation.
· Observation and interaction with employees are also effective techniques to know whether the implementation has been successful or not (Monitoring techniques, 2020).
Hence, using these techniques, the management of the organisation can monitor and evaluate if the implementation of the solutions have been achieved successfully and effectively.
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