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[bookmark: _Toc119781446][bookmark: _Toc119927156]Introduction
Low productivity problem is a severe problem for an organization. The rate at which products and services are generated for each input determines productivity, which measures a person's effectiveness in accomplishing activities. Low productivity occurs when an organization fails to ensure the selection of appropriate employees, has a poor leadership style, has unrealistic targets, and so on. If managers cannot direct employees effectively, productivity will decrease. Low productivity results in an increment of per unit cost (Schultz and Schultz, 2020). This study will cover the relevant problem and impact of low productivity. Then will identify the root cause of low productivity. After that, SOWT and PESTLE will be analyzed. A solution to the problem will also be developed. A weighted decision-making matrix and PMI analysis will be provided. At last, communication with the stakeholders will be provided.
[bookmark: _Toc119781447]

[bookmark: _Toc119927157]Workplace problem
Low productivity has been identified as the problem in the organization. Productivity evaluates a person's efficiency in completing tasks by calculating the rate at which the products and services are developed for each input. The number of functions the employees finish effectively according to the deadline is called productivity. Organizations can satisfy their production target when their productivity rate is high. But sometimes, it fails to fulfil the mark because of few employees in the organization, poor leadership style, unrealistic production targets, changing the production system, and losing interest in the work. This results in a low productivity problem (Cirillo and Ricci, 2020). Moreover, Employee performance will suffer if the manager cannot clarify them. As a result, the productivity rate is decreased. High productivity decreases per unit production cost. So, when productivity decreases, per unit production price increases. It falls in sales which ultimately reduces the profit of the organization. It impacts per-unit production cost. Organizations cannot fill up their production requirement. It eventually affects organizational growth. Productivity problem results in poor morale among employees, profitability, delay in project completion, and motivation of the employees. Employees will not be inspired to develop unique ideas if they are not operating at their highest possible due to poor productivity. Also, they cannot solve current problems (Posen and Zettelmeyer, 2019).
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Lack of training opportunities is the main reason for low productivity. Experts must verify that their task is accomplished correctly and determine whether any corrections are necessary. Untrained employees need more time and resources than trained employees do. In the end, productivity is decreased. Employees must receive the required training to solve the problem. In this competitive world, technologies play an essential role. It brings changes. Modern technology undoubtedly increases productivity. On the other hand, with old, aged, or primitive tools, productivity remains low. Adequate technologies should be provided to increase productivity by customer demand. Low productivity also results from poor company culture. Sometimes, managers violate company rules and regulations to run the organization, which impacts low productivity (Anjum et al., 2018).  Rumours in the offices and low workplace flexibility create poor company culture. It results in anxiety and suffering for the employees, which affects low productivity. To give the proper instructions, managers must communicate with their employees. But they must also consider what the workers think about the jobs. To ensure that workers are comfortable, managers must provide a great workplace. Sometimes the unrealistic target is set to complete tasks with limited resources and time, negatively impacting productivity.


Applying the situational analysis model
[bookmark: _Toc119781449][bookmark: _Toc119927159]SWOT
An analysis of the organization’s strengths, weaknesses, and opportunities is called a SWOT analysis.  In the case of the low productivity problem, an organization can identify its weakness and threat to low productivity by conducting a SWOT analysis.
	Strengths
	Weaknesses
	Opportunities
	Threats

	Established procedures for limiting access and preserving the privacy
	Insufficient capital
	Competitive advantage
	Competitors

	Good payment structure
	Lack of employee skill
	Positive prospects
	High production cost

	Attributes
	Low productivity
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[bookmark: _Toc119927160]PESTLE Analysis For Low Productivity Organization
	Political Factors
	Economic Factors
	Social Factors
	Legal Factors
	Technological Factors
	Environmental Factors

	The strength of governments.
	Rate of interest, rate of inflation, and amount of disposable income
	Population demographics and skill level.
	Laws regarding employment, health
	New product development
	Natural disasters

	Modifications to trade barriers and tariffs, tax laws.
	GDP, rate of unemployment,
	Leisure interests and education level.
	Discrimination legislation and safety
	 Automation
	Weather patterns

	The level of corruption and intellectual property
	Amount of disposable income
	Education standard 
	Laws regarding product quality
	The rate of technological diffusion
	Climate change
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· Develop an excellent working place.
· Provide recognition and rewards.
· Use of modern technology.
· Enhancement of employee engagement.
· Arrangement of company dinner.
[bookmark: _Toc119781453][bookmark: _Toc119927162]Evaluation of the alternative solution
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	Factors
	Develop a favourable working place
2

	Provide recognition and rewards
3
	[bookmark: _Hlk119745947]Use of modern technology
5
	Enhancement of employee engagement
2
	Arrangement of company dinner
1

	Available of capital 
	4×2=8
	5×3=15
	4×5=20
	4×2=8
	5×1=5

	Intention of employers
	3×2=6
	4×3=12
	3×5=15
	4×3= 12
	

	Availability of input, machinery, materials
	5×2=10
	3×3=9
	3×5=15
	4×2=8
	4×1=1

	Rules and regulations of the government
	4×2=8
	2×3=6
	2×5=10
	4×3=12
	5×1=5

	Sustain in the competitive market
	2×2=4
	2×3=6
	1×5=5
	4×1=4
	5×2=10

	
	36
	47
	55
	44
	21


"Use of modern technology" has been weighted with 5 points, showing that the organization considers it the most crucial criterion, compared to 1 or 2 points for the others. The organization chose a rating scale of high = 3, medium = 2, and low = 1 and used it for the problem. “Low productivity problem” in this matrix “Sustain in the competitive market” is medium because sustainability may not depend on productivity. On the other hand, the Available capital for using modern technology is high because buying and using modern technology dramatically depends on the money available in the organization. Here, the highest score is 55, which is the use of modern technology.
[bookmark: _Toc119781455]
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	Plus
	Minus
	Interesting

	· We can put more of an emphasis on high-quality products with low productivity.
· Targets for production can be cut.
· Modern technology can increase productivity.
· Recognition and rewards can motivate employees to enhance productivity.
· Arrangement of company dinners can be a motivating factor. 
	· Per unit product cost will increase. 
· Differentiation on the item will be reduced.
· Employees must be well-trained and highly skilled in using modern technology.
· Recognition and rewards may be costly for the organization. 
· Time may not be available for arranging a company dinner.
	By courting high-end consumers, we might create a different market.
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Productivity can be raised by offering a favourable working environment. It includes reducing the noise level, providing proper air facilities, adjusting lighting facilities, and so on. Moreover, Comfortable chairs should be provided. On the other hand, huge costs may be incurred to arrange these facilities. Recognition and rewards can be divided into many parts: empowerment, bonuses, salary enhancement, promotion, gifts, and so on. These kinds of rewards can be offered after the successful completion of tasks. It will enhance employee morale and motivation. Again, it may cost the organization some time. Modern technology brings unique products. It also can produce products with few resources and less time. As a result, the organization achieves a competitive advantage. It also raises the productivity rate. But skilled and trained employees may need to utilize modern machinery, which may not always be available (Kaydos, 2020). Moreover, to train employees, organizations need additional costs. Most employees tend to put in extra effort if employee engagement is ensured. An organization can arrange a company dinner once or twice a year. It will enhance employee motivation and morale. 
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	Task
	Date
	Day to complete

	Task 1
	Develop an excellent working place
	15.12.22
	4

	Task 2
	Provide recognition and rewards
	15.12.22
	7

	Task 3
	Use of modern technology
	14.12.22
	8

	Task 4
	Enhancement of employee engagement
	17.12.22
	3

	Task 5
	Arrangement of company dinner
	21.12.22
	7


[image: ]
Figure 2: Visual presentation of Gannt Chart for implementation plan (Author’s calculation)
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A stakeholder is a party with interest in a business that has the potential to influence or be affected by the enterprise and has an impact on the venture's result. They are interested in all organizational decisions. They also have a direct or indirect interest in an organization (Freeman et al., 2018). Example includes employees, customers, suppliers, and so on. Here is the list of stakeholders of an organization:
· Employees
· Shareholders
· Communities
· Suppliers
· Customers
· Distributors
· Government
· Investors
· Trade associations
[image: stakeholder analysis]
Figure 3: A sample of Power/Interest Grid analysis (Guðlaugsson et al., 2020).
Every stakeholder has a specific interest in a project and some degree of control over it. An organization has four sides. In the “X” axis, an organization has the interest level of the stakeholders; in the “Y” axis, an organization has the power of the stakeholders. Power is the degree to which someone can affect a task. They might range from high to low, depending on their interests. An organization needs to maintain satisfaction with its significant stakeholders. But when their influence is required, an organization must engage with and consult with them. Suppliers may be highly powerful stakeholders in this case. 
[image: stakeholder-register]
Figure 4: A sample of the stakeholder communication plan (Zeho et al., 2020)
High-profile and key-profile stakeholders need to be managed closely. So, organizations need to engage employees, customers, and the government regularly by providing them with regular updates and communication updates. On the other hand, an organization must keep an eye on the stakeholder with little interest and influence. Finally, prospective participants and supporters must stay informed.
[bookmark: _Toc119781460]

[bookmark: _Toc119927169]Monitoring And Review Techniques
Tasks should be monitored, and techniques should be reviewed regularly to ensure successful implementation. Monitoring is a continuous activity involving gathering and assessing pertinent data to ensure the project runs as expected. Information should be collected at regular intervals. Choosing the amount of information detail needed is crucial. Organizations need to identify critical indicators. The types of key indicators depend on the nature of the organization. There also have some review techniques that managers need to apply. Such as PERT (Gonzales et al., 2019).


[bookmark: _Toc119781461][bookmark: _Toc119927170]Conclusion
Productivity is the number of tasks that employees complete by the deadline. When an organization's productivity rate is high, it can achieve its production target. Low productivity results in a high cost per unit. There are some root causes for low productivity. Employees may leave their position if their compensation does not match their efforts. The effects of staff turnover include the expense of turnover, poor employee morale, increased workload, and so on. Lower payment and pressure for overwork are the root cause of quitting. Making an attractive salary relative to competitors is the best solution to eliminate this problem. Such as poor leadership style, unrealistic targets, poor direction, and lack of communication. A party with interest in a business with the potential to influence or be impacted by the venture and has an impact on the venture's outcome is referred to as a stakeholder. Employees, customers, and suppliers are examples of stakeholders. Tasks should be closely watched to ensure successful implementation, and methods should be regularly reviewed.
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Employees leave the organization for insufficient salary mainly. A lower payment, pressure for overwork, an unfavourable working place, an unfavourable leadership style, and lack of recognition also cause leaving an organization. Employees may think of leaving an organization when deprived of worthwhile payment (Mamun and Hasan, 2017). Based on the case study of the organisation, the current problem within the organisation will be identified. In addition, solutions to the problem and implementation plan will be presented. 
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The main problem with quitting is the insufficient salary, as 35% of employees are moving for better pay and benefits. 
Employees who earn a low wage that is not worth their effort consider returning to their jobs. However, more salary is needed to leave a job. Leadership style, good working places, and professional development work-life balances affect job satisfaction. Unsatisfied employees result in leaving their jobs. Employee turnover impacts are turnover cost, lousy employee morale, and extra workload. Employees leaving create additional workload among other employees. Moreover, it dampens the morale of the remaining employees (Khalid and Nawab,2018).
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Employee morale can suffer significantly from improper remuneration. Employees who are required to labour too much without additional compensation or aid lose motivation and leave their jobs. Unhappy employees are inclined to look for better employment opportunities. Not being given enough credit for working so hard also result in quitting jobs.
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These are different solutions that can be followed:
· Making an attractive salary structure.
· Monitoring employee feedback
· Providing training and development opportunities.
· Developing a favourable working environment.
· Selecting the best employees matching with the task 
· Regular communication and exchanging information
· Favourable leadership style
· Proper recognition of task done.

[image: ]
So, the option one should be selected.  I choose to make an attractive salary structure as the most appropriate solution among other options. Because, before joining the job, most employees think about the payment they will be paid. If they feel their income is less than their efforts resulting in quitting the job. Employees may decide to quit their job if they find better opportunities in other organizations. 
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The salary structure of the employees should be relevant to the competitive industry’s salary structure. If employees are paid less than competitor industries, employee turnover will increase. So, organizations need to monitor the salary structure of competitive organizations carefully. Organizations need to select the best employees so that their skills match the job. A survey can be done to monitor employee feedback. Practical training opportunities should be provided to enhance working knowledge (Ross et al., 2022).
In the first week, I will read the case properly. It will need four days to make an attractive salary structure. While making a salary structure, I will consider competitor organizations’ salary structures. After that, I will monitor employee feedback to consider their demand which will take seven days to complete. At last, I will provide a training and development opportunity for our employees to enhance their working ability and knowledge. It will take eight days to complete. To arrange such a training opportunity, I must consider the financial feasibility of our organization.
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· Al Mamun, C.A. and Hasan, M.N., 2017. Factors affecting employee turnover and sound retention strategies in business organization: A conceptual view. Problems and Perspectives in Management, (15, Iss. 1), pp.63-71.
· Anjum, A., Ming, X., Siddiqi, A.F. and Rasool, S.F., 2018. An empirical study analyzing job productivity in toxic workplace environments. International journal of environmental research and public health, 15(5), p.1035.
· Cirillo, V. and Ricci, A., 2020. Heterogeneous effects of temporary employment on productivity and wages in the italian business firms.
· Firmand, S.M., 2009. Employee turnover and cognition: A phenomenological study. University of Phoenix.
· Freeman, R.E., Harrison, J.S. and Zyglidopoulos, S., 2018. Stakeholder theory: Concepts and strategies. Cambridge University Press.



2

image3.jpeg
High Power, Low Interest High Power, High Interest

Key player
Engage Closely

Low Power, Low Interest Low Power, High Interest

Least important
Minimal effort

Influence/Power of stakeholders

Interest of stakeholders





image4.png
STAKEHOLDER REGISTER

Eddie Murphy | Security Sponsor | H H Finish Delays due to the

Manager implementing upcoming fiscal year
GDPR compliant
checkouts by the
end of quarter 3

lliza Sr. Developer | L H Security Migrating data to

Shlesinger Developer certificates European servers

Bill Burr CEO - H L 5% revenue GDPR compliance
increase

Dave Chapelle | Accountant | - L L - Managing European

ledgers





image5.png
PROBLEM SOLVING AND DECISION
MAKING

Student Name:





image6.svg
                    Student Name:   PROBLEM SOLVING AND DECISION MAKING


image7.png
INTRODUCTION

- Employees leave the organization for insufficient salary mainly

- A lower payment, pressure for overwork, unfavourable working
place, unfavourable leadership style, and lack of recognition also
cause leaving an organization

- Employees may think of leaving an organization when deprived of
worthwhile payment




image8.svg
               INTRODUCTION • Employees leave the organization for insufficient salary mainly • A lower payment, pressure for overwork, unfavourable working place, unfavourable leadership style, and lack of recognition also cause leaving an organization • Employees may think of leaving an organization when deprived of worthwhile payment


image9.png
THE IDENTIFIED PROBLEM - EMPLOYEE
TURNOVER

- The main problem with quitting is the insufficient salary.
- Earning low wage than worth results in quitting the job.

- Leadership style, good working places, and professional
development.

- Major impacts are turnover cost, lousy employee morale, and
extra workload.

- Dampening the morale of the remaining employees.




image10.svg
               THE IDENTIFIED PROBLEM - EMPLOYEE TURNOVER • The main problem with quitting is the insufficient salary. • Earning low wage than worth results in quitting the job. • Leadership style, good working places, and professional development. • Major impacts are turnover cost, lousy employee morale, and extra workload. • Dampening the morale of the remaining employees.


image11.png
CAUSE -AND - EFFECT ANALYSIS OF QUITTING

AJOB
Bad managers High workmg pressure
—_—
Pressure for overwor Lower payment
—
Lack of recognition

Unfavorable working place
—_—)

Lack of opportunity for growth
—

Figure: Cause and effect analysis of productivity problem (Author’s calculation)




image12.svg
                    CAUSE - AND - EFFECT ANALYSIS OF QUITTING A JOB   


image13.png
ALTERNATIVE SOLUTIONS

v Making an attractive salary structure .
v Monitoring employee feedback

v Providing training and development opportunities .




image14.svg
               ALTERNATIVE SOLUTIONS  Making an attractive salary structure .  Monitoring employee feedback  Providing training and development opportunities .


image15.png
EVALUATION OF ALTERNATIVE

SOLUTIONS

Options
Criteria Weighted Making an Monitoring Providing training
attractive salary employee and development
structure. feedback opportunities
Score Total Score Total Score Total
Conditions of 4 3 12 2 8 3 12
competitors
Eagerness of 1 2 2 3 3 3 3
employees
Financial 3 3 9 3 9 2 6
feasibility
Necessity to 1 2 .4 3 3 2 2
change
Total 25 23 23





image16.svg
                    EVALUATION OF ALTERNATIVE SOLUTIONS   


image17.png
IMPLEMENTATION PLAN





image18.svg
                                                                                                                                                                                                                                                    IMPLEMENTATION PLAN                                                       0  1  2  3  4  5  6  7  8  9  1  2  3


image19.png
REFERENCES

Al Mamun, C.A. and Hasan, M.N., 2017. Factors affecting employee turnover and sound retention
strategies in business organization : A conceptual view. Problems and Perspectives in Management ,
(15, Iss. 1), pp.63-71.

Anjum, A., Ming, X., Siddiqgi, A.F. and Rasool, S.F., 2018. An empirical study analyzing job

productivity in toxic workplace environments . International journal of environmental research and
public health, 15(5), p.1035.

Cirillo, V. and Ricci, A., 2020. Heterogeneous effects of temporary employment on productivity and
wages in the italian business firms.

Firmand, S.M., 2009. Employee turnover and cognition: A phenomenological study. University of
Phoenix.

Freeman, R.E., Harrison, J.S. and Zyglidopoulos , S., 2018. Stakeholder theory: Concepts and
strategies. Cambridge University Press.




image20.svg
               REFERENCES • Al Mamun, C . A . and Hasan, M . N . , 2017 . Factors affecting employee turnover and sound retention strategies in business organization : A conceptual view . Problems and Perspectives in Management , ( 15 , Iss . 1 ), pp . 63 - 71 . • Anjum, A . , Ming, X . , Siddiqi, A . F . and Rasool, S . F . , 2018 . An empirical study analyzing job productivity in toxic workplace environments . International journal of environmental research and public health , 15 ( 5 ), p . 1035 . • Cirillo, V . and Ricci, A . , 2020 . Heterogeneous effects of temporary employment on productivity and wages in the italian business firms . • Firmand , S . M . , 2009 . Employee turnover and cognition : A phenomenological study . University of Phoenix . • Freeman, R . E . , Harrison, J . S . and Zyglidopoulos , S . , 2018 . Stakeholder theory : Concepts and strategies . Cambridge University Press .


image1.png
Insufficient training \  Unrealistic target
\ \

High working pressuk\ Poor leedback

/
Poor direction
—_—




image2.png




