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Tips for Creating and Maintaining a Productive Work Environment
The Gallup research teaches a lot of lessons and one of them is on how to create and maintain a productivity work environment. Productivity at work can be influenced by several factors and one of the factors is employee engagement. It is very important to ensure that employees are happy, their productivity will increase, and that’s exactly what you need to help your business grow. According to Gallup research text, making small changes to habits will drastically improve the levels of productivity and office efficiency in your business. This will allow you to get more quality work done in a shorter period of time as well as reduce the amount of time spent on unnecessary tasks.
Poor engagement makes an employee feel like an outsider and they are more or less out to damage the company. Engaged workers stand apart from their non-engaged and actively disengaged counterparts because of the discretionary effort they consistently bring to their roles. These employees willingly go an extra mile, work with passion and feel profound connection to their company. They are the people who will drive innovation and move your business forward. Therefore, productivity and engagement of employees go hand-in-hand. If an employee is unhappy, they intent on acting out their unhappiness, and monopolize manager’s time and drive away customers. 
	The Gallup text states that there are three types of employees, engaged ones who work with passion and feel a profound connection to their company, not-engaged employees who are essentially checked-out meaning they’re sleepwalking through their workday, putting time but not energy or passion into their work and lastly the actively disengaged employees who aren’t just unhappy at work, they’re busy acting out their unhappiness. Everyday, these workers undermine what their engaged coworkers accomplish.

		There are few tips on how to get the most out of your employees and ensure that their productivity is kept to a maximum. The most important one is to ensure that the employees are happy. A stressful workplace will not yield results. Workers that constantly operate under highly stressful conditions are found to be less productive and have higher levels of disengagement and absenteeism, hence they need to be happy. Another one is to be efficient, consider how your business is currently operating, and be open to the potential of changing the way you work. Delegation comes with an element of risk, but increased responsibility is important for improving the morale and job satisfaction of your staff. Give responsibilities to qualifies employees that have proven track record with success in a certain field, and trust that they will perform the tasks well. Reduce distractions, social media can be a huge productivity killer, but it isn’t practical to have a no-phone policy. Instead, try to keep employees focused and engaged while allowing them breathing room. 
Another important tip is to select the right managers. The best managers understand that their success and that of the organization relies on the employee’s achievements. But not everyone can be a great manager. Great managers care about their people’s success and seek to understand each person’s strength and provide employees with every opportunity to use their strength in their role. Great managers empower their employees, recognize and value their contributions, and actively seek their ideas and opinions. It takes talent to be a great manager, and selecting people who have this talent is important. Companies should treat the manager role as unique, with distinct functional demands that require a specific talent set and having a productive manager means a productive business and workplace.

Focus on Strengths
One of the lessons in the Gallup text is how a great manager focus on the strengths of their employees and let his or her employees become more of who they already are and release each person’s potential. A manager should focus on each person’s strengths and manage around his weaknesses. One should not try to fix the weaknesses and one should not try to perfect each person. Instead they should everything to help each person cultivate their talents. This radical is fueled by one simple insight, each person is different and each person has unique set of talents a unique pattern of behaviors, of passions, of yearnings. Each person’s pattern of talents is enduring, resistant to change. Each person, therefore, has a unique destiny. Sadly, this insight is lost on many managers. They are ill at ease with individual differences, preferring the blanket security of generalizations. When working with their people, they are guided by the sweep of their opinion.
Why is it so tempting to try to fix people? This tale of transformation is just so uplifting and so hopeful, who wouldn’t root for the hero who confronts his demons and transforms himself into everything he always knew he could be. Softened by conventional wisdom’s first installment, we are easily persuaded by the second, to access your unlimited potential, you must identify your weakness and then fix them. This remedial approach to self-perfection is drummed into you from your first performance appraisal. First, its promise that each of us can be anything we want to be if we just work hard, is actually quite a stark promise, because if we can all be anything we want to be, then we all have the same potential. And if we all have the same potential, then we lose our individuality. We are uniquely talented, expressing ourselves through unique goals, unique capabilities, and unique accomplishments. Second, there’s the message that if you keep working away on your nontalents, your persistence will pay off in the end. Most effective managers reject this message because if the focus of your life is to turn your nontalents, such as empathy or strategic thinking or persuasiveness, into talents, then it will be a crushingly frustrating life.
Benefits of Focusing on one’s Strengths in an Organization
Focusing on strengths is an important step toward creating a more positive work environment. There are specific reasons why strength-based approach to managing people leads to higher levels of engagement and effectiveness. A major benefit of focusing on strengths at work is the impact that applying strengths has on positive emotions. When people are using the abilities that come naturally to them, they experience satisfaction, joy, fulfillment, and pride. In fact, simply discovering what their unique strengths are gives people emotional satisfaction. So helping people identify their strengths and giving them the opportunity to do what they do best at work has a direct impact on their positivity.
Another reason to adopt strength-based management is that people’s greatest opportunities for success come from using their strengths. The same effort it takes to improve a weakness just a little bit can improve a strength significantly more. People become successful by capitalizing on their strengths. Trying to improve on a weakness would require them to spend more time on what they are not good at hence wasting a lot of time which would have been used in perfecting their strengths.
A final benefit of emphasizing strengths is that focusing on weaknesses can actually undermine people’s strengths. Trying to improve a weakness leads to negative emotions and lower self-confidence. Lower self-confidence in one area of someone’s life will eventually spread to other areas. People feel worse about themselves in general and start doubting their potential even in areas where they have strengths. One should make sure this doesn’t happen in their organizations. One should help their employees to identify their strengths and make an effort to match their strengths to assigned tasks. 
Challenges in Applying the Focus on Your Strengths
The concept of focusing on strengths and ignoring weakness has its negative outcomes, first, you’ll have staff who aren’t as well rounded. Workers will know that, in a lot of cases, they will be relies upon to take care of a growing number of responsibilities for their employer. An extra responsibility that one of your employees needs to take on could very well clash with one of their weaknesses. This may not only stifle your company’s output, but it might do undue damage to your employee’s career progression and even their confidence in handling their job.
Focusing exclusively on strengths is too simplistic. Strengths and weaknesses are nuanced-there could be weaknesses within strengths and strengths within weaknesses. By looking at strengths and weaknesses as sets of components rather than absolutes, it gives employees a more personal and realistic idea of their abilities.
Ignoring weaknesses is negative in itself as it assumes that they’re bad. In doing this, employees may be missing out on opportunities to explore why certain areas of their performance are weaker as well as finding alternative ways to deal with these difficulties. In short, it’s not giving weaknesses a chance to become strengths.
Management needs to change; I do agree that the way management addresses employee reviews needs to change. The Gallup research mention earlier talks at length about regular performance reviews and how it’ll make employees more motivated to improve. Acknowledging strengths is still vital for your staff and that should be the driver in dealing with appraisals. But however, you frame them, don’t just brush over the weaknesses.
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