Running head: W2:OPERATIONS MANAGEMENT 		1
W2:OPERATIONS MANAGEMENT		6








Operations Management and Factors Affecting Productivity 
Name
Instructor
Course
Date









[bookmark: _GoBack]
Most external elements can affect the productivities of an organization such as the competitions, inflations, recessions, and the national economy (Gibson & Parkman, 2018). Even though Maduro Company cannot control everything, the firm can measure and monitor the performance of employees. The productivity of employee has a massive effect on profits. Maduro can track productivity per worker with a simple equation. Maduro can measure the productivity of worker with a comparison of labor productivity: total output/total input. Labor Productivity can be calculated by dividing total output with total input (Reid & Sanders, 2015). While the method to compute the productivity of employee seems relatively direct, the management may make changes based on the sector. How the management measure and define productivity changes based on the activities. The unit of services, for instance, shall change depending on the job. The method of employee productivity does not need a group of service but describing it may be meaningful to add contexts to the outputs. In this scenario, the cleaners will have rooms cleaned per square meters as their unit of service. Also, the company might look at the productivity of cleaners in terms of each cleaner contribution. In this scenario, rather than using hours, the management will use the number of cleaners. Let us assume the two employees cleaned 3765 square meters in one day. We will divide 3765 by 2, which equals 1882.5. This means that each employee cleaned 1882.5 square meters for the company per day. In the second scenario, we will divide 4915 by 3, which equals 1638.3. This means that each employee cleaned 1638.3 square meters for the company per day (Wang, Wallace, Shen, & Choi, 2015). In the third case, we will divide 6309 by 4, which equals 1577.25. This means that each employee cleaned 1577.25 square meters for the company per day.
There no particular best employee productivity measure because it is affected by various other factors (Reid & Sanders, 2015). This simple scenario of a cleaner in Maduro can be applied to discuss how productivity measures can direct behaviors. If the productivity measure is square meters per day, the focus is throughput and speed, and the cleaner shall attempt to finish each cleaning as fast as possible. A measure of dollars of floor cleaned on the other hand would result in totally different behaviors. Time is not a factor in this case. The completion of cleaning quicker would be a disadvantage because this may compromise the quality of the cleaning (Wang, Wallace, Shen, & Choi, 2015). Other potential measures of employee productivity might each result in a diverse set of behaviors. 
Considering how the individual efforts contribute to the success of the company or productivity is one way to view the productivity of the employees (Gibson & Parkman, 2018). In each of the examples above, whether the actions of the cleaner would be counterproductive or productive relies on the objective and goals of Maduro Company. A downtown delicatessen might have a set of circumstances and goals. Speed in cleaning the buildings would be a definite advantage. A reasonable company in the city would function differently. In this case, the rate might be a detriment (Wang, Wallace, Shen, & Choi, 2015). The critical question should not be what measures of productivity used but should instead be what are the objectives and goals of Maduro. The secondary query should the sets of measures of individual productivity that will direct the behaviors of cleaners to achieve the goals as they operate towards their own individual objectives. The aim of Maduro Company should be to align the work behaviors with the purposes of the firm (Reid & Sanders, 2015). Therefore, it is a management responsibility to create measures which shall provoke structurally desired behaviors. The connections are indicated in the model illustrated below.
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The operant psychology cornerstone of effect law argues that behaviors are functions of its results (Gibson & Parkman, 2018). Positive consequences support behaviors that result in their being expanded and repeated. The consequences to the workers may be regarded as reinforcement form only by establishing measures and feedback.  Workers tend to work based on the action in any situation. The connection between the steps and behaviors shall be secure if there are net incentives for high performances. The relationship between behaviors and measures will be stronger with higher incentives (Reid & Sanders, 2015). The phrase net incentive shows that various disincentives and incentives can function in a particular set of scenarios. For instance, satisfaction for a job well done, promotion opportunities, the tendencies to socialize at work interacts with a positive incentive like rewards for great performances, the desires by some for easy jobs, and peer pressures not exceed standards of production and many others. In taking all of those complexities into consideration, the motivation of employees is a complicated matter. The model suggests that the net incentives need to be tied to performance and positive. Many systems of organizational incentives, unfortunately, are founded on productivities and measures of the production which are never in line with goals of the company (Wang, Wallace, Shen, & Choi, 2015). For example, the cleaners can be measured and rewarded for the square meters they cleaned. 
Applying the similar logic, the system of productivity measurement at every analysis level needs to be created to direct performances and behaviors at one level of the company to the objectives the next higher rank (Wang, Wallace, Shen, & Choi, 2015). The connections are portrayed in their perfect state in the model of goal alignment, as shown in the figure below. At all intermediate levels, the firm tries to make business department objectives across the model top similar to the goals of the organization. The business must achieve the non-work-associated goals of the team or the personal objectives as provided because it has no authority and power over them. Maduro should design the company to be compatible with the non-work-associated goals of the team or the personal objectives. The model does not put into consideration the compatibility of the individual goals with team goals for the simplicity sake, or the resultant impacts on performances (Gibson & Parkman, 2018). It assumes that the behaviors of group or individual are the fundamental analysis unit established by the process. 
At the group or individual level, the measures of direct productivity behaviors to company departmental goals should be correctly aligned. That is the groups, or the individuals shall work according to the measures (Reid & Sanders, 2015). It is the organization's responsibility to ensure that the measures align with the goals of the employee productivity measures. Managers shall allocate resources, direct decisions, and make other decisions at the level of the business unit to optimize performances as outlined in the system of measurement, particularly if the performances are tied to rewards (Wang, Wallace, Shen, & Choi, 2015). Therefore, at all intermediate analysis level, productivity measures need to be chosen and placed such the department performances directly contribute to the objectives at next high levels. The model of goal alignments suggests that business departments, individuals, as well as teams, are measurement-driven but not goal-driven. Here, the old saying that "you get what is checked, not what is anticipated" is appropriate. The management of Madura needs to create and communicate its mission. Also, it is vital to develop and execute systems of measurement which can be maximized only by performances and behaviors which result directly in accomplishments of goals. Company is not ideal, but it is real. The model of goal alignment and other concepts and models should ensure that the company strives in achieving its goals (Gibson & Parkman, 2018). The level which Management of Maduro can accomplish the targets rotate around the issues related to designing an ideal system of productivity that determines its likelihood of success and survival.
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