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The management team is currently concerned about the lack of productivity coming from the graveyard shift at our location.  As a team, we plan to research this deficiency and determine the problem or problems and then work to provide possible solutions. 

As a team, we feel there is some research questions/hypothesis that as managers we need to be able to answer and either prove or disprove. These research questions and hypothesis are: 1: Is low productivity caused by absenteeism and turnover? Hypothesis: Low productivity is caused by chronic absenteeism, 2: Is the chronic absenteeism resulting from low morale? Hypothesis: Absenteeism is caused by low morale. 3: Is lack of supervision (management) and training contributing to production problems? Hypothesis: The lack of supervision causing production problems. 4. Is the lack of proper training causing the production problems?  Hypothesis: The lack of training is causing a production problem.  Through our research, we plan to analyze our findings and be able to provide solutions to improve the average units produced per hour on the graveyard shift.  

Hypothesis: Absenteeism is caused by low morale.

Employees’ showing up to work on a consistent basis to perform their jobs is a critical part of the success of any business. We plan to explore the possibility that the chronic absenteeism causes the lower production on this shift. 

The following study discusses the possible reasons for absenteeism in the workplace due to low morale among employees. The Hawthorne studies were conducted by Elton Mayo and Fritz Roethlisberger in the 1920’s with employees at the Hawthorne plant of the Western Electric Company. The studies were part of a change in the managerial strategy that incorporated the socio-psychological aspects of human behavior in organizations. (Boundless, 2016) The study showed that employees are not merely motivated by financial gain, and productivity is not the only incentive. Employees are often motivated by being included, by receiving constructive feedback, shown interest, autonomy and other factors aside from money. (Boundless, 2016)

The study also showed that employees were more responsive to social factors. These factors included feeling like they are part of a team, feeling like their work means something, and feeling like they are relevant to their managers. The boost in morale is attributed to feeling cared for by their managers on a human level. Employees miss less work if they feel as though they are a contributing member of a team and feel the responsibility to be at work. 

Hypothesis: Low Productivity is caused by chronic absenteeism.

Some indirect contributing factors to the lower morale on this shift which could lead to the chronic absenteeism as well that need to be explored.  For example, according to Alsyouf (2007), uncontrollable factors can weigh heavily on the profitability and production, either positively or negatively.  In regards to the graveyard shift, an uncontrollable factor can be the availability of resources needed to produce products.  Typically, during day time shifts, most management and supporting sections are present, graveyard shifts may not have the same support since staffing may be minimal. 

Another factor could be the maintenance plan set into place by Niky.  If maintenance on machines is scheduled for completion during the graveyard shift, it could take away some of the equipment needed for production, this, in turn, could be contributing to the lower productivity t level.

Hypothesis: The lack of supervision is causing production problems. 

Does the lack of supervision and training contribute to the lack of production on the graveyard shift? In conducting research to validate this question, The Business Times wrote an article entitled The big, bad boss: Poor management costly. This article discusses how a recent poll was conducted involving 1 million employees.  This survey found that the main reason people leave their jobs or perform sub-par is due to bad management/supervision. According to this article, “People leave managers, not companies” (2016), meaning employees leave an organization mainly to management. The article also notes that lack of supervision or poor management can result in 50% less productivity and 44% less profitability than well-managed companies.  This article also recommends that supervisors evaluate their leadership skills. The relationship between managers and employees plays a crucial part in the work output and success of individual employees. Investing time and effort can ultimately build a healthy work relationship between supervisor and employee.  

A second article was written by The Washington Post on “Five Signs of Bad Management” explains that there are indications of bad managers. These signs include; failure to decide, inconsistency, sameness, favoritism, and absent without responsibility. 

An inability to make decisions can lead to poor efficiency, and lack of respect for the supervisor. Inconsistency can also be a negative aspect of supervision/management as no employee likes to “walk on eggshells” around their management. Inconsistency shows insecurity in the ability of the leader to lead, and this becomes transparent to the employees. Often time’s sameness is an issue with management, as frequently managers hire or promote individuals similar to them, which causes a lack of diversity. In essence, a bad leader breeds a bad leader.

Favoritism is another major downfall in management as managers favor individuals who never disagree or challenge their thinking. The Washington Post puts it “when a boss is always right, something is wrong” (2010). The final indicator of a bad manager is not taking responsibility when things go wrong. The lack of accountability shows a lack of leadership, which ultimately affects the performance of the employees. The solution, as recommended by the article, is to identify these factors immediately and take corrective measures to ensure it does not become an epidemic.         

Hypothesis: The lack of training is causing a production problem. 

Frederick Winslow Taylor (1856-1915) developed what we know today as “Scientific Management” asks, “What is the task?  Before trying to measure the volume and quantity of work (Drucker, 1999).   When the worker understands the job and has knowledge of how to complete it, they can stay focused on it and not be sidetracked.  In the article Impact of Training on Employees’ Job Performance: A Case Study of Malaysian Small Medium Enterprise (Raghavan & Mahmood 2015) both the authors discuss the importance of having properly trained employees and how this affects the organization.   The article starts by stating “The success of any organization mainly depends on the level of employee’s job performance.”  In a second article, titled Training Impact on employee’s Job Performance: A Self-Evaluation (Ismail & Noor 2010) they state very clearly that “The primary goal of training is to prepare participants for the tasks they are going to perform their jobs and that the trainee’s capabilities, personality, motivational factors, previous work experience will affect the learning process.”  Both these articles stress the importance of properly training and developing your employees to ensure that they will be productive for your company.   Proper training, working with good management, will lead to an employee force that is dedicated to their jobs and consistently performs at a high level.  

In conclusion, as part of the management team, we feel that by exploring and gathering data from the graveyard shift we will be able to conclude if there are deficiencies within the graveyard shift and then formulate a plan to improve the productivity of this shift.  
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