
 

 

 

 

 

  

 

  

Course Number: BS-4018 

Credit: 4 Hours / 4 PDH / 4 CPD 

14 No Cost Ways to Increase 
Productivity 



Page 2 
@ Richard Grimes (revised 2025), Portions © 2012, 2025 Decatur Professional Development, LLC. All rights reserved. 

 

 

14 No Cost Ways to Increase Productivity 
Richard Grimes 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



Page 3 
@ Richard Grimes (revised 2025), Portions © 2012, 2025 Decatur Professional Development, LLC. All rights reserved. 

 

 

TABLE OF CONTENTS 

#1 INCREASE THEIR MOTIVATION TO PERFORM ..................................................................................5 

THE COMPONENTS OF MOTIVATION .................................................................................................... 9 

WHAT WOULD MOTIVATE YOUR EMPLOYEES? .................................................................................. 11 

#1 TELL ME WHAT YOU EXPECT OF ME ....................................................................................... 13 

#2 GIVE ME A CHANCE TO PERFORM .......................................................................................... 16 

#3 LET ME KNOW HOW I AM DOING AS I GO ALONG ................................................................. 17 

#4 GIVE ME HELP AND GUIDANCE WHEN I NEED IT ................................................................... 18 

#5 REWARD ME WITH PAY OR PRAISE WHEN I SUCCEED ........................................................... 19 

#2 SET MEASURABLE GOALS ............................................................................................................. 20 

THE DIFFERENCE BETWEEN BUSY AND PRODUCTIVE ......................................................................... 21 

THE ELEMENTS OF EFFECTIVE GOALS ......................................................................................... 23 

DEFINING “HARD” AND “SOFT” MEASURABLES ................................................................................. 24 

DEFINING “HARD” MEASURABLES .............................................................................................. 24 

DEFINING “SOFT” MEASURABLES ................................................................................................ 26 

EFFECTIVE PERFORMANCE GOALS PRACTICE .............................................................................. 33 

#3 DEVELOP FEEDBACK SYSTEMS ...................................................................................................... 34 

CORRECTIVE FEEDBACK ....................................................................................................................... 35 

COACHING TO CHANGE PERFORMANCE............................................................................................. 36 

PERFORMANCE PROBLEM FLOWCHART ............................................................................................. 37 

REWARDING FEEDBACK ...................................................................................................................... 41 

WHAT TALENT IS AVAILABLE? ..................................................................................................... 42 

#4 DEVELOP PERFORMANCE SUPPORT SYSTEMS ............................................................................... 43 

A SAMPLE EMPLOYEE JOB SATISFACTION SURVEY ............................................................................. 45 

#5 ESTABLISH SELF-MANAGED PROFESSIONAL DEVELOPMENT OPPORTUNITIES ................................ 46 



Page 4 
@ Richard Grimes (revised 2025), Portions © 2012, 2025 Decatur Professional Development, LLC. All rights reserved. 

 

 

#6 ALIGN INCENTIVES AND CONSEQUENCES ..................................................................................... 48 

WHAT WOULD MOTIVATE YOUR EMPLOYEES? .................................................................................. 48 

#7 ELIMINATE COUNTER-PRODUCTIVE JOB INTERFERENCES .............................................................. 50 

#8 DEVELOP STRUCTURED TRAINING FOR NEW HIRES ....................................................................... 52 

#9 CREATE PERFORMANCE REINFORCEMENT SYSTEMS ..................................................................... 53 

#10 STRENGTHEN EXISTING TRAINING .............................................................................................. 54 

TIPS FOR STRENGTHENING EXISTING TRAINING ................................................................................. 55 

#11 DEVELOP A MENTOR PROCESS ................................................................................................... 58 

BENEFITS OF A CORPORATE MENTORING PROGRAM ........................................................................ 58 

IMPORTANT ELEMENTS OF A MENTORING PROGRAM .............................................................. 59 

MENTORING PROGRAM STRUCTURE .................................................................................................. 60 

#12 STRENGTHEN PERFORMER SELECTION SYSTEMS ......................................................................... 61 

THE “SOUTHWEST AIRLINES” APPROACH ........................................................................................... 62 

#13 DEVELOP A ‘FUTURE LEADERS’ PROGRAM .................................................................................. 63 

OBJECTIVE ........................................................................................................................................... 63 

APPLICATION PROCESS........................................................................................................................ 63 

ELIGIBILITY ........................................................................................................................................... 64 

EXTRA CURRICULA ACTIVITIES ............................................................................................................ 64 

#14 USEFUL “HUMAN CAPITAL” METRICS ......................................................................................... 65 

HUMAN CAPITAL ROI [HC ROI] ............................................................................................................ 66 

REVENUE PER EMPLOYEE [RPE] .......................................................................................................... 67 

WORKFORCE DEVELOPMENT RATIO [WDR] ....................................................................................... 68 

PROFIT PER EMPLOYEE [PPE] .............................................................................................................. 69 

LABOR COST AS A PERCENTAGE OF REVENUE .................................................................................... 70 

VOLUNTARY SEPARATION RATE [VSR] ................................................................................................ 71 

 



Page 5 
@ Richard Grimes (revised 2025), Portions © 2012, 2025 Decatur Professional Development, LLC. All rights reserved. 

 

 

#1 INCREASE THEIR MOTIVATION TO PERFORM 

What is “Motivation”? 

 

 

 

 
Ask yourself these questions: 

 What incentive do I have to work for my employer?   

(If you are not sure why you work for your employer instead of doing the same job for someone else, 
you may not be the best example of a leader for your employer and employees.  The best leaders know 
why they work for their leaders and their example shows it.) 

 
 What incentive does each of your employees have to work for your employer?   

(The better you understand the world from your employees perspective, the better you will be able to 
lead them.) 

 
 What incentive does each of your employees have to work for you?  

(You must know your strengths and weaknesses first before you try to lead others.  This way, you can 
work on improving your strengths and minimizing your weaknesses.) 

 
Why should you be asking those questions to your employees? 

 

 

 

 

Complete these sentences based on your current work situation. 

“LIFE WOULD BE GREAT IF MY EMPLOYEES WOULD ONLY…..” 

Many surveys have shown that most employees do not stay with (or leave) their employers, they 

stay with (or leave) their supervisors.    What do you think? 

(Hint: Have you ever heard someone say, “You couldn’t pay me enough to work for him/her?” Or, 

“I’d never leave him/her unless I couldn’t afford to stay!”) 

“To provide with an incentive; move to action; impel.” 

--The American Heritage Dictionary, 3rd Edition 



Page 6 
@ Richard Grimes (revised 2025), Portions © 2012, 2025 Decatur Professional Development, LLC. All rights reserved. 

 

 

(Sample) …Just do the work we pay them to do! 

 

 

 

 
“WHEN THE BEST BOSS I EVER HAD DID THIS (specify what it was they did), IT HAD THIS IMPACT ON ME 

AND MY WORK (specify the impact)” 

When the best boss I ever had did 
this… 

  It had this impact on me and my work performance…. 

Defined her expectations of my 
work in terms of quality, quantity, 
and time 

It increased my confidence that I knew what she wanted. That 
allowed me to improve my productivity because I did not have 
to guess at what she expected. 

  

  

  

  

 
What relationship do you see between how you want your employees to act and the impact on you and 

your work by the best boss you ever had?  (This should help you realize that the way the best boss you 

ever had treated you had a great impact on your motivation and work product.) 

Why do we ask this question at this point in the course?  (To help you realize that your behavior as a 

leader has a major influence on your employees’ actions) 

 

Albert Einstein said once, “Insanity is doing things the way you always have 

and expecting different results.” 

What can YOU start doing differently RIGHT NOW that can help you get what 

you want from your employees’ behavior? 
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How does his statement apply to your relationship with your employees?  (You cannot expect them to 

change their behavior without you changing the way you act toward them first!) 

THINK ABOUT THIS: When you were in school, did you know the least you could 

do to get by and not get in trouble at home?  How did you discover this?   

WHO DETERMINED WHETHER YOU DID THE LEAST YOU COULD DO TO GET BY OR 

THE MOST YOU COULD DO? 

 

 

 

 

 

1.  

2.  

 

 

 

 

 

 

 

What does this statement mean to you as a leader in your organization? 

(It means there must be something more than just pay motivating top performers if their productivity is 
over100% more than below average performers, but they only make 5-10% more salary.) 

  

The “authority figure” such 
as parents, teachers, 
establish the width of this 
performance range by 
setting expectations. 
  
Their leadership skills 
influence where the 
employee works within it. 

The employee 
controls where they 
work within this gap. 
This is in response to 
their relationship 
with their leader. 

Why is this example important to you? 

THE LEAST I CAN DO TO GET BY  

THE MOST I CAN DO 

“What is the difference in productivity between a top-performer and a below 

average performer at the same pay-grade?”  (Answer =100%+) 

“What is the difference in their pay?” (Answer = Between 5-10%)* 

1998 American Compensation Association “Attracting and Retaining Critical Talent 
Conference” A survey of 2,000 managers 
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List here what it would take RIGHT NOW for you to have a sustained 
increase in your productivity: 

 

 

How could you get those items that you listed? 

 

 

If you asked this same question to your employees, how do you think they would answer? 

 

What is keeping you from asking them? (We will talk more about this in a few pages.) 

 

 

 

 

 

 

 

QUESTION: If people were paid 10% more, do you think they would they provide 10% more 
productivity?  Yes or No 

If you think so, how long would they sustain that increased productivity?  How long would YOU? 

QUESTION: When in your career has your work productivity increased with an increase in 
pay AND STAYED AT THAT HIGHER LEVEL? 

 



Page 9 
@ Richard Grimes (revised 2025), Portions © 2012, 2025 Decatur Professional Development, LLC. All rights reserved. 

 

 

THE COMPONENTS OF MOTIVATION 

There are five basic elements of motivation. The more of these that are present in a situation, the 

greater the motivation for the person. 

 
1. Tell me what you expect of me in measurable terms (quality, quantity, 

time or Q, Q, T) that reduce the risk of my confusion.  

  
2. Give me a chance to perform (and learn from my mistakes, too.) 

 
3. Let me know how I am doing as I go along…  (Do you remember 

the report cards you got in school every 6 weeks?  You did not have to 

wait until the end of the year to learn if you had passed or failed the 

grade.) 

 
4. Give me help and guidance when I need it. 

 

 
5. Reward me with pay or praise when I succeed. 

 

 
Think about the movie, MY FAIR LADY*.  What was the story about? 

(A speech teacher that taught, coached, and encouraged a common “flower girl” 
in Victorian London to act like and pass for a member of nobility so he could win a 
bet.) 

How could the premise of that story apply to your department? 

(The talent you are looking for may be hidden in your department awaiting 
discovery, teaching, and encouragement by you.) 

(*Author’s note: I realize that is an old movie but the message is very clear. And it’s a family-safe viewing 
experience! Give it a try!)  


