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Constantly Improving Productivity Is 
Something We All Have A Vested Interest In, 
As It Is The Key Factor That Drives Up Living 

Standards. The Central Challenge To A Nation 
In Economic And Social Development Is How 

To Create The Conditions For Rapid And 
Sustained Productivity Growth

PROKOPENKO 2004



PRODUCTIVITY: WHAT IS IT?

Productivity can be defined as:

The efficient use of an 
organisation’s resources 
(people, time, money, 
technology) to produce an 
optimal level of output that 
adequately contributes to the 
organisation’s strategic 
objectives or the development 
of the socio-economic 
infrastructure of the country.



A FEW THOUGHTS ON PRODUCTIVITY

▪ “Productivity is the ability to produce a lot of valuable output for every unit of input…”
Michael Porter

▪ “Productivity is a state of mind…an attitude that seeks the continuous improvement of 
what exists.  It is a conviction that one can do better today than yesterday and that 
tomorrow will be better than today.”

European Productivity Agency

▪ “Productivity is an attitude of mind that strives for and achieves the habit for
improvements, as well as the systems and the set of practices that translate the attitude
into action…”

National Productivity Board, Singapore



THE PRODUCTIVITY EQUATION

Productivity is not just about getting maximum efficiency by “doing 
things right” but also achieving maximum effectiveness by “doing 

the right things.”

Productivity

Efficiency Effectiveness

Doing things right
Doing the right 

things

Productivity is about

doing the right things right!



DEFINING PRODUCTIVITY FOR THE PUBLIC SECTOR

The efficient use of government’s 
resources (people, time, money, 
technological, environmental) to 
produce an optimal level of 
output that adequately 
contributes to the development 
of the socio-economic 
infrastructure of the country



• Productivity = Goods/Services Produced of a given quality

Resources/Inputs used

• Productivity growth is therefore concerned with reaching the 
highest level of performance with the lowest possible 
expenditure of resources.

• The output of the agency can reflect some strategic objectives 
established by the agency, while the resources used can 
represent the ‘best’ arrangement for producing the output.

DEFINING PRODUCTIVITY FOR THE PUBLIC SECTOR



Productivity is one of a set of 
measures of an agency’s 
performance.  Performance is a 
multivariate concept incorporating:

• Productivity (as defined above)

• Economy (the purchase and provision 
of services at the lowest possible cost 
consistent with a specified quality and 
quantity)

• Efficiency (the rate at which inputs are 
converted into outputs)

Defining Productivity for the Public Sector



Increased Volume
Able to reach wider 
market

Reduced Costs
Lower unit cost.
More profit or more 
sales.

Improved Services

Better delivery, better quality, better output.
Better benefits to the customer

Improved Services
Better delivery, better quality, better 
output.
Better benefits to the customer

Tools
To undertake the work efficiently

Equipment
Up to date and fit for purpose

Skill
Trained and developed for the
purpose

People
Correct skill levels, 
age,

Knowledge
People with 
experience and 
expertise in the 
appropriate areas 
of the business

Systems
Procedures to ensure organization can 
undertake conversion process 
efficiently

Management
Skill, ability and leadership style.  
Right calibre and competence
Processes
Processes adopted, the technology 
employed, the systems used.

Attitudes
Ability to adapt, cooperate, change.
Resourcefulness and motivation

Source: Accel



COMMON MISCONCEPTIONS ABOUT PRODUCTIVITY

WHAT PRODUCTIVITY IS NOT:

THE SAME AS PRODUCTION

 A MERE PURSUIT OF EFFICIENCY



 SIMPLY BEING “BUSY”



GRRR HURRY UP 

THEY HAVE 

NO IDEA!



ATTITUDE OF QUALITY

"If a man is called to be a street sweeper, he should sweep 
streets even as Michelangelo painted, or Beethoven 
composed music, or Shakespeare wrote poetry. He should 
sweep streets so well that all the hosts of heaven and 
earth will pause to say, here lived a great street sweeper 
who did his job well"

Martin Luther King Jr.



EXPLORING



WHAT IS CULTURE?

▪ The cumulative deposit of experiences, knowledge, beliefs, 
values, attitudes, meanings, hierarchies, religion, notions of 
time, roles, and material objects acquired individually and 
collectively by a group of people over time. 

- Texas A&M University  

▪ “The shared patterns of behaviours and interactions, cognitive 
constructs, and affective understanding that are learned 
through a process of socialisation. These shared patterns 
identify the members of a culture group while also 
distinguishing those of another group”.   

- Centre for Advanced Research on Language Acquisition

▪ Culture is a fuzzy set of basic assumptions and values, 
orientations to life, beliefs, policies, procedures and 
behavioural conventions that are shared by a group of people, 
and that influence (but do not determine) each member’s 
behaviour and his/her interpretations of the ‘meaning’ of other 
people’s behaviour.

- Helen Spencer-Oatey



V

COMPONENTS OF CULTURE
▪ Culture has several layers 

Assumptions

Values

Rituals

Heroes

Symbols/Artefacts

Behavioural 
Norms/Practices



COMPONENTS OF CULTURE

▪ The practices underpinning culture are manifested/articulated 
at various levels or depths. 

▪ The most superficial, i.e. the most easily observed include 
symbols/artefacts, rituals and heroes.

▪ The most deeply nested elements are values and assumptions 
which are the most difficult to observe 



COMPONENTS OF CULTURE

▪ Symbols/Artefacts – these include the easily observable, more 
tangible elements. Eg. gestures, words. 

▪ Heroes are often role models; people who bear the most desirable 
characteristics. These can be members of the group or outsiders, 
may be factual or fictional but their main purpose is to represent 
some behavioural ideal of which emulation is encouraged.

▪ Rituals are various activities that come to define a culture. While 
they are often considered to be not strictly required for achieving 
goals, they form part of the general expectations of the group. 
Egs. social gatherings, the way in which we pay respect to others.



COMPONENTS OF CULTURE

▪Values – Are mostly unconscious and 
therefore are generally inferred based on 
a person’s actions. They involve 
perceptions of right and wrong, good and 
bad, etc.

▪Assumptions – are needed to understand 
“the way we really do what we do around 
here”. 



OTHER LAYERS OF CULTURE
Culture also exists at the following levels:

▪ National: relating to an entire nation.

▪ Regional: relating to the various differences which exist within a 
nation; i.e linguistically, religiously or ethnically .

▪ Gender: relating to the differences between males and females

▪ Generational: relating to differences between grandparents and 
parents, parents and children.

▪ Social (Class): relating to differences in social strata including 
educational opportunities, occupations.

▪ Corporate: relating to the particular culture of an organisation. 
Applicable to those who are employed.



LINKING ORGANISATIONAL CULTURE TO 
PRODUCTIVITY IMPROVEMENT



WHAT IS ORGANISATIONAL CULTURE?
▪ The set of values, beliefs and attitudes governing or underpinning the way 

that people interact in an organisation and that account for the actions 
which they take to generate results, achieve targets, etc.

▪ The climate and practices which an organisation develops in relation to how 
people are managed (Edgar H. Schein). Schein also contends that 
conceptually, culture and leadership are inextricably linked

▪ “Statements of values, codes of conduct, principles of public service 
management and so on set out in rules and regulation are simply rhetoric or 
what we now call aspirational statements. Without leadership that is what 
they will ever be - rhetoric.” It is the job of administrators, managers and 
leaders to turn them into reality“ (George O’Farrell)



Source: Taric Matticks



WHAT IS ORGANISATIONAL CULTURE?

There are two (2) competing schools of 
thought on organisational culture:

▪ Organisational Culture is “Variable”

▪ Organisational Culture is “Root Metaphor”



CLASSIFYING ORGANISATIONAL CULTURE

ORGANISATIONAL CULTURE AS VARIABLE

 Culture is something an organisation 
“has”

 It results from the activities occurring 
within the organisation

 Culture can be changed through/by 
the actions of management

 Culture is viewed as a “tool” or 
mechanism for improving 
organisational effectiveness

ORGANISATIONAL CULTURE AS ROOT METAPHOR

 Culture is something an organisation 
“is”, as opposed to something it has

 Culture is what helps people make 
sense of their day to day activities.

 It provides the framework through 
which they interpret and understand 
routines, various occurrences and is 
perpetuated by various systems, 
including communication 
methods/systems, hierarchical 
structures, etc

 An organisation’s essence is its culture

Variable or Root Metaphor?



WHY CULTURE MATTERS – STRONG VS WEAK

STRONG 

▪ Deeply embedded into the way an 
organisation does things

▪ Core Values are known and understood 
by management and employees

▪ Managers and employees understand 
what is expected of them and strive to 
achieve it

▪ Culture is core to the overall strategy

WEAK

▪ Little to no clear understanding of the 
particular way in which an organisation
does things

▪ Core values are not clearly defined, 
understood or communicated. Little to 
no acceptance by those employed by 
the organisation

▪ Little linkage between the espoused 
values and the practices within the 
organisation

Source: Jim Riley



CLASSIFYING ORGANISATIONAL CULTURE

STRONG

▪ Increased need for detailed policies 
and procedures; increased 
bureaucracy and costs to the 
organisation

▪ Inconsistent behaviours and as a 
result inconsistent customer 
experiences – low quality service

▪ Demotivated employees

▪ Lower levels of productivity and 
competitiveness

WEAK
▪ Less need for detailed policies 

and procedures

▪ Often a source of competitive 
advantage

▪ Highly organised and motivated 
employees

▪ High quality customer service 
and care

▪ Improved productivity, outputs 
and outcomes



CLASSIFYING ORGANISATIONAL CULTURE

Source: Cameron and Quinn (2006)
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Group/Clan (Human Resources Model)

• Personal
• Warm and caring
• Loyalty and tradition
• Cohesion and morale
• Equity

Hierarchy (Internal Process Model)

• Formalised and structured
• Rule enforcement
• Rules and policies
• Stability
• Rewards based on rank

Adhocracy (Open Systems Model)

• Dynamic and entrepreneurial 
• Risk-taker
• Innovation and development
• Growth and resource acquisition
• Rewards individual initiative

Market (Rational Goal Model) Hierarchy

• Production-oriented
• Pursuit of goals and objectives 
• Tasks and goal accomplishment
• Competition and achievement
• Rewards based on achievement



WHERE CULTURE MATTERS MOST IN THE WORLD 

“We hire people who are smart and determined, 
and we favor ability over experience” 

“A culture of innovation”



WHERE CULTURE MATTERS MOST IN THE WORLD 

“We are Ladies and Gentlemen serving Ladies and Gentlemen”

“A warrior spirit, a servant’s heart and a ‘fun-luving’ attitude” 



THE RACE



Once upon a time, there was an Indian rowing 
team 



India and Japan agreed to do an annual rowing 

race. Each team should contain eight men. 



Both teams worked really hard to get in their 

best shape. The day the race started, both 

teams were in similar condition, although 

the Japanese won by 1 mile. 



FINISH



The mood in the Indian team was really close to the 

freezing point. The top management decided to win 

the race the next year. So they established a team of 

analysts to observe the situation and recommend an 

appropriate solution. 





After several detailed analyses, the team found 

out that the Japanese had 7 rowers and only one 

captain.  





Of course the Indian team had 7 captains but only 
one rower.  





Facing such a critical scenario the management 

showed an unexpected wisdom: they hired the 

consulting company to restructure the Indian team. 





After several months the consultants came up with 

the conclusion that there were too many captains 

and too few rowers in the Indian team. A solution 

was proposed based on this analysis: “the 

structure of the Indian team has to be changed!” 

 



“As of today there will be only 4 captains in the team 

led by 2 managers, one top-manager and one rower.” 

Besides that, they suggested to improve the rower’s 

working environment and to give him higher 

competencies. 





The next year the Japanese won by 2 miles.  



FINISH



The Indian team immediately displaced the rower 

from the team, based on his unsatisfactory 

performance.  



But the bonus award was paid to the 
management for the strong motivation the 
team showed during the preparation 
phase.  



The consulting company prepared a new 
analysis, which showed that the strategy 
was good, the motivation was also good, 
but the tools had to be improved.  
 
Currently, the Indian team is designing a 
new boat.  
 



THE PREVAILING CHALLENGES TO PRODUCTIVITY

▪Rapid change in business environment 

▪ Shift from industrial to information age 

▪The uncertainty of future changes 

“The current challenge, therefore, is not to determine whether to 
change but how to change to increase organisational effectiveness”. 

(Cameron and Quinn, 2006)



MAJOR STRATEGIES USED TO OVERCOME PRODUCTIVITY CHALLENGES 

▪ Total Quality Management (TQM) 

▪ Downsizing 

▪ Business/process Re-engineering 

(Source: Cameron and Quinn, 2006)



THE PROBLEM? WHY DO STRATEGIES FAIL?

Source: http://gomindshift.com/general/your-shadow-culture-eats-strategy-for-breakfast/



USING CULTURE TO IMPROVE PRODUCTIVITY

Three (3) main 
dimensions:

▪ Organisational
Leadership

▪ Values Drivers

▪ Organisational
Effectiveness 
and 
Productivity 

FLEXIBILITY, DISCRETION, DYNAMISM
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Culture Type:   CLAN

Orientation:     COLLABORATIVE

Leader Type:    Facilitator, Mentor, Team-builder

Value Drivers:  Commitment, Communication,  
Development

Effectiveness/

Productivity: Human development and         
participation produce 
effectiveness/productivity 

Culture Type:   HIERARCHY

Orientation: CONTROLLING

Leader Type:    Coordinator, Monitor, Organiser
Value Drivers:  Efficiency, Timeliness, Consistency,   

Uniformity 

Effectiveness/

Productivity:    Control and efficiency with  
capable processes produce   
effectiveness 

Culture Type:   ADHOCRACY

Orientation: CREATIVE

Leader Type:    Innovator, Entrepreneur,  
Visionary 

Value Drivers:  Innovative outputs, Transformation, 
Agility 

Effectiveness/

Productivity:     Innovativeness, vision, and new 
resources produce effectiveness

Culture Type:   MARKET

Orientation:     COMPETING

Leader Type:    Hard-driver, Competitor, Producer 
Value Drivers:  Market share, Goal achievement, 

Profitability 

Effectiveness/

Productivity:  Aggressively competing and 
customer focus produce effectiveness



EXERCISE: “The Way We Do Things” in our organisation

Typical Behaviour Patterns 

▪ If someone came fresh to our workplace, what would particularly strike them?

▪ How would we characterise how people interact at our organisation?

Stated Values 

▪ What do we say we value in our organisation?

▪ Do we always live up to these values, or are different values sometimes displayed in what we do?

Fundamental Assumptions 

▪ What views and attitudes do we take for granted?

▪ What assumptions underlying our work are simply not questioned?

Discussion Questions 

▪ What aspects of your culture do you think are enabling you to innovate?

▪ Which aspects of your culture are inhibiting or obstacles?

▪ What can I do to influence my organisation’s culture to improve productivity?

*Adapted from Arts FWD



THANK YOU!

Jannell Arthur
Productivity Officer

Third Floor Baobab Tower
Warrens

St. Michael

Tel: 535-5913
Email: 

jarthur@productivitycouncil.org.bb


