
+/-/-/-/-/-/+/-/-/-/-/-/-/-/-/-/-/+ 
-/-/-/-/-/-/-/+/-/-/-/-/-/-/-/+/-

Desired % of QE changing minds=90 
Actual  % of QE changing minds=10 

 
10% ≥? 90% 

 

Revise 

 
 
 
 
 
 
 
                      
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Maintain 

yes 

  
 
 
 
 
 
 
 
 
 
                                                      Why?                               How?                               
 
 
 
 
 
 
 
 
 
No 
                                                      Why?                               How? 
 
 
 
 
  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

To change the minds of valued QE
% of QE changing their minds  
February 1989: ≥ 90% 

Strategic Planning System

To retain valued employees 
% of employees actually quitting/year
February 1989: ≤ ½ %

Quickly identify, and respond 
to, reasons for quitting. 
1. React within 5 minutes 
2. Keep the resignation quiet 
3. Inform all in chain of command  
    within an hour 
4. Find out reasons for quitting 
5. Formulate an employee retention 
   argument 
6. Present the argument 
7. Take action on the promise made
8. Assure QE calls competition to  
    turn down offer 
9. Prevent next problem 

• Quick response makes 
QE feel wanted 

• Higher-level 
managers will not 
spread the word 

• % QE changing mind 
     ≤ 90 

To create a work  environment  
conducive  to not quitting 
% of employees considering 
quitting 
Feb 1989: ≤ 5% 

    Implement the system for a year 
Record the success/failure of 
each instance of changing the 

mind of a valued QE 

Transaction Processing System 

Database Management System 

SYSTEM  

The  Systems  Approach 
Dr. Sasan Rahmatian 

Target 

Measure of 
PerformanceHierarchy of  Objectives 

(Ends/Means Chain) 

Positive 
Feedback 

Negative 
Feedback  

Decision Support System 

Management Reporting System 

Assumptions 

Operational Planning 

Causal 
Assumption

Factual 
Assumption

Operational System

Structured 

Semi-Structured

Unstructured 

Tactical Planning System

QE = Quitting Employee 


