[bookmark: _Hlk130572615]Evaluate the advantages and disadvantages of the organisation structure in your organisation (or an organisation with which you are familiar) and evaluate the advantages and disadvantages of one other organisation structure. Within the evaluation, you should include the reasons underpinning the structure. (AC 1.1)

V&C (SW) operate on a hierarchical structure. This has been in place since the organisation formed and is due to the fact the company is a family owned small, medium enterprise. 

Adopting a hierarchical structure has enabled V&C (SW) to effectively monitor the quality of work and the cost of projects. The Indeed editorial Team (2022) state a hierarchical structure can ensure consistent quality standards through close monitoring. This is crucial for V&C (SW) as producing a poor quality product can result in loss of future contracts. This hierarchical structure also promotes effective cost control as senior managers can closely monitor the amount of material and waste on site and alter orders to reflect this.  

Bianca (2019) argues employees working in a hierarchical structure have a clear understanding of who is in charge, which supports clear communication pathways. V&C (SW) employees receive work orders down the chain of command and understand to report ideas and concerns to their manager in the first instance. The Indeed editorial Team (2022) argue this creates fewer questions from employees. 

However, V&C (SW) have seen a number of disadvantages to adopting a hierarchical structure such as lack of innovation and restricting communication between levels of command. Bianca argues for innovation to take place employees need to share ideas with others and hierarchy can restrict collaboration. This is supported by the Indeed editorial Team (2022) who state information transfer up the levels of command can be restricted as supervisors fail to relay information effectively resulting in lack of innovation. 

Timpson’s have adopted an upside down organisational structure where employees at the front of the business have the authority to make decisions. Timpson (2010) argues there are many benefits to implementing this structure such as improved culture, innovation and a greater level of customer service.

Timpson states since implementing an upside down organisational structure he has seen sales profits increase, greater business performance and a more engaged workforce. He argues through creating a trusting, supportive environment individuals feel valued and are more inclined to go the extra mile. The Indeed Editorial Team (2022b) support these ideas suggesting when employees feel included in decision-making they are more engaged. 

However, they do recognise a number of disadvantages to the upside down management structure. The Indeed Editorial Team argue employees may feel pressured to participate in decision-making, which can detract from their day-to-day role. This can be stressful for employees demotivating an individual quickly. They also argue this management approach can slow down decision making as multiple points of view are considered. They state this can in turn lead to disputes and conflict among employees if not managed effectively.  

Analyse connections between your organisation’s strategy (or an organisation with which you are familiar) and its products or services, and customers. (AC 1.2)

The Indeed Editorial Team (2023b) state for a business to grow it must continuously evaluate the strategies it has in place. Armstrong and Taylor (2023) support these ideas and suggest the use of analytical tools such as PESTLE and SWOT to examine a variety of internal and external factors that can affect business performance. 

Frue (2018) states PESTLE is a useful analysis tool used to consider the six outlined external factors that affect a business or project. The six factors looked at by PESTLE are political, economic, social, technological, legal and environmental. Frue recognises whilst PESTLE looks at six external factors affecting a business an effective analysis must also consider the many internal factors. Armstrong and Taylor (2023) suggest the use of SWOT analysis alongside PESTLE to look at the internal factors affecting an organisation. SWOT looks at the strengths, weaknesses, opportunities and threats internally.   

V&C (SW) actively implement strategic analysis tools such as PESTLE and SWOT to ensure they are constantly evolving to meet the needs of the changing market. In 2023 PESTLE analysis brought to light the impact of rising interest rates on the new build market. The rise in interest rates accompanied with high house prices saw a slowdown in new build sales, which in turn affected the number of houses being built. In response to this external threat V&C (SW) took the opportunity to begin working with new clients who specialise in social housing developments. This change in strategy secured a number of new projects for the business. As a result, V&C (SW) were able to retain their workforce and the business remained in a good positon in the market.  

Moving into 2024 continued analysis has shown falling interest rates predicts a rise in the number of private houses being built. V&C (SW) recognise with fewer competitors remaining in the market the new emerging projects complemented with their new social housing clients promotes a healthy workbook for the coming year. However, SWOT analysis has brought to light the current workforce is not strong enough to cope with the increased workload. This has influenced the workforce plan calling for the recruitment of new operatives. The analysis has also raised a concern that the organisation does not have enough trained supervisors to cope with the rise in demand. This in turn has seen the implementation of new training and development strategies to upskill the current workforce.

Analyse three external factors or trends currently impacting your organisation (or one with which you are familiar). The impact of these factors or trends could be positive, neutral or negative, some are short-lived whilst others are long-lasting. Identify organisational priorities arising from the factors or trends analysed. (AC 1.3)

Zurich (2023) state as the world moves towards a new net-zero future many industries will need to adapt to meet new sustainability requirements. The United Nations Environment Programme (2023) state the building sector is one of the biggest contributors to climate change and calls for new practices to reduce carbon emissions. V&C (SW) are responding to this call for action through swapping their high emission Mitsubishi L200’s for more environmentally friendly electric Tesla’s. Initially this is an expensive move for the business however, cost analysis shows over a year the change will save money on fuel expenses and is more sustainable. 

The organisation also strives to reduce waste and recycle where possible to reduce emissions. This process relies heavily on managers at ground level closely monitoring stock levels. The move to order less material more regularly has an initial increased administration cost however, aims to reduce emissions and save money in the long term through minimising waste. 

Inflation is another factor currently affecting the construction industry. Wilén (2023) reports in the last two years material prices have risen by 34 percent. He reports the high material prices paired with increased labour costs have pushed the overall cost of construction up dramatically. The continued rise in labour and material costs have forced many of V&C (SW)’s smaller competitors to close their doors. In the long term, this is good for V&C (SW) as they have fewer competitors on upcoming tenders. In the short term these inflation led price increases are challenging for the organisation as they battle to remain competitive and continue to make on a profit. Reducing material waste through close monitoring and careful ordering is one measure V&C (SW) has introduced to manage the rise in build cost. 

Tully (2022) states interest rates have a large impact on the number of houses being sold, which in turn affects the number of houses being built. He states this can result in higher overheads and a decline in new projects. Less work available leaves many organisations in a challenging position, as they have to scale back to save cost. Whilst there has been a significant slowdown in the sale of private homes V&C (SW) have taken the opportunity to take on new clients who specialise in social housing. Daniel (2023) reports the call for social housing continues to rise predicting to see a 7 percent rise in the number of social houses being build. Adapting to work with new clients has resulted in the business continuing to grow and retention of the workforce.

When setting out its view on automation, AI and technology, the CIPD states, ‘Automation, artificial intelligence (AI) and other workplace technologies are bringing major changes to work and employment.’  Assess the scale of technology within organisations and how it impacts work. (AC 1.4)

PlanRadar (2023) argue the digital revolution is reshaping the construction industry through providing new opportunities to streamline processes. They state the use of mobile technology offers many advantages to construction managers for example, GPS tracking for projects and real time collaboration among team members. These ideas are supported by Michelotti (2023) who states mobile technology has a huge role to play in business through increasing flexibility for employees to enhancing communication and collaboration. PlanRader argue the use of mobile technology in construction is beneficial not just for boosting productivity among teams but also reducing costs. 

V&C (SW) utilise the use mobile GPS tracking to monitor the number of workers on a building site. Knowing the whereabouts of employees is crucial for supervisors to ensure the health and safety of operatives. V&C (SW) use a mobile app that requires operatives to sign in and out of the site they are working on. Each site location has a set radius of approximately 2 miles meaning once an operative is more than 2 miles from the site compound they will not be able to sign out of the app. This encourages operatives to use the app correctly and enables effective monitoring of employees. 

Another way V&C (SW) utilises mobile technology is through cloud storage to aid collaboration. Site plans and customer choices are all stored on a remote platform that can be accessed from a mobile, or tablet. As stated by PlanRadar enabling instant access to files from remote locations ensures all members of the team are kept up to date with project developments even when away from the office. This is essential for construction teams, as they are often required to work from various locations.

The use of messaging platform such as Whatsapp are heavily utilised by V&C (SW) to promote collaboration among teams. The use of instant messaging apps as suggested by PlanRadar works to share updates and communicate efficiently with various team members regardless of location. 

However, NI Business Info (2023) do recognise a number of disadvantages to the use of mobile phones for business arguing they can disrupt workflow, compromise work life balance and be very costly for a business. These ideas can be seen in V&C (SW) as many managers find themselves replying to messages outside of work hours. Having a personal and work device is crucial for promoting a healthy work life balance as this enables the work device to be switched off. NI Business Info argue the cost of providing a mobile to employees can be costly for a business so the benefits must be considered to ensure these out way the expense. 

Explain Edgar Schein’s model of organisational culture and explain one theory or model which examines human behaviour. (AC 2.1)

Sridharan (2022) states “Edgar Schein's model of organizational culture emphasizes three layers - artifacts and behaviours, espoused values, and basic underlying assumptions.” He argues these layers work together to influence how employees perceive and interact with an organisations culture. 

Sridharan explains artefacts and behaviours are the most visible aspects of organisational culture. He argues artefacts visually represent culture in an organisation for example, an open collaborative workspace values teamwork.  He states it is the behaviours displayed by employees both individually and as a collective which reflect organisational expectations. He states by examining both the artefacts and behaviours you can uncover the values that drive an organisation. 

The second layer of Schien’s model explained by Sridharan is the beliefs and norms that are promoted within an organization. These beliefs are often communicated through an organisations mission statement or values. He states that in some organisations there can be a gap between exposed values and actual behaviours. 

The final layer of the model is basic underlying assumptions. These shape an individual’s behaviours and decision-making and represent the core organisational culture. Under lying assumptions are formed over time through experiences and observations and influence how employees approach work. Juneja (2015) argues for employees to be motivated and perform well in the workplace individuals must respect and become part of the organisations culture. Sridharan states the use of Schein’s Model is vital for organisations to develop a strong organisational culture through focusing on the various levels interventions can be staged to address any breakdowns in culture. 
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Figure 1: Maslow’s Hierarchy of Needs (Source: Mind Tools Content Team, 2023: Online)

Mind Tools Content Team (2023) state good leaders recognise employees need to feel valued and know they are being treated fairly to feel motivated and perform well in work. They suggest employers implement Maslow’s Hierarchy of needs to ensure the needs of employees are being met to promote engagement and job satisfaction. They state when an employer address the 5 levels of need set out in Maslow’s model, as seen in figure 1, employees feel satisfied in their work and more motivated. 

However, they do recognise each level of need must be fully satisfied before progressing to the next level of the model if it is to be effective. They suggest an effective way to implement the model is through one to one meetings in the workplace then thinking about how to best develop individuals. 


Assess how people practices in your organisation (or one with which you are familiar) impact both on organisational culture and behaviour, drawing on examples to support your arguments. (AC 2.2)

The CIPD (2023) state “giving people a meaningful voice enables people professionals to influence behaviour, unlock potential and shape organisational culture”. This idea is supported by Ellis (2022) who argues when employers implement effective people voice practices employees feel a greater sense of job satisfaction and value which impacts positively on behaviour. However, Ganesh (2023) recognises for employee voice to be affective in influencing behaviour and workplace culture a positive environment must be created to ensure all employees feel comfortable to speak openly without fear of judgement. 

These ideas can be seen in V&C (SW) through their use of teams meetings. For example, recently V&C (SW) made the decision to move to new premise. After gathering information on two potential options, a meeting was held where the managing director put forward the proposals and asked employees for their thoughts. After discussing the locations, employees came to a majority decision on the best offering. However, one individual suggested a potential third location. Following on from this meeting, the managing director took the time to visit the suggested third location before feeding back to the group. As a result of regular communication and acting on employees ideas the office location was decided on and employees felt valued. Ganesh (2023) argues creating a working environment, which promotes open communication and values the ideas of employees promotes positive behaviour and culture. 

Another people practice suggested by the CIPD (2023) that can be affective in influencing behaviour and culture is professional development. Culture Amp (2022) support this idea suggesting by investing in individuals an organisation builds a culture where employees feel valued and supported. As a result of employee development employers build a positive culture striving to retain talented employees. They suggest a number of ways to promote development in the workplace such as, training courses and mentoring. 

V&C (SW) recognise the importance of employee development on culture and behaviour and constantly look for opportunities to upskill their workforce. For example, V&C (SW) have a strong apprenticeship program and on completion of their apprenticeship, 90 percent of apprentices decide to join the company on a fulltime basis. V&C (SW) ensure to continue investing in their workforce offering the option to progress onto their Site Supervisor program. By investing in individuals, the organisation has built a culture where employees feel valued and engaged. 


Peter Cheese, current CEO of CIPD asserts, ‘People professionals are a vital function in supporting businesses to adapt to rapidly changing circumstances’. Explain two different models or theories to managing change. (AC 2.3)

George (2023) states failure to manage change in the workplace effectively can result in loss of key members of a workforce, loss of market position and reduced employee engagement. 

Mind Tools Content Team (2023b) state a well-known model for managing change in the workplace is the Kurt Lewin Model known as the Unfreeze - Change – Refreeze. They argue that before change can take place an organisation must first consider why change is necessary. They state the unfreeze stage of the model looks into why current processes are not working before preparing an organisation to accept that change must take place. At this stage of the process communication and employee voice are key factors in ensuring employees are on board with the changes. They argue employers must emphasize the why and draw on visions and strategies as supporting evidence. 

Stage two of the process is when change is implemented and when people begin to adopt new ways of working. Mind Tools Content Team state change can be stressful for many people and advise appropriate support and development processes are put in place at this stage for it to be effective. 
The final stage of the model is the refreeze stage after new ways of working have been adopted and people and organisations begin to institutionalize the change. 


[image: Kotters 8 step Model of Change]
Figure 2: Kotter’s 8 step model of Change (Source: Juneja, P. 2015b: Online) 

Juneja (2015b) suggests another effective model for managing change in the workplace is Kotter’s 8 step Model of Change, which is shown in figure 2. She states the 8 steps set out in the model create a clear set of guidelines for an organisation to follow that can easily be implemented to manage change. The indeed Editorial Team (2022c) state that Kotter’s change model is different to other models through its unique perspective to change. Unlike other models, the Kotters process encourages teamwork through looking at change on an individual level encouraging self-reflection rather than the implementation of whole project approaches. Juneja argues for Kotter’s model to be effective the process heavily replies upon the involvement and acceptability of employees stating communication and employee voice have a large role to play if Kotter’s 8 step model is going to be introduced. 

Juneja also recognises there are a number of disadvantages to the Kotter’s model for example, the many steps can be quite time consuming and due to its carefully considered steps should a step be missed this can result in serious problems later on. 

A variety of models have been developed to explain how change is experienced. Discuss one model that explains how change is experienced. (AC 2.4)

         “Nudge Theory is based upon the idea that by shaping the environment, also known as the choice architecture, one can influence the likelihood that one option is chosen over another by individuals. A key factor of Nudge Theory is the ability for an individual to maintain freedom of choice and to feel in control of the decisions they make.” (Imperial College London, 2023)

Mullett (2022) states when given the choice between two alternatives people are more inclined to choose the option that is easiest and most convenient to them. He argues this idea can be effective in the work place through implementing Nudge Theory. He states managers can guide employee decision-making through ensuring the choices to better outcomes are easier to make resulting in positive change. Tahir (2020) supports this idea stating through influencing employee decision-making without taking away freedom of choice employers create an enabling environment for positive change to take place. He states the use of Nudge Theory in the workplace to influence change promotes motivation and productivity from employees and overall performance. 

Mullet recognises a number of advantages for implementing Nudge Theory in the workplace. He states it is an effective way to inform and empower employees and champion better outcomes for individuals. He argues Nudge Theory can be used as an effective method of informing employees of potential risks of certain decisions therefore empowering individuals to make better decisions, which in turn benefit themselves. Tahir supports the advantages of implementing Nudge Theory at work adding that through giving employees the choice to make their own decision promotes engaged, motivated employees who feel valued and part of the organisational change promoting positive behaviour. 

However, Mullet does recognise there are a number of disadvantages to consider when implementing Nudge theory. For example, unexpected outcomes and inappropriate use. He argues managers can work hard to create the perfect environment to influence a change however, individuals can always go in the opposite direction. This could be a result of misinterpreted information or lack of understanding meaning managers must ensure employees are well informed of their options before final decisions are made. He also recognises Nudge Theory is not always used to benefit the employee or consumer, which is the centre focus of the model. He states the theory can sometimes be used by employers to improve performance and it is in these cases a different approach should be implemented such as collaborative teamwork incentives. 


The CIPD’s Health and wellbeing at work survey 2022 found, ‘There is less management focus on health and wellbeing compared with the first year of the pandemic’, and goes on to remark that this is disappointing. Assess the importance of wellbeing at work and factors which impact wellbeing. (AC 2.5)

Stuff (2023) states promoting wellbeing at work is beneficial to both employees and an organisation arguing wellbeing is the driving force behind employee engagement, reduced sickness absence and good organisation performance. She states a recent Health and Wellbeing survey found the three main benefits to promoting wellbeing at work were a more inclusive culture, better work life balance and improved employee morale. This idea is supported by Mind (2023) who argue research shows organisations perform better when employees are healthy, motivated and focused. They state when employees feel valued and that their work is meaningful they tend to have higher wellbeing levels and in turn perform better. However, Mind state when an employee feels stressed, overworked and unrecognised in the workplace this can negatively affect performance leading to disengagement, sickness and loss of talent.

Fisher (2023) states in the last year despite a big push to promote wellbeing at work many employees are still struggling with low levels of wellbeing. She reports a recent Deloitte survey on Wellbeing at Work found the three main areas employees felt their employers were falling short were failing to empower managers to support wellbeing, not taking accountability for wellbeing and not investing in employees. 

Stuff (2023) states by implementing an effective employee wellbeing strategy an organisation can ensure it is supporting its employees physically, financially and mentally allowing them to feel valued and happy at work. Mind suggest a number of ways an employer can promote wellbeing at work for example, involving staff in decision making, generating a culture of openness, promoting work life balance and investing in staff development. When employees are involved in making decision and given the opportunity to develop and progress at work they feel valued and that their work is meaningful. These actions work to increase motivation and productivity and promote better work life balance in an aim to reduce sickness absence and increase morale. 

It is recognised by Stuff, Mind and Fisher that when approaching wellbeing at work there is not a one size fits all strategy and the strategy must be adapted to meet the needs of individual employees. They agree when an organisation puts employee wellbeing at its centre employee motivation and productivity will be high and performance will increase. 


The CIPD Profession Map states ‘People practices are the processes and approaches that we use across the employee lifecycle’. Discuss the links between the employee lifecycle and different people practice roles. (AC 3.1)

Smith and Mitchell (2022) state from the moment someone becomes aware of your organisation to the moment an employee leaves the company the interactions that take place along the journey make up the employee life cycle. They argue the role of people professionals is to understand the employee life cycle and how interactions along the journey affect an employee’s engagement, retention and their ability to achieve their best. The Indeed Editorial Team (2023) support these ideas arguing through understanding the employee life cycle an employer can maximise employee satisfaction and engagement resulting in better company performance. 

   “The recruitment stage is the first time that the employee interacts directly with the employer. The employee finds out more about the organisation and the job vacancy and decides whether they would like to pursue it.” The indeed editorial team (2023)

Smith and Mitchell (2022) state the role of a recruitment professional is to consider the types and number of vacancies an organisation wishes to fill before approving recruitment. They look into job analysis, job descriptions, person specification and advertising of vacancies. They argue these areas must be carefully considered by recruitment professionals to ensure vacancies are attracting talented applicants that are suitable for the role. The indeed editorial team (2023) state effective engagement in the recruitment stage from the right candidates for the organisations is essential for future business performance and brand reputation 

Another key people professional role that affects the employee lifecycle is at development stage. Learning and development roles are important to ensure employees continue to feel valued and satisfied in work. The indeed editorial team (2023) state the role of people professionals at the development stage is to help employees progress towards their career goals. They argue effective development strategies such as continued training and mentorship schemes ensure employees feel valued and supported resulting in a more engaged workforce. Culture Amp (2022) support these ideas stating when an organisation invests in employee development they strive to retain valuable employees, improve engagement and in turn improve business performance. They argue many candidates when applying to vacancies today are searching for roles where development opportunities are offered. They state there is a strong link between the recruitment and development stages of the employee life cycle. For organisations to stand out in a crowded market an employer must highlight career development opportunities in any vacancies to attract the best potential talent. 

Analyse how people practice connects with other areas of an organisation and supports wider people and organisational strategies. (AC 3.2)

      “People practices play a critical role in supporting and aligning with wider organizational and people strategies. These practices can include talent management, culture and engagement, diversity and inclusion, performance management, and reward and recognition.” (Michael, H. 2023) 

Michael argues when an organisation connects people practices with its wider goals a positive culture is created, which supports employee engagement contributing to overall business success. Smith and Mitchell (2022) state when developing integrated people practices an organisation must be clear on its purpose, values, long-term strategy and short-term business plan. They state “This relationship between people practice and the top level organisation is known as vertical integration.” (Smith, J. and Mitchell, J. 2022). They argue integration must be managed both upwards and downwards effectively to be successful. For example, an organisations strategy might be to increase its number of skilled professionals. First, this must be managed upwards to deal with cost implications. Then downwards to ensure people practices are put into place to recruit new talent or provide training to upskill the current workforce. 

Smith and Mitchell (2022) state most importantly an organisation must promote horizontal integration to link people practice and development practice. They argue every stage of the employee lifecycle is connected and an organisation’s workforce plan will determine the people practices implemented at each stage. The CIPD (2024) state a workforce plan will analyse the current workforce before determining the future needs for the organisation and action plans are created. This process will take place at top-level management before the people practices are put into place and managed downwards. For example, If the workforce plan is to recruit highly skilled professionals this will affect training plans, reward structures and retention practices, which will need to be implemented through various people practices.   

Smith and Mitchell argue reward is at the heart of most horizontal integration as it touches upon every part of the employee lifecycle. The CIPD (2023c) state to establish a strong reward strategy employers must first investigate what attracts, retains and inspires their current and future workforce. By doing this an organisation can implement people practices to best meet their employee’s needs. Reward strategy requires a good understanding of an organisations purpose and aims to establish how strategies can be created and implemented to reflect these. Implementing an effective reward strategy involves higher management to develop appropriate people practices that align with an organisations aims before being implemented and communicated downwards by the appropriate people professionals. 

Discuss processes you have, or could use, for consulting and engaging with internal customers of the people function in order to understand their needs. (AC 3.3)

Acas (2021) state consulting with employees on matters that affective them is the most affective process for employers to engage and listen to individuals whilst working together to reach an outcome that benefits all. They state there are many benefits to the use of consultation such as, building better relations, better solutions to problems, early interventions on issues and improved employee satisfaction and engagement. These ideas are supported by the CIPD (2023b) who state organisations with strong consultation techniques benefit from a collaborative working environment where employers and employees work together for mutual benefit. Acas suggest consultation can be carried out in a number of ways for example, one on one meetings or surveys. 

Rogelberg (2022) argues one on one meetings are an effective consultation technique used to gain a clear understanding on the needs and wants of individuals. He argues when carried out regularly by a competent manager one on one meetings work to build strong relationships and support individuals to reach their full potential. This idea is supported by Qualtrics (2024) who state when carried out correctly one on one meetings strive to promote engagement and support individuals to achieve their employment goals. 

However, Rogelberg does recognised when feedback is not acted up on and not carried out regularly one on one meetings can lead to disconnected team members both functionally and emotionally. He suggests meetings are conducted by a trained manager and an agenda be created prior to the meeting. Agendas should incorporate a number of broad questions such as, how are things going and what are your problems and concerns to get a true understanding of the needs of individuals. 

The Involvement and Participation Association (2023) state surveys are another commonly used consultation technique however, they argue surveys are often one of the least meaningful. They argue surveys offer a one-way, one off form of consultation, which restricts employee voices to the pre-selected answers. Walden University (2023) support this idea arguing when carried out incorrectly surveys can in fact be damaging to employment relationships. They state when individuals do not see results and changes to their work based on the information provided on a survey they feel less valued and demotivated. 

[bookmark: _GoBack]However, Walden University do recognise when carried out correctly surveys can be an effective consultation technique for employers. For example, they argue surveys can offer insight into what teams of people want and need and when acted up on this can improve employee retention. They state surveys can also be a tool used to help employees voice frustrations and enable employers to act on these issues making workers feel valued and heard. Walden University argue for a survey to be an effective method of consultation employers must ensure they act on the feedback to ensure employees feel valued.   
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recognise in some organisations there can be a gap between exposed values and actual

behaviours. The final layer of the model is basic underlying assumptions. They shape individuals
behaviours and decision making and represent the core organisational culture. Under lying
assumptions are formed over time through experiences and observations and influence how
employees approach work. Juneja (2015) argues for employees to be motivated and perform well
in the workplace individuals must respect and become part of the organisations culture. Sridharan
states the use of Schein’s Model is vital for organisations to develop a strong organisational
culture through focusing on the various levels interventions can be staged to address any break,
downs in culture.

Mind Tools Content Team (2023) state good leaders recognise employees need to know
they are being treated fairly to feel motivated and perform well. They suggest the use of
Maslow’s Hierarchy of needs as an effective model to ensure the needs of employees are
met and engagement is high. They state when an employer addresses the 5 levels of need
set out in model employees feel satisfied and more motivated. However, they recognise
before progressing to the next level of the model the lower levels must be fully satisficed.
They suggest an effective way to implement the model is through one to one meetings in the
workplace then thinking about how to best develop individuals.

6. Assess how people practices in your organisation (or one with which you are familiar)
impact both on organisational culture and behaviour, drawing on examples to
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Figure 1 - Maslow's Hierarchy of Needs
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Maslow's model can help you to identify your team members' needs and
to think about what you can do to meet them. It can be especially helpful

in your regular one-on-ones@ when you're thinking about how best to
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