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[bookmark: _Toc124102502]Introduction

This assessment is based on the human resource management practices of British Gas Services Limited and its implication on other aspects of personnel and people management. The organisation, based in the UK, provides residential and commercial energy services. Being part of the Centrica family, the organisation also provides administrative services that takes account of energy consumption and generation. Due to the extremely diverse range of its services (on offer), the company has to deal with a wide range of employees and workers. For instance, the company has currently employed over nine thousand engineers. Besides the recruitment and selection process in place, the organisation is well-known for its training and development of employees which makes it an excellent place to work. This assessment is based on the HR design procedures employed in the organisation starting with recruitment, selection, training, development, problem-solving, and company performance management. Based on the outlook and work of the enterprise, different aspects of HRM have been covered in the assessment. 
 
HRM is an important set of practices and activities that help organisations develop and manage their human resources. It includes all the activities that are performed by individuals or groups in order to recruit, train, retain and motivate employees so they can achieve organisational goals. Human Resource Management (HRM) is a core business function that ensures the management of an organisation's most valuable asset, its employees. HRM is also responsible for attracting and retaining the right employees that can meet the strategic needs of a business. Therefore, knowledge and understanding of the employment market are essential to HRM activities such as recruitment and selection (Ererdi et al. 2020). This study aims to investigate the role of Human Resource Management (HRM) in employee recruitment, development and engagement in a competitive and international context. Therefore, it will address issues such as how Human Resource Management role affects employee recruitment, development and engagement; what challenges does Human Resource Management face when recruiting, developing and engaging their employees in a competitive environment?
HRM is responsible for attracting and retaining the right employees that can meet the strategic needs of a company. The role of HRM is to ensure the management of an organisation's most valuable asset, its employees (Schotter et al. 2021). In particular, it must ensure that they are motivated, well-trained and knowledgeable about their work so that they can deliver on business goals.
The main responsibilities of human resource managers include:
· Developing strategies to attract and retain talented workers;
· Managing compensation packages;
· Enforcing employment policies related to benefits and discrimination prevention;
· Ensuring equal opportunity employment practices within an organisation
The employment market is constantly changing. The HRM practitioner must understand the current legal and regulatory requirements of the country or state in which they are working. 
[bookmark: _Toc124102503]Legal Aspects of Changing Contractual Employment Terms
Human resource management is a process that involves the planning and implementation of activities that aim to achieve the objectives of an organisation through the effective use of its human resources. It may also be referred to as employee relations or as personnel management. HR is responsible for ensuring that the organisation has the right people in place to meet its objectives.
[bookmark: _Toc124102504]Employment Laws
Employment laws are a set of rules that protect employees. Employment laws can vary by state, but there are some commonalities across the country. Employers must follow the law or face penalties (Buchelt et al. 2020). They can be sued for violating employment laws, which could result in costly fines or even jail time for their executives, depending on the severity of their violation.
[bookmark: _Toc124102505]Maintenance of Personnel Files

The maintenance of personnel files is an important aspect of Human Resource Management. Personnel files should be maintained in a secure location and should be updated at least annually. Personnel files should be accessible to all employees.
Personnel files will include employment applications, job descriptions, job offer letters, contracts, employee handbooks, performance evaluations and disciplinary actions etc.
[bookmark: _Toc124102506]Employee Benefits - Tax reporting, claims filing and administration of all types of employee benefits.

Employee benefits are a form of compensation. They include health insurance, retirement plans, disability insurance, life insurance and other types of benefits. Benefit plans are regulated by the government. The government requires companies to report their employee benefits to the IRS. This is done through Form W-2, which reports wages and taxes withheld from the paycheck throughout the year (Richards, 2020).
[bookmark: _Toc124102507]Compensation

Compensation is not just about salary. It is about the total rewards package. The compensation policy should include all benefits, bonuses, stock options and other incentives that are offered to employees. The compensation policy should also include the company's philosophy on pay equity, which is the principle of equal pay for work of equal value. The policy should explain how performance-based incentives are used to reward employees and what criteria will be used to determine bonuses or other forms of compensation based on performance. The compensation policy should also include the pay range for each position (Ozbilgin, 2020). The pay range should be based on the skills, experience and education required for each job. This helps ensure that everyone is paid fairly.
[bookmark: _Toc124102508]Payroll Management

Payroll is a critical function of human resource management. Payroll refers to the process of paying employees, including state and federal reporting, check preparation and disbursement, garnishment processing and maintenance of employee records. Payroll is also one of the most complex processes in an organisation due to its large scope and diverse set of tasks.
Human Resource Management software allows companies to streamline their payroll operations by automating the administrative tasks associated with payroll processing, such as timekeeping, calculations and reporting.
[bookmark: _Toc124102509]Management Advice

When it comes to providing advice, the role of human resources is extremely broad. HR can help management with legal issues, disciplinary matters and all aspects of employee relations. As a result, the company will find that this department plays a huge part in helping managers make decisions that are best for the company as a whole.
In addition to providing advice to management on legal matters and disciplinary actions against employees who have broken company policy or failed to fulfil their job duties adequately, HR also assists with the development of policies that protect workers' rights, such as vacation time or sick leave policies (which govern how much time off employees should receive per year).
[bookmark: _Toc124102510]HR is an important facet of the business.
HR is not just about hiring and firing. It's about the entire employee lifecycle: from onboarding to training, from rewards to recognition, from compensation to benefits. HR is also about the company's culture—which means it can affect the brand perception if word gets out that the company treat the employees poorly (Khumoyun, 2021). And last but not least, it's about making sure that the company is operating within all applicable laws so that the company don't get sued for unfair treatment of employees or anything else.
[bookmark: _Toc124102511]Recruitment and Selection of Staff HRM
Recruitment is the process of finding and selecting suitable candidates for employment. Selection is the process of choosing a candidate from a group of applicants. Recruitment and selection are often used interchangeably, but they are different processes.
Recruiting and selecting staff for a job is an important process. It is about finding the right person for the job, making sure that person fits into the organisation and helping them find happiness in their new role (Hamza et al. 2021). Recruitment involves advertising jobs, attracting applications from candidates who meet the criteria set out in the advert, interviewing them to assess their suitability and making a decision about who gets offered employment. 
The aim of recruitment and selection is to engage employees who will contribute positively to the organisation's overall performance. To achieve this aim, the company need to know what qualities the company want in candidates, how best to find them and how well they will fit into the organisation's culture when they start work with the company.
Recruitment and selection is an important activity of an organisation as it helps the organisations in finding the right people for their job. It also ensures that the company has a good reputation and image. Recruitment and selection help an organisation to reduce costs by making sure that only the right people are hired who are suitable for performing their jobs.
Recruitment and selection sometimes involve advertising vacancies, accepting applications, interviewing candidates and making offers of employment, following which new employees start work.
There are a variety of benefits to effective recruitment and selection. These include:
· Creating a workplace that is a good fit for the organisation
· Ensuring that the right people are hired for the right jobs
· Ensuring that the best people are retained
Effective recruitment and selection processes are beneficial to the applicant. Applicants are more likely to be happy and stay with the organisation, perform well in their job, be loyal to the organisation and be productive. These factors contribute positively to company performance as a whole (Abbasi et al. 2022).
When recruiting staff, organisations look for a range of factors. Some of the most important ones are:
· Experience
· Education
· Skills
· Attitude to work and the organisation
[bookmark: _Toc124102512]Methods of Recruitment

Direct application. This is when a person applies for a job directly with an employer.
Advertising. This is where employers advertise jobs in newspapers and online, on radio and television, or at job fairs.
Word of mouth. This means that someone the company know refers the company for a job opening at the organisation where they work.
Networking (or networking groups). This means that people who have common interests get together to discuss issues relating to their jobs and careers and share information about opportunities available within the industry or sector they are interested in working in - usually through their company network of contacts (other employees).
Employment agencies - These companies act as intermediaries between potential employers who need staff members and people seeking employment who want to be recruited by specific organisations/companies; they also provide other services, such as compiling information on skills needed by employers within given industries/sectors which may include identifying vacant positions at these businesses before even advertising them publicly themselves!
[bookmark: _Toc124102513]Online recruitment

Online recruitment has a number of advantages and some disadvantages. Some of the advantages include the following:
The company can reach a wider audience through an online recruitment campaign, which may be helpful if the company is seeking to fill multiple positions at once. Online recruitment can be cost-effective because it reduces the need for travel and other expenses associated with traditional hiring methods such as job fairs and print advertisements. The company can be more efficient by using automated processes in the online job postings, such as keyword searches for resumes that match specific criteria for each role (e.g., relevant experience) or quickly eliminating candidates who aren't qualified for open positions on the team using behavioural assessments during the interview process (Basalamah et al. 2020). This saves both time and money by letting the company focus on candidates who really fit what the company's looking for in future employees instead of spending hours reading through hundreds or thousands of applications from people who aren't qualified enough yet still have valuable experience nonetheless!
The hiring process is usually a team effort, and this includes HR managers, hiring managers and the board of directors. It can sometimes be difficult for the hiring manager to make a decision about who gets hired because there are so many people involved in the process.
The first step in the hiring process is when someone sends out an advertisement for staff positions available in their organisation, and this usually involves using job websites as well as word-of-mouth. The next step is where potential applicants will apply for jobs by filling out applications or sending resumes that contain information about themselves, such as qualifications, references and previous work experience (ARDIATAMA, 2021). After this this process, it is up to HRM staff members at companies who read through these applications to decide which ones should get interviews based on how qualified they are compared with others who applied for those same positions!
Recruitment and selection of staff for a job is an important process. Job seekers can use the process to find their dream jobs, and employers can use it to hire the best candidates.
The recruitment and selection process involves many people, including the job seeker, HR manager or director, human resources department staff members, interviewers (or interview panel members), and decision-makers. The goal of this process is to select applicants who are most suitable for a given role in an organisation.
[bookmark: _Toc124102514]Staff Training and Development

Staff training and development is an important part of any organisation's success. Having a well-designed staff development program is a win for both employees and the organisation. Staff training benefits employees by providing them with opportunities to grow as professionals, learn new skills, and meet their professional goals; it benefits organisations by helping them retain top talent while increasing employee productivity and satisfaction. 
Employees are the heart and soul of the business (Čelić et al. 2021). They are responsible for the company's success, so it's crucial that they know what they're doing. A training program gives employees the knowledge, skills and confidence they need to do their jobs well. It will also help them grow in their careers by providing opportunities to learn new things or improve existing skills.
A company with a great staff development system can be an employer of choice.
Staff development is a win for both employees and the organisation. Staff development fosters employee growth, skills and confidence, which in turn helps create better employees with higher productivity levels that lead to increased profits (Iwuchukwu, and Echedom, 2020). The company will have a better reputation as an employer by providing opportunities for learning and advancement along with encouraging their staff to participate in ongoing training programs.
A company that invests in staff development will be more competitive compared to those who do not invest in this area because it shows its commitment to investing in its people and improving their productivity as well as the profitability of the business itself.
[bookmark: _Toc124102515]Staff Development Benefits the Organization

Staff development is an investment in the most valuable resource: the people. When the company invest in staff training and development, the company are not only helping the employees improve their skills and knowledge but also improving the overall health of the organisation (Akudo, 2020). For example, when employees receive training on new technologies or processes, they become more productive and efficient. This not only increases effectiveness for each employee but also improves productivity for every other employee who relies on them for support or assistance.
These benefits have an impact not only on individual employees but also on the organisation as a whole—such as attracting top talent that would otherwise be reluctant to apply due to a lack of growth opportunities within their current roles at another company.
A well-designed staff development program will help the employees develop new skills and career paths, which will make them more valuable to the company as an employer.

[bookmark: _Toc124102516]Potential Impact of any Changes on Employee Engagement 
[bookmark: _Toc124102517]Diversity and Equality of Employee

Diversity is the inclusion of a wide range of perspectives and backgrounds. Diversity refers to the unique perspectives and experiences that each person brings to a workplace. It's about more than just race, gender and age. And it doesn't just apply to minorities or those who are underrepresented in an organisation—it refers to everyone: white men and women; gay, lesbian and transgender employees; people with disabilities; veterans of war; immigrants from different countries (Livingston, 2020). Inclusion ensures that everyone's ideas are heard and valued, resulting in better decision-making, improved productivity and greater profitability. Employers with diverse workplaces are better able to attract top talent from all segments of society because they have an open environment where all employees feel welcomed and valued.
Equal Employment Opportunity (EEO) is a federal law that prohibits discrimination in employment based on race, colour, religion, sex, pregnancy status, national origin and genetic information. Diversity is a corporate goal to create an environment where all people can contribute their ideas and strengths. To achieve this goal, companies must be inclusive of people from all types of backgrounds by creating policies that are fair for everyone.
The EEO laws apply to employers with 15 or more employees within 75 miles of the work location who work 20 hours per week or more (Steiger, and Henry, 2020). Companies with fewer than 15 employees can still follow these guidelines, but they do not have to file an annual report with the EEOC unless they have received federal funding through grants or contracts totalling $500k during any one-year period since 2001 or have 50+ full-time employees at any time during any year within the last two years.
Diversity and equality of opportunity are not the same things. Diversity is about inclusion, and EEO is about fairness. The company can have a diverse workforce that is completely unfair to everyone in it (Hecht, 2020). There are some companies with diverse workforces where everyone feels included and supported—and there are some companies with all-white boards or all-male senior management teams who claim to be champions of diversity and inclusion but don't seem to understand what those words mean beyond increasing their bottom line by hiring more women or people of colour.
[bookmark: _Toc124102518]The benefits of a diverse workplace.

Diverse workplaces promote innovation, creativity and productivity. Research has shown that a diverse workforce can improve the quality of ideas generated by companies and help solve problems more effectively. They also tend to boost employee satisfaction and engagement, which can help keep turnover rates down.
Additionally, diversity in hiring helps reduce the risk of discrimination or harassment occurring in the workplace environment. This is especially important when considering that many employees have experienced discrimination at some point in their lives—either through personal experience or because they know someone who has been discriminated against by an employer or colleague (Fine et al. 2020). A diverse workforce ensures all employees feel safe within the business, which increases customer service satisfaction levels too!
Diversity and equality in the workplace are not just about hiring a diverse workforce. It's also about how the company manage that workforce. In order to truly be inclusive, managers must take an active role in creating an environment where employees feel comfortable sharing their ideas, no matter what their backgrounds might be. This requires more than simply hiring more people from different backgrounds; it requires changing management strategies so that all employees feel welcome and supported at work.
Employers that treat individuals fairly despite differences in race, gender, age, and mental/physical ability enjoy increased productivity and success in the marketplace. Diversity is a valuable asset to any organisation (Rainey, and Melzer, 2021). Diversity improves employee morale and increases productivity.
Employees should be judged on their merits, not on irrelevant factors such as race or gender. Employers who practice equal opportunity are more likely to succeed because they get better work from their employees, which leads to greater profits for their organisations.
[bookmark: _Toc124102519]Compensation and Rewards 
[bookmark: _Toc124102520]Wages and salary
Wages and salary are the most common forms of compensation for employees, as they represent payment for time worked. A wage is an amount paid hourly or daily to a worker. A salary is typically a fixed amount that an employee receives on a monthly basis, regardless of the number of hours worked.
[bookmark: _Toc124102521]Benefits
Benefits are important to employees. Benefits can be tangible or intangible, and they're often viewed as a way of compensating an employee for their work. Common benefits include health insurance, retirement savings plans, paid time off and other paid leaves of absence (such as vacation time), access to an employee lounge or cafeteria, free food in the workplace or subsidised meals outside the office; gym membership reimbursement; disability/life insurance; tuition reimbursement programs; etc (Saputro and Nawangsari, 2021).
[bookmark: _Toc124102522]Stock option plans
Stock option plans are a form of compensation that can be used to attract and retain top talent. Stock options give employees the right to buy company stock in the future at a predetermined price. This can be an effective motivator, as it provides immediate incentives for employees to meet performance goals and increase shareholder value. The following are some reasons why the company might consider using stock option plans (Zafar et al. 2020):
· Stock options have tax benefits for companies because they're not taxed until an employee exercises the option to buy or sell shares. This provides an advantage over other forms of compensation, such as cash bonuses or salary increases.
· Stock options help align employees' interests with those of shareholders by giving them ownership in their company's success (or failure). When employees understand how their work contributes directly toward increasing corporate profits, it helps motivate them to do better work.
[bookmark: _Toc124102523]Perks
Perks are benefits that are not included in the salary or wages. For example, if the company were paid $50,000 per year and the employer gave the company a company car, that would be considered a perk. However, if the employer paid for all of the health insurance premiums and dental insurance premiums, those benefits would be counted as salary or wages because they are part of what they pay to employ the company. The same is true with 401k retirement savings plans and flexible spending accounts (FSA). Perks may also include life insurance; disability insurance; tuition reimbursement programs; matching contributions to an employee's 401(k) plan account; adoption assistance programs; company-paid holidays/vacation time/sick days.
[bookmark: _Toc124102524]Flexible working hours
Being able to work from home or work during the times that are most convenient to the company is a great way to reward employees. It also helps attract and retain them in the first place. Let's face it—who doesn't want more time with their family?
Flexible working hours can be used to help employees balance work and personal life. They have an easier time managing their workloads, which leads to reduced stress levels for both the employee and employer. 
Each company can use some or all of these compensation elements to reward their employees. These include wages, salary, benefits, bonuses, stock option plans and perks. The most common way to reward employees is with a salary (Saman, 2020). Other rewards may be given based on performance or merit, such as promotions and bonuses, but this depends on the company's policies and culture.
[bookmark: _Toc124102525]HR Involvement in this issue and considers whether traditional model
[bookmark: _Toc124102526]Behaviourism
The goal of the theory is to look at objective data, such as performance tests and surveys, and then draw conclusions about human behaviour. The idea is that the company can measure how well the employees are performing with respect to their job tasks and responsibilities and then compare them with other groups of people in similar jobs. Behaviourism focuses on the external factors that affect worker productivity:
· Tasks - what the worker does at work (e.g., types emails)
· Conditions - a physical environment where work happens (e.g., the temperature of the office)
· Rewards/penalties - pay increases or decreases based on performance
The idea is that by changing the employee's conditions and rewards, the company can improve productivity. This approach works well in some situations, but it doesn't work at all with other types of jobs (Smith, 2020). For example, if the company are trying to motivate an artist or writer by changing their physical environment and paying them more money when they produce more art or stories, then this won't work because their job tasks involve creativity instead of repetitive labour.
Classical conditioning is a process by which one learns to associate stimuli. The most famous example of this is Pavlov's dogs; an unwanted behaviour can be turned into a desired behaviour through classical conditioning.
In the workplace, classical conditioning is often used as part of training programs for employees who exhibit certain undesirable attitudes or behaviours and need to change them. For example, if the company have a "bad attitude" at work and the manager wants the company to change it, he might give the company rewards when he sees signs that it's working (such as smiling) or punishments when he sees signs that it isn't working (such as frowning). This will help him reinforce those behaviours until they become more natural for the company (Danaher, 2020).
Behaviourism is a very important concept in studying human psychology. It makes it easier to understand and modify behaviour, which are key aspects of successful business operations. Behaviourism is concerned with the effect that rewards and punishments have on behaviour. The following are important elements:
[bookmark: _Toc124102527]Social learning theory

Social learning theory is a theory that attempts to explain socialisation and its effect on the development of the self. Social learning theory combines cognitive learning theory (which posits that learning is influenced by psychological factors) and behavioural learning theory (which assumes behaviour to be learned through operant conditioning). It suggests that employees should learn from others by observing their behaviours, which can then be imitated or internalised. It was developed by Albert Bandura, who postulated three major factors (modelling, reinforcement and expectations) that affect human behaviour.
According to social learning theory, people learn by observing and imitating others. The three major factors that affect human behaviour are modelling, reinforcement and expectations (Rumjaun, and Narod, 2020). Behaviourism is also useful for analysing teamwork and collaboration. For example, if the company have a group of people working on a project together, then the company can measure how well they work together by comparing their productivity with other groups of people who have similar job tasks and responsibilities. If two groups of people are equally productive in their jobs but different in how they work together, then this may indicate that teamwork needs to be improved.
Social learning can occur at three levels: the symbolic level (through media messages), interpersonal level (through face-to-face interactions) and intrapersonal level (through introspection). At this stage, people are likely to learn about others' behaviours, including those that may be considered deviant. Social learning theory is concerned with how people acquire new behaviours and attitudes through their interactions with others in social situations.
Social learning occurs when an individual acquires a new behaviour by observing another member of his or her society perform the same behaviour (Liu et al. 2020). The process involves three steps: attention, retention and the ability to reproduce. Attention refers to whether or not an individual notices someone else's behaviour; retention refers to how well one remembers what one saw; ability refers to whether or not one can repeat the behaviour after having watched it once before.

[bookmark: _Toc124102528]Cognitivism
Cognitivism is the theory that focuses on the cognitive processes and mental representations of people. It is also a theory of motivation, learning, and development. Cognitivists believe that human behaviour can best be understood by analysing mental processes rather than external stimuli such as rewards or punishments (PERKINS, 2022).
Cognitivism was first discussed by Plato, who believed that knowledge could be gained through reason and observation alone (i.e., without any experience). The Oxford Dictionary defines cognitivism as "the theory that mental processes are computational in nature; i.e., they operate according to rules similar to those used in computer programming".
Cognitivism is the belief that people's behaviour is influenced by their thoughts. It is a branch of psychology and a theory of human motivation and behaviour. Cognitivism base its theory on the notion that people are rational thinkers who make conscious choices about their actions (Vargas-Hernández, 2022).
Cognitivism believes that there are three basic types of thinking: somatic (physical), visceral (emotional), and verbal or cognitive. The first two types relate directly to feelings, while the latter refers primarily to words or language-based thought processes. In cognitive psychology, all three types have been given equal status as an explanation for human behaviour; however, in other branches of psychology (behavioural psychology), only verbal or cognitive processes are studied because they can be easily observed via self-report questionnaires rather than physical or emotional responses which cannot be measured so easily through self-report questionnaires (Collin et al. 2021).
Although cognitivism is a widely used approach in HRM, it is not the only way to understand people and their behaviour.
Cognitivism has limitations. It may not be effective in all situations, even if it can be helpful in others. For example, cognitivism has argued that they should apply an objective evaluation when deciding whether or not someone should get a job or promotion. However, this approach can sometimes lead to bias against certain groups of people or result in discrimination against them (Kutsulova et al. 2021).
Because of its limitations as a theory of human behaviour and its potential for negative consequences (such as discrimination), it's important for managers who use cognitivism as their primary theory for managing employees to consider other approaches such as behavioural theories (which focus on observable actions) when making decisions about how best to manage their workforce.

In the case of British gas hire there was a problem associated with the fire and hire. Except in extraordinary circumstances, where the employer has an express and enforceable right to modify an employee's terms and conditions of employment, an employer wanting to modify an employee's terms of employment must confer with the employees, either individually or collectively if more than 20 employees could be impacted by the new contractual terms, with the goal of gaining agreement to the proposed changes. The ideal way to record this consent is in writing (Rosenblatt, 2021). If an agreement cannot be reached, the employer has two choices: I unilaterally amend the contract without the employees' approval; or (ii) fire the workers and offer them new employment under a new contract. Furthermore, according to the CIPD, such "fire and rehire" tactics should only ever be taken into account as a last resort if revisions to employment contracts are urgently needed and consensual agreement cannot be reached (CIPD, 2022).

[bookmark: _Toc124102529]Conclusion
Understanding the importance of human resource management is vital to any business. HR Management can help the company attract and retain employees, ensure compliance with state and federal laws, control the company's payroll costs and provide tax reporting for all types of employee benefits. Recruitment and selection are processes that involve identifying, attracting and selecting suitable applicants for a job. It should be noted that this process is not only used by organisations when recruiting staff but also by job seekers themselves when applying for jobs. One of the crucial aspects of HRM is diversity and equality.
Diversity and equality in the workplace are important to the long-term success of all companies. The report has discussed why both concepts are so critical and how they can help the organisation succeed in today's global marketplace.
The report has covered a lot of ground in this article, but there are many more ways to reward employees than just those listed here. It can be helpful for companies to consider both what kind of work their employees do and how much they value it before deciding on a compensation package. The most important thing is to make sure that any reward system is fair for everyone involved and works towards the company's goals at the same time. 
The theoretical framework of HRM can be broadly divided into three types: behaviouralism, social learning theory, and cognitivism. The first deals with the study of human behaviour or actions in order to understand what motivates people to work or not work. The second examines how people learn from each other through social interaction and imitation while the third explores how one can process information mentally before taking any action. These theories have been around for quite a long time, and their influence on HRM continues today.
HRM is an important set of practices and activities that contribute to the field of management in a substantial way. HRM theories contribute substantially to the field of management, too. Theories in HRM can help organisations identify their requirements, select employees with appropriate skills, provide training programs for employees, develop career paths for employees who want to rise within an organisation, motivate people at work by improving company culture and structure, create incentive schemes using rewards and recognition programs etc. 
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