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Employee Life Cycles
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Group Activity (30 minutes)

1. For each phase of Employee Life Cycle, discuss 
and write down what are the data/information 
you should collect from the employee. 

2. Explain what is the purpose of the data and what 
you plan to do with it.

3. Consider from the ethical and legal point of view

4. Each group will need to present their findings (15 
mins for each group)



Importance of evidence-based and HR

Using evidence to help 

HR make better 

decisions is the most 

credible and 

professional way of 

fully contributing to the 

organisations in which 

we operate.



Why HR has a Data Driven 
Culture?

• Data plays an important role in helping HR departments make 
important business decisions across all departments.

• Over the years, human resources have become increasingly 
data driven.

• HR departments now collect and analyse data from a wide 
range of sources in order to make important business 
decisions, along with managers and directors.  



QUALitative vs QUANtatitave



QUALitative vs QUANtitative





Reasons for collecting data

1. Legislative and regulatory requirements to comply with working 

hours, OSHA, SOCSO, EPF, IT & Pension

2. To plan future activities e.g. recruitment needs, reward policies, 

planning HR activities

3. To decide on operational and service plans to how best develop 

the business

4. Can contribute to wider industry, sector and national knowledge 

about the workforce to make decisions.

5. Provide documentation in the event of a claim against the organisation
6. Self-protection, safeguard the company from unlawful claims



Employee Performance Data
Monitoring employee performance

In order to know that they have made the right decision in hiring certain 
employees, HR must also collect data on their performance. Metrics that 
can be measured include:

1. Speed at which new hires are promoted

2. The time it takes for recruits to get to full performance

3. Profit generated per employee

This information can be used to establish whether or not HR made a 
good hire. If the outcome is no, they will be able to adjust their methods 
to ensure the same doesn’t happen again.



Recruitment Data
Data collection and analysis are essential steps in the process of hiring new 
talent.

Without data, HR wouldn’t know which departments require new 
employees and what expertise was necessary.

Data can answer a number of HR questions such as:

1. Are there departments that could benefit from greater diversity in their 
team?

2. Does the organisation have all of the necessary skills and expertise?

3. Which departments are lacking in certain skills and expertise?



Evidence-based 
practice

This unit assignment addresses the 
significance of capturing robust 
quantitative and qualitative evidence to 
inform meaningful insight to influence 
critical thinking.

It focuses on analysing evidence 
through an ethical lens to improve 
decision-making and how measuring 
the impact of people practice is 
essential in creating value. 



5CO02 
Evidence-
based practice

Learning Objectives 1.0

Understand strategies for effective
critical thinking and decision-
making.

Learning Objectives 2.0

Understand the importance of
decision-making strategies to solve
people practice issues.

Learning Objectives 3.0

Be able to measure the impact and
value of people practice to the
organisation.
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LO1.0
Understand 

strategies for 
effective 

critical 
thinking and 

decision-
making.

LO1.1 

• Evaluate the concept of evidence-based practice 
including how it can be applied to decision-making 
in people practice.

LO1.2

• Evaluate a range of analysis tools and methods 
including how they can be applied to diagnose 
organisational issues, challenges and opportunities.

LO1.3

• Explain the principles of critical thinking including 
how you apply these to your own and others’ 
ideas.

LO1.4

• Assess how different ethical perspectives can 
influence decision making.
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LO2.0
Understand 
the 
importance 
of decision-
making 
strategies to 
solve people 
practice 
issues.

2.1 Interpret analytical data using 
appropriate analysis tools and 

methods 

2.2 Review relevant evidence to 
identify key insights into a people 

practice issue.

2.3 Explain a range of decision-
making processes to identify potential 
solutions to a specific people practice 

issue.

2.4 Provide a rationale for your 
decision based on evaluation of the 

benefits, risks and financial 
implications of potential solutions
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L.O.3.0  
Be able to 
measure the 
impact and 
value of 
people 
practice to 
the 
organisation.

3.1 Appraise different ways organisations 
measure financial and non-financial 
performance. 

3.2 Scrutinise key systems and data used 
to inform people practice in relation to 
measures of work and people 
performance calculations. 

3.3 Collate key findings for stakeholders 
from people practice activities and 
initiatives. 

3.4 Measure the impact and value of 
people practice using a variety of 
methods.



Why do we 
learn 
Evidence 
Based 
Practice ?

At the heart of evidence-based 
practice is the idea that good 
decision-making is achieved through 
critical thinking and drawing on the 
best available evidence. 

Evidence-based practice leads to 
decisions and actions that are more 
likely to have the desired effect and 
are less reliant on anecdotes, 
received wisdom and personal 
experience – sources that are not 
trustworthy on their own.

Evidence-based HR practice draws 
together published research 
and people analytics with 
professional expertise and 
stakeholder opinions.

https://www.cipd.co.uk/knowledge/strategy/analytics/factsheet/
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Evidence-based practice

• Internal 
data

• Professional 
expertise

• Values and 
concerns

• Empirical 
studies

Scientific 
Literature

Stakeholders

OrganisationPractitioners



CIPD’s insight

Evidence-based practice is about making 
better decisions, informing action that has 
the desired impact. 

An evidence-based approach to decision-
making is based on a combination of using 
critical thinking and the best available 
evidence. 

It makes decision makers less reliant on 
anecdotes, received wisdom and personal 
experience – sources that are not 
trustworthy on their own. It is important for 
People Practitioners to adopt this approach 
because of the huge impact management 
decisions have on the working lives of 
people in all sorts of organisations 
worldwide. 

Managers have an obligation to find the best 
evidence when making important decisions 
to strengthen the well-being of their 
workers as well as ensuring their 
organisation’s success





4 types of Evidence-based sources
Evidence-based management focuses on four sources of evidence that should 

be reviewed or explored to help identify a solution that is more likely to work 

than other possible solutions;-

1. Scientific literature – using empirical studies and evaluated academic 

research to inform decision-making

2. Organisational evidence – data, knowledge and insight gained from within 

an organisation to help inform decision-making

3. Stakeholder evidence – evidence from employees, customers, board 

4. members, suppliers etc which help inform decision-making

5. Practitioner experience – views and insights from the practitioners as to 

what the issue is thats being investigated and what our opinions are on what 

solutions could possibly work.



Groupthink

Is a mode of thinking 
that individuals engage 
in when pressures 
toward conformity 
become so dominant in a 
group that they override 
appraisal of alternative 
courses of action. 

37



What is 
Groupthink

• People accepted a not-so-good idea as plausible 
to maintain harmony and coherence within their 
group. They opted for conformity rather than critical 
discourse. When challenged, they agreed they had 
gone too far and took back the accusation
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Group Polarization



How  to 
Decide on 
which idea 
to choose 
from?

43
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Video: Rational Decision Making 
Model



Link between Perception & Individual 
Decision Making

Introduction

• Individuals in organisations make decisions.

• Decisions are choices made from among two or
more alternatives

• Organisations are empowering non-managerial
employees with job-related decision-making
authority

45



Link between Perception & Individual 
Decision Making: Introduction

• Decision-making occurs as a reaction to a problem.

• Problem: discrepancy between some current state of
affairs and some desired state, requiring consideration
of alternative courses of action

• One person’s problem is another’s satisfactory state of
affairs. Hence, the awareness that a problem exists and
a decision needs to be made is a perceptual issue

46



Link between Perception & Individual 
Decision Making: Introduction

• Every decision required interpretation and
evaluation of information and alternatives.

• The decision maker’s perceptual process will
have a large bearing on final outcome.

47



Rational Decision Making Model: 6 
Steps

48

Define the 
problem

Identify 
decision 
criteria

Weight the 
criteria

Generate 
alternatives

Rate each 
alternative on 
each criterion

Compute the 
optimal 
decision



The Rational Decision-Making Process

Introduction

• The decision maker is rational. He makes
consistent, value-maximizing choices within
specified constraints

• These choices are made following a 6-step
rational decision-making model

49



The Rational Decision-Making Model

Assumptions

• Problem clarity
– the problem is clear, unambiguous, and the decision maker has

complete information

• Known options
– decision maker can identify all the relevant criteria, list all the

viable alternatives and is aware of all the possible
consequences

• Clear preferences
– criteria and alternatives can be ranked and weighted to reflect

their importance

50



The Rational Decision-Making Model

Assumptions

• Constant preferences
– specific decision criteria are constant and that the

weights assigned to them are stable over time

• No time or cost constraints
– rational decision maker can obtain full information

about criteria and alternatives

• Maximum payoff
– Rational decision maker will choose the alternative

that yields the highest perceived value

51



The Rational Decision-Making Model

Step 1: Defining the problem

• problem exists when there is a discrepancy between an
existing and a desired state of affairs

• Many poor decisions can be traced to the decision
maker overlooking or defining the wrong problem

• Example: High absenteeism rate

52



The Rational Decision-Making Model

Step 2: Identify the decision criteria
• identify criteria that will be important in solving the

problem

• decision-maker determines what is relevant in making
the decision

• any factors not identified in this step are considered
irrelevant

• brings the decision maker’s interests, values and
personal preference into the process

53



The Rational Decision-Making Model

Step 3: Weight the criteria

• to give criteria correct priority in the decision as
not all criteria identified are all equal in
importance

54



The Rational Decision-Making Model

Step 4: Generate possible alternatives

• generate possible alternatives that could
succeed in resolving the problem

• alternatives are not appraised, just listed (all
kinds of possibilities are explored)

55



The Rational Decision-Making Model

Step 5: Rate each alternative on each criterion

• decision maker critically analyze and evaluate
each alternative against the identified and
weighted criteria

• strengths and weaknesses of each alternative
become evident as they are compared with the
criteria and weights established in steps 2 & 3

56



The Rational Decision-Making Model

Step 6: Compute the optimal decision

• evaluating each alternatives against the
weighted criteria

• select the alternative with the highest total
score

57



Improving Creativity in Decision Making

Definition

• Creativity is the ability to produce novel and
useful ideas

• these are ideas that are different from what has
been done before, but are appropriate to the
problem presented

58



Business environment  consist of the internal and the external 

environment.



Internal Environment vs External Environment

There is interaction between the internal 
environment and the external environment.

A business is one where you convert
inputs into output.

The business environment consists of the 
internal and the external environment.

Recap
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Internal vs External 



Internal 

Organisational Structure

Organisational Culture         

External

Micro                     Macro

Suppliers                            Political/Legal 

Competitors                      Economic

Labour market                  Social 

Financial institutions       Technological

Customers                          Ecological/Ethical

Legal

Business 

Environment

External –
Macro 

(PESTEL)

External 
Micro (industry 

/Market)

Internal

(organization)



Force Field Analysis
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Force Field Analysis64
D

ef
in

it
io

n Method for listing, 
discussing and 
evaluating the 
various forces for 
and against a 
proposed change

Te
rm

s Driving forces: forces 
that help you 
achieve change

Restraining forces: 
forces that work 
against change



Steps to Construct Force 

Field Analysis

65

Record a well-defined 
goal or change to 

implement

Make a list of driving 
and restraining forces

Sort into common 
themes or prioritise the 
driving and restraining 

forces

Score to each force, 
from 1 (weak) to 5 

(strong)

Calculate a total score 
for each of the two 

sections

Discuss action strategies 
to eliminate the 

restraining forces and to 
capitalize on the driving 

forces



Example: Force Field Analysis

66

Lo
ss o

f staff 
o

vertim
e

Staff relu
ctan

t to
 

learn
 n

ew
 

system

Lack o
f in

-
h

o
u

se 
exp

ertise

C
o

st

D
isru

p
tio

n

Forces against change

Change: Upgrade email system

Forces for change
R

ed
u

ce em
ail 

d
o

w
n

-tim
e

In
terface w

ith
 

cu
sto

m
er 

system
s

In
creased

 
efficien

cies an
d

 
sp

eed

R
ed

u
ce risin

g 
m

ain
ten

an
ce 

co
sts





External 

Macro 

Environment 

– PESTE(L) 

Framework

Examples of what could affect the 

business environment

Brexit / US Election    

Business laws   

Currency fluctuation

GDP

Inflation

Social norms

Heritage of people

Availability of wifi

Smart phone ownership

Climate change

Level of corruption



ANALYSIS TOOL
PESTLE 

FRAMEWORK
Comprising the 5 to 6 

factors can be portrayed in 
different ways…

These are some of 
the many examples 
found when you 
google “PESTEL” …



What is an organization’s 

Internal Environment?



Internal Environment

of a business refers to the

structure and culture of the 

organisation, which can affect the 

success of a business in terms of its 

growth & profitability.



Internal Environment

How do we structure our business?

What type of organisation chart works best?

… so that maximum level of efficiency can be

achieved? (Priority A)

…or so that creativity & innovation can be

achieved… (Priority B)…or…

Choice of structure depends on industry & the top

priorities of the company.



Internal Environment

How do we devise company policies so that the

culture of a business can be supportive to an

employee’s motivation?

1. Maslow’s Hierarchy of Needs

2. MHertzberg's two factor theory

3. McClelland's theory of needs

4. Vroom's theory of expectancy

5. McGregor's theory X and theory Y



Human relations 
approach

Emphasises the importance of 

people and influence of social 

and psychological factors in 

shaping organisational

behaviour.

Maslow’s Hierarchy 
of Needs
1. Physiological
2. Safety
3. Belongingness
4. Esteem
5. Self actualisation

Hierarchy of Needs in Ratatouille. 
https://www.youtube.com/watch?
v=tzQ9vrvTAtk



Job Enrichment (Herzberg)
Principles of vertical job loading Motivators

Remove some controls while retaining accountability Responsibility and 

achievement

Increase accountability of individuals for their work Responsibility and recognition

Give a person a complete natural unit of work Responsibility, achievement 

and recognition

Grant additional authority to employees in their activity; job 

freedom 

Responsibility, achievement 

and recognition

Make periodic reports directly available to the workers 

themselves rather than to supervisors 

Recognition

Introduce new and more difficult tasks not previously handled Growth and learning

Assign individuals specific or specialized tasks, enabling them 

to become experts 

Responsibility, growth and 

advancement



So why are businesses so 

concerned about the business 

environment?

Ultimately what are companies 

concerned about?

Short-term profits…
Long Term Growth…



The external micro environment (affecting the specific 

industry that the business firm is in) consist of:

1. The labour market

2. The financial market

3. Competitors

4. Threat of new entrants

5. Threat of substitutes

6. Power of buyers

7. Power of suppliers

Michael Porter’s 

Five Forces



External Micro Environmental 

Factors Affecting Business 

Organisations –

5 Forces



The external micro environment (affecting the specific 

industry that the business firm is in) consist of:

1. The labour market

2. The financial market

3. Competitors (current competition)

4. Threat of new entrants

5. Threat of substitutes

6. Power of buyers

7. Power of suppliers
Michael Porter’s 

Five Forces



MICHAEL 

PORTER’S 5 

FORCES
Youtube 9.41mins

Short explanation – (09.42min video) 

https://www.youtube.com/watch?v=PeN1pvahsSA

Detailed more comprehensive (1.32min video) -

https://www.investopedia.com/terms/p/porter.asp

Further Reading: 

https://www.businessnewsdaily.com/5446-porters-five-forces.html

https://www.youtube.com/watch?v=PeN1pvahsSA
https://www.youtube.com/watch?v=PeN1pvahsSA
https://www.investopedia.com/terms/p/porter.asp
https://www.businessnewsdaily.com/5446-porters-five-forces.html


PORTER’S 

FIVE 

FORCES

According to Michael Porter (Harvard Univ. 1979), the structure 

of an industry and the ability of firms in that industry to act 

strategically depends on the relative strength of five forces.

1.current 

competition 

2. potential 

competition 

(threat of entry)

3. threat of 

substitutes

4. power of 

buyers &

5. power of 

suppliers.

https://www.youtube.com/watch?v=mYF2_FBCvXw



Eg. Analysis on 

Food Industry 

using Porter’s 5 

Forces



CURRENT COMPETITION (EXISTING COMPETITORS)

Firms in a highly competitive market might be 

unhappy with the lack of power they have 

over various factors such as pricing.

They will use strategy to try and change the 

situation.  For example they may form strategic 

alliances with other players.



https://vulcanpost.com/695442/covid-19-business-

opportunities-singapore/

How has Covid-19 changed businesses?

From Telemedicine To Cloud Kitchen: COVID-19 

Reveals 4 Key Business Opportunities In S'pore

(Vulcan Post Apr 2020)

COVID-19: Implications for business 

(McKinsey Apr 2020)

https://www.mckinsey.com/business-functions/risk/our-

insights/covid-19-implications-for-business

https://vulcanpost.com/695442/covid-19-business-opportunities-singapore/
https://www.mckinsey.com/business-functions/risk/our-insights/covid-19-implications-for-business


https://vulcanpost.com/695442/covid-19-business-

opportunities-singapore/

How has Covid-19 changed businesses?

From Telemedicine To Cloud Kitchen: COVID-19 

Reveals 4 Key Business Opportunities In S'pore

(Vulcan Post Apr 2020)

COVID-19: Implications for business 

(McKinsey Apr 2020)

https://www.mckinsey.com/business-functions/risk/our-

insights/covid-19-implications-for-business

https://vulcanpost.com/695442/covid-19-business-opportunities-singapore/
https://www.mckinsey.com/business-functions/risk/our-insights/covid-19-implications-for-business


THE EXTERNAL MICRO ENVIRONMENT
Learning outcomes:

By the end of this session, you would have been able to:

Describe the components of the external micro environment

Appreciate the relationship between the external micro environment and the 

internal environment

Illustrate how the external influences can affect a business

References:

Worthington & Britton

The Business Environment

Chapter 3 (pg 46 – 47), 

Chapter 15 (pg 383 – 387)

Additional 

Reading 

(optional):

Strategic 

CFO

https://strategiccfo.com/porters-five-

forces-of-competition/



The internal 
environment

The McKinsey 7-S Framework

Ensuring that all parts of your organisation
work in harmony.

Model is used for variety of situations 
where coordination & alignment is 
useful. Helps you:

▪ Improve performance of a company

▪ Examine the likely effects of future 
changes within a company

▪ Align departments & processes during 
a merger or acquisition

▪ Determine how best to implement a 
proposed strategy.



The McKinsey 7-S Framework

Ensuring that all parts of your organisation
work in harmony.

Strategy: the plan devised to maintain & 
build competitive advantage

Structure: the way the organisation is 
structured & who reports to whom.

Systems: the daily activities & procedures 
that staff members engage in to get the job 
done.

Shared values: the core values of the company 
that are evidenced in the corporate culture & 
general work ethic.

Style: the style of leadership adopted

Staff: the employees & general capabilities

Skills: the actual skills & competencies of the 
employees working for the company

Source: https://www.mindtools.com/pages/article/newSTR_91.htm

https://www.mindtools.com/pages/article/newSTR_91.htm


The Simplicity Principle and why six is 

the perfect number for better 

management

Case Study: https://www.strategy-business.com/article/The-
Simplicity-Principle-and-why-six-is-the-perfect-number-for-
better-management

Principle: KISS

https://www.strategy-business.com/article/The-Simplicity-Principle-and-why-six-is-the-perfect-number-for-better-management


Common trends in 
organisational

structures

Organisational structures

Common trends

1. Existence of SBUs - strategic business 
units (sometimes known as profit centres) 

2. Matrix reporting (dual or more than 2 
reporting relationships)

3. Project teams (temporary and 
fashioned around expertise rather than 
rank)

4. Virtual organisations

5. Downsizing

6. Business process re-engineering





Introduction to the Internal Environment

Three areas of the internal organisation that relate 

directly to the internal business environment and 

indirectly to the even broader business 

environment are:

1. Approaches to understanding organisations

2. Organisational structures

3. Key functions within an organisation



Approaches to 
Understanding 
Organisations

Approaches

1. The classical approach

2. The human relations approach

3. The systems approach



Approaches to Understanding 

Internal Environment of 

Organisations

– Classical Approach



Classical approach

Formal structure is emphasized including – specialisation, 

authority, co-ordination, responsibility and span of 

control.

Sub-groupings include 

▪ scientific management (scientific measurement to 
productivity) and 

▪ bureaucracy (existence of office rules and procedures)



Fordism
• Time & motion study – studies which action must be 

done first, followed by the next & eliminate any 

unnecessary steps…to increase efficiency & reduce 

production time.

• Standardization - Ford Model-T

• Assembly line





Approaches to Understanding 

Internal Environment of 

Organisations

– Human Relations Approach



Approaches to 
Understanding 
Organisations

Approaches

1. The classical approach

2. The human relations approach 
▪ Maslow Hierachy of Needs

▪ Herzberg (Job Enrichment)

3. The systems approach



Internal Environment

How do we devise company policies so

that the culture of a business can be

supportive to an employee’s motivation?

A study of Maslow’s Hierarchy of Needs and its

application to a business in terms of Human

Resource policies will be explored.



Approaches to Understanding 

Internal Environment of 

Organisations

– Systems Approach



Approaches to 
Understanding 
Organisations

Approaches

1. The classical approach

2. The human relations approach

3. The systems approach



The systems 
approach

Systems approach

Integration of structure, people and 
technology by portraying organisations
as systems interacting with the 
environment (incorporating processes)

Recap: Inputs -> Output 
Transformation Process)

Inputs – people, finance, materials and 
information

Output – goods and services, 
information, ideas and waste

Source: Robert Grant (2015)



Eg of a Systems Approach

Fight against 
competitors to reap 

profits & grow 
business over time

Internal 
Environment 
of an 
Organisation



The systems 
approach

Adapted from Source: Robert Grant (2015)



Internal Environment

How do we structure our business?

What type of organisation chart works best?

… so that maximum level of efficiency can be

achieved? (Priority A)

…or so that creativity & innovation can be

achieved… (Priority B)…or…

Choice of structure depends on industry & the top

priorities of the company.



Types of 
relationships in 
organisational

structures

Organisational structures

Types of relationships:

1. Line relationships – vertically downward from 

superior to subordinate

2. Functional relationships – between specialists 

and departments

3. Staff relationships – when senior personnel 

appoint assistants who have no authority over 

other staff but serve as an extension of their 

superior

4. Lateral relationships – between individuals 

with similar positions (eg heads of department)



Types of 
groupings in 

organisational
structures

Organisational structures

Types of groupings:

1. By function or major purpose – eg finance, 
marketing, human resource, operations

2. By product or service

3. By geographical location

4. By common skills (eg particular skills or 
methods of operation eg data entry)

5. By customer group



Key functions 
within an 

organisation

Functions of management

These could include Production, Finance, 

Marketing, Human Resource and Research & 

Development

Human Resource Management includes

1. Recruitment and Selection

2. Working Conditions

3. Training and Career Development

4. Job Evaluation

5. Employee Relations

6. Manpower Planning

7. Legal Aspects of Employment



Approaches to Understanding 

Internal Environment of 

Organisations

– Systems Approach

(Examples of Organisation

Structures)
Refer to source: https://www.quora.com/



Source: https://www.quora.com/



Source: https://www.quora.com/



Source: https://www.quora.com/



Source: https://www.quora.com/



Source: https://www.quora.com/



Source: https://www.quora.com/



Source: 
https://www.
quora.com/



HR Metrices

• Exit Interviews

• Job Analysis questionnaires

• Work Sampling

• Examination of organization metrics

• Comparison with sector metrics

Performance Appraisal What gets measured gets done and 
What gets measured becomes important 





The 11 key HR METRICS



The balanced scorecard allows managers to look at the business from four important 
perspectives. (See the exhibit “The Balanced Scorecard Links Performance Measures.”) 
It provides answers to four basic questions:

Balance Scored Card



Examples of Organisation with 

Commendable Corporate 

Culture

Refer to source: 
https://www.entrepreneur.com/article/249174



Google
Free meals, employee trips and parties, financial bonuses, 
open presentations by high-level executives, gyms, a dog-
friendly environment

BUT 
Huge company plus stress associated with a competitive 
environment. 

Takeaway: Even the best culture needs to revisit itself to 
meet a growing company’s team. The most successful 
company culture leads to successful business, and that 
requires an evolving culture that can grow with it.

EXAMPLE OF COMPANIES WITH FANTASTIC CULTURES 
(Source: www.entrepreneur.com)

https://www.youtube.com/watch?v=c1jlmdkApTQ (3.08mins)

https://www.youtube.com/watch?v=c1jlmdkApTQ


Facebook
- lots of food, stock options, open office space, on-site 
laundry, a focus on teamwork and open communication, a 
competitive atmosphere that fosters personal growth and 
learning and great benefits.

- created conference rooms, has separate buildings, lots of 
outdoor roaming space for breaks and has management 
(even CEO Mark Zuckerberg) working in the open office 
space alongside other employees. It’s an attempt at a flat 
organizational culture using the buildings and space itself to 
promote a sense of equality among the competition.

EXAMPLE OF COMPANIES WITH FANTASTIC 
CULTURES (Source: www.entrepreneur.com)



Adobe
- goes out of its way to give employees challenging projects and 

then provide the trust and support to help them meet those 
challenges successfully. While it offers benefits and perks like any 
modern creative company, Adobe's is a culture that avoids 
micromanaging in favor of trusting employees to do their best.

- Adobe doesn’t use ratings to establish employee capabilities, 
feeling that that inhibits creativity and harms how teams work. 
Managers take on the role of a coach, more than anything, letting 
employees set goals and determine how they should be assessed.

- Employees are also given stock options so that they know they 
have both a stake and reward in the company’s success. 

- Continual training and culture that promotes risk taking without 
fear of penalty are part of Adobe’s open company culture.

EXAMPLE OF COMPANIES WITH FANTASTIC CULTURES 
(Source: www.entrepreneur.com)

http://articles.economictimes.indiatimes.com/2014-06-30/news/50974404_1_work-culture-adobe-gupta


All parts of an organization 

need to align together 

Refer to source: 
https://www.mindtools.com/pages/article/newSTR_91.htm
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