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Executive Summary 
Overview 
 The <blocked name> has deficiencies in their organizational design and this paper 
outlines possible prescriptions to aid in the development of these deficiencies. 
The Problem 
 The areas in need of assistance for the organization are as following in order of 
precedence from most significant to least significant; helpful mechanisms, attitude to change, 
rewards, structure, leadership, purposes, relationships. 
The solution 
 Helpful Mechanisms 
 The implementation of mentorship both informal and formal will be utilized to fix the 
most significant issue of the organization. 
 Attitude to Change 
 Advocacy groups known as task forces will be implemented on the front line supervisor 
level to better construct a communication from the bottom up. 
 Rewards 
 Specificity within the employee population should relate directly to the rewards available 
to them. The reward structure will implement cluster groups as a means to generalize potential 
cost-effective and applicable incentives to reward performance. 
 Structure 
 The structure will be enhanced through means of understanding job design of a team and 
its specific function such as problem-solving versus cross-functional teams. 
 Leadership 
 Spiritual leadership will be proposed to better steward the ethical values of the 
organization as a means to perpetuate a role model system for the organization’s standard. 
 Purposes 
 Increasing the vocation of the employee population will serve to better empower the 
willingness to “Go above and beyond” for tasks and assignments. 
 Relationships 
 Conflict management is significantly enhanced by providing training that changes the 
perception of how teams see each other as the goal of diversity inclusion is reached. 
Implementation Period 
 The <blocked name> can take advantage of all the prescriptions to the diagnosis of work 
crisis concerning its obstacles to increased capacity and meeting bench marked goals. The need 
and request for this study is by the request of 16 volunteers within the population health 
department of The <blocked name>. The 16 participants were the result of recruitment methods 
producing a yield rate of 27.6% of the total work force totaling 58 employees. 
Limitation 
 The limitation of this study can only be generalized to the employee population within 
the population health department. 
Bias 
 There was no bias or outside influence when creating this report and solely represents 
evidence-based practice amongst current literature.  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Organizational Analysis: Part Two 
<blocked name> 
 <blocked name> in  California was observed for an analysis of their purpose, culture, 
future progress and current work place crises. It was observed that the purpose to serve as a 
regional health education center regarding cancer prevention. The trend of small teams and levels 
of stress within the job design provides adequate mediating factors to determine a causality for 
burn out (Helm-Stevens & Kipley, 2018). A job design that allows to express civic duty as a 
health educator ties into the organizational culture of a clan mentality as both purpose and work 
climate show a positive relationship (Guay, 2016). Examining this relationship further, observers 
can note the amount of work may be accepted due to employee engagement as a result of 
increased understanding of their importance and a sense of autonomy (Helm-Stevens & Kipley, 
2018). The purpose of this analysis will focus on increasing organizational design by 
understanding modifiable mediating factors such as evidence-based human resource 
management theories. 
 Organizational Diagnosis Questionnaire 
 Several areas of management were examined within the employee population for The 
<blocked name> and some key conclusions were found. The two areas that stood out the most 
were leadership and relationships with the close third being purposes (Appendix A). By 
understanding the areas of strength within a subjective quantitative survey, management can 
better attain increased strategic growth and Organizational Citizenship Behavior (OCB). The 
organization’s areas of improvement using this survey highlight the need for increased helpful 
mechanisms for the lateral promotion of employees. The Organizational Diagnosis Questionnaire 
(ODO) serves to highlight areas of both strength and improvement for management to employ 
cost-effective and evidence based theories. 
Six Box Organizational Model Analysis 
 The author of the six box model was Marvin Weisbord and his intent was to develop a 
conceptual design to better illustrate the dimensions of an organization (Karimian, Taheri, 
Sadeghpour, & Sadeghpour, 2015). This measurement tool was measured with the validity power 
of 0.80 and reliability power of 0.87 (Weisbord, 1976). Karimian et al. (2015) conducted a pilot 
test to see its modernized validity with a power of 0.85 concluding a positive significance with 
validating intended outcomes within organizational design studies. The uniqueness of use from 
Karimian et al (2015) took the Six Box Model and then applied it to the health and welfare of 
employees to illustrate the relationship between organizational culture and employee mental 
health. The focus to understand organizations revolve around six areas known as employees 
traverse these regions of management to produce an output for the environment known as 
performance (Karimian et al., 2015).  
 Sample Population 
 Employees volunteered their time to answer the 35 question survey with the intent to 
provide reasonable change. Of the employee population, only those within the population health 
sciences department were asked. The yield rate of the recruitment process equated to 27.6% or 
16 volunteers of the total 58 employees. 27.6% may not provide a significant and generalizable 
analysis; however, it provides a significant need for further research into the outcomes of this 
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study. Looking into the future, ideally the yield rate should reach at least 50% of the employee 
population rather than only surpassing 25%. 
 Study Hypothesis 
 If one employee whom conducted the ODO can be generalized, then the whole 
population sciences department should have similar scores. This pre-study hypothesis is 
attempting to generalize one employee in predicting the results of all 16 study participants. The 
significance of this hypothesis provides the organization a higher generalization of results despite 
only reaching 27.6% of the total employee population. Due to a .87 power of reliability with the 
measurement tool, there should be no confounders found outside of the parameters of 
measurement. The .80 power of validity shows that the intended measures of the Six Box Model 
will produce a high degree of accuracy. 
 Findings 
 Compared to the pilot study of one individual within the department, the study concluded 
only two similar results within the areas of purposes and relationships deviating below a .20% 
difference (Appendix B). The working hypothesis can infer that purposes and relationships 
within the organization hold a strong significance amongst the total employee population as both 
the pilot study and 27.6% concluded similar results (Appendix B). The differentiating areas were 
structure, leadership, rewards, helpful mechanisms and attitude toward change (Appendix B). 
The variability amongst both of these sets of data provides a context to support increased 
research within the field of organizational design. The benefits of increased research will allow 
for increased communication between employees and employers as de-identified information in 
study results. 

Purposes 
Key Findings 
 Purposes deal with the integration of the employee and the business sector that either 
voice a vocation or facilitate employee non-engagement. Scoring a 2.05 average to validate the 
pilot study’s 2 point average shows employee engagement through aligned core values and 
beliefs. This strength of the organization can always be improved and protected through a 
continuous improvement cycle (Helm-Stevens & Kipley, 2018). When making improvements, it 
is important to communicate transparently through out the chain of command both horizontally 
and laterally (Helm-Stevens & Kipley, 2018). Purpose was a strong area validated by two 
studies; however, it still remains a necessity to benchmark goals and seek improvement. 
Improvement 
 OCB is a mediating factor towards organization improvement; however, more 
specifically for purposes (Jiang, Wang, & Li, 2019). Using the continuous improvement cycle to 
improve a mediating factor, OCB, will increase purposes as alignment of organization and 
individual core beliefs will grow closer (Jiang et al., 2019). The goal of continuous improvement 
are to; identify the opportunities of influence, plan improvements, executive the changes, and 
monitor the outcomes (Helm-Stevens & Kipley, 2018). The benefits of improving purposes can 
be seen with increased employee engagement and decreased incident reports (Jiang et al., 2019). 
OCB is a passive engagement of employee mannerism that contributes to the work climate and 
social peer pressures in sustaining the current organizational standards and ethics (Jiang et al., 
2019). 



!6

 Methodology 
 By improving psychological ownership over leadership and management styles, 
opportunities for improvement can be identified (Jiang et al., 2019). After opportunity 
identification, choosing to plan improvements can be taken from different theories such as the 
empowering leadership theory (Jiang et al., 2019). Including this theory into improving purposes, 
supervisors should seek too be transparent with the value of their employees work output (Jiang 
et al., 2019). Lastly, the improvement cycle should be completed again during the supervisor’s 
job appraisal as a conceptual design for continuous improvement (Bernardin & Russell, 2013). 
 Conceptual Design 
 The foundational conceptual design is for the methodology of improvement comes from 
The Moderated Mediation Model, which examines a “Future times perspective” (Jiang et al., 
2019). Future times perspective is a theory that improves the employees relationship with events 
in the future such as achieving goals and promotions (Jiang et al., 2019). For example, adopting 
positive OCBs would not only aid in aligning the individual with the core organizational beliefs, 
but also provide the context for lateral movement within their professional goals. This would 
increase employee engagement and motivation, which is the case for observed signs of burn out 
from the earlier analysis. By investing time into professional development, employees can 
experience a higher sense of purpose as their actions reflect self-ownership over their role in the 
organization. 

Structure 
Key Findings 
 Structure within an organization reflects the division of work output amongst the 
individual’s input. In other words, it examines how work and responsibility is divided amongst 
team members. The 16 employees scored a 2.5125 point average compared to the pilot study of a 
3.8 point average. This signifies an inference that structure is not a significant inhibitor of 
organizational performance. The outlier of the pilot study may signify negative OCBs not related 
to the current clan culture of The <blocked name>. Structure was an area of significance; 
however, the next study revealed a new narrative for improvement focus. 
Improvement 
 Organizational structure may differ amongst the varying business sectors and purposes of 
teams (Helm-Stevens & Kipley, 2018). The continuous improvement cycle will be used to 
improve the division of responsibility according to the job design. The benefits of having a well-
rounded job design is that the structure of the environment can be more conducive to a healthy 
work life balance and improved job satisfaction (Cowin & Moroney, 2018). Increased awareness 
of how the structure of teams and overall organizational modeling can provide a higher case of 
job satisfaction with decreased feelings of “Over-working” (Cowin & Moroney, 2018). 
 Methodology 
 During the job appraisal of a manager, the identification of job design with regards to 
duties should be identified as a means to seeking opportunity (Helm-Stevens & Kipley, 2018; 
Bernardin & Russell, 2013). As a manager, redefining job roles can improve the organization as 
role clarity is given for a particular assignment, project or base title (Bernardin & Russell, 2013). 
After planning the necessary changes, the execution of the job design will be implemented; 
however, it should come in incremental changes rather than a step approach (Helm-Stevens & 
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Kipley, 2018). Lastly, monitoring the effectiveness of the team with a reengineered job design 
will be necessary to compare the new outcomes with benchmarked goals either in a retrospective 
design or cross-sectional study. 
 Conceptual Design 
 The methodology for improvement of structure is derived from the conceptual design of 
The Nested Model (Cowin & Moroney, 2018). The nested model contains three different 
modifiable factors to job satisfaction being; job support, job role and job fit (Crown & Moroney, 
2018).  The most difficult of those three factors will be job fit as unintended changes to 
recruitment processes may exclude certain individuals unintentionally creating a disparate 
treatment (Bernardin & Russell, 2013). The nested model is an application theory based upon the 
job characteristics model of 1976 from Hackman and Oldman (Helm-Stevens & Kipley, 2018). 
By utilizing the job characteristics model, The Nested Model allows for greater insight of the 
critical psychological states (Helm-Stevens & Kipley, 2018). 

Leadership 
Key Findings 
 Leadership is the summation of ability to create positive inertia for change; however, this 
relates more specifically as the power to rebalance the six areas (Helm-Stevens & Kipley, 2018). 
Compared to the pilot study, the data revealed a 0.575 increase or a 26.4% increase amongst the 
16 participants (Appendix A & B). This 26.4% increase should be addressed in a positive manner 
as employees may feel that leadership is not as affluent compared to the pilot study. There are 
numerous leadership theories and conceptual models that best fit the individual manager. It 
should be emphasized that the individual manager should stick with one theory for the entire 
continuous improvement cycle. This will eliminate the possibility for confounders by reducing 
the amount of variables within the ability to create and influence change. 
Improvement 
 With the numerous theories on leadership, the recommendation of this paper will be 
focused on a spiritual approach (Meng, 2016). Spirituality assists in a leaders ethical values with 
facilitating a just environment for employees to feel safe (Meng, 2016). By improving a leader’s 
spirituality, the ethical decision-making framework tools will increase both employee loyalty and 
reduce bias with a non-judgmental and objective view point (Meng, 2016; Helm-Stevens & 
Kipley, 2018). Secondly by incorporating a value driven leadership model, the dividends of 
change will also see spill-over into the purposes as a correlation now takes effect as leaders 
steward positive organizational values. The benefits to approaching leadership through ethical 
frameworks allows for greater influence within the employer-employee relationship creating a 
lasting professional network. 
 Methodology 
 Leadership can be monitored frequently as a result of surveys such as The Johari 
Window and an exam called “How good are your leadership skills” (Mind Tools, n.d.; The 
Johari Window, n.d.). Eventful failures or not achieving quarterly goals are examples of 
opportunities to enact spiritual leadership. The decision to create or utilize ethical decision 
making frameworks will be in the planning stages for change (Helm-Stevens & Kipley, 2018). 
Executing the plan should be either intentional or in response to a negative environmental 
outcome for the employee such as harassment or “Life circumstances”. It is important for the 
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organization too implement a continuous improvement cycle regardless of the context it is used 
for as outcomes need measurable benchmarks to compare complacency to standards. 
 Conceptual Design 
 The foundational conceptual design for improving influence amongst the employee 
population is within Maslow’s Hierarchy of Needs (Helm-Stevens & Kipley, 2018). The 
practical application theories are formed from spiritual leadership with Herzberg’s Dual 
Structure Theory (Meng, 2016; Helm-Stevens & Kipley, 2018). These theories place a high 
influence over the leader’s ability to improve employee motivation and their journey from entry-
level to upper management. A similar leadership style that may be more affluent is known as 
servant leadership, which places the same values upon ethical core beliefs within the 
organization’s decision making rationale. Stewarding the organization’s core beliefs allows for 
positive OCB to occur mediating the passive environment’s transformation into a celebrated 
work culture. 

Relationships 
Key Findings 
 Relationships focuses on the dialogues amongst team member, colleagues and 
supervisors. Inherently, conflict will arise within teams, so it is up too supervisors to mediate 
healthy collaborative work for increased performance and cooperation especially in a diverse 
environment (Helm-Stevens & Kipley, 2018). Compared to the pilot study, the data revealed a .2 
average increase or 10% increase from 1.8 to 2.0 (Appendix A & B). A 10% increase may sound 
significant; however, it is only a .2 average increase, so the priority of improvement amongst the 
different areas should be considered low. Current literature elaborates on a lot of techniques that 
mediate the healthy de-escalation of conflict and promote the collaboration within team 
dynamics. 
Improvement 
 Team meetings seeking collection or consensus can utilize the step ladder technique, the 
ringi approach and the Delphi technique to obtain feedback on proposals and strategic growth 
(Helm-Stevens & Kipley, 2018). Cooper-Duffy & Eaker (2017) showcase the value and benefits 
of interpersonal communication as a mediator for increased collaboration. By improving 
collaborative efforts, diversity will be able to take form through the concept of Tuckman’s 
Stages of Team Development (Helm-Stevens & Kipley, 2018). The Tuckman’s Stages of Team 
Development provides the foundation for Cooper-Duffy & Eaker (2017) to develop their 
application theory called Inter-Professional Collaborative Practice (IPCP). The benefits of 
employing IPCP are increased respect for diversity and consideration of input from different 
departments (Cooper-Duffy & Eaker, 2017). 
 Methodology 
 By executing techniques to handle disagreements, team meets will flow with both 
positive and negative feedback towards ideas as professionals gather infrequently will produce 
smoother transition points in group settings (Cooper-Duffy & Eaker, 2017). A monitoring device 
would be a simple pre-post test study design that can be implemented at no cost comparing 
measurements of collaboration. Once data analysis is performed, management may identify 
upcoming team meetings as opportunity for group development. Completing the cycle of 
continuous improvement, leaders can plan system changes well in advance of team meetings. 
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The importance of benchmarking goals and reaching to improve even strengths will protect the 
progress of this area of management from deteriorating. 
 Conceptual Design 
 The foundational concept is Tuckermans Stages of Team Development and examined 
further with an application theory of IPCP. IPCP focused on six key elements; however, two 
were unique in that it involved the perception and value of input from others regardless of 
qualification (Cooper-Duffy & Eaker, 2017). IPCP changed how team members perceived each 
other’s input and the motivators centering around their decision to provide that feedback 
(Cooper-Duffy & Eaker, 2017). Cooper-Duffy & Eaker (2017) provided a context and applicable 
theory for the goal to polarize team members rather than vice-versa. 

Rewards 
Key Findings 
 Rewards are a management’s incentive system that may allow for increased work output 
in the form of bonuses or increased vacation hours. The data revealed a decreased average of 
0.3625 or 12.08% compared to the pilot study (Appendix A & B). The inference of this outlier 
may presume the participant in the pilot study did not utilize a skill set to obtain a threshold of 
rewards within The <blocked name>. Current literature can aid in improving this score with 
capital and non-capital expenses. Rewards can be an external motivator that allows for improved 
job satisfaction for high-achievers relating their performance to living wage. 
Improvement 
 Similar to organization structure, reward systems should be coherent with their 
organizations business sector (Helm-Stevens & Kipley, 2018). Some concepts that relate directly 
to The <blocked name>’s Population Sciences Department are skilled-base pay and merit-based 
pay due to the mixture of the clan and adhocractic culture within the culture (Helm-Stevens & 
Kipley, 2018). Other non-financial means of rewards can include telecommuting and variable 
work scheduling (Helm-Stevens & Kipley, 2018). By employing the individual goal-setting of 
the employee and understanding what is important to the individual will better produce 
specificity within the reward system. Motivators can be increased and developed to specific 
needs either with capital cost or non-capital expenses associated with the change; however, it is 
important the specificity translates to the individual desire (Helm-Stevens & Kipley, 2018). 
 Methodology 
 Redefining the workplace reward system is an example of identifying the motivating gaps 
within the organization. Management can seek to combine spiritual leadership with specificity in 
the incentive program for increased performance by understanding employees and planning 
programs that are both economical and practical. When quarterly reviews come, measurements 
of success as defined will be compared in a cross-sectional analysis amongst the employee 
population the execution of these incentives will be used. Monitoring retrospective reports on 
bench marked measurements of success can be used to develop justification for the continuous of 
these changes. 
 Conceptual Design 
 Unlike other areas of management, the conceptual design will be derived from 
understanding the motivators similar to leadership. Rewards will examine the foundation of 
Maslow’s Hierarchy of Needs and then applied critical analysis through Herzberg Dual 
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Structure Theory (Helm-Stevens & Kipley, 2018). Reward systems differ in this fashion as the 
hygienic factors are diminished by buffering the negative aspects of work with organizational 
benefits (Helm-Stevens & Kipley, 2018). The implication of adding policy proposals to improve 
employee engagement through specificity of benefits will theoretically assist in buffering the 
aforementioned psychological risk of burn out. Interestingly, each individual may be clustered 
into groups for generalized proposals that meet the themes of each cluster of employee’s theme 
ensuring less paperwork and resistance to organizational change. 

Helpful Mechanisms 
Key Findings 
 Helpful mechanisms refer to the processes in place to provide both formal and informal 
mentorship when facing and overcoming problems. Lateral growth of a worker’s development 
requires the acquisition of skills and the refinement of relevant knowledge. When conducting this 
study, the pilot survey produced a 4.2 average signifying a significant area of improvement 
within the organization (Appendix A). After conducting the follow up study of 16 employees, a 
result of 3.125 point average was received (Appendix B). Despite the difference of opinion, it 
was still statistically the most significant area in need of improvement (Appendix B). Currently, 
the methods of improving helpful mechanisms can be seen with multiple avenues of approach. 
Improvement 
 The decision to offer mentorship within the organizational scheme of The <blocked 
name> is that the public health sector would be a smooth transition due to the current virtues of 
the organization. Broughton, Plaisime, & Green-Parker (2019) define the importance of 
mentorship as a cost-effective method to control the strategic growth of any organization as 
talent advisors seek the best employees. Mentorship will not only stay within the current 
employee population, but it will aid in improving the needed training for empowering the work 
force (Broughton et al., 2019). Secondly, work is no longer looked at as a performance based 
event and is transformed into a learning environment that facilities personal growth (Broughton 
et al., 2019). Mentorship offers a lot of opportunities for growth within the department’s 
employee population atop of the aforementioned competitive advantage by providing a higher 
safety net for the psychological contract (Broughton et al., 2019; Helm-Stevens & Kipley, 2018). 
 Methodology 
 Helpful mechanisms can be monitored by surveys at no cost to the company with the 
transaction being free performance improvement measures. When job appraisals are conducted 
for employees at The <blocked name>, the opportunity to influence through mentorship are 
identified. After identifying appropriate times, the plan to implement mentorship requires a 
system for bench marking professional goals and standards within a reasonable and attainable 
manner. Lastly, the execution of the plan should ideally not be time-based, but end naturally with 
a plan in place for increased performance to guide the next generation of the work force. This 
process is known as the continuous improvement cycle that focuses on ensuring action is taken 
in a measurable fashion to justify the means of change. 
 Conceptual Design 
 Numerous tools are available such as the Mentoring Competency Assessment (MCA) 
that provide valid and reliable measurements of mentorship through the implementation process 
(Fleming et al., 2013). The MCA took three major mentoring assessment tools and combined 



!11

their theories into one to examine common themes such as professional development, 
understanding and diversity among other themes (Fleming et al., 2013). The reliability of this 
survey would provide a significant foundation for the mentorship program at The <blocked 
name>. The choice of this survey differentiates from other surveys due to it’s nature with 
involving diversity in combination with evidence-based research supporting its themes (Fleming 
et al., 2013). 

Attitude Towards Change 
Key Findings 
 Attitudes towards change involves the idea that management will be receptive to needed 
change and policy revision from the employee population. This area was rated the second most 
affluent factor at a 2.95 average amongst the 16 participants (Appendix B). Despite the pilot 
study providing a 3.6 point average it still remained in the top three for needed improvement 
(Appendix A & B). The benefits for accepting change from the employee population will be 
increased self-ownership over the organization as employees feel apart of their work community 
(Helm-Stevens & Kipley, 2018). Change can meet a lot of opposition; however, it may be 
necessary as employees in the organization seek change for the right reasons. 
Improvement 
 The <blocked name> is a public based organization that focuses on civic virtues as they 
move towards eliminating cancer from the world. This strategic mission requires growth and 
sustainability in its mission, so employing techniques to better hear workers concerns is a needed 
task as Chief Executive Officers (CEO) may be disconnected with employees by design (Helm-
Stevens & Kipley, 2018). As leaders rise to the upper levels of management, the disconnection 
between human skills and conceptual skills deepens the divide of needed qualification to perform 
the duty of strategic vision (Helm-Stevens & Kipley, 2018). Having an opportunity to allow 
employees to advocate for their internal workplace causes can have significant impacts on their 
ownership over their branding of the organization (Jiang et al., 2019).  
 Methodology 
 The <blocked name> can identify opportunity by producing a roster of key influencers 
per department.  After identifying the prospects, the planning phase of producing a task force for 
the advocacy group per department can take place. After the task force is planned appropriately 
with their communication to the CEOs, execution of the task force can take place with meetings 
concerning pressing issues. Lastly, task forces can be self-regulated as a means to monitoring 
progress. By implementing a continuous improvement cycle, deficiencies can better be innovated 
through education, design and creativity. 
 Conceptual Design 
 Jiang et al. (2019) provides the basis for the concepts and theories as aforementioned 
because of the needed feel for responsibility of success in the organization. The increased feeling 
of adopting the value system and practices will be evident through both advocacy and ability to 
reform policies (Jiang et al., 2019). For example, a current policy that has shown distain is the 
mandatory no telecommuting rule. A task force may be given that realizes the potential of adding 
this to the reward system as a means to improving performance can influence change through 
advocacy. The end result would be a better means of communication for change between both 
the employees and employers as a means to an ethical utilitarian approach. 
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Conclusion 
Financial Obligation 
 Changes for Free 
 The proposed changes do not require capital and comes from a holistically and ethical 
value system that perpetuates teamwork and collaboration amongst the aforementioned concepts 
and theories. The changes proposed come from the idea of empowerment as actions provide the 
history and evidence that employees are valued for their opinion. The opinions garnered through 
the data collection process signify the need for change amongst certain areas. The enhancement 
of programs are analyzed again through ethical values aligned with the goals and vision 
statement of The <blocked name>. The process of change may take time; however, this change 
should be looked at as incremental in nature versus completely radical. The sustainability of 
these new programs and initiatives are derived from the employees themselves as the 
organization’s human resources becomes more employee centered as opposed meeting financial 
goals. The most important note is that change does not need to cost capital, but rather focus on 
improving relationships and garnering a higher level of professional development from 
appropriate job design.  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Appendix A: ODO SCORING SHEET 
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Appendix B: Six Box Model Results 

Mathematical Work 

Structure: 201 point sum / 80 (16 employees times five questions each) = 2.5125 

Purposes: 164 point sum / 80 (16 employees times five questions each) =  2.05 

Reward: 211 point sum / 80 (16 employees times five questions each) = 2.6375 

Relationships: 160 point sum / 80 (16 employees times five questions each) = 2.00 

Attitude to Change: 236 point sum / 80 (16 employees time five questions each) = 2.95 

Helpful Mechanisms: 250 point sum / 80 (16 employees times five questions each) = 3.125 

Leadership: 174 point sum / 80 (16 employees times five questions each) = 2.175 

Weisbord’s Six Box Model (20 February 2020)

Area Total Sum Average

Structure 201 points 2.5125

Purposes 164 points 2.05

Reward 211 points 2.6375

Relationships 160 points 2.00

Attitude to Change 236 points 2.95

Helpful Mechanisms 250 points 3.125

Leadership 174 points 2.175


