Needs Chain Model©
Introduction

In daily life, assessing the needs of a specific program is one of the major methods for identifying pertinent evaluative criteria (Davidson, 2005). Hence, the individual’s needs change over time and could be unstable or vary continuously due to other needs. On the other hand, organizations or companies also have goals or objectives that are expected to be achieved in a specific period, but organizations might not consider all the different types of need in their management system. Neglecting or omitting both the individuals’ and company’s needs could harm and cause an organization more troubles. The purpose of this paper is to highlight the importance of evaluating most of the individuals’ and company’s needs at one time through utilizing a new, simple logic model called “Needs Chain Model” (NCM).
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The intent of this paper is to point out that our lives run so fast and our needs frequently change without our noticing that they have changed. Thus, organizations or individuals could make this model a tool that could periodically monitor and redefine their performance priorities. This model, however, will facilitate the way of thinking and help decision makers in figuring out solutions as quickly as possible. What could be considered as high value and merit today night not have the same merit and value a year later.

It is essential to define what we mean by different kinds of needs. (Davidson, 2005) defined different kinds of needs as these:

· Performance need: A state of existence or level of performance required for satisfactory functioning.

· Instrumental need: An intervention, product, or substance that is required to obtain a satisfactory level of functioning in a particular context.

· Conscious need: Need that are known to those who have them.

· Unconscious need: Need that is unknown to those who have them.

The problem: 

The problem organizations might have is that they measure the needs from a specific angle which would consider the organizational needs only. Nowadays, employees live in a small global village in which everything can be seen or observed easily through the media. For instance, employees in Saudi banks get anxious and concerned once they notice any downsizing in America’s banks. Thus, Saudi employees’ needs moved, for example, from the self-esteem level to the basic needs level. Occasionally, management detects that individual needs change if they have the appropriate tools to evaluate the employees’ behavior frequently, with better understanding of the causes.           

Solution:

The Needs Assessment Model is composed of aligned horizontal and virtual processes in which there are four different kinds of needs that describe and identify the ultimate performance goal, solutions, and what might affect these solutions. It can be illustrated as performance, instruments, and conscious and unconscious needs. Also, it has four vertical factors that consider organizational and individual needs, causes, and level of objectivity for all needs.

The Needs Chain Model provides tools that assist organizations in prioritizing resources and identifying areas that require improvement. Figure 1 identifies four main types of need that must be considered, for example, for determining the organization’s goals and the instrument needs with full understanding of the unconscious needs. Another factor determines the objectivity level.

There are, for example, conscious and unconscious needs that could not be figured out by an individual or organization until several methods were used to collect data and many methods were used to analyze the data. A survey could respond to the questions regarding conscious needs, but unconscious needs are not easily recognized by using this method. This model depends on the data collection method and this "depends on the level of comfort, anxiety, and trust respondents have with the data collection staff" (Soriano, 1995, p. 68).

The Needs Chain Model provides the framework for considering the success solution with full understanding of what could affect utilizing those solutions, It also offers analysis and a structured method to work step by step to identify different needs and make employees and organizations more aware of hidden factors that might limit achieving the organizational goals. Thus, the model significantly measures and evaluates individual and organizational performance needs at one time.  This will result in re-evaluating all possible solutions and reallocating resources as well as to answer how, when, where, and why they can be implemented. 

The needs at the organizational level usually pertain to behavior or tangible outcomes, such as market share or sales target, while the individual level needs usually pertain to the individual’s attitudes about the organization or himself, such as job satisfaction. Yet, the main concern is how to legitimize these different needs. Thus, the model has another factor called "Objectivity Level," which requires all needs to have a certain level of objectivity and to be based on deep investigation or further analysis (Pijl, & Veneman, 2005). Different assessors or assessment teams might or might not validate these needs, especially the unconscious needs. Organizations are encouraged to develop or improve their analysis or evaluation methods and come up with criteria that prove assessment objectivity as well.

However, assessing the employees' competencies (skills, knowledge, and abilities) as they relate to performance requirements might be done first by the employees themselves. However, Newman (2002, p. 54) stated that "We know from organizational and learning needs assessment that objectivity is a critical part of this process”; thus, it is vital to have another ways to verify the results.

Advantages:

In conclusion, the new model has two main advantages. In which it will meet most of the organizations' needs by expanding the critical thinking frame for meeting performance needs and will give specific solutions for specific problems or questions. This approach endeavors to combine most of the individual or organizational needs and put them in a systematic framework to be used and updated repeatedly. 
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