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Week 2 Discussion 1: Maslow’s Hierarchy of Needs and Employee Benefits Packages
Maslow’s hierarchy of needs is an expositional concept describing psychological motivations that drive an individual’s relation, personally, socially and economically. These needs begin from physiological, safety and security, social, self-esteem and self-actualization needs.  Every individual is thus entitled to some benefits regardless of their position in order to meet the above needs.
An employee’s stage in any one of the given stages of needs above can affect the type of benefit packages he or she takes home, as is posited by Atchison, Belcher & Thomsen (2000-2013). An employee who is simply a new recruit in the firm or organization will be entitled to such benefits as minimum wages and bargain able health insurance and Disability and Workers Compensation if any, from the organization. He or she may not necessarily be prompt to attain similar benefits that are given to the senior members of that particular organization. Depending on the economic scale and magnitude of the organization as well, the individual stage of needs on the hierarchy can or cannot be met.  Furthermore, one may have attained the physiological needs such as shelter, food and clothing and thus wishes to attain additional job security attached to other implements such as savings accounts, the problem would step in if the organization is not stable financially. He or she will hence have to put up with remaining static at a given stage of need in the hierarchy.
The implications that organizations likely face as they design employee benefits packages include misalignment of the benefits packages with organizational objectives. Some organizations have failed to harness continued employee’s changing requirements with their set strategies. This often results in conflict and legal actions in regards to compensation and benefits fit for an employee. On the brighter side, organizations that keep tabs on the changing circumstances surrounding the employee have more than ever been able to retain its human capital, acclimatized to economic changes and acquired sustainability in evolving market strategies.  Conversely, organizations should provide core security and increase employee choice as is spelt out by the U.S. Department of Labor, Employee Benefits Security Administration (2016). Core security needs in terms of benefits should primarily include, among other employee choices, health insurance cover, life insurance, and a pension for the employees (U.S. Department of Labor (n.d.)). Failures to accredit these securities have often resulted in dire implications on the organization versus the state labor laws.
Every individual is entitled to some benefits regardless of their position in the organization.  It is a mandate upon the HR of given organizations to create workable strategies that will, from time to time, address and cover the changing needs of its human capital.  This strategy enhances better work relations in terms of compensations and benefit allowances for the employees and retention of the workforce.
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