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NEW QUESTION: 1
Describe ONE model for classifying stakeholders. When communicating with different
types of stakeholders, for example to notify them of an intended purchase of high value,
how should this be managed by the Procurement Function of an organisation? (25 points).
Answer:
See the Explanation for Detailed Answer
Explanation:
One widely used model for classifying stakeholders is Mendelow's Power-Interest Matrix.
This model categorises stakeholders based on their level of power (ability to influence
decisions) and their level of interest (degree of concern in the issue). It helps managers
decide how to engage with different stakeholders effectively.
High Power / High Interest - Key Players: These stakeholders must be closely managed
and fully engaged. For example, the Finance Director or Hospital CEO when approving a
high-value purchase. Procurement should provide detailed briefings, involve them in
decision-making, and ensure their concerns are addressed.
High Power / Low Interest - Keep Satisfied: These stakeholders can influence outcomes
but may not have strong interest in day-to-day procurement. For instance, regulatory
bodies or legal advisors. Procurement should provide concise updates and ensure
compliance to avoid dissatisfaction.
Low Power / High Interest - Keep Informed: These stakeholders care about the outcome
but have limited influence. For example, end-users of medical equipment or nurses in a
hospital setting. Procurement should communicate progress, seek feedback, and maintain
transparency.
Low Power / Low Interest - Minimal Effort: These stakeholders require only basic
information. For example, general staff not directly impacted by a procurement decision.
Simple updates or summaries are enough to keep them engaged.
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When communicating about a high-value purchase, the Procurement Function should tailor
its communication strategy according to this classification. Key players (high power, high
interest) must be involved early with full transparency, including risk assessments and
supplier evaluations. Stakeholders with high interest but low power should be consulted to
build trust and buy-in, while those with high power but low interest should receive enough
information to stay satisfied. Procurement should also ensure consistent, professional
communication that reflects the importance of the purchase and builds confidence in the
process.
Conclusion:
Mendelow's Power-Interest Matrix provides a structured way to classify stakeholders. By
adapting communication to each category - managing key players, keeping others satisfied
or informed - the Procurement Function ensures effective stakeholder engagement,
minimises resistance, and gains approval for high-value purchases.

NEW QUESTION: 2
Describe THREE ways in which a procurement professional could be biased when
selecting suppliers to work with (15 points). What are the benefits of remaining unbiased
when selecting suppliers? (10 points).
Answer:
See the Explanation for Detailed Answer
Explanation:
Part A - Three Ways a Procurement Professional Could Be Biased (15 marks):
Personal Relationships / Conflicts of Interest:
A buyer may favour a supplier due to friendship, family connection, or long-standing
personal ties. For example, awarding a contract to a supplier owned by a relative, even if
another supplier offers better value. This undermines fairness and can damage
organisational reputation.
Preference for Incumbent Suppliers (Status Quo Bias):
Professionals may repeatedly select the same suppliers simply because they are familiar,
ignoring new entrants who could provide better innovation, cost savings, or sustainability.
This limits competition and supplier diversity.
Cultural or Geographical Bias:
A procurement professional may favour local suppliers over international ones, or show
unconscious bias against suppliers from certain regions. While local sourcing can have
benefits, excluding other suppliers without objective evaluation reduces fairness and
potentially increases costs.
(Other possible biases include brand preference, ignoring SMEs, or favouring suppliers
who provide personal benefits - but only three are required for full marks.) Part B - Benefits
of Remaining Unbiased (10 marks):



Remaining unbiased means making supplier decisions based on objective, transparent,
and fair criteria such as cost, quality, delivery performance, risk, and sustainability. The
benefits include:
Fairness and Transparency: All suppliers have equal opportunity, protecting the
organisation's integrity and compliance with regulations.
Best Value for Money: Objective evaluation ensures the chosen supplier offers the best
mix of cost, quality, and service.
Encouraging Innovation: By considering a wider pool of suppliers, procurement can benefit
from new ideas and technologies.
Ethical Compliance: Avoids corruption, fraud, or bribery, maintaining alignment with the
CIPS Code of Conduct.
Reputation and Trust: Stakeholders and the market see the organisation as professional
and ethical, which strengthens long-term supplier relationships.
Conclusion:
Procurement professionals may show bias through personal relationships, favouring
incumbents, or cultural preferences. Remaining unbiased ensures decisions are fair,
transparent, and ethical, leading to better value, innovation, and stronger supplier trust.
This supports both organisational objectives and the professional standards of
procurement.

NEW QUESTION: 3
What is a 'psychological contract'? (5 points). Discuss the factors that can influence this
and how an employer can protect the psychological contract from being broken (15 points)
Answer:
See the Explanation for Detailed Answer
Explanation:
A psychological contract refers to the unwritten and informal expectations that exist
between employer and employee, beyond the formal employment contract. It is built on
perceptions of fairness, trust, and mutual obligation. For example, an employee may
expect career development, recognition and fair treatment, while the employer expects
loyalty, commitment, and discretionary effort. Unlike a legal contract, it is subjective,
evolving, and deeply influenced by organisational culture and management behaviour.
Several factors influence the strength of the psychological contract. Leadership style is
crucial: a participative, empowering approach helps employees feel valued, while
autocratic or inconsistent leadership weakens trust. Organisational culture also plays a
role; a supportive, ethical culture creates fairness, whereas a toxic or discriminatory
environment erodes confidence. Communication is another factor - transparent and honest
messages during performance reviews or organisational change maintain alignment of
expectations, whereas misinformation or silence damages the relationship. Reward and
recognition are key, since inconsistencies in promotion or pay may create perceptions of
unfairness. Work-life balance and flexibility also matter, particularly in modern hybrid



workplaces. Finally, opportunities for development such as training, mentoring, or
exposure to new projects sustain the sense of reciprocal value between employer and
employee.
Employers can take several steps to protect the psychological contract from being broken.
Firstly, clear communication of job roles, objectives and expectations reduces
misunderstandings. Fair and consistent treatment across employees ensures equality and
avoids resentment. Involving employees in decision-making through surveys or
consultation gives them a voice and strengthens commitment. Employers should also
invest in people through coaching, mentoring and career development pathways,
demonstrating a long-term interest in their growth. Recognition of achievement, both
financial and non-financial, reinforces the sense of value. When organisational changes
occur, managers should follow good change management practice, such as Lewin's three-
step model or Kotter's stages, to ensure transparency and inclusion. Finally, ethical and
values-driven leadership is vital, as trust is easily broken if managers behave dishonestly
or fail to live up to organisational values.
For example, in a procurement setting, if a buyer is promised involvement in international
supplier negotiations but never receives the opportunity, the psychological contract is
broken, potentially leading to disengagement or resignation. Employers can prevent this by
giving realistic job previews, following through on commitments, and offering development
opportunities aligned to employees' expectations.
In conclusion, the psychological contract is a powerful but fragile element of the
employment relationship. It is influenced by leadership, culture, communication, rewards,
and development opportunities. By maintaining fairness, clarity, recognition, and open
dialogue, employers can protect and strengthen this contract, leading to higher
engagement, motivation and retention of talent.

NEW QUESTION: 4
ABC Ltd is a software development company and employs around 100 people. It's
executive Board of Directors is considering investing more resources in employee
development. Briefly describe what is meant by employee development and explain the
positive impacts of lifelong learning (25 points).
Answer:
See the Explanation for Detailed Answer
Explanation:
Part A - Employee Development (5-8 marks):
Employee development refers to the ongoing process of improving staff knowledge, skills,
and behaviours to enhance their performance and career progression. It includes both
formal methods such as training courses, mentoring, and professional qualifications, and
informal methods such as on-the-job learning, self-directed study, and peer collaboration.
For ABC Ltd, employee development could mean providing software engineers with



technical training, leadership coaching, or professional certifications to improve capability
and engagement.
Part B - Positive Impacts of Lifelong Learning (15-18 marks):
Improved performance and productivity: Continuous learning ensures employees remain
skilled in the latest technologies, enabling ABC Ltd to deliver innovative software solutions
and maintain competitiveness.
Employee motivation and morale: When staff see the company investing in their
development, they feel valued, which increases engagement and reduces alienation.
Retention and loyalty: Lifelong learning encourages employees to stay with the
organisation as they see opportunities for growth, reducing turnover costs.
Adaptability and resilience: In fast-moving sectors such as software, continuous learning
helps staff adapt to new tools, coding languages, and market changes, ensuring the
business remains agile.
Innovation and creativity: Learning stimulates new ideas and problem-solving approaches,
leading to more effective solutions in product development and project delivery.
Career progression and leadership pipeline: Lifelong learning develops not only technical
skills but also soft skills such as communication, negotiation, and leadership, building the
next generation of managers.
Conclusion:
Employee development is about building skills, knowledge, and behaviours to improve
individual and organisational performance. Lifelong learning delivers multiple benefits,
including productivity, innovation, motivation, and retention. For ABC Ltd, investing in
continuous development will strengthen competitiveness, employee satisfaction, and long-
term organisational success.

NEW QUESTION: 5
Describe the key principles of the Taylorism school of thought on Management (20 points)
Answer:
See the Explanation for Detailed Answer
Explanation:
The Taylorism school of thought, also known as Scientific Management, was developed by
Frederick Winslow Taylor in the early 20th century. It aimed to improve efficiency and
productivity by applying systematic, scientific methods to the management of work. Its key
principles can be summarised as follows.
The first principle is the scientific study of work. Taylor rejected traditional "rule of thumb"
methods, instead advocating time-and-motion studies to identify the most efficient way of
completing tasks. This broke jobs into smaller, measurable steps.
Secondly, Taylor emphasised the division of labour and specialisation. Workers should
focus on narrowly defined tasks, allowing them to become faster and more efficient, similar
to parts in a machine.



Thirdly, he argued for scientific selection and training of workers. Instead of leaving
workers to train themselves, managers should select the right person for the job and
provide formal training in the "one best way" to complete tasks.
Fourthly, Taylor stressed managerial control and supervision. He believed management
should plan, organise and set methods, while workers should focus on carrying them out.
This created a strong separation between planning and execution.
Finally, Taylor promoted financial incentives as motivators. He assumed that workers are
primarily motivated by pay, so piece-rate systems and performance-based rewards were
used to encourage higher output.
Taylorism brought many benefits, such as increased productivity, efficiency, and
predictability in mass production industries. However, it also attracted criticism for treating
workers like machines, reducing autonomy, and ignoring social and psychological needs.
From a modern procurement perspective, its ideas are still visible in standardised
processes such as purchase-to-pay systems, KPIs, and efficiency-driven shared services.
However, organisations today often balance these principles with more human-centred
approaches to motivation and teamwork.
In conclusion, the key principles of Taylorism were scientific analysis of work,
specialisation, scientific selection and training, strict managerial control, and financial
incentives. While its focus on efficiency shaped early management thinking, modern
leaders must also consider motivation, empowerment, and adaptability to achieve
sustainable success.

NEW QUESTION: 6
Discuss 3 main sources of conflict that may arise within a group (15 points). What positive
and negative outcomes may arise from conflict? (10 points).
Answer:
See the Explanation for Detailed Answer
Explanation:
Part A - Sources of Conflict (15 points):
Conflict is natural in groups and arises when individuals or teams have incompatible goals,
interests, or behaviours. Three common sources are:
Task-based conflict - This occurs when members disagree about the content of the work,
objectives, or methods. For example, in a procurement team, conflict may arise over
whether to prioritise cost savings or sustainability in supplier selection.
Relationship conflict - This stems from personality clashes, communication breakdowns, or
differences in working styles. For instance, an extroverted negotiator may clash with an
introverted analyst who prefers data-driven approaches.
Resource conflict - Groups often compete for limited resources such as time, budget, or
staff. In procurement, this could occur if multiple project teams require the same supplier's
resources or internal budgets.
Part B - Outcomes of Conflict (10 points):



Positive outcomes:
Can lead to creativity and innovation as different perspectives are debated.
Encourages problem-solving and improvement of processes.
Strengthens understanding when conflicts are resolved constructively.
Negative outcomes:
May reduce morale and trust if personal attacks or unresolved tension occur.
Can delay projects, damage productivity, and harm relationships with stakeholders or
suppliers.
Creates stress and alienation, leading to higher turnover if prolonged.
In procurement, positive conflict may lead to innovative supplier solutions, while negative
conflict may damage supplier negotiations or internal collaboration.
Conclusion:
The three main sources of conflict are task, relationship, and resource issues. Conflict is
not always harmful - it can drive improvement and creativity if managed well, but if left
unresolved, it can damage morale, performance, and stakeholder relationships. Managers
must therefore encourage constructive conflict while minimising destructive forms.

NEW QUESTION: 7
What is meant by group conformity? In what ways can 'Groupthink' affect the behaviour of
a group? (25 points)
Answer:
See the Explanation for Detailed Answer
Explanation:
Group Conformity (10 marks):
Group conformity refers to the tendency of individuals to align their attitudes, beliefs, and
behaviours with the norms of the group to which they belong. People conform because
they want acceptance, fear rejection, or assume the group's judgement is correct.
Conformity ensures cohesion and cooperation but may limit creativity. For example, in
procurement, a junior buyer may adopt the team's approach to negotiations, even if they
personally believe another method could achieve better results.
Groupthink and its Effects (15 marks):
'Groupthink', a term developed by Irving Janis, occurs when the desire for consensus
overrides realistic appraisal of alternatives. Members suppress doubts, ignore risks, and
fail to voice disagreements to maintain harmony. This can seriously affect group behaviour
in several ways:
Illusion of invulnerability - Groups may become overconfident and underestimate risks. For
example, a procurement team might agree to single-source a supplier without considering
supply chain risks.
Suppression of dissent - Members may withhold concerns to avoid conflict. This stifles
creativity and prevents better solutions from being considered.



Pressure for uniformity - Individuals may feel obliged to agree even when they disagree. A
buyer may stay silent when senior managers push for a supplier contract, even if they
know the supplier has performance issues.
Biased decision-making - Groups may ignore warning signs or alternative perspectives,
leading to flawed decisions. In procurement, this could mean overlooking ethical issues in
a supplier relationship to maintain harmony with stakeholders.
Reduced accountability - Responsibility is shared across the group, so individuals may feel
less accountable for poor decisions.
Groupthink can therefore lead to poor decision-making, increased risk, and lost
opportunities. It is particularly dangerous in high-stakes environments like procurement,
where mistakes in supplier selection or contract negotiation can damage cost, quality, and
reputation.
Conclusion:
Group conformity means individuals adapt to group norms to gain acceptance, while
groupthink is a negative consequence where consensus is prioritised over critical
evaluation. For managers, recognising the risk of groupthink is vital. By encouraging open
discussion, appointing a "devil's advocate," and welcoming diverse views, leaders can
ensure group decisions are both inclusive and effective.

NEW QUESTION: 8
Describe 5 characteristics of a role that would make it intrinsically motivating to a potential
employee. (25 points).
Answer:
See the Explanation for Detailed Answer
Explanation:
Intrinsic motivation comes from within the individual and relates to personal satisfaction,
growth, and achievement, rather than external rewards such as pay. The Job
Characteristics Model (Hackman and Oldham) identifies several features of a role that can
make it intrinsically motivating.
The first is Skill Variety. A role that allows employees to use a range of skills and abilities
prevents boredom and makes the job more stimulating. For example, a procurement
professional who undertakes supplier negotiations, contract management, and market
analysis will find their role more engaging than one limited to routine administration.
The second is Task Identity. This means being able to complete a whole piece of work
from start to finish. Employees are more motivated when they can see a clear outcome. In
procurement, this could be managing a sourcing project end-to-end, from supplier
selection through to contract award.
Thirdly, Task Significance adds motivation by making employees aware of the impact of
their work on others. If individuals see that their role contributes to organisational goals or
wider society, they gain intrinsic satisfaction. For example, a buyer working on sustainable



sourcing projects may feel motivated by contributing to environmental and ethical
improvements.
The fourth is Autonomy. When employees have control over how they perform their work,
they feel trusted and empowered. In procurement, this could mean giving staff flexibility in
how they manage supplier relationships or structure negotiations, rather than micro-
managing every step.
Finally, Feedback is a key factor. Employees are motivated when they receive clear
information on their performance, either from managers, colleagues, or the work itself. For
example, a procurement professional who gets recognition for achieving cost savings or
reducing supplier risks will feel intrinsically rewarded.
In summary, roles that offer skill variety, task identity, task significance, autonomy, and
feedback are more likely to be intrinsically motivating. For managers, designing jobs with
these characteristics is essential for creating engaged and high-performing teams,
particularly in procurement where complex, meaningful, and responsible work opportunities
can drive motivation.

NEW QUESTION: 9
Kevin is the Head of Procurement at a manufacturing company and oversees the work of a
team of 32 procurement professionals. The different people within his team have a varying
level of knowledge and skills and they all work on different projects, some of which are
more important than others. Based on Kevin's concern for the team member's performance
and his concern for the task they are completing, describe FIVE leadership styles Kevin
could employ. Your answer may make reference to Blake and Mouton's Leadership Grid
(25 points).
Answer:
See the Explanation for Detailed Answer
Explanation:
Blake and Mouton's Leadership Grid highlights five leadership styles based on two
dimensions: concern for people and concern for task. Kevin can use different styles
depending on the skills of his team and the importance of each project.
Impoverished Management (Low task/Low people)
This style shows little concern for people or performance. Kevin would provide minimal
guidance or support, essentially leaving the team to their own devices. While not usually
effective, it may be applied temporarily where staff are highly capable and self-motivated,
or in less critical projects where close oversight is not needed.
Country Club Management (High people/Low task)
Here, Kevin shows strong concern for people but little focus on results. He prioritises team
harmony, morale, and relationships. This could be used with a new or inexperienced team
to build confidence and trust, but it risks low performance if project deadlines or targets are
missed.
Task Management (High task/Low people)



This style focuses heavily on performance, structure, and efficiency, with little attention to
employee needs. Kevin might use this in high-pressure procurement projects, such as
negotiating urgent supply contracts, where results are critical. However, overuse can
demotivate staff and create high turnover.
Middle-of-the-Road Management (Medium task/Medium people)
This is a balanced approach where Kevin gives some attention to both people and results
but does not excel in either. It produces average performance and morale. Kevin might use
this style for steady projects with moderate importance, though it risks mediocrity if not
adapted when situations demand more.
Team Management (High task/High people)
This is considered the most effective style, where Kevin drives high performance while also
motivating and supporting his team. He involves employees in decision-making, sets
challenging goals, and encourages collaboration. For example, in strategic procurement
projects, Kevin could adopt this style to achieve strong results while also developing his
team's skills.
By switching between these styles, Kevin can match leadership behaviours to the skills of
his team and the importance of the task. For example, urgent, high-value contracts may
need task management, while long-term development projects may benefit from team
management.
Conclusion:
Blake and Mouton's grid provides five leadership styles - impoverished, country club, task-
focused, middle-of-the-road, and team management. Each has strengths and weaknesses,
and Kevin's role as Head of Procurement is to adapt his approach depending on the
project demands and the skills of his team members. By applying situational leadership, he
can ensure both high performance and team engagement.

NEW QUESTION: 10
Describe 4 reasons why groups may form within an organisation. (25 points).
Answer:
See the Explanation for Detailed Answer
Explanation:
Groups are an essential feature of organisational life. A group can be defined as two or
more individuals who interact and work together to achieve a purpose. Groups may be
formally created by management or may form informally through social interaction. There
are several reasons why groups form in organisations.
The first reason is task and goal achievement. Formal groups are created to achieve
organisational objectives that require collaboration. For example, in procurement, a cross-
functional sourcing group may be formed to run a tender process involving operations,
finance, and procurement staff. Individuals form these groups because working together
helps them achieve outcomes that they could not accomplish alone.



The second reason is social and psychological needs. According to Maslow's hierarchy of
needs, people seek belonging and relationships. Informal groups often form to meet these
needs, providing friendship, support, and a sense of identity. In Star Fish Ltd, for instance,
employees working remotely may form a social group using Teams or WhatsApp to stay
connected and reduce feelings of isolation.
The third reason is safety and security. Groups can give members confidence and
protection when facing uncertainty or change. For example, during organisational
restructuring, employees may form informal groups to share information and support each
other, making them feel less vulnerable. In procurement, staff may collaborate in groups to
manage supplier risks or market volatility.
The fourth reason is power and influence. Groups provide individuals with a stronger
collective voice. Trade unions are a formal example, but informal groups can also lobby
management or resist unpopular changes. In procurement, buyers might form a group to
influence senior managers on issues such as introducing sustainable sourcing practices.
By forming groups, individuals can increase their bargaining power and impact decisions.
In conclusion, groups form for task achievement, to satisfy social needs, to provide
security, and to increase power and influence. Managers must understand these dynamics
because groups can both support organisational objectives and create challenges if
informal groups resist change. Effective leaders harness the benefits of group formation
while addressing the risks to ensure both cohesion and productivity.

NEW QUESTION: 11
How can a procurement manager embed a culture of life-long learning within the
department? (25 points).
Answer:
See the Explanation for Detailed Answer
Explanation:
A culture of lifelong learning means that employees see continuous development as a
normal part of their work, rather than a one-off event. For a procurement manager,
embedding this culture requires leadership, systems, and consistent encouragement.
The first step is to lead by example. If the procurement manager demonstrates
commitment to professional learning (e.g., pursuing CIPS qualifications or attending
industry events), team members are more likely to follow. Role-modelling is a powerful way
of embedding culture.
Secondly, the manager can create structured training and development programmes. This
could include formal training courses on negotiation, category management, or e-
procurement systems, combined with informal methods like mentoring and peer learning.
Having clear learning pathways ensures staff know how to develop their careers.
Thirdly, the manager should encourage knowledge sharing within the team. This may
involve "lunch and learn" sessions, after-action reviews of sourcing projects, or creating



knowledge repositories where lessons learned are stored for future use. Sharing
experiences embeds learning into daily work.
Fourthly, embedding learning into performance management is key. Training and
development goals should be included in staff appraisals. For example, procurement
assistants could be required to complete CPD (Continuing Professional Development)
hours each year as part of their objectives.
Fifthly, the manager should encourage external engagement. Attending conferences,
webinars, or supplier innovation workshops exposes staff to new ideas and best practices.
In procurement, this is vital for staying ahead of supply chain trends such as sustainability
or digitalisation.
Sixthly, the manager should recognise and reward learning efforts. When staff complete
training, gain qualifications, or demonstrate new skills, this should be acknowledged
publicly. Recognition motivates others to commit to learning.
Finally, the manager should ensure that resources and time are allocated for development.
Lifelong learning will not happen if staff are overloaded with daily tasks. By scheduling
training days or setting aside budgets, the manager signals that learning is valued.
Conclusion:
A procurement manager can embed lifelong learning by role-modelling development,
providing structured training, encouraging knowledge sharing, linking learning to
performance reviews, and recognising achievements. By creating this culture, the
department becomes more skilled, innovative, and motivated, which ultimately delivers
greater value to the organisation.

NEW QUESTION: 12
Contrast different ways in which an individual can learn new skills/knowledge (15 points).
Describe a factor which may influence how individuals learn a new skill/knowledge (10
points).
Answer:
See the Explanation for Detailed Answer
Explanation:
Individuals learn in different ways, and managers must understand these methods to
develop their teams effectively.
One method is formal learning, such as classroom courses, e-learning, or qualifications
like CIPS. This gives structured knowledge and ensures consistency, but it may lack
immediate workplace application.
A second method is on-the-job learning, where skills are developed through daily tasks, job
rotation or shadowing. This is practical and tailored to the workplace but may be
inconsistent without good supervision.
A third approach is experiential learning, based on Kolb's cycle of experience, reflection,
conceptualisation and testing. For example, a buyer may learn negotiation skills by
practising in a live supplier meeting, reflecting on performance, and then improving.



Another method is social learning, as described by Bandur
a. Individuals learn by observing and modelling others' behaviour. In procurement, junior
staff may observe how senior colleagues manage supplier relationships and copy effective
practices.
Finally, there is self-directed learning, where individuals take initiative through reading,
research or online courses. This builds independence but requires strong personal
motivation.
In contrast, formal learning is structured and standardised, while experiential and social
learning are more practical and situational. On-the-job learning blends practice with
support, whereas self-directed learning provides autonomy but less guidance. Most
organisations use a mix of these methods to ensure balanced development.
One important factor that influences learning is an individual's learning style. According to
Honey and Mumford, some people are activists (learn best by doing), others are reflectors
(learn by observing and thinking), theorists (prefer analysing concepts), or pragmatists
(want to apply ideas in practice). For example, in procurement training, an activist may
benefit from a role-play negotiation, while a theorist may prefer studying sourcing models
before application. Managers who recognise learning styles can tailor development
activities to individual preferences, making learning more effective.
In conclusion, individuals can learn through formal, on-the-job, experiential, social, or self-
directed approaches, each with strengths and weaknesses. Learning effectiveness
depends on personal factors such as style, and managers who understand these
differences can create development opportunities that are both motivating and productive.

Valid L5M1 Dumps shared by PrepPdf.com for Helping Passing L5M1 Exam!
PrepPdf.com now offer the newest L5M1 exam dumps, the PrepPdf.com L5M1 exam
questions have been updated and answers have been corrected get the newest
PrepPdf.com L5M1 dumps with Test Engine here:
https://www.preppdf.com/CIPS/L5M1-prepaway-exam-dumps.html (38 Q&As Dumps,

40%OFF Special Discount: Exam-Tests)

https://www.preppdf.com/CIPS/L5M1-prepaway-exam-dumps.html

