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Organisational Model Inform ation 

Our logic model above offers an accessible visual showing what happens at the organisational level to support positive outcomes for those 

who access our service. The model moves from left to right and allows us to map and identify the pathways that exist between our inputs (the 

things we do) and our outcomes (the things we deliver).   

Column 1. Our Social Mission 

Our service is co-produced in partnership between ourselves and the people who we support. Our social goals fall into three inter-linked and 

equally important categories: Social connectedness, community building, and creative wellbeing.  

Column 2. Organisational Activity 

The work we do, and the tasks we undertake, are outlined in the second column. The line which connects these boxes indicates that while 

these activities are separate undertakings, they are interconnected. Together, they form the launch pad from which we work towards positive 

outcomes for those who access our service, and the wider community.  

Moving down the column, the model firstly shows that we recruit suitable people. This includes our staff, of course, but also extends to our 

volunteers and the artists who work alongside us to deliver diverse creative workshops. Any staff, volunteers, or contracted artists we recruit 

to help us deliver our service must agree to uphold the responsibilities laid out in our code of conduct.  

With regards to our own staff, we support and train those in our employment to realise their maximum potential as practitioners and 

passionately drive forward the work we do. We believe in the power of continuous learning and reflective practice, and, as such, our staff have 

the skills and confidence required to deliver our service to the highest possible standards.  

At the centre of our organisational activities is the notion of strong leadership. From our board and management, who make executive 

decisions, to our practitioners who plan sessions and make dynamic decisions on the ground, our recruitment and training strategy means that 

every member of staff can be considered a leader in their own right.  



Lastly, our board and management negotiate the policy and regulatory landscape to ensure our service remains compliant and able to absorb any 

changes made in these areas. Our emphasis on co-production and user involvement, coupled with the activities outlined above, are the 

foundations upon which we deliver an inclusive service that proactively addresses our social goals.  

Column 3. Short-term Outcomes 

The short-term outcomes we achieve fall broadly into 2 categories which are distinct with a degree of overlap. These are the notions of staff 

buy-in and developing and maintaining partnerships. 

The 3 activities of recruiting suitable people, support and training, and strong leadership combine to create working conditions wherein our 

staff feel valued and have voice. By securing staff buy-in, we create conditions that ensure everyone in our organisation is working towards 

mutually agreed goals.  

Alongside negotiating the policy and regulatory landscape, strong leadership is also a factor in the development and maintenance of the 

partnerships which underpin our work. For instance, we partner with our service users via the co-production process, with other 

organisations, and with guest artists. Here, the arrows in our model are bi-directional signifying that our partnerships are mutually beneficial. 

With regards to the policy and regulatory landscape specifically, strong partnerships in this area mean we can easily access the support and 

expertise required to keep our service compliant.  

Column 4. Intermediate Outcomes 

Successfully delivering our short-term outcomes creates both transition and opportunity for our organisation. Firstly, a transition occurs in 

our workforce in that staff buy-in becomes a shared vision held at all levels of the organisation. This brings with it a sense of autonomy, with 

staff able to work independently in a way that benefits our organisation and upholds our social responsibilities.  

Strong partnerships and committed staff also present us with the opportunity to innovate. Our model is established, proven to work, and has 

the organisational capacity to innovate, both proactively and reactively. We innovate proactively in the way we seek to constantly improve 

working conditions, working practices, and the outcomes we co-produce with our service users at the individual and wider community levels. 

Reactively, we have capacity to respond to changes in policy and regulation, geographical challenges, and the diverse needs of our service 

users.  



Column 5. Long-term Outcomes 

The final column in our model displays the long-term outcomes for our organisation. These outcomes are independent of each other, meaning 

they can each be measured and evidenced in their own right. As the model shows from the previous column, the notions of shared vision and 

innovation combine to facilitate the delivery of the majority of our outcomes. The two exceptions are potential transferability and sustainability 

and potential to upscale. These outcomes occur on an operational level and are a result of our ability to innovate and make changes where 

required.  

 


