Q1. Evaluate the extent to which the flat non-hierarchical structure was appropriate under Kirsten’s ownership and the extent to which the hierarchical bureaucratic structure is suitable under Chaffinch Group’s ownership.  (AC 1.1)

A flat Hierarchical structure was appropriate under Kirsten’s leadership as it was a small family business. It allowed for there to be “open communication” (Schooley,2024). Due to the small nature of the Company this meant that staff felt like they had a voice and could talk to Kirsten regarding any issues. This is an advantage of using the flat non hierarchy, as it allows there to be continuous improvement so that decisions can be made quickly as they are made by a smaller team of leaders or just one leader rather than a larger team. 

According to Armstrong and Taylor (2020) this also means that the decisions made are more “organic” and based on what is happening in the moment rather than having a long-term plan. As evidenced by the Chaffinch group bringing standardised policies into practice when they bought Calmere house. This is advantageous from a HR perspective as it allows structure and clarification across the different care homes under the group. The importance of having the correct structure can impact everything (Taylor and Woodhams (2022), and so by having the correct structure means that the business is run efficiently and successfully.

 Within Calmere house the flat structure and more casual way of running the business meant that the staff were able to speak to Kirsten about anything that needed to be addressed. This compared to the structure implemented by the Chaffinch House where there are four hierarchical levels within the organisation.  A Hierarchical Bureaucratic structure is based on a clear line of Command and formal levels that report Horizontally upwards, (Taylor and s Woodhams, 2022b)
 By having a strong structure, it allows for there to be organisational development so that the company can adapt and change, (CIPD (2023), as Calmere house is sold to the Chaffinch group the aims of the business changes to become more profit driven, for this to be successful, new development plans and the structure need to be updated. 
Due to the nature of the business being a care home, it is beneficial to have open discussions about the quality of care for the residents. Some other benefits of using a flat structure is that employees feel comfortable to discuss any issues with management and getting support when needed in a timely manner.

Using a flat Hierarchical structure was appropriate under Kirsten’s leadership as it was a small family business. It allowed for “open communication” Schooley, (2024), staff felt they had a voice and could speak with Kirsten regarding issues. This is an advantage of using a flat non-hierarchical structure, as it allows for continuous improvement so that decisions can be made quickly, as there is one leader, Kirsten, rather than a larger team. 

Other Benefits include that decisions are made in a more “organic” way based on what is happening in the moment (Armstrong and Taylor 2020), This is the opposite of what was introduced by the Chaffinch Group, which brought in standardised policies and practices that affect all care homes within the group, with long-term plans. 

However, there are weaknesses in using a flat Hierarchical structure, as there is an uncertainty of roles and responsibilities (Mercadal, 2021). This can then cause friction amongst staff if employees begin to take leadership responsibilities into their own hands. Other Weaknesses include a limited number of progression opportunities for employees, as there is a small number of levels that can be reached (Hurst, Saerom, Lee and Frake, 2024)

This contrasts with the Bureaucratic hierarchical structure, implemented by the Chaffinch Group, wherein there are four clear levels of command.  A Hierarchical Bureaucratic structure is based on a clear line of Command and formal levels that report horizontally upwards (Taylor and Woodhams, 2022b).

Having the correct structure can support the adaptations and changes required to develop a Company (CIPD, 2023). Once Calmere House was purchased by the Chaffinch Group, the aims of the business became more profit driven. 
The benefits of the hierarchical bureaucratic structure include that there is a clear chain of command, so staff know who and where to go if there is an issue. Matriano (2024). This supports all care homes in the Chaffinch group equally. A second benefit is that there are formal rules and policies are in place, (Wagner, 2021), thus can be seen as fair across all houses in the Group. 

The weaknesses include the ridged nature, limits the adaptability of the company (Matriano, 2024). For the employees of the Calmere House this would be the biggest culture shock.  



Q2. Analyse how Chaffinch Group could use a rational approach to strategy formulation to ensure that services provided meet customer needs. (AC 1.2)
[image: A diagram of steps to developing an effective strategy plan

AI-generated content may be incorrect.]The steps involved in rational Strategey approach are as follows (The Strategy Institute, 2024)

      As suggested by Taylor and Woodhams (2022), there is not a clear or one definition of strategy. This means that each business will have a different interpretation and 
      by using a rational approach.  Chaffinch house can form a strategy that is focused on the data collected, this enables the Chaffinch group to create a plan based on what has been uncovered. A form of analysis that could be used is a PESTLE analysis. (CIPD, 2025). The benefits of using a PESTLE analysis are that it allows a business to see the external factors that would affect the future of the business. By looking at the external factors, such as the 

change in the regulations regarding recruiting care workers from abroad. (Home Office, 2025). Some of the benefits of using a PESTLE analysis include, allowing there to be a wide view of the whole business environment, in this case, residential care, and how the changes can and will affect Chaffinch group. A PESTLE can also be seen as a useful first step to help a business find the best ways to support and try and future proof a business, (CIPD (2025). However, there are some negatives to using a PESTLE analysis including that some of the data that is collected is based on theories and so may not come to be true, (CIPD 2025). This suggests that the PESTLE has a limited use and needs to be done on a regular basis, to ensure that the information gathered through it is up to date and thus useful, for the Chaffinch Group to be able to provide the correct services.
Another form of analysis that can be done is a SWOT analysis. This form of analysis allows for a company to see where they are doing both well and where it could need to improve. For the Chaffinch Group this includes this would include looking at why the room capacity has decreased so dramatically under their leadership. Some of the benefits of using a SWOT analysis are that it is a simple way to gain an insight into what is happening within the business, however as this is a simple analysis it only has a limited uses and so should not be the only form of analysis to be relied upon. CIPD (2025b). 

Taylor and Woodhams (2022) argue that strategy cannot be pinned down to a single, universally accepted definition. Instead, they suggest that strategy is a broad and evolving concept, interpreted differently depending on the context, the organisation, and the perspectives of those using the term.

Chaffinch house can form a strategy that focus on data, this enables Chaffinch group to create a data-based solution.  An analysis tool that could be used is a PESTLE analysis. (CIPD, 2025).  A PESTLE looks at Political, Economic, Social, Technological, Legal and Environmental factors, CIPD (2025b), that can support strategy development by analysing any changes, and plan effectively.
A benefit of using a PESTLE analysis is that it allows a business to see the external factors that would affect the future of the business, External factors would include changes to regulations regarding recruiting care workers from abroad. (Home Office, 2025).

However, a negative to a PESTLE analysis including that some of the data that is collected is based on theories and so may not come to be true, (CIPD 2025). This suggests that the PESTLE has a limited use and needs to be done on a regular basis, to ensure that the information gathered through it is up to date.
Using the PESTLE can help support customer needs by anticipating the changes that are coming up, externally. 

Another Tool that can be done is a SWOT analysis. This form of analysis allows for a company to see where they are doing both well and where it could need to improve. For the Chaffinch Group this includes this would include looking at why the room capacity has decreased so dramatically under their leadership. 
Some of the benefits of using a SWOT analysis are that it is a simple way to gain an insight into what is happening within the business, however as this is a simple analysis it only has a limited uses and so should not be the only form of analysis to be relied upon. CIPD (2025b).

By using a Strategy tool such as a PESTLE or SWOT the Chaffinch group can plan, and support the customers needs and how they will be altered as things change. 



Q3. Analyse one external factor that is currently having a negative impact on the residential care industry and one external factor that is currently having a positive impact on the residential care industry. (AC 1.3)
[bookmark: _Hlk213362749]A major external factor for the care industry is the recruitment and retention of staff. As highlighted by the UK Government, 74% of Care Homes said that it was their biggest challenge to providing care (Health, 2025). If there is not enough staff, then houses cannot run effectively and provide the care that is needed for the customers. This also has a knock-on effect to the profit that can be made from the Care homes as agency staff is needed to ensure that the business is able to run effectively. The cost of using agency staff can be hugely detrimental both financially and to the level of care that is given.  (Schlepper, 2022). This is due to the relationships between staff and the customers, the residents. One of the main reasons for this is the low level of pay, with an average of 60% of care homes giving this as the most common reason for not staying (Health, 2025), this can make It difficult to retain staff because if they feel like they are not being compensated for the work that they are doing then they will look for work that will. 
A positive external factor that is affecting residential care is that as we are an ageing population we need to be cared for. According the ONS by 2066, 26% of the population will be over 65, (ONS, 2018). This therefore suggests that as it goes on that there will be a bigger demand for care and support as time goes on.  Regarding care homes there will need to be more investment and support to be able to care for a larger population. This is a good thing as has meant that the care sector has become an area that is being considered, and the government is looking at how to ensure that there will be enough support to be offered. Under NHS England there is a push for there to be more personalised care, and so more elderly people can be cared for at home meaning that Elderly people can be more comfortable in a known environment. (NHS England, 2023)


Q4. Under Kirsten’s ownership of Calmere House, there was little investment in technology. Chaffinch Group want to change this approach and have decided to implement technology to deliver better patient care and employee experience. Assess how technology could be used by Chaffinch Group and how this would impact work at Calmere House. (AC 1.4)

Technology is important for the improvement of Calmere House and should be used to help and support the residents. This is because it allows there to be a more streamlined care process and making sure that care homes are run more effectively, (Mbanunu, 2025), this, would suggest that there is more cost-effective way to run the business and therefore enables them to pass on the savings to the clients.

  This is also an important improvement as it was a goal that at least 60% of residential care homes should be using digital social care records, as according to the Loca l Government association (2024). These records are a way to remove paper records and correlate patients records together (Mbanunu, 2025), thus making communication regarding patients/resident’s smoother. Within the context of Calmere House this would be a useful tool, as it would allow there to be consistency for the patients who are being supported by inconsistent agency staff. 
Other common methods of implementing technology is by giving staff members email addresses and digital ID cards. According to (Ginn, 2024) there are both positives and negatives to using emails. Such as email is a cheap form of communication that can reach many employees, and so is a reasonable choice for large company such as the chaffinch group, as messages would need to go to employees in other care homes. However realistically carers who are working on the front line do not have access to their emails, when they are working with the residents, and thus add to the workload of workers, (McGee et al., 2019)

Other uses of technology within care homes include using online mandatory online training is useful as it allows for staff to access to courses for their continued professional development and allows for Kath to monitor the staff to see who has gaps in their learning (Ali, 2018).and make sure that staff are safe as per the Health and Safety at Work etc. Act 1974. The royal collage Nursing (College, 2018) suggests that not only does Mandatory online safety ensure the protection of staff though knowing what to look for, it also patients are safer too. 

Q5. Using theories and models which examine organisational and human behaviour, explain why problems have arisen following the takeover of Calmere House by Chaffinch Group. (AC 2.1)
Under Kirsten and her family there was a clan culture wherein the whole organisation felt like that there was a family feel to the company, and the whole team were working towards the same goal of giving the best care to the residents. The staff were used to being able to speak directly to kirsten and any problems solved. 
With the new bureaucratic structure, and “rule of Law” (Taylor and Woodhams, 2022), thinking
 means that the staff no longer feel that their individual issues could be dealt with, 
Some of the problems that have arisen since the take over include the fact that the staff are unhappy with the new structure that has been put in place, such as they feel they no longer  can  have an open discussion as Kath has implemented an autocratic management style, and so will not take any direction or listen to the expertise of members of staff (Jain et al., 2022). This caused problems because staff will no longer feel respected or part of the clan culture that kept them working at Calmere house for so long. 

Using the Schein model there has been a change at level 2 espoused values, (flixabout.com, 2019) as the Chaffinch group have introduced new policies, and the goals have changed to the needs of the Chaffinch group.
Problems have arisen within Calmere House due to the change in culture that has been introduced from the higher levels at the Chaffinch group. This includes a change in the main priority changing from the comfort and wellbeing to profit. This has then affected the moral of the staff. Following the Ideas of Handy (2020) the culture Kirsten was a power structure, wherein there was one person making the decisions, but she also made time to listen to her employees and make decisions quickly to support both Staff and residents. While under the Chaffinch Group it became a more of a role culture. This caused issues with the staff as the end goal from the comfort of and enjoyment of the Residents at Calmere house to the profit of the chaffinch group. This has then caused staff to leave.

Q6. Assess how changes to selection and employee voice have impacted organisational culture and behaviours at Chaffinch Group. (AC 2.2)
Under Kirsten there was a focus on the values and behaviours of the candidates.  The use of a values-based recruitment within the care sector is useful as it allows for the home to recruit based on the character of the applicant rather than their qualifications, (Skills For Care, 2024). This is a useful method within care industry, due to the nature of the work is looking after people, so making sure that the character of the applicant aligned with values of the organisation. However, once the takeover happened, and began relying on agency staff, the existing staff no longer had a say in who was joining the team. The focus became more on the qualifications and experience. The importance of employee voice according to the CIPD is that allows for staff to feel like they were able to have a say and feel respected within the organisation (CIPD (2022).by removing this it has added to the dissatisfaction, of staff with the new culture within Calmere house, and also caused a rift with any new staff as they feel like that they are no longer amalgamated into the team. This has impacted the organisational culture by changing the teams’ dynamics, as the team no longer have the psychological security (CIPD, 2024), of a supportive team, wherein they felt like the culture reflected the staff values. This is useful as it shows the importance of why staff feeling included within a business and being involved with decisions can make it a positive impact on a business and ensure that there is cohesion within the team. According to Taylor and Woodhams (2022b), organisational culture has changed from having positive relationship and being involved. As Kath has moved away from hiring staff herself and relying on agency staff, there does not need to be inclusion from the team and so creating a distance between Kath and her staff. As Values are intrinsic to a candidate. Hiring a staff member who embodies the values that match the culture of the establishment. (The Care Workforce Crisis: Why Values-Based Recruitment is the key to transforming the sector - Care England, 2025) this is important for the safety of the clients, as Kath is no longer checking the references and relying on the agency. 
  

Q7. Explain how Chaffinch Group could have better managed the change from a small owner-managed care home to Calmere House being part of a large organisation. (AC 2.3)
As the Staff were used to a more reactive approach to change management, wherein Kirsten made decisions and wrote any policies after the event, as a small business this was a useful way to ensure that there were solutions were individual to the changes that had arisen. (Roberts and Tracey (2024). However, as a larger organisation with more than one home being a more proactive attitude to change by having prewritten policies and procedures, it allows for managers and staff to know what behaviours are expected from them. 

The chaffinch group could have implemented ideas from theorists such as Lewin, and his three-step model of change. (Jain et al., 2022), as a way to introduce the changes implemented, such as including the staff within the decision making so I would be easier for them to adapt to becoming a part of the whole organisation, and allowing the staff time to adjust to the change, and stopping them reverting to old practices that no longer fit with new culture. 
Some of the drivers of the change include the internal environment of calmere house and the change of leadership, and structure has caused for there to be a need of change management. 
Another form of Change management model that could’ve been implemented is Kotter’s Eight steps to plan and adapt the changes necessary to make the move smoother, (Kotter, 2012). This would’ve included creating urgency by showing why there was such a need for the change in the first place, as this would allow for the Chaffinch group to be able to remove some of the dissatisfaction and blocks to change from the staff. Following on and creating the right environment for Change (CIPD/Change management tools (2019), Kath and the Chaffinch group could have communicated what change was coming and how the staff could be involved in it. This would give the staff involved a better feeling of ownership over the change that was occurring (Kotter,2012) and so would be more psychologically ready for the change. From this it would be easier to implement steps seven and eight from Kotter’s model as Kath and the staff would be sustaining the change, making Calmere house run in the same way as the others in the chaffinch Group. 

Q8. Explain the experience of change for the employees at Calmere House and examine how this is reflected through the stages of one model. (AC 2.4)
When using the Kubler ross model is a useful tool to track how a change can affect those who experience it. Some of the benefits of the using this model include, that it is a person-centred approach, (CIPD, 2024a) that will focus on the emotions of the staff dealing with the change. However, one of the negatives with using this method is that it is not always possible to say what stage of the curve staff members are on, and not all staff will be on the same section of their journey through accepting the change. 

Using the Kubler Ross model allows for the reaction to changes to examined EKR Foundation (2024). As this model was originally designed to monitor grief it can be used to monitor the emotional reactions employees as they deal with the changes. The experience of the employees within calmere house at changes begin with the shock at the changes to the way the house is being run. This is normally considered the first step before Denial. While Denial is considered the shortest section of the curve it can be when the staff are the most protective of the old ways. (Chavan and Bhattacharya, 2022). As the curve continues and moves onto anger, at this point within Calmere house the staff are disgruntled and are then begun to feel as if they are not respected. At this point in the curve employees can begin to blame others for the way that they have been treated, Chavan and Bhattacharya (2022), in this case it was Kath. By Kath’s reaction to the staff it was a way that kept them at this section of the curve for longer. As the curve begins to drop into depression the level of care that is being given has decreased, because staff, have a lower mood, and feeling “hopeless”.  Due to this many staff members have left Calmere House.  At this point of the Curve some staff members dealt with the change by removing themselves from the situation and have acceptance that they will not be able to adapt to the new change. (Belyh, 2022). While the staff are unable to adapt to the new changes, they are also able to accept why they have happened. 

Q9. Assess two factors that could impact employee wellbeing at Calmere House including why it is important that these factors are addressed. (AC 2.5) 
The importance of employee wellbeing within a business is huge as it is one of the main ways that businesses can retain staff, McIntyre (2021). By being able to retain staff, Calmere house would benefit not only with staff relations but also Financially, as mental health issues related to work cost the U.K economy around £57.4 billion each year (MHFA England, 2024). On a smaller scale this would suggest the chaffinch Group would also save money from investing in Employee wellbeing.                                                                                                                                                                                                                                                                      
The Employee wellbeing in Calmere House has been impacted by the change in management style. As Young (2023) suggests the managers are the most important aspect of ensuring that Staff feel motivated to work at a high standard. As Kath uses an autocratic style of leadership, this has had a negative impact on the wellbeing of the employees. Being an Autocratic Manager Kath has taken away the Voices from the employees has affected their mental health, if a member of staff no longer feels like they are valued, they are more likely not to be motivated within their work and thus effecting the care that is given to the residents. According to (Spyridonidis, 2025) being an autocratic leader can affect the moral of the staff as they feel like they don’t belong within a company.  This could be addressed by the Chaffinch Group by putting Kath on a training course, to allow her to learn to be a more understanding manager towards her staff. 
There has been a huge increase in the demands on the staff that are still working within Calmere house, and this has impacted the wellbeing of the staff because staff are feeling more stressed. Stress is one of the main reasons that staff take days of, as an average of 22.1 million working days were lost in 2024/25 due to mental health Work-related stress (HSE, 2023). This has caused a huge disruption to the workforce and the motivation of the staff as they are having to pick up the workload. To support the workers the Chaffinch group could offer support though making time for the staff to work out the causes of stress and work with the staff on solutions (Acas, 2023). This would allow staff to feel more connected and supported.   


Q10. Discuss how the peop9le manager, recruitment advisor and employment relations case advisor could support the retention stage of the employee lifecycle. (AC 3.1)

The Employee lifecycle is the stages from when an applicant finds out about a company, to when they leave it, (Taylor and Woodhams (2022b). the stages are Attraction, Recruitment, Onboarding, Retention, Development and Separate. This is used to show how an organisation, can improve and support employees through their time with a company. The role of the people manager within the Chaffinch group, would need to work on the retention of the staff, as staff have been leaving at a higher rate and thus relying on Agency staff. To encourage retainment, the Chaffinch group should introduce an employee recognition program, to reward employees work as not recognising staff is huge reason why people leave an organisation (Energage, 2022), a way to combat this would be to introduce events such as an employee of the month award or Employee appreciation events or public recognition. This would offer the staff a chance to be appreciated by the Chaffinch group. 
The Recruitment advisor could support the retention of staff by changing the strategy to be a valued based and focus on the quality-of-care workers. This would mean that from the beginning of their lifecycle to have a connection with the company. (Care England (2025). By Increasing the learning and development opportunities for the staff there is a 57% retention rate, (Government Skills, 2025), by upskilling the staff it would suggest that they are more likely to stay with a company who will help and support them and so save the company money though hiring costs and agency payment.
The role of the employment case advisor is to see where there are issues with the staff.    To see why they are leaving and how to support them, according to (Ram, 2023), knowing that there is support from the organization and that if  a issue arises in  they are able to speak to someone with authority gives employees a stronger sense of belonging, as someone will be there to look after their interests and work with their union to support this. 
By supporting the retention of staff means that there is a higher chance of care Workers staying within the field if they feel like they are supported and recognised, (Alameddine et al. (2017), one of successful ways to do this is to this is upskill the staff, through learning and development opportunities. 
 

Q11. Analyse how people practices could help Chaffinch Group to fill 100% of resident rooms within six months. (AC 3.2)
The Chaffinch Group could use either a Horizontal or vertical integration of their people strategy. A Horizontal Strategy suggests that whole HR team needs to work together on strategies to ensure that the goals of the Company are met. (Sparrow, 2015), This would suggest for the Chaffinch Group that could use the whole HR group and managers working together in an effective way. However, another method that could be used is a vertical method of integration of people strategy, as this would allow for the HR strategy to work with the goals of the business (CIPD, 2024c). within this situation the Vertical Strategy would work better for the Chaffinch group regarding Calmere house. When Implementing People strategies, it’s a way of resourcing staff into the company. This way could boost the uptake of staff by ensuring that the quality of care that residents receive by employing the best staff to care for them (Quality matters ADULT SOCIAL CARE, 2022). Having a strong recruitment drive                            would allow the chaffinch group to find staff that would offer a high level of care. This is key as it could lead to higher occupancy rates, from word of mouth how well they are being taken care of. This will assure that there is always enough qualified staff on every shift.  As this is an important aspect of ensuring that the staff that are working can do so safely.  If the Chaffinch group are rewarding their staff effectively by giving them the recognition that they deserve.  If staff are complimented and rewarded for their hard work it boosts staff morale and therefore would be more inclined to stay. 

 This can be integrated by the company by using their learning and development team. By doing training within the organisation, the staff are motivated to stay with the company and grow with it Chew and Chan (2008). All these methods can be integrated together to help support the Business Goal of the Chaffinch Group and ensuring that the people management strategies are updated to the business goals.  


The Chaffinch Group could use either a Horizontal or vertical integration to develop their people strategy. A Horizontal Strategy suggests that whole People Management team work collaboratively to meet The Chaffinch Group’s goals (Sparrow, 2015). 
This would imply that the HR Team and managers need to align their working to create the same approach to people management.
However, vertical integration of people strategy, as this would allow for the HR strategy to work with the goals of the business (CIPD, 2024c). A Vertical Integration would be the more appropriate approach for Calmere House as it allows for the People Practice supporting the aims of getting all rooms occupied in six months. 

By implementing an integrated people strategy is imperative, to resource a successful workforce. By making the focus, attraction and retention of quality staff. By doing this the Chaffinch Group can improve the Standards of Care given to the Residents of Calmere House. 
By having an effective recruitment drive, would support the appointment of highly qualified and committed Care workers, this would support higher occupation levels, due to a positive reputation and word of mouth of the staff. By having properly staffed shifts with, permanent qualified staff, is also imperative for delivering high quality care and ensuring that the residents are safe  (Quality Matters Adult Social Care, 2022).

Additionally rewarding and recognising staff properly can significantly improve retention of staff and their morale. When staff feel valued for their work and contribution to the business, they are more likely to stay with the organisation and keep up high standards of their practice.
 The Chaffinch Group can strengthen their retention rate by using their learning and development team to provide continuous training and professional growth opportunities.
Through investing in staff development, it can help the staff feel more supported, improve their skills and promotes brand loyalty from the staff (Chew & Chan, 2008) These methods ensure that the people strategy is effectively aligned with the goals of the Chaffinch Group and supports the organisational success.


Q12. Discuss how Kath could consult and engage with employees to understand why 
employee turnover at Calmere House has increased. (AC 3.3)

If Kath began consulting with her staff, she could work with them to find a solution as how to retain more staff. Some methods that could be useful would be both an informal talk with certain members of Staff and then having a formal meeting. (Acas2021). Other methods could be using online Surveys if the Chaffinch Group were looking at other Care homes within the Group. 
 Some of the benefits of having positive consultation within Calmere House would be an enhanced productivity from the staff as they would be able to speak openly about any issues that they have had and how they were resolved, and also that there would be more innovation from staff as they themselves would be able to come up with solutions and ideas for the better running of the house. (CIPD, 2025a) This could also help with Employee retention as it allows the staff to feel respected and their knowledge is important. The staff that are going to be engaging with Kath are known as High Influence/ High interest stakeholders, on a stake holder mapping matrix as they are the ones who have been dealing with the changes and need to be kept engaged and updated on the progress being made within the company, (Tristancho, 2024).  By introducing consultation to Calmere House, Kath should include the employee’s voice but also include “guard rails” so that the staff are aware of their boundaries, this will keep the employee ’s aligned with the Chaffinch Group’s goals and objectives.  

Within Calmere House Kath needs to engage with her staff as they are the ones who will know the reasons for the high turnover of staff.  Staff engagement is important as it allows for change to introduced and continued within Calmere house, if Kath is having a meaningful engagement with her staff, it can also lead to the house being a more effective place to work, and so the residents are able to receive a higher quality of care. When working with staff, Kath needs to see what issues there that need to be addressed. (Cecchi-Dimeglio, 2024), and use holistic management strategies to rectify them. 
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