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Q1/AC1.1
[bookmark: _Hlk215407909]Calmere House (Calmere) run by Kirsten operated with a flat, non-hierarchical, informal structure where all 42 employees reported directly to her.  Policies were limited and informal, and decision-making took a collaborative approach. 
Advantages were that the employees had a voice and had channels for input and felt valued. Employee voice can contribute to positive outcomes which can include high retention and a strong commitment. (Guarin et al., 2025).
Calmere could adapt more quickly with less chains of command.  The needs of the residents could be met quicker.  The professional staff brought with them their knowledge and expertise.  Less chains of command allow for staff to feel empowered. This aligns with Mintzberg’s Structure in 5’s: A Synthesis of the Research on Organisation Design where skilled staff have autonomy and there is little middle management.  (Mintzberg, 1980). 

Advantages to this style of structure are clear in that a formal chain of command with clear lines of authority enables less ambiguity clear escalation channels. Chaffinch would probably prefer to have uniformity across its businesses to ensure a consistent approach.  This might also achieve efficiencies. (Daft, 2015).
However, flat structures also carry risks and disadvantages were that with 42 direct reports, the owner/manager could become too overstretched and lead to inefficiencies, and an overreliance on Kirsten.  Lack of formal policies and procedures could mean inconsistencies in decision making.  (Daft, 2015).
Chaffinch Group (Chaffinch) introduced a hierarchical, bureaucratic structure with five layers.  They installed standard policies and formal procedures, and emphasis was on control, reporting and uniformity.
Disadvantages are also clear in that there is reduced employee voice which can make employees feel alienated and reduce morale.  Changes in how policies are introduced and adhered to could affect the amount of participation from employees. (Taylor & Woodhams, 2016).
The care industry is demanding where quick decisions and flexibility are sometimes vital. When organisations are open to adapting and encourage teamwork, they can handle challenges better, especially when things get hectic or complicated.  Having fewer layers of management can help improve both the quality of care and how satisfied staff feel. However, having too little structure can also create problems. (Harkema et al., 2025).

In conclusion, the flat structure was appropriate when the business first started and aligned to the culture and values of Calmere under Kirsten. But it was fragile in terms of scalability, resilience, and consistent governance.  Chaffinch is looking to move the business from a flat, flexible structure to a hierarchical, bureaucratic structure. But a care home environment can be complex, unpredictable, and requiring a personal touch, which can mean there is some requirement for professional autonomy and flexibility.
Q2/AC1.2 
A rational approach to strategy formulation means using a step by step, logical process based on data in order to make future plans.  This would involve the use of tools such as SWOT, PESTLE, Porter’s Five Forces or gap analysis to align services to Chaffinch’s resident and customer needs.
PESTLE can be used to help a business look at the factors outside that could affect them, including demographics, laws and rules, the availability of funding and technology. Porter’s Five Forces helps a business to understand the competition, the demands of their customers and the issues arising from using agencies and so on.  Using a SWOT analysis, Chaffinch will be able to review Calmere’s internal strengths, weaknesses, resources, and capabilities. (Taylor and Woodhams, 2022). 
	Strengths
What do you do well?
What unique resources can you draw on?
What do others see as your strengths?
	Weaknesses
What could you improve?
Where do you have fewer resources than others?
What are others likely to see as weaknesses?

	Opportunities
What opportunities are open to you?
What trends could you take advantage of?
How can you turn your strengths into opportunities?
	Threats
What threats could harm you?
What is your competition doing?
What threats do your weaknesses expose to you?


(Mindtools.com, no date)
A gap analysis compares Calmere’s current services with competitors, considering residents’ needs and new options like wellness or dementia-friendly services . Costs and varying customer priorities should also be factored in to ensure a diverse range of services. (Taylor & Woodhams, 2022).
Chaffinch should clearly communicate their achievable mission, vision and objectives for Calmere with their staff. Engaging staff by giving them additional responsibilities is important. Regular feedback via surveys will help Chaffinch review strengths and areas for improvement, while valuing customer voice and acting on feedback to address any gaps.
By using data that is available to them Chaffinch can make decisions as to where they should invest e.g. technology or staffing.  Planning is important to make sure that the required tasks align with the goals set out for the care home.  Feedback and reviews are always going to be key for the business to move forward. 
The rational approach works best in predictable environments, but the care industry is not one of them. Sticking rigidly to plans can be challenging, and valuable staff input may be missed. Change is difficult without early staff engagement, so involving employees from the start is essential for Chaffinch’s success. (Taylor & Woodhams, 2022).
In conclusion, using a logical evidence-based plan will help Chaffinch improve the services for its customers, but they also need to stay flexible and involve others to succeed.
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Q3/AC1.3 
A PESTLE analysis is a useful tool for understanding the external challenges and opportunities in the residential care sector. It looks at Political, Economic, Social, Technological, Legal, and Environmental factors to help organisations assess their operating environment. 
[bookmark: _Hlk215409980]One major negative external factor for this sector wage increases and regulatory increases (e.g. minimum wage, national living wage), pension and employer NI contributions.  There are not enough staff, especially experienced nurses and care assistants, so care homes must use expensive agency workers.  Bills for energy, utilities, and maintenance are rising.   New rules mean care homes need to hire more staff, provide extra training, do more checks, and follow stricter health and safety procedures.
Rising costs mean care homes make less profit and have to charge higher fees.  In an already expensive sector, this might put off residents. There might also be a need to cut services or staffing levels, badly affecting quality. In the case study, Kirsten worried that higher bills and staff cost would hurt care.  After Chaffinch took over, more staff left, they had to hire expensive agency workers and fewer residents moved in, making money problems worse. 
Care home fees have risen sharply by 10–19% in the last two years, outpacing general inflation.  For example, the average residential care home fee rose from £949 per week in 202324 (up 19% from 202122), and nursing home fees rose by 18% in the same period. (LaingBuisson, February 2024; Which?, 2023).
The fact the population is ageing along with the rising demand for care services can be seen as a positive external factor.  More older people and more cases of long-term illnesses and dementia can be seen in the UK, meaning more people require care homes and related services.
The number of people aged 65 and over has increased by over 3.5 million (a 52% increase) in the last 40 years. (Centre for Ageing Better, 2025) 
In 2024, there were an estimated 625,000 people aged 90 years or over in the UK, a 53.7% increase since 2004. The number of centenarians (aged 100+) in the UK doubled from 8,300 in 2004 to 16,600 in 2024. (The Office for National Statistics, 2025).
By 2043, almost 4.5 million people aged 65 and over will live alone. (Centre for Ageing Better, 2025) 
This creates opportunity, Chaffinch could benefit from more people needing their services and longer waiting lists.  More families now want higher quality care with better benefits, so the demand for premium care homes is likely to increase as living standards rise.


Q4/AC1.4 
Introducing relevant technology into a business can enhance resident care, staff efficiency and regulatory compliance, but it also affects the employee’s role, culture, skills, and resistance. 
Electronic systems and digital health records would involve putting resident’s records and care plans on computers or tablets to help staff work together better, it would reduce mistakes and makes information easier to find and update.  The introduction of remote monitoring and sensor technology would enable staff to spot problems early and could help to keep track of residents’ health.  This makes care safer and more personalised.  Digital audit trails also help ensure future compliance. (GOV.UK, 2025)
Online appointments for residents can reduce the cost of transportation to appointments.  Digital tablets in resident’s rooms allow them to talk freely and give feedback.  The tablets could be used for helping to continue the ‘personal touch’. 
Training and e-learning platforms help staff with their CPD and improve their skills.
Introducing modern technology at Calmere will boost efficiency, save time, and improve resident care through real-time monitoring and better staff handovers. Managers can address issues sooner, employees will feel more supported, and the home's reputation as forward-thinking may attract new staff. 
Negative impacts include resistance from long-term staff, time-consuming training, potential for more errors or data breaches, loss of human interaction, which was key at Calmere, and significant upfront costs.
‘Use of a digital application to enhance communication and triage between care homes and national health service community services in the United Kingdom: a qualitative evaluation’.  (Russell, S., et al. 2025). 
The increased use of digital applications has improved coordination between care homes and NHS services, with staff and stakeholders providing positive feedback. 
"The shift to digital: Embracing technology in the care home sector." (Health Innovation Network 2025). 
This shows that increasing the use of digital records, workforce management and AI tools in UK care homes are improving efficiency and resident outcomes. 
How Chaffinch manages the change is the most important part.  It’s important that they involve staff early so that there are no stressful surprises.  Provide training, mentoring, and support during rollout; it might be worth having different phases of introduction and maintain a balance between technology and the human element.  As with all new processes, feedback is important.



Q5/AC2.1
Using and applying change management theories helps to explain why, after the sale, staff became resistant to change, felt a loss of identity, there was lower motivation, and frustration with new behaviours.
Kurt Lewin’s model says that change happens in three steps:
The unfreezing part of the process was weak as staff were told about the sale, but they weren’t really involved in planning the new structure or understanding why things were changing. Their feelings about the old way of working weren’t considered.
The Changes made by Chaffinch were rushed with the new rules and structure being forced on the employees without them being allowed any input
The refreezing also appeared to be weak where new ways of working haven’t settled and there is still a resistance by staff; the number of staff leaving continues and there is no longer a sense of identity. (Waite, Beevers, Small, Tomlinson & Hussain, 2021).
Motivation theories – Herzberg’s Two-Factor Theory
Herzberg says that “job satisfaction and dissatisfaction are not opposite ends of a single spectrum but are influenced by two different sets of factors – hygiene factors and motivators”.    The basic things that the staff once relied on are now worse because of the strict rules and top-down control, causing less satisfaction and less motivation. (Herzberg, 1966).
Job Characteristics Model 
People are motivated when their jobs have variety, clear tasks, importance, independence, and good feedback.  Chaffinch’s stricter approach doesn’t allow for independence and affects the varied nature that the roles once were.  There isn’t the ability for 2-way feedback meaning the jobs are less motivating, there’s less engagement and a greater staff turnover.  (Hackman and Oldham, 1976)
Edgar Schein’s model is widely used to understand organisational and human behaviour, proposing that business culture exists at three levels.
Artefacts: Visible things such as routines and environment shape Calmere’s caring image. Chaffinch’s removal of the personal touch has changed how the home is perceived.
Espoused values: The important values that included participation in decision making and the personal touch, have diminished at Calmere due to Chaffinch’s standardisation and new rules
Basic assumptions: Staff deeply believed Calmere was a caring, family-orientated home, but this now clashes with new ways of working, causing confusion about expectations.
The takeover broke up Calmere’s way of working and established relationships resulting in problems from the start. The changes weren’t managed well, with no acknowledgment of the old culture, staff became de-motivated, and the new structure didn’t match how people worked. All of this led to more people leaving, lower morale, resistance to change, and worse performance.  (Schein, 2010).




























Q6/AC2.2 
Under Kirsten, the team helped select new staff based on shared values and culture, keeping the culture strong, ensuring new employees were supported. A basic concept, but one that worked.
Chaffinch’s new recruitment process has created a culture shift, where staff input is dismissed, staff are excluded, meaning the team cannot pass on it’s the shared values or make suggestions.  With Kath hiring agency workers regardless of their fit or experience, they could lack long-term connection, their behaviours often differ, and accountability is not strong.
Recruitment is now standard and impersonal. It’s all about filling positions not building relationships. New staff only get policies by email when they start, so they don’t get the face-to-face introduction that will instil the business’s ways, stories, or values.  There is little or no discussion or explanation. This is an impersonal, one-way way of communicating.
When Kirsten was in charge, staff were able to attend regular meetings, have one-to-one talks, and were involved in decisions. This helped staff influence how things were run and kept the culture strong.  It was important to the staff to feel almost equal to Kirsten.  
A culture where employees have a voice enables innovation, morale, and buy-in for change and why employees might withhold input if their voice is not valued.  (Burris, and Sohn, 2021). 
Employees are excluded from decisions at Calmere, their experience is ignored, and lack of empowerment reduces commitment.  With staff feeling unable to speak up or contribute, there is a likelihood that some will disengage or leave.  Employees are key stakeholders in any business, therefore it is important to engage with them and to value their opinions. (Wilkinson et al., 2020).
These changes have led to a higher staff turnover, lower morale, an increase in sickness and a drop in the standard of care being given to residents. The staff no longer feel they belong.
There is evidence that work culture is gradually being eaten away through employees not being recognised and a growing misalignment with organisational values. (PM Daily,2025)
Chaffinch needs to re-group and look at hiring people who fit into the values of the business.  They need to draw on the experience of the staff and consider their input into the process. This would help to rebuild relationships.  Reviews as to how a recruitment process can shape a business’s culture, with an importance placed on the cultural fit and participative selection for cultural continuity. (Ryan and Derous, 2024).


Q7/AC2.3 
Change is constant and can be driven by several factors. We can use different models to help businesses like Chaffinch to understand change and the impact it can have on people and processes.
J P Kotter’s 8-step model for change is one of the most widely used frameworks for leading organisational transformation, emphasising urgency, coalition-building, vision, communication, empowerment, short-term wins, consolidation, and anchoring new approaches. (Waite, Beevers, Small, Tomlinson & Hussain, 2021).
Before the takeover, Chaffinch should have studied Calmere’s culture and values, identified what made the home unique and what issues would possibly arise. Key staff should have been recognised who might support or resist change. Management should have involved staff in workshops to gather feedback, clearly explained the reasons for change, and connected Calmere’s traditions with new plans. Engaging trusted staff early and making gradual, reviewed changes would have supported staff through the transition. (Waite, Beevers, Small, Tomlinson & Hussain, 2021).
The Kubler-Ross Grief Curve Model was established in 1969 and is used within a business to help understand the process of change and how people react to it.
[image: Change curve management model ...]bitesizelearning.co.uk
Chaffinch could have used this model to help them identify the needs of their employees throughout the change process.  They should be looking to make quick improvements that staff can see e.g. new technology or acknowledging staff efforts; building trust and motivation.  It is important however for Chaffinch to realise that not everyone goes through the five stages, nor do they all go through them in order. (Taylor and Woodhams, 2022).
Chaffinch should have celebrated Calmere’s past and involved staff in the transition through special events, creating a clear, detailed plan. Staff and managers should be supported to gain new skills and be shown how to use new systems.  Performance reviews, training, rewards and feedback should be used to encourage and support staff. (Taylor & Woodhams, 2022).
Chaffinch should be transparent by addressing concerns and remain open to adjusting plans as needed.  By doing this it makes new ways of working become normal for everyone.
Organisational change is continuous and if not well managed it can fail, which can lead to serious consequences. People professionals play a vital role in supporting successful change management. (CIPD, 2025)
If Chaffinch had planned carefully, by involving staff and made changes gradually, the transition would have been smoother. This would have helped keep Calmere’s strengths and reduced staff leaving, resistance, and problems with performance.


























Q8/AC2.4 
To appreciate how employees felt and acted during the changes from Kirsten’s management of Calmere to that of Chaffinch, William Bridges’ Transition Model can be used.  This model looks to break down the stages of change into the following:
Williams Bridges’ first stage, Endings, involves a sense of loss and grief.  This was experienced by Calmere staff after the unexpected sale.  There was probably a period of disbelief, leading to resistance and longing for past practices. 
The Neutral Zone brings confusion and uncertainty, with employees feeling stuck between old and new processes. This would have been an ideal time for staff suggestions, but they were not encouraged, leaving employees feeling unheard.
The new managers at Calmere should be providing guidance and speaking with employees more than ever.  Support and training should also be obvious.
The final step in this model is New Beginnings.  If change is managed as well as possible, acceptance and integration would start to happen.  At this point, employees will feel that they can engage, move forward and show a renewed commitment.
Bridges’ model shows that change is not yet working, and the staff are a long way from accepting any new ways of working with some yet to engage as they feel they have lost their employee voice.  Chaffinch has not handled the takeover well and the new beginning has not started.  This model is helpful when identity and culture are important.  (Bridges, 2009). 
The McKinsey 7-S model can help a business to assess whether their key elements such as culture, leadership style and skills are aligned and able to support the change.  If any misalignments are identified by a business such as Chaffinch, they can use the 7-S model to diagnose the issues, work on them to hopefully become more integrated in their approach to change. (Waite, Beevers, Small, Tomlinson & Hussain, 2021).
[image: McKinsey 7-S Framework]
The model looks at seven key elements that can have an impact on an organisation, these include:
Structure – how is Chaffinch structured, including the hierarchical structure and how each area and team is structured. 
Systems – what tasks and processes are being used by Chaffinch for employees to complete their job responsibilities. 
Styles – what leadership style has been implemented by Chaffinch?
Staff – has Chaffinch observed and assessed the employees to identify their individual capabilities.
Skills – has Chaffinch evaluated the employee’s skills throughout the organisation. 
Strategy – a plan of action should be drawn up by Chaffinch of how to achieve and maintain a competitive edge. 
Shared Values – Chaffinch’s core values and ethics. 
The McKinsey 7-S Framework model implies that each element must work together in a balanced manner for an organisation to be successful. (Mindtools.com, no date).





















Q9/AC2.5 
Employee wellbeing is very important, especially in jobs within the care industry.  Here are two main things that could affect it and why they should be addressed.
Factor 1: 
The impact of this first factor could be that After the takeover, increased workloads led to staff stress, exhaustion, and reduced wellbeing. Higher demands risk burnout and errors, which is especially serious in care settings.
After the takeover, increased workloads led to staff stress, exhaustion, and reduced wellbeing. Higher demands risk burnout and errors, which is especially serious in care settings.
This is important because when staff have too much work and not enough support, it can make them stressed and unwell. This leads to people taking more sick days, doing their jobs less well, and can even damage the reputation of the care home. Working in care is already emotionally tough, and if staff are always under pressure, it wears them down and affects their mental health. When staff are struggling, the care that residents receive also gets worse. CIPD (2025).
When a role is highly demanding but there is no autonomy, it is widely known that there can be an increase in stress and a negative impact on the wellbeing of staff.  
Factor 2: 
The impact of this second factor is that under new management, employees feel they’ve lost their voice, lack empowerment, and are micromanaged.  This has led to stress and fear of speaking up. (Wilkinson, Donaghey, Dundon & Freeman, 2020).
Under new management, employees feel they’ve lost their voice, don’t feel empowered, and are micromanaged.  This has led to stress and fear of speaking up. 
This factor is important because having autonomy, sharing ideas, and having a voice are vital for wellbeing; without them, staff experience stress, dissatisfaction, and lower motivation, which harms retention and service quality.
Addressing these factors is important because well employees are more likely to stay, engage, and deliver high-quality care. In care settings, poor wellbeing increases risks, costs, and harms both staff and residents, as well as the business’s reputation. (CIPD, 2025).
To address these factors, Chaffinch should check staffing levels, share tasks fairly, introduce technology, reduce the amount of agency staff, ensure breaks, offer support programs, hold regular check-ins, and restore employee voice. Above all, Chaffinch should foster open dialogue, so staff feel safe to speak up.


Q10/AC3.1
The employee lifecycle has steps like hiring, training, keeping staff, and when they leave. For retention, people managers, recruitment advisors, and employment relations advisors each help in different but important ways.

[image: Employee Life Cycle: The HR Guide to Managing the Stages](Technology Advice)
The People Manager is key to employee retention by supporting staff through regular check-ins, development and wellbeing reviews, and recognition of high performance. They help growth with specific development plans, coaching and mentoring to ensure employees have a voice, and proactively address stress and personal issues to keep a healthy, engaging work environment that encourages staff to stay. (CIPD, 2023) (Harvard Business Review, 2022), (Taylor and Woodhams, 2022).
At Calmere, the People Manager is key for keeping staff. By having one-to-ones, team meetings and encouraging staff be involved in decision-making, promoted value and belonging. Since these have been removed, motivation has dropped, stress has increased, and staff turnover has risen. This shows that the People Manager role is important in maintaining a healthy, engaging work environment.
The Recruitment Advisor helps to keep employees by focusing on values-based recruitment, ensuring new employees fit with company values. They provide thorough inductions so new employees fully understand the business, assign mentors, and use succession planning to identify talent for internal promotion and career development. Gathering feedback, such as through exit interviews is also essential for improving processes and maintaining a successful recruitment programme. (CIPD, 2022)
The difference in recruitment practices between previous and current management is clear: values-based recruitment previously helped maintain a strong culture, while the new, impersonal approach has lost the personal touch, especially in induction. This shows that values-based recruitment, thorough induction, mentoring, and feedback mechanisms like exit interviews are essential for building a cohesive team and retaining staff.
The Employment Relations Advisor plays a critical role in resolving problems, handling complaints fairly, and supporting staff retention. They help managers deal with problems early, by providing advice on employment issues such as contracts and flexible working; they also advise on reasonable adjustments and help staff members who are returning to work.  All of which support retention by solving issues early and providing necessary advice and adjustments.
At Calmere, the Employment Relations Advisor should not only react to problems but also actively support staff and managers during change, especially during new contracts and role changes. This helps retain staff. Without this approach, issues are delayed, and staff disengage. (CIPD, 2023). 
By these three roles working together at Calmere, problems can potentially be fixed, and staff will be retained if they feel that they are heard, treated fairly, supported, and that they fit in.






















Q11/AC3.2 
To fill all the rooms at Calmere, Chaffinch needs to bring in new residents and make sure staff provide great care and service. By having skilled staff and good working conditions is important it supports both quality and keeping the home full. If Chaffinch shows it’s a good place to work and hires people who fit in with its values it helps staff learn and grow, employees will be happier and do a better job. This will make Calmere’s reputation stronger and encourage residents and their families to recommend the home to others. (European Journal of Public Health 2024).
Happy and motivated staff are more productive and are likely to represent the company that they work for in a positive way to residents’ families and any networks they might become involved in. (University of Oxford, 2019).
Chaffinch should conduct resident and employee satisfaction surveys and exit interviews to address issues. By collecting quantitative and qualitative trends, it allows you to see a fuller picture.  Employees should be involved in changes that have come from feedback and in analysing and responding to resident input to close the loop. (Taylor and Woodhams, 2022).
Outstanding performance should be recognised with awards and bonuses used as motivators.  Staff should be involved when Chaffinch is trying to improve experiences and should be aware of company goals. High staff morale could resonate through the care home and could mean a better experience for residents.  
Chaffinch should offer wellbeing programs and support staff to reduce turnover. They should maintain good relationships with residents and their families. They should make sure that employee stress or absences don’t negatively affect residents or the home’s reputation.  They should not use strict control but work to build a culture of care, empathy and responsiveness.  This will help to set the organisation apart.
For Chaffinch’s people practices to succeed, HR actions must align with business goals (vertical integration) and operate consistently (horizontal integration). Vertical integration ensures HR policies support strategic aims like hiring creative staff and developing skills, while horizontal integration coordinates recruitment, training, and performance management so employees have a unified experience and shared objectives.
Chaffinch should use data to work out the needs of their staff as the occupancy increases.  This will help with proactive rather than reactive recruitment.
If Chaffinch concentrates on supporting their employees and keeping them motivated to attend work, it will potentially create a positive experience for new and existing residents.  Calmere’s reputation will be improved and could help to increase occupancy.  Chaffinch should realise that investing in people is essential when trying to run a business.



Q12/AC3.3 
For Kath to diagnose and address turnover, genuine consultation and engagement with employees is essential. ‘In engagement, people employ and express themselves physically, cognitively and emotionally’ (Khan, 2019).
Kath should adopt a safe environment where employees can speak honestly without any comeback. By using focus groups, 1-2-1s, surveys, and suggestion boxes, feedback can be collected. Two-way communication is essential, with clear consultation, explanations, and actions based on feedback. Results and action plans should be shared with staff. (Edmondson, A. 2019) (CIPD, 2023).
Once the team is recruited, it is important to develop and encourage an inclusive working environment which can help motivate and incentivise employees, which in turn will help with employee retention, something that Chaffinch is now having difficulty with. (CIPD, 2021)
Research shows that perceived practices in consultation and engagement reduces staff turnover. (Human Resource Quarterly, 2023). 
At Calmere, staff trust has been damaged, morale is low, and employees may fear speaking up. Specific methods Kath could use, with the most appropriate methods identified are:
	Method
	Appropriateness
	Key Benefit

	One-to-one interviews held with a random sample of current employees to gather information on their experience, concerns and any ideas they might have.
	Highly appropriate
	Builds trust, uncovers sensitive issues

	Short check-ins to detect any early signs of dissatisfaction and employee issues.
	Highly appropriate
	Early detection, ongoing engagement

	Pulse surveys and exit interviews which can be written and distributed quickly with data collected in a timely manner.  

	Appropriate
	Anonymous, spots trends, gathers views of staff that are leaving. 

	Focus groups, workshops and suggestion boxes.  These can be used to look at issues and suggest improvements. Must be acknowledged and feedback given to the whole team.

	Less appropriate initially
	Useful as trust improves

	Shadowing and job observations. All aspects of the working day can be observed to look for any potential issues between theory (policies) and practices.

	Supportive method
	Reveals practice gaps, compliments feedback


A review of staff feedback would allow Chaffinch to identify common issues and the main reasons for staff turnover, working with employees to create an action plan that addresses the problems.  Keeping everyone informed of the changes and when this will happen is key.  Regular reviews should be completed to check the changes are working and also to make adjustments, should any be needed.
By regularly listening to their employees and involving them in decisions, Kath and Chaffinch can rebuild trust, find out why staff are leaving and make changes that improve morale and the workplace culture.  411
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Why Your Team Members Need Daily Check-Ins
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