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[bookmark: _Toc55763327][bookmark: _Toc55764405]Executive summary
The aim of this report is to examine the line management policy of a care home in the United Kingdom. Also, the study will be focusing on the motivational theories that is in practice within that establishment. In addition, this study will be looking into the models of HRM that is followed in this organisation, as well as highlighting the roles and responsibilities of line managers organisation in the company and how it supports human resource management which is defined as a department within any organisation that is responsible for recruiting and enrolling the right skilled workforce to the right work position (Armstrong,2006).
Also, HRM have the responsibility to evolving the skills of the workforce to impact successfully and profitably to the best interest of the organization and the achievement of the company’s affairs and aims. Further than that, HRM focus on their employees’ satisfaction, protection, rewards, motivation, communication, policy administration as well as training (Wright and McMahan, 2011).

[bookmark: _Toc53865379][bookmark: _Toc55763328][bookmark: _Toc55764406]Introduction
This paper will be identifying and assessing the management policy of the one of the most well-known private care homes funders in the United Kingdom which known as the Priory Group. 
This organisation has multiple departments within this fields, which work together to provide the needed care for more than 30,000 individuals every year. Their departments are:
· Healthcare.
· Education and Children’s Services.
· Adult Care Services.
· Priory Middle East.
[bookmark: _Hlk53865743]The aim of the Priory Group is to make and build up a deep and long-term change in individuals’ life who use their services in lots of their live aspects whether on the overall health wellbeing or education. They are presently deal with 70 various status through a large-scale system consist of more than 450 services that provide help to independents’ wellbeing, custody, schooling, and specialised needs (Priory Group, 2020). 
Additionally, the report will be identifying the relationship between the line management of the organisation with their employees as well as with their residents and will be critically evaluating and dissecting the following aspects in complete depth:
· [bookmark: _Hlk54119710][bookmark: _Hlk52793296][bookmark: _Hlk52793318][bookmark: _Hlk54119769]What are the roles and responsibilities of line managers organisation in the Priory Group   and how it supports human resource management functions?
· [bookmark: _Hlk53394965][bookmark: _Hlk54081389]What is the importance of training and development within the Priory Group and how it supports employees’ satisfaction and business performance during the economic crises/economic downturn like Covid19 Pandemic?
· How the reword system makes an impact on organizational performance within the Priory Group for both employees and the residents? 
[bookmark: _Hlk53340919][bookmark: _Hlk52793467]The following section will be highlighting the HRM and some of their models related to the case study. Also, it will be critically evaluating the business culture and the roles responsibilities of line managers within the company and how it supports human resource management functions.
[bookmark: _Toc53865381][bookmark: _Toc55763329][bookmark: _Toc55764407]Business culture 
Business culture may be described as the shared, fundamental presumption that a company learned whilst dealing with the surroundings and resolving issues of extrinsic adaptability and inner incorporation which are cognised to new participants as the ideal manner to resolve those issues (Al‐Alawi, Marzooqi and Mohammed, 2007).
 According to Mr Abbas who works within the Priory children’s home, the company treats all employees with mutual respect, it promotes a family culture in the workplace where it respects all genders, race, age, sex, religion. They also promote this through themed days, as well marking this on the calendar or celebrate this with all its service users. There is also a downturn of this as in the work place some colleges for example the BANE culture tends to always stick together in the workplace. Never the less, when employees see a white person in a high post they tend to use racism as an excuse to say that they do not want a person of colour to be in upper management, then again it has been proven in practice that it isn’t always the colour of your skin which determines whether you should be at the top, or in upper management or it is down to the fact that how much experience you have in the field, as to what qualifications you hold in the field, as well as the additional training that you would receive from in house training you have gained which will determine how to lead the way in this very challenging and demanding field of work. 
The professional manager will lead by example as well as promote their own ethos in the workplace and change certain or small practices within the HR policy or create a policy which would be authorized by HR, HR director or by a responsible individual ( RI )
Some employees who are very selective as to whom they want to work with, this intends to cause issues with the deputy manager who organises the rota, as employees will be told that they cannot pick or choose their employees on shift. 
[bookmark: _Toc53865382][bookmark: _Toc55763330][bookmark: _Toc55764408]Models of HRM 
The model of HRM that is within the Priory inspired by Harvard framework (Figure 1) as this model gives one of the main significant representation in HRM ordinance on the issue of manager objectives. In this structure supervisors in firms are urged to set their own needs in HRM dependent on the transaction of partner interests and situational factors. HR results, thus, are viewed as having longer-term influence on hierarchical adequacy and on social and individual prosperity. As the accentuation on partners and logical elements suggests, the model was offered more as an investigative system and showing gadget than as a hypothesis (Boxall, Purcell and Wright, 2007).
,[image: ]
Figure 1
Source: Beer et al.1984.
Also, a line manager/registered manager who is responsible for delivering high quality care to the children and young people resident within the care home, this means that 
they are responsible for delivery of all care services as well as the strategic planning or developments within the home and all day to day management matters. The line manager will demonstrate the ability to build on the well-established principles and practice standards existing within the company and proactively contribute to the continuous of childcare standards across the priory group.
However, there are a lot of negatives, challenges in the role which would make the role of a line manger very debateable within the company which will be highlighted in the following stages:
· Having experience and working with children is very important whether it is with the police or in social services or working in a children’s home. Also, to have regular and updated training in the job as well as being registered on the Disclosure Barring Services and undergoing a fit persons interview by Ofsted this interview will assess the individual who is able to demonstrate that they have an understanding of the responsibilities placed on them by the regulations which Ofsted have regulated, this also includes regular checks on your online training profile the Priory provide.
· Being a bad manager also has an impact on the type of leader that you present yourself towards your employees.
        Also, a bad manager will:
· Only answer to upper management and not complete in house tasks on a daily basis, they will not be on the shop floor to oversee children or give them any time or attention.
·  Always bribe the children to get them to achieve daily tasks by offering them a takeaway and not oversee their daily tasks and choirs.
·  Will be very formal throughout their line of work and not appreciate any of the work the employees do within the children’s home.
The Priory Group have a massive issue with overseeing leadership in the children’s homes, this has had a massive knock on effect with all employees, by having a massive staff turnover, relying on agency staff to cover all the gaps in the workplace.
Mr Abbas added that professional line manager should give very reasonable time for the employee to complete their daily tasks without demanding or pressuring the employees, at the Priory Group there have been many cases of favouritism and bullying towards different employees.
[bookmark: _Toc53865383][bookmark: _Toc55763331][bookmark: _Toc55764409]The importance of training and development.
[bookmark: _Toc54091837][bookmark: _Toc54092067][bookmark: _Toc54814693][bookmark: _Toc55763332][bookmark: _Toc55764410]Within many establishments, the budgets for training and developing staff are entirely a characteristic of whether the organisation is playing a good financial improvement or just surviving a downswing (Frost,2016). In any frugal environment, the training fee ought to be decided through the centred organisation consequences they want, not other unnecessary financial relevant elements. Further than that, the following training consequences should be precisely taken into the organisation’s consideration:
· what do the organisation need out of this training?
· What will the employee achieve from this training and how will it be monitored for the employee to grow within the establishment?
· What is going to alternate in the company or in the conduct or overall performance of the personnel due to this training which is going to assist the company? (Frost,2016).
[bookmark: _Hlk54003234]Priory believes that training gives a top possibility to amplify the understanding foundation of all personnel. They have a very unique training and development system which is designed exactly like an underground map (appendix 1,2) which each field represents a field which you can explore as well as look at other career paths to take in the future. By looking at the career pathway maps its divided up into the following paths: 
· Education
· Children’s services
· Adult care
· Health Care
· Social worker
· Medical
· Psychology
· Therapy
· OT
· Central 
Each pathway gives employee their own private username and password, employees are also encouraged to change the password every 30 days for security as well as for data protection act, and they get an online training programme tailored around their level of work. There is induction for the first week then after 4 weeks, the log in details are then issued to the employees to start their online training. The genius behind this particular model is that the employees’ online training is linked to their line manager who can check and see if they are overdue on their training or if they are prompted to complete their training, then the manager will remind them so they can get online to complete their training.
There is also training which the manager is required to book employees in and to go off site. This must be authorized by the manager only and no one else. As employees go through training, they will discover that there is a small multiple choice exam and there is no time limit to finish this exam, once they pass this they will be asked to put in their password in order for them to be updated on the online academy training, there may be a times that employees may need to print off their certificate to add into their personal folder. In some cases, there are courses that are worth over £400 and can reach up to £5000.
Mr Abbas indicated that he has been trained to complete the following courses:
· Safeguarding combined: Adult and children and young people. (appendix 3)
· Emergency First Aid at Work (RQF). (appendix 4)
· Fire Marshal with Extinguisher. (appendix 5)

[bookmark: _Hlk53562962][bookmark: _Hlk53397190][bookmark: _Toc53865384]However, many organisations discover the improvement possibilities costing a lot of money. Employees additionally omit out on working hours at the same time as attending training sessions, which can also additionally defer the accomplishment of the ventures. Despite the possibility of the obstacles, training, and improvement support both the entire organisation as well as the workforce with advantages that make the financial cost and time a profitable investment. Also, training can be a part of the employees’ long-term motivation as it is beneficial for them to advance their career and get added into their CVs if they want to work for another place for whatever reasons, etc (Rodriguez and Walters, 2017).
Moreover, the Priory HR set very good policy to deal with the Covid19 Pandemic crises to reassure their employees that they are by their side by providing two weeks of full pay for employees who need to self-isolate which do not affect their annual leave, and if they require more than two weeks, they provide up to twelve weeks of full pay for them but they require the proof of the test for their records.
[bookmark: _Toc55763333][bookmark: _Toc55764411]Communication
Organisational communication may be defined as an essential process of the self-categorisation procedure, which facilitates to outline the identification of a cohort and to create a positive society spirit, which suits into organisational specification (Elving, 2005).  
Communication is a critical tool which must be used on a daily basis within the Priory Group, 
They hold meeting monthly and all team require to attend to discuss the running of the home as mangers will ask all employees to raise any concerns they may have, report issues with Ofsted, any safeguarding concerns and the managers include the staff with their decision making. The monthly staff meeting takes place where the line manager gathers all the team for the exception of an employees who are on annual leave to discuss any concerns that are arising within the home, and this gives the team an opportunity for everyone to have their say as to what is going on a day to day basis.
The deputy manage or a senior member of staff will take minutes during the meeting and then will be emailed across to all employees, as well as they will need to read and sign folder which all employees must read and sign.
Also, any work that is done with a child must be recorded as a keywork session, this is then handed to the manager who will file this. When the day shift finished they must complete the communication book which is accessible to all the team, they then wait for the evening team to come in so they can hand over as to what happened during the day time as well as set goals and tasks for the evening team to complete.
[bookmark: _Toc55763334][bookmark: _Toc55764412] Motivation
[bookmark: _Hlk53825235]Motivation can be defined as the procedure that trigger, stimulates, points, and tolerates attitude and achievement. Also, it is the method of animating the workforce to work and to obtain a preferred task. Financial motivation isn't always the most effective influence. There are different rewards which also can function the workforce (Tella, Ayeni and Popoola, 2007). 
[bookmark: _Toc55763335][bookmark: _Toc55764413]Herzberg Theory Factors
[bookmark: _Hlk54170467][bookmark: _Hlk54091627]The Priory motivation system is inspired by Herzberg Theory Factors as well as Maslow’s Hierarchy of Needs as both theories are sharing mutual factors, e.g. physiological and safety needs whereas Herzberg's motivators are very similar to Maslow's higher-level needs like belongingness, self-esteem and self-actualization.
Herzberg reckons that hygiene factors are similar to Maslow's lower level needs. For instance, physiological and wellbeing needs while Herzberg’s motivators are generally equivalent to Maslow's more huge degree of requirements like belongingness, confidence, and self-equalization (Ozguner, and Ozguner, 2014).
[image: ]source: own source 
[bookmark: _Hlk54209812][bookmark: _Hlk54210100]Frederick Herzberg was an American psychologist who became one of the most influential names in business management, his motivation theory models contends that there are two factors that a company can conform to impact inspiration in the working environment. These elements are the key to motivate the workforce to work more enthusiastically (Bassett‐Jones and Lloyd, 2005).
 The two factors theory are:
· Hygiene factor is associated to the environmental work condition, this expresses that the factors are extrinsic to the work environment and if they met, they progress to avoid a dissatisfaction of a job (Dartey-Baah and Amoako, 2011). The following factors are in practice within the Priory:
· Interpersonal relations
· Salary 
· Company policies, 
· Supervision 
· Work condition (Alshmemri, Shahwan-Akl and Maude,2017).
· Motivational factors: are associated to the intrinsic factors within the workplace and these factors are:
· Recognition 
· Growth
· Responsibility
· Meaningfulness of work (Lundberg, Gudmundson and Andersson,2009).
Within the Priory Group the relationship is based on employees working with others on different days of the week to build up their relationships with one another, in time they will tend to see that employees will get along with others. Also, in terms of salary the Priory applies a pay raise for their employees every while when they require them to do and pass a certain course as these courses increase the work position for the employees.
Further than that, when it comes to HR, policy, the HR at the Priory have different avenues that they explore when selecting their candidates to employ, they look at the following aspect:
· Experience
· Background
· Knowledge and understanding of this job
If they cover all of the above, they will ask them a serious of questions and scenarios before they decide if this is the correct person for the job, if they pass these questions they move on to the contract of the job. In addition, managers or deputy managers arrange a regular meeting for the supervision task with employees to make sure employees mental health is on good statues to ensure that the work is carried out professionally. Additionally, in term of safety, all children’s homes are governed by Ofsted, at the Priory there are lots of health and safety checks that need to be met by Ofsted, this is the line managers job to oversee these tasks by delegating this to the deputy manager and all employees are also responsible for completing daily checks.
Priory provides appraisals to their employees when they do a brilliant work with the service users. Also, in terms of employees’ growth, they always provide high level of training to their workforce to advance their level of work knowledge of the job. The managers of the company let their employees hold responsible for work by getting them involved in decision making of the work.
Abraham Maslow was an American psychologist who proposed Maslow's hierarchy of needs and believed that humans aspire to self-completed states (McLeod, 2007) He further recognized five essential needs that persuade people psychological, safety, love or belongingness, esteem, and self-realization (Udechukwu, 2009).

Maslow’s Hierarchy of needs
[image: ]   Source: Own source
According to the ‘anonymous’ at the Priory, the company aims to provide the skills and knowledge for their employees to enable them to permanently ascend the hierarchical ladder. Choices are rendered ‘lower’ and moved to the top levels. Also, they actively encourage the staff to share their suggestions to improve certain areas of the services and put it in practise to pursuit of continuous improvement. 
[bookmark: _Hlk54016234][bookmark: _Toc55763336][bookmark: _Toc55764414]Reward system
It is usually expressed as an effective implement for elevating, forming and directing organisational customs consistent with company policy. Also, the reward system can play a vital role to motivate employees to achieve high organisational performance (Bogicevic-Milikic 2009).
The organizational rewards system within any organization can be spliced into:
· Extrinsic/financial
· Intrinsic/non-financial
Intrinsic motivation is the enthusiasm and desire to do and participate in a several particular work as that person feels that they may be appealing and pleasant (Mahadi and Jafari, 2012). Intrinsic rewards is always associated with non-financial which is non-physical rewards as it is emotionally connected with the employees, it can come in different forms such as, Sense of achievement, Words of praise from the seniors, recognition and Work freedom or autonomy (Yousaf et al,2014).
In contrast with the extrinsic motivation as it indicates to the tendency to participate in actions to obtain the motives which is no longer associated to the work. These motives may be the expectation of praise or penalty, like making a success within a workplace or receiving an excellent feedback from the employer (Reiss, 2012. pp.152-156). In addition, extrinsic reward is another word for a financial reward as it is to fulfil financial needs such as pay rise, commission, company car, free life/ health insurance, employees discount scheme, etc (Frey and Osterloh, 2001).
[bookmark: _Hlk53522243]personnel have different desires regarding rewards. Some personnel believe that monetary is enough to meet their desires and a few others desires to a physical incentive like a car, a house, vacations, and other choose non-material incentives. motivation may be used to boost the overall performance of employees. (Ibrar and Khan 2015).
As the Priory reward system is inspired by Herzberg Theory Factors as well as Maslow’s with their financial and non-financial reward system so they have financial rewards, which is offer all employees a Pay Pension scheme which is run by NEST the employee contributes a small amount of money to the pension pot and the employer tops it up, this is one of many great ways to keep their employees motivated. Also, they are proud of their reward scheme that they have in place with highstreets, lenders, car finance and many more…
On the other hand, with their non-financial rewards, they offer the employees more holidays after a certain period of service as well as an increase in pay.
The company covers all aspects which really motivates the employees to stay with the them. However, all the perks are available yet some employees do not take care of their mental health which is a massive factor when working with children with challenging behaviour, this does have an impact on the persons outside life, the Prior offer counselling to their employees 24/7 to provide any additional support to their mental wellbeing, if the manager see that an employee needs additional time off then they will not hesitate to authorise this.
[bookmark: _Toc55764415]Swot Analysis: It is a tool encourages organisations to increase a superior understanding of their internal and external business climate when settling on vital plans and choices by examining and situating an organization\'s assets and climate in four districts: Strengths, Weaknesses, Opportunities and Threats ( Phadermrod, Crowder and Wills, 2019).
Due to the fact that the Priory HR policy do not have the SWOT analysis in place, Mr Abbas was asked to identify his SWOT in the below table:  
	Strengths

· Good team player 
· Good leader
· Capability of using initiative
· Approachable 
· Focused 






	Weaknesses

· Using team teach technique in a serious incident
· Nervousness
· Preparing and leading the shift alone  



	Opportunities

· QCF training level4
· Management training 






	Threats
· Covid-19 crises
· Children can make fake accusation


[bookmark: _Toc55764416]Personal Development Plan (PDP) 
evaluation instrument installed in a bigger evaluation pattern of advancement interviews, used to assemble and archive data about the capabilities which the employee has just chipped away at and the ones that he/she is wanting to additionally create ( Beausaert et al, 2013) 
the following figure is showing the PDP for Mr Abbas at the Priory  
	
	Description of Action 
	How you will achieve this  
	Date to be achieved 
	Evidence of working towards 
	Completed 
	Manager signature

	
Goal 1








	To ensure he’s fully completing all daily tasks to the desire standard before going off shifts to include:
· Hand over 
· Daily report

	To ensure a shift leader is delegating tasks to staff member who are competent in completing required tasks  
	
	
	
	

	
Goal 2







	
	
	
	
	
	


The above PDP represents an important tool which management use within the priory , this also gives an opportunity to set goals and keep track of their goals until it is all achieved, monitoring the progress as well as providing evidence is crucial for this template to work. (appendix 6,7)

[bookmark: _Toc55763337][bookmark: _Toc55764417]Conclusion
In order to any establishment to direct the workforce into the right and successful organisation direction and keep them engaged, motivated and loyal, they must have a strong HR management policy in place. This policy should include the following elements in order to be successful:
· Set explicit goals to the workforce
· Good training system to keep the workforce up to date with their profession level.
· Good level of communication through regular meetings
· A strong motivation and reward system
By fulfilling all the above elements within the company then the expected potential outcomes should be presenting a good corporate image to the company and produce quality product/services.
For the Priory establishment to become fully operational active, the following recommendation should be considered HRM:
· To have a strong registered manager to lead the team, as well as an experienced deputy manager who supports and has the same ethos as the registered manager.
· Have strong seniors / team leaders within the team at least two to three members.
· Have residential support workers who are passionate about this line of work and are willing to work and develop within the team.
· Have a mixture of young and older employees within the workplace
· All team members are encouraged to work with all children across the board
· Avoid backstabbing your colleges within the workplace and focus at the job at hand 
· Follow the company protocol if any concerns arise about the care of the young residents 

or there are bad working practises which are employees are doing.
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PRIORY

A DEMY

This is to certify that

Abbas Abbas

successfully completed

arding Combined: Adults and Children & Young People

on 06 January 2020
at Woodbourne
facilitated by Safeguarding Trainer

This course s vald for one year from the date of completion
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s to certly that

ABBAS ABBAS

o) Reguiations 1981 and Health & Safety
\anc) 1982, In the following subject

YA LEVEL 3 AWARD IN

ST AID AT WORK (RQE)

Date of achievement
19 February 2020

This certiicate is vaid for 3 years.
Refresher training is recommended as follows
Annual refresher 1 - due 19 February. 2021
Annual refresher 2 - due 19 February 2022
Requalification - due before 19 February 2023
— - s
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\IGHTS

erfificate is awarded to

For attending fraining on

Extinguishers

on Tuesday 18 February 2020

Aims and Objectives

Describe fhe difference belween a Responsible Person and  Compefent Personin
reiation fo fhe Fire Salety Reguiatory Reform Order [RRO). Understand a fire Marshals”
responsioilfy under fhe RRO. Describe the Fire Marshol responsibity with regards fo the
Fire Log Book. Identiy responsibiliies in accordance with company policy.
Demonsirate proaciive fire prevention, Demonsrate reactive fie safefy measures
incluging, door sweeps, evacuation and progressive evacuation. Demonshale the
measures fo foke during o fie evacuation and know fhe responsibilfies of a Fie
Marshal. Use of fire exfinguisher.
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PERSONAL DEVELOPMENT PLAN Name: Support Worker

Date starts  —ongoing
Date to be Evidence of working towards | Completed | Manager
Description of Action How will you achieve this achieved | signature
i to ensure he is fully Hitit# to ensure a shift leader is
Goal 1 completing all daly tasks to the | delegating tasks to staff member who
desired standard before going | are competent in completing required
off shift to include: tasks the desired standard and that you
* Handover are checking these are done when on
«  Daily reports shift.
*  Monthly reports. Ensure you allocate set time to ensure
o Medication checks (ensuring all tasks are completed before the end
the young person has been of your shift
offered at the correct time)
e Pettycash
*  Room checks
*  key working duties and key
work sessions
®  H##i to ensure good #it#H to ensure he arrives on shift on
Goal 2 timekeeping arriving on shift | time and ready for handover to prevent
prompt and read for the day impeding on the shift ahead and the
*  When calling in sick use the plans for the young people.
correct protocol and telephone
the home and the homes When not well enough to come to work
manager with as much notice follow the correct procedure by making
a telephone call and calling the home

as s possible notice to allow for

suitable coverage of shift with as much notice as possible to allow

for the shift to be suitable covered
### to ensure he acts as a positive role
model for all staff and young people
alike, demonstrating professional
conduct and giving clear and factual
information.

*  ##### to ensure that when shift

Goal 3 leading you are giving clear,
concise and factual information

to the staff team to create fluid
and transparent practice

«  Toensure you maintain
professional conduct
throughout daily practice

it to ensure he is attending and

##it# to attend all Training courses as
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directed by the manager participating in all relevant training to
provide continual development and

To ensure you arrive prompt to | knowledge in his role.
all training courses.
To ensure you are aware of the

procedure when unable to
attend the course

To ensure that you complete
any evaluation forms as
directed

To ensure you follow the
protocol for attending training
sessions and conduct yourself
in a professional manner at all
times

To complete Academy as soon
as s practically possible.

Goal 5 ® it to ensure he is reporting.
incidents and missing episodes
alongside completing all
relevant documentation
required

 Incidents; events logged,
incident report complied before
leaving shift, on call manager
and or EDT informed before
going of shift if required. Body
maps filled out of self-harmful
behaviours demonstrated.

i to ensure he presents as
professional at all times,
demonstrating that he is a good
role model for the young
people and staff alike.

«  Actasa positive influence for
others, taking an active role in
the daily lives of the young
people.

Goal 6





