(AC.1.1)
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.  



 (AC 1.2)
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. 



 (AC 3.2) 
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.
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