Question 4 AC 1.4

As previously discussed, technology has been an essential part of everyday life (Green, Peters and Young, 2020). In the field of healthcare in the UK and the rest of the world, according to Farnham (2015, p343), today’s new technologies in information and communication technologies (ICTs) are increasingly taking centre-stage. After scanning the external environment, it is natural for Chaffinch Group to explore ways of When embedding technology into Calmere House, the Management of Calmere House could follow “Framework for investing in and implementing technology” set out by CIPD (2024d) to ensureconsider the suitability of the technological tools to enhance patient care and employee experience. Consulting employees, also known as “front-room matters” in the process, would also reduce the resistance when implementing technological change (Mee-Yan Cheung-Judge and Holbeche, 2021, p.191).
Taylor and Perkins (2021, p.35) goes further to say that management style and technologies considered to be determining factors in terms of the effectiveness of investment in technology. Therefore, Kath and her management team need to adopt their “autocratic” management style by engaging employees and key groups who are directly impact the successful implementation of the intended change. Consulting employee also known as “front-room matters”) in the process would also reduce the resistance when implementing technological change (Mee-Yan Cheung-Judge and Holbeche, 2021, p.191).
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Figure 2 Five Key Stages of Technology Investment CIPD (2024d)


The introduction and implementation of Department of Health and Social Care (2021) notes digital care management system (DCMS) and electronic medical records would save employees’ time on administrative tasks at Calmere House,  which would then enable its staff to foster “meaningful human interactions” with the patients , and other health information systems would be suitable for Calmere House(Department of Health and Social Care (2021). By doing so, it would be possible for Calmere House to earn resident’s loyalty by catering to their individual needs. Waite et al. (2021, p.18) refers to the individualised care as the “customer delight” in customer lifecycle. This was evident under Kirsten’s management when patient satisfaction rate was high. “E-health” enables interactions between medical information systems, public health and the private sector (Farnham, 2015, p344).  Department of Health and Social Care (2021) states that digital social care records could make the transfer of data between healthcare providers more efficient. It would also free up time to foster “meaningful human interactions”. This would allow Calmere House to regain resident’s loyalty by catering to their individual needs Waite et al. (2021, p.18) refers to the individualised care as the “customer delight” in customer lifecycle. This is evident under Kirsten’s management. 

Digital transformation would enhance the employee experience by reducing the time a staff member spends on menial administration, allow team members more time for personal and professional development. This would foster a greater sense of employee development and progression through up-skilling, while also aiding in the company objectives. (Green, Peters and Young, 2020). While automation of processes could lead to possible job losses for employees performing lower-lever, administrative tasks (Taylor and Perkins, 2021, pp.41-69), it could also create new roles (CIPD, 2025f), such as an IT expert to maintain the information systems and oversee cyber security. 

Furthermore, digital transformation in the workplace enables flexible working which would reduce stress of having to commute to work and offer more flexibility of home-work life (Taylor and Woodhams, 2022b). Many staff at Calmere House are patient-facing, so remote work may not be available to all. Looking into the future, with evolving development in digital transformation, continuous learning and development of technologies for staff will be needed. Staff might be able to complete their training from home. 

While technology advancement has the potential to transform the way we work, it also comes with a price. It is reported that 29 per cent of employees say that use of portable devices blurs boundaries between work and home life (CIPD, 2020). 
CIPD (2020) argues that Technology at work is a huge opportunity, but only if workers are involved. Recent research carried out by Department of Health and Social Care (2021) showed that 23% of care home staff does not have stable and consistent internet access at work, Calmere House would need to consider fibre broadband upgrades to ensure adequate internet access for its staff and residents. They also need to make continuous learning available to its workforce to encourage its employees to move away from paper-based practices and to use the digital tools confidently. as a digital world can not remove humans from the equation.  
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However, Farnham (2015, p.344) warns that data transfer alone is not sufficient, effective communication channels need to be addressed before effective the use of tele-consultation become the norm. 




Question 10 AC 3.1

Employees are the most valuable assets; in some cases, they could be termed as the “life-blood” of an organization (Kossivi and Kalgora, 2016). While it is important to attract the right talents into the organisations, people professionals also need to understand what they need to do to retain the correct skills and experience within the organisation, so they can continue to use their knowledge, expertise and skills in furthering the company development and objectives.  Taylor and Woodhams (2022a, p.48) considers that not all turnover is bad, a certain volume of unavoidable turnover is “desired” to remove under-performers and facilitate career progression of other employees. However, around 90 per cent of employees’ turnover is “avoidable” (Taylor and Woodhams, 2022b, p.100). HR professionals at Technivara can make a key contribution in understanding why staff leave and formulating initiatives to reduce employee turnover and increase retention (CIPD,2025e). 
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Figure 5 Six Employee Lifecycle Stages (Akers and Francis-Davies, 2025b, slide 65)


Employees are the most valuable assets; in some cases, it could be termed as “life-blood” of an organization (Kossivi and Kalgora, 2016). While it is important to attract the right talents into the organisations, people professionals also need to understand what they need to do so that the right people stay, so they can continue to use their knowledge, expertise, skills and experience.  According to CIPD (2025e), HR professionals make a key contribution in understanding why staff leave, and formulating initiatives to reduce employee turnover and increase retention.
In Figure 5 “Six Employee Lifecycle Stages”, it shows a holistic approach. All stages “interconnect” and “link” together (Taylor and Woodhams, 2022b, p.90). Armstrong and Taylor (2023, p.277) described it as an “integrated experience”. As people professionals such as the people manager, recruitment advisor and employment relations case advisor at Calmere House, part of their role is to understand this lifecycle and how it affects people and contribute to a positive employee experienceand their “engagement, motivation, retention and the ability to reach their full potential” (Taylor and Woodhams, 2022b, p.90).


In Figure 5 Six Employee Lifecycle Stages, it shows a holistic approach, all stages are “interconnect” and “link” together (Taylor and Woodhams, 2022). According to (Armstrong and Taylor (2023, p.277) described it as an “integrated experience”. 
Taylor and Woodhams (2022) goes further to explain that not all turnover is bad, This is how Technivara can make a big difference.

 it is the “dysfunctional turnover” which negatively affects an organisation. 90 percent of employee turnover falls into this category. 


The recruitment advisor at Calmere House could analyse its turnover data and associated cost of the turnover. It would be helpful to benchmark it internally as well as externally (Taylor and Woodhams, 2022a, p.49). Also, the employment relationship case advisor at Calmere House could analyse information collected through exit interviews and employee attitude surveys to understand the “push and pull” factors at Calmere House in order to develop effective retention initiatives (Taylor and Woodhams, 2022b, p.100). 

The first step to developing a retention strategy is to understand why people are leaving by analysing information collected and address any issues to ensure their employees experience “good work.” (CIPD, 2025g) HR professionals at Calmere House could use the following tools to calculate and bench their staff turnover (Taylor and Woodhams, 2022) Exit interview to be used as a discussion on what would persuade them to stayhe use of employee attitude survey to understand the “push and pull” factors at Calmere House in order to devise target retention initiatives. 
CIPD (2025g) goes further to explain this process is vital in building the business case and formulating targeted retention initiatives. People professionals at Technivara could work collaboratively to formulate Having a well-thought-out retention strategy can be a powerful tool for “winning” management’s support on the implementation and maintenance of the retention initiatives and interventions (Taylor and Woodhams, 2022a, p.54).  

Once a retention strategy is formed for each common reason for leaving, the people manager could develop a communication plan by working with the management team. to ensure the people professionals need to communicate the initiatives to all stakeholders so employees understand what is happening and that their voices are heard, they will also sense that you are acting on their views. 

In addition, people professionals also need to keep scanning the environment, so they know what’s happening inside and outside of Calmere House to future proof their people practices. 
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Question 11 AC 3.2

R7 Armstrong and Taylor (2023, p.36) states that good Human Resource Management (HRM) practice and firm performance are correlated. This is because HRM can make an impact on organisational performance by enhancing employee experience; committed employees would be likely to contribute to increased productivity and improved customer service. If an organisation exhibits these characteristics, the financial outcomes achieved by the organisation will also improve (Armstrong and Taylor, 2020, p.68). According to Armstrong and Taylor (2022, p.25), this explains the concept of strategic human resource management (SHRM).  
CIPD (2025k) defines people practices are the processes and approaches that we use across the employee lifecycle. As previously pointed out by Taylor and Woodhams (2022, p.90) states that all stages of the employee lifecycle are “interconnect” together. It is essential that people strategies fits and aligns vertically with business strategy.
 HR as a function should fully understand the different areas of strategy and ensure there is integration between various people strategies, and it’s vertically fit(. R5 (Armstrong, 2016, p.41: Taylor and Woodhams (2022, p.52). HR function can also play the role as HR business partner to provide expert level advice on people approaches . HR practices canwhich can have a direct impact on employee engagement, motivation, commitment and skill to improve organisations performance (Armstrong, 2016, p.18).   

There are various ways people practices could help Chaffinch Group to achieve its business goal of filling 100% of resident rooms within six months, such as formulating strategies and action plans on recruitment, employee engagement and retention. 

Recruitment

CIPD (2025k) further states that an effective business strategy can not be informed without its people. It is important for Chaffinch Group to recruit the right people who have the knowledge, skills and ability to support the business goals. For example, instead of outsourcing the selection and recruitment process, Kath and her team could be more involved in the process to ensure the right people with the good fit are hired. That fulfil key needs in the organisation are sourced from the market. 

Management Development

Kath’s autocratic management style has negatively impacted the employee engagement at Calmere House. how they can contribute to it HR function will also be able tocould devise its people strategy which includes a development plan for line managers on staff engagement and motivation. According to Armstrong (2016), the plan should be low-key and utilised as a learning opportunity. Baczor (2019) notes management play a key role in fostering an environment of psychological safety, training on this can help to build productive work relationships. Development and training opportunities are also important to ensure people are doing Good Work (Waite et al., 2021, p.62). On an individual level, employees have the opportunities for recognition of work and access to relevant Learning and Development opportunities for career progression.

In addition, people professionals at Calmere House should analyse their policies and procedures to ensure they enforce one and other. R2 Taylor and Woodhams (2022, p.106) argues that horizontal fit can give people confidence about the people practice in an organisation. 



There are various ways people practices could help Chaffinch Group to achieve its business goal of filling 60% of resident rooms within six months, directly and indirectly.  

Recruitment and Selection
People practice can formulate and implement workforce planning.  CIPD (2025k) considers it as putting business strategy into action. 


Onboarding and Induction 
It is essential for Kath and her team to develop a positive onboarding experience. For example, they can organise Q&A and other engaging and interactive sessions to make new starters feel welcome. Introducing buddies would also be useful. Some organisations provide a detailed onboarding checklist with important HR tasks such as how to set up bank details in HR system and book annual leave. Taylor and Woodhams (2022, p.98) notes that in many organisations people leave within six months of starting. CIPD (2025c) goes further to say that it will add to “overall employee experience and longer-term engagement”.
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Figure 2: Five key stages of technology investment
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