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The NHS, one of the world's biggest employers, employs support workers, administrative professionals, clinical experts, and managers. The National Health Service (NHS) cannot fulfil its aims or provide excellent treatment without effective human resource management. This assignment covers numerous essential NHS human resource initiatives. These include customer experience (employee experience), HR effectiveness, quality procedures, and internal customer group HR requirements. This assignment will assess NHS human resource practises and suggest improvements based on reputable sources and contemporary research. I will look at what is criticality and what are the factors. By the end of this assignment, you will have a good understanding of my organisation’s quality processes and its effectiveness in meeting customer requirements.  
[bookmark: _Toc170762108][bookmark: _Toc171005104]CRITICALLY ANALYSE THE FACTORS THAT IMPACT ON NHS HUMAN RESOURCES’ ABILITY TO MAXIMISE CUSTOMER VALUE 
[bookmark: _Toc170762109][bookmark: _Toc171005105]What is criticality?
In NHS human resources, "criticality" is identifying and prioritising the most essential procedures and components that substantially impact worker satisfaction, productivity, and value. Improve human resources operations to offer high-quality healthcare services, as they affect business performance and employee experience in the National Health Service (Aggarwal et al., 2023). In NHS, HR department are critical for managing staff recruitment, training, performance and well-being to ensure quality healthcare services. 
[bookmark: _Toc171005106]Factors 
One of the key factors that impact HR’s ability to maximise customer value is staffing level. Staff shortages can lead to increased demand on workload and decrease the quality of work. NHS Human Resources prioritises staff training and development. Healthcare workers' competency and motivation significantly affect customer outcomes, making it vital to maintain a skilled team. Thus, prioritising professional development is crucial. This argument must reflect that being essential means assessing your employees' training requirements and delivering customised courses. Staffs are rewarded, mentored, and informed about scientific and medical research advances. According to Anderson et al. (2021), healthcare providers' continual education may enhance patient care and customer service.
The commercial healthcare corporation National Health Service (NHS) values finding and keeping skilled workers. Hospital staffing directly affects its ability to deliver high-quality medical care. Analytical workers are more productive. They can identify and fix the various problems that diminish morale and productivity at work. Staff should have an enjoyable workplace, a competitive salary, and professional advancement opportunities. The National Health Service (NHS) might retain more people if it had a more comprehensive plan to recruit new workers. Publicly recognising employee accomplishments may motivate and inspire them. Blake et al. (2020) suggest offering development or incentives to inspire employees. A possible approach is this.
Employee engagement must be thoroughly investigated. Team members who love their jobs are more inclined to go above and above for their job.  Understanding what employees value most at work is essential to assessing employee engagement. This category includes career growth, job praise, and public recognition. Regular surveys and worker feedback may help HR professionals assess employee engagement and identify concerns. Staff incentive packages, accessible communication lines, and team-building events may boost morale and productivity (Booth et al., 2021).
Additionally, workplace values are important. The NHS values workplace cooperation, creativity, and self-care. To undertake a full critical study, one must grasp the firm's culture, including its leadership beliefs, communication strategies, and inclusion and diversity programmes. Company culture is formed by leadership. By encouraging open communication and cooperation, they can build an efficient, friendly, inclusive, and beneficial workplace for everybody. Several work-life balance initiatives may improve workplace circumstances. Such programmes include flexible schedule and mental health benefits (Aggarwal et al., 2023).
Competitive pay and benefits are vital for recruiting and retaining top talent. Compensation schemes must meet worker and industry standards for equity and competitiveness. Given this, it's vital to establish which remuneration and bonuses workers appreciate most. Selected candidates may get a wage, health insurance, retirement savings, and child care or education help. Reviewing and updating pay policies may help companies remain competitive. This will help you hire and retain top talent (Blake et al., 2020).
Healthcare rules must also be followed. All laws and regulations must be followed for the NHS to function properly. Emphasising the significance of learning these norms and following them is vital. Regular audits, legal compliance training, and verification are necessary to meet legal requirements. Human resource operations must follow employment and data protection laws to prevent legal issues and retain employee confidence (Blake et al., 2020).
Business leaders and academics have identified customer values belonging to four groups that Many organisations can use to create effective workplace. Below is a diagram showing the 4 categories customer values and the 30 elements within the categories. 
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HR practitioners and businesses have spent a lot of time investigating HR efficiency attributes. A productive workplace benefits both employees and employers. I have decided to research various workplace efficiency-boosting methods. Borelie et al. (2021) recommend public health resources, academic publications, the Chartered Institute of Personnel and Development (CIPD), and famous thinkers like Dave Ulrich for learning more about these important themes.
The Chartered Institute of Personnel and Development (CIPD) offers human resource management and workforce development training. Companies with more effective human resource management systems have happier workers and more money in the bank, according to the Chartered Institute of Personnel and Development. According to the Chartered Institute of Personnel and Development (CIPD), competent human resource management may motivate people to achieve their goals. A well-managed firm will evaluate employee productivity, help them improve their skills, and pay them fairly. The most successful tactics are these. Investing in professional development may boost worker engagement and production, according to CIPD surveys. They think focused training and expanded educational opportunities are necessary to recruit and retain top talent (Currie et al., 2020).
An NHS improvement organisation provides vital healthcare human resource information. Active, dedicated personnel provide the best patient care, according to NHS Improvement. The research found that a nice workplace, good communication, and supportive leadership boost employee engagement. The National Health Service Improvement prioritises effective recruiting and retention to ensure a competent and dependable staff. Advocates recommend a rigorous onboarding process and continuous assistance for newly hired workers to help them integrate and retain jobs (Booth et al., 2021).
Human resources and organisational performance expert Dave Ulrich has written numerous detailed books on these issues. Ulrich's "HR Model" emphasises HR's strategic role in aligning with the organization's objectives. Given that Human Resources prioritises strategy over administration, he thinks they might enhance output. Ulrich believes that HR activities are crucial to economic success because they develop leadership, talent, and culture in businesses. Ulrich (Drennan, 2019) suggests that companies that provide advancement and a pleasant workplace may benefit from their human resource management improvements. 
Human resources policies and practices affect corporate performance and employee satisfaction. Human resource (HR) research has been published in the "Journal of Human Resources" and the "International Journal of Human Resource Management". According to the study, more open and equal performance evaluation systems may increase employee engagement and productivity. Anderson and colleagues found in 2021 that workers who have a say in crucial choices are more satisfied and engaged in their jobs. 
Purcell and his colleagues presented a great study in the "International Journal of Human Resource Management." The research explored how HR strategies affect corporate performance. Effective hiring, thorough training, and performance-based rewards have been found to increase employee engagement and organisational success. According to the report, HR operations that combine multiple elements perform better (Currie et al., 2020).
Pfeffer's "The Human Equation: Building Profits by Putting People First" highlights the importance of seeing people as resources. Pfeffer suggests seven key human resource methods that might boost corporate performance. Job security, rigorous recruiting, intensive training, collaboration, performance-based remuneration, status discrepancy mitigation, and information exchange are covered. He claims that these strategies boost company efficiency by building a dedicated team (Boselie et al., 2021).
[bookmark: _Toc170762112][bookmark: _Toc171005107]What maximises customer value?
Increasing customer value, especially for internal customers (workers), improves employee happiness, productivity, and organisational performance. To maximise consumer value, a firm must create a good work environment and address worker requirements (Drennan, 2019).
Building a happy workplace is the first step to maximising employee value. To achieve this, create an atmosphere where people feel comfortable sharing their thoughts and trusting one other. An effective workplace requires respect, significance, and appreciation for workers' contributions. Leaders and managers may create a happy workplace by connecting positively with employees. Wellness initiatives, flexible work hours, and work-life balance promote workplace health and happiness (Blake et al., 2020).
Enhancing employee career development is essential to workforce utilisation. Employee commitment and loyalty are directly related to a company's capacity to provide professional development. Workers acquire skills via challenging jobs, coaching, and training. Organisations require robust career development frameworks to achieve their goals and engage employees. These frameworks must concisely explain several organisational development tactics (Booth et al., 2021).
To enhance employee performance, pay your staff competitively and fairly. A company may show its devotion to staff by paying them fairly. Benefits and industry-competitive pay may boost employee satisfaction and loyalty. Compensation plans should take into account an employee's education, experience, and company profitability. Market-competitive salaries are needed. Individual achievement-based rewards and recognition may maintain a meritocratic workplace. They motivate workers to perform at their best (Exworthy et al., 2024).
A comprehensive pay plan, including a wage and benefits, may drive employees to perform at their best. These may include medical insurance, pension plans, paid time off, child care subsidies, and other perks to improve workers' well-being and quality of life. When a company gives benefits that help workers balance work and life and satisfy their needs, it shows its commitment to employee welfare (Hoyle et al., 2024).
An inclusive and supportive culture is also necessary to maximise worker worth. People flourish in their workplaces when their unique viewpoints and abilities are valued. Diversity and inclusion programmes make employees feel valued and part of the team. These programmes encourage worker justice, equity, and opportunity. To accomplish this aim, policies and norms must prohibit discrimination, encourage diversity in recruiting and progression, and teach workers on unconscious bias and cultural competency (Booth et al., 2021).
[bookmark: _Toc170762113][bookmark: _Toc171005108]What is customer value? Who said?
According to (Woodruff, 1997) customer value is a customer perceived preference for and evaluation of those products attributes, attribute performances, and consequences arising from use that facilitate (or block) achieving the customer’s goals and purposes in use situations.
Human resources "customer value" is the advantages workers, particularly NHS personnel, get from HR initiatives and services. Prestigious institutes like the Chartered Institute of Personnel and Development (CIPD) and expert Dave Ulrich may help HR managers create and comprehend customer value (Anderson et al., 2021).
Human resource management expert Professor Dave Ulrich has shaped professional conversation on this issue. The Ross School of Business at Michigan is his affiliation. By improving employee skills, motivation, and dedication, human resources may strategically improve corporate performance, as Ulrich noted. He believes that good human resource management increases employee happiness by creating a favourable work environment and boosting the company's performance. HR activities that improve employee well-being and support corporate goals create consumer value, according to Ulrich (Boselie et al., 2021).
Exceptional human resource practices are essential for acquiring customer value insights, according to the Chartered Institute of Personnel and Development (CIPD). As a professional body in human resources and people development, the CIPD is well-known. The Chartered Institute of Personnel and Development defines customer value in HR as the influence HR activities have on employee happiness, efficiency, and well-being. Their study highlights the relevance of HR policies that encourage professional growth, employee engagement, equity, and promotion. These rules should also allow advancement. The Chartered Institute of Personnel and Development (CIPD) suggests that prioritising worker well-being in human resource interventions may boost organisational performance, industrial production, and staff retention (Phiri et al., 2022).
Due to the challenges of healthcare and the importance of healthcare services, customer value in human resources is particularly important in the NHS. The NHS in the UK must support its diverse staff to provide treatment. This concept defines "customer value" as efforts to improve NHS staff wellbeing, happiness, and productivity. Administrative, support, and frontline professionals including physicians and nurses make up this workforce (Shemtob et al., 2022).
Many dynamic components are needed for the NHS to create customer value via human resources. NHS employees' mental, emotional, and physical health is promoted via employee wellness programmes. Health insurance, wellness programmes, and work-life balance technology help employees stay healthy and adaptive, allowing them to provide excellent patient care (Sayli et al., 2022).
Human Resources at the National Health Service prioritises work satisfaction and creates an open and welcoming atmosphere to motivate and appreciate staff. This includes creating an innovative and growing culture, offering professional development, and rewarding people for their achievements (Phiri et al., 2022).
NHS) Human Resources department also prioritises excellent HR practices to improve performance. Professional skill development, feedback, performance management, and more are possible with these activities. NHS Human tools improves employee performance by aligning workers with the organisation's goals and providing them with the tools they need. Thus, patient outcomes and service delivery improve (Exworthy et al., 2024).
Customer value in NHS HR includes commitment and engagement. Engaged NHS staff are more likely to go above and above, improve teamwork and cooperation, and engage in healthcare delivery and patient care activities (Drennan, 2019).
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Customer contribution to firm profitability occurs in two ways: 
Directly - through their purchases, 
Indirectly - through their non-purchase reactions, i.e., by making referrals to potential customers, by influencing current and potential customers in their network, or by using their own experiences to provide review/feedback for improvements. 
Identifying the right set of customers who create value for the organisation can be useful in trying to maximize profits. In this regard, the Customer Engagement Value (CEV) framework can be used to identify and evaluate the right customer, who is successfully engaged with the organisation, and who generates value and positively contributes to the profits of the organisation.
By consolidating all customer data into a single centralized system and using that system across the organisation, companies can gain valuable insights into what customers need, want and value most. 
Further, organisation can identify important trends and patterns in the data that contribute to the success of the business. As a result, the total value from a customer’s engagement could evolve from the measurement of CLV, CBV, CRV, CIV and CKV of that customer. This ensemble of metrics helps organisation assess the degree (in value terms) to which a customer directly or indirectly impacts a firm or its product, with the goal of increasing the profitability of the firm.
[bookmark: _Toc170762114][bookmark: _Toc171005109]Where does your own organisation fit in?
The NHS can discover strengths and areas for development in respect to industry standards and best practices by comparing its HR operations to those of other top healthcare organisations (Hoyle et al., 2024). This comparison may show NHS’s strengths and weaknesses.
The National Health Service (NHS), a worldwide healthcare leader, faces innovative HRM problems and opportunities. The National Health Service emphasises staff education, unlike other companies. Professional development is a priority for NHS employees. This devotion improves patient outcomes and staff morale (Drennan, 2019).
The NHS has made progress in workplace diversity and inclusion, another positive development. NHS fosters diversity, protects employee rights, and welcomes people from all backgrounds. Therefore, it's vital to develop a welcoming, bias-free, and egalitarian workplace. The NHS creates an inclusive workplace to satisfy the demands of its diverse patient population and boost worker engagement and productivity (Teoh et al., 2023).
The NHS uses creative methods to recruit and retain workers. The NHS provides advantages to a diverse staff. Flexible work hours, relocation assistance, and competitive pay are benefits. In many medical facilities, dedicated workers give outstanding care thanks to these efforts (Drennan, 2019).
The NHS's human resources strategy, like those of other big healthcare institutions, has pros and cons. Human resources procedures and systems must be improved for efficient activity execution. Streamlining administrative processes, improving digital human resources capabilities, and improving communication between healthcare facilities and HR departments may minimise administrative constraints on staff and simplify operations. These methods may provide you all these benefits (Blake et al., 2020).
Despite the effectiveness of worker engagement programmes, NHS transparency and communication may be improved. An effective and engaged workforce requires communicative leadership, accessible feedback, and clear organisational objectives. All of these are essential for business success (Booth et al., 2021).
Compare the NHS's Human Resources policies and procedures to those of other important healthcare organisations globally to learn from their experiences. Respected companies emphasise employee well-being and contentment, invest leader development, and utilise technology to expedite human resources operations. The NHS may improve its success by analysing how other companies handle worker relationships, talent, and performance (Currie et al., 2020).
The National Health Service Human Resources department must assess and improve its operations according to industry standards and creative HR initiatives to succeed. To attain this goal, HR must create a learning and innovation environment, use data analytics in workforce planning, and build dependable performance management tools that correspond with the firm's goals (Anderson et al., 2021).
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Critical thinking in human resources entails considering HR practises' pros and cons and how they will effect the organisation's goals and worker motivation. This method goes beyond surface evaluations to show a company's HR practices' causes and effects (Drennan, 2019).
HR professionals must think critically to evaluate HR operations. Before starting any action, it's important to understand the fundamentals of human resources. Recruitment, performance reviews, training, remuneration, incentive structures, effective communication, and organisational culture are the main subjects. Each one is important for the company's success and employee satisfaction (Boselie et al., 2021).
Current recruitment techniques must be evaluated for their ability to attract and retain candidates and fit with the organisation's goals. This study might examine recruiting quality, diversity efforts, and job filling time. the HR department increases hiring and staff diversity (Exworthy et al., 2024).
Critical thinking in development and training evaluates how effectively training courses prepare students for employment. This test covers several topics, including instructional material distribution. Consider ways to include participant feedback, connect strategic objectives, and apply what you learned at work. HR professionals may evaluate and improve training programmes' content, delivery, and skill development assistance (Hoyle et al., 2024).
Effective performance management takes expertise. Human resources evaluates performance assessment systems for fairness, openness, and efficacy. These acts motivate workers, identify development opportunities, and link performance with organisational objectives. Thus, performance feedback's effects on morale and engagement, team assessment uniformity, and individual performance indicator reliability must be examined. Human resources may utilise key information to improve performance management tactics, which are crucial to corporate success and employee growth (Phiri et al., 2022).
Assessing the different pay and benefit alternatives is crucial to learning. Human resources professionals should review the following factors to ensure pay rates are fair, competitive, and in line with market norms and employee expectations. This research shows that remuneration schemes attract, retain, and motivate employees to perform effectively. This is done by asking workers for input, comparing salaries, and evaluating benefits. 
Understanding worker interactions and company culture is crucial. The HR department evaluates workplace satisfaction programmes, conflict resolution procedures, and business communication channels. The HR department may promote respect and trust among employees by assessing employee relations techniques' pros and cons. 
Human resources professionals use surveys, focus groups, quantitative and qualitative research, literature studies, and industry standard comparisons. These sources./ provide them useful information. These methods help explain how human resource management processes affect workplace happiness, engagement, and productivity (Sayli et al., 2022).

HR quality systems strive to improve organisational efficiency, employee job happiness, and worker performance. This applies especially to the UK's NHS. Performance reviews, feedback, EAPs, and CPD courses are essential. Comparing these systems to those of other renowned healthcare providers reveals excellent practices and places for development (Hoyle et al., 2024).
Performance evaluations are the main way the NHS Human Resources department evaluates worker productivity, sets targets, and provides feedback. Management and staff evaluate regularly as part of these assessments. These evaluations evaluate successes, identify areas for development, and align individual performance with organisational goals. The NHS prioritises fair and open evaluation systems to motivate and develop its workers. In contrast, the world's most efficient healthcare providers focus comparable tactics. However, they may use more regular feedback, 360-degree assessments, or healthcare service outcome performance indicators (Teoh et al., 2023).
My organisation prioritises employee input to improve engagement, satisfaction, and professional advancement. Organisation collects feedback via suggestion boxes, focus groups, questionnaires, and structured sessions. The NHS cherishes employee input because it improves HR operations and promotes continual development. The most efficient healthcare providers integrate digital platforms, pulse surveys, and real-time feedback systems to connect personnel and management. Efficient complaint resolution may boost employee engagement by responding quickly. 
CPD courses given by the National Health Service Human Resources department may help healthcare workers improve their skills, knowledge, and abilities. Participants in these courses may anticipate lectures, workshops, certificates, and more. The NHS Human Resources department prioritises continuous professional development (CPD) to keep professionals up to date on clinical practises and technology. The most successful healthcare companies globally promote lifelong learning. They achieve this by offering CPD, mentorship, leadership training, and educational institution collaborations to enhance staff creativity and competency. 
NHS HR's Employee help Programmes provide confidential help to workers confronting professional or personal issues that affect their well-being and performance. An employee assistance programme (EAP) offers stress management, work-life balance, mental health services, and financial advice. The NHS Human Resources department promotes Employee Assistance Programmes (EAPs) because they assist healthcare workers manage stress. Instead, major healthcare providers include proactive mental health, resilience, and wellness programming to employee assistance programmes (EAPs). The goal is to reduce worker burnout and improve well-being (Shemtob et al., 2022).
Many similarities and suggestions arise when comparing the NHS's human resource quality systems to those of other top healthcare providers globally. High-performing healthcare firms emphasise staff engagement and professional development. They have sophisticated performance management systems, adaptive feedback channels, and various possibilities for continuing professional advancement that match work functions and career paths to achieve this. 
Similarly, reputable healthcare institutions focus preventive measures to improve their employees' mental health and help them balance work and life. EAPs may be used with health and resilience training to address this. 
Human resource management systems affect employee engagement, satisfaction, and corporate performance. The National Health Service's performance assessments, feedback systems, CPD courses, and EAPs may reveal the results of these measures. Monitor job satisfaction, output, and personnel turnover to measure performance (Currie et al., 2020).
NHS Human Resources evaluates employees based on specified criteria and skill levels. Managers and employees benefit from frequent feedback meetings to assess performance and identify areas for growth. The assessment system links performance to company goals, evaluates training requirements, and promotes career advancement. 
My organisation evaluate its efficacy by examining worker happiness, evaluation fairness, and the relationship between performance ratings and career advancement. This technique motivates workers and promotes career progress, as proven by increased productivity, job satisfaction, and staff retention among those who get positive performance assessments. 
NHS HR handles staff comments, viewpoints, and complaints via feedback methods. These systems employ several methods and protocols. Regular meetings with management to discuss employee feedback, surveys, focus groups, and suggestion boxes are some tactics. To boost employee engagement and organisational change, data on employee experiences, satisfaction, and opportunities for development is collected (Drennan, 2019).
Efficacy may be measured by the volume and quality of feedback received, its regularity, and the pace at which employee-driven initiatives are implemented. Increasing staff satisfaction survey responses and feedback-driven policy and procedure improvements in the National Health Service (NHS) demonstrate that the strategies used to create a transparent, reliable, and committed to continuous improvement are working (Hoyle et al., 2024).
NHS HR offers healthcare staff CPD opportunities to improve their skills, knowledge, and competences. These courses are designed for the ever-changing healthcare industry. They provide training, certificates, seminars, and additional study. Continuous professional development (CPD) ensures that workers remain motivated, skilled, and proficient to give the best patient care (Exworthy et al., 2024).
CPD efficacy is measured using many indicators. Training attendance, skill improvement ratings, and employee satisfaction with the program's substance and efficacy are the indications. The lectures improve National Health Service personnel' knowledge and skills, improving patient satisfaction, clinical results, and job performance. 
NHS Human Resources staff suffering personal or professional challenges may access confidential employee help initiatives. These programmes are designed to help workers handle difficult situations. Counselling, financial assistance, mental health support, and tools for balancing personal and work life are available. Employee assistance programmes (EAPs) decrease absenteeism, boost resilience, and boost productivity and work satisfaction. 
NHS professionals must balance work and life. Healthcare workers generally have busy schedules and high stress. People value work-life balance norms and methods. These include scheduling flexibility, leave, wellness initiatives, and telecommuting where appropriate. These classes may reduce stress, burnout, and promote employee wellness (Sayli et al., 2022).
The NHS Human Resources department may employ surveys or focus groups to learn about staff work-life balance issues. Analyse workload issues, evaluate rules, and create new work-life balance methods. Human Resources at the National Health Service prioritises work-life balance to improve job satisfaction and performance. This shows the department's dedication to staff retention and well-being (Currie et al., 2020).
NHS employees need incentives and rewards to stay motivated and behave well. Staff always welcome acknowledgment, whether it's formal awards, peer recognition initiatives, or performance incentives. Compensation for accomplishments promotes morale, job satisfaction, and company culture of gratitude (Phiri et al., 2022).
NHS Human Resources may poll employees on recognition efforts' frequency, openness, and equality. Human resources may customise programmes to the needs of the workforce by identifying what recognition they value most, such as money prizes, career chances, or public praise. Successful reward programmes promote employee morale, engagement, and productivity (Teoh et al., 2023).
NHS HR must first identify all internal customer groups to customise their strategy to their HR requirements. Clinical practitioners, administrative personnel, managers, and other healthcare leaders are included. 
The phrase "clinical staff" refers to a diverse group of NHS healthcare workers. Their human resources must ensure regulatory compliance, patient care, and professional progress. Clinical workers frequently get well-defined career pathways, possibilities for additional education, and specialist training for their positions and expertise. The NHS clinical staff human resources strategy should emphasise work-life balance, professional growth, and resource availability. The patient care burden will decrease (Anderson et al., 2021).
The NHS uses administrative professionals to improve hospital operations. Company finance, IT, patient administration, HR, and logistics jobs are included. Human resources focuses on improving administrative procedures, promoting administrative career progression, and providing technological resources and technologies that boost productivity. The National Health Service (NHS) human resources plan should provide administrative staff professional progression, training in best practises, and operational efficiency measures (Boselie et al., 2021).
NHS executives with clinical and non-clinical skills head many departments, teams, and strategic projects. These executives oversee NHS. Their HR requirements include performance management, leadership development, team training, and effective communication. The NHS must stress mentorship, leadership development, succession planning, and managerial assistance to improve strategic human resource management. National Health Service Human Resources invests in management development to build leaders. These investments boost productivity and encourage cooperation and creativity (Booth et al., 2021).
[bookmark: _Toc171005112]CONCLUSION 

In conclusion, the NHS needs good human resource management to keep its staff motivated, trained, and happy to provide quality treatment. The NHS Human Resources department tailors its strategy to various internal customer groups to boost worker engagement and retention. This organisational sector includes doctors, administrative assistants, and managers.
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