Stacy Williams (CIPD Membership 91972386) 
CIPD Level 5 Organisational performance and culture in practice - Cohort 12A

Q1.  (AC 1.1)
There are a number of different types of hierarchical structures and all organisations regardless of size and structure will take on a hierarchical structure to suit their needs.  
Under Kirsten’s ownership, Calmere House adopted a flat non-hierarchical structure.  As outlined in  Waite et al.  (2021) small to medium size enterprises (SME), such as Calmere House often take this form of organisational structure as they are managed by one or few people. This structure was beneficial to Kirsten, with all employees reporting directly to her,  providing a wide span of control.  
Kirsten employs a consultative management style; the flat hierarchical structure supports this.  With each employee having direct access to Kirsten, and employees being involved in decisions that directly affect the business such as recruitment. Kirsten values employees opinions and a flat hierarchical structure facilitates open communication and creates a culture where staff feel listened to, which is evidenced by high retention of staff and a culture of strong engagement and commitment to residents.
Figure 1 McKinsey & Company, (2018) displays key differences between Hierarchical and Flat structures.  This structure ensures Kirsten and the team can be lean and agile when responding to business needs as demonstrated by the use of handovers, teams adapting to residents needs.  
A flat organisation not only helps support quicker decision making but also enhances transparency, communication and collaboration across teams. (Abensur, 2024)  
However it has led to a disadvantage and created an environment where Kirsten is solely responsible with no management structures below her.  Abensur (2024) outlines that with few / no managers, responsibilities can be concentrated and lead to burnout, something Kirsten has attributed to her reasons for selling. 
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Figure 1 – McKinsey & Company, (2018)

Chaffinch Group have adopted a Hierarchical Bureaucratic Structure.  
According to BBC Bitesize, (2025), a hierarchical bureaucratic structure consists of many layers of management and often use a ‘top-down’ approach, as displayed in Figure 2.
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Figure 2 – Organisational Structure, BBC Bitesize, (2025)  


Having specific teams to carry out business goals creates a reporting line and specific roles allocated to specific team members.  This can be seen with the People team at Chaffinch Group consisting of 4 members.  BBC Bitesize, (2025) outlines that an advantage of this is that the areas of the business are closely managed, which can work well, but disadvantage being that employees may be demotivated due to lack of autonomy.  
This is supported by Taylor and Woodhams (2022) who outline that many layers of management can result in employees feeling separate from the management and disconnected from the business goals.  This statement summarises the current position at Calmere House.  With employees reporting directly to Kath, a middle manager whose style has increased sickness rates and decreased staff retention.

Q2.  (AC 1.2) 
Taking a rational approach to strategy allows businesses to make logical, objective decisions and help minimize and maximise opportunities. 
Having taken over Calmere House and entered the care sector, Chaffinch Group must take steps to understand the care industry, how its customers needs may vary. During the initial phases of change it is important that the Chaffinch Group take a planned strategic approach in order to meet its business needs.  
This approach  allows for the business objectives to be defined in advance, and for the main elements to be developed before the implementation of the strategy commences.  This is achieved through  strategic analysis, strategy development and strategy implementation (Lynch, 2003, cited in Taylor and Woodhams, 2022).  
Part of strategic analysis would involve Chaffinch Group meeting and discussing key areas with Kirsten, so that strengths and weaknesses can be highlighted.  Kirsten has successfully maintained high rates of residents and staff, it is important Chaffinch Group understand how this was achieved.  
Strategic development could be supported by using a SWOT analysis, which also allows for opportunities and threats, internal and external to be explored.  One disadvantage of this method is its effectiveness. The process needs to be repeated on a regular basis, something Chaffinch Group may not wish to do (CIPD, 2025 a).
The PESTLE analysis is also an effective framework to support a rational approach to formulating a strategy.  PESTLE facilitates the development of external and strategic thinking through a simple framework (CIPD, 2025 b).  This framework may allow for smarter decision making.  
Again this form of analysis needs to be repeated regularly, to ensure that Chaffinch Group can remain aligned to changes in legislation and social factors. 
Methods of implementing the new strategy will depend on how much Chaffinch Group are willing to share with its employees.  Through effective communication Chaffinch Group can improve its culture –communicating business objectives with employees will create a feeling of inclusion and support working towards achieving business goals.  This is supported by the learning of Kantor (2012) who outlines that communication can be deliberate and directed to effect behaviour.    

Q3.  (AC 1.3)
Through the completion of a PESTLE analysis, in Figure 3,  Chaffinch Group would be able to clearly identify the positive and negative factors that need to be considered. Appendix 1 considers how a completed PESTLE would look for Chaffinch Group. 
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Figure 3 : Areas to consider within a PESTLE analysis

The increasing difficulty in securing a highly skilled workforce is having a negative impact on the residential care industry.  
It is perceived that working in this sector can mean working long hours and for minimal wage. It is becoming increasingly hard to recruit. With a potential of high turnover of staff, Chaffinch Group need to be aware of the negative impact this may have on its workforce.    Age UK (Reeves, Islam & Gentry, 2023) identified that workers within this sector need to be paid fairly for their skills and commitment, which will increase the attractiveness of these roles.  It also indicated that the vacancy rate of posts within this sector has increased to 10.7%.  Chaffinch Group must consider similar organisations when recruiting staff.  How can they make their organisation appealing to potential employees?  
Employers like Chaffinch Group should be aware that people are often employed via an agencies and will move between roles as they leave one agency to work with another.  Chaffinch Group need to consider that this will make retaining staff more difficult and any monies invested in training and development may be lost should that person decide to move on.
One factor that could be seen as a positive would be the increase in age of the UK population.  The UK population is projected to rise to 69.2 million by 2030, (Office of National Statistics, 2022) with the average population age increasing due to declining fertility rates and people living longer.  
This indicates that there will be an increased need for residential care home spaces within the next decade.  These are all potential clients for Chaffinch Group.
This is also supported by work undertaken by Age UK (Reeves, Islam & Gentry, 2023) whose key findings have identified that 1.6 million people aged over 65 have unmet care needs.   
Forecasts completed by Chaffinch Group should indicate that with an increase in age and care needs, occupancy rates within the care home should remain high and consistent.  This should help them meet the goal they have set to fill 100% rooms within 6 months. 

Q4. (AC 1.4)
There are many benefits to implementing digital technologies into a work setting. 
In order for Chaffinch Group to improve communication between Kath, the new manager and the workforce, it would benefit from introducing personal devices for each employee.  Kath prefers to communicate with staff via email.  However if employees at Chaffinch Group only have access to this email address whilst they are at work on a central computer then this may delay communications and lead to misinterpretation of information amongst staff.  Providing devices such as tablets or smart phones will resolve this issue.  Although there is still a lack of firm evidence of the benefits, a review completed by National Library of Medicine, (2019) highlighted that findings included a strengthen and more efficient communication, and enhanced inter-team relationships.  
Introducing a digital app that can be accessed via mobile phone or purchasing individual devices for staff will decrease incidents of misinterpretation and ensure that all staff get the same message at the same time.  This will also open channels of communication between Kath and the teams, which may increase morale and improve culture (Andersson, 2019, cited by CIPD 2024 a) 
The Royal College of Nursing, (2018)  states that although online training can been seen as a way to improve access to training, it is only successful if staff have the right equipment and that equipment is accessible.  Chaffinch Group would need to consider the Information Governance/Data Protection and GDPR implications of creating this digital option.   
Chaffinch Group would need to comply with legislation such as UK General Data Protection Regulation (UK GDPR) and the Data Protection Act 2018.  Equally all employees must also understand their responsibility.  To help support this Chaffinch Group could implement online mandatory and statutory training for all staff.  
The introduction of electronic training packages creates benefits and disbenefits for both Chaffinch Group and its employees.  Chaffinch Group have a number of policies and procedures that it requires staff to follow.  
Using an online system would allow Chaffinch Group to maintain an accurate record of which staff have completed each module. This also provides reassurance that standards and regulations are understood and can be met, such as GDPR.  Training can be updated when there are relevant changes or updates to legislations etc.  
Chaffinch Group would ensure that all staff have the most up to date information with this method, although costs must also be considered.  With increased costs due to agency recruitment and decreasing income from residents, Chaffinch Group must consider the cost of purchasing and maintaining these systems. 

Q5.  (AC 2.1)
Since taking over Calmere House, Chaffinch Group have identified a number of problems.  These include a change in culture for employees and residents caused by poor communication, increased working hours, and a lack of understanding amongst staff of  the business goals. Overall, there’s a general feeling of being undervalued. 
There are theories that Chaffinch Group could utilise to understand these changes.  
The SCARF model developed by Dr David Rock provides insight to how people respond to social threats and rewards.  It focused on five factors – Status, Certainty, Autonomy, Relatedness and Fairness. (CIPD 2017a).  The five key areas of psychological safety as outlined by BiteSize Learning (2024a) can help organisations identify  how these areas can not only be threatened but also replenished. 
Through this theory Chaffinch Group would have identified that the existing staff would require the need to have their roles and “status” protected.  Kath and the People team within Chaffinch Group should have engaged with staff beforehand.  This could have improved, making Chaffinch Group more relatable, supporting any changes made in a positive light. 
Rock cited in CIPD (2017a), suggests that if Chaffinch Group identified potential issues, then these could have been offset by creating opportunities to counteract the threat, such as how painting all the rooms the same way might affect residents autonomy.  This could be mitigated by allowing residents opportunities to choose from a limited sample of colours, making them to feel more aligned to the decision made.  (Bitesize Learning, 2024)
Chaffinch Group should also consider Charles Handy’s Four Power Structures.  Handy identified that there are four types of cultures, figure 4 (Handy, 1993) . 
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Figure 4, Four Power Structures. (Handy, 1993)

Chaffinch Group may identify as a Role or Power culture - using a hierarchical bureaucratic structure to manage. Handy (1993), cited in Cacciattolo, (2014) believed that organisations with Role or Power cultures are slow in recognising the need for change.  Chaffinch Group have failed to understand that the Calmere House employees prefer to work within a Task Culture, which supports Team Work and positions created as recognition of expertise.  
Chaffinch Group haven’t considered the links to the issues around staff retention to the basic needs identified by Maslow’s Hierarchy of Needs.  
Maslow identified that human need are arranged in a hierarchy, with those such as psychological and job security most important.  It can be argued that the bottom needs must be met before the higher needs can be considered.  
Changes to the management style by Chaffinch Group and the uncertainty over business goals by staff has increased the lack of safety and security felt by staff which in turn can be a factor in seeking employment elsewhere.  Chaffinch Group should have aimed to create a psychologically safe work environment which fosters job security. (Bitesize Learning, 2024c)
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Figure 5. Maslows Hierarchy Of Needs, (McLeod, 2025)


Q6. (AC 2.2)
During Kirsten’s ownership, recruitment and shortlisting new staff was managed by not only Kirsten, but her employees.  This process was completed through collaboration and team work.   Colleagues were involved in decision making and attributes such personalities and behaviours were considered not just whether someone had the correct qualifications when recruiting.   This created a collaborative culture, one that valued its employees thoughts and opinions.  
Kirsten has created a positive culture and environment, and by demonstrating strong engagement with staff, they show her great commitment in return. The article, ‘Pros and Cons of Involving employees in the Hiring Process’, (Santonocito, 2018), discusses the pros and cons of Kirsten’s method. It agrees that Kirsten has made her team members feel valued and has created the culture of a successful team.  It also highlights that the new employees join with a greater insight into Calmere House, its teams and its culture.    
CIPD (2025c) discusses the work of Edgar Schein, positive climates and how having a shared belief that all employees are respected and valued can an organisation creates an inclusive climate.   Following the takeover by Chaffinch Group, the inclusivity of staff with the recruitment process ends.  Any recruitment required under the Chaffinch Group is completed by the Line Manager, Kath and the recruitment agency.    Employees are allocated on qualifications and experience alone, and behaviours and feelings are not considered.  
This has had a negative effect on the culture within Calmere House.  Staff voices have been completely closed down.  It is clear to them that only Kath will be involved in the recruitment process.  Kath’s behaviour and communication style is creating a negative culture.  Her dismissive communication style and lack of active listening fails to create a psychologically safe working environment.  This is evidenced by the work outlined by Michael West, (2021) in partnership with The Kings Fund (Bailey and West, 2022), positive verbal communications and active listening are important skills for leaders. 
Previously staff had a connection with the new employees, this is no longer the case and it is felt that there is no support from colleagues.  Staff at Calmere House no longer share the same set of core values, as they did under the ownership of Kirsten, which is having a negative impact on the culture Kirsten created. 

Q7. (AC 2.3)
During the transition from small to large, Chaffinch Group could have improved the change process by using Kotter’s 8 step model. 
Figure 6 (Bitesize Learning, 2024) below outlines the 8 steps within the model. Chaffinch Group would need to understand that these steps can work in various orders, and will often require steps to be repeated over time. 
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Figure 6: Kotter’s 8 Step Change Model (BiteSize Learning, 2024a)
  
One area that Chaffinch Group have particularly struggled with has been successful communication with staff and onboarding the new ways of working.  Kotter outlines three stages that could have supported here – Enlist, Enable and Generate.  
By following this model Kath and the HR Team would have been able to implement a practical guide and had the skills to identify areas of concern and manage the staff through the change. 
By implanting the stage “Forming a strategic vision” Chaffinch Group would have realised the importance of explaining the business goals to the employees and what the new vision is.  This would have help remove any uncertainty and unnecessary worry about what the future holds.  Staff would have the knowledge and understanding around why decisions are being made and the end goal.  
Chaffinch Group could have adapted Kotter’s model similarly to that described in his book ‘Our Iceberg is melting’ (Kotter & Rathgeber, 2006).  By creating a team of existing staff to work together with the Chaffinch Group, a coalition could be created and used to guide the rest of the workforce towards the change.  They could take on board the advice given to them by the Calmere House staff and adapted their approach as the change progressed.  
It is also important that Chaffinch Group recognise that no one change management method is perfect and that two methods can complement each other.  
Instead of ploughing ahead with the change, Chaffinch Group should also consider Lewin’s Freeze Model.  
Unfreeze- move-Refreeze
Lewin, cited in Taylor and Woodhams, (2025), uses the metaphor of ice to explain that time needs to be taken in order to bring about successful change.  Chaffinch Group should have taken on board the time it takes for changes to embed and be successfully adopted.  
Lewin suggests that the starting point is to put forward a convincing case.  This would have been Chaffinch Group’s initial meetings to outline the new ways of working etc.  taking the time to embed small changes.   It appears that Chaffinch Group made a number of changes quickly with little to no explanation, poorly managing the change with the existing workforce.

Q8. (AC 2.4)
Everyone experiences change differently.  Dr Kubler-Ross (1969) outlined that regardless of how someone experiences change, they will go through specific stages.   
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Figure 7 – The Change Curve. (Bitesize Learning, 2024b). 

It is clear to see that staff within Calmere House are currently moving through the resistance stage.  It is important for Chaffinch Group to recognise that although some staff move through the stages seamlessly, a large number will often repeat the cycle or become stuck at specific points.  (Elisabeth Kubler-Ross Foundation, 2025).  
Both Kirsten and Chaffinch Group have failed to support staff through this change successfully.  Kirsten’s announcement that she was selling Calmere House was met with shock.  Kirsten’s lack of follow up communication had led to feelings of ‘denial’.  Bitesize Learning (2024b).  If Kirsten had increased her frequency of communication to emphasise next steps for staff, providing further information around why she decided to sell, staff could have moved through this phase with less resistance.
The large number of changes Chaffinch Group have implemented since taking ownership has led to an increased feeling of frustration by staff, (Kubler-Ross, 1969).     It has been hard for the staff to come to terms with a change in management and recruitment styles and this can be seen as resistance to change.  
Poor emotional intelligence shown by Kath and the HR team at Chaffinch Group,  has created further negative change experiences.  This is reflected in the ‘Depression’ stage of the change curve.  Taylor and Woodhams (2025) explain that effective change is demonstrated by managers through emotional intelligence and common sense.  Kath and Chaffinch Group have failed employees by not demonstrating either of these. Affective change is achieved through mental and emotional support to staff,  Chaffinch Group failed to provide this (Warwick Business School, 2021).  


Q9. (AC 2.5)
Two factors that are impacting employee wellbeing at Calmere House -  staff morale and staff sickness. 
Staff Morale
During the period where Calmere House was owned by Kirsten, staff morale was considered high.  This was due to factors such as staff voice being listened to and inclusion in activities such as recruitment and onboarding.  Kirsten fostered wellbeing at work - creating an environment that promotes feelings of content which benefits both the organisation and its employees (CIPD 2025d). 
It appears that morale has decreased since Chaffinch Group has taken ownership.  Kath’s communication style has led to staff voices not being heard, staff are feeling that their views and opinions are no longer sought or valued.  A lack of autonomy and ineffective or unhealthy management styles, such as the one demonstrated by Kath, can be a key cause of low employee morale (Lyra Health, 2024).
It is important that Chaffinch Group address the issue of low morale.  Low morale can lead to low motivation and lack of job satisfaction and purpose.  It could also lead to increase in client complaints, as low morale can affect quality of work and employee attitudes.  Lyra Health, (2024) identifies that employers with high employee morale have an increased profitability by 21%.  With the decrease in residents and ultimately profit, this would be beneficial to Chaffinch Group. 
Low morale will also affect staff retention. Chaffinch Group currently have a high employee turnover. Chaffinch Group must address this issue as having an increased turnover in staff can put additional strain on those who remain.  (CIPD 2025f)  An increase in less experienced staff can add to the strain on the mental health of existing staff.  
Staff Sickness
Since Chaffinch Group have managed Calmere House sickness absence has risen.  The increase in staff sickness will have an impact on the wellbeing on remaining staff. 
According to the Health and Wellbeing Report at Work (CIPD 2025d) staff sick days has increased to 9.4 from 7.8 in 2023.  
Staff sickness affects the remaining staff as their workloads have increased to cover absences. This can have an impact on work-life balance, which is known to be a cause of stress, anxiety and sleep problems (CIPD, 2019a).  Should this not be improved, Chaffinch Group could see its sickness rates increasing. 
Chaffinch Group would also experience additional financial costs should they not improve on this factor.   A report by the Institute for Public Policy Research cited by Jackson, 2024 indicates that an the “hidden cost” of sickness reached £103billion in 2023, which is an increase of £30billion since 2018.  It also reported that a proportion of that cost was due to lower productivity of the remaining staff.  These additional costs are something that Chaffinch Group may not be able to afford should they not address the current sickness issue.  

Q10. (AC3.1) 

The employee lifecycle is a strategic framework that maps the employee’s journey within an organisation.  This is from the initial phase to the final exit.  It is the role of the people team within Chaffinch Group to understand the lifecycle and its impact on employees and Calmere House (Taylor and Woodhams, 2022)
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Figure 8: The Employee Lifecycle.  Employeecycle.com, 2025
Retention is an area that Chaffinch Group need to focus on.  Retention is outlined as the number of employees within an organisation over a specific length of service. It can be expressed as a percentage of the workforce (CIPD, 2025f)
3 key people play a role in the retention phase of the employee lifecycle. The People Manager, the Recruitment Manager and the Employee Relations specialist. 
People Manager 
A people manager is a professional who works within the organisations HR department.  Their main role is to ensure organisations get the most out of their employees.  People managers will focus on strategies around employee wellness, engagement and productivity.  People managers will also manage onboarding and development (Personio, 2025).
With a high turnover caused by low morale, the  people manager should be supporting Kath  to improve employee motivation. The 20216 Gallup study, cited in Personio, (2025) indicates that effective engagement increases motivation. 
A people manager is vital to creating a culture of clear and open communication. Staff at Chaffinch Group feel unheard.  A good people manager should have the skills and techniques to actively listen, making people feel heard, improving staff retention. (CIPD, 2023 A)
Recruitment Advisor
Recruitment advisors role is to collaborate with the hiring manager, develop recruitment strategies, screen resumes, conduct interview and guide candidates through the recruitment process.  They possess strong skills in communication, candidate assessment, and relationship management. 
The recruitment advisor at Chaffinch Group could support staff retention by becoming more involved in the recruitment process.  No further assessments of a candidate other than those completed by the recruitment agency, are carried out by Chaffinch Group.  They need to ensure that the recruitment advisor is linking in with Kath to learn what type of employee the team actually needs.  The recruitment advisor needs to ensure that Kath is following the correct procedures when hiring and truly understanding the business needs (CIPD, 2025g)
Employee Relations Specialist
An employee relations specialist plays the role of developing and maintaining trust between an organisation and its employees.  They will align organisational strategy with the needs of the employees. They will also support with issues around employment law and work closely with trade unions. 
The employee relations specialist could support staff retention in Chaffinch Group by providing extra support to staff through the change process, linking in with trade unions when required giving staff a collect voice (CIPD, 2025h)  The specialist can work with Kath to create more effective engagement with staff around the implementation of the Chaffinch Group policies.  This would increase buy-in from the workforce as they understand Chaffinch Group plans and goals. 

Q11.  (A.C 3.2)
In order to support achieving 100% of resident rooms Chaffinch Group must consider how its People strategy aligns to its Business strategy.  This alignment is vital to ensuring that Chaffinch Group works together to achieve its goal.  This may be through vertical or horizontal alignment. 
Vertical alignment – the alignment between Chaffinch Groups business strategy and its People Strategy. 
Horizontal alignment – the alignment of different Chaffinch Groups People policies and practices with each other to ensure a cohesive approach, e.g.  Chaffinch Groups recruitment policy should align with its learning and development programmes (Tolhurst, 2023).   
It is vital that Chaffinch Group understand the importance of people practices if it is going to achieve its business goals of 100% occupancy over the next six months.  
Chaffinch Group could review and concentrate on effective workforce planning as part of their people strategy.  Analysis and understanding the needs of the current workforce is crucial. Chaffinch Group must also determine future workforce requirements.   The increasing rate of staff turnover must be resolved and before Chaffinch Group can address the need for additional staff (CIPD, 2025j).  The diagram below outlines the stages of effective workforce planning. 
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Figure 9 : Stages of Workforce Planning (CIPD 2025j)

Chaffinch Group would benefits from effective workforce through improved employee retention leading to improved employee work-life balance, which ultimately would improve resident care. (CIPD, 2025j)    Better quality of care would create informal positive endorsements which can be a powerful driver for attracting and retaining residents.  Positive word of mouth can significantly contribute to organisational growth and service uptake. 
Chaffinch Group will need to call on their people team to support new starters when they are onboarding.  Guidance created by NHS Employers (2022), outlines the importance of support new starters through methods such as a robust induction and regular catch up or one to one meetings.  These are all techniques Chaffinch Group can put into place to support increased resourcing.  
Development and career planning is another practice Chaffinch Group can utilise.  Development does not always mean just attending courses, Chaffinch Group could implement secondments, shadowing, mentoring and other internal opportunities to staff.  Chaffinch Group must show its commitment and dedication to improving its workforce, which in turn will improve its employer brand, and attract the right candidates for future vacancies (Smith, 2025)
Brassey, Christensen & Van Dam, (2019), supports the need for Chaffinch Group to create a considered learning & development programme.  The diagram below shows the benefits available to the Chaffinch Group.  
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Q 12. (AC 3.3) 
Understanding why employee turnover has increased at Calmere House is pivotal for Chaffinch Group.  There are many techniques that Kath can implement which would allow her to gather and analyse the information she needs. 
A stakeholder analysis would identify that Kath’s stakeholders are her employees (Taylor & Woodhams, 2022)
The creation of workshops would allow the staff to discuss ideas or concerns in a relaxed environment.  By creating workshops with small numbers of staff Kath can  actively encourage discussion and manage any conflict that may arise.  She will be able target those staff that she may be having most trouble communicating with.  However Kath, must take into consideration that a workshop can be dominated by those who are most articulate and confident, and if she herself isn’t a confident facilitator it might be ineffective (Community Places, 2024).
Another method Kath may try in partnership with workshops or group discussions would be surveys.  Gillian Felton, cited in People Management (2017) expressed that in order to understand the workforce, managers have to give them opportunities to get involved.  Using staff surveys or regular questionnaire such as PULSE surveys would allow staff voices to heard.  
This method can be affective as will give the staff time to consider their answers.  It provides quantitative data which can be compared with future and past questions.  It can be used for the whole organisation, so Kath will have the opportunity to gather maximum information.  
However Kath must be aware that response rates for surveys can often be as low as 10-20% (Community Places, 2024), and if her questions are worded correctly the responses may be limited.  It is important that questions are kept short and the language used is plain. 
Kath could use 1:1 meetings with her team.  These meetings can be a successful model if done correctly.   This forum should allow for Kath to hold conversations in private with her staff. It should create uninterrupted time to discuss not only business matters but they can learn more about each other.  They should help support growth around understanding the business goals and what are staff concerns.  It is important that Kath does not rush the meetings or comes unprepared.  This could increase the negative feelings already present in the workforce.  Kath needs to remain open in her communication and ask appropriate questions to understand staff concerns (Test, 2020).










Appendix 1 
Example PESLTE Analysis completed on behalf of Chaffinch Group
	 
	Positive
	Negative

	Political
	Migrant workers - looking for work.  Work visa implications to be considered
 
Social care reform and the future of social care. 
	Changes to minimal wages/overtime 

	Economic
	Unemployment rates are higher - this gives a higher number of people looking for basic jobs.  
	Cost of living - can people afford care homes 

	 
	Raise in wages to provide more disposal income. 
	Running costs of the building  - rise in gas/electric

People living from Pensions and no savings

	Social
	Aging population - there should be a demand for beds
 
 
Experienced workforce should be able to train and nurture the less experienced. 
	Is the average age of the workforce higher?
 
Creates a negative ratio of staff to residents 
 
Transport links in the community.

	Technology
	Digital Tech gives more accurate record keeping. 
	Technology issues – should it breaks - no records available. 

Cost of maintaining and updating latest tech
 
Digital competencies - staff training.  

	Legal
	 H&S Act etc provides policies to follow
	Potential Litigation 

Cost of training for Food act etc.

	Environmental
	Cost of upkeep on the building.  
Building regulations e.g. Eco friendly. 
	Cost of waste disposal/chemical waste etc.  
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