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Question 1
What is structure? 
Organisational structure in a business is the way in which the company organises the employees of the business.  The two ways in which a company carries this out and this is through communication channels and the decision-making process.  According to Campbell and Craig (2005) structure is “the pattern of relationships of the workforce and their relative position in the organisation.” 
Two of the most common used structures are flat non-hierarchical structure and the hierarchical bureaucratic structure.  These models have significant differences in their level of authority.  
Types of Structure 
A flat non-hierarchical structure is set out with very little layers of middle management between the employees and the senior leaders.  In this type of organisation, the employees have greater autonomy and a flexible structure.  This type of structure is what David and Anna used to run Calmere House, this structure continued when their daughter Kirsten took over the family run business.  
The advantages of this structure are that everyone feels equally, and employees are involved in the decision making of the company which could result in being more efficient.  This type of structure encourages innovation and collaboration where the employees feel empowered.  
These advantages are clearly shown in Kirsten’s management style where she values the employees input where she has regular staff meetings and regular one to one check ins with them.  Kirsten invests time in her staff members where they are trained to have qualifications skills and experience in their specialist field of work.   There are strong communication skills where at the end of each shift a hand over meeting is held.  At Calmere House, employee retention is high and are committed to giving great care to residents.  
The disadvantages to this structure are that managers may become overworked and it can become chaotic or unclear at times.  It could become difficult to manage and follow policies and procedures with all employees reporting to Kirsten.  Kirsten would need a great deal of trust in her employees to ensure they are following these.  

A hierarchical bureaucratic structure is a one where there are multiple layers of management, clearly defining authority and responsibility.  Each level supervises the one below.  Each role is clearly defined, and control Is strongly emphasised with a clear chain of command.  
The advantages of this structure are there are defined roles and responsibilities.  There is strong supervision and control.  
The disadvantage to this role is that decision making can be slow process, there is risk of a break down in communication.  Employees have less autonomy and moral can slowly depreciate.  
This structure is clear when the Chaffinch Group take over and it becomes less personal and over time the employees feel less involved and valued in the company, this results in employees leaving and sickness absence also rises.  
Conclusion
The non-hierarchical structure was appropriate when Kirsten was running Calmere house, this was a family run business where employee’s views and ideas were valued.  Kirsten gained the loyalty and respect of her employees where they would go above and beyond.  Kirsten made time by holding regular meetings and focused on communication.  The colleagues were engaged on the business goals and were involved with how to move the business forward.  
When the Chaffinch Group took over the business it became very structured with Kath having to report to senior management.  The employees had less autonomy, and it was very functional and had a direct approach.  

Question 2
‘Strategy is the determination of the long -term goals and objectives of an enterprise, and adoption of courses of action and the allocation of resources necessary for carrying out these goals’(Channdler,1962). 
A rational approach to strategy formulation would for the company to: 
· Set an objective
· Goal alignment
· Sequential Planning 
· Monitoring and evaluation 
 The management of the Chaffinch Group can use a rational approach to ensure that the services they provide meet the requirements of the residents and the families.  
Firstly, the management team can collect and analyse information from resident feedback, family survey and care standards guidance.  Based on this data management can set clear objectives and ensure this is communicated to the employees.  An example of this could be ensuring the residents are receiving the medical care and treatment within a reasonable time frame.  
Once these objectives have been set are employees fully understand what is expected of them then then management team are able to monitor the performance to ensure these are being delivered consistently.  
By continuously monitoring and reviewing these objectives the care home can meet the requirements of the residents and the families.  
The advantages of using this approach in a care home is that is evidence based, so this has been obtained from residents and families.  Specific objectives are set to improve the care of the residents. Efficient resource can be provided to ensure equipment, time and staff meet the residents needs.  Management can monitor performance consistently and continue to evaluate and improve any concerns.  

Question 2 (A.C 1.2) 
A rational approach to strategy formulation is a structed, analytical process that enables organisations to understand their internal capabilities and external environment before setting strategic objectives and determining how these will be achieved.  (Johnson, Scholes and Whittington, 2020).  For Chaffinch Group, adopting a rational approach would support better alignment between business goals and the needs of key customers, namely residents, their families, and commissioners of care services.  
Understanding customer needs as the starting point 
Withing a rational strategy process, customer needs are central.  At Calmere House, evidence from the case study shows dissatisfaction among residents due to the loss of personalisation ion room décor and decline in relational care.  This suggests that customer expectations are not being fully understood or prioritised.  Chaffinch Group should therefore begin strategy formulation with systematic data collection, such as resident satisfaction surveys, family feedback, complaints analysis and Care Quality Commission INSPECTION OUTCOMES.  CIPD (2023) emphasises that evidence-based decision making improves service quality and organisational performance.  

External analysis using PESTLE 
A PESTLE analysis would enable Chaffinch Group to evaluate external factors that influence strategic choices and customer expectations: 
Political and Legal: Adult social care is heavily regulated, with strict requirements around safeguarding, staffing levels and quality of care.  Failure to meet these expectations risks reputational damage and loss of residents (CQC, 2023).  
Economic: Rising utility and staffing costs place pressure on profitability.  However, a purely cost – driven strategy risks reducing service quality, which may lead to declining occupancy rates, as seen at Calmere House.  
Social: An ageing population and increasing demand for a person -centred care mean residents and families expect choice dignity and personalisation.  
Technological: Digital care planning systems and feedback platforms can support more responsive, individualised care.  
By considering these factors, Chaffinch Group can ensure that strategic decisions reflect both regulatory demands and evolving customer expectations.  

Internal analysis using SWOT 
A SWOT analysis would help Chaffinch Group assess how well its internal capabilities support customer – focused service delivery: 

Strengths: Financial resources, established brand, and the ability to invest in facilities.  
Weaknesses: High staff turnover, autocrativ management style, limited employee voice and reduced personalisation of care. 
Opportunities: Growing demand for high quality residential care and the ability to differentiate through personalised relationship-based care.  
Threats: Competition from other care providers, reputational risk, and continued loss of residents due to dissatisfaction.   
Using SWOT rationally would highlight that the loss of engagement and personalisation is directly linked to declining customer satisfaction and occupancy.  



Aligning strategy with customer needs 
A rational approach requires Chaffinch Group to set cler strategic objectives based on these analyses, such as improving resident satisfaction, reducing turnover and increasing occupancy.  Strategy options could then be evaluated, including: 
Adopting a more participative management style to improve engagement and continuity of care (CIPD, 2023c).  
Reintroducing resident choice in room décor and care decisions to enhance the customer experience.  
Implementation should be supported by clear communication, employee involvement and performance measures such as resident feedback, staff turnover rates and occupancy levels.  
Conclusion
By adopting a rational approach to strategy formulation supported by PESTLE and SWOT analysis, Chaffinch Group can develop an evidence-based strategy that babalnces commercial objectives with high – quality, person – centred care.  This approach would help ensure that services at Calmere House meet t=customer needs, improve employee engagement and support long term organisational sustainability.  








Question 3
One negative factor that is currently having a negative impact on the residential care home is the constant use of agency workers.  
Many care homes rely on agency staff to cover sickness, high turnover and staffing turnovers with staff shortages. These agency fees are far more expensive than permanent employees.  
As agency fees and hourly rates continue to increase, care homes are facing higher operational costs that are already straining the car home budgets.  This pressure can put strain to make difficult decisions such as reducing investment to give staff the correct training.  This could also have a negative impact on the care the residents receive with there being no continuity from the agency staff.  According to recent analysis, care homes spent an estimated £1.59 billion on agency workers in 2023/2024 (Grant Thorton UK) 

A factor that is having a positive impact on the residential care home is the increased demand for care homes with the aging population.  As life expectancy increases more people live with long term health conditions who require care.  This creates a constant need for care homes and gives opportunities to expand technology and create new facilities that the care homes need.  
The disadvantages of a growing demand for elderly care homes could be that it will put increased pressure on staff, which could lead to shortages, resulting in increased agency workers.  Rapid growth in resident numbers can reduce the time and attention given to each resident which could impact the time and quality of care given. 

Question 3 (AC 1.3)
External factors significantly influence the performance and sustainability of the residential care sector.  Using a PESTLE perspective, workforce pressures represent a major negative economic and social factor, while demographic change represents a significant positive social factor.  
Negative external factor: Workforce shortages and reliance on agency staff
One of the most significant external challenges facing the residential care industry is workforce instability.  The sector has persistent recruitment and retention difficulties, resulting in increased reliance on agency workers.  
According to Skills for Care (2023), the adult social care vacancy rate in England was 9.9% in 2022/2023, equating to approximately 152,000 vacant posts at any one time.  Although this improved slightly from the previous year, vacancy levels remain significantly higher than wider UK ecomania average.  High turnover is also a concern, with a reported turnover rate of 28.3% in 2022/23 (Skills for Care,2023).  
This workforce instability has several negative impacts: 
Increased operating costs due to agency staff usage.  
Reduced continuity of care residents.  
Higher workloads for permanent staff, increasing burnout and sickness absence.  
The Care Quality Commission (CQC,2023) has also highlighted staffing pressures as a key risk to safe and effective carre delivery from an economic and legal perspective, rising wage costs, National Living Wage increased and competition from other sectors further intensify recruitment difficulties.  
Therefore, workforce shortages represent a significant negative external factors because they directly affect service quality, financial sustainability and organisational stability across the residential care sector.  
Positive external factor: Ageing population and increasing demand for care.  
In contrast, demographic change presents a significant positive opportunity for the residential care industry. The UK population is ageing rapidly increase in long term demand for residential and nursing care services.

The office for National Statistics (ONS, 2023) Reports that the number of people aged 85 and over is projected to nearly double between 2020 and 2045. Additionally, people aged 65 and over already represent around 19% of UK population, a proportion that continues to rise (ONS,2023).  
The demographic shift creates: 
Increase demand for residential Cake placements.
Greater need for specialist dementia and complex care services. 
Long term market growth opportunities for care providers.
While demand brings capacity pressures, it also provides financial opportunity and sectors sustainability if organisations can meet expectations around quality and person-centred care. Providers that adapt services to meet the needs of an ageing population are well positioned for growth.
Conclusion
Workforce shortages currently present a significant negative external factor impacting cost, quality and continuity within residential care. However, the ageing population represents a positive external demographic factor, creating sustained demand for services. Understanding both factors enables K providers to develop strategies that mitigate workforce risks while capitalising on long term demographic opportunities




Question 4
The implantation of technology being used by Chaffinch House would have significant impact on both the quality and efficiency of care.  The changes can have a positive and a negative impact on both the residents, staff and company.  
With technology being introduced into the care home, this could reduce errors and improve accuracy.  This technology could make early interventions, and this could improve the patient’s health outcome.  
It could open a wider network of health care providers and create efficient communication between them which would result in improved patient care.  Patient’s records would be kept electronically which would help management identify trends and allow performance to be tracked.  Also, if digital records were implemented, this would make it easier to comply for audit purposes.  
However, there are some disadvantages to having technology implemented in Calmere house. Purchasing this equipment, software and digital software can be expensive and have an impact on the budget that is allocated to Calmere house.  
There would need to be a robust training plan put into place to ensure the staff at Calmere house have full understanding on how to use the technology, so they are able to give the best possible patient care.  This takes a lot of time and resource to put in place and can be time consuming.  
There could also be some resistance to change from some staff members, and they could feel as if the technology is replacing them and worry about job security.  There could be some members of staff that are uncomfortable with technology and could feel as if we are discriminating against them.  
Unfortunately, technology comes with technical difficulties, where there could be system failures, connectivity and software problems which could have an impact on patient care.  Having technology installed also comes with huge data and privacy risks.  Storing patients’ data could result in a data breach if this is not properly secured.  
Question 4  (	AC 1.4) 
Under Kirsten’s Ownership, Calmere House operated with limited technology infrastructure and relied heavily on informal relationship-based work in practises.  Chaffinch Group’s Intention to implement technology offers opportunities to improve care quality, efficiency and employee experience. However the introduction of technology will significantly change how work is organised and experienced, and therefore requires careful assessment. The three types of technology that Chaffinch Group Could introduce and evaluates their impact on both patient K and employees.
Emphasises that workforce stability
1. Electronic K planning and digital record system-electronic care planning systems allow K records, risk assessments and medication information to be stored and updated digitally in real time. 

Impact on patient care
from a K perspective, electronic records can improve accuracy consistency and safety. Real time access to K plans reduces the risk of errors, particularly where multiple staff or agency workers are involved (CQC,2023).  Digital records also support regulatory Compliance by providing auditable evidence of care delivery. However, there is a risk that increased screen-based working could reduce meaningful interaction with residents if not carefully managed.(CQC,2023a) Highlights that technology should support, rather than replace person centred care. If implemented without clear guidance, care may become task focused rather than relationship focused which conflicts with Callmer house’s original ethos.  

Impact on employees 
For employees, digital records may reduce duplication of paperwork and improve clarity around responsibilities. However, they also increase accountability and performance visibility, which may be perceived as surveillance if trust is already low. Employees will require training and ongoing support to develop digital competence, particularly long serving staff who may feel anxious about change critically, without employee involvement in system design and rollout, resistance is likely reinforce in disengagement already present at Calmere House.  

2. Workforce management and HR technology 
Workforce management systems include digital rostering, recruitment platforms absence management and performance tracking tools.  

Impact on patient care
Effective workforce systems can improve staffing consistency, reduce understaffing and minimise reliance on agency workers. Skills for Care (2023) 
emphasises that workforce instability is a major risk to care quality, and improved planning could enhance continuity and resident experience.
However, an overly stand aside data-driven approach may fail to recognise the emotional and physical demands of care work.
Automated rostering that prioritises efficiency over well-being could indirectly harm care quality through employee burnout.

Impact on employees
for employees, HR technology may increase transparency around shifts, pay and leave, improving perceptions of fairness. Conversely excessive monitoring may reduce autonomy and trust particularly given Chaffinch Group’s autocratic management style.  

Overall assessment
The introduction of technology at Calmere House Word fundamentally alter how work is organised, monitored and experience.
Positively it could improve care safety, regularity compliance and operational efficiency. However without careful implementation technology may reinforce existing issues such as low engagement, reduced autonomy and loss of person centre values.




Question 5
Herzberg’s Two Factor Theory 
Motivators (recognition, responsibility and meaning fully work) disappeared when autonomy and involvement were removed.  
Hygiene Factors worsened (workload, job security and unclear communication).  
Marslow’s Hierarchy of needs 
Safety needs threatened agency workers replacing staff.  
Belongingness needs non supportive relationships.  
Esteem needs damaged employee views.  
This explains the rise in stress and absence along with resignations.  

Kotter’s Model 
From using this model, the steps that are missing are: 
No communication vision 
No empowerment 
No stability in the culture 
This results in resistance, confusion and low commitment.  
Question 5 (AC 2.1)
The problem following the takeover off Calmere House Can be explained through organisational culture theory, particularly Schein’s (2017) Model of organisational culture and Handy’s (1993) Cultural typology. Both models highlight a clear cultural misalignment between the previous and new ownership.
Schein (2017) Identifies 3 levels of culture: artifacts, espoused News on basic underlying assumptions.
Under Kirsten’s Leadership, visible artifacts include a flat structure, informal communication.  These reflected espoused values of employee involvement and person centred care.  Employees are held basic assumptions that they professional judgement was trusted and that care quality was prioritised over profit.
Following the takeover, Chaffinch Group Introduced hierarchical reporting lines, standardised policies and autocratic leadership. The organisations espoused values shifted towards efficiency and financial return. This disrupted employees underlying assumptions about trust, autonomy me and case standards. When core believes A challenged resistance, disengagement and turn over a common outcomes (CIPD, 2023).  

Hamndy’s cultural typology
Handy (1993) Describe for cultural types. Calmere House Previously reflected a task culture, where teamwork and expertise we're valued. After the takeover Chaffinch group imposed a role culture, characterised by bureaucracy formal procedures and centralised authority.  
This shift reduced flexibility and employee voice, leading to frustration and loss of motivation. In case settings, where emotional labour and professional autonomy are important, rigid role culture an can negatively affect morale and service quality.  
Conclusion
The problems at Calmere house arose due to a cultural clash between a participant if person centred culture and a hierarchical control orientated structure. Using Schein’s and Handy’s model demonstrates how changes to values, structures and assumptions disrupted employee behaviour, leading to disengagement turnover and decline in service outcomes.  





Question 6
There are a few elements as to why changes to selection and employee voice have impacted organisational culture and behaviour at Chaffinch Group.  When Calmere House moved to Chaffinch Group the changes to selection and employee voice practices have a had a profound impact on organisational culture and behaviour.  These together have impacts on engagement, performance, relationships and organisational identity.  
Workplace culture refers to the employees shared values, beliefs, behaviours and attitude that shape how tasks are performed within the organisation.  How safe colleagues feel within the workplace plays a vital role in how they perform when no one is looking. 
Schein (2017) defines organisational culture as “a pattern of shared basic assumptions learned by a group as it solved problems…considered valid and taught to new members as the correct way to perceive, think and feel.”   
When the employees were working for Kirsten, they were very much involved in recruitment. Their value lead behaviours such as compassion and empathy with commitment to residents, were with equal levels to having qualifications, so this to the employees almost felt as if they were part of the decisions that were being made.  The employees under Kirsten felt a great sense of teamwork and she built a strong culture of compassion, this reflected in the care that the residents received.  
According to the CIPD (2023), values-based recruitment helps ensure alignment between individual behaviours and organisational culture, supporting positive engagement and performance.  
However, when Chaffinch Group took over, they implemented a bureaucratic recruitment process that focused on speed and basic qualification checks.  They used agency workers on a frequent basis a rarely reviewed the assessment of behavioural fit or how it would affect long term stability.  This changed the whole recruitment process, and it moved from a one-person organisation fit approach to a skills only approach.  As Kristof -Bowen et al. (2005) note, poor alignment between individual and organisational values reduces job satisfaction and increases turnover intention.  
The behavioural consequences of this would be: 
· Reduced Teamwork, this is because the agency workers are not engaged with the current values, standards and current practices of the care home.  
· Withdrawal from long standing employees as they felt the agency workers did not demonstrate the care and commitment to the residents.  
· Reduced effort, this is due to inconsistency of the behaviours and the inconsistency of the team.  
· Increased sickness absence, this is consistent with research showing that poor selection processes affect morale and well-being.  

Impact of changes to Employee Voice on behaviours
Chaffinch Group changed these ways of working with a hierarchical structure and a completely different management style.  They communicated mostly through email and employees were not part of a decision making and their thoughts or opinions were not considered.  An example of this is where Kath dismissed employee queries with statements such as “I know what Chaffinch wants.”  These changes made the employees doubt the trust of Chaffinch House and lose their phycological safety.  
This led to behavioural consequences; there are a few listed below: 
· Silence behaviours, this started when employees no longer felt their thoughts or opinions were valued.  
· Lower motivation and engagement, when employees feel their opinions are no longer valued their commitment decreases and burnout takes over.  
· Resistance to any organisational changes, this is when employees feel they have no voice or and involvement in decision making.  (Kotter, 2012). 
· Sickness absence increases as voice is strongly linked to well-being (Kahn, 1990).  

Both changes to selection and employees voice result in negative behaviour outcomes, some of these are listed below: 
· Quality of care is declined; this is due to the employees having a lack of motivation and just delivering the everyday task rather than having personal quality care.  
· The relationships within the workplace break down, this is because collaboration decrease and lack of peer support.  
· Breakdown in communication which results in lack of focus on company goals and priorities.  
· Increase in absence, this created further workload pressures and frustration, and the patients care decreases.  

Conclusion
The changes made by Chaffinch House, since the family run business that was taken over by Kirsten has gone from values and great teamwork culture where employees felt valued and listened to.  Since Chaffinch House has taken over, this has now become a hierarchical process driven culture where communication is carried out through email and employees are not valued.   This has resulted in negative behaviours from the employees with reduced teamwork, lack of communication and over a decreased quality of patient care.  

Question 7
Chaffinch Group could have managed the change more effectively by using Kotter’s 8 step Change Model. (Kotter, 2012)   Firstly Chaffinch House needed to create a sense of urgency and they could have done this by explaining clearly why the organisational changes were needed, this would help the employees understand the pressures as well as the goals they all needed to work towards (CIPD,2023a).   Chaffinch House could have shared data so the employees the benefits of joining a large organisation and what the long term stability would be for them.  They should have given the employees time to adjust to the changes and ask any questions or queries that they might have, to allow them time to adjust to the new policies and processes as well emotionally.  They  also could have incorporated and worked alongside Kirsten before the handover to build trust and stability.  

Next a clear strategic vision was required, where they could have explained to the employees what would stay the same and they would invest in for the company to be future fit, listening to the employees ideas and concerns would have helped ioncrease buy – in and reduce resistance to change (Kotter 2012).  
From here they would have needed to communicate the vision by holding meetings with the employees, giving the opportunity to raise any concerns.  Ensure they had clear communication, providing updates to changes that were being made. 
Chaffinch House didn’t empower the employees, they created barriers and with the sudden changes they put in place, the employees had no say in any of the decisions that were being made.  They should have allowed employees to have an input into any procedures or refurbishments.  Provided a clear training plan so they learn and adapt to the new systems in place, with regular reviews and support as required.  They could have also reduced the workload pressure by ensuring there were enough employees to run the care home.  
Chaffinch House focused on the long-term goals of filling the rooms, without celebrating and early achievements.  They should have celebrated small achievements, such as improved technology whilst recognising what the staff have contributed to that along the way.  By doing this it would have kept the employees motivated and gained their loyalty and trust.  
Chaffinch House became reactive, dealing with sickness absence rather than caring for the employee’s well-being and reviewed what support they needed to enable them to attend work.  Reviewed any concerns with the employees adjust a necessary change to create a better working environment.  
Lastly, Chaffinch House needed to really change the culture by maintain their structure and incorporating Calmere’s strong teamwork, values and employee’s well-being.  By doing this they would have a great long-term outlook and gained loyalty.  

Question 8
Employees at Calmere House experienced the change of employment to Chaffinch Group as poorly managed, distressing and emotionally unsettling.  This is explained using Kotter’s 8 step model change.  
Chaffinch House did not create a clear sense of urgency which lead to the employees not understanding why such change was needed.  This left the employees feeling anxious and insecure which created resistance very early on.  
There was a lack of guiding coalition where the employees felt there was lack of trust from the management and lack of support to the employees.  This caused disconnection for the employees and no one to hear their views.  
Chanfinch Group had no clear vision, so whereas the employees previously were very much included, this was no longer the case.  They were almost dictated to and given instructions rather than an explanation of why or how the changes would benefit them and the business.  
There was a lack of communication which was carried out through emails, and this left the employees unable to express any concerns they had.  Instead of engaging and empowering employees it added increased workloads and caused stress, this led to the increase in absence.  
Chaffinch House did not recognise any employee achievements during the short term process so this left them facing uncertainty and disruption with a decrease in morale. With the resident complaints rising and operations failing, this resulting in Chaffinch House unable to sustain momentum.  
Lastly, because the culture, morale and communication were no dealt with correctly, the processes and new ways of working were not accepted.  The employees held on to the Calmere house ways of working and Chaffinch house failed to embed and sustain a stable culture.  
Question 8 (AC 2.4) 
The experience of change for employees at Calmere House Following the takeover by Chaffinch Group Can be explained using the Kubler – Ross Change Curve, which describes the emotional responses individuals experience during change (Kubler – Ross, 1969)
Initially, employees experienced shock and denial when informed of the sale, finding it difficult to accept that Calmere house would be taken over. This reaction was intensified by the sudden nature of the announcement and limited preparation
As new management practises, hierarchical structures and standardised procedures were introduced, employees moved into frustration and anger. The loss of autonomy, reduced employee voice an autocratic leadership style caused dissatisfaction and resistance, reflected in the increased sickness absence and staff turnover.
Overtime, many employees experience low morale and disengagement, aligning with the depression stage of the model. Increase workloads reliance of agency staff and lack of communication lead employees to feel and valued and uncertain about the future.
There is limited evidence that employees reached the final stage of acceptance, as many chose to leave the organisation rather than adapt to the new culture. This suggests that the change process was not effectively supported.
In conclusion, the Kubler-Ross change curve illustrates how poorly managed changed at, house negatively affected employees emotional well-being, contributed to disengagement turnover and reduced service quality.  

Question 9
There are two pestle factors impacting well-being at Calmere House. 
1. Political/Legal Factor – Compliance Pressures 

As a residential care home, Calmere House has policies and procedures alongside regulatory compliance demands daily.  So, when Chaffinch House introduced new policies, procedures and reporting systems, this increased the pressure on the current admin employees. This added pressure made the employees feel overwhelmed and stressed.  There was no robust training plan put in place for them, and they were given very little time to adapt, this led to errors being made adding more pressure which resulted in an increase in absence.  

Why Is this important to address: 
	If compliance paperwork is not kept up to date, this can have a huge impact in the 	employee’s well-being.  With paperwork falling behind, it will add pressure to the 	admin employee resulting in stress and burnout.  With the employees being 	stressed and caring for the residents, critical mistakes are more likely to be made, 	this would put the care homes compliance at risk and have a detrimental effect 	on employee’s wellbeing.  

2. Social Factor – Cultural Change and lack of support in the workplace.  

Social factors and workplace factors have a large impact on workplace culture and plays a huge role in workplace culture.  
Under the running of Kirsten, the environment was warm, friendly and a family-built atmosphere.  The employees felt valued and appreciated which had a positive impact on their well-being.  
Once the care home changed to Chaffinch House, there was a sudden culture change which became very cold, and the employees felt no longer listened to.  There was huge strain on the employees and reduced stability with agency workers put in place.  This created emotional strain with the lack of experience and added more pressure on the long-standing employees.  Overtime moral decreased and absence increased.   

Why is this important to address:
Social and cultural wellbeing is very much needed in a care environment, where teamwork and strong relationships are essential.  Without a positive and supportive workplace culture employees disengage and performance declines. This has an impact on the care and treatment given to the residents.  

Question 10
What is retention? 
Retention focuses on keeping employees motivated, engaged and have good understanding of business goals so they remain loyal and committed. (CIPD, 2023a).   Since Chaffinch House has taken over, there has been loss in employee voice, the workload has increased, and communication decreased with a loss of the positive family culture that was there when Kirsten had the care home.  
People Manager 
The People Manager plays a huge part in shaping the employee experience at the care home and there are a few ways in which they can support retention.  
· Support wellbeing and manage workload, they could do this by monitoring the workload.  They could look out for the stress indicators of the employees and put plans in place to support their wellbeing.  
· Rebuild trust and engagement which will improve communication.  They could introduce the staff meetings that Kirsten used to hold when it was a family run care home.  This would allow the employees to have voice, and their opinions would be valued.  They should create a two-way communication with the management and employees which would result in stronger relationships.  Employee voice is a key factor in retention, as employees want to feel heard and valued (CIPD 2023).  
· Improve capability by creating a learning plan and coaching the managers such as Kath around using different management styles.  This supports motivators such as recognition and autonomy (HEZVERG, 1959), improving job satisfaction.  
· Employee involvement, the People Manager could create a culture where the employees voice is heard and could incorporate them around decision making.  

Recruitment Advisor 
The role of the recruitment advisor is to ensure there is effective on boarding session through high quality recruitment.  
· Enhanced Onboarding is where they would create a solid and robust induction where new staters receive all their training.  This would help long term retention.  (CIPD,2023d) 
· Selection quality, ensuring the recruitment process assess values, behaviours and commitment.  This will create stability and the quality of treatment and care to residents.  
· Reduce agency workers by planning the workforce by tracking turnover trends and working alongside management to create stability and a permanent team where employees are committed.  



Employment Relations Case Advisor 
The role of the employment relations case advisor is to ensure all employees are treated fairly and consistently and looking after their wellbeing.  
· Look into sickness absence by looking after the employees well fair and understand what is causing them stress.  They could put in place a return-to-work plan to support the employees so that they feel care a valued to return to work.  
· Encourage the employees to have a voice, this would enable them to feel heard a valued and that their views count.  They could listen and respond to any concerns that the employee have raised.  
Where employees feel their voice is valued, retention is higher (CIPD,2023).  
· Support with conflict and resolution by creating a calming environment with possible mediation where they could help and support with the rebuilding of the relationships.  


Question 11
People Practices could help Chaffinch Group fill 100% of resident rooms within 6 months by: 
Political Factors: 
Embedding culture of accountability, this will build trust and confidence between the families and the care home.  They could then look at putting in place a robust training plan which will ensure the standards of care are given and the care home is complaint with the standard of care that is required.  Ensure Kath has completed all her training and fully understands the operation and responsibilities of running a care home.  
A care home with strong compliance and one where employees live the values and have trust will lead to more placements and the rooms being filled faster.  
Economical Factors: 
The care sector faces staff shortages and faces difficulties with budgets. With absence rising a poor retention, results in the rising cost of agency workers.  
The people practices could put in place incentives where people would want to work in the care industry.  Put wellbeing at the centre, to improve retention.  

Social Factors: 
Families normally select care homes based on their family needs and require a home that has warmth, compassion and deliveries the standard of care that is required.  As well as looking for the personalised care and the continuity of staff behaviour.  
The People Practice could put a training plan in place so that the employees have the one-to-one personalised care.  
Run a values lead recruitment structure, so the employees know what is expected of them and fully understands the expectations of the company.  This will ensure the residents get the quality of care they deserve.  

Technology Factors: 
Technology plays a huge part in delivering efficient and quality care to residents.  
The People Practice could ensure that the employees have a digital care plan training, which will improve accuracy.  
Introduce new digital learning platforms to upskill current employees.  
Improving efficiency of training, enables more quality of care which increases family satisfaction and allows the care home to have strong recommendations which increases demand.  

Legal Factors: 
Chaffinch House must comply with certain legislation and CQC employments standards.  If they fail to do this it will damage the brand a reputation of the care home which will reduce the level of demand.  
The People Practices could ensure that practices and policies are of good standard to ensure the residents receive a good standard of carer.  
Training Managers to treat employees with care and compassions and to follow any policies.  This will help reduce absences and any concerns or complaints that they may have.  

Environmental Factors: 
The expectation of a care home is to provide a clean comfortable safe environment which complies with environmental standards.  
The People Practices could train the employee to have great hygiene standards of care and recognise and celebrate success when the employees maintain high quality of care.  

Conclusion: 
If the People Practices support Chaffinch House to build a stable motivated team who understand the company’s goals and love the values.  Improve compliance safety and quality so the residents get the standard of care.  Create and engaged workforce whose behaviour represents the company and improves the company reputation.  From this the employees will feel valued, supported and give great quality of care which will improve the reputation of the company and attract more residents.  
Question 11 (AC 3.2)
To achieve the strategic goal of filling 100% of the resident’s rooms within six months Chaffinch group must ensure people practises are aligned with business objectives through vertical and horizontal integration open (CIPD 2023a). Workforce stability, care quality and employee engagement directly influence resident satisfaction and organisational reputation, which are critical to occupancy levels.
Resourcing 
Effective resourcing supports high quality care delivery and improves repetition. Reducing reliance on agency staff and recruiting permanent employees through value-based recruitment would improve continuity of care, which is important to the residents and their families CIPD 2023 B. Involving employees in recruitment also improves cultural fit and retention vertical integration: staff instability supports occupancy targets. Horizontal integration: resourcing aligns with reward and L&D to improve retention
Reward
Competitive pay, recognition and well-being focused rewards improve motivation and reduce turnover. Recognition of compassionate care behaviours reinforces service quality, positively influencing resident experience and word of mouth referrals (Herzberg, 1959).  
Conclusion
By vertically aligning people practises with the goal of full occupancy and horizontally integrating resource, reward employee relations and learning and development Chaffinch group can improve workforce stability, care quality and resident satisfaction these outcomes directly support the achievement of 100% occupancy within six months.


Question 12
Employee turnover at Calmere House has risen due to few issues and these are the loss in employee voice, increased workload and a huge change in culture since the switch to Chaffinch House.  The has caused absence to increase and low morale.  
To improve this Kath could hold regular team meetings to build relationships and create trust with employees, which worked when Kirsten used to do this.  
Kath could create small working groups where they could have team meetings to discuss ways of working or any suggestions or improvements of the quality of care to residents.  
Kath could hold exit interviews to help understand why the employees are leaving the care home and listen and react to any feedback.  Kath could build relationships with her team so the employees have a voice, this could be done through anonymous surveys.  Plan one to one meeting to talk about any concerns and to build ways of working going forward.  Kath must recognise and change her leadership style where she needs to switch from an autocratic instruction-based style to a two-way communication where there is structure and the employees feel valued and listened to.  From here she will gain understanding of her employees and rebuild relationships to gain trust and stability.  

Harvard References 
Lewin,K. (1951) Field theory in social science.  
New York: Harper & Row. 
Blake, R.R and Mouton, J.S (1964) The managerial grid. Houston:Gulf Publishing. 

Schien,E.H. (2017) Organizational culture and leadership. 5th ed. Hoboken,NJ:Wiley
Handy, C. (1993) Understanding orgainsations. 4th ed. London: Penguin 

Herzberg, F. (1968) ‘One more time: How do you motivate employees?’, Harvard Business Review, 46 (1),pp 53-62

Kotter, J.P (1996) Leading (Change. Boston,MA:Harvard Business School Press
Campbell, D.J.and Craig,T. (2205)Organisations and the Business Envionment . 2nd ed.London:Routledge.  
Maslow, A.H.(1943) ‘A theory of human motivation,’ Physchological Review,50 (4),pp.370 - 396



























