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[bookmark: _Toc143698824]Task One- Briefing Paper to Senior Team Leadership
1. [bookmark: _Toc141801193][bookmark: _Toc143698825]Evaluate Issues and Key Theories in Wellbeing at Work (AC 1.1)
0. [bookmark: _Toc141801194][bookmark: _Toc143698826]Two Key Issues
To enhance the overall work environment and lessen the effects of absences and performance concerns, the Orchard Group has to address two significant issues connected to employee well-being;
0. [bookmark: _Toc141801195][bookmark: _Toc143698827]Faulty Workload and Stress Management
Stress levels rise for front-line carers as they work under demanding workloads and emotionally challenging conditions. By putting in place a wellness programme that emphasises stress-reduction techniques like mindfulness training, stress-reduction classes, and routine check-ins, employees are given the tools they need to perform their jobs more effectively and enhance their well-being. Workers can handle their tasks better and improve their general well-being by implementing a wellness programme concentrating on stress management approaches (Crone et al., 2023). By addressing workload and stress management, the Orchard Group can reduce employee burnout and absences because of stress-related disorders. Giving workers the resources they need to handle stress well can enhance their job satisfaction and influence the standard of care given to residents.
0. [bookmark: _Toc141801196][bookmark: _Toc143698828]Shift Work
The effects of "shift work" on the workforce are another crucial concern for the Orchard Group's well-being. Shift employment can interfere with everyday sleep habits and result in weariness, stress, and a general decline in well-being (Steffey et al., 2023). Like Apple Inc., the Orchard group must implement a shift work management programme that takes frequent evaluations of employee work schedules, provides for enough rest intervals, and gives access to tools for fatigue management (Shamsudin and Velmurugan, 2023). The Orchard Group can improve the work-life balance of its workers, lessen the drawbacks of shift work, and increase their general well-being by optimising shift scheduling and offering the appropriate assistance. The organisation will gain from this investment in handling shift work problems and increased job satisfaction, less absenteeism, and enhanced performance.
[bookmark: _Toc141801197][bookmark: _Toc143698829]Two Key Theories
Two fundamental theories of workplace wellbeing of employees that are particularly relevant to the Orchard Group could have a significant influence on the workplace and deal with concerns like rising absenteeism and performance challenges;
[bookmark: _Toc141801198][bookmark: _Toc143698830]Work-Life Balance
Work-life balance (WLB) is essential for people to have happy lives. It is about reducing conflicts between work and personal obligations and allowing people to handle different tasks properly. Emphasising WLB encourages people to succeed professionally and personally, which results in contented and productive workers (Le et al., 2020). The Orchard Group workers needs help to balance their work and personal responsibilities, resulting in weariness, poor job satisfaction, and eventually more excellent turnover rates (Roth et al., 2021). Like Apple Inc., work-life efforts helped employees manage their personal and professional obligations better. These initiatives included flexible work schedules, family-friendly policies, and time management training (Shamsudin and Velmurugan, 2023). The Orchard Group can improve employee retention and job satisfaction by prioritising work-life balance. A healthy work-life balance leads to lower stress levels, better overall health, and greater motivation, leading to a more engaged and effective staff.
[bookmark: _Toc141801199][bookmark: _Toc143698831]Social Exchange Theory
According to the social exchange theory, people build relationships at work based on a cost-benefit analysis. Employee commitment, engagement, and good behaviours are more likely to increase when they feel appreciated and encouraged by their employer (Kemp et al., 2021). The Orchard Group's adoption of a wellness programme indicates the company's dedication to the growth and well-being of its employees. According to Amazon Inc.'s leadership, offering incentives, including an employee assistance programme, recognition, and long service awards, showed that the company cared about its employees' well-being (Umar, 2022). Employees feel more inspired to work hard, improving residents' service quality and lowering attrition rates. In keeping with that, the Orchard Group may improve social interaction between the company and its employees by investing in a wellness programme.
1. [bookmark: _Toc141801200][bookmark: _Toc143698832]Explain how Wellbeing can be managed to Support Organisational Goals (AC1.2)
1. [bookmark: _Toc141801201][bookmark: _Toc143698833]Definition of Wellbeing
As per the definition by Jarden et al. (2019), Workplace wellbeing includes all facets of the workplace, such as the standard and security of the physical setting, the satisfaction of employees with their jobs and working conditions, the general atmosphere at work, and the way that labour is structured.
1. [bookmark: _Toc141801202][bookmark: _Toc143698834]Wellbeing Management to Support Organizational Goals
Poor well-being management is demonstrated in the case study of the Orchard Group by rising absenteeism, low performance, and high employee turnover rates, particularly among frontline workers. The present advantages offered by the company, such as the employee support programme and high-street discounts, need to be more effectively meet the unique requirements and difficulties that the staff at care homes confront. Because there were no specialised programmes for well-being, employees were disengaged, burned out, and underperformed, eventually affecting the standard of care they received as residents.
1. [bookmark: _Toc141801203][bookmark: _Toc143698835]Google’s Catering of Poor Wellbeing Management
Google offers many programmes and initiatives, which is well known for its dedication to employee welfare and adequate wellbeing management. Google has invested in training its staff members, offering them chances to advance their careers and improve personally (Tanya, 2023). In alignment with that, by adapting their wellness programme to meet the particular requirements of staff members working in care homes, The Orchard Group should learn from Google's strategy in the context of delivering flexible schedules for work-life balance, delivering mental health assistance tailored explicitly to the difficulties experienced in caregiving positions, and investing in training and development to improve staff members' skills and job satisfaction.
1. [bookmark: _Toc141801204][bookmark: _Toc143698836]Organizational Goals Achievement of SalesForce- Adequate Wellbeing Management
Salesforce is renowned for emphasizing corporate social responsibility and the welfare of its employees. Through wellness initiatives, stress management programmes, and a supportive workplace culture promoting work-life balance, they prioritised employee health. Additionally, Salesforce encouraged employee engagement through volunteerism and community service programmes (Oh and Oh, 2020). By promoting a productive and healthy staff, Salesforce's emphasis on wellness management aids in achieving organisational objectives. Employee well-being and job satisfaction are improved through wellness efforts and stress management programmes, boosting output and lowering turnover. Work-life balance is encouraged because it improves employee retention and fosters a supportive working environment. The Orchard Group may take a similar approach by including wellness programmes, stress management classes, and encouraging a feeling of community among their staff. Promoting social responsibility and employee participation may increase their feeling of purpose and dedication to the organizational goals.
1. [bookmark: _Toc141801205][bookmark: _Toc143698837]Assessing the Value of Adopting Wellbeing Practices in Organisations, Supported By Research Sources (AC1.3)
[bookmark: _Toc141801206][bookmark: _Toc143698838]Value of Adopting Wellbeing Practices
Indradevi's (2020) study emphasises the value of work-life balance, mental health support, and stress management in lowering absenteeism and boosting productivity. Similarly, Kaur and Trifan (2022) stress that putting employee well-being first develops a positive workplace culture, increases retention, and draws in top talent. These findings highlight the potential advantages of a thorough wellness programme in the context of the Orchard Group. According to the advice given by Salama et al. (2022) and Woods et al. (2023), addressing absenteeism and performance problems among front-line staff members through stress control, mental health support, and work-life balance initiatives can lower turnover, improve retention, and attract skilled staff, having a positive impact on both the well-being of the employees and the standard of patient care.
[bookmark: _Toc141801207][bookmark: _Toc143698839]Tokenism- Downside of Wellbeing Practices in Care Homes
The case study of The Orchard Group exemplifies the detrimental effects of tokenistic wellness practices (Holgersson and Romani, 2020). For instance, Sunrise Senior Living, a prominent care provider, came under fire for cosmetic health programmes that failed to address fundamental problems. Employee unhappiness and distrust were fostered by such behaviours (Zhong et al., 2023). The Orchard Group must adopt extensive wellness activities that are specifically catered to the requirements of its employees to prevent this. According to Sullivan et al. (2023), organisations like Microsoft built a culture of well-being and fostered employee trust by eschewing tokenism and adopting genuine interventions, which eventually increased organisational performance. (1304)
[bookmark: _Toc141801208][bookmark: _Toc143698840]Task Two- Review of Organisational Practice
1. [bookmark: _Toc141801209][bookmark: _Toc143698841]Overview of How different Organisational Contexts Shape Wellbeing Approaches
[bookmark: _Toc141801210][bookmark: _Toc143698842]The Organization's Employee Well-Being is impacted by Both Internal and External Variables (AC2.3)
Internal factors are elements under the control of an organisation, such as managerial practices, workplace cultures, and company policies. On the other hand, external variables, including social expectations, economic situations, and industry trends, influence external aspects (Khairunisa and Muafi, 2022). To build a successful well-being programme, the Orchard Group must evaluate the interactions between these internal and external elements impacting employee well-being.
[bookmark: _Toc141801211][bookmark: _Toc143698843]Top Two Areas of Focus for Orchard Group
· [bookmark: _Toc141801212][bookmark: _Toc143698844]Employee Growth and Development (Internal Factor)
It is crucial to encourage skill development and career advancement for general well-being and job happiness. Employee commitment and engagement increase when they see a clear route for career advancement (Ahmed et al., 2020). Google provides excellent examples of how to prioritise professional growth. They strongly focus on lifelong learning and let staff devote 20% of their time to creative initiatives, which encourages innovation and continual learning (Guinan et al., 2019). Similarly, Patagonia's "Let My People Go Surfing" strategy emphasises their commitment to staff growth by promoting leisure and self-improvement activities (Ziercke and Bernhardt, 2022). The Orchard Group should offer training, workshops, and tools for skill improvement by taking inspiration from these models. Promoting career routes and helping staff members achieve their professional objectives can improve morale and job satisfaction.
· [bookmark: _Toc141801213][bookmark: _Toc143698845]Culture and Working Environment (Internal Factor)
An environment that is healthy and helpful at work is ideal for employee well-being. Engagement and satisfaction are considerably increased by a culture that values collaboration, open communication, and a healthy work-life balance (Ali and Anwar, 2021). Patagonia has developed a dedicated workforce by encouraging outdoor activities during work hours and integrating work and nature into its culture (Schiavo et al., 2020). Similarly, the employee-focused work environment at Google, which has flexible scheduling and wellness facilities, promotes well-being (Ghibril, 2023). The Orchard Group highly values encouraging cooperation, communication, and stress management techniques. Including flexible work arrangements can help achieve a better work-life balance, boosting general well-being and job satisfaction.
[bookmark: _Toc143698846]Relevance to the Orchard Group Case
The case study from the Orchard Group is consistent with the noted elements. The growth and development of employees align with the Group's worries about escalating performance problems and probable attrition. The Group can deal with these issues and encourage a loyal staff by providing possibilities for skill development and career progression (Ahmed et al., 2020). The influence on staff absenteeism and the standard of care given to residents makes culture and working environment crucial (Schiavo et al., 2020). The Group can improve participation, lower absenteeism, and deliver better care by fostering a supportive culture.
The importance is increased by the management environment for nursing homes. The particular difficulties faced by the business, such as the heavy workloads, emotional strain, and resident well-being, make well-being efforts even more important (Cochran et al., 2020; Xiao et al., 2022). These difficulties can be overcome and improved resident care provided by using well-being measures specific to care home staff's needs. The Orchard Group may thus develop a customised well-being programme by connecting it with the internal and external elements impacting employee well-being. The Group may lessen present hurdles and match its plans with the unique requirements of the care home business by concentrating on development prospects and a healthy work environment.
[bookmark: _Toc141801214][bookmark: _Toc143698847]Wellbeing Interaction with Other Areas of People Management Practices (AC2.2)
[bookmark: _Toc141801215][bookmark: _Toc143698848]Example 01: Wellbeing Interaction with Education and Training
According to the HR Advisor at the private care home provider Orchard Group, there has been a significant rise in absenteeism and performance concerns among front-line personnel. Concerns have been raised over the impact on staff turnover, currently at 33%. The Orchard Group needed to include well-being with education and training as part of its people practises to solve these issues and support the overall organisational plan. Educating and preparing employees in stress reduction, resilience development, and mindfulness can provide them with the practical skills they need to deal with problems at work. Through this integration, employee well-being would become vital to the organisation's culture and values, promoting a positive and supportive work environment (Thomas and Gupta, 2021). The horizontal integration of well-being programmes with different human practices is possible. As individuals grow more equipped to handle stress and obstacles in their positions, for instance, integrating stress management training with performance management can result in more accurate performance assessments (Mukhuty et al., 2022). Additionally, vertical integration calls for coordinating wellness initiatives with the overall organisational strategy and goals. The Orchard Group's dedication to upholding a healthy working environment is demonstrated by its priority on employee well-being, which may boost output, employee engagement, and job satisfaction (Hughes et al., 2020). According to the case study, the Orchard Group will be able to proactively address employee well-being and link it with strategic goals through an all-encompassing strategy to incorporate well-being into education and training, which will eventually benefit both workers and the organisation as a whole.
1.2.2	Example 02: Wellbeing Interaction with Talent Management
Talent management is a vital area of human resources that may be improved by adequately integrating wellness. A key aspect of talent management is attracting, nurturing, and keeping brilliant and high-performing people. The Orchard Group could achieve a competitive edge and integrate its human resource objectives with its overarching organisational strategy by prioritising employee health in talent management practices (Nimmi and Donald, 2023). The consideration of employee well-being in hiring and developing fresh talent is ensured by vertically integrating well-being with talent management. The Orchard Group demonstrates their commitment to employee well-being by emphasising wellness initiatives and programmes when luring new talent and top personnel seeking supportive work environments (Whysall et al., 2019). Career development, performance management, and well-being initiatives are connected as part of the horizontal integration of wellness and people management. Employees are more likely to perform at their peak and stay devoted to their work when they feel supported in their well-being. According to Aljbour et al. (2022), integrating wellness into performance assessments offers a more thorough evaluation of employees' contributions and aids in identifying areas that may need more support. So, by combining personnel management with health, the Orchard Group can recruit, keep, and grow a highly productive and engaged staff.
[bookmark: _Toc141801216][bookmark: _Toc143698849]Exploring a range of Wellbeing Initiatives and Assessment of the Value
[bookmark: _Toc141801217][bookmark: _Toc143698850]Existing Organisational Practices and Determination of the Value (AC3.1)
[bookmark: _Toc141801218][bookmark: _Toc143698851]Flexible Working
As demonstrated by the example of Google and how it relates to the Orchard Group, the adoption of flexible working practices has significant advantages for both individuals and organisations. Due to a better work-life balance, Google's use of flexible work arrangements enhanced employee engagement, job satisfaction, and retention rates (Shouman et al., 2022). However, the Orchard Group needs help establishing flexible working arrangements for front- and non-front-line workers. The difficulty in obtaining flexible schedules for front-line workers providing round-the-clock care affects the continuity of treatment. Conversely, non-front-line staff members could need help coordinating and communicating effectively over distance, impacting cooperation (Crowley-Henry et al., 2021). Thus, the complicated issue of balancing the various demands of these groups while guaranteeing uninterrupted care delivery calls for specialised techniques for each category.
[bookmark: _Toc141801219][bookmark: _Toc143698852]Employee Physical Health
When addressing organisational demands, mainly those critical to the Orchard Group, initiatives prioritising employee physical well-being are paramount. Johnson & Johnson's wellness initiatives illustrate how encouraging employee health increases productivity and lowers absenteeism (Ruvalcaba et al., 2022). The Orchard Group, however, encounters particular difficulties in promoting physical health because of employee opposition brought on by time restraints. Long hours make it difficult for front-line staff to exercise regularly, leading to increased sick days and affecting resident care (Smit, 2023). The Orchard Group must present specialised solutions in order to overcome these challenges. This might entail encouraging work-life balance, implementing on-site wellness facilities, and providing flexible exercise scheduling alternatives.
In both situations, the Orchard Group's problems may be solved by learning from these techniques and modifying them to meet the particular requirements of their care home environment. The practical implementation of these initiatives will contribute to increased well-being, staff satisfaction, and ultimately improved resident care. This will be accomplished by taking a holistic strategy considering the limitations and requirements of front-line and non-front-line positions.
[bookmark: _Toc141801220][bookmark: _Toc143698853]Three Suitable Wellbeing Initiatives and Presentation of an Implementation Plan (AC3.2)
[bookmark: _Toc141801221][bookmark: _Toc143698854]Mental Health First Aid
By providing management and employees with Mental Health First Aid training, they get the knowledge and skills they need to successfully help co-workers who are coping with mental health concerns.
· Justification
The Health and Safety Executive (HSE) studied how Mental Health First Aid training affected participants' awareness, attitudes, and supportive behaviour. A well-known company that adopted Mental Health First Aid training is Deloitte, which is a practical illustration of the advantages of this training. Deloitte saw improved employee morale, decreased stigma associated with mental health, and a more encouraging workplace environment (Tan, 2021). Thus, The Orchard Group makes its workplace more friendly, improves employee well-being, and lessens the adverse effects of mental health disorders on performance by investing in this training.
[bookmark: _Toc141801222][bookmark: _Toc143698855]Flexible Working Options
Work-life balance and employee health are promoted by introducing flexible working choices, such as remote work, flexible hours, and shorter workweeks. These programmes, which are tailored to the needs of each individual, provide them with the capacity to balance their personal and professional duties successfully.
· Justification
Flexible work arrangements improve overall welfare, job satisfaction, and work-life balance, according to the International Labour Organisation (ILO). Microsoft is a prime illustration of the advantages of flexible working since its "Work from Anywhere" policy allowed employees to select their place of employment, improving work-life balance, productivity, and employee satisfaction (Šmite et al., 2023). The Orchard Group can recruit and keep top talent, boost employee engagement, and create a great work environment by providing flexible working options. 
[bookmark: _Toc141801223][bookmark: _Toc143698856]Wellness Program for Physical Wellness
Implement wellness programmes that emphasise physical exercise to improve staff members' physical well-being. These programmes may include fitness contests, training challenges, and on-site gyms to encourage regular physical activity and enhance employees' overall health.
· Justification
According to research, including studies from Harvard Business Review, wellness programmes improved employee health, decreased stress, and increased work satisfaction (Tzenios, 2019). Johnson & Johnson is another excellent company that has profited from wellness efforts. Their "Live for Life" programme included a range of wellness activities, which led to healthier and more motivated workers, lower medical expenses, and increased productivity in general (Ruvalcaba et al., 2022). The Orchard Group is required to prioritise employee welfare, foster a good workplace culture, and lessen the effects of stress and burnout by putting these steps into place.
[bookmark: _Toc141801224][bookmark: _Toc143698857]Implementation Plan
	Initiative
	Implementation
	Barriers and Limitations
	Feasibility
	Time

	Mental Health First Aid
	●    Find a trustworthy Mental Health First Aid training provider by doing extensive research.
●    To determine the required number of participants and training sessions, evaluate the organization's requirements.
●    Encourage staff to use newly acquired skills while promoting open dialogue and lowering the stigma associated with mental health.
	For smaller organisations with tighter resources, the expense of Mental Health First Aid training and locating a qualified provider may be a barrier.

Management and certain employees could be reluctant to attend the training, making it more challenging to implement it effectively.

	Adopting Mental Health First Aid training may be accomplished and successfully incorporated into the organisational culture with strong leadership support.

The organisation selects, a trustworthy training partner thanks to thorough investigation and evaluation of possible suppliers.

	5-6 MONTHS

	Flexible Working Options
	●    Examine whether adopting flexible work arrangements in various positions and departments is feasible.
●    Create a detailed policy describing the rules, criteria, and processes for flexible working.
●    Evaluate the effects of flexible working on staff morale, engagement, and output regularly.
	Due to the work or client requirements, not all roles may be appropriate for flexible work arrangements.

Implementation may be complex since some managers and workers may be reluctant to accept flexible work arrangements.

	The adequate support of remote work and flexible scheduling may be achieved with the proper technological infrastructure.

Increase awareness and acceptability of the policy by providing training and clear communication, which will make implementation easier.

	6-9 MONTHS

	Wellness Program for Physical Wellness
	●    Determine the most appropriate wellness activities by polling staff members or doing focus groups to determine their preferences.
●    Utilize indicators for employee involvement and feedback to evaluate the success of wellness programs continuously.
	Some employees might not actively participate in the focus groups or polls, which could make it more challenging to understand the range of choices fully.

The implementation of specific wellness initiatives or the hiring of extra employees may need more funding.

	The chance of practical implementation and increased participation rates improves when staff members are involved in developing wellness activities.

Utilising indicators and feedback enables continuous evaluation and modification, increasing the viability and effectiveness of the wellness programme over time.
	9-12 MONTHS



[bookmark: _Toc141801225][bookmark: _Toc143698858]Successful Implementation of the Wellbeing Programme
[bookmark: _Toc141801226][bookmark: _Toc143698859]Steps needed to Ensure Successful Implementation (AC3.3)
[bookmark: _Toc141801227][bookmark: _Toc143698860]Acquiring Leadership Support and Commitments
The Orchard Group should enlist the support and dedication of its executives to make the wellness programme a success. For instance, Johnson & Johnson's "Live for Life" programme, which promotes a climate of wellness and participation among employees, gained strong support from senior management (Ruvalcaba et al., 2022).
[bookmark: _Toc141801228][bookmark: _Toc143698861]Conducting thorough Needs Analysis 
Analyse the needs of the Orchard Group thoroughly using Lewin's Change Model. Use surveys, focus groups, and data analysis to pinpoint the unique requirements and preferences of your employees in terms of their wellness (Solow and Perry, 2023). Insights from this investigation will be useful for creating wellness initiatives that work.
[bookmark: _Toc141801229][bookmark: _Toc143698862]Development of Personalized Programmes
Apply the ADKAR Model to develop a customised wellness programme for the Orchard Group based on the requirements analysis. According to Mellor et al. (2022) the model talk about the psychological, social, and physical components of wellness while taking into account employee preferences, accessibility, and the organisational resources at your disposal.
[bookmark: _Toc141801230][bookmark: _Toc143698863]Creation of Methods for Monitoring and Judging the Success of the Wellness Programme
Establish procedures for monitoring and evaluating the wellness program's efficacy using Prosci's 5As Model to improve it continually (Than, 2023). Gather input from employees, monitor participation rates, and frequently assess wellness indicators, connecting these insights to adjust and improve the programme as necessary.
[bookmark: _Toc141801231][bookmark: _Toc143698864]Steps taken to Support Effective Stakeholder Contribution (AC2.1)
[bookmark: _Toc141801232][bookmark: _Toc143698865]Training for Line Managers 
Line managers must receive specialised well-being management training, especially in care home settings (Billings et al., 2021; Sinsky et al., 2020). The Orchard Group can enable its line managers to recognise and successfully resolve well-being difficulties by taking inspiration from examples like Google's emphasis on educating its managers to tackle employee well-being concerns (Mackey et al., 2019 ; Johnson et al., 2020)). This strategy not only improves worker engagement, productivity, and job satisfaction but also shows management's sincere concern for workers' well-being.
[bookmark: _Toc141801233][bookmark: _Toc143698866]Workshops for Stakeholder Engagement
As demonstrated by organisations like Deloitte (Hall et al., 2021), holding stakeholder engagement workshops provides an essential platform for obtaining opinions from staff members, residents, and relatives. The people team receives essential views on each stakeholder's requirements and preferences by actively involving them (Musch and Von, 2020; Hofmann et al., 2020; Shaukat et al., 2022). This participation guarantees a more focused and effective well-being programme, in line with the primary goal of the Orchard Group, which is to solve the difficulties its stakeholders encounter.
The Orchard Group's well-being programme may develop an inclusive and supportive work environment that resonates with the requirements of all stakeholders by putting these ideas into practice with case-study relevant situations and insights from related literature.
[bookmark: _Toc141801234][bookmark: _Toc143698867]Evaluation and Monitoring of Wellbeing Programmes (AC3.4)
Metrics may be measured include tracking rates of physical wellness programmes and participation in healthy activities (Parks et al., 2019). Increased participation in fitness competitions and gym visits shows that workers value and are driven by these activities, which improves their well-being (Black et al., 2022). The method used by The Orchard Group to compare absence rates before and after programme implementation is consistent with standards in the sector (Kinnunen et al., 2021). The organisation can measure its performance in enhancing employee health and work-life balance by examining the program's effect on absenteeism (Burton et al., 2017). The Orchard Group might use qualitative techniques like surveys or focus groups in addition to quantitative data to gain a deeper understanding of employee views (Gubler et al., 2020). These qualitative contributions enhance the program's overall impact by highlighting subtleties in the program's performance and areas in need of improvement (Svold et al., 2021).
Even though it was not stated directly, the Orchard Group may assess the monetary and non-tangible advantages of the wellness programme in line with market trends (Hendriksen et al., 2019). The program's cost-effectiveness is demonstrated by calculating the ROI, whilst the ROE assesses the program's influence on organisational objectives and expectations (Johnston et al., 2018). The usefulness of these assessment techniques is highlighted by industry leaders like Johnson & Johnson's Wellness Programme (Ruvalcaba et al., 2022). Such examples of success serve as benchmarks and pointers for how the Orchard Group's strategy could be improved. The Orchard Group can ensure a thorough grasp of the effects of its wellness programmes by implementing these various assessment techniques.
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