 PROJECT INITIATION DOCUMENT (PID)

Investigating a Business Issue from a HR Perspective

Students Name: Elena Holmes
INSTRUCTIONS:

Give as much justification as possible for every question asked.  This means, you must not limit yourself to just stating WHAT you believe is an appropriate response, but WHY.

ALWAYS provide an outline of the financial and cost imperatives associated with your report tasks.  Imagine you must be able to SELL your project idea.

Put effort into the PID and your will benefit from this when it comes to undertaking the research.  Use your skills as a “Thinking Performer” and take the “Business Partner” approach.

PID submission date detailed on the IBI Activity Schedule

	1. Name
	Elena Holmes

	2. Organisation name:
	NHS Wales Shared Services Partnership (NWSSP)


	3. Type of business:

Nature of business and customer profile:
	Public Health Organisation: NWSSP is a wide ranging and diverse organisation. There are several NHS services which sit under the NWSSP ‘umbrella.’ They include:

· Specialist Estates Services: Responsible for constructing and safety checking all NHS Wales sites.

· Legal and Risk Services: Responsible for representing NHS Wales in legal cases.

· Procurement, Health Courier Services and Supply Chain: Responsible for purchasing products needed across NHS Wales, collecting blood samples, distributing covid-19 vaccinations and tests, transporting emergency equipment between NHS sites and delivery stock.

·  Laundry Services: Responsible for collecting, cleaning and delivery laundry across all NHS Wales sites.
· Corporate and Finance Services: Responsible for managing NWSSP budget, IT, processing NHS Wales invoices, ensuring the organisations compliance with Welsh language standards and communications.
· Audit and Assurance: Responsible for the internal audit of all NHS Wales health boards.
· Counter Fraud Services: Responsible for investigating internal fraudulent actions across NHS Wales.
· Primary Care Services: Responsible for managing Locum Doctors, processing all NHS Wales prescriptions, sourcing and purchasing medication.
· Employment Services: Responsible for advertising, processing and authorising all NHS Wales vacancies and recruitment. Also responsible for managing the payroll and pensions for all NHS Wales staff.
· Surgical, Medical and Testing Laboratory (SMTL): Responsible for testing all surgical and medical materials before distribution.
· Digital Workforce and Solutions: Manage all internal NHS Wales platforms such as Electronic Staff Record (ESR).
· People and OD and Single Lead Employer: Responsible for People, Organisational Development and Partnering. We currently have People Practitioners who support managers and staff through ER cases and preventative measures. Organisation Development looks after health and well-being, learning and development, culture, inclusion, diversity and equality. Responsible for managing and supporting all trainee Dr’s, dentists, pharmacists and Nurses across Wales.


	4. Number employed by organisation:
	3000

	5. Number employed within human resources (HR) department (if applicable):
	38

	6. List the main HR functions that are undertaken by your organisation:


	Learning and Development
Performance Management 

Policy development and implementation

Health and Well-being

Cultural Development

Diversity, Equality, and Inclusion

Administrate 

Employee Engagement

Reward and Recognition 



	7. Your job title:


	People and OD Officer

	8. How long have you been in this job?
	New job started 7/7/2021. Prior to this, I was enrolled on a Graduate Scheme where I did placements in each of the above services. In September 2020, I began my MA and final placement in People and OD as a People and OD Practitioner.  I secured a permanent position in People and OD in July 2021.

	9. Outline main purpose of your job:


	The focus of this role is supporting the work of the team in the areas of Widening Access, People Development, Culture, Inclusion, and Well-being. 



	10. List the HR responsibilities within your job:


	Liaise with schools, colleges, and universities co-ordinating, administrating, opportunities for work experience placements and career events. 
Provide advice and guidance to managers and leaders regarding Apprenticeships and the Widening Access agenda. 

Support the delivery of the people development programme, cultural change programme and inclusion and well-being activities through the organisation

Facilitate workshops, overseeing robust evaluation processes, and provide technical assistance for virtual delivery. 



	11. Who is the person mainly supporting your report (Sponsor)?  State their job title and their relationship to you:


	Name:?
Job title:?
Relationship to you:?



	12. Aim of report:

In no more than twenty words, state the overall aim of the report.  Here you need to compile a sentence that communicates clearly what you intend the report idea to achieve.

Aim: To prove the link between reduced sense of purpose and rising absence levels in the context of Covid-19 pandemic.
TOP TIP:  KEEP IT SPECIFIC.  IMAGINE YOU ARE A SELF-EMPLOYED CONSULTANT DETERMINING THE PARAMETERS OF YOUR report FOR WHICH YOU WILL GET PAID.  A CLEARLY STATED AIM HELPS TO ACHIEVE PARAMETERS AND SERVES TO ESTABLISH THE BASIC DESIRED OUTCOME OF THE report.  ONLY WHEN WE DELIVER ON THE AIM, SHOULD WE EXPECT TO GET PAID BY OUR PAYMASTER.

	13. Objectives of report:

List four objectives that are each directly related to the report aim.  Here you must ensure the objectives are SMART (specific, measurable, achievable, realistic, time bound).  Essentially, objectives are steps you need to take to achieve the report aim.  Each objective must begin with a verb that states clearly how the objective is to be undertaken.  

Objectives:

1 Consult relevant academic literature that will enhance my knowledge and understanding of effective research, sense of purpose and employee absence.
2 Create and distribute a questionnaire to NWSSP staff to understand the link between employee’s sense of purpose and absence.
3 Analyse the data from the questionnaire and compare absence data to establish the strength of this report’s hypothesis.
4 To make recommendations that are realistic and financially viable to NWSSP. These recommendations will be directly linked to the data collected and analysed from the staff questionnaire. The recommendations will be made with the intent to support staff, enhance their sense of purpose and subsequently, reduce absence.
TOP TIP:  KEEP OBJECTIVES SIMPLE AND ADHERE TO SMART PRINCIPLES.  THE OBJECTIVES ARE THE STEPS YOU WILL TAKE TO DELIVER ON THE AIM OF YOUR report.  AGAIN, THESE ARE MEASURABLE PARAMETERS AND SERVE TO DEMONSTRATE A LOGICAL AND EASILY UNDERSTANDABLE APPROACH TO SUCCESSFULLY COMPLETING THE report.  OBJECTIVES ARE ALWAYS AGREED AND “SIGNED OFF” BY YOUR PAYMASTER SO THAT BOTH PARTIES KNOW WHAT IS BEING CARRIED OUT AND IN THE END, PAID FOR.

	14. 


	15. Give an outline of the sorts of tasks and questions you want to undertake and ask that will allow you to deliver on your objectives and ultimately achieve your aim.

Questions relevant to objective one: How much research has been done on this topic so far? What have others discovered on this topic? What has previous research shown contributes or causes employee absence? What can reduce employee absence? What does purpose mean to people? Is purpose equally important to all?
Tasks relevant to objective one: Utilise the university library and consult relevant literature. If necessary, request the library to order specific resources in for my research. I will also utilise online resources such as the CIPD, ACAS and other company reports.
Questions relevant to objective two: Department? Front line or office/home based? Have they had any periods of absence since April 2018? Did they have any periods of absence between April 2018-March 2020? Did they have any periods of absence between April 2020-March 2021? Have they had any periods of absence since April 2021? What was the reason for their absence if they had any? How did they feel about work in March 2021 (Highly motivated, motivated, the same as before, less motivated, not motivated)? How do they feel about work now (Highly motivated, motivated, the same as before, less motivated, not motivated)? Do you feel proud to have worked for the NHS during the pandemic? Do you believe your work has positively contributed to the COVID effort?
Tasks relevant to objective two: Consult existing questionnaires to establish if these can be reused. Investigate research questionnaire platforms and select the most appropriate system. Design an attractive questionnaire that is not going to lose the interest of the audience. Potentially look at utilising the NWSSP People and OD monthly newsletter as a way of distributing the questionnaire (Potentially July edition).
Questions relevant to objective three: What does the data tell us? Do those in front line positions have less absence in comparison to those who are office/home based? Has there been an increase in sickness since the COVID work pressures have eased? Are staff feeling more or less motivated since the start of the pandemic? Do staff recognise how their work contributes/d to the COVID effort?
Tasks relevant to objective three: Data analysis - Consult previous NWSSP sickness reports from before the pandemic and during. Run more recent sickness reports for the organisation to map any trends. Establish whether sickness was high, lowered during the pandemic and has begun to rise again. Link this data to the results of questionnaire, which will hopefully demonstrate that sickness dropped due to high motivation and sense of purpose, and sickness is rising again now due to COVID effort reducing and therefore, sense of purpose. 
Questions relevant to objective four: What is the budget of the organisation? Are they a private or public organisation? Have external and internal factors impacted the pace of work? Are the recommendations achievable and relevant? Will the recommendations help with staff’s sense of purpose? Will the recommendations contribute to reducing sickness?
Tasks relevant to objective four:

TOP TIP!  THE MORE TIME YOU TAKE EARLY ON IN YOUR REPORT TO WORK OUT WHAT YOU ARE GOING TO ASK AND WHAT YOU HAVE TO DO, THE MORE TIME YOU WILL SAVE LATER ON.


	16. What is the business case for considering undertaking the report?  Here you need to justify how achieving the report aim will advantage and benefit the business and its stakeholders. For example, savings, gaining intelligence of competitors, promoting innovation, and return on investment.  
By proving that an increased sense of staff purpose caused a decrease in staff absence, and a decrease in staff purpose is now causing staff absence to rise, recommendations can be put forward that will:
· Result in cost savings – By increasing staff’s sense of purpose, there will be a reduction in staff absence. In the NHS, depending on your yours service, staff are entitled to upto 6 months full pay, then reducing to half pay. Staff are paid however, there is no output or benefit to the organisation. If NWSSP can reduce absence across the organisation, staff will be paid and the organisation will continue to have positive outputs and benefits. Furthermore, when staff are off for long periods of time, or their role is business critical, the company will utilise agency or BANK staff to back fill absent employees temporarily. This means that NWSSP is not only continuing to pay the employees absent from work but are paying additional staff for cover. By increasing staff sense of purpose, the reliance on BANK and agency staff can reduce and result in cost savings. 
· Contribute to a motivated and more productive workforce – A motivated and productive work force will be beneficial to the organisation as it will increase their ability to meet their strategic objectives. NWSSP strive to be an employer of choice, however, if staff are not motivated, feel they lack purpose and produce low level output, this aim will not be achievable.
· Possible reduction in staff turnover – By increasing staff’s sense of purpose, it may result in a reduction in staff turn over as they may feel motivated to remain in the organisation. This could result in holding onto talent and pre-existing NWSSP knowledge. In turn, this would also reduce the amount of time and resource spent on inducting and training new members of staff.
TOP TIP:  NO BUSINESS CASE?  BIN REPORT, START AGAIN - BETTER NOW THAN LATER!

	17. Identify the risks associated with the report and how these could be overcome.
· Low questionnaire engagement – as a public body organisation, welsh government utilise yearly questionnaires to establish how NHS staff feel about their workplace and improvements they feel could be made. As a result, staff may experience ‘questionnaire fatigue’ and fail to complete the questionnaire circulated for the purpose of this report. Solution: I will design a short but meaningful questionnaire. The aim would be to have questions on no more than 2 pages so that participants do not lose interest. Gamification/reward and recognition could be another way to motivate employees to participate. Advertisement of the questionnaire in more than place may also help to increase participation. It could be circulated via the internal newsletter, placed on the intranet and on individual MS team’s channels.
TOP TIP:  THERE ARE RISKS TO ALL RESEARCH PROJECTS HOWEVER, GOOD THEY MAY SEEM!  THE SKILL IS TO IDENTIFY AND MANAGE THE RISK(s).

	18. 


	19. List the resources you will need to make your report a success.  State why such resources are needed.  These may include, people, time, cash, technology, data.  Identify any constraints that you may encounter and explain how you would overcome these.

· NWSSP employee/participants – They are vital to understanding the reason behind absences and whether there is a link to sense of purpose. 
· Questionnaire platform – The organisation has historically used Surveyi when designing and distributing questionnaires. However, since our move to MS, there is a drive to utilise internal resources such as MS Forms. This resource will be needed to design and circulate the questionnaire to retrieve data.

· Staff prehistoric and current absence data – This will be needed to show the organisations absence trend. Before the pandemic, staff absence was high in particular areas and then dropped significantly throughout 2020. As work in the organisation has begun to return to business as usual and the COVID related work has subsided, staff absence has begun to increase once more. The absence data will be needed to prove this.
· Time to analyse the data – The aim is to circulate the questionnaire at the end of July. I will then begin to analyse the data in august and aim to complete this in early September. I will then be able to show my findings and write recommendations based on the data analysis.

· Academic Literature – This will be needed to form my literature review. This will be critical in allowing me to understand the subject of the report in great detail, allowing me to write a fully informed and persuasive report.

· Managers – Managers are responsible for ‘managing’ staff absences in their areas. It will be critical to ensure they complete the questionnaire (manager’s specific) to see what their interpretation is of purpose and its link to absence. 

· People and OD team – A practitioner and senior is dedicated to specific service areas in the organisation. They regularly support managers in LTS meetings and form monthly reports on absence for the service. Understand what the team think about the link between purpose and absence is also key.
TOP TIP:  THE ASTUTE MANAGER IS FULLY AWARE OF THE REQUIRED RESOURCES AND THEREFORE, BUILDS POSITIVE RELATIONSHIPS WITH PEOPLE WHO CAN HELP HIM/HER IN OBTAINING SUCH RESOURCES.  IT IS ESSENTIAL TO IDENTIFY ALL RESOURCES AT THE BEGINNING OF A PROJECT SO THAT YOU CAN INCLUDE THEM IN YOUR COSTS. 

	20. State what method you intend to use to collect your primary data.  For example, questionnaire, interviews, telephone surveys, focus groups etc.  Outline why a particular research method was chosen over alternatives.

· Questionnaire. I will create one questionnaire but, they will be asked at the start whether they are responsible for managing staff absence. If yes, they will be asked questions based on why they believe staff absence has increased/decreased in their area. They will also be asked if they feel their staff feel motivated and valued and what could be done to improve this. If the participant is not responsible for managing absence, they will be asked a series of questions based on their own absence record and explore the reasons for this. Again, they will be asked if they have felt motivated and valued in work and if not, what they believe could be done to improve this. 
· As our staff are primarily working from home, it would be difficult at this time to conduct focus groups and interviews. At present, the organisation is conducting focus groups as part of their culture programme and agile working. Staff are therefore taking time out of their working day already to attend and I felt that there would be a reluctance from staff to do this for a third time in only a matter of months. 
· A questionnaire allows staff to complete it at their own pace and provides them with anonymity. This will hopefully allow them to be open and honest, increasing the validity of the results.
TOP TIP: CHOOSE AN APPROPRIATE METHOD AND THEN, USING THIS METHOD, ENSURE YOU WILL ACTUALLY BE ABLE TO COLLECT THE DATA YOU REQUIRE.  AGAIN, KEEP IT SIMPLE AND TAKE ADVICE FROM RESEARCH METHODOLOGY TEXT BOOKS AVAILABLE IN THE LIBRARY.


	21. State HOW you plan to collect primary data and justify the appropriateness of your chosen research method.  Consider whether or not you will be given or denied access to personnel and why.

· The questionnaire will be circulated via the internal People and OD monthly newsletter.
· It will be placed on the staff intranet.

· It could also be added to individual MS team channels. 

· Hard copies could also be printed and circulated for our drivers and those staff who work in our stores and laundry service. 
By utilising all of the above, this will increase the participation levels and make the questionnaire easily accessible to staff. 

As a practitioner within the People and OD team, I regularly attend LTS meetings with staff and managers to offer support and advice. I also run monthly absence reports for the service areas within the organisation. To do the above, I have access to the organisations absence records and see no issue in this being accessed.

I have already spoke with the team about the research project I plan to undertake as part of my MA and they are excited and supportive of it. I will need to make clear to all participants that this is a research project as part of my MA and the results will be anonymised but used to formulate this report. As a result, the report will be shared with the university.
TOP TIP:  BE SURE THAT THE METHODOLOGY YOU USE TO COLLECT YOUR DATA IS APPROPRIATE AND AFFORDABLE IN TERMS OF YOUR TIME.  KEEP IT SIMPLE!  DO NOT MAKE YOUR LIFE DIFFICULT.

	22. State from WHOM you plan to collect primary data and detail any challenges you anticipate.  Outline how you plan to approach people to take part in your research and why you have chosen such individuals.  State why individuals may agree to take part in your report or indeed, refuse.

· NWSSP employees
· NWSSP service managers

· People and OD team

Challenges – Encouraging staff to participate. 
TOP TIP:  BE SURE THAT THE PERSONS YOU WANT TO PARTICIPATE IN YOUR REPORT ARE THE APPROPRIATE PERSONS.


	23. State from where you plan to collect secondary data.  This means providing an early list of alphabetised websites and a bibliography that details (using Harvard method) the books, journals, research and magazines that you intend to use.

Website addresses:

Approximately 10

Gillett, F. and Wright, K., (2021) NHS and social care staff burnout at an emergency level - report. BBC News. Available at: https://www.bbc.co.uk/news/uk-57395232 (Accessed 29 June 2021).
CIPD (2021) Absence measurement and management. Available at: Absence Measurement & Management | Factsheets | CIPD (Accessed: 29 June 2021).
CIPD (2020) Managing the challenge of workforce presenteeism in the COVID-19 crisis. Available at: Managing the challenge of workforce presenteeism in the COVID-19 crisis | CIPD voice article (Accessed: 29 June 2021) – looks at how presenteeism in the workforce as a result of the pandemic can bring challenges. E.G. rather than take regular breaks or go absent when unwell, employees are continuing to work.
CIPD (2019) Is your job useful to society? Available at: Is your job useful to society? | CIPD (Accessed: 29 June 2021) – having a job that’s useful to society seems to matter most to people. Those who think their job is socially useless have less job satisfaction.
Nursing Times (2021) Clap for heroes: nurses say they do not want return of applause. Available at: Clap for Heroes: Nurses say they do not want return of applause | Nursing Times (Accessed: 29 June 2021) – in 2020, NHS staff felt valued however, by January 2021, the disregard of the rules from the public and abuse received, left nurses feeling deflated.
Books (on topic area and associated subjects):

Approximately 10

Armstrong, M. and Brown, D. (2019) Armstrong’s Handbook of Reward Management Practice 6th Ed. London: Kogan Page.
Baker, T. (2014) Attracting and Retaining Talent Becoming an Employer of Choice. London: Palgrave Macmillan UK.
Rey, C., Bastons, M. and Sotok, P. ed., (2019) Purpose - Driven Organisation. 1st ed. Switzerland: Palgrave Macmillan. 1007282.pdf (oapen.org)
Pink, Daniel. (2010) Drive: The Surprising Truth About What Motivates Us. Edinburgh: Canongate Books. Drive - Google Books – A book about motivation. Says short term incentive plans and pay-for-performance techniques are outdated and do harm. Introduces ‘type 1 behaviour’ – our need to direct our own lives, learn new things and do things that will improve our or the world situation.
Ulrich, David, Ulrich, Wendy and Goldsmith, Marshall., (2010) The Why of Work: How Great Leaders Build Abundant Organisations That Win. New York: McGraw-Hill Companies. The Why of Work: How Great Leaders Build Abundant Organizations That Win - Google Books – meaning and abundance are more about what we do with what we have have than about what we have to begin with or what we accumulate. Work will always be work but people like to believe that the work they do is more important than just earning money. Methodology – interviewed people to find out how they interpret the sources of potential meaning in their lives - asked a variety of professions. Leaders are meaning makers, they set direction that others aspire to, they help others participate in doing good work. They shape how people think, act and feel.
Byrne, Zinita S. and Steger, Michael F., (2013) Purpose and Meaning in the Workplace (requested from library)
Mayer, C. and Roche, B. ed., (2021) Putting Purpose Into Practice: The Economics of Mutuality. 1st ed. Oxford: Oxford University Press. Putting Purpose Into Practice: The Economics of Mutuality (oapen.org) – discusses the importance of purpose from a business perspective. Having a clearly defined purpose will allow the businesses to develop a purpose-driven purpose model 
Lieke L. ten Brummelhuis, Johns, Gary, Lyons, Brent J.and ter Hoeven, Claarje L., (2016) ‘Why and when do employees imitate the absenteeism of co-workers?’ Organizational Behaviour and Human Decision Processes. 134, pp.16-30. Why and when do employees imitate the absenteeism of co-workers? - ScienceDirect – there has been a shift from personal absenteeism (health and job satisfaction) to collective/group level (absence cultures) Evidence to show that employees observe and imitate their colleagues. – interesting as we are seeing absenteeism rise in some teams more than others. Is this because our staff are imitating colleagues? Or, is there a shared purpose (lack of purpose).
 Dik, Bryan., Alayan, Alexandra, and Reed, Kaitlyn., (2020) ‘Purpose, Meaning and Career Pathways’, in Jerry, W. and Carter, Gary W. (ed.) Career Pathways: From School to Retirement. Oxford Scholarship Online. Available at: Purpose_Meaning_and_Career_Pathways.pdf (Accessed: 6 July 2021).
Books (on research methodology):

Approximately 3
Saunders, M. Lewis, P. and Thornhill, A. (2018) Research Methods for Business Students, 8 ed., Harlow: FT/Prentice Hall. (saved)
Greener, S. (2008). Business Research Methods. 1st ed. Dr. Sue Greener and Ventus Publishing ApS. Available at: http://web.ftvs.cuni.cz/hendl/metodologie/introduction-to-research-methods.pdf (Accessed 29 June 2021]).
Bryman, A., Bell, E. and Harley B. (2019) Business Research Methods, 5 ed., Oxford: OUP.
Ancona, D. (2011) ‘Sensemaking: Framing and Acting in the Unknown’, in Snook, S., Nohria, N. and Khurana, R. (ed.) The Handbook for Teaching Leadership. California: SAGE Publications Limited. (saved)
Anderson, V. (2009) Research Methods in Human Resource Management. London: CIPD. (saved)
Peer reviewed research papers:

Approximately 10

Klussman, K., Lee Nichols, A. and Langer, J., (2021) ‘Meaning, Purpose, and Job Satisfaction.’ Journal of Personnel Psychology, 20(2), pp.97-101. Available at: https://openurl-ebsco-com.ezproxy.uwtsd.ac.uk/linksvc/linking.aspx?sid=pdh&volume=20&custid=s4793139&date=2021-04&spage=97&issn=1866-5888&stitle=&genre=article&issue=2&authtype=ip%2Cuid&epage=101&title=Journal+of+personnel+psychology.> (Accessed: 29 June 2021).

Hutchinson, S. and Purcell, J. (2010) ‘Managing ward managers for roles in HRM in the NHS: Overworked and under-resourced’, Human Resource Management Journal, 20(4), pp.357-74.
Svedberg, Pia., Mather, Lisa., Bergström, Gunnar.,  Lindfors, Petra., and Blom, Victoria. (2018) ‘Time pressure and sleep problems due to thoughts about work as risk factors for future sickness absence.’ International Archives of Occupational and Environmental Health, 91(8), pp.1051-1059. Available at: Time pressure and sleep problems due to thoughts about work as risk factors for future sickness absence - ProQuest (uwtsd.ac.uk) (Accessed: 29 June 2021). Looks at age, over time, lack of sleep and how they negatively impact health and well-being, increasing sickness absence.
Allebeck, Peter and Mastekaasa, Arne,. (2004) ‘Causes of sicknesses absence: research approaches and explanatory models.’ Scandinavian Journal of Public Health, 32(63), pp.36-43. p.42 says little research has been done on attitudes and how this may impact absence.
Walk, Tom (2015) ‘Review of Bryan J. Dik, Zinta S. Byrne, and Michael F. Steger (Eds.). Purpose and Meaning in the Workplace. Washington, DC: American Psychological Association, 2013, 248 pages, $69.95 hardcover ‘’ Personnel Psychology, 68(1), pp.230-232. Bryan J. Dik, Zinta S. Byrne, and Michael F. Steger (Eds.). Purpose and Meaning in the Workplace. Washington, DC: American Psychological Association, 2013, 248 pages, $69.95 hardcover. (uwtsd.ac.uk) – critique of the above book. Claim it is difficult and challenging to read but, provides a compelling purpose to the book.
Kris A., McLoughlin., (2017) ‘The Importance of Purpose in Whole Health and Well-Being. Journal of the American Psychiatric Nurses Association. 23(5), pp.375-375. The Importance of Purpose in Whole Health and Well-Being (uwtsd.ac.uk) – Purpose is a key component of mental health recovery. Finding or renewing purpose in life can assist with recovery. (I) take this a step further and ask if purpose is key to recovery, is a lack of purpose key to injury?
Podcasts:
CIPD (2011) The importance of creating and sustaining a sense of shared purpose within organisations. Creating and Sustaining Shared Purpose in Organisations. Available at: https://www.cipd.co.uk/podcasts/creating-sustaining-shared-purpose-organisations (Accessed 29 June 2021).
Reports:

CIPD (2014) Keeping Culture, Purpose and Values at the Heart of your SME. Culture, purpose and values in SMEs. London: Chartered Institute of Personnel and Development. Available at: https://www.cipd.co.uk/Images/keeping-culture-purpose-and-values-at-the-heart-of-your-sme_2014_tcm18-10881.pdf (Accessed 29 June 2021).
House of Commons Health and Social Care Committee (2021) Workforce Burnout and Resilience in the NHS and Social Care. Available at: Workforce burnout and resilience in the NHS and social care (parliament.uk) (Accessed: 29 June 2021). – report recognises that NHS staff in England are suffering from burnout as a result of the pandemic. They have worked long and extra hours to serve the public.
TOP TIP:  REFERENCES TO APPROPRIATE LITERATURE AND OTHER RESOURCES GIVE CREDIBILITY TO ANY PIECE OF WORK – BEWARE OF CUTTING AND PASTING INTERNET MATERIAL AND CLAIMING IT AS YOUR OWN – THIS IS PLAGIARISM IN THE REAL WORLD TOO!


	24. Design a time plan for the lifetime of the report. Begin by breaking down all tasks that need to be undertaken and assess the duration of time you need to devote to each task.  Be sure to show tasks in a logical sequence.  Be further sure that you plan well enough to enable you submit your report on the deadline date.  Include any meetings that you plan to have with your report supervisor at UWTSD.  Be realistic and make your report manageable, account for holidays and other “off-days”.  

Task

Date to be completed

NWSSP approval for research project

6.7.2021

Complete PID form
6.7.2021
Complete Ethics form
6.7.7.2021
Literature review and methodology reading
28.7.2021
Put pilot questionnaire together and circulate to P&OD colleagues for feedback
19.7.2021
End questionnaire pilot 
22.7.2021
Review questionnaire based on feedback
23.7.2021
Launch final questionnaire in NWSSP P&OD July newsletter (1 week)
28.7.2021
Start literature review

28.7.2021

Close questionnaire

4.8.2021

Finish literature review
4.8.2021
Complete primary data analysis
8.8.2021
Write up the findings
13.8.2021
Write up methodology
22.8.2021
Write up recommendations and conclusions
29.8.2021
Review/edits
5.9.2021
Submit draft
7.9.2021
Make amendments 
23.9.2021
Send to colleagues for review
23.9.2021
Make further amendments 
30.9.2021
Submit final
12.10.2021
TOP TIP:  IMAGINE YOU ARE SELF-EMPLOYED AND WANT TO DEMONSTRATE TO YOUR PAYMASTER EXACTLY WHAT YOU HAVE TO DO TO SUCCESSFULLY COMPLETE YOUR report.  MOREOVER, DATES PROVIDE A TIMELINE TO WHICH WE HOLD OURSELVES (AND OTHERS) ACCOUNTABLE.


	25.  Make a list of questions here that you wish to ask your supervisor about your report.  Such questions could be about:  meeting dates and venues; any forthcoming events that you may have interfere with you completing your report; relevant books, journals, websites, research papers; research methodology; etc etc etc.

· How often are we able to meet to discuss?
· Recommendations for any resources relevant to my subject area.

· Whilst this report will concentrate on the impact sense of purpose has on absence in NWSSP, can I also acknowledge there have been other influences? Such as working from home? Increased company emphasis on health and well-being/associated resources.
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