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Glossary of Terms


NWSSP - 	NHS Wales Shared Services Partnership.
ER-		Employee Relations
AI-		Artificial Intelligence
TU- 		Trade Unions
CJRS-		Coronavirus Job Retention Scheme
PESTLE-	Political, Economic, Sociological, Technological, Legal and Environmental 
SWOT-	Strengths, Weaknesses, Opportunities and Threats
WG-		Welsh Government
WHO-		World Health Organisation 
SLT-		Senior Leadership Team
WOD-		Workforce and Organisational Development
ONS-		Office for National Statistics
HMRC-	Her Royal Majesties Revenue and Customs
HCS-		Health Courier Services


Executive Summary	

The following report will investigate the impact that the recent and ongoing Coronavirus pandemic has had on NWSSP. It will highlight that as an organisation within NHS Wales, the impact on NWSSP differed to other organisations. For example, rather than making redundancies or utilising CJRS, otherwise known as the Furlough Scheme, NWSSP recruited more staff, faced higher pressures and had to adapt quickly to a new way of working. A SWOT will be produced for the benefit of the organisation, allowing them to understand how successful they were in adapting to the increased pressures on ER because of the pandemic. The SWOT will also highlight any difficulties they had, enlightening and informing the organisation on the areas that they experienced significant challenges.
This paper will also analyse the broader ER climate in the UK and consider how external factors impact the field of ER.
Before concluding, this report will develop a provide NWSSP with recommendations based on findings detailed in this report. These recommendations will strive to be reasonable and achievable, focused on the improvement of ER for all parties involved.
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1	Introduction

1.1 	History of Employment Relations

ER can be defined as the relations between the employer, the employee and the state, and how these actors use rules and procedures to negotiate and regulate behaviour in the workplace (Bennett, Saundry and Fisher, 2020). Others have argued that the relationship is concerned with TU, employers and the state (Dibben, Klerk and Wood, 2011). They agree that three key players influence ER but they differ on who these players are. This report will take the view that there are four key players; the employee, the employer, the state and TU or other representatives. Traditionally, TU played a significant role in ER by supporting employees in their collective issues against their employer. This approach can be seen as far back as the Valley’s Rebellion Chartists Movement of 1840 (Michael Sheen’s The Valley’s Rebellion, 2015). However, since de-industrialisation began, the use of collective bargaining has significantly reduced. Increasingly, TU have progressed from collective bargaining to individualism (Gennard and Judge, 2005) where they often mediate between the employer and employee on issues such as grievances, disciplinarians and sickness interviews. NWSSP, an organisation that supports Welsh health boards, is a unionised organisation. With Partnership at the heart of the organisation, they work closely with TU to improve ER.

1.2 	Synopsis of Coronavirus

“A few months ago, most of us had never heard of the Coronavirus. And now it’s the single biggest factor shaping the way we go about our daily lives – and especially our working lives.”(Benenden Health, 2020, p. 1). Since the birth of Covid-19, not only has it influenced economies, societies, health, well-being and politics across the world but it has forced organisations to change the way they work from an ER perspective. 

1.3 	Overview of assignment aims and objectives

The impact of Covid-19 on NWSSP and its workforce of 3141, as well as other businesses will be analysed from an ER perspective. This report will show that Covid-19 highlighted the differing cultures within the organisation and the impact conflicting management styles have had. ER will be analysed in the context of Coronavirus, megatrends, macro-factors, ER theories and strategies, best practice guidance and legislative obligations. To conclude, this report will suggest reasonable recommendations, including the embedding of compassionate leadership, in an effort to understand and nurture the overarching NWSSP culture.

2	Literature Review

2.1 	Theories of Employment Relations

Over the years, academics have highlighted three dominant approaches to ER by organisations.
2.1.1	Unitarism

Unitarism believes that the workplace is one of equality and harmonious relationships between managers, directors and staff. They believe that all parties are working towards the same result. (Dibben, Klerk and Wood, 2011). To an extent, NWSSP aspire to take a Unitarism approach. They would like to see a workplace culture where equality, diversity and inclusion is embedded and staff at all levels are valued and respected. As part of the NHS, they also work in partnership with health boards to maintain a quality service and deliver excellent healthcare to the people of Wales. Furthermore, Unitarists believe TU cause tensions in the workplace and contribute to a breakdown of harmonious relationships. (Dibben, Klerk and Wood, 2011). On the contrary, NWSSP work in partnership with TU as they recognise their ability to act as a mediator between the employee, manager and employer. By working collaboratively with TU, they are more effective in positively influencing ER. 
2.1.2	Radical and Marxist

In contrast to Unitarism, Radicals and Marxists argue that not only are consistent harmonious relationships not achievable, they are also not desirable. They believe that class and social conflicts outside of the workplace will inevitably trickle into the workplace and lead to conflict. (Dibben, Klerk and Wood, 2011). Whilst they believe there are conflicts between classes, they do not advocate the suffering of one individual or group over another, a reality that been created by Capitalism during the pandemic. Yanis Varoufakis has argued that the Governments decision to inflict curfews on pubs, retailers, restaurants and beauty industries from trading has caused many minority groups such as the self-employed, women and working classes to suffer whilst large businesses have excelled (Yaroufakis, 2020). Radicals and Marxists are in juxtaposition to Capitalism and the Government’s handling of Covid-19 has only highlighted their differences. Additionally, Radicalism suggests that the ER is a power struggle. By accepting their employment contract, the employee agrees to be controlled by their employer (Bennett, Saundry and Fisher, 2020). However, (Dibben, Klerk and Wood, 2011) highlight that through TU, workers have the power to use industrial action, strike action, collective or individual bargaining to overcome the imbalance of power.
2.1.3	Pluralist

Like Radicals, Pluralists believe that conflict is unavoidable in the workplace. However, they do believe that conflict is manageable through compromise (Dibben, Klerk and Wood, 2011). In Juxtaposition to Unitarists, they hold that TU are essential to ER and can support employees in readdressing the power struggle they face. Analysis of the theories in comparison to NWSSP would suggest that overall; they take a Pluralistic approach to ER. The pandemic has highlighted that there is conflict in the workplace and this is a consequence of inconsistent cultures within the workplace. NWSSP recognise conflict does occur but can be managed. 
2.2 	Coronavirus

It is easy to assume that when living through a global health crisis caused by a singular disease, the world would come together to handle the issue in a singular, cohesive manner. However, the current pandemic demonstrates how countries handle situations in different ways. Appendix A provides more detail on the global response to the Coronavirus.
2.2.1	The UK Government and CJRS

As discussed by Bennett, Saundry and Fisher (2020), the Government is a major player in the ER. This is largely because the state is the largest employer in the UK, responsible for not only the Government, but also other public bodies such as the NHS. Through legislation and guidance, the Government has a significant impact on ER (Bennett, Saundry and Fisher, 2020). In response to Covid-19, the Government published guidance for businesses to prevent the spread of infection in workplaces – See Appendix C. Alongside guidance, the State also introduced The Coronavirus Act 2020, a piece of legislation that affects all UK businesses. The CJRS, announced by Rishi Sunak (2020) is underpinned by this new piece of legislation.  The CJRS, allows workers to remain employed with the Government covering 80% of their wage. (The Coronavirus Act, 2020) enforces the Treasury’s ability to act according to the Coronavirus. Consequently, the scheme has seen many extensions, the latest confirming that the scheme will remain open until the 31st March 2021 (HM Revenue and Customs, 2020). 

Covid-19 has driven an increased demand for NWSSP services and consequently, eliminating the organisation need for the CJRS. However, other businesses have relied upon it heavily. Covid-19 has negatively hit industries such as retail. Boots revealed that around four-thousand staff would be made redundant and John Lewis confirmed eight UK stores would close, affecting fifteen-hundred jobs (BBC, 2020). In November, Arcadia announced administration putting twenty-five-thousand jobs at risk (Ng, 2020). These announcements came after the Government had extended the CJRS. Two legislations affect redundancies within UK organisations; The Employment Rights Act 1996, and The Trade Unions and Labour Relations (Consolidation) Act 1992. In all cases discussed here, the business made or will make redundancies as it likely the business will cease to exist in the future (The Employments Right Act). Furthermore, John Lewis is complying with (The Trade Unions and Labour [Consolidation] Relations Act) as they are trying to prevent the volume of redundancies by closing a small selection of stores first. Presumably, the hope being that this will be enough to prevent a full business closure. These examples demonstrates that despite efforts, the CJRS is not capable of saving every job across the UK, but the hope remains that in the end, the results will not be as catastrophic as it could have been.

2.2.2	Redundancies

Data collected by The ONS (2020) shows that the Coronavirus pandemic has caused unemployment to rise by seven-hundred and eighty-two thousand since March.

Figure 1: Screenshot from ONS(2020) Labour Market Overview, UK
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The data indicates that Covid-19 is causing more damage to the economy and unemployment than the financial crash of 2008 and 2009. Furthermore, since Britons voted to leave the European Union in June 2015, unemployment in the UK has been on a steady decline in the run up to the global pandemic of 2020. It is unknown at this stage whether this will continue to decline since a deal was reached on the 30th December 2020. The ONS focuses on the impact of the coronavirus on the economy and unemployment, however it is more likely that the rise in unemployment figures we currently see in the UK are a result of these influences combined. 

Whilst it is certain that Brexit and Covid-19 have inflated the redundancy figures in the UK over recent years, this is not the only factor contributing.  In early November 2020, Lloyds Bank revealed that one-thousand employees would lose their job in January 2021 despite them over achieving on quarterly profit targets following a rise in mortgage applications (BBC, 2020).This demonstrates that macro-factors such as Brexit and Coronavirus are not the only reason for redundancies in the UK. Some businesses undergo cuts and redundancies to align with internal cultural change or to maximise profit margins. The evidence in the case of Lloyds would suggest that these are more likely the reasons for redundancies opposed to economic difficultly.

2.3	Employment Relations Strategies

A PESTLE analysis exploring the external factors that impact ER, can be found in Appendix B.

2.3.1	Workplace Culture

When defining culture, broadly, it is the behaviours and values developed over time by individuals or groups (Wilson, Hoppe and Sayles, 2002). Michael West (2014) has done extensive research on culture within the NHS and has concluded that its leaders and managers have the largest influence over workplace culture. HR Professional, Lucy Adams (2020), has since echoed this argument. If organisations wish to implement a culture of trust and compassion, allowing staff autonomy of their work, she implores organisations to promote the enthusiasm of forward thinking managers as a way of encouraging managers that are more reluctant to adopt a new culture. West, Adams and Bocks (2016) appear to agree that rather than creating obstacles, management can be key to inspiring staff and encouraging innovation, as shown at Google. Their arguments suggest one of collectivism, working together with managers towards a shared culture with clear principles that employees understand. By utilising a collective leadership approach, a standardised culture of compassion can be achieved, reducing the risk of conflict in ER.  
In juxtaposition, Tim Baker (2014) discussed a ‘new’ ER model that focused on the individual, encouraging managers to embed a variety of cultures that focus on individual needs. Whilst it is important for managers to consider their employees as individuals and cater for their circumstances where possible, a collective leadership culture would do more to reduce conflict.  Baker was analysing a business of three-hundred employees but in a large organisation such as NWSSP, an individual approach to ER could be more challenging. Furthermore, his suggestion of individualism as a new approach to ER is questionable. As discussed previously, TU have been representing employees on an individual basis since de-industrialisation. Individualism is therefore not a new approach; however, it is arguable that in 2014 it was not a common approach. 
2.3.1.1	Compassionate Leadership

As discussed, the major players in the ER are employees, employers, the state and TU. Recently, the responsibility of managers and leaders in the shaping of organisational culture has increased. Some have argued that the experiences and values an individual has is key to influencing organisational culture (Ozawa, 2020). Ozawa’s argument aligns with previous findings made in 2017. The Kings Fund (2017) claimed that there were four essential elements a manager and leader must possess to demonstrate effective compassionate leadership.

Figure 2: Adapted from The Kings Fund (2017) Caring to Change
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If managers and leaders are able to nurture their compassionate skills and develop their relationships with staff, they could enable a working environment centred on trust, respect, autonomy and innovation (The Kings Fund, 2017). However, evidence from organisations who strive to utilise this model appear to have trouble. Since Coronavirus, the pressure and demands on the NHS have been extraordinary. Despite attempts from managers and leaders to exercise compassionate leadership by supporting the health and well-being of nurses and midwives, the pressures on resource has caused compassionate leadership to suffer (West, Bailey and Williams, 2020). For the NHS, compassionate leadership was not forgotten during the crisis, rather circumstances made it near impossible for them to exercise. On the other hand, companies such as Uber appear failed to value compassionate leadership, contributing to a negative ER during the pandemic. In May 2020, Uber made three-thousand staff redundant over a three-minute Zoom call (Clark, 2020). Unlike the NHS, it appears that Uber knowingly and willingly failed to demonstrate compassionate leadership or embed a positive workplace culture. In comparison, New Zealand’s Prime Minister has been praised for her leadership skills during the pandemic. In solidarity with her people, she pledged that for six months, she and her ministers would take a 20% pay cut (Giordano, 2020). She paid attention and understood the circumstances of her people, empathised by putting herself in their shoes and helped by alleviating the pressure on the economy through a pay cut. This is in stark contrast to the actions of the UK Government who introduced a 10pm curfew on all bar and restaurants in England. Yet, Parliaments bar appeared to be exempt (Jacobs, 2020). This is an example of uncompassionate leadership, encouraging an ‘us and them’ culture in the lenses of ER. 
2.3.1.2	Employee Voice

Whilst managers and leaders are instrumental in the development and orchestration of a positive workplace culture, the employee is also influential. Heal explores the impact that millennials have on workplace culture. He compares their upbringing, one surrounded by technological advancement and social media, to those currently in management positions from an older generation (Heal, 2018). Their personal values and experiences are contributing to a new workplace culture that promotes flexibility, innovation and a challenge of traditional processes and behaviours (Heal, 2018). Because of Coronavirus, Slater and Gordon announced the closure of their London offices after their employees vocalised that they preferred their new culture of home working (Hyde, 2020). This is a positive example of employers working collaboratively with employees to embed a workplace culture that works for all parties involved in the ER. However, if Slater and Gordon would not benefit financially from the closure of offices, would they have been as willing to embrace the employee voice? Apple too pride themselves on empowering employee voice. Their HRM team argue that encouraging employee voice improves productivity, customer service, trust and loyalty (Leaman, 2019). The reality is that organisations reasons for encouraging employee voice can vary. For some, the motivation could be financial, for others, talent retention and business improvement. 
Furthermore, there are cases where the employee voice is not encouraged. Macleod and Clarke (2009) argue that managers are often a barrier to employee voice and engagement. This would suggest that whilst workplace culture could be influenced by employee voice, their ability to express it and be listened to is dependent on their manager. However, are Macleod and Clarkes views on the manager as a barrier outdated? Google have recommended six attributes a manager should have to influence workplace culture. One of these is their willingness to listen to their employees, analyse their feedback and determine an appropriate way forward (Schneider, 2017). This suggests that increasingly, managers are trained to encourage employee voice, allowing them the opportunity to influence the culture of their workplace. Since 2009, companies have come a long way in valuing employee voice and managers influence over this, but organisations are at different stages in the implementation of this new culture. We can see this by looking at the State. Boris Johnson has repeatedly used borderline threatening and controlling language when addressing the public during Covid-19 (Sumption, 2020). His command and control approach demonstrates his lack of encouragement of the public voice on restrictions that impact them. This enforces that whilst managers are encouraged to promote employee voice; this is not consistent across all organisations. 
2.3.1.3	Inclusivity, Diversity and Equality 

Since the introduction of the Equality Act 2010, organisations have a responsibility to refrain from discrimination and unfair treatment of workers because of certain individual characteristics (The Equality Act 2010).

Figure 3: Adapted from The Equality Act (2010)
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Because of the legislation, business have had little option than to embrace a more inclusive, diverse and equal work place culture. However, have all businesses successful embedded a workplace culture based on inclusivity, diversity and equality? The (CIPD, 2017) argued that despite seven years of governance, women were still paid an average of 17.3% less than men. Unfortunately, in 2020 we still see sex equality issues. Thirty-five-thousand Asda workers, mostly female, have filed lawsuits on the basis that they have been discriminated by based on sex (Partridge, 2020). This demonstrates that today, businesses are failing to embed a workplace culture that strives for equality, diversity and inclusion. This argument appears increasingly relevant during the ongoing pandemic. (Lewis, 2020) argues that the pandemic has had a disproportionate financial impact on women. Her explanation being that amongst the many industries locked down over 2020; beauty, retail and hospitality, the workforce is predominantly women. To improve workplace culture in this area, ACAS (2020) advise businesses to ensure their recruitment policy is fully inclusive, promote employee voice and participation in the workplace and to create a policy.
2.3.1.4	Reward and Recognition

When embedding a positive workplace culture, (Armstrong, 2019) argues that the key to effective ER is to embed reward and recognition. Bennett, Saunders and Fisher (2020) echo this view by arguing that the key to employee loyalty is appreciation, recognition and reward. Deloitte’s (2019) report illuminates these arguments, finding that 85% of sixteen-thousand professional surveyed, felt that a thank you would make them feel valued, appreciated, respected and motivated. Some academics have concentrated on monetary awards (Armstrong, 2019) but Deloitte’s research shows that for many, a ‘thank you’ has equal value.  Deloitte’s conclusions can be illuminated by conversations with staff within NWSSP. During a staff focus group, employees revealed that due to the busy nature of the NHS, thank you’ s are forgotten. In line with Michael West’s theory on the four components that create compassionate leadership, business’ such as the NHS should do more to listen to their staff, empathise, understand their perspective and help by implementing formal and/or informal reward and recognition procedures. In doing so, they can contribute to a culture where staff feel valued and appreciated, making them more likely to remain loyal to the organisation.

2.4      Workplace Conflict

2.4.1 Theories

The points discussed so far in this report could affect workplace culture, but they can also cause conflicts if not handled correctly. Dix et al (2009) previously defined conflict as unsettlement occurring from juxtaposing interests. However, a Unitarist believes that all parties involved in the ER have a shared interest. Consequently, a breakdown in communication must have caused the conflict (Bennett, Saunders and Fisher, 2020). As previously outlined, NWSSP are most aligned with Pluralism, where conflict is an accepted part of ER but can be managed through communication, negotiation and compromise. 
2.4.2 The Manager

Recent literature puts the manager at the heart of ER, especially when considering conflict management. The CIPD (2020) argues that the early involvement of management and the utilisation of their skills reduce conflict. This argument is in alignment with ideas put forward by Gerzon (2014), who encourages managers to identify the temperature of a conflict and utilise the most appropriate method for de-escalation. Whilst both put the manager at the heart of conflict resolution, do they possess the right skills to manage issues effectively? Research suggests that managers do not feel equipped, often leading to a lack of confidence and inability to manage conflict (Hutchinson and Purcell, 2010; Teague and Roche, 2012). Historically, HR professionals would have been responsible for conflict management, but increasingly, this is falling to individual managers (Bennett, Saunders and Fisher, 2020). Organisations must invest time and money in training managers so that they are able to respond appropriately when conflict arises in the workplace. Although HR may no longer be responsible for the conflict management, they are expected to play a proactive role by supporting managers through training and advice.

3	Findings and Recommendations

A broad SWOT analysis can be found in Appendix D.
3.1	Redeployment over Redundancies

NWSSP have not utilised the CJRS or made redundancies since Covid-19. On the contrary, their staffing levels have increased. During the global pandemic, NWSSP became the Single Lead Employer for the Medical Workforce of Wales. Consequently, their workforce has grown by nine-hundred and eighty-two members of staff between July and December 2020. To manage the trainees across Wales, NWSSP’s WOD team have also expanded. Between March and July 2020, the Medical Workforce team grew from two HR practitioners, to six. NWSSP were quick to identify that extra resource was needed to deal with the rise in staffing levels and underwent a successful recruitment process despite the pandemic.

As a diverse organisation, when the pandemic took hold, some job departments, projects and roles were stood-down, categorised as non-essential work. NWSSP currently has three Graduate Management Trainee’s, one Apprentice and thirteen Network 75 students. Early in the crisis, NWSSP’s SLT identified an opportunity for re-deployment of non-essential workers to business critical areas. Some of these areas included Procurement Services who are responsible for ordering everything from hospital beds and PPE to food and office desks across NHS Wales. The heavy demand for PPE on the front line was placing Procurement under significant pressure, resulting in a demand for extra staff.  By re-deploying staff to areas such as these, NWSSP were successful in avoiding redundancies or using furlough whilst increasing the capacity of under-resourced areas. However, the label of some job roles and departments as ‘non-essential’ did cause some conflict. Some staff questioned why their role had been categorised this way and did not wish to be re-deployed. With threat of conflict amongst workers and divisions, NWSSP changed their tactic. Instead, they emailed all staff across NWSSP, inviting them to volunteer for redeployment.

[image: ]Figure 4:  Screenshot taken from NWSSP Redeployment Email (Davies, 2020).

In correcting their approach, NWSSP balanced the power dynamic within ER. Rather than forcing staff to redeploy, staff were given autonomy. Employees were trusted to evaluate their own role and determine whether they would provide more value if re-deployed. By adapting a more compassionate approach, over two-hundred staff volunteered for re-deployment.
3.2	Inconsistent culture

With eight services, all split into numerous departments and teams, it is no surprise that an inconsistent culture could be identified within NWSSP. 
3.2.1	Compassionate Leadership and Employee Voice

The internal IT department had a supply of eight-hundred laptops to be allocated to staff during the pandemic. Managers were contacted for a laptop priority list for their staff, as there was not enough to cover the entire workforce. Between May and June, all eight-hundred laptops had been allocated, allowing many staff across the organisation to work from home. Whilst this looks like a success, in reality it highlights that compassionate leadership is not embedded across NWSSP. In their Primary Care Services, many managers wanted their staff to remain in the office during the pandemic, despite the Corporate message and considerations for individual circumstances. As a result, they failed to take into account employee voice and refrained from ordering laptops and accompanying IT equipment for their staff. Other areas like Employment Services, demonstrated compassionate leadership. They communicated with their staff and asked whether they would prefer to remain in the office or work from home. With all staff opting to work from home, Employment Services ordered two-hundred laptops. They successfully engaged with their staff, listened, empathised, understood their needs and helped by providing laptops. This variation of approach can be seen across NWSSP, emphasising that the culture of compassionate leadership is not embedded. This could have a negative impact on ER as it may contribute to an ‘us and them’ culture, making some staff feel as though they have not received the same opportunities and benefits as others.
3.2.1.1	Recommendation

To embed a culture of compassionate leadership within NWSSP, the organisation must invest and prioritise management training. A study conducted by (Aragon and Vale, 2013, p.1679) proved that organisations that invested in the training of their managers, benefited from increased staff involvement, innovativeness, effectiveness and capabilities. The (CIPD, 2019) later agreed with this, highlighting that in recent years, company investment in the training of their staff remains low. As HR professionals increasingly occupy a supportive and advisory role, it is important for NWSSP to embed training as part of their strategic plan. Whilst it may not have been in the organisations financial capability to attain more laptops, the investment in compassionate management training could have led to a more even distribution of laptops across the services, reducing the risk of an ‘us and them’ culture. Embedding training in the form of compassionate leadership would underpin the healthy ER that NWSSP strives for, promoting a collaborative and equal relationship between the employee and manager (HR Zone, 2018).
3.2.2	Inclusivity, Diversity and Equality Variations

Whilst the focus remained on enabling staff to work from home, there were a number of employees across NWSSP who could not fulfil their roles from home . NWSSP house HCS and their drivers, alongside stores staff and prescription scanning. NWSSP’s organisational message for staff to work from was not inclusive of these workers. Little to no change occurred for these staff during the pandemic, whilst the rest of the organisation was free to exercise some form of agile working. Whilst the literature review highlighted that women had been financially disadvantaged during this crisis, within NWSSP, it was predominantly men were experienced exclusivity. 
Furthermore, the nature of the above roles means that they rarely use a computer during a working day. However, NWSSP’s favoured form of communication with staff is email. Academics like, Johnstone and Ackers (2015) have said that content is irrelevant unless it is communicated in an appropriate way. Consequently, despite NWSSP’s efforts to hold focus groups and training for staff, men working in HCS and stores were missing the emails. As a result, they were unrepresented as a workforce in organisational feedback and planning.  
3.2.2.1	Recommendation

WOD would benefit from conducting more targeted focus groups when trying to understanding the experiences of their employees.. As it stands, they have little to no feedback from the male workforce who heavily occupy HCS and stores. WOD should work collaboratively with these areas to agree the release of their staff to ensure their views and experiences are captured. Furthermore, as they have limited access to computers, WOD may benefit from thinking about alternative methods of communication. If managed in a safe way, Members of the WOD team could visit these staff face to face, whilst maintain social distancing and other precautions, to ensure their views are captured and influence on going ER strategies. By valuing these staff and their views, we can encourage them to feel motivated in adding value to NWSSP (Gennard and Judge, 2005).

3.2.3	Staff Awards Ceremony

To reward and thank staff for their undeniable devotion to the service and the wider NHS in their delivery of health care to the population, NWSSP are currently organising a Staff Awards ceremony scheduled for the end of January 2021. Whilst this is a positive ER strategy, in line with the compassionate culture advocated by Michael West, is this too late? Discussions with staff across the organisation highlight that whilst they are looking forward to the ceremony, a lot more could have been done before. With meetings now taking place on Microsoft Teams opposed to face-to-face, the geographical barrier has been removed. Arguably, staff, including SLT are more accessible than ever and yet there has been a failure from the leadership team to show their appreciation until now.
3.2.3.1	Recommendation

Whilst the Staff Awards Ceremony contributes to a positive culture and increase the feelings of value, respect and appreciation felt by employees, SLT could do more to show their appreciation. With numerous team meetings commencing daily, SLT would demonstrate excellent leadership by joining team meetings and offering a verbal thanks. Whilst this could be communicated via email, a virtual presence over video call would create a more personal relationship between the organisation leaders and employees. 

4	Conclusions

This report has analysed the broader context Coronavirus and its impact on NWSSP from an ER perspective. It has demonstrated that whilst NWSSP performed well in some areas, such as utilising re-deployment over redundancies compared to other organisations, they failed to deliver consistent compassionate leadership. This led to ‘us and them’ culture within the organisation, leaving pockets of staff feel as though they had been left behind and undervalued. Going forward, NWSSP would do well to readdress the culture variations within their organisation and utilise internal compassionate leadership training to achieve consistency in approach from management and leaders. 























5	Appendices

Appendix A – Global Approach to Coronavirus

	
	UK
	New Zealand
	United States of America
	South Africa

	Approach
	Language has been hostile and dominant when addressing the public during the crisis (Warner, 2020).

In comparison to other countries (New Zealand), they have been slow to react, negatively impact infection rates in the UK (Jacobs, 2020).
	In juxtaposition to the UK, New Zealand implemented Strict restrictions on the public and were quick to react by closing their borders. Regarded as one of the safest countries in the world (Williams, 2020).
	Public opinion that Donald Trump failed to take the Coronavirus seriously
(Mathers, 2020).

Arguably, his handling of the situation has led to him failing to secure a second term as President. Joe Biden is the current President Elect.
	Arguably one of the strictest lockdowns in the world. Similar to New Zealand, they closed their borders in an attempt to protect the public (BBC, 2020).





Appendix B – PESTLE

	
	External Factors
	Effect on NWSSP
	Importance

	Political
	UK nations conflicting approach to COVID (BBC, 2020).





New President Elect in United States. From a Republican party to Democratic. Likely to see changes in US policy and relations with UK Government.
	Could cause confusion amongst the public leading to rule breakages and added strain on the NHS.


Trade deals between US and UK on pharmaceuticals could impact our spending (Campbell, 2019).
	Critical

	Economic
	CJRS



Pay freeze for public service workers (excluding medical professionals) to combat Coronavirus spending (Glaze, 2020).
New Zealand in comparison have issued 20% pay cuts to all ministers, including the Prime Minister (Giordano, 2020).

Impending recession.
	Little impact on NWSSP as not utilised.

Could impact all of NWSSP as we do not employ medical professionals.











Further cuts to public services could be imminent causing pressure to deliver more for less. 
	High

	Social
	Ageing workforce.








Millennials, Generation X, Y and Z.
	Traditional management styles in conflict with new compassionate management approach. Possible resistance to change.


Desire for more feedback, support, flexible working (Heal, 2020).
	High

	Technology
	Improvements in home WiFi.



Developments in robotics.








Access to laptops and VPN’s.







Roll out of Microsoft Teams.
	Allows staff to work more effectively from home.


Allows the automation of monotonous tasks, freeing up time for our staff to add more value, be innovative and professionally develop (Greig, 2020)


Enables more staff to work from home. Increases ability to be inclusive, offer choice and improve work life balance for staff.



Allowed teams to remain connected, continue to be innovative and provide a seamless service to our customers.
	High

	Legal
	The Coronavirus Act 2020
	Little impact on NWSSP as utilised redeployment 
	Low

	Environmental
	Reduced travel.



Reduced office running costs.


Reduction in emission.
	Fewer expenses paid out from NWSSP to staff.

Further financial savings for the organisation.

Contributing to sustainability
	High



Appendix C – Best Practice Guidance for Businesses

	
	Guidance Overview
	Effect on NWSSP

	Welsh Government
	WG has produced 5 key steps for businesses to follow to keep workplaces safe. Focused on social distancing, risk assessments and hygiene (Welsh Government, 2020). 
	High: NWSSP have adapted the guidance to create a 5 step pledge, agreeing to follow implement the recommendations made by Welsh Government (NWSSP, 2020).

	WHO
	Like WG, WHO have created five key steps as part of their guidance. 

However, as they are providing guidance on a worldwide basis, they are not ask specific as WG. E.G. Do not discuss risk assessments (WHO, 2020).
	Moderate: Arguably, WG use WHO’s recommendations for reference. Their best guidance therefore has an indirect impact on NWSSP.

	CIPD
	Unlike WG and WHO, CIPD provide best practice guidance concentrated on the upkeep of positive ER. Rather than hygiene, they focus on planning, health and well-being and the use of Government aids (CIPD, 2020). E.G. CJRS.
	High: This guidance should be used in conjunction with the above. We need to concentrate on the physical safety of staff in the workplace, but also the effect Covid could have on ER if not dealt with appropriately.






Appendix D – Broad SWOT of NWSSP

	Area of Interest
	STRENGTHS
	WEAKNESS
	OPPORTUNITIES
	THREATS
	Evidence

	Health and 
Well-being
	Recruited a new HR role: ‘Organisational Development Health and Well-being Facilitator’ to focus on the well-being of staff. 
	
	Utilise a variety of platforms such as email, intranet, newsletters, virtual coffee mornings, Team meetings to advertise health and well-being initiatives. 
	SLT commitment has remained high during the pandemic. Post-Covid, risk of ‘business as usual’ negatively affecting the current commitment.
	


	
	Virtually signed the Time to Change Wales Pledge. NWSSP is now a pledged employer.  
	
	Forge relationships with external organisations and charities so that we can improve our internal service and resources.

	Reliant on Time to Change Wales to provide us with resources and training.
	
NWSSP 
Virtual Signing

	
	Introduced and Trained Mental Health First Aiders.
	
	The pandemic has increased our awareness of the importance of health and well-being. Continue to harness interest in health and well-being to contribute to a more inclusive and caring culture. 
Utilise technology as a way to engage with staff. For example, staff may feel more comfortable using Microsoft Teams opposed to face-to-face conversations.
	Cost of Training Mental Health First Aiders. Budget need to be approved by SLT.
	




	
	Implemented a Health and Well-being call systems for staff to contact if they needed to.
	
	
	
	

	
	Continued to advertise existing internal support services via email and staff intranet.
	
	
	
	


	Communication

	Regular and detailed communications to staff concerning the Coronavirus and its implications.
	Unable to measure whether staff are opening and reading our communications.
	New Intranet platform recently purchased that will allow us to monitor engagement in the future. 
	Time and installation: Information needs to be transferred from old system to new system.
	


	
	A variety of channels used such as Intranet, Email, Twitter and Newsletters.
	Coronavirus has made it difficult to communicate face-to-face (word of mouth).
	Technology: Virtual platforms such as Microsoft Teams and Zoom provide an opportunity for communication to be more diverse.
	NWSSP do not own our sites. Need property owner approval to put posters up or communicate on internal screens. During Covid, they have not been allowing any new posters to be displayed.
	



	
	Adapted their communication style from text heavy to more condensed and visual newsletters to increase engagement from staff. 
	Restricted by NWSSP branding guidance.
	Hold focus groups or surveys to check in with staff on the relevancy and appearance of communications.
	Staff could become bored with new communication style and NWSSP will need to adapt again. Reliant on creativity and resource.
	


	Hybrid Model (Disciplinary)
	Recognising that the Disciplinary process can be long, stressful and damage the relationship between the employee and manager, NWSSP decided to create a Hybrid Model for less serious cases. At a time where emotions and stresses are heightened as a result of the pandemic, the WOD team believed this would benefit ER.
	
	Opportunity to reduce the time it takes to resolve an issue, cause less damage to the ER and take a less formalised approach.
	As a new procedure option, managers may be reluctant to use it out of unfamiliarity. 
To combat this, training and awareness must be provided to managers to ensure they are aware of the process and will be comfortable using it.

On the flip-side, there is a risk that this procedure could be used inappropriately. It should only be used for the less serious cases, ones that are unlikely to lead to dismissal.
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If managers and organisation leadlers are able to nurture their compassionate skils and develop their

relationships with staff, they could enable a working environment centred on trust, respect,
autonomy and innovation (The Kings Fund, 2017). However, evidence from organisations who strive
to utilse this model appear to have trouble. Since Coronavirus, the pressure and demands on the
NHS have been extraordinary. Despite attempts from managers and leaders to exercise
‘compassionate leadership by supporting the health and well-being of nurses and midwives, the

pressures on resource has resulted in the suffering of compassionate leadership (West, Bailey and
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BANK staff
Workforce are also working on our BANK staff register to assess what staff are available to support those critical services. We are also going to be publishing details of
the joining process for the BANK to help support these functions. If you know of anyone that is interested in supporting our services and the crucial work they do please ask

them to contact nwssp.workforce@wales.nhs.uk or 01443 848564 / 01443 848601

Volunteering

There will be many people in Wales wishing to volunteer to help vulnerable people and support services within NHS Wales and their local communities at this time, and this will
be hugely appreciated by all involved. All volunteering opportunities are being co-ordinated by local authorities rather than NHS Wales and so Welsh Government are
requesting that all volunteers register directly via your local authority or online at Volunteering Wales. The Volunteering Wales website will enable you to register for
opportunities to match your skills, interest and knowledge to requirements in your local area, even if you are self-isolating and can only volunteer from within your own home.
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Gentle reminder  7th Virtual Coffee Morning with our Senior Leadership Team- today at 10 30am.msg
Gentle reminder: 7th Virtual Coffee Morning with our Senior Leadership Team- today at 10.30am

		From

		Darren Davies (NWSSP - Corporate)

		To

		NWSSP Staff Distribution List

		Recipients

		NWSSPStaffDistributionList@wales.nhs.uk



Dear colleagues,



 



Just a gentle reminder that our seventh Virtual Coffee Morning with the NWSSP Senior Leadership Team is being held today at 10.30am. 



  



Today’s session will run for approximately 45 minutes with Simon Cookson- Director of Audit & Assurance Services, Neil Davies- Director of Specialist Estates Services, Daniela Mahapatra- Deputy Director of Legal & Risk Services and Gareth Hardacre- Director of Workforce & OD and Employment Services, available to answer any questions that you may have.



 



 Please click on the link below to join the Coffee Morning.



 



Week 7



2nd December



10.30am



Neil Davies, Simon Cookson, Daniela Mahapatra and Gareth Hardacre



https://teams.microsoft.com/l/meetup-join/19%3ameeting_YTFlNWY2ZjEtZDkxMi00ZGNiLTg3MmYtMDI3OWViYzZiMjRh%40thread.v2/0?context=%7b%22Tid%22%3a%22bb5628b8-e328-4082-a856-433c9edc8fae%22%2c%22Oid%22%3a%22dfb93961-093f-4ed3-9039-77c89d17f419%22%2c%22IsBroadcastMeeting%22%3atrue%7d



 



 



 



You can ask any questions via the Q&A function (top right hand side of your screen) which will then be read out to Simon, Neil, Daniela and Gareth respectively.



 



This session will also be recorded so you can view at a later date.



 



Previous sessions can be viewed via our YouTube channel here:



 



*	Video 1: https://www.youtube.com/watch?v=L2sUYAnG_po&t=2s 

*	Video 2: https://www.youtube.com/watch?v=TAuR5LQNSjA 

*	Video 3: https://www.youtube.com/watch?v=LFD6ziQJOME 

*	Video 4: https://www.youtube.com/watch?v=vyV731xATc8 

*	Video 5: https://youtu.be/XqdnXViPXHY 

*	Video 6: https://youtu.be/BWhurGiY74Y



 



 







 



Darren Davies  MCIPR Acc PR Practitioner CIIC ACA 



Rheolwr Cyfathrebu Communications Manager



Partneriaeth Cydwasanaethau GIG Cymru 



NHS Wales Shared Services Partnership



 



Ffon Tel 01443 848534



E-bost E-mail. darren.davies@wales.nhs.uk



WHTN 01796 8534



Rhyngrwyd Internet: www.nwssp.wales.nhs.uk



Mewnrwyd Intranet: nww.nwssp.wales.nhs.uk



Twitter: @nwssp



LinkedIn: NWSSP



YouTube: NWSSP
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Parc Nantgarw            Parc Nantgarw             



Caerdydd                   Cardiff



CF15 7QZ                  CF15 7QZ



 







 



P Helpwch arbed papur – oes angen i chi printio’r e-bost yma?  



    Help save paper - do you need to print this e mail?



 



 



 



 





image003.jpg

S8 CIC | Gansisntima
P2 NS | garssseves







image004.jpg
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COVID-19 information and resources for NWSSP staff:
hitp://nww.sharedservicespartnership.wales.nhs.uk/page/77926

1y cvus

Dol
PRSI ERY

e








image8.emf
MHFA  application-form.rtf


MHFA application-form.rtf
[image: image1.png]Partneriaeth
Cydwasanaethau

Shared Services
Partnership











Application Form – NWSSP Registered Mental Health First Aider

What is Mental Health First Aid (MHFA)?


MHFA aims to help participants to: 


· Preserve life


· Provide help to prevent the mental health problem or crisis developing into a more serious state


· Promote the recovery of good mental health


· Provide comfort to a person experiencing distress


· Promote understanding of mental health issues


Following the same principles as the provision of physical First Aiders within the organisation, Mental Health First Aiders require specific training to enable them to support individuals during their time of need/crisis.

To be an NWSSP registered Mental Health First Aider, you will be required to undertake a 2 day MHFA Training Course.


This course will enable you to deal with a variety of different situations relating to the more common illnesses such as depression and anxiety, as well as less common such as schizophrenia and suicide. Please note that this could be a potential trigger for any attendees who may have experienced such illnesses.

		Name:

		Job Title:

		Contact details:


Tel:


Email:






		Site:




		Line Manager:

		Line Manager Contact details:


Tel:


Email:






		Are you already currently registered as a Mental Health First Aider?


If yes, please give details re: the dates of your course and the training provider:


(NB if you are unable to provide your certificate you will be required to attend the 2 day training course as outlined above)



		Please describe your motivation for wanting to become a Mental Health First Aider:






		What restrictions, if any, do you have regarding availability for responding to the requirements of individuals?






		What strengths do you have that will enable you to be a Mental Health First Aider?






		Do you have any examples of when you provided support to individuals requiring mental health first aid?






		What challenges do you think you are likely to face when working as a Mental Health First Aider?






		How do you see your role as a Mental Health First Aider helping your own development?






		What concerns, if any, do you have about being a Mental Health First Aider?





		What other information would you like to add to support your application?






		If your application is successful, you may be required to provide support to individuals at short notice and where the length of time required per episode may vary depending on circumstance.

You will also be required to follow NWSSP procedures for MHFA support and attend NWSSP MHFA team development sessions on a quarterly basis.

I confirm that I agree to the above, and that all information that I have provided is correct at time of application.



		Signed:



		Date:



		Manager’s endorsement:






		If this application is successful, this member of staff may be required to provide support to individuals at short notice and where the length of time required per episode may vary depending on circumstance.


They will also be required to follow NWSSP procedures for MHFA support and attend NWSSP MHFA team development sessions on a quarterly basis.


I confirm that I agree to the above, and support this application.



		Name:



		Designation:



		Signed:



		Date:





Please return your completed for to Mental Health Support Adviser, Kerry Flower-Fitzpatrick, (Kerry.Flower-Fitzpatrick@wales.nhs.uk) 
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Your opportunity to become an NWSSP Mental Health First Aider- apply now!.msg
Your opportunity to become an NWSSP Mental Health First Aider- apply now!

		From

		Darren Davies (NWSSP - Corporate)

		To

		NWSSP Staff Distribution List

		Recipients

		NWSSPStaffDistributionList@wales.nhs.uk



Dear Colleague,



 



Could you help to support staff with mental health needs? We are looking to increase the number of NWSSP registered MENTAL HEALTH FIRST AIDERS (MHFA) within our organisation. Following the same principles as the provision of physical First Aiders within the organisation, Mental Health First Aiders require specific training to enable them to support individuals during their time of need/crisis.



 



To be an NWSSP registered Mental Health First Aider, you must already hold a MHFA certificate or you will be required to undertake a blended MHFA Training Course. This course will enable you to deal with a variety of different situations relating to the more common illnesses such as depression and anxiety, as well as less common illnesses such as schizophrenia and suicide. Please note that this could be a potential trigger for any attendees who may have experienced such illnesses.



 



What is Mental Health First Aid (MHFA)?



 



MHFA aims to help participants to: 



·      Preserve life



·      Provide help to prevent the mental health problem or crisis developing into a more serious state



·      Promote the recovery of good mental health



·      Provide comfort to a person experiencing distress



·      Promote understanding of mental health issues.



 



If your application is successful, following your training you may be required to provide support to individuals at short notice and where the length of time required per episode may vary depending on circumstance. You will also be required to follow NWSSP procedures for MHFA support and attend NWSSP MHFA team development sessions on a quarterly basis.



 



If you feel that you are a suitable applicant and would like to apply for this opportunity to support your colleagues, please complete the attached application form and return to Mental Health Well-being Advisor, Kerry Flower-Fitzpatrick:



Kerry.Flower-Fitzpatrick@wales.nhs.uk no later than Friday 11th Dec 2020. All applications will be considered and all applicants will be informed of the outcome of their application. 



 



If you would like further information before applying, please contact Kerry for advice.
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Application Form – NWSSP Registered Mental Health First Aider


What is Mental Health First Aid (MHFA)?


MHFA aims to help participants to: 


Preserve life


Provide help to prevent the mental health problem or crisis developing into a more serious state


Promote the recovery of good mental health


Provide comfort to a person experiencing distress


Promote understanding of mental health issues





Following the same principles as the provision of physical First Aiders within the organisation, Mental Health First Aiders require specific training to enable them to support individuals during their time of need/crisis.


To be an NWSSP registered Mental Health First Aider, you will be required to undertake a 2 day MHFA Training Course.





This course will enable you to deal with a variety of different situations relating to the more common illnesses such as depression and anxiety, as well as less common such as schizophrenia and suicide. Please note that this could be a potential trigger for any attendees who may have experienced such illnesses.


Name:


Job Title:


Contact details:


Tel:


Email:





Site:





Line Manager:


Line Manager Contact details:


Tel:


Email:





Are you already currently registered as a Mental Health First Aider?








If yes, please give details re: the dates of your course and the training provider:














(NB if you are unable to provide your certificate you will be required to attend the 2 day training course as outlined above)


Please describe your motivation for wanting to become a Mental Health First Aider:
































What restrictions, if any, do you have regarding availability for responding to the requirements of individuals?

















What strengths do you have that will enable you to be a Mental Health First Aider?





























Do you have any examples of when you provided support to individuals requiring mental health first aid?














What challenges do you think you are likely to face when working as a Mental Health First Aider?


























How do you see your role as a Mental Health First Aider helping your own development?























What concerns, if any, do you have about being a Mental Health First Aider?


























What other information would you like to add to support your application?


























If your application is successful, you may be required to provide support to individuals at short notice and where the length of time required per episode may vary depending on circumstance.


You will also be required to follow NWSSP procedures for MHFA support and attend NWSSP MHFA team development sessions on a quarterly basis.


I confirm that I agree to the above, and that all information that I have provided is correct at time of application.


Signed:


Date:


Manager’s endorsement:























If this application is successful, this member of staff may be required to provide support to individuals at short notice and where the length of time required per episode may vary depending on circumstance.


They will also be required to follow NWSSP procedures for MHFA support and attend NWSSP MHFA team development sessions on a quarterly basis.


I confirm that I agree to the above, and support this application.


Name:


Designation:


Signed:


Date:





Please return your completed for to Mental Health Support Adviser, Kerry Flower-Fitzpatrick, (Kerry.Flower-Fitzpatrick@wales.nhs.uk) 
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Worried about your own or someone else’s mental health?

		From

		Darren Davies (NWSSP - Corporate)

		To

		NWSSP Staff Distribution List

		Recipients

		NWSSPStaffDistributionList@wales.nhs.uk



Dear colleagues,



 



COVID – 19 has impacted our lives in many ways, for many these times have been stressful and worrying causing anxiety, low mood and many other symptoms that effect our mental well-being. 



 



Public Health Wales have a dedicated page where you can find support, resources and other helpful information.  



There is no need to cope on your own, there are several avenue’s where you will find help. 



Please use them if you need to, it may make all the difference.



 



Link to this information can be found here.



 



 







 



Darren Davies  MCIPR Acc PR Practitioner CIIC ACA 



Rheolwr Cyfathrebu Communications Manager



Partneriaeth Cydwasanaethau GIG Cymru 



NHS Wales Shared Services Partnership



 



Ffon Tel 01443 848534



E-bost E-mail. darren.davies@wales.nhs.uk



WHTN 01796 8534



Rhyngrwyd Internet: www.nwssp.wales.nhs.uk



Mewnrwyd Intranet: nww.nwssp.wales.nhs.uk



Twitter: @nwssp



LinkedIn: NWSSP



YouTube: NWSSP
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Managing Director Message 04.12.2020.pdf
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Shared Services
Partnership

Latest message from

Please share this message with staff who do not have access to email / PC’s

NWSSP Managing Director, Neil Frow

Dear colleagues,

Welcome to my latest message. My brief aims
to share important updates and feedback from
my NHS Wales meetings, inform how NWSSP is
pro-actively responding to Coronavirus, whilst
also highlighting how we are supporting you as
staff during this time.

I have had a number of positive meetings with Welsh
Government and our NHS Wales colleagues this week.
Of particular note I am delighted to announce that the
Health Minister has agreed to provide funding to cover
the ongoing revenue and capital costs associated at
our IP5 site in Newport. This is a significant
investment in a very important strategic asset for NHS
Wales’ future, which will now allow the opportunity to
develop the site going forward.

I have also been party to discussions regarding
NWSSP’s ongoing involvement and general support to
a number of the key NHS Wales programmes and
initiatives. It is really exciting to think that Shared
Services could play a crucial role in helping support
the COVID-19 vaccination programme and the
recently announced the patient-facing healthcare
workers and hospice staff weekly testing programme.

On another positive note, we are finally coming to the
end stages of NWSSP’s contribution to the winter
planning process for PPE as we should shortly have
the required volumes either in stock or on order to
deliver the required 24 weeks stock holding position.
I would like to personally thank all those involved in
making this a reality in such challenging times.

The procurement and supply chain teams together
with our Health Courier Service have also managed to
deliver an incredible 480 million items of PPE to Health
& Social Care since the 9th March which by itself is a
tremendous achievement.

We have had a record amount of entries for our staff
recognition awards and I will be part of a judging
panel reviewing each one shortly. I understand that
the level of entries has been extraordinarily high which
confirms what I already know- and that is you all are
doing an incredible job. So thank you again for your
efforts. Judging all of your entries is going to be a
tough ask but one I am looking forward to.

This week saw us hold our seventh virtual coffee
morning with our Senior Leadership Team.

This session consisted of a number of our Directors
and Deputy Directors from across NWSSP with a range
of diverse but welcome questions asked by staff for
the presenters to answer. Thank you to everyone that
participated on the day and to all colleagues that have
been involved since we first started the sessions back
in October.

I have been delighted with the positive feedback given
to me by the senior team and from other colleagues
who have enjoyed this new approach. And although
next week’s session will be the last for 2020 I can
assure you that the coffee mornings will continue
during 2021 to help answer any questions you may
have. The recording of the session has been published
and can be viewed via the following link_here.

As mentioned in my previous briefs, NWSSP has
introduced a new programme of work entitled 'This is
our NWSSP’. The programme is looking at Shared
Services’ organisational culture and how this is
influenced, to determine if there are areas we can
improve our employee experience. Part of the
programme includes undertaking Focus Groups where
open and honest discussions in a safe environment are
encouraged. If you would like to get involved in such
an important exercise you can find further information
and how to book onto the Focus Groups_here.

In terms of health and well-being, the latest edition
of our staff health and well-being newsletter has been
published. Designed by Darren Davies from the
Corporate Communications Team, it contains some
excellent information to support colleagues inside and
outside of your place of work. Please take the time to
read the newsletter if you can as I recommend it as a
valuable resource for all.

I would also like to draw your attention to our internal
mental health support services. We have made great
strides over the past several months with numerous
services now in place- many for the first time.

Thank you to all colleagues that have helped to set up
and who continue to coordinate the services as they
are proving invaluable and are making a huge
difference. You can find out what is available at this
link here.

As always the latest Coronavirus information is
available on the dedicated staff intranet pages and our
external website for colleagues that do not have
access to our internal platforms. The pages also now
include all of the weekly Workforce & OD newsletters
so that staff can catch up on any information that was
circulated.

Thank you for your support and please continue to
stay safe to help keep Wales safe.

Do you have a question regarding
NWSSP that you would like to ask

me? Get in touch here.




mailto:nwssp.workforce%40wales.nhs.uk?subject=

http://nww.sharedservicespartnership.wales.nhs.uk/news/66826

http://nww.sharedservicespartnership.wales.nhs.uk/news/66774

http://nww.sharedservicespartnership.wales.nhs.uk/the-partnership-group-and-newsletters

http://nww.sharedservicespartnership.wales.nhs.uk/health-and-wellbeing-1

http://nww.sharedservicespartnership.wales.nhs.uk/coronavirus-information-for-nwssp-staff

https://nwssp.nhs.wales/covid-19-information/staff-area-coronavirus-updates1/
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This is our NWSSP

NWSSP wants to hear from you!

Invitation!

We're excited to invite you to take part in a variety of
virtual Focus Groups that will be looking at the cultural
influences of our organisation. Discussions will focus on
the following:

=  Vision & Values
Goals & Performance
Learning & Innovation
Support & Compassion
Leadership & Teamwork

We know our staff will have some great insights into how we
can continue to improve employee experience. This is our
NWSSP and your feedback will influence change. This is

why we want to hear from you.

These groups will be supported by our Change Champions
and Workforce and OD colleagues and any feedback shared
will be anonymous.

Focus Groups Dates

Vision and Values

Goals and Performance

Learning and Innovation

Support and Compassion

Leadership and Teamwork

3rd December 2020 &

7th December 2020 &

9th December 2020 &

15th December 2020 &

17th December 2020 &

What are focus
groups?

Focus Groups are different people
brought together to explore a topic.
These sessions are supported by
colleagues who will encourage open
and honest responses. These are
confidential sessions.

Join us!

These groups will take place
virtually on Microsoft Teams. To
register your interest in attending
any of the below sessions, please
use the link below:

https://NWSSP.surveyi.com/Fo

cusGroupRegistration

Times
09:30am - 10:30am

11:30am - 12:30pm
2pm - 3pm
4pm - 5pm

09:30am - 10:30am

11:30am - 12:30pm
2pm - 3pm

4pm - 5pm
2pm - 3pm

4pm - 5pm

For further information, please contact us via:

Carolyn.Isles@wales.nhs.uk

Partneriaeth
oy | Cydwasanaethau

Shared Services
NHSH Partnership

N GIG




mailto:carolyn.isles@wales.nhs.uk?subject=Focus%20Groups

https://NWSSP.surveyi.com/FocusGroupRegistration

https://NWSSP.surveyi.com/FocusGroupRegistration
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Partnership

Your Covid-19 Update
from Workforce & OD

e/%% pareract, Working from Home

\& ZAN RN et ; We have been consistently reviewing the guidance
available, the current working arrangements will be

Gweithlu a Datblygu : in place until the end of March 2021.

Sedfydliadol . 'if you are able to work from home please

Workforce and . continue to do so’.

Organisational Development

Virtual Coffee Mornings
Join us every Wednesday morning to meet with the

Senior Leadership via teams. The schedule is
available here.

This is Our NWSSP: Staff Focus Groups
NWSSP have recently introduced a new programme of work called ‘This is our

NWSSP’, and it is looking at the organisational culture and how this is influenced, to
determine if there are areas we need to look at to improve the employee
experience. Part of this work programme includes undertaking Focus Groups with
staff where we would encourage open and honest discussions in a safe environment.

You can find further information and how to book onto the Focus Groups here.

Welsh Government Update <

N

Merthyr and Lower Cynon Valley residents will be J

; : d
offered mass Covid-19 testing. J[,

For more info click here.
The Welsh Government have issued new guidance LlYWOdraeth Cymru
on visiting hospitals during the Covid outbreak.

For more info click here. WeISh Govemmem

Peer Support Group

The current pandemic has impacted everyone’s health and
well-being.

Because of this we've created a Peer Support Network for
you to access, you can email us for support and
information on Health and Well-being matters.

Our colleagues are there to listen in confidence.




http://nww.sharedservicespartnership.wales.nhs.uk/covid-19

http://nww.sharedservicespartnership.wales.nhs.uk/covid-19

http://nww.sharedservicespartnership.wales.nhs.uk/covid-19

http://nww.sharedservicespartnership.wales.nhs.uk/page/79182

http://nww.sharedservicespartnership.wales.nhs.uk/page/79182

http://nww.sharedservicespartnership.wales.nhs.uk/news/66421

http://nww.sharedservicespartnership.wales.nhs.uk/news/66421

http://nww.sharedservicespartnership.wales.nhs.uk/opendoc/526870

mailto:nwssp.workforce@wales.nhs.uk

mailto:nwssp.workforce@wales.nhs.uk

http://nww.sharedservicespartnership.wales.nhs.uk/news/66774

https://gov.wales/covid-19-mass-testing

https://gov.wales/hospital-visiting-during-coronavirus-outbreak-guidance

http://nww.sharedservicespartnership.wales.nhs.uk/news/66451

http://nww.sharedservicespartnership.wales.nhs.uk/news/66451

mailto:nwssp.healthandwellbeing@wales.nhs.uk
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Your Covid-19 Update

from Workforce & OD

Health and Well-being Autumn Newsletter
The newsletter aims to support you with your health &
well-being inside and outside of your place of work. View
our Autumn edition here.

MIND’s Active Monitoring Sessions Well-being Blog: Suzi Tench
Are you experiencing Anxiety, Depression, Suzi Tench, one of our employee’s
Grief, Anger or Stress? at Primary Care Services, will be
publishing a regular health and
Active Monitoring is a six-week guided course well-being blog on our Intranet.
available to anyone in Wales aged 18 and
over. You will be supported by an Practitioner Following her own mental health

who will send workbooks, information and diagnoses, she will be sharing her
call you to offer support and guidance. experiences, tools and resources

that she has found useful. You can
This service is free and completely view Suzi’s first blog here.

confidential. You can find out more on the
Mind website — Active Monitoring.

Home working and mental health
Public Health Wales highlights the varied impact that working from home can have on

our mental health.

You can view the full report details here.

Time to Change Champions Story: Conner Strange
It is quite likely that one day you, one of your friends, colleagues or a family member

will experience a mental health problem. Conner Strange, a Champion from Time to
Change Wales has shared his story explaining how stigma effects those who live with
a mental illness. Download and view Conner’s story here.

Mental Health First Aiders

NWSSP Mental Health First Aiders can offer support and signpost you to get the right
help. Reach out if you need to. They are there to listen and guide you.

Get in touch today.

Health & Safety

Vitamin D advice for everyone:

Coronavirus

There have been some reports about vitamin D reducing
the risk of coronavirus. But there is currently not enough
evidence to support taking vitamin D to prevent or treat
coronavirus.

You can access further advice here.
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NHS Wales Shared Services Partnership (NWSSP)

Disciplinary Hybrid Model Procedure



1. Introduction

NWSSP is continually striving to improve the work and conditions of its employees, the organisation therefore recognises its responsibility to streamline policies and processes where possible, and aim to improve the employee experience and impact on health and wellbeing.



The hybrid model is viewed seriously by NWSSP and all information provided is treated confidentially. This procedure intends to address specific disciplinary concerns in a timely and effective manner, reducing the impact on the individual and the employment relationship.  



This procedure should be read in line with the All Wales Disciplinary Policy.



2. Scope 



This procedure will apply to all NWSSP employees where disciplinary action has been determined by the Commissioning Manager, in line with the All Wales Disciplinary Policy.



This procedure will enable the Disciplining Officer to apply a sanction up to and including, a Final Written Warning. Should further information become available that could mean that Dismissal must be considered, this case will be referred to a Full Investigation as per the All Wales Disciplinary Policy. 



All staff, students, trainees, volunteers and other employees who work on NWSSP premises but are not directly employed by the organisation will be subject to NWSSP standards of conduct and behaviour at work but will be dealt with under the scope of their own employer’s Disciplinary Policy.



This procedure does not apply in cases of absence attributed to sickness which will be addressed through the All Wales Managing Attendance at Work Policy or in cases of poor performance which can be attributed to capability and which will be addressed through different mechanisms, except where there is evidence of a wilful breach of the relevant procedures.  



3. Purpose

 

The purpose of the hybrid model is to: 



· Reduce the impact of a lengthy disciplinary process on the employee and improve their health and wellbeing during this time;

· Ensure a people-centred approach to the disciplinary process; 

· Resolve disciplinary concerns within a reasonable timeframe;

· Preserve the employment relationship where possible, through resolving concerns more quickly;

· Follow the principles of the Fast Track process for suitable cases where a possible sanction will be up to and including a First Written Warning;



4. Role & Responsibilities 

4.1	Workforce and Organisational Development (OD)

The role of Workforce & OD is to provide support and guidance to managers and employees on the Disciplinary Policy and the Hybrid Model. Workforce colleagues should advise managers of the option for the Hybrid Model, and explain the benefits of this procedure. Workforce should link in with Trade Union colleagues to ensure they are supportive of this approach and that the employee understands this procedure fully. 



4.2	Managers

The Manager has a responsibility to ensure that the employee is aware of the concerns that are leading to a disciplinary process and have discussed these concerns from the employee perspective. Managers have a responsibility to have regular communication with employees, this communication should be undertaken with empathy. If recommendations are made as a result of the disciplinary, managers have a responsibility to implement changes where possible and appropriate.



4.3	Service Directors

Directors of Service have a responsibility to act as Disciplining Officer for their service area, or nominate a suitable deputy. The Disciplining Officer will assess the information provided and determine a way forward, i.e. if there is no case to answer, or proceeding to a disciplinary hearing and determine an outcome.



4.4	Employees

Employees have a responsibility to engage with the Disciplinary procedure and the hybrid approach. This includes attending meeting when required and answering questions honestly so that all perspectives can be taken into consideration when making a decision. 



5. Process 

To ensure there is a clear understanding of the Hybrid approach, a process has been provided below.

1. Incident / Behaviour is identified

Managers should have conversation with the employee/s regarding the concerns raised. These conversation should be recorded through taking notes and a copy provided to the employee. Managers should signpost support services to employee where needed. 

2. Initial assessment completed



Managers should complete a comprehensive initial assessment with the employee, and ask the employee to read the document fully and sign to confirm they understand what is being discussed. 



3. Hybrid model discussed 



[bookmark: _GoBack]Managers should seek advice from Workforce regarding the Hybrid model. The Commissioning Manager will have final decision as to which process the disciplinary will take. If this is a hybrid, Workforce should discuss the model with trade union colleagues, who can in turn discuss with the employee and agree to continue with this approach. The employee will then receive a letter confirming the allegations and the process to follow.



4. Information gathering



Workforce will collect written statements from the employee and any witnesses, then input the information into a disciplinary report for consideration by the Disciplining Officer. An independent assessment may be required as a result of the information available. 



5. Disciplinary Hearing / No case to answer



The disciplining officer will review the available report and will determine if there is no case to answer, or whether there is sufficient information to proceed to a disciplinary hearing. If there is no case to answer, the case will close and the employee will be informed of the decision. The disciplining officer may recommend actions based on the information available.



6. Hearing



The hearing should follow the existing process outlined in the Disciplinary Policy. If a sanction is decided, this will be up to and including a first written warning. Should further information become available that requires the disciplining officer to consider dismissal, then the process will be halted, and a further investigation into the new information will take place. 



7. Appeal



The employee has a right to appeal the decision made at the disciplinary hearing, this appeal should follow the existing process outlined in the disciplinary policy. 



6. Contact

Any queries that are highlighted regarding the hybrid model and/or disciplinary policy, should be raised via Action Point as the primary contact for the Workforce & OD department. Please send an email to the generic Workforce address: nwssp.workforce@wales.nhs.uk
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Disciplinary Flow Chart – Guide for Managers



Identify behaviour / incident

Speak to the individual and explore mitigating factors

Complete initial assessment form

Review Disciplinary Policy

Speak to Workforce for advice on next steps

No

Yes

Is a warning appropriate?

Hybrid Model

Full Investigation

Determine which route is appropriate: Fast Track, Full Investigation or Hybrid Model

Speak to Workforce for advice on next steps

Speak to the individual and advise this is a warning and further incidents could involve disciplinary action

Advise individual that this is being referred to the Disciplinary Policy

Fast Track





























































[bookmark: _NWSSP_Disciplinary_Toolkit]NWSSP Disciplinary Toolkit – Fast Track



Appeal must be received within 14 days of the written outcome

Appeal must be received in writing to the Director of Service

Hearing held by Head of Department or Deputy

Workforce will be on the panel

Outcome communicated and sanction held on file

Workforce will advise who should hear the case

Workforce will be on the panel

Documents will be reviewed prior to hearing

Witness statements (if applicable)

Notes, photos, emails, correspondence, Datix report

Complete Disciplinary Performa

Incident must only equate to misconduct



Individual MUST agree to a fast track to proceed

Individual to complete the Responsibility Form





























[bookmark: _NWSSP_Disciplinary_Toolkit_1][bookmark: _GoBack]NWSSP Disciplinary Toolkit – Full Investigation

Individual informed of decision

Hearing held by DO

Workforce to support on the panel

Workforce to pull together final pack and provide copy to panel and individual

Hearing held, outcome communicated and held on file for determined period

Appeal must be received within 14 days of the written outcome

Appeal must be received in writing to the Workforce Director



Disciplining Officer (Director of Service or Deputy) receives report and determines if there is a case to answer – if so, the next step is a formal hearing

Letter to be sent informing individual of the IO

Letter sent from IO asking them to attend an interview

IO interviews relevant parties and provides report

Determine who will be the commissioning manager of the disciplinary

Letter completed with Workforce informing individual of allegations and process 

Can this be resolved another way?





























[bookmark: _NWSSP_Disciplinary_Toolkit_2]NWSSP Disciplinary Toolkit – Hybrid Model

Appeal must be received within 14 days of the written outcome

Appeal must be received in writing to the Workforce Director



Individual informed of decision

Hearing held by DO

Workforce to support on the panel

Workforce to pull together final pack and provide copy to panel and individual

Hearing held, outcome communicated and held on file for determined period

Disciplining Officer (Director / Deputy Director / Head of Service) receives the pack/report and determines if there is a case to answer – if so, the next step is a formal hearing

*An independent assessment may be required based on the information that comes to light. 

Letter to be sent informing individual of the IO

IO to gather statements from individual and witnesses

IO reviewed information and provides report

Determine who will be the Disciplining Officer

Speak to the individual and Union Representative and confirm hybrid – do they agree to this?

Letter completed with Workforce informing individual of allegations and process 

Workforce to gather statements and forms a pack

Seek advice from Workforce to confirm that the hybrid model is suitable – can this be resolved another way?











Hybrid (Name TBC)





Link with Workforce





Individual informed of allegations and agreement to hybrid fast track





*Independant Assessment





Disciplining Officer determines next steps





Hearing





Appeal













































FAST TRACK





Determine if Fast Track is applicable





Discussion with individual





Link with Workforce to arrange hearing





Hearing held





Appeal





Collect Documentation











































FULL INVESTIGATION





Determine if a full investigation is required





Individual informed of investigation and allegations





Investigating Officer appointed and completes investigation





Disciplining Officer determines next steps





Hearing





Appeal












































