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NWSSP - 	NHS Wales Shared Services Partnership
NHS - 	National Health Service
SLG -		Senior Leadership Group
SLGM -	Senior Leadership Group Meeting
SLT-		Social Learning Theory
MAAW - 	Managing Attendance at Work
UWTSD -	University of Wales Trinity St David
POD-		People and Organisational Development 
SMTL-	Surgical, Medical and Testing Laboratory
PWT-		Personal Work Tablet
HEIW-		Health, Education and Improvement Wales
HCS-		Health Courier Service
ERIM-		Effort-Reward Imbalance Model
SPSS- 	Statistical Package for the Social Sciences
BI-		Business Intelligence
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[bookmark: _Toc84600314]Abstract
The following report investigates the impact of NWSSP employees’ sense of job purpose on attendance at work in the context of coronavirus. It will investigate a correlation between job purpose and attendance at work and explore the various internal and external factors influencers. This report will focus on the impact of the coronavirus pandemic, communication, culture, reward and recognition and social learning has.
The results demonstrate that coronavirus has impacted employees’ shared purpose. NWSSP’s Business Intelligence data shows attendance at work significantly increased during the pandemic, despite SPSS concluding no correlation between shared purpose and team attendance at work. Further, whilst employees have a good understanding of the purpose of the organisation, there is some silo mentality within NWSSP. 
The above results led to well-informed recommendations, followed by a comprehensive action plan for the benefit of NWSSP. The recommendations include a redesign of internal communication formats, including the findings in this report in the ‘This is our NWSSP’ culture programme, and an increased concentration on reward and recognition for employees. The literature review followed by the results and analysis indicates that the set recommendations will positively influence NWSSP’s employee’s sense of purpose and attendance at work. 


1 [bookmark: _Toc84600315]Introduction 
1.1 [bookmark: _Toc84600316]Background of NWSSP
[image: ]NWSSP has experienced significant growth in its 10-year history (see figure 1). The organisation host’s a diverse range of services today (see appendix A) and forecasts further growth beyond 2021.[bookmark: _Toc81826377][bookmark: _Toc84599938]Figure 1: Growth of NWSSP


Arguably, this growth and diversity have caused employees to feel confused over the identity and purpose of the organisation as it continuously evolves. Academic argue this could lead to internal performance issues as when it comes to home and working lives, it is human nature to look for the purpose in our lives and actions (Pink, 2010 and Ulrich, Ulrich, and Goldsmith 2010). More recently academics have gone further, suggesting whilst it is important to have a purpose, the fulfilment of said purpose takes precedent (Mayer and Roche, 2021). This suggests there is a need to question what job purpose means to an individual or organisation, measure if and how this is being met, and evaluate whether the purpose continues to be relevant. This theory is reflected in the decision to launch ‘This is our NWSSP’ in 2020. This piece of work is heavily influenced by Michael West’s (2014) work on compassionate leadership within healthcare, in association with the King's Fund (2017). ‘This is our NWSSP’ utilises employee and SLG engagement to understand the culture, values, purpose of the organisation today, and map how the workforce would like the organisation to look and feel. The findings were recently shared across the organisation and feedback was welcomed on what and how improvements could be made (NWSSP, 2021)

1.2 [bookmark: _Toc84600317]Rationale
In 2019, staff absences cost the organisation around £2.65M Comparatively, in 2020 staff absences cost NWSSP £2.3M Consequently, the organisation spent £337,800.12 more in 2019 than 2020. In March 2020, the UK went into its first national lockdown and from May 2020, absence from work significantly decreased (See Appendix F). In May 2019, employee absence cost the organisation £215,603.77, in juxtaposition to £158,635.33 in May 2020, a difference of £56,969.44.  In December 2019, absence cost approximately £238,982.86, opposed to £194,535.49 in December 2020. Despite the increase between May and December 2020, there was still a £44,447.37 difference. If a correlation between employees’ shared purpose and team attendance at work is identified as a cause of increased attendance, long term investment will be worthwhile. If NWSSP targeted monthly absence at 2.83%, it would cost the organisation £1,903,623.96. when compared to 2020, this would mean an approximate maximum saving of £406.822.63.

The following research will contribute to (see figure 2):

[bookmark: _Toc84599939]Figure 2: The Reports Contribution to Academic Research
CIPD (2014) claim that an organisation’s identified purpose is highly influential in the culture and values of said organisation. If a correlation is identified between NWSSP’s employees shared and team attendance at work, this may influence how the organisation wishes to proceed with its internal organisational culture programme. 

[bookmark: _Toc84600318]1.3 Overview of the Report

This report has been formulated for the review and consultation of NWSSP’s SLG, in conjunction with the ‘This is our NWSSP’ Programme Board. Reasonable and cost-effective recommendations will be put forward, based on the primary data collected and insights from influential work of academics about job purpose, shared purpose, and its correlation with attendance at work. 

[bookmark: _Toc84600319]1.4 Aims and Objectives
The research aims to explore the correlation between NWSSP employees’ shared purpose and team attendance at work in the context of coronavirus. The reports objectives are displayed in figure 3.

[bookmark: _Toc84599940]Figure 3: The Reports Objectives

Conclusions will be made based on the hypotheses in table 1.





[bookmark: _Toc84528986]Table 1: Research Hypotheses
	Hypothesis 1 (H1)
	Employees will have different interpretations of the organisation's purpose. However, there will be a general understanding of the positive impact NWSSP strives for in health boards and wider society.

	Hypothesis 2 (H2)
	There is a connection between shared purpose and team attendance at work.

	Hypothesis 3 (H3) 
	Most employees will feel that their sense of job purpose is aligned with the organisation.

	Hypothesis 4 (H4) 
	Coronavirus has impacted employee’s sense of purpose, shared purpose, and attendance.














2 [bookmark: _Toc84600320]Literature Review 
To explore the report’s aim in understanding the correlation between NWSSP employees’ shared purpose and team attendance at work, the impact of coronavirus on the organisation will be prioritised. This is followed by a distinction between individual and shared purpose, before examining the impact shared purpose may have on attendance at work. A deep dive into some of the key influencers of shared purpose will be examined, including communication, reward and recognition, culture, and absenteeism versus presenteeism.

[bookmark: _Toc84600321]2.1 Coronavirus and NWSSP
Harvard Business Review (2020) claimed that with every crisis, you have the climax, relapse, and recovery. To assist recovery, the government launched the Coronavirus Act 2020 to alleviate hardships felt by UK businesses and employees. It has been consistently documented that the pandemic has caused significant strain on the NHS, particularly the nurses and doctors working on the front line (Gillet and Knight, 2021). Since March 2020, reports show front line staff have put their health on the line to support and care for the general population (House of Commons Health and Social Care Committee, 2021). Despite NWSSP not being a patient-facing organisation, its pressures and services increased, with many staff redeployed to business essential services to help with the coronavirus effort. When health-boards and trusts put routine services on hold, in juxtaposition, NWSSP switched new services on such as Single Lead Employer and the All-Wales Laundry Service. Like many other organisations in the UK, what was once an office-based organisation has transformed into a largely home-working one overnight (Hyde, 2020). H4 acknowledges that the pandemic has impacted NWSSP in many ways and this report will pay particular attention to the impact the pandemic has had on employee’s shared purpose and team attendance at work. 

[bookmark: _Toc84600322]2.2 The significance of Shared and Individual Purpose
The Cambridge Dictionary (2021) defines purpose as the reason something exists, or why you act. Purpose may mean something different to everyone. For some, their purpose may be to reduce their carbon footprint. For another, it may be to help the less fortunate. Each purpose is equally valid and respected, despite their differences. On a personal level, McLoughlin (2017) notes that purpose is the foundation to well-being as without it, individuals mental health could suffer. For Bastons and Sotok (2019), shared purpose is important as it allows individuals to understand the impact their efforts have on others, the wider community, or their organisation. The CIPD (2019) study supported this view, showing that for many, having a purposeful and ‘useful’ job was important to them and their well-being. The CIPD (2021e) have placed purpose at the heart of their Profession Map. HR professionals are encouraged to consult the map, using the layers to embed good practice, and put people at the heart of their work. Lips Wiersma and Morris (2009) claimed that there are 4 pillars impacting purposefulness at work (see figure 4). 

[bookmark: _Toc81826378][bookmark: _Toc84599941]Figure 4: 4 Pillars Impacting Purpose. Adapted from Lips Wiersma and Morris (2009)
The suggestion is that all 4 pillars are required for an individual to feel as though their job is purposeful. If these are necessary for all individuals, this will lead to a shared purpose.
For organisations to truthfully claim that they are purpose-driven and fulfil their goals, it has been argued that the purpose needs to be understood and shared by all employees (Bastons and Sotok, 2019). Organisations should therefore understand the individual purpose of their employees and harness this into creating shared purpose at work (Bastons and Sotok, 2019) (see figure 5).

[bookmark: _Toc81826379][bookmark: _Toc84599942]Figure 5: Connection between personal and shared purpose. Adapted from Bastons and Sotok (2019)
A shared purpose is embedded, lived, and breathed by all and not forced on employees by leaders (Bastons and Sotok, 2019). This illuminates the argument that for organisations to be successful in fulfilling their purpose, it must resonate with their employees (Biller-Andorno and Thomas, 2013). The CIPD (2011) further claimed that when a purpose is shared within organisations, it empowers the workforce to say no to practices that do not align with the organisational purpose. This emphasises the power and importance of shared purpose. H3 will examine whether NWSSP employee’s job purpose is aligned with the organisation’s purpose.
	Whilst this report focuses on shared purpose within organisations, it should be noted that a shared purpose can be extended to communities, families, and friends. In 2020, the Clap for Carers was introduced to support those working in the health care profession during the pandemic (BBC, 2020). During the 9 weeks of its existence, the country united to give thanks. However, during the winter lockdown in late 2020 and early 2021, the revival of Clap for Heroes was met with resistance from the health profession. The Nursing Times (2021) explained that as time had passed, public co-operation with restrictions had begun to falter, escalating frustrations and problems for NHS staff. Whilst the initial purpose of the clap was strong and shared, the purpose had changed, and adaption was needed. Mayer and Roche (2021) have claimed that whilst challenging, it is important for businesses and communities to question their purpose and ask whether it’s still relevant. Adapting is a key part of remaining relevant and ensuring that purpose remains shared and effective.

[bookmark: _Toc84600323]2.3 Impact of Purpose on Attendance at Work
Today, many organisations understand the importance of managing attendance at work. NHS Wales (2018) replaced their traditional ‘Sickness Policy’, with the ‘Managing Attendance at Work Policy.’ In line with CIPD (2021d) guidance, it focused on attendance, not absence, by supporting the well-being of staff. The guidance focuses on the impact health and well-being can have on employees and failure on the organisations part to recognise this, could negatively impact attendance at work (CIPD, 2021d). Whilst health and well-being unquestionably impact’s attendance, it refrains from discussing other influential factors, such as purpose. McLoughlin (2017) investigating the link between purpose and health and well-being, arguing that finding purpose in life can positively impact health and well-being. However, it is arguable that McLoughlin did not go far enough. Whilst they recognised the importance of finding purpose in one’s personal life, the focus was on individual purpose, opposed to shared purpose at work. They neglected to recognise the responsibilities that organisational leaders and existing employees have on establishing a positive workplace culture and the impact this has on employees and attendance. During the pandemic, many businesses found their purpose became more obvious; take action and protect the organisation (Harvard Business Review, 2020). 
	
[bookmark: _Toc84600324]2.4 External and Internal Influencers
Whilst there are many influencing factors impacting attendance at work in NWSSP during the pandemic, the scope of this study means that employee’s shared purpose will be the focus of this report. The conceptual framework in figure 6 demonstrates the influencing factors in and out of scope of this report.

[image: ][bookmark: _Toc84599943]Figure 6: Conceptual Framework

As already discussed, coronavirus is a major external influencing factor impacting employee’s shared purpose and attendance at work. However, A PESTLE demonstrating wider external factors influencers can be found in Appendix B. The report will examine some of the key internal influencers of shared purpose at work, including communication, reward and recognition, culture and social learning.

[bookmark: _Toc84600325]2.4.1 Communication
CIPD (2014) claims for organisations to instil the desired culture, norms, behaviours and values in their staff, communication should be prioritised. Some organisation leaders may use team meetings and posters to communicate messages to their staff (CIPD, 2014), arguably instilling a ‘top-down approach. This could be considered an ineffective way of communicating as West (2014) argues leaders should be working collaboratively with employees to establish shared purpose, behaviours, and cultures within organisations. West, working with The King’s Fund (2017) and Health Care Professionals, designed a cultural programme that put employees in the driving seat of redesigning the culture of their organisations. The success of the programme has led many NHS organisation to adopt the model (See Appendix C). In addition, Rey, Bastons and Sotok (2019) claimed that leaders need to understand what purpose means to them as individuals before they can understand and embed shared purpose through communication. This demonstrates whilst there has been a move towards collaborative working through West and The King’s Fund, it is recognised that organisational leaders are highly influential in establishing and communicating shared purpose. 
A podcast noted it is irrelevant what an organisation’s purpose is. What matters is how it is communicated (CIPD, 2011). Some disagree, claiming that profit should not be the sole purpose of an organisation (Mayer and Roche, 2021). Within this conflict, it can be derived that communication of what the organisation’s purpose is, is essential. If it is not communicated effectively, employees could lose sight of why their role and the wider organisation is influential to the wider society. Staff should be involved in these discussions, providing employee autonomy and influence over the organisation’s purpose. Failure to communicate and involve employees could lead to limited shared purpose and a decrease in attendance. Additionally, Johnstone and Ackers (2015) claim that the communicated content will be ineffective unless the channel of communication is fit for purpose. It is not purely about what is communicated, but how. H1 will explore whether NWSSP’s purpose is clearly communicated and shared.

[bookmark: _Toc84600326]2.4.2 Reward and Recognition
The CIPD (2021b) differentiate between reward; monetary perks and total reward; non-financial rewards. Armstrong (2019) promoted the positive impact of financial-reward and recognition on employee motivation. In juxtaposition, a Deloitte (2019) report demonstrates staff value a simple thank you, with 85% claiming this increased their sense of purpose and value. So, whether organisations choose to reward staff financially, or through other means, valuing staff can go a long way in creating a shared purpose and motivated workforce. 
When organisations are establishing reward strategies, they are encouraged to consider fairness, inclusion, and equality to ensure all employees feel valued and supported (CIPD, 2021c). Siegrist (2017) developed The ERIM in 1996. The model articulates that when an employee makes significant work efforts but enjoys limited, or no work-related awards, their health can be negatively impacted, increasing absenteeism. Studies, such as The Whitehall II have shown that employees experiencing limited reward and recognition at work, have limited incentive and thus more likely to experience low attendance at work (Head et all, 2007). Studies such as this demonstrate the positive impact reward and recognition models could have on work absenteeism. Recognising and rewarding employees for their efforts and outcomes, could positively influence shared purpose, thus, decreasing absenteeism.

[bookmark: _Toc84600327]2.4.3 Culture
Baker (2014) encouraged businesses to nurture their culture to positively influence staff commitment and attendance. Dik, Alayan, and Reed (2020) illuminated this argument by stating the development of purposeful work, can create a sense of community amongst employees. These academics suggest creating a positive working culture, where employees feel they belong, will encourage motivation, drive, commitment and establish meaningfulness. Pink (2010) believed theorists have often wrongly neglected the impact purpose can have on motivation. To feel motivated, individuals require autonomy, purpose, and mastery (Pink, 2010). Pink’s ideas correlate to the early work by Ryan and Deci (1980), where they identified competence, autonomy, and relatedness as key to motivation. This idea is linked to self-determination theory, an examination of how social and cultural factors influence humans (Ryan and Deci, 2017). Whilst not explicitly stated, it can be assumed by the work from Pink, Ryan and Deci, that by failing to establish a positive working culture, the meaningfulness of one’s job could be lost, negatively impacting their motivation, commitment and health, decreasing work attendance. This view is supported by Hollensbe et al. (2014) who expressed cultures formed at work impact employees on all levels, reinforcing the fact attention should be given to their culture and norms of an organisation.

[bookmark: _Toc84600328]2.4.4 	Social Learning 
In 1977, Albert Bandura developed Social Learning Theory (SLT). Cherry (2019) explained that SLT advocated observation as the most effective way to learn. Lieke et al. (2016) claimed that there had traditionally been a tendency for academics to investigate individual attendance, focusing on personal motivation as opposed to workplace cultures and behaviours. However, Allebeck and Mastekaasa (2004) argued that attendance at work is highly motivated by team norms and organisational culture. With SLT in mind, it is possible that the pandemic's impact on technology, enabling many to work from home (Klussman, Nichols and Langer, 2021), may be negatively impacting NWSSP’s shared purpose and attendance (See Appendix B).  
	When examining the pandemic, the CIPD (2020a) highlighted that many workplaces have seen a rise in presenteeism. An increased presence at work does not necessarily mean a healthier workforce. On the contrary, with remote working on the rise because of the pandemic, organisations may be seeing employees present at work, at the expense of their well-being (CIPD, 2021a). With attendance at work increasing during the pandemic (see figure 8), it is possible that when considering SLT, one factor for the rise in absenteeism is the observation of those around us. If an employee notices that their team-mates are more present at work, this behaviour may influence them to follow, even subconsciously. 

[bookmark: _Toc84600329]2.5 Summary 
Whilst literature exists that explores shared purpose, attendance and the factors that impact, there is a gap in connecting the two. This report seeks to close this gap. H2 will focus on the correlation between shared purpose and team attendance, visually represented in figure 7.

[bookmark: _Toc81826380][bookmark: _Toc84599944]Figure 7: Shared Purpose and Team Attendance 

It will explore the concept that a heightened or reduced shared purpose could influence attendance at work. Effectively, this investigation will seek to understand if and the extent to which shared purpose and team attendance are intertwined.
[bookmark: _Toc84600330]3 Methodology 
Saunders et al. (2018) commented on the significance of explaining how and why research has been conducted, noting failure to do so could compromise its value. The research onion in figure 8, provides a useful framework to follow in selecting and deploying the most appropriate methodology.

[bookmark: _Toc81826381][bookmark: _Toc84599945]Figure 8: Research Onion. Adapted from Saunders et al (2018)
The research within this report took place at NWSSP, a hosted organisation within NHS Wales. Data featured was collected during the summer of 2021. All employees across NWSSP were welcomed and encouraged to take part in the survey anonymously.

[bookmark: _Toc84600331]3.1 Philosophy and Approach
This report will follow a mixed method approach, using quantitative and qualitative analysis. A mixed method approach can bring challenges relating to limited expertise and restrictive time frames (Anderson, 2009). However, in this report, the mixed-method approach was used to add depth to our understanding of the correlation between shared purpose and team attendance (Creswell and Creswell, 2018). 
Quantitative research is commonly associated with Positivist researchers, as it focuses on data that can be measured (Anderson, 2009). H2 explores a correlation between shared purpose and team attendance at work.  The quantitative data collected for H2 will be analysed using a positivist approach. It is well-aligned to a deductive approach as it involves an identified hypothesis, or series of hypotheses, and data collection for analysis (Saunders, et al. 2018). As a series of hypotheses have been identified, the research will be explanatory, focusing on the link between shared purpose and team attendance, rather than exploring unanswered questions. 
Qualitative research is commonly associated with Interpretivism (Anderson, 2009), a subjective critique of Positivism (Saunders, et al. 2018). An Interpretivist approach intends to enhance our understanding of how humans interpret meaning and influential contexts (Saunders, et al. 2018). Qualitative research was conducted in the form of a staff questionnaire (See Appendix D). 
	The selection of the staff questionnaire for primary data was influenced by the timescales imposed by the UWTSD for the completion of this report, as well as the questionnaire’s ability to support the reports aims and objectives. The analysis will explore the quantitative and qualitative data collected concerned with the correlation between shared purpose and team attendance. 

[bookmark: _Toc84600332]3.1.1 Advantages and Disadvantages

As explained by Saunders et al. (2018), collecting primary data through questionnaires can be very useful during explanatory research, primarily as they allow hypotheses and data to be connected. The researcher is enabled to piece a story together and convey this back to the interested party in a consumable and understandable format (Ancona, 2011). In terms of practicality, the advantages and disadvantages of questionnaires are demonstrated in table 2.

[bookmark: _Toc84528987]Table 2: Advantages and Disadvantages of Questionnaires
	Advantages
	Disadvantages

	Quick to create and easy to amend before finalisation (Bryman, 2016)
	Once circulated, little to no opportunity to ask additional questions.

	Low time consumed and skill required when compared to interviews or focus groups (Saunders, et al. 2018).
	Possible low response rate (Bryman, 2016).

	Little to no financial cost (Bryman, 2016)
	Survey fatigue, resulting in reluctance from employees to co-operate.

	Easy to circulate when employees are working remotely.
	Risk of missing forms if circulated physically (Bryman, 2016).

	Virtual questionnaires can be anonymised, allowing participants the freedom to be open and honest.
	Risk of participants not being honest to purposefully jeopardise the data. 

	
	Risk of satisficing.




[bookmark: _Toc84600333]3.2 Research Design 
The purpose of this investigation is to understand whether there is a correlation between shared purpose and team attendance at NWSSP, in the context of coronavirus. Field (2018) has identified that to identify correlations, the investigator must remain impartial. Chapman (2018) noted how Field’s work was particularly helpful to those research students exploring correlation, due to the guidance given in chapters 7 and 8. This guidance will be influential in the evaluation of the primary data. 
	
[bookmark: _Toc84600334]3.3 Sampling 
The scope of this report means that a small sample will be analysed. According to Greener (2008), achieving 100% response in large communities or organisations could make the data analysis difficult for researchers. Consequently, a convenience sample has been used during this research, a non-probability form of sampling (Stratton, 2021). Convenience sampling is often used in small-scope research due to the convenience and accessibility of participants (Greener, 2008). However, they are limited in their generalisability to the wider public (Stratton, 2021), (Sedgwick, 2013). NWSSP is not a patient-facing organisation within the NHS, consequently, this report cannot be generalised to other sectors within NHS Wales. Further, the convenience sampling in this research may impact the generalisation of the findings to the wider public. 

[bookmark: _Toc84600335]3.4 Questionnaire design 
Whilst it may be assumed that questionnaires are a simple method of data collection, Loughborough University (2019) argues that a great deal of thought and preparation must go into questionnaire design to ensure the relevant data is collected. Unlike during interviews or focus groups, the research does not have the opportunity to probe, therefore, the questions set must be right at the time of the release. To ensure the efficiency of the questions, it is not uncommon for a pilot to be circulated (Greener, 2008), allowing the research to adapt any inefficient questions (See Appendix D for Pilot Questionnaire). Furthermore, organisations often turn to staff surveys to cover employee engagement, sometimes resulting in survey fatigue. A term used to describe the overwhelming of respondents either due to the number of questions asked, or the volume of surveys circulated (NRC, 2016). NHS Wales frequently sends surveys to employees, thus enhancing the chances of survey fatigue within NWSSP (NHS Wales Health Education Improvement Wales, 2020). The NRC (2016) claim asking the same questions repeatedly to staff can contribute to survey fatigue. The questionnaire in this report, therefore, steered away from previously asked questions, encouraging engagement and thought-provoking answers to questions.	
	Researchers identify the risk of satisficing; to settle rather than maximise (Brown, 2004), when collecting primary data through questionnaires. This has become a concern for researchers, leading them to mitigate the risk of satisficing during questionnaires. To attain meaningful and accurate responses, the questionnaire design must be prioritised (Robman, Gummer and Silber, 2018). To mitigate satisficing, the questionnaire featured in this report featured prompts, ensuring that they would be correctly interpreted and accurately answered.
	Part one of the questionnaire (see appendix E) featured open-ended questions linked to H1. However, to measure H2, Likert scale questions were utilised. This style of questioning will allow the connection between shared purpose and team attendance during the pandemic to be measured with ease (Johns, 2010). In addition, to open-ended and Likert scale questions, multiple-choice style questions were also included to improve the user experience and limit fatigue (Johns, 2010).	
	The pilot and final questionnaire were created using Microsoft Forms. In early 2020, NWSSP migrated to Microsoft Teams and has recently received access to Microsoft Forms. Microsoft Forms is a simplistic design, meaning ease for the researcher and responders. A link to the questionnaire was circulated via July’s edition of the POD monthly staff newsletter, as well as through internal NWSSP communications. A QR was included in the newsletter, allowing those without regular access to a computer to scan the code on their mobile device and complete it whilst on the go. The questionnaire did not request any identifiable information from participants, meaning that the data collected was anonymous and confidential.

[bookmark: _Toc84600336]3.5 Reliability and Validity
The validity and reliability of research should always be prioritised. Validity refers to the degree to which the data is harmonised with the purpose of the research (Business Research Methodology, 2021a). Reliability refers to whether the data is consistent, enabling the research to reach a firm conclusion (Business Research Methodology, 2021b). To ensure the validity and reliability of research, it is essential the researcher is clear about the purpose of the questionnaire and constructs questions that allow respondents to interpret the questions in an intended way, contributing to a meaningful collection of data (Foddy, 1994).

[bookmark: _Toc84600337]3.6 Ethical and Bias Considerations
According to Singer (2001), ethics is about understanding what is right and wrong, meaning that researchers should consider how their survey questions may impact the respondents and whether they ought to proceed on a moral basis (Bos, 2020). The literature would suggest that ethical considerations encourage the researcher to evaluate the impact their research may have on others, allowing them to map how to proceed. As this research is concerned with attendance at work, it was considered for those employees whose attendance has been impacted by the pandemic, exploring the reasons behind this was ethically insensitive. For this reason, probing questions around their reason and length of absence was not featured. Further, the data collected was downloaded and password protected onto an NHS laptop. The data collected was anonymous, meaning that there was little to no risk of ethical issues.
	All researchers should aim to be unbiased and subjective. Bias can jeopardise the legitimacy of the research findings, as the researcher’s opinions and beliefs influence the results (Kumar, 2014). Whilst the researcher's bias is not necessarily desired, identifying biases at an early stage is important (Durbin, 2004). The research will refrain from deliberately ignoring valuable data not aligned to the research hypotheses (Kumar, 2014), enabling the research to be repeated by future investigators (Durbin, 2004).
[bookmark: _Toc84600338]4 Findings and Analysis 
Quantitative data was analysed using the software SPSS. Pearson’s Product-Moment Correlation Coefficient Test was used as it could identify whether there was a correlation between the inputted fields (Pallant, 2013), team attendance and shared purpose. By isolating the relevant questions and answers, and inputting the data into SPSS, a relationship score was identified (Field, 2018). 
Qualitative data will be analysed through thematic analysis. Braun and Clarke (2014) have written extensively about thematic analysis, noting that the approach gained popularity in the social sciences. Whilst critiques have noted this approach is descriptive, leaving little room for interpretivist analysis (Braun and Clarke, 2014), the below analysis of H1 and H4 critiques this view. Here, thematic analysis has been used by identifying key themes in the participants statements, allowing interpretivist analysis to be conducted to determine patterns that support, or disprove the proposed hypothesis (Braun and Clark, 2006).
The questionnaire featured was advertised in the POD July newsletter and sent to over 1000 participants. The questionnaire received 52 responses in total and the results have been analysed below. Whilst the questionnaire was anonymous, participants were required to confirm their directorate (see figure 9).
[image: ][bookmark: _Toc81826382][bookmark: _Toc84599946]Figure 9: Number of respondents per directorate

As the largest of NWSSP directorates, the highest response was received from Employment Services and Procurement, HCS and Supply Chain. There was no response from the Laundry, a non-office-based service, meaning that the results cannot be generalised to this service. Arguably, the lack of response itself demonstrates the disconnection, and potentially lack of shared purpose between Laundry and the wider organisation. 
This study explored several hypotheses (see table 3) and each of them is analysed in turn below. 

[bookmark: _Toc84528988]Table 3: Research Hypotheses Recap
	Hypothesis 1 (H1)
	Employees will have different interpretations of the organisation's purpose. However, there will be a general understanding of the positive impact NWSSP strives for in health boards and wider society.

	Hypothesis 2 (H2)
	There is a connection between shared purpose, and team attendance at work.

	Hypothesis 3 (H3) 
	Most employees will feel that their sense of job purpose is aligned with the organisation.

	Hypothesis 4 (H4) 
	Coronavirus has impacted employee’s sense of purpose, shared purpose, and attendance.



4.1 [bookmark: _Toc84600339]Hypothesis 1 

To understand H1, participants were asked ‘What do you believe the purpose is of NWSSP?’ To resist influencing participant responses, multiple choice answers were not provided, in favour of free text. The results show minimal silo mentality amongst divisions. 86.5% of participants noting that ‘NWSSP is key enabler to NHS Wales bodies whose purpose to create a healthier Wales now and in the future, adding value through collaboration/partnership, Innovation and excellence’, and ‘to provide a range of support services to NHS Wales to assist the improvement of the health and wellbeing of the population of Wales.’ The results illuminate the arguments made by Bastons and Sotok (2019), demonstrating that when an organisation’s purpose is clearly understood, it creates a shared purpose. 86.6% discussed shared purpose, rather than focusing on individual divisional purpose. 
However, silo mentality was still evident. 9.6% of participants focused their answer on the purpose of their individual division, opposed to the organisations shared purpose. For example, some participants from Procurement believed NWSSP purpose is ‘to be a one-stop shop for the delivery of procurement activities’ and to ‘save money.’ Another from Primary Care stated that NWSSP’s purpose is to ‘Provide Essential support to GP practices, Opticians and people using their services on benefits.’ Whilst there is minimal silo mentality in relation to H1, it is still present.
Further, 3.8% of participants echoed NWSSP’s previous mission statement of NWSSP’s purpose is to ‘provide a world class service.’ This statement was removed in 2019, and yet a small proportion of staff still believe this to be the purpose of the organisation. The findings confirm for those that responded to the survey, organisational purpose is clearly understood and communicated, which according to CIPD, (2011) is important for it to become thoroughly embedded. 
Overall, there was some, but minimal silo thinking, with the 86.5% of participants sharing NWSSP’s purpose of working in partnership with NHS Wales organisations, providing a high-quality service for the benefit of our community. Whilst there was not as much diversity in the responses as respected, HP1 can be partially upheld as an organisational shared purpose was identified.

4.2 [bookmark: _Toc84600340]Hypothesis 2

Out of 52 participants, 29 answered question 31 and 32, relative to H2. Participants were asked ‘How would you rate your team’s attendance levels? (0 very low and 10 very high)’, followed by ‘How would you rate your team’s sense of shared purpose (1 being low and 5 being high).’ To demonstrate H2, the study used the Pearson Product-Moment Correlation Coefficient as the mean score was more useful than the median score. The results indicate that there is not a significant relationship between team attendance and shared purpose, = 0.518, p=>0.05. On face value, the raw data would indicate that there is a correlation between shared purpose and team attendance at work, with most participants scoring highly for shared purpose and team attendance. However, parametric, and non-parametric tests were run, and the result was consistent in no correlation being found. This could be a result of skewness and kurtosis. When the data is normalised, you would expect to see bell curve, symmetric results (Gawali, 2021). However, the results from this research were scattered, resulting in skewed data. 
Whilst the results from this questionnaire indicate that there is not a correlation between shared purpose and team attendance, that does not mean that it does not exist. Question 41 asked participants; ‘do you believe your attendance was impacted by your sense of job purpose during the pandemic? Please provide a reason for you answer.’ Of the participants, 15 answered yes, 27 answered no and 10 were susceptible to satisficing. When analysing the data, some respondents displayed a clear misunderstanding for the term ‘attendance at work’, as demonstrated ‘Management keeps telling them to stay at home, why else...  We have been bombarded with the mantra "work from home if possible".’ Some participants have misunderstood the term ‘attendance at work’ to mean a physical presence at the office, opposed to presenteeism or absenteeism. Further examples of this are shown through responses such as ‘If I'm going to sit in an empty office, I might as well stay home’ and ‘No, as my job role is very site specific, I am unable to undertake many of my duties from home.’ Whilst there are participants who clearly understood the intended question, the misunderstanding from some participants may have influenced the failure to find a correlation between shared purpose and team attendance at work. 
[image: ]In further support, internal absence recording systems show that during the pandemic, attendance at work significantly increased when compared to pre-pandemic and the previous year (see figure 10).[bookmark: _Toc84599947]Figure 10: NWSSP Employee Absence Data 2019-2020

From April 2020, weeks after the UK went into a national lockdown, attendance at work increases within the organisation. Attendance remains between 1%-2% higher than the previous year and does not reach pre-pandemic figures throughout the remainder of the year. As supported survey participants, attendance at work had increased throughout the pandemic. Whilst we cannot determine indefinitely that this was influenced by employee’s increased sense of purpose, it should not be ruled out.

4.3 [bookmark: _Toc84600341]Hypothesis 3

To explore H3, participants were asked whether their job purpose aligned with the organisations purpose. They were provided with multiple choice answers labelled ‘Yes’ or ‘No.’ 98% of participants agreed their job purpose, aligned with the organisations purpose as shown in figure 11. Only 2% disagreed, claiming their job purpose was to ‘provide an efficient service to employees’ whereas they believed the organisations purpose was to ‘save money.’ 
[bookmark: _Toc81826383][bookmark: _Toc84599948][image: ] Figure 11: Pie Chart of H3 Results
The literature explored employer’s responsibility to understand what purpose means to employees and harness this to create a shared purpose at work (Bastons and Sotok, 2019). The results suggest that NWSSP has been successful in understanding what purpose means to their employees, embedding shared purpose, with only 1 participant arguing the two were not aligned. Based on the participation of this survey, H3 is upheld.


4.4 [bookmark: _Toc84600342]Hypothesis 4

To investigate H4, participants were asked to select from a choice of statements that they believed was most relevant to them. They were provided with a choice of ‘Covid-19 has negatively and/or positively impacted how purposeful I perceive to be’ and ‘Covid-19 has had little to no impact on how purposeful I perceive my job to be.’ (See figure 12).

[image: ]
[bookmark: _Toc81826384][bookmark: _Toc84599949]Figure 12: Pie Chart of H4 Results
56% of participants said coronavirus did impact their sense of job purpose, either in a positive or negative way. 44% however said coronavirus had little to no impact on their sense of job purpose. 
	Once participants selected an answer, they were asked to provide a reason for their response. Of the 56% who selected that their job purpose was impacted by coronavirus, 86.3% stated a positive impact. Some participants explained that ‘the pandemic has made me realise how vital we are as a department to the organisation despite not being front line staff.’ Others claimed that ‘COVID has emphasised the importance of all NHS roles, even if they are not front-line’ and ‘the direct impact of our services is clearer than before.’ As a largely non-front-line organisation, it is evident from the participant responses the pandemic allowed employees to better correlate the positive impact their job and the organisation has on the wider NHS. As stated by one participant, ‘the NHS became the centre of all conversation’. These statements support the literature in its claim the nationwide support for NHS during the first lockdown, positively impacted the morale, motivation, and shared purpose for those working in the NHS (BBC, 2020).
Of the 56% who stated their sense of purpose was impacted by coronavirus, only 13.7% claimed this was negative. Some participants claimed working from home during coronavirus led them to feel ‘isolated as their team lost its positive spirit and sense of purpose.’ This supports the arguments in the literature review by Allebeck and Mastekaasa (2004), who argued that SLT emphasises how human’s sense of culture, purpose, emotions, and attendance can be impacted by others, particular teams when considering working environments. For this participant, not being able to physically see or work with their colleagues, clearly impacted their sense of purpose and belonging. Others claimed that due to engagement with medical professions being delayed during the pandemic, they were unable to fulfil their role to their usual timescales, impacting their job satisfaction and job purposefulness.	

4.5 [bookmark: _Toc84600343]Summary

In summary, it is evident that coronavirus has impacted NWSSP’s shared purpose, but the impact shared purpose has had on team attendance is less clear. Whilst not specifically aligned to the hypothesis, a series of Likert questions (see figure 13) where participants were asked to state ‘True’ or ‘False’ were used to further understand the impact shared purpose has on NWSSP’s employees.
[image: ]When asked if a purposeful job makes them feel more committed to NWSSP, 82% of participants answered ‘Yes’ supporting the arguments made by Baker (2014), Dik, Alayan, and Reed (2020), that a working environment with a positive culture and a clear set of values and purpose, can significantly impact the commitment felt by employees to their employer.[bookmark: _Toc81826385][bookmark: _Toc84599950]Figure 13: Likert Responses to the Value of Job Purpose

When asked if a purposeful job makes them feel more productive, 92% of participants answered ‘Yes.’ This aligns with the argument motivation and subsequently productivity, is highly influenced by employee’s sense of job purpose (Pink, 2010). 
When asked if a purposeful job gives them high job satisfaction, 92% selected ‘Yes.’ When asked if a purposeful job impacts their health and well-being, 84.6% answered ‘Yes.’ This supports the views of CIPD (2021a), that during the pandemic, an increased sense of purpose and the ability to work from home has impacted the health and well-being of staff. However, the survey in question could have gone further by asking participants whether job purpose impacted them in a positive or negative way. From this question, we can that purpose impacts health and well-being for NWSSP staff, however, we cannot determine whether this is negative or positive.
These questions and subsequent responses reinforce the impact and cruciality purpose has on employees, their commitment, motivation, productivity and health and well-being. The undeniable significance of shared job purpose must be taken seriously by the organisation, and steps put in place to understand and embed the purpose of NWSSP going forward.












5 [bookmark: _Toc84600344]Conclusions 
This report has explored the significance of shared job purpose and its impact on team attendance at work during coronavirus. The literature covered academic arguments, supporting the idea that shared job purpose can significantly impact employee loyalty, drive, output, health and well-being and their commitment to the organisation. In the last 18 months, research has been conducted into the impact coronavirus has had on front line staff, paying particular attention to staff burn-out and motivation. However, the impact of coronavirus on non-front-line NHS staff has been neglected, until now. Whilst H2 was not upheld, the primary data supported the literature review, demonstrating that shared job purpose is intrinsically valuable to NWSSP staff, and could have influenced attendance at work. It is for this reason that NWSSP should build on their prioritisation of valuing staff and ensuring they embed shared purpose throughout the organisation.
	As discussed in the rationale, staff absence cost the organisation £2.65M in 2019 and £2.3M in 2020. It was proposed that if NWSSP aim for a monthly absence target of 2.83%, it would cost the organisation £1.9M. when compared to 2020, this would mean an approximate maximum saving of £406,800. To achieve this, the above recommendations should be considered and implemented, following the detailed action plan. The actions within the plan would cost the organisation £12,200 and 1060 working hours. When considering the cost of implementation, with would result in approx. overall saving of £394,600, a significant saving to NWSSP and the wider NHS Wales.
6 [bookmark: _Toc84600345]Recommendations
As noted in the methodology, these results cannot be generalised beyond NWSSP due to the differing nature of their role compared to frontline NHS workers. However, focus paid to NWSSP and the resulting data means that the report produced has been tailored specifically to the organisation, and the subsequent recommendations should be considered. By embracing the following recommendations, NWSSP shared purpose could increase, positively impacting attendance at work. The action plan for the following recommendations can be found in Appendix G.

6.1 [bookmark: _Toc84600346]This is our NWSSP 
‘This is our NWSSP’ is a three-stage culture programme, influenced by the work of West (2014). [bookmark: _Toc81826386][bookmark: _Toc84599951]Figure 14: Stages of This is Our NWSSP



 



The discovery stage (see figure 14) consisted of interviews with SLG and a variety of focus groups with employees across the organisation. Each focus group focused on a topic:
· Goals and Performance
· Leadership and Teamwork
· Support and Compassion
· Learning and Innovation
· Vision and Values.
The data collected was analysed and key themes were identified. The programme is soon to enter the design stage, where changes and plans are put in place intended to improve the working culture of the organisation, based on the key findings. 
Before design, it is recommended that this report’s data is considered under the Vision and Values category (see figure 15). 

[bookmark: _Toc84599952]Figure 15: Connection between Purpose, Vision and Values
The Vision and Values category was the area where the least engagement was received during ‘This is our NWSSP.’ Only one focus group proceeded with twelve at attendance, opposed to the multiple groups for the other categories. This means that as it currently stands, a new cultural design for vision and values is being based on twelve employee’s views, in an organisation with 3,793 staff. To understand the true importance of purpose and what it means to NWSSP employee’s, it is arguably essential for the data collected in this report to be considered. Combining the data from this report with ‘This is our NWSSP’ will strengthen the design proposals and increase consultancy. This will heighten the likelihood of changes embedment at NWSSP, due to the design being informed by an increased pool of employees. Following the merge of this reports findings with the data collected under ‘This is our NWSSP’, it is recommended the new findings be communicated back to staff.
It is further recommended the organisation reconsiders the ‘one size fits all’ path they intend to use in the design phase, opting for a more team specific approach. Corporate Rebels (2018) advised that to bring organisational purpose to life, teams need the space to understand how their role or team contributes to the wider organisational purpose. Providing teams with the autonomy to influence and embed the organisational values, could lead to a heightened shared purpose.

6.2 [bookmark: _Toc84600347]Communication
CIPD (2021e) place purpose at the heart of the Professions Map, emphasising the essentiality of purposeful work (CIPD, 2021e). The primary data showed that overall, there was a good understanding amongst participants of NWSSP’s purpose. However, there was no participants from NWSSP’s Laundry service, and only 2 responses from SMTL, both non-office-based services. This is not the first time that there has been a challenge engaging with these hard-to-reach employees. During the discovery phase of ‘This is our NWSSP’, no participants from HCS, Laundry or SMTL attended. This means that here, as well as in the culture programme, their views are absent. As noted by Degreed (2017), the content is irrelevant unless the method of delivery is efficient. These hard-to-reach staff do not have access to computers during working time, meaning that emailed communications are not fit for purpose. 	
For those in non-office environments, it is recommended that the organisation meets and learns from other NHS organisation who have already trialled new communication tools such as podcasts and videos. HEIW, an NHS Wales organisation has recently launched an online learning portal (NHS Wales Health Education and Improvement Wales, 2021a). They utilise different communicative tools to engage with staff, broadening their audience and increasing accessibility. One of their communicative tools is podcasts. As an organisation with approx.1000 staff, their podcast has an impressive 636 views (NHS Wales Health Education and Improvement Wales, 2021b). This demonstrates the popularity of their recently launched podcasts and the success of evolving communicative methods. 
It is recommended that NWSSP gather the concerned employee’s feedback on whether they believe podcasts and videos may be a valuable improvement strategy, in line with Degreed’s (2017). Employees should be encouraged to offer solutions they have. Admittedly, coronavirus has made collaboration challenging, however, no improvements were made pre-pandemic to improve communication. it is highly recommended that varying communication methods be explored and utilised going forward.
BuzzSprouts (2021) has some cost effective and valuable tips on how to get started. Appendix G has taken these suggestions into consideration. Creating and uploading podcasts to NWSSP’s staff’s PWT, will allow them to listen and engage with key messages, consequently improving their sense of purpose (Dik, Alayan, and Reed, 2020 and Pink, 2010). Further, NWSSP are recommended to utilise on site SABER-COMMS; TV screens currently across all NWSSP sites, to communicate key messages to staff.

6.3 [bookmark: _Toc84600348]Reward and Recognition
As a public organisation, monetary incentives are uncommon in the NHS. However, non-monetary incentives can be introduced which have a positive psychological impact on employees and are affordable and simple (CIPD, 2020b). As noted in 2.4.2 of this report, the ERIM (Siegrist, 2017) highlights how absenteeism can increase in organisations when employees high work efforts are not recognised and rewarded. It is thus recommended that innovating reward and recognition strategies are implemented to raise employee’s sense of appreciation and attendance work. 










7 [bookmark: _Toc84600349]Reflective Statement

The research report experience has been a learning curve in itself. Whilst undertaking a postgraduate qualification previously, the study subject was entirely different. I have learnt that when conducting research, a lot of thought and preparation needs to go into the subject, how research will be conducted, how data will be collected and analysed. Previously, I would proceed straight to the design. I understand now that this is not most efficient way to conduct research. Through this project, I have an increased sense of appreciation for my organisation and my colleagues. Throughout, they have remained supportive and interested in the research I have been conducted. I have learn that whilst my organisation may not always get things right, it is ever evolving and learning and will take my research forward to improve its service for its customers and employees in the future.
At an early stage, it was clear that my research would entail a correlation test. However, I was informed by my supervisor that the SPSS system would need to be used. This is not a system that I had ever used, and I was not sure how to conduct the test. I reached out to my supervisor for support, who reached out to a colleague for assistance. When creating the survey, one challenge I had was reaching the non-desktop based staff. Whilst limited due to working from home, I created barcodes for the survey and asked all supervisors to place physical copies in depots and warehouses. This increased the accessibility of the survey and allowed our harder to reach the choice to participate.
I believe that the research report has a strong rationale, recommendations and subsequent action plan, influenced by the findings and analysis. The report is focused and explores the correlation between purpose and attendance at work in the context of the pandemic. I believe that the report rationalises the value of this topic and highlights when NWSSP is doing well, as well as areas for improvement. This report is well researched with a high level of academic references to back up the claims made. 
This is the first time I have ever conducted research on this scale. Academically, the research has taught me about the different research methods available, the various tests and systems that are available, such as SPSS. I feel more confident to conduct research in the future. Professionally, the research and engagement with participants has taught me a lot about what is important to our employees. It has shown that as a HR function, we are already addressing concerns that our employees have. However, there are areas which we have not explored enough, such as the way we communicate with out staff. 
If I was to do a similar investigation in the future, I would include more prompts/explanations in the survey for participants. Whilst it is important not to influence the answers given, there was some clear misunderstandings from participants around ‘attendance at work.’ It was clear, when exploring H2 that some participants interpreted ‘attendance at work’ as a physical presence in the office. Rather, it referred to presenteeism and absenteeism (sickness). As HR professionals we refrain from using the term ‘sickness’ where possible due to the negative connotation. However, using terms in the survey may have made it clearer to participants by what the survey was asking of them. 
It is challenging after a full academic year of study to continuing research throughout the summer and head straight into a new academic year. However, by remaining focused and organised throughout, my enjoyment for the project has been higher than what it would have been if I had left the research until the last minute. This is not a piece of work that can be done within a couple of weeks. By putting the effort in at an early stage and throughout, you can gain a lot from the experience, benefit your organisation, and use the report as a benchmark for future assignments, i.e., dissertation. 
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[bookmark: _Toc84600353]Appendix B: PESTLE on employee purpose and attendance at work in the context of the coronavirus pandemic.
	External Factors
	Description
	Impact

	Political
	Resignation of Matt Hancock, British Health Minister. Following a year of restrictions in the UK, the scandal associated with the health’s secretaries neglect of social distancing rules naturally angered the nation (Emma Harrison, 2021). 

It may have led health care professionals to question their efforts and share a sense of frustration as their work appeared irrelevant. This may have led many to question why they had worked increased hours and put their lives at risk for the sake of the public. In turn, this may have impacted health professionals sense of purpose. 
	






Negative

	Economic
	Pay freeze for NHS staff announced during the global pandemic. 
(Glaze, 2020)
	
Negative

	Social/Cultural
	See ‘Political.’ 
	

	
	Age demographics in the workplace has been one for debate. Pink (2010) argued that it is impossible to deny the impact younger generations are having on the workforce and sense of purpose. Pink (2010) claims that compared to older generations, the younger generation’s purpose is to positively impact society, opposed to profit.

CIPD (2011) disagreed and claimed that it is unfair to generalise the impact employees may have based on their age. There are other factors to consider such as individuals backgrounds, experiences, culture, race, sex and gender (CIPD, 2021c).

	







Neutral 

	Technological
	Claimed fourth industrial revolution has changed the way we work. During the global pandemic, the reliance on technology as heightened as many employees are enabled to work from home. (Mayer and Roche, 2021)

With many teams predominantly working from and unable to physically interact with their teams, it is possible that the shared sense of purpose has been negatively impacted due to lack of interaction (Klussman, Nichols and Langer, 2021).


	






Negative

	
	Possible that technological advancements are positively impacting health and well-being of employees. Consequently, this may be increasing attendance at work.
	

Positive

	Legal
	The Coronavirus Act 2020 – Whilst this act is applicable to all businesses, it clearly identifies the important role of health care professionals during the pandemic. The act emphasis on the NHS could unite health care professionals in their sense of shared purpose and consequently, 

It encourages the country to work together against coronavirus and unites society in a shared purpose.

	



Positive
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https://forms.office.com/r/tjQNJKBTyK
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	What
	Who
	When
	Why
	How
	Cost

	



























This is our NWSSP
	Merge the findings and analysis of this report with data collected during the discovery phase of ‘This is our NWSSP.’
	Programme Leads (2) and Culture Change Champions (30)
	November 2021
	As demonstrated in the recommendations, the current data collected for ‘This is our NWSSP’ does not capture significant content for Vision and Values. The findings in this report are invaluable in aiding NWSSP in their understanding of how staff interpret and feel about the purpose, vision and values of the organisation. 

It will further allow NWSSP to understand whether the current values, purpose and vision are fit for purpose today.
	Culture Change Champions currently have 1 working day a month dedicated to this programme.

In November, each champion can use their day to compare the data of this report with their existing data, merging the two together.

	All are employed at a band 5 level, earning a salary of £24,907.

This means that in total, it will cost NWSSP 225 hours and approx. £2,075 in wages.

	
	Allow individual directorates the autonomy to embed what their purpose is and evaluate their contribution to NWSSP more widely. Refrain from imposing a ‘one size fits all’ solution.
	Service Directors (8)
	Design Phase (January-June 2022)
	Corporate Rebels (2018) advocate allowing individual teams the space to design and understand their own purpose. Allowing them the autonomy to evaluate the impact they have on the wider NHS, will increase their sense of belonging, how valued they feel and their shared sense of purpose.
	
	

	
	Create a power-point/hand outs and present the merged findings back to the organisation
	Programme Lead (1)
	December 2021
	It is important to be transparent with employees and check that what we have heard and concluded is correct. Presenting the findings back to the organisation provides staff with an opportunity to correct any misunderstandings.

It will also limit the risk of entering the design phase based on misconceptions.
	NWSSP’s SLG message is still to work from home if you can. Considering this, a second coffee morning would be recommended to communicate the enhanced findings back to staff.

For those with no access to a desktop, it is recommended that the programme leads visit the concerned sites and communicate the findings to staff in person, welcoming feedback. 
	Approx. the design of the power point/handouts, the delivery of the virtual coffee morning, travel, and multiple on-site visits will cost 1 working month.

The programme lead’s salary is approx. £31,365 per annum. Consequently, this will cost approx. £2,613.75.

	




























Communication
	Meet with sister NHS organisation to find out about the success of their podcasts and videos for staff. 
	Organisational Development Officer (1) 
	November 2021
	Before proceeding to planning, it would be valuable to understand the lessons learnt from HEIW, as an organisation that have already completed this process. It is important to understand the pro’s and con’s of their communication tools and ask whether they would advocate these tools going forward.
	NWSSP and HEIW are both continuing to largely work from home. It would therefore be recommended to commence this meeting via Microsoft Teams.
	Approx. 1 hour for meeting and 6.5 hours to write up and evaluate the lessons learnt, pros and cons. 

The current organisational development officer earns approx. 1,640 per month. 7.5 hours of work on this action will cost approx. £51.

	
	Engage with concerned employees on the proposal of podcasts and videos. Gather their feedback and brainstorm way forward.
	Organisational Development Officer (2)
	January 2021
	Without engaging with the concerned employees, NWSSP could lose valuable insight into the true issues and the solutions workers may already have to said issues.

By listening to these employees, they will feel valued and recognised, particularly if their suggestions and solutions are taken on board.
	The two organisational development officers could cover the 8 sites between them that house the concerned staff.

It is recommended that they speak to site on the shop floor, or set up a stall in the communal area, welcoming staff to come before, or after work to their share their feedback on improved communication strategies.
	It is recommended that 1 working day of 7.5 hours is spent on each of the 8 sites. This will cost 60 hours.

As their salaries are approx.. £1640 per month, this will cost the organisation £51 per day. This will cost approx.£408 in total.

	
	Establishing the podcast purpose and designing the content for trial.
	For the purpose of the trial, the subject of Culture and Purpose should be focused on. Consequently, the People and OD Facilitator (1) would be responsible.

They could be supported by the Organisational Development Officer (1).
	April 2022.
	It is essential to establish the purpose of the podcast and its objectives before designing the content (BuzzSprout, 2021).
	The People and OD facilitator will work with the Organisational Development Officer to establish the key messages needed for staff. 

They will also consider the communication previously had with the concerned staff about that they consider valuable information. It is important to ensure that the staff receive the messages that are valuable to them.

The design can be done via brainstorming, following a written script of the key messages. 
	Podcasts can be recorded using mobile phone devices. This will have no cost to the organisation as work mobile devices are already purchased.

Predominantly, the cost will be time and the wages associated. Establishing the purpose, designing the content and recording the podcoast will take approx. 1 working month.  

This will cost £1640 and £2613.75 in wages, totalling £4253.75

	





Reward and Recognition
	Organisation of the NWSSP Staff Recognition Awards  2021
	Organisational Development Officers (2)
	January 2021
	In order to ensure NWSSP staff feel valued, it is important to implement reward and recognition strategies in the workplace. Research has shown that valued staff are more productive, purposeful, loyal and less likely to take long periods of absence. 
	The Officers can work together to:
· Design and launch the nomination form.
· Guidance for nominations.
· Promote event.
· Review nominations.
· Provide nominations to SLG.
· Formulate letters for all those nominated /shortlisted.
· Create visuals for virtual event
· Produce scripts for award ceremony
· Locate and brief appropriate speaker/s
· Create certificates and order trophies for winners.
	The trophies will cost the organisation a total of £500. As the event will be held virtually, there are no other foreseen costs associated with this event. 

It anticipated that the two officers will spend a total of 4 consecutive weeks each working on this piece of work. 

As the two officers earn £1640 per month, this means a total of £3280 in wages.



	
TOTAL COST
	TIME
	MONEY

	
	1057.5
	£12,181.50
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What NWSSP think the purpose of the organisation is and whether it is fulfilled, 


If and how coronavirus has impacted their sense of job purpose and shared purpose and


Whether their sense of job purpose and shared purpose has influenced their attendance at work.






To understand the importance of shared purpose on employees. To attain knowledge on how academics and researchers believe purpose impacts team attendance, as well as other influential factors.


Conduct primary research in the form of a questionnaire within NWSSP to investigate the impact of shared purpose on team attendance at work in the context of Covid-19.


Analyse the data from the questionnaire and compare absence data to establish the strength of this report’s hypothesis.


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. 
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Team Attendance


Team Attendance


Shared Purpose


Shared Purpose 



Philosophy


Approach to Theory Development


Methodological Choice


Strategy


Time Horizons


Techniques and Procedures



Discovey 


Design


Delivery


Vision


Values


Purpose


2 | Page

image3.wmf

image11.png
8 Cultural Change Document.pdf - Adobe Reader

X

File Edit View Window Help

Your

* toget
lnvolved

C ange

Programme
This is our NWSSP  Our people make a difference.

AT NWSSP WE WANT YOU TO HELP SHAPE AND
IMPROVE OUR CULTURE, LEADERSHIP AND
INCLUSION ACROSS THE ORGANISATION.

We want NWSSP to be a great place for all to work.
Your feedback from our staff survey’s show that we are not
always getting it right.

It is not right that staff feel there is unfaimess in how they
are treated or recognised, or when they feel blamed rather
than supported to learn and improve.

Please help us to find and improve what is not working.
Let's create a culture we are all proud of.

For further information please contact
Carolyn Isles: 07523 870170 or
Rhiannon Windsor: 01443 848583
or via Skype/Teams

o
B
i

(2]

= opportunit

e

GIG | buneraeth, > Expon [» Bportpor
R [ e

]
PDF and eaiy combine
ith  paid

for 05|t|ve

» Slore Files

CHANGE CHAMPIONS
WANTED!

A multi-disciplinary team of Change
Champions from across NWSSP is
needed to inform, design,

communicate and influence this
improvement programme.

We are eager to hear from colleagues
wh

« Are excited by change and want
to make a positive difference

« Embrace the values of NWSSP.

« Are inclusive in their approach

« Are good listeners and
communicators

« Have an open mind

« Are positive advocates of making
NWSSP a great place to work

You will be continuously
developed and supported ]
in this role.
Training workshops will be

held virtually in October. J

Initial time commitment wil
be two days per month for |
the first 6 months.

& 15°C Cloudy ~ E ae ) 02108/2021 L) ‘




image12.png




image13.png




image14.png
utosave GO B © Absence Timeline Jan19 Dec 20 Analy: Elena Grace Holm

Fle  Home Insert Pagelayout Formulas Data Review View Help & Share T3 Comments

! 7 = AutoSum v
B BwapTed General B B 8=RE 5w O 4
S Fill
Conditional Formatas Cell | Insert Delete Format Sort& Find& | ldeas
Formatting v Table v Styles v v v v & Clear v Filter v Select v

& cut Calibri
u [@copy ~

< Format Painter

Iu-~

== EMege&Center v | B % 9 8 -8

@
@

Clipboard Alignment [ Number [ Styles Cells Editing Ideas Sensitivity ~
v7 - S v

! J K L M N o P Q R S T u \ w X[~

- NWSSP Sickness FTE % Timeline

16 Jan Feb Mar Apr May Jun Jul Aug Sep Oct. Nov Dec

17 [Nov Dec 2019 4.28% 4.47% 4.46% 4.51% 4.33% 4.02% 4.24% 3.70% 3.74% 4.61% 4.87% 4.62%
18 2020] 4.14% 4.49% 5.30% 4.22% 2.83% 2.75% 2.99% 2.67% 2.83% 3.21% 3.38% 3.16%
19
20
21
2
23
2

26
27
28
29
30
31
32
33 Lo—s
34
35
36

NWSSP Sickness Timeline - Estimated Cost
37
38 o Jan Feb Mar Apr May Jun Jul Aug Sep Oct. Nov Dec
39 [ P 2019] £194,614.39] £183,528.19 £210,687.58]  £209,140.71 £215,603.77| £187,790.63]  £198,020.95| £176,153.84] £180487.32  £233,630.69] £254,903.44|  £238,982.86

40 2020] £213,615.90) £213,132.96 £289,541.59 £231,742.05 £158,635.33 £153,049.31|  £169,369.25| £155,480.30) £155,914.92|  £179,375.23| £196,054.26]  £194,535.49

Absence % Timeline | Absence Reasons | () < >

H L Type here to search Sunny 9 1g/08/2021





image4.png
AutoSave 26.07_21 NWSSP JET Presentation v: Elena Grace Holmes (NWSSP)

File Home Insert Design Transitions Animations Slide Show Review View  Help & Share 1 Comments

X = = Btayout~ EN\OoOo - 0Oa Orind 0 =
i i q g AT1LB 36 O e $ 80

M@~
Paste New Reuse . = Amange Dictate | Design
- Slide v Slides [ Section ¥ = CON {3 e T € I setect v v Ideas
Clipboard 1S Slides Font Paragraph Drawing Editing Voice | Designer A

1

Shared Services Partnership

THE DIFFERENCE 10 YEARS o©o—
CAN MAKE

2 ® 3,793 5,000+
" Members of staff " Members of staff
Budget of over c. 1,200
£ m members of staff
4 503 deployed to work
from home

Operating from
27 buildings

Operating from
53 buildings.

»

Click to add notes

slide 3 of 65

H L Type here to search





image5.png
AutoSave

entation! - PowerPoint

File Home Insert Design Transitions Animations Slide Show Review View  Help

& Share {7 Comments
L I B Jo SA A A | EviE- T ENNOOO - P I i 8 | A
paste 7 | New Reuse EIReset AV P LLo30- Arrange = | @Rl < Dictate | Design
4 Siide v Slides P sectionv | B 1 U S @&~ Aav [ £~ - SN\ }E T © | I\ select~ o
Clipboard 1 Slides. Font &

Ideas
5 Drawing

~ Editing Voice | Designer ~
. In scope
. Out of scope

side1of1 [T

H L Type here to search

Sunny




image6.png
Job Purpose and Attendance at ' X

<&« C QA ©O htps// f esignPage.aspx?auth_pvr=Orgld&auth_upn="Elena.GraceHolmes%40wales.nhs.uk&lang=en-US&origin=OfficeDotC aQa v ©® B¢t @
B3 MTP £ POSTGRAD £ Placement 1-WOD ) Placement 2 - Proc.. ) Placement3-PCS ) Placement 4 - Empl.. #" Action Point #" Action Point [3) Pay scales.pdf UserAccount | Login - £ LD > | B Other favorites
Forms Job Purpose and Attendance at Work - saved 2 @
Responses @
18:39 Closed
‘Average time to compl
1. Which NWSSP Service Division do you currently work in?
{
ople and \ /4
@ Frncz ana ~ =
anning e e - Yy -
ement. HCS and Supply 7V N
I
@ Legal and sk X

@ speciie

@ sunane

@ sursist Vs 20 Teztng
° .

. 2. What does job purpose mean to you? e.g. positively impacting the wider community.

P&OD newsletter catch up 0839

@ nsgns
| Late

52 ‘ J I‘
pons e

Contributing to the su

What do you believe is the purpose of NWS!

o

12:06
17°C Sunny A~ B @ @) oo B

Type here to search




image7.png
wtosave @D (R

Last Modified: 28 September ~

Elena Grace Holm

(NWSSP)

File  Home Insert Pagelayout Formulas Data Review View Help & Share T3 Comments
X cut o m ) 7 T | = Autosum ~ A,
e Calibri Y 25 Wrap Text General v w W o =X e . 7%
opy v v
Paste Conditional Formatas Cell Insert Delete Format Sort& Find& | ldeas
BIU- v vA-~ = [l Merge & Center v | @@ v % @ %
v < Format Painter EHe ova === g B %9 B2 Formatting v Table v Styles v v v v & Clear v Filter v Select v
Clipboard [ Font [ Alignment [ Number [ Styles Cells Editing Ideas Sensitivity
v19 -
3 3 G H ' s X L ™ N o 3 a 3 s T u v w x
Document Recovery B
£ Timeline
Excel has recovered the following files. s
Save the ones you wish to keep. j
s
3
httpsy//nhswales365-myshar... o
Version created last time the use... 11
28/09/2021 16:05 12
13
1
- NWSSP Sickness FTE % Timeline
1 Jan Feb ar Aor May Jun ol Aug Sep. oct Nov Dec
ko May wn W A Sep Ot Nov Deo 2019 +28%] sa7%) +6%) 451 +35%] +.02%] +20%] 570%] 57a%] 461 +57%) 462
18 2020] s.105] s.49%] 5.30% 4.225%] 2.85%] 275%] 2.99%] 267%] 2.85%] 5215 5.38%] s.16%)
= 2019 —e=2020
20
2
2
2
2
25
26 heline
2
28
20
50
5
2
53
34
35
36
- NWSSP Sickness Timeline - Estimated Cost
B e i e S 04 e D Jan Feb Mo Apr [T Jun ol Aug Sep oct Nov Dec
(2) Which file do | want to save? 39 P My A Sep o b 2015| £194,61635| £183,528.19]  £210687.58] £209,180.71] £21560377  £187,790.63| £195,02095| £176,153.84]  £180.487.52] £233,639.69] £254,903.44 £238,982.55|
= 2019 ——2020 2020] £213.615.90] £215.132.96] _£289.541.55] _£251,742.05] _ £158,695.33] _ £153,009.31] £169,369.05] 15548030 £155.91492] £179,375.23] £196,056.26 £194,535.49)

Absence % Timeline

Absence Reasons |

®

“

C Sunny

@

1040

06/10/2021




image8.png
Job Purpose and Attendance at ' X iR

&« C @ © htps

F IMTP £ POSTGRAD ) Placement 1-WOD ) Placement 2 - Proc.. [ Placement 3-PCS ) Placement4 - Empl.. #" Action Point #" Action Point [ Pay scales.pdf

Forms

Type here to search

esignPage.aspx?auth_pvr=Orgld&auth_upn=Elena.GraceHolmes%40wales.nhs.uk&lang=en-US&orig

Job Purpose and Attendance at Work - Saved

Responses

vide an efficient and effecti

4. Do you believe that NWSSP fulfilsits purpos:

@ sometme:
@ otz

se provide a reason for your answ

Responses

“We have seen the repors for our team that clearly shows how effecti

Responses

Does your job purpose align with the purpose of the organisation?

\

se provide a reason for your answ

Latest Responses
¥, and feel my volues are well respresene..
hire in the mos

Responses
“Part of my job role s

8. Do you think NWSS

o

UserAccount | Login ) LD > | E) Other favorites

a % @ Gl @ @®

\ ’
~ -
- ¥y -
s \l Y

12:52
& 16°C Coudy A~ maw d) oo B




image9.png
Microsoft Forms

G a 6

https:/forms

£ IMTP ) POSTGRAD [ Placement1-WOD [ Placement 2 - Proc...

IBI Results | Microsoft Teams x 0

Forms

Type here to search

D) 1T Service Desk Why UWTSD? » Hub X | o3 Email - Elena Grace Holmes (200 x | +
esignPage.aspx?lang=en-US&origin=OfficeDotCom&route=Start#Analysis=true&Forml jgkCovkMenyPr.. Q v ® & | = @
) Placement 3-PCS 7] Placement4 - Empl.. #" Action Point ¢ Action Point [ Pay scales.pdf UserAccount | Login - ) LD > [7) Other favorites
Job Purpose and Attendance at Work - saved 2 @
Responses @
\ { ’
~ -
- Y -
7 NV N

2m unable to compar

17. Please se

ct true or false to each of the below statements:

ing 3 pu
e o

ing 3 pu

ing 3 pu

100%

1443
18/08/2021

o

& 15°C Cloudy ~ % @ o)





image10.png
NHS Wales graduate managem NHS Wales Graduate Managem: X | sSSP People & Organisational D X [F-IESeL IR PR e e How to Start a Podcast - The Ste. x| =+

C QA © hps esignPage.aspx?auth_pvr=Orgld&auth_upn="Elena.GraceHolmes%40wales.nhs.uk&lang=en-US&origin=OfficeDotC aQa v ©® B¢t @
F) IMTP ) POSTGRAD ) Placement 1-WOD ) Placement 2 - Proc.. 7] Placement 3-PCS ) Placement4 - Empl.. #" Action Point ¢ Action Point [ Pay scales.pdf UserAccount | Login - ) LD > | B Other favorites
Forms Job Purpose and Attendance at Work - saved 2 @
Responses @
19 s v e s .
16. Please provide a reason for you answer:
I startein January during the Pandemic so am unbl to compar
*The NHS came under immense pressure to keep our patients safe
/1D-19 panderric highlighted the importance of maintain \
\ /4
17. Please select true or false to each of the below statement: ~ -
- Y -
7 NV N

= 100% 100%

the most relevant statemer

o

12:00
& 15°C Coudy ~ WD g ®) (o0 B

Type here to search




image1.png
Shared Services Partner X

= o
& > O

the Managing Director of
Shared Services

Health and Safety Sections
Health and Well-being

The Staff Room-Information
pages for all NWSSP staff

General NWSSP Contact

Details

NWSSP Communications
Press and Media Enquiries

Our Communications
Services

Web Authoring Group
Information Area

Templates for corporate
and divisional styles

NWSSP and the
Environment

Welsh Language
Timesheets

Business Systems and
Informatics

NWSSP Project Management

[2] Claim: EHolmes13

“ Dashboard - Velindre Unive ‘

@ nww.sharedservicespartnership.wales.nhs.uk/nwssp-corporate-communications

Documents

I
j Powerpoint Blue Presentation Template

i

Powerpoint Template

Agenda Template

Minutes Template

Template Letterheads for all Services

Press Release Template

Report Template

Email Signature

Out of Office Signatures

Compliment Slip- Landscape

Compliment Slip- Portrait

NWSSP Branding Guidance

+ v

Q) PROTECTED VIEW Be careful—files from the Internet can contain viruses. Unless you need to et it safer to stay in Protected View.

Tansitions  An

Enable Editing

-—A

Engish (United Kingdom)

@008

Title

Name here

Partneriaeth
Cydwasanaethau
Shared Services
Partnership





image2.png




