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DESIGN GUIDE  
 

This PowerPoint 2007 template produces an A0 

presentation poster. You can use it to create your 

research poster and save valuable time placing titles, 

subtitles, text, and graphics.  

 

We provide a series of online tutorials that will guide 

you through the poster design process and answer your 

poster production questions. To view our template 

tutorials, go online to PosterPresentations.com and 

click on HELP DESK. 

 

When you are ready to print your poster, go online to 

PosterPresentations.com 

 

Need assistance? Call us at 1.510.649.3001 

 
 

QUICK START 
 

Zoom in and out 
 As you work on your poster zoom in and out to 

the level that is more comfortable to you. Go 

to VIEW > ZOOM. 

 

Title, Authors, and Affiliations 
Start designing your poster by adding the title, the names of 

the authors, and the affiliated institutions. You can type or 

paste text into the provided boxes. The template will 

automatically adjust the size of your text to fit the title box. 

You can manually override this feature and change the size of 

your text.  

 

TIP: The font size of your title should be bigger than your 

name(s) and institution name(s). 

 

 

 

 

Adding Logos / Seals 
Most often, logos are added on each side of the title. You can 

insert a logo by dragging and dropping it from your desktop, 

copy and paste or by going to INSERT > PICTURES. Logos 

taken from web sites are likely to be low quality when 

printed. Zoom it at 100% to see what the logo will look like 

on the final poster and make any necessary adjustments.   

 

TIP: See if your school’s logo is available on our free poster 

templates page. 

 

Photographs / Graphics 
You can add images by dragging and dropping from your 

desktop, copy and paste, or by going to INSERT > PICTURES. 

Resize images proportionally by holding down the SHIFT key 

and dragging one of the corner handles. For a professional-

looking poster, do not distort your images by enlarging them 

disproportionally. 

 

 

 

 

 

 

 

 

Image Quality Check 
Zoom in and look at your images at 100% magnification. If 

they look good they will print well.  
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QUICK START (cont. )  
 

How to change the template color theme 
You can easily change the color theme of your poster by going 

to the DESIGN menu, click on COLORS, and choose the color 

theme of your choice. You can also create your own color 

theme. 

 

 

 

 

 

 

 

You can also manually change the color of your background by 

going to VIEW > SLIDE MASTER.  After you finish working on 

the master be sure to go to VIEW > NORMAL to continue 

working on your poster. 

 

How to add Text 
The template comes with a number of pre-

formatted placeholders for headers and 

text blocks. You can add more blocks by 

copying and pasting the existing ones or by 

adding a text box from the HOME menu.  

 

 Text size 
Adjust the size of your text based on how much content you 

have to present.  

The default template text offers a good starting point. Follow 

the conference requirements. 

 

How to add Tables 
To add a table from scratch go to the INSERT menu 

and click on TABLE. A drop-down box will help you 

select rows and columns.  

You can also copy and a paste a table from Word or another 

PowerPoint document. A pasted table may need to be re-

formatted by RIGHT-CLICK > FORMAT SHAPE, TEXT BOX, 

Margins. 

 

Graphs / Charts 
You can simply copy and paste charts and graphs from Excel 

or Word. Some reformatting may be required depending on 

how the original document has been created. 

 

How to change the column configuration 
RIGHT-CLICK on the poster background and select LAYOUT to 

see the column options available for this template. The 

poster columns can also be customized on the Master. VIEW > 

MASTER. 

 

How to remove the info bars 
If you are working in PowerPoint for Windows and have 

finished your poster, save as PDF and the bars will not be 

included. You can also delete them by going to VIEW > 

MASTER. On the Mac adjust the Page-Setup to match the 

Page-Setup in PowerPoint before you create a PDF. You can 

also delete them from the Slide Master. 

 

Save your work 
Save your template as a PowerPoint document. For printing, 

save as PowerPoint or “Print-quality” PDF. 

 

Print your poster 
When you are ready to have your poster printed go online to 

PosterPresentations.com and click on the “Order Your Poster” 

button. Choose the poster type the best suits your needs and 

submit your order. If you submit a PowerPoint document you 

will be receiving a PDF proof for your approval prior to 

printing. If your order is placed and paid for before noon, 

Pacific, Monday through Friday, your order will ship out that 

same day. Next day, Second day, Third day, and Free Ground 

services are offered. Go to PosterPresentations.com for more 

information. 
 

Student discounts are available on our Facebook page. 

Go to PosterPresentations.com and click on the FB icon.  
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Healthcare is a people profession. Around 1.6 million staff in the National Health 

Service (NHS) in England provide care to one million patients every 36 hours [1]. 

Trusts with highly engaged staff have better patient satisfaction, lower patient 

mortality and staff depersonalisation, better financial performance and staff feel 

more valued, respected and supported [2].  

 

Although many NHS institutions know that staff engagement drives health care 

quality, it is often unclear what measures are most effective to improve staff 

engagement in the long term [3]. Today, engagement has become something of a 

buzz word tagged on to various initiatives to increase workforce morale; a short-

term perk is introduced, with diminishing returns over time, until another is required. 

Engagement metrics, such as staff motivation, recommendation and contribution to 

improvement feed into the NHS staff survey and are used in analysing data. Some 

Trusts, however, have found success in a more measured approach to improve staff 

engagement: a dissection of the employee journey to analyse the various 

touchpoints, their cumulative influence on perceptions, and the ultimate impact on 

engagement [4]. This is supported using real-time feedback from staff to 

management to inform and drive improvements in employee experiences.  

 

Here, I provide a local commentary of staff engagement within the NHS, discussing 

key human resource and working environment barriers and enablers.  

INTRODUCTION 

THE EMPLOYEE JOURNEY 

UNDERSTANDING THESE TOUCHPOINTS 

A siloed focus on individual touchpoints misses the holistic, cumulative experience 

of staff across multiple touchpoints, multiple channels and over time [4]. The first 

step in improving these experiences is for management teams to encourage a 

dialogue with their employees. These connections with frontline staff enable 

management teams to empathise with employees and understand how their staff 

experience the NHS day to day.  

 

However, understanding what employees want is not a one-time event. The NHS 

annual survey doesn’t provide ongoing results on how engaged employees feel, what 

they expect and what they value, especially as only 49% of employees respond 

(Table 1). The 2020 NHS staff survey shows poor engagement nationally and so a 

culture of open communication couple with effective feedback is required to 

identify, understand and prioritise the key touchpoints affecting engagement. 

 

TARGETING THESE TOUCHPOINTS 

An important step in redesigning employee experiences is a needs-based 

segmentation of staff; cross-sections of employees with similar values, behaviours 

and motivators may have similar wants and needs and should be targeted together. 

 

There should be a systemic shift away from purely top-down decision-making where 

management decisions are diffused to staff, in favour of more collaborative and 

bottom-up approaches where staff have adequate information, resources and trust to 

identify and solve problems themselves, in a culture embedded with mutual respect. 

Each autonomous decision represents a positive employee experience, which 

cumulatively leads to a culture where staff hold themselves and each other 

accountable for improving care. 

 

The final step of a staff engagement strategy is implementing any changes across all 

the touchpoints. These new experiences must be designed such that they are long 

term, realistic and have meaningful impact. The solutions should be treated like any 

new innovation; after the initial test period, there is a continuous and transparent 

loop of testing and iteration, before they are validated and scaled. 
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The employee journey may be described as the sum of a series of events, or 

“touchpoints”, that are based on an individual’s perceptions of a particular 

experience, including any preconceived notions, feelings and/or social interactions 

[4]. These experiences then shape an employee’s attitude, which evolves into 

behaviours and eventually influences culture and outcomes [5]. Thus, the employee 

journey is composed of multiple touchpoints which altogether shape their 

engagement. Furthermore, employees won’t just have one, linear journey – each one 

has a different lifecycle, with various starting and ending points.  

 

One journey may begin during recruitment, where experiences with job postings and 

interviews can influence decisions on accepting or rejecting an offer. Throughout the 

employee lifecycle, experiences of onboarding, ongoing training and development, 

appraisals and recognition and even exiting a job can all direct staff attitudes and 

behaviour, ultimately impacting engagement (Fig 1).  
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Fig 1: Example touchpoints throughout the employee journey. 
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Metric Result YoY Change 

Overall staff engagement  7.04 / 10 + 0.7% 

Enthusiasm for their job 73.0% - 1.8% 

Look forward to going to work 58.7% - 0.8% 

Effective communication between managers & staff 43.4% + 3.1% 

Belief that managers act on staff feedback 34.9% + 1.4% 

Table 1: NHS staff survey results within ‘engagement’ [6] 

CONCLUSION 

Senior leaders must recognise that these touchpoints are all intertwined. Hence, 

management targeting isolated touchpoints is ineffective. Even if individual 

experiences are varying levels of “OK”, it is the cumulative impact of multiple 

touchpoints over time which really affect staff behaviours and outcomes [7]. 

 

Before implementing staff engagement strategies, leadership teams must employ 

feedback processes to learn what matters most to employees, and managers must 

foster an engaging and supportive working culture with aligned values between 

teams, departments and across institutional boundaries. Although staff engagement 

cannot be mandated, it can certainly be ignited. 
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