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Managers Role in Developing Culture at HMT Sancta Maria 
As part of the recommendations set out in the February 2023 briefing paper “Examining Organizational Culture within HMT Sancta Maria Hospital”, you as managers play a key role in implementing positive cultural changes within Sancta Maria hospital. 
Each organisation has their own identity and demonstrates shared assumptions that influences the way in which an organisation operates (Schein, 2019). At Sancta Maria, we want our identity to promote a supportive culture around core values of staff wellbeing, inclusivity, and employee engagement to get the best from our teams.
Your Role in implementing recommendations 
Leadership is recognised as an instrumental tool in shaping the behaviour of others and driving an organisations cultural formation (Shein, 2017; Wilkinson, Armstrong, and Lounsbury, 2017). As such, you play a vital role in implement each of the three recommendations set out to develop HMT’s culture. 
Developing Core Values
A significant link between job satisfaction and organizational performance has been recognised (Ganu and Kogutu, 2014), underpinning the organizations focus on shared values that can improve job satisfaction. A national survey of full-time workers concluded that 71% of staff would take a pay cut to work for an organization with shared values (McQueen, 2018). This demonstrates the importance of implementing values as a key recruitment and retention tool to ensure our teams are significantly staffed to continue operating our services. With a severe shortage of nurses already experienced and expected to worsen in the UK (Nursing Times, 2021), you role in promoting these values will be essential in ensuring adequate staffing levels for the future within Sancta Maria as a failure to recruit or retain staff would result in the failure of key services. 
To ensure our values consider both the behaviors of our staff and the organizational strategy, you will be involved in the formation of HMT’s values to create deeper investment in their formation, promotion, and ultimately the success of their implementation (Arieli, Sagiv and Roccas, 2018). Once HMT’s values are developed, you will be instrumental in cascading HMT’s values through your teams. Whilst there will be organizational promotion as part of our HR strategy, you will be responsible for driving these values as part of the induction process, appraisals, and staff supervisions to continually integrate these values within the organization.  
As diversity and inclusion is widely accepted as vital to a ‘good’ organizational culture (Northouse, 2022), managers across HMT are encouraged to promote diversity champions within teams to help create an inclusive culture as early as the recruitment process. This training will be crucial for you to optimize diversity during the recruitment process and minimize structural biases throughout the organisation (Andersen, 2021). Becoming a diversity champion will also help you minimize unintentional and counterproductive cultural traits during performance reviews and form part of an inclusive leadership style that which is overall linked to enhanced job satisfaction (Andersen, 2021). 
Failure to implement values effectively can however lead to low morale, employee cynicism and staff turnover which can ultimately lead to poor organizational performance (Carucci, 2017).
Promote Staff Wellbeing									
As managers, you have a significant role to play in creating an environment of positive staff wellbeing. Within Sancta Maria, there has been increasing levels of staff sickness with mental health and wellbeing identified as a significant cause. Treven, Lorber and Mumel (2020) recognise this to be an industry wide concern as nurses and healthcare staff undertake more stressful roles which lead to ‘burnout’. 
In addressing staff burnout that can occur from an extroverted workforce such as our own, Bakker (2018) explains that proactive leadership is required to promote engagement and support a culture of positive wellbeing. As a manager you will therefore be instrumental in identifying and supporting a culture of positive wellbeing within Sancta Maria. You can support staff by spotting signs of stress of mental deterioration, support adjustments to work, build positive relationships and signpost staff to support services (Suff, 2022). 
CIPD (2022) highlight’s the importance of your role as line managers in supporting employee resilience and building support structures within your teams which can improve with staff wellbeing, and can be achieved by building relationships with your teams, offer guidance and sharing knowledge, being open, fair and consistent, supporting staff development, and actively managing conflict and people issues. 
Suff (2022) reports that 26% of staff blamed their managers style for work-related stress. Therefore, with heightened sickness absence already being experienced, it highlights the consequences of failing to support staff and promote wellbeing in the workplace. 
Support will be provided by HMT’s HR department and resources will be developed to help you access the additional Occupational Health resources being implementing alongside information of our existing employee assistance and wellbeing programmes. Stress tests will also be promoted to identify staff who may require further support and financial wellbeing workshops will be arranged to support staff with wider wellbeing concerns, with the overall aim of promoting a supportive culture and reducing staff sickness and turnover. 
Improve Employee Engagement	
The inherent characteristics of Healthcare workers places a high importance in intrinsic rewards such as job satisfaction and personal wellbeing which can drive engagement (Showers, 2022). As a manager, you can actively influence staff engagement and support organizational commitment by advocating ethical standards that promote good working conditions and encourages commitment from staff (Islam, Ahmed and Ali, 2019). By attending workshops on ethical leadership, you will develop ethical values through inclusive and fair decision making that can improve employee engagement (Spillane and Joullié, 2022). 
Within Sancta Maria ethical leadership could improve organizational commitment and could result in reduced staff turnover and reduce potential burnout as engaged staff generally work more collaboratively to overcome challenges during demanding periods (Hales and Nochajski (2020). Improved staff engagement will not only help improve patient experience, but will also reduce errors by healthcare professionals and improve patient experience (Gardas, 2022). 
Eaton and Mallon (2023) advocate the need for workplace leaders to drive revised management strategies empower their teams and consider the needs of your staff (such as flexible working or support) to help their teams thrive. In promoting engagement, wellbeing and inclusion, teams will benefit from improved performance and ultimately contribute towards HMT’s strategic goals (Green, 2020). 
Conclusion:
Failure to successfully implement these recommendations could lead to regressive inclusion and diversity, affect teams performance, and can overall be detrimental to staff wellbeing, none of which are advantageous for organisational effectiveness (Cheese, 2021).
For more information please contact Grahame Chapman: 0750314@student.uwtsd.ac.uk or contact HMT’s HR department for guidance and management resources. 
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