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As a large organisation within the public sector, it is important for UWTSD to use internal and sector research to critically analyse the organisational culture to determine whether it aligns with the organisations strategic objectives (Lasrado & Kassem, 2021). 
During years of research, anthropologists and sociologists have expressed the difficulty in defining culture (Schein and Schein, 2016). Despite years of attempts, Apte (1994) wrote that in the early 1990s, there was still no agreed definition. It has, however, been widely recognised that culture can be seen on different levels (Pizam, 1993) and is often examined within nations, occupations and organisations (Schein and Schein, 2016).
During the 1980’s, scholars diverted their attention to research surrounding the affects organisational culture can have on performance (Lee and Yu, 2004; Davies, Nutley and Mannion, 2000) with many discussing the importance of its presence when trying to achieve organisational goals and objectives (Deal and Kennedy, 1999). A common theme in many of the definitions is that organisational culture refers to a set of beliefs, values and assumptions of which are shared among employees (Schein, 2010) that can lead behaviours (Alvesson, 2013; Denison, 1996). Deal and Kennedy (1982, p.82), described organisational culture as “the dominant values espoused by an organisation”. 
Organisational culture enables businesses to analyse and understand their work environment (Schneider, Ehrhart and Macey, 2011). Studies have analysed the role organisational culture plays in the application of organisational strategies (Dwyer, Teal and Kemp, 1998). Dwyer, Teal and Kemp’s (1998) research shows that the dynamic of an organisational culture affects organisational strategy through its influence on employee decision making, ethical perceptions and interpretation of data and information, enabling organisations to gain competitive advantage (Dyer and Singh, 1998). 
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Cultural models or typologies are historically used to identify and understand organisational culture (Ankrah & Langford, 2005). Charles Handy’s typology is an important contribution to the theory of organisational culture (Karapancheva, 2020) and for this reason has been chosen as a model to critically analyse the culture and organisational behaviour of UWTSD. 
Handy understands organisational culture as “sets of values and norms and beliefs reflected in different structures and systems” (Handy, 1976, p.176). Handy’s typology of organisational culture identifies four types of cultures based on the structure of an organisation (Handy, 1976). Each culture type has its own unique characteristics, and can co-exist with the others (Kane-Urrabazo, 2006). We must consider the relevance and accuracy of Handy’s model when analysing UWTSD’s culture. Studies reveal that scholars favour Handy’s model over others due to its increased applicability to modern organisations. For example, Hofstede’s (1998) model focuses on culture among nations rather than organisations. However, Handy faces criticism over an overly-simplistic model and approach (Roots, 2002). 
Role culture represents a bureaucratic structure where policies and procedures are driven by tight management control (Skoumpopoulou & Moss, 2018; Kane-Urrabazo, 2006). Handy describes role culture as a Greek temple, where the functions and work of an organisation are separated into pillars or segments, and are managed through a top-down approach by rules and dictatorship (Ettore, 1996). Considering this in relation to the University, UWTSD also has its various departments consisting of teams who operate based on their job descriptions, who’s work collaboratively supports the organisation (Hiršová, Komárková & Pirožek, 2018; Becher, 1994). Cohen et al. (1972) defines Universities as an ‘organised anarchy’, as an extension to Handy’s (1993) studies. Similarly, Glisson’s (2015) interpretation of culture within the higher education industry states that Universities are instructed by a team of strong senior management who oversee the organisational affairs. This is alike UWTSD’s decision making process, for example, how finances are allocated and managed centrally by the executive management team. UWTSD’s exit interview data portrays a general feel of frustration from previous employees, highly due to a lack of autonomy in their roles, emphasising a hierarchical structure (UWTSD, 2022b). Many also noted the limitations in opportunity for progression due to the lack of room for collaboration and evident top-down approach (UWTSD, 2022b). 
Max Weber’s work stems from his belief that a bureaucratic structure improves the efficiency of an organisation’s success and performance (Weber, 2015). Hierarchies enable coordination and delegation of roles and duties, where the legitimacy of power is allocated trough the organisational structure (Wright, 2020). Adair-Toteff (2016) notes roles are clearly defined, avoiding confusion and uncertainty, and a line of communication is clear ensuring all employees are working towards a common goal. 
Alternative research challenges the effectiveness of a bureaucratic structure as a competitive environment is often likely, as many compete to climb the corporate ladder, causing conflict and deception among employees (Wright, 2020). There is a general perception among theorists that employees do not feel a sense of belongingness, with many unclear on the organisations strategic goals and vision (Orishede, Kifordu & Ukwandi, 2020). The effectiveness of a bureaucratic structure within modern organisations has also been challenged due to the changes in business goals and objectives, stemming from the external environment (Orishede, Kifordu & Ukwandi, 2020). UWTSD must consider the implications in operating this way and its effects on employee retention, as Moore (2023) says employee retention increases productivity. 
Upon analysing, we can acknowledge that UWTSD does not fall under role culture in every aspect. Similarly to Sanford’s (1971) studies on culture within higher education, UWTSD have naturally created subcultures due to the encouragement of specialisation and expertise within the various departments. UWTSD also strongly promote teamworking among staff members as collaboration is one of the University’s core values (UWTSD, 2022a), however this is not the reality within some departments as many are challenged with conflicting personalities (Jones, 2022). As a result, this can cause different cultures within the departments, shifting away from Handy’s concept of role culture.  
To conclude, UWTSD’s true culture does not align with its desired culture of being a collaborative institute due to it’s top-down approach (UWTSD, 2022a). It is important to acknowledge the risk in promoting an organisational culture that UWTSD are not adhering to. Studies have shown that staff become disengaged and difficult to retain when a culture is different to what is promoted, making it difficult to achieve organisational objectives (Ficarra, Rubino, & Morote, 2020), which was reflected in UWTSD’s exit interview data (UWTSD, 2022b). 
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Despite the copious amount of studies surrounding human behaviour, Max Weber’s Theory of Bureaucracy continues to be acknowledged as an established theory used by organisations, to shape processes and structures (Dash & Padhi, 2020). Upon reviewing the various human behaviour models, this briefing paper will review Max Weber’s Theory of Bureaucracy, in relation to UWTSD. 
Weber suggests that authority within organisations is conveyed through established hierarchical systems (Lounsbury & Carberry, 2005). Studies have shown the increase in academic bureaucracy over the last number of years. Tahir (2010) reported that between 2005 and 2010, there was an increase of 33% in the number of managers within the higher education sector. Max Weber introduced six principles of bureaucracy; task specialization, formal selection, impersonal, hierarchical layer of authority, rules and regulations and career orientation (Jordan-Makely, 2021). Weber believed that by following institutionalised rules, processes, procedures, and abiding by the hierarchy of command, an organisation can acquire efficiency and avoid bias and favouritism (Swedberg & Agewal, 2005). 
Weber’s six principles of bureaucracy can be seen within the characteristics of human behaviour in UWTSD. The first principle refers to task specialisation, where all business tasks are shared among employees based on ability, skills and specialisation (Latief, Sultan and Km, 2019). Similarly to Weber’s theory, studies have shown that Universities historically work towards strengthening their organisational hierarchies and focus on a task specialisation approach (Christensen, Gornitzka, & Ramirez, 2019) where labour is divided into groups, and employees in time become proficient in performing their individual tasks, positively influencing the outcome of the organisation (Mugizi, Nuwatuhaire and Turyamureeba, 2019). 
UWTSD also follows a hierarchical layer of authority where each layer of management is accountable for a team of employees and their performance (Page, 2003). Research surrounding higher education in Wales proposes Universities are positioned within hierarchical structures which delineate the higher education system (Boliver 2013). Within UWTSD, staff are monitored by their line managers who encourage growth within their departments (UWTSD, 2022c). 
We see similarities between Weber’s formal selection principle and the way in which UWTSD recruits it’s staff. Weber implies that employees are recruited based on their skills and competencies, of which were acquired through either education, experience or training (Latief, Sultan and Km, 2019). As an educational institute, UWTSD have a selection process that requires a demonstration of educational history, past experiences and competencies applicable to the role through an application form, a formal interview and/or tests (UWTSD, 2022d).  
Weber’s theory of bureaucracy also proposes that every organisation requires a set of rules and regulations to ensure regularity and consistency among employees (Haveman & Wetts, 2019) . Policies and procedures ensure employees are aware of what is expected of them (Latief, Sultan and Km, 2019) to encourage efficiency within the organisation. Weber implies that rigorous rules influence an improved employee performance and work (Weber, 1996).  
Weber believes that by hiring employees based on their skills and expertise, organisations are efficiently utilising their human resources (Weber, 1996). This division of resources also enables employees to progress in their roles by also encouraging individuals to build a career within their fields and optimise their performance (Sofo, 1999). UWTSD strongly encourage growth and development among employees through their staff development policy (UWTSD, 2023).
Weber believes that by implementing strict rules and regulations that it creates impersonal relationships between employees (Schneider, 2021; Serpa & Ferreira, 2019). Weber implies this is a positive characteristic as focus solely lies on the achievement of the task and objectives (Abun et al., 2021). Relationships among employees are kept professional to avoid nepotism and any external disruption (Madan, 2014).
Although UWTSD hold a clear hierarchical structure, employees are also encouraged to build work relationships, in contrast to Weber’s principle on impersonal relationships (UWTSD, 2022a). In recent years, we have also seen a shift in Universities towards becoming international, competitive and dynamic institutions (Tienari, 2012; Boitier and Rivière, 2013). As a result, it has urged Universities to reassess their structures and processes, moving them away from a bureaucratic style of operating (Kallio, Kallio, and Blomberg, 2020). Studies emphasise the benefits of a decentralised structure within Universities by encouraging creativity and providing more autonomy to academic staff (Burns & Stalker, 1961; Khandwalla, 1977). 
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Employee engagement is a fundamental concept and has for years sparked interest among human resource and organisational development professionals (Shuck and Wollard, 2010). Kahn (1990) first introduced the concept of personal engagement which has since evolved and is now more commonly used for the definition of employee engagement. Although there isn’t a universally agreed definition of employee engagement, it has been referred to as “a positive work-related psychological state, characterised by a genuine willingness to contribute to organisational success” (Albrecht, 2010, p.5). Theorists Bakker and Demerouti (2008) and Rothbard and Patil (2011), identified employee engagement as a key driver for organisational performance and success. As a result, organisations strive for an engaged workforce as it is said to create a competitive advantage (Rowland, 2013). 
There are a number of factors affecting employee engagement, however for the purpose of this paper, we will be reviewing three. 
Studies have revealed that within the public sector, non-financial incentives have proven to be effective in encouraging engagement within organisations (Chandani et al., 2016). Pandita and Ray (2018) discuss the influence career development programmes have on employees as it increases their confidence and motivation within their role. UWTSD introduced a Future Leaders Programme which was circulated within the 2022-23 HR strategy (O’Rourke, 2022). The programme encourages development among the senior representatives within UWTSD, to improve their leadership and management skills and to highlight the talent within the organisation. 									   Naturally, there often isn’t opportunity for all employees within an organisation to progress and develop, and only a small cohort of talent are selected for such favourable circumstances (Rothschild-Whitt, 1979). However, Festing, Schäfer & Scullion’s (2013) research demonstrates the importance of granting all other employees the same opportunities to avoid any political or bias occurrences, which would lead to a disengaged remainder of the workforce (Soni, 2014; Buckley et al., 2001). 
Bass et al., (2003) believe that leadership has a direct influence on the engagement of employees. Further research has shown that employees show more engagement towards an organisation when receiving praise and recognition from a superior (Sumit, 2013). Avolio & Bass (2004) and Carasco-Saul, Kim & Kim (2015) emphasise the effects of transformational leadership on employee engagement due to its supportive and motivational characteristics. Studies show that employees engage and perform better when they feel supported by a leader, as it provides them with the autonomy to experiment within their role (Kahn, 1990). One of UWTSD strategic priorities is to “provide effective leadership and management that is proactive and allows us to adapt successfully to emerging opportunities and challenges” (UWTSD, 2022a). Google are an example of an organisation who have conducted various programmes and have invested time into getting to know their employees personally, which increased contentment and endorsed productivity among their employees (Akram, no date). 					            On the contrary, Maslach et al. (2001) appealed that poor leadership and a lack of support from a manager has found to be related to burnout. However, strict leadership within a bureaucratic structure, such as a University, has proven to hinder individual creativity (Hirst et al., 2011). 
An employee’s work environment is said to have a direct influence on their engagement with an organisation (Anitha, 2014). When employees are comfortable within their workplace, it can increase productivity and engagement, such as a disorderly office can cause employees to feel unsettled (Setiyani et al., 2019) and take a toll on mental health (Margolis et al., 1974). During the current climate where employees are WFH, it is essential that UWTSD ensure employees are content and possess the suitable resources required to carry out their role efficiently. Bakker et al., (2016) also emphasises the important role that co-workers play in an employee’s engagement. His studies explain how working within a productive team who are trusting and supportive can lead to higher levels of absorption and engagement in work. 
One of UWTSD’s strategic priorities is to “provide an inclusive environment where individuals are supported and encouraged to reach their full potential” (UWTSD, 2022a). The University have received feedback from a number of employees who have been sponsored about how they felt their move to the UK was daunting and unclear (Woon, 2022). Many have felt the experience to be lonely and hoped for additional support during a trying time. 
Studies surrounding unsuitable role structures and poor resources suggest a risk of disengagement between employees and an organisation (French and Caplan, 1970).  Furthermore, a lack of rewards and collaboration in decision-making are predictors of disengagement from an organisation (Demerouti et al., 2001). Walmart are an example of an organisation who have faced criticism over poor working conditions which has led to a disengaged workforce, which can be seen via past-employee reviews (Thomas, 2022).
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[bookmark: _Hlk127198994]Positive culture is a desired environment for organisations, as studies have proven a correlation between an organisations culture and employee performance (Warrick, 2017; Cameron & Quinn, 2011). Buchanan and Huczynski (2015) believe that an organisational culture has the ability to drive good or bad performance, as it affects how employees coordinate with each other, customers and managers. Cameron and Dutton (2003) and Halal (1986) argue that a positive organisational atmosphere drives employees to work as a team towards the organisations goals. 
Guper (2023) described positive culture as the “spinal point of an organisation”, and something to be nurtured, due to its influence on employees. Theorists emphasise the importance of employee wellbeing when studying the positive culture of an organisation. Baptise (2007) believes that organisational results stem from employees, and that a business that invests in their employees wellbeing will generate greater results. The recent rise in remote working has enabled improvements in wellbeing and work-life balance for employees, which in turn has developed a better level of engagement and a more positive culture (Felstead & Henseke, 2017). However, studies have noted that working remotely has encouraged overworking among some, as there is an expectation from managers to be available via their devices (Lewis, 2007). UWTSD’s staff survey, of which 29.5% of the workforce contributed, revealed that only 50% felt as if they had a better work life balance whilst remote working (UWTSD, 2020). Although the response rate was low, this was still a clear sign for action needing to be taken. 
Although we see a rise in acknowledgment towards workplace wellbeing, we unfortunately continue to see a growth in presenteeism. In CIPD’s (2018) survey, 86% of respondents claimed they had experienced presenteeism in their workplace over the previous 12 months. UWTSD must ensure employees do not feel obliged to work when ill, as this has proven to result in burnout and lower levels of productivity (Thomas & Lankau, 2009). 
A common mistake organisations make is refusing to accept that culture is a changing mechanism making it difficult to maintain a positive culture due to external influences (White, 2020). For example, a Harvard Business School survey published that 81% of the respondents who have WFH during the pandemic, wish to continue WFH or maintain a hybrid working schedule (HBS, 2021). UWTSD among other organisations had to analyse their strategies to facilitate this, as failing to provide employees with a hybrid option could result in poor engagement and a negative workplace culture (Castrillon, 2021). Providing flexibility in the workforce is proven to demonstrate that the employer values their employees’ health and well-being, encouraging a positive culture (Sabuhari et al., 2020). Due to the ever-changing environment, UWTSD need to continually evaluate their culture by using staff surveys, exit interviews, and weekly catch up meetings . 
Studies have researched the link between an inclusive workplace and a positive culture. An employee who feels as through they are fairly treated, and are included in making decisions, encourages engagement, which in turn results in a positive culture (Nishii, 2013). UWTSD sponsor many international employees, who attract students to the University, who are a big part of the organisations income. Therefore, it is important that they too feel supported and included in the organisations operations, to encourage performance.
We must consider whether a positive culture is truly possible within a bureaucratic organisation. Studies have highlighted a bureaucratic culture as having the lowest level of organisational commitment (Silverthorne 2004; Brewer & Clippard, 2002; Lok & Crawford, 1999). Others who support this idea understand bureaucratic organisations to be rule-governed where power of senior individuals can often be misused (Schrijvers, 2004) and conflicts are common (Weeks, 1994). Although it is unlikely that UWTSD will change from a bureaucratic structure, they may be able to implement procedures to prevent power from being misused.
Employers risk facing major consequences if they fail to foster a positive workplace culture. A negative culture can lead to a fall in employee performance (Lepak et al., 2006; Erkutlu, 2012) and an unfavourable change in behaviour (Boxall et al., 2007). . Roos & Van Eeden’s (2008) research note the link between a supportive environment and job satisfaction, therefore if UWTSD adopt a negative culture, they risk a decline in motivation from their employees (Roos & Van Eeden, 2008).
Boohoo are an example of a fast-fashion clothing company whose sales rose 45% when COVID-19 first emerged, despite the dangerous working conditions their staff encountered (Sweney, 2020), as they among other fast-fashion clothing companies compete for contracts at the lowest unit costs possible. This reflects the standard of their employees pay and working conditions (Sullivan, 2022). As the wellbeing of staff and students across UK Universities is being highlighted more than ever (Brewster et al., 2022), it could be detrimental in the long term if UWTSD were to take Boohoo’s approach. 
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1) As a priority, it is recommended that UWTSD review and revise their strategic objectives. UWTSD’s current strategic plan promotes a collaborative shared workplace environment (UWTSD, 2022a), however the briefing paper has identified through its analysis, that UWTSD have adopted a bureaucratic approach. Exit interview data has confirmed that UWTSD face issues when promoting a culture that they do not adhere to, as it has proven difficult to retain staff (UWTSD, 2022b). By revising and aligning the University’s aims and objectives with the true behaviours, studies show that organisations provide genuine expectations, which benefits them when recruiting and retaining staff (Mayer, 2021).  

Costs would include time spent on reviewing and updating the strategic priorities, as well as preparing any comms to be sent to staff to update them on the changes. 5 members of the senior executive team are required to review and update the objectives due to the severity of the changes, who are each on a grade 10, at £33 per hour. As an estimation, the review will take around 16 hours. This would equate to a total of £2,640 (UWTSD, 2022e). 
Further analysis is recommended as UWTSD would benefit from UK wide research to determine if other Universities are following a similar bureaucratic approach to ensure accuracy before changing objectives. 

2) Secondly, UWTSD should introduce a wellbeing policy that is specific to wellbeing when WFH. Due to the change in expectations and access to remote working patterns, UWTSD must ensure managers are aware of the implications many face whilst working at home, for example presenteeism. With only 50% of respondents claiming they had a better work-life balance whilst remote working (UWTSD, 2020), managers need to be trained on how to identify signs of poor wellbeing and presenteeism, and to be encouraged to check in on staff frequently, due to the reduction in in-person contact. The policy will clearly outline that any member of staff should not work whilst unwell, regardless as to if they are able to work from home. This will need to be fed down from the senior executive team. 
To implement a new policy, 2 HR Business Partners would be required. The policy would take 1 day to draft, at £23.19 per hour, this would cost a total of £371.04 (UWTSD, 2022e).
Health at Work Centre offer a ‘Remote Working: Wellbeing self-care’ course, which would cost UWTSD £1,550 for 250 managers (Health at Work Centre, 2023). 
3) In order to improve inclusivity within the workplace, UWTSD should create welcome pack’s for employees who are sponsored by the University. Studies have highlighted the correlation between promoting inclusivity and retaining staff (Metzger et al., 2020). A welcome pack containing information regarding housing, local schools, workplace locations, campus maps, contact numbers and other useful information, would provide employees with a sense of comfort and value. 
An administrator would be able to create a welcome pack for sponsored employees. It would take roughly 2 days to create, at £12.29 per hour, equating to a total of £196.64 (UWTSD, 2022e). 
Further details on how to implement these recommendations will be outlined in a coming report.
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GUIDANCE FOR MANAGERS
Below outlines the duties asked of our managers to ensure the new changes are implemented efficiently. The changes proposed are based on both internal and industry research to improve the organisations culture, and we require the support of our managers to achieve this.




STRATEGIC PLAN
WHAT?
We will be updating our strategic objectives to reflect the bureaucratic structure.

WHY?
UWTSD promote a ‘collaborative’ culture, but our analysis of our internal and sector research has proven that the University has instead adopted a bureaucratic structure.
The University risk facing disengagement from our employees when promoting an organisational culture that does not align with our true behaviours, which has been reflected in the organisations exit interview data (UWTSD, 2022).

LINE MANAGERS ROLE
CIPD’s research has proven that line managers play a crucial role in implementing new strategic policies and procedures (CIPD, 2022). Line managers are responsible for sharing the organisations strategic information and for ensuring staff understand the culture (Aaltonen, 2002). The line managers duty in implementing strategic objectives is considered essential in improving employee engagement, behaviours and job satisfaction (Harney & Jordan, 2008).
Your role as a line manager is to firstly inform your team of the change to the organisations strategic objectives, but reassure them that as your department already works in such a structure, that there shouldn't be much change. The promotion of the University’s culture will be useful during recruitment of new staff so that candidates are aware of the culture they will be entering into.
A bureaucratic structure enables a clear line of communication, and an understanding of expectations, which leads to improved productivity and efficiency (Wright, 2020). As a line manager, you are responsible for highlighting the benefits of the University’s bureaucratic approach and to align your department with the organisations new objectives and ensure it follows the same structure to guarantee consistency and clarity across the University (Hrušovská and Kmety Barteková, 2021).
You will be required to continue promoting the University’s objectives and advertise the culture during the recruitment process. This will ensure that the University attract candidates that fit the organisations environment and share similar values and attributes (Priya and UmaRaman, 2021).


WELLBEING POLICY & TRAINING
WHAT?
The University will be introducing a wellbeing policy that is targeted to employees who work from home, and to provide training to managers on how to identify signs of poor wellbeing and presenteeism among those employees who work from home.
WHY?
Studies show that the wellbeing of higher education staff has become an industry-wide concern, as academic staff are also faced with the challenge of supporting their students who suffer with mental health difficulties (Brewster et al., 2022). For this reason, the University wish to ensure enough support is provided to our staff and that our line managers are able to spot signs of poor wellbeing. Line managers play an essential role in ensuring their staff are engaged and receive sufficient support to reduce stress and encourage wellbeing (CIPD, 2022). There are many factors contributing to positive wellbeing among your staff, which have been proven to increase job satisfaction (Yuh and Choi, 2017).
Many studies have explored the negative effects leadership can have on employees and its contribution to employee turnover and stress (Bedi, Alpaslan & Green, 2016). Consequently, the training you will receive, will equip you with the skills to “alleviate factors that may impact on the wellbeing of your team” (Health at Work Centre, 2023).
LINE MANAGERS ROLE
Your duties as a line manager will be to firstly attend the wellbeing training where you will learn the signs of poor
wellbeing/mental health among staff who work from home. Research has proven that employees of managers that have received wellbeing training have experienced a decline in workplace stress (Our Latest Insights, 2022).
You will promote the new wellbeing policy and make it clear to your team that employees are discouraged from working when unwell. It is encouraged that you hang posters on the office walls to remind staff, and to have copies at hand if requested (Campbell & Gunning, 2020).
You will need to provide an open environment within the department where your team feel comfortable in discussing any issues they may be facing in relation to their wellbeing (Gardner, 2018). It is suggested that you schedule weekly 1-1 check-ins with your team members, providing them the opportunity to share any concerns (Klatt, Buckworth & Malarkey, 2009).


WELCOME PACK

WHAT?
UWTSD will be introducing a new ‘Welcome Pack’ for staff who are employed by the University via sponsorship.

WHY?
Diversity has historically enabled the University, and other Universities to attract talent, which has benefited both the staff and students at UWTSD, due to the individuals niche skills and expertise (Ng & Burke, 2005). Albright, Kulok and Scarpa (2020) emphasise the importance of line managers promoting an inclusive and diverse workplace as it has also proven to attract and retain employees and advertise the organisation as an employer of choice (Pfeffer, 1998). Research has proven that employees perform better when they feel included within their workplace (Chung et al., 2020), and for this reason, the University wish to provide the best support for all their staff to prosper in their roles. Along with your support as line managers, the welcome pack will provide our new colleagues with the resources needed to ensure their transition from their home country to the UK and to UWTSD is positive.
LINE MANAGERS ROLE
You will need to be aware of the contents of the welcome pack and be able to advise staff if questions arise. Your role is to be supportive and to provide guidance to employees arriving from overseas to ensure their move is seamless.
Research shows that sociability with colleagues is one of the biggest needs for new employees (Appel-Meulenbroek, 2019). Through your understanding of the benefits of inclusivity in the workplace, you will promote them within your department in order for your team members to offer similar support to their new colleagues.







This poster is to be used in conjunction with the briefing paper.
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