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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 an essential 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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