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	“Inclusion is not bringing people into what already exists,

	Corporate culture matters.
	it is making a new space,

	How management chooses to treat
	a better space for everyone.”

	its people impacts everything for
	George Dei, 2022

	better or for worse. (Sinek, 2022).
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Whilst our business strategy offers the goals logically and organises teams around them, culture is how these goals are expressed by means of values and belief and how business activity is guided based on this (Groysberg et al., 2018). Groysberg et al., (2018) continues that positive culture aligned with leadership, drives organisational outcomes. Following the recent culture analysis, you as a management team have a key role to play in the agreed

recommendations.

“Values are a top down deal”

Acuna (2020).

Values and behaviours

Organisational values are a set of identified beliefs and characteristics closely linked to culture (Bourne and Jenkins, 2013). In order for values to become established, it is essential that you embrace them, as without integration, role modelling and personifying of the values, our efforts are lost (Acuna, 2020). This, alongside creating balance in the workplace is ultimately the responsibility of you as line managers (Mullins and McLean, 2019). 

(Bluestone, 2023).

Organisational behaviour is related to how everybody interacts; these interactions become the influential factors on how the organisation overall behaves and subsequently how it performs (Mopp, 2022).

At Bluestone, our behaviours are:

Genuine Care, True Ownership and Grow as a Team.

As a leader, you should show genuine care for yourself, your team, our guests and our environment. You also take ownership of issues. You take the lead, involving others and taking reasonable risks to make a difference without blame others. You also share knowledge with others, celebrating successes and acknowledging the contributions made by others. You seek out learning in every opportunity, identifying and trialling ways to do things better (Bluestone 2019).

As managers, alongside role modelling expected behaviours, you play a pivotal role in supporting the health, wellbeing and engagement of your teams (CIPD,

2023). CIPD (2023) identifies key areas of behaviour to support this:

· “Being open, fair and consistent

· Handling conflict and people management issues

· Providing knowledge, clarity and guidance

· Building and sustaining relationships

· Supporting development” (CIPD, 2023).


      Equality ensures equal opportunities for all, whilst diversity ensures people with differing characteristics are both represented and recognised. However, Inclusion takes this one step further, and is centred around valuing differences and creating conditions for people to prosper in the workplace (CIPD, 2022).

As line managers, you bring people policies to life, therefore buy-in and                     understanding of inclusion is essential, alongside positive working relationships of value, support and ensuring everyone has a voice (Green and Young, 2019). Green and Young (2019) continues that inclusive

leadership encompasses a number of behaviours and beliefs such as having sensitivity to diversity challenges, interacting with differences with integrity and positivity, alongside ensuring inclusive ways of working are embedded, celebrated and promoted within teams. Inclusive leadership ensures all people are able to participate and contribute with the aim of removing any barriers (Ashikali et al., 2021). This is beyond the mandated requirements of diversity and having an internal drive for inclusive initiatives (Randel et al., 2018). The result is an inclusive culture whereby all employees, particularly underrepresented groups, are accepted and are in a position to be both contributing and valued team members (Brimhall and Mor Barak, 2018).

In practice, you are expected to role-model behaviours of inclusivity each day, embedding them into your working practices and supporting the people team to  communicate supportive policies. (CIPD, 2019). Equally, involving people from all levels within the organisation in matters of inclusion opening up dialogue around what inclusion means to them, where they see their role in building an inclusive culture and ensuring this reflects our business values (CIPD, 2019).

Change is inevitable.

Growth is optional.

(Maxwell, 2019).

Change Management

Generally change management which requires line management involvement usually falls within the following areas; structure, culture, technology, policy and practice, relocation/ergonomic and new strategic objectives or direction (Taylor and Perkins, 2019). Change manage processes should be in harmony with the overarching Bluestone culture (Mullins and McLean, 2019). Mullins and McLean (2019) continues that employee involvement creates a culture of openness and acceptance of ideas, which is the foundation for how well change initiatives will perform and develop.

According to Shulga (2021), effective communication as part of the change process increases engagement, and during the initial stages it can be useful in alleviating fears, ensuring change readiness and that the organisational climate is maintained. Shulga (2021) further adds that ensuring the change message is meaningful and leadership brand is authentic in its delivery, will positively impact employees behavioural responses particularly around their proactiveness and acceptance of change.

In practice, as a line manager, you are subject to and create numerous changes, and your responsibility is to ensure your team understands the full perspective of any change and ensure communication is clear on both the rational and the impact this will place on your team (Slater, 17). Further to this, having a clear plan on the implementation of any change within your area of control, alongside managing emotional and behavioural reactions to change initiatives to ensure its success. Lastly, uncovering and minimising any barriers or unintended consequences that could disrupt initiatives, and ensure you see the change through until it is fully implemented (Slater, 2017).

Further reading:

https://www.cipd.co.uk/knowledge/fundamentals/relations/diversity/building-
inclusive-workplaces#gref

https://www.cipd.co.uk/knowledge/strategy/change/management-factsheet#gref

https://www.cipd.co.uk/knowledge/culture/working-environment/organisation-
culture-change-factsheet#gref

https://www.cipd.co.uk/knowledge/fundamentals/people/line-manager/introduction-
to-support-materials#gref
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