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What is Organisational Culture and Climate?
Culture is divisive yet an organisation is defined by its culture (Krober & Klucholn, 1952) cited in Liddle (2021). Onday (2016) opposes this by adding that goals and objectives must be defined first in order to establish the culture required for success, it is not a one-off event and an “important challenge for managers to determine what the most effective culture is for their organization” (CIPD, 2022a).  
By focusing on the wider aspects of employee experience of the workplace such as engagement, job satisfaction, career progression, team working and options for flexibility, organisations will deliver performance, efficiency and safety in patient care (NHS, 2023). 

Why do I need to know this?
The briefing paper reports the link between organisational effectiveness and culture with cultural norms relating to type of leadership styles, as a line manager (LM) your role is crucial to organisational effectiveness through leadership skills, reinforcement of the Behaviours and Cultural DNA (Klein et al, 2013). 
Your role has changed through the diverse and inclusive workforce we have in WAST, multigenerational working means each individual has different needs, Generation X and Millennials are now significant groups in the workforce (Marcus, 2018). Leadership is also about engaging with your team, aligning inclusivity with all aspects of their roles, authentic situational leadership which is compassionate.
Transformational leadership and high performing teams need more than good employee communication (NHS England, 2023). Jenkins (2022) used a lack of discussion in the workplace as a defence to poor understanding of expectations. Whilst the point is clear, there needs to be more open conversation and psychologically safe workplaces (Edmundson, 2018) using lack of understanding of basic assumptions tend to be engrained in core of a culture and difficult to change (Schein, 2010). 

Recommendation One - What does this mean for my team?
Building on our cultural DNA and our four behaviours below, managers need to take ownership of workplace relationships further by becoming transformational leaders, moving away from transactional approach (Cherry, 2023; Liddle, 2021).
“Culture also affects the behavioural tendencies of employees as well as their attitude, job performance and turnover rate”. Riaz (2020).
Recommendation one is further support for line managers to have frequent coaching conversations and linked to the positive outcome of these interactions (Robertson et al, 2012).  A combination of engagement and psychological well-being is predicted to achieve better productivity levels than engagement alone (CIPD, 2017). 
Employee experiences and psychological contract are impacted by the relationships they have with immediate LM (CIPD, 2022d), it is these behaviours, conversations, observations that impact on perceptions and influences the employee experience of fairness, balance and positivity. 

Changing Culture One Conversation at a Time
By moving from a monologue towards coaching conversations “a single conversation is a micro movement that can create a macro movement!” (Stavros & Torres, 2018). Appreciative Enquiry (AI) can make this happen, by asking generative questions and positive framing moves our frame of reference from the way I see it towards how you see things, listening to understand, creating space for you to listen and understand your team and them understand you (Nancy Kline, 1998: Covey & Stevens, 2020). 
AI is about the search for the best in people, organizations and communities along with the exploration of what might be possible. 

Recommendation Two - Support and Learning for Managers
LM need to be supported through learning to take on leadership roles. This training must be generic and role specific so it can help integrate the practices in the specific directorate/function where you are tasked to lead (NHS, 2022). Whilst People Services Leaders are key to developing cultures that are diverse, inclusive, people centred to drive organisational success, LM are vital in achieving this through support and development in these critical competencies (CIPD, 2021; Onday, 2016). 
By engaging in the bitesize and lunchtime learning for refreshing awareness and meeting monthly with People Services Leaders, LM can not only develop their leadership skills but also discuss what good people management looks like/sounds like/feels like (NHS, 2022).
Only through developing compassionate and inclusive cultures right across the NHS will we deliver the highest quality care to our patients, and support and retain our workforce. (NHS, 2023).
Recommendation One shows that LM behaviours on its own is not enough to ensure positive workplaces, recommendation two considers the policy and procedure learning required to support wellbeing and healthy workplaces, recommendation three considers the transformational leadership approach and move away from transactional leadership style.

Building Relationships – Recommendation Three.
Building organisational relationships through cultures that encourages compassion requires employers and employees to create time and space for listening (Kendrick, 2023). By reflecting on your own management style and your behaviours you can consider your impact on others and your role in conflict (CIPD, 2022c). The five key behaviours identified by CIPD (2022c) to support the health, wellbeing and engagement of their team. These will be covered during managing conflict sessions delivered by our Organisation Development team focusing on 1. Handling conflict and people management issues 2. being open, fair and consistent,  3. providing knowledge, clarity and guidance, 4. building and sustaining relationships, 5. supporting development.



Performance
By cultivating a culture of engagement, the performance of teams and individuals increases, a highly engaged workforce can boost its productivity on average 18% (Dvorak & Pendell, 2018). Your role also influences commitment through engagement and trust (Ndlovu et al, 2021; CIPD, 2021), which is the golden thread of all three recommendations in the associated briefing paper.

Wellbeing
Workplace commitment, wellbeing and engagement all link with how the LM alleviates stress and strains of increasing demands of the roles of team members (Ndlovu et al, 2021). By creating an inclusive culture where all individuals feel supported to work at their best with the importance of an overall strategy that promotes a culture of wellbeing, compassionate leadership and concept of kindness. 
Emotional intelligence as an increasingly important skill requirement for managers and employees, our initiatives and tools such as mindfulness and Wellness Action Plans, WAST Mind over Mountains groups, our employee assistance programmes are there for mangers to signpost and include in monthly 121s and coaching conversations.

Employee Assistance Programme (EAP)
Our EAP supports our psychological contract and influential in the relationships we have with each other on a day-to-day basis, it’s the human part of our employment relationship. With a high percentage of employees accessing these services due to work related stress it is important to continue supporting access but more importantly the impact our behaviours can have on each other as a diverse and inclusive workforce (CIPD, 2022d). Our employee value proposition (EVP) is our brand and what we stand for, our expectations, beliefs and obligations to each other (CIPD, 2022e).
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