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SHAPING ATEB'S CULTURE:
THE ROLE OF LINE MANAGERS
A recent critical analysis of Ateb’s culture has resulted in proposals to enhance the organisational culture.
Line managers play a fundamental role in driving culture as they have a substantial impact on the behaviours and attitudes of employees, and greatly influence the levels of engagement and wellbeing  (Armstrong and Taylor, 2020; Lewis, Donaldson-Feilder and Godfree, 2017); therefore, line managers will have a significant part to play in this culture project.
LINE MANAGER RESPONSIBILITIES


DEVELOP LINE MANAGER
SKILLS

It may seem peculiar that the first responsibility for enhancing culture is to develop line manager skills; due to the significant role managers have in culture and employee experience, it is essential that line managers are given a robust and consistent framework to develop and sustain skills needed to effectively support their teams (Quilliam, 2022a).

Attend Leadership & Management Course
Almost 50% of Ateb line managers are new starters or first-time managers therefore, the line managers will have the technical skills however, may not have the range of skills, competencies and knowledge required to manage people effectively (Quiliam, 2022b). Moreover, it is important to develop a consistent management front to ensure the same standards expected by Ateb are being delivered across the organisation.

Be a role model
The quarterly DNA engagement survey demonstrated that only 67% of respondents recognised positive DNA behaviour. Ateb team members will look to their line manager for guidance and to be shown the correct attitudes, behaviours, and values; team members will likely adopt behaviours seen around them therefore, it is vital that line managers act as role models and exhibit the behavioural expectation (Melkonian, 2020).


Embed positive behaviour
Demonstrate strength of leadership and address people management issues such as poor performance and unacceptable behaviour, to support engagement within the team (CIPD, 2020). Avoidance of dealing with performance issues can reinforce a narrative that the behaviour is acceptable, allowing the behaviour to continue; alternatively, it may result in adverse effects within the team causing further issues (Mind Tools, no date).
Research demonstrates that positive reinforcement always results in increased behaviour outcomes (Lonczak, 2019) therefore, recognise, praise and reward good behaviours and performance, to embed a culture of positive behaviour.



ADDRESS HIGH-INTENSITY WORKING
Survey results and organisational data demonstrate that Ateb may have a high-intensity working environment whereby, employees work beyond their contracted hours and are always available through remote devices, in order to satisfy work demands; however, the results are damaging to mental health and encourages presenteeism (Reid and Ramarajan, 2016; Hunt and Pickard, 2022). In fact, Ateb stress cases have significantly increased and sickness has

PROMOTE WELLBEING

Ateb is implementing a wellbeing strategy to take a more proactive approach to wellbeing as this is proven to achieve increased positive outcomes (Sinclair and Suff, 2022). Line managers have a significant influence on employee wellbeing and can create the correct environment for employees to engage with strategies to support health and wellbeing (Hesketh and Cooper, 2019).
The most recent survey conducted by Mind found that 39% of

decreased, indicating that presenteeism could be present within Ateb.

Training

respondents felt their manager would not understand their


Recognise


To begin changing this environment, it is important that line

problem (Mind, 2021). In addition, an IOSH survey found that 31% of respondents did not have sufficient training to effectively support

the signs

managers recognise the signs that employees are overworking in order to address the issue with individuals, understand the reasons why, and provide the right support to tackle the issue.

employee wellbeing (IOSH, no date). Therefore, Ateb is delivering a Wellbeing at Work training course, as it is crucial for line managers to be fully equipped with the right skills and knowledge to positively support

Employees could frequently be working overtime voluntarily whereby, they are working longer hours than normal or working on non-working days; additionally, they may always be available via digital means, for example, responding to

employee wellbeing (IOSH, no date). Wellbeing training will not make line managers experts however, provides knowledge of signs and symptoms to be aware of and how to effectively approach the situation (Jordan, 2019).

emails and accessible on Teams during non-working hours (Brouard, 2019). Furthermore, employees could be presenting signs of disengagement or lack of motivation, or exhibiting signs of stress (Brouard, 2019).

The Mind survey also stated that 52% of respondents did not feel comfortable disclosing poor mental health (Mind, 2021) therefore, line

Create the right environment

As above, employees are likely to adopt the behaviour of their line managers therefore line managers should lead by example in their own behaviour. Line managers

Review own behaviour

managers should create a psychologically safe and open environment. Line managers should openly speak about wellbeing and mental health during team and individual interactions to demonstrate a safe and non-judgmental space;

should demonstrate healthy working habits for example, setting boundaries around times you are contactable, taking regular breaks, taking a leave of sickness when unwell, and downtime from emails and meetings to allow focus time (Hughes, 2021; Bowling, 2021). In addition, employees may feel they have

this can be exemplified by line managers sharing their own experiences,
viewpoints, or takeaways from wellbeing related training (Jordan, 2019).

The Mind survey reported that 33% of respondents

to work longer hours or forego breaks if line managers are exhibiting this behaviour, as it may be perceived as an expectation.

Be proactive

did not have regular wellbeing catch-ups with their line manager (Mind, 2021); whereas CIPD (2022) state


Support the team


As line managers, you can protect employees from becoming overworked; assess the workload of the team and individual employees to ensure it is reasonable and realistic, and to take the opportunity to review and reprioritise work.

that it is vital for line managers to have regular catch-ups with employees. Therefore, schedule time to regularly ask employees about their wellbeing and show genuine interest in their wellbeing. Be observant to identify if there are early signs of poor wellbeing, or triggers internally or externally, which may impact wellbeing such as working long hours or

Set clear boundaries and expectations to encourage employees to take
regular breaks, time off, and digitally switch off.

experiencing a bereavement; this will enable line managers to intervene
early and put the appropriate adjustments in place to 
support employees (CIPD, 2022).

Please contact the People Team for additional information, support, and guidance.
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