
[bookmark: _Hlk122085971]Victoria Jeffreys (1303685)
University of Wales Trinity St David
27th February 2023
Word Count: 1079 



Poster – How good managers become great

Culture is unique to an organisation - it makes you, you! The culture is your core values, beliefs, and behaviours, who do we want to be and how to we get there? 
As people mangers you must ensure your behaviours reflect those of the company, leading a healthy, engaged, inclusive workforce that promotes integrity and trust. (Balogun, 2004)  (CIPD, 2022)   (Denning, 2011)  (Kriegel, 2022)   (Maak, 2004)  (Schein, 2004)   (Schein & Schein, 2019) 
        

Create an inclusive environment.

· Inclusion is linked to better mental health.
· Ensure your team are all having access to the same opportunities
· Share ideas with your team – product lines/ initiatives.
· Recognise different personalities in your team and embrace it, what motivates them and keeps them engaged.
· Ensure you have knowledge of the companies’ policies and procedures to support you
· Who is good at what? Which people would be great collaborators?
· Continually observe and encourage two-way communication.
· Help your team to get to know each other better -look for interaction, exclusion, bias.
· Address exclusion before it becomes an issue. 
· Change the dialogue from whistle-blowers to ‘those speaking up' create employee voice processes that protect employees who speak out about cultural and behavioural issues, ensuring you address and action.
(CIPD, 2019) (CIPD, 2022) (Petrina Kelly, 2023)

Businesses with engaged employees perform better.
 
· Appreciate your employees, recognise, and highlight achievements.
· Encourage them to shape their ideas without fear of criticism.
· Satisfaction surveys, meaningful questions that give honest and comprehensive feedback from your employees is essential. Action outcomes if in line with your culture and strategy, building trust in your promises. 'You spoke, we listened…and actioned.'
· Set expectations – be clear about roles responsibilities, standards expected, objectives,
· 1-2-1’s appraisals to discuss issues that may not be visible.
· Empower your team, allow them to make decisions and mistakes. 
· support them and allow them to develop to give them confidence in their role.
· Discuss successes and failures supporting them to learn from situations.
· Empower, delegate and support - your team and the business will thank you for it.
 (CIPD, 2022) (CIPD, 2014) (David MacLeod, 2009)


How to recognise if your employees are disengaged?
· Lack of enthusiasm
· Gossip
· Irresponsible
· Make excuses.
· Do not help others.
· Lie
· No initiative
· Distracted
 (Bridger, 2018) (Forbes, 2018)

Wellbeing
 
· Make work a safe space to discuss issues around wellbeing and any issues they have with their role, do not assume they are ok just because their work is handed in on time.
· Encourage them to take breaks, fresh air, healthy snacks in the break room, hydrated, take care of your team, it’s the little things you do that make the difference to the overall wellbeing and engagement.
· Emphasise work life balance - Allow flexible work schedules if the role allows it,  being more focused on what they achieve, if working from home ensure regular check ins, the work may be done, but how are they? 
· Look out for any changes, make sure you see them regularly too,
· Does the job description align with what you want them to achieve, focusing on the job design of your teams allows them to build confidence, aligning expectations, empowering them, and looking after their wellbeing.
· CIPD 2022 Health and wellbeing at work survey highlights the benefits of improved wellbeing.
1. A healthier and more inclusive culture. 
2. Better work-life balance. 
3. Better employee morale and engagement 
· Take time to read your companies wellbeing strategy, work with your HR support and keep updated with training as well as acknowledging your behaviours.
· Use opportunities such as national wellbeing calendar events and campaigns, to promote awareness and available support. 
· Compassionate leadership enhances wellbeing.
· Check out the CIPD and Department for Work and Pensions’ guide for line managers on recruiting, managing, and developing people with a disability or health condition.
(Baska, 2019)  (CIPD, 2022) (CIPD, 2022)  (Cooper & Hesketh, 2019)  (Donaldson-Feilder & Lewis, 2016) (Kelliher, et al., 2019)


Be self-aware.

· Look after your own needs too, if you are experiencing issues, find the person who you can talk to, it is important that you are looking after yourself to help others.
· Seek out training, you need time and space to devote to people management, a core part of your role CIPD  
· Look at your own behaviours - are you acting in ethical ways etc?
· Align your behaviours with that of the company culture. 
· Be aware of body language to show employees you are listening.
 (Cuddy, 2012) (Deloitte, 2020) (Groysberg, et al., 2018)  (Lancaster, 2019)


Coach, mentor, and train
 
· Encourage your team in their professional development - mentor and coach, discover their aspirations, are they hiding any skills? 
· Organise training – provide development opportunities for the team to increase their competence and confidence both in terms of skills and knowledge.
· Let them know about what they do well - empowering them and allowing them to develop confidence in the role to achieve more.
· Engage your team with meaningful content that is powerful and inspiring - this does not have to cost money, this can be a ted talk, a podcast, 30 mins that could have taken you hours to convey. 
· LITFOW - learning in the flow of work - develop a culture of continuous improvement -
 (CIPD, 2021)  (Gough, 2023)
 
Collate data and action it.

· Engagement initiatives only work if you know how to accurately measure the results. 
· Take an evidence-based approach to tackle 'absenteeism’ ‘presenteeism’ and leavism (CIPD - true cost of engagement)
· Survey your employees establishing current levels of engagement. Once you have this benchmark, create a plan, and become more agile.
· Be clear about the behaviours you want in your team linking them to your goals, strategy and mission and look at how you measure this.
· Use the technology in your company CRM, HR software and any internal online communities. 
· Conduct surveys and create focus groups, tailor these to your organisation, what do you want to know, not something out of the box. 
· You can find out how aligned your employees are with the behaviours you are trying to encourage. share the data with the team to acknowledge there are challenges and create a strategy to improve them.
(Cave, 2023) (CIPD, 2021) (Green & Ferrara, 2021)  (Kriegel, 2022)


Recruitment and onboarding
 
· Understand individual strengths and development areas ensuring individuals are given appropriate roles and responsibilities. 
· Take time for effective onboarding.  Develop a process. Aligning expectations from the beginning allows them to feel like their belong and allows you to pick up on behaviours that don't align with the organisation. 
 (CIPD, 2022). (Howlett, 2020)
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