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1. Culture eats strategy for breakfast-Peter Drucker
Every organization has a unique culture. Organizational 

culture is a distinguishing factor directly affecting an 
organization’s performance and productivity. Considering the 
organizational culture is a crucial aspect when formulating a 
strategy. Culture simply means “how things are done here,” often 
discussed casually among people and newcomers. Physician 
leaders shape the culture of their teams and organizations1,2. 
The leadership qualities of physician supervisors crucially 
influence individual physicians’ wellbeing, satisfaction, and 
organizational success. Fostering a positive culture in healthcare 
settings boosts employee engagement, productivity, retention, 
patient outcomes, and profitability1,2.

Here are the three strategies healthcare leaders can shape the 
organizational culture to ensure organizational success.

2. Vulnerability 
Vulnerability is crucial for building trust and fostering 

productive team environments3. Leaders play a pivotal role in 
demonstrating and encouraging vulnerability by being open 
about challenges, concerns, and limitations, fostering a culture 
of honesty. Promoting vulnerability influences how others react 
in similar situations, encouraging a culture where sharing and 
learning from mistakes is seen as an opportunity to improve 
and do better next time. Teams that embrace vulnerability 
tend to outperform others in problem-solving and innovation3. 
Leaders must acknowledge that not all strategies are as effective 
as they appear. Taking ownership of the outcomes of leaders’ 
decisions and actions, without deflecting blame, exemplifies 

vulnerability. This accountability encourages a similar openness 
and responsibility among team members. Shifting the mindset 
to view vulnerability as a strength rather than a weakness is 
essential for promoting psychological safety. 

3. Psychological Safety 
Psychological safety is the shared belief within a team that 

encourages innovation and enables members to feel secure, 
promoting growth, learning, and effective performance. It refers 
to the ability to express and be oneself without fear of harming 
one’s self-image or career prospects3. When team members 
are not afraid of being punished for mistakes, they are more 
inclined to report errors in healthcare. Research has indicated 
that psychological safety is a significant predictor of team 
performance, leading to higher engagement and satisfaction 
levels4. Leaders can reduce team anxiety in crises by consistently 
delivering simplified, key updates, and offering reassurance 
through regular, transparent communication. Psychologically 
safe environments encourage open discussions and constructive 
conflicts, indicating that employees are not afraid of being 
criticized for sharing their ideas. This openness enhances the 
likelihood of developing effective and engaging solutions. 

4. Strengthening Relationships
Building strong relationships is essential for effective 

leadership, as people are an organization’s greatest asset2. Studies 
indicate that when leaders maintain collegial relationships with 
their colleagues, employees are more inclined to exert extra 
effort for the benefit of their team, and overall performance 
improves. Conversely, a lack of harmony between leaders and 
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their team members often leads to retaliatory behaviors against 
both the leaders and the organization. Charismatic leaders 
make it a point to know everyone, including the cleaners. One 
of the most effective ways to build and maintain relationships 
is by addressing people by their names and ensuring correct 
pronunciation. Senior leadership is also strengthened when 
a leader has good relationships with others, leveraging these 
relationships to achieve shared goals. Sincere compliments, 
recognition of hard work, and inclusiveness all play crucial 
roles in making team members feel valued and strengthening 
relationships. 

Culture, elusive yet critical, needs deliberate shaping by 
leaders instead of forming spontaneously. Leaders’ responses to 
challenges shape organizational culture, influencing employee 
behavior and driving the organization toward its goals. These 
three strategies empower healthcare leaders to cultivate a 
respectful, inclusive culture, and improve patient and colleague 
relationships. 
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