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[bookmark: _Toc128397851]Overview of Wall Colmonoy Ltd (WCL)
Wall Colmonoy Ltd is based in Pontardawe, Swansea and forms part of the wider Wall Colmonoy Corporation (An American owned corporation whose head office is based in Detroit, Michigan) (Wall Colmonoy, 2022).
Wall Colmonoy on its website describes itself as:  
A leading global materials engineering group of companies engaged in the manufacturing of Colmonoy® surfacing and Nicrobraz® brazing products, precision castings, coatings, and engineered components across aerospace, automotive, glass container, oil & gas, mining, energy, and other industrial sectors (Wall Colmonoy, 2022). 

WCL has been based in Pontardawe since 1969 (Wall Colmonoy Ltd, 2023a) and has a strong link with the local community. 74% of employees live within a 7 miles radius of the site and a further 50% of employee’s have or have had close relatives work at WCL since its inception in Pontardawe (Wall Colmonoy Ltd, 2023b). 

WCL currently has 196 employees across support and production departments, with each department having autonomy over their employees’ behaviours and activities (Aside from overarching WCL policies). 



[bookmark: _Toc128397852]1.Introduction
“Culture” is a term which is spoken about regularly in organisations, however what does culture mean and what is its importance to organisations like WCL (Daimler, 2018). 
1.1 [bookmark: _Hlk127521751][bookmark: _Hlk112267661][bookmark: _Toc128397853]Culture  
Culture is an important aspect of an organisation and a term which resonates with all employees, but despite its dominance, culture can be unclear, hard to define and measure (CIPD, 2022a; Houghton, 2016). 
Organisational culture is not static and can be both fluid and fragile (Personio, 2023). Agarwal (2018) and Indeed (2022a) state that culture is the shared traditions, beliefs, interactions, values, and behaviours in an organisation. Culture can influence employee’s experiences and behaviour (CIPD, 2022a). 
There is no specific guidance on how culture can be changed (Leetaru, 2019) but culture is shaped by the social and cultural context of organisations (Agarwal, 2018) and is the cause and result of employee interaction and their work. (CIPD, 2022a).
Culture can fundamentally be broken down into three main elements; Behaviours, Systems and Practices with all elements guided by overarching values (Daimler, 2018). Good cultures occur when these elements are aligned with organisational goals and employee wellbeing (Indeed, 2022a). Understanding and influencing policies and behaviours is integral to developing a positive culture (CIPD, 2022b).
There are many definitions and models which can help an organisation define and analyse its current culture (CIPD, 2022a). Organisational culture needs to be continually reviewed and whilst there is no universally accepted method for measuring organisational culture (Wahyuningsih et al, 2019) – The place to start is reviewing behaviours, systems, and practices (Daimler, 2018). 
Organisational culture can also be linked to organisational effectiveness and productivity (Ehrhart and Schneider, 2016) - Organisations with a positive culture are 9% more likely to meet or exceed their annual targets (Leetaru, 2019). 
WCL has been based in Pontardawe since 1969 (Wall Colmonoy Ltd, 2023a) and has a strong link with the local community. 74% of employees live within a 7 miles radius of the site and a further 50% of employee’s have or have had close relatives work at WCL since its inception in Pontardawe (Wall Colmonoy Ltd, 2023b). 
Organisational culture is a shared identity between employees which cushions differences in behaviours, attitudes, and values, derived from different cultural backgrounds. (Nagesh et al, 2019). WCL is unique in that it doesn’t have this variation, with in built values passed down through generations (Romford, 2022). WCL’s culture has been a product of its own evolution (Hall, 1976).
1.2 [bookmark: _Toc128397854]Subcultures 

A subculture is a smaller cultural group within a larger organisational culture. A subculture share values, beliefs, and traditions (Indeed, 2022b). An organisation often contains many cultures, whether an organisation is in one or across different sites (Schwarz, 2016).  
Agarwal (2018) notes that leadership and strategic direction can influence workplace or departmental culture. A department may have their own subculture (Schwarz, 2016), as culture can be set or influenced by managers (Houghton, 2016). These cultures fit the departments values and experiences and differs from the parent culture (Indeed, 2022b).
WCL’s culture is traditional, industrial, and compartmentalised, with each department having autonomy on how to run their teams (Aside from overarching WCL policies). Each department’s culture on the surface exudes Balogun and Johnson’s (2004) ‘the way we do things around here’ and have their ‘own way of doing’ which has been and continues to be difficult to influence and explore. 
1.3 [bookmark: _Toc128397855]Organisational Climate Vs Organisational Culture  

Organisational climate is defined as the shared perceptions and meanings people give to specific policies, and practices where they work (CIPD, 2022a). 
Organisational climate and culture have existed on parallel paths but have had little integration, despite both providing a perspective of organisational actions/ experiences (Ehrhart and Schneider, 2016). 
Organisational Climate relates to specific organisational policies or procedures, which allows clearer actionable objectives and the possibility of shaping behaviours (CIPD, 2022a). While organisational culture is still relevant and important, unclear definitions and deep-rooted assumptions make it hard to define and change. Conversely, organisational climate focuses on observed behaviour so is easier to understand, measure, and change (Ehrhart and Schneider, 2016; CIPD, 2022a). 
Focusing on organisational climate and specific aspects of employee behaviour could help WCL enact change and have ‘quick wins’ - as culture at WCL is entrenched into the fibre of each department (Daimler, 2018). 
[bookmark: _Hlk128047554][bookmark: _Toc128397856]2. Organisation Cultural Model
Cultural models are the frameworks used to define, shape, or influence the culture of an organisation and are the catalyst to help define actions which could change or optimise culture (Personio, 2023).  
[bookmark: _Hlk127616325][bookmark: _Toc128397857]2.1 The Cultural Iceberg Model
[bookmark: _Hlk112184378]
The Cultural Iceberg Model was developed by Edward Hall in 1976 (Lurato, 2022) and is a tool to understand patterns of behaviour and measure organisational culture (Harappa, 2020). The model helps assess if organisational culture aligns to organisational goals (Singanamalli, 2022). 
The ideology of the model is that organisational culture has visible and invisible components, with the invisible components being a larger and therefore more important part (Hall, 1976; Personio, 2023). 
Hall (1976) notes that the visible part of culture is approximately 10% and involves organisational branding, values, and beliefs (Harappa, 2020: Romford, 2022). However, it’s the other 90% and the invisible element that is the behavioural driver of the visible portion (Harappa, 2020). [image: A picture containing chart  Description automatically generated]

Organisations can shape culture by addressing the visible portion and setting out corporate values and policies but to create lasting cultural change, organisations need to address the invisible portion and assess if these align with organisational goals and objectives (Personio, 2023). Figure 1: The Cultural Iceberg Model (Personio, 2023)

Deeper culture is built on beliefs, values, and bias (Singanamalli, 2022). A deeper understanding of cultural differences could identify how is best to create change. Bennett (2013) notes that ‘culture is a process of coordinating meaning and action’. 
Hall (1976) states the main way to learn the invisible or unconscious culture is to actively participate in the culture - Exposure is key to look beyond the immediate culture and understand the deeper underlying values, thoughts, and beliefs. 
WCL has an engrained culture which is heavily led by intertwined relationships and unwritten rules. In WCL 45% of employees have over 10 years’ service and 13.5% have over 20 years’ service (Wall Colmonoy Ltd, 2023d).  These long servers are predominantly within production areas, and many are the managers of the areas in which they work. This has led to Balogun and Johnson’s (2004) ‘the way we do things around here’, being dominant at WCL. At WCL a ‘one size fits all’ approach to cultural change isn’t appropriate due to the compartmentalised nature of departmental culture. 
According to the Iceberg Model of Culture, behaviours often follow a pattern and finding these patterns can help instigate change (CIT4VET, 2020). To be useful, organisations need to get specific by analysing each pillar of culture (Daimler, 2018).

Table 1: Analysis of WCL against the Three Pillars of the Iceberg Model (Murray, 2016; Harappa, 2020; Singanamalli, 2022).
Pillars of the Iceberg Model
Description of each Pillar of the Iceberg Model
Analysis of WCL against each Pillar of the Iceberg Model
1.
Visible Cultural Practices
The visible cultural practices, including language, policies, amenities, and dress code
· Policies are accessible to all employees. 
· Branded uniform and PPE provided to all employees. 
· Lockers/ amenities available to all employees.
· WCL have own ‘language’/ acronyms which form part of organisational life. 
2.
Patterns And Habits
Identification of values, attitudes, beliefs, that drive culture. 

· Engrained culture - ‘the way we do things around here’ (Balogun and Johnson, 2004)
· Head down culture, no employees want to openly discuss issues. 
· ‘Us and them’ culture between Support/ office employees and Production employees – Particularly post COVID-19 pandemic. 
3.
Mental Models
Deep values and beliefs 
· WCL culture is an oxymoron with positive relationships but toxic subcultures. 
· There is trust, respect and understanding but change is difficult to maintain. 
· Lack of supervisory acceptance of business objectives and values.


[bookmark: _Hlk128332479]The Iceberg Model is not perfect with some cultural elements found above and below the waterline (CIT4VET, 2020).  Moreover, Murray (2016) notes that one iceberg doesn’t ordinarily sum up one organisation but there could be a vast number of icebergs changing, learning, and colliding simultaneously. 
When analysing organisational culture, gaining as much knowledge and perspective is crucial, this is to ensure no predetermined bias is influencing outcomes and that all avenues and elements have been explored. 
[bookmark: _Hlk128332653]Using the Denison model in conjunction with the Iceberg Model can provide further detail on WCL cultures and behaviours (Denison Consulting, 2019).  The Denison Model highlights how organisational culture copes with external adaptation and internal integration (Kokina and Ostrovska, 2013) and illustrates how culture can be impacted by internal or external changes in the work environment (Houghton, 2016). Figure 2: Chart showing how the four key traits impact business success KPI’s (Cultures Solutions Group, 2018). 
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Using Denison’s model, Cultures Solutions Group (2018) created a chart to indicate which organisational factors have the largest impact on key areas of an organisation. This could help WCL focus on specific aspects - where WCL need to focus to improve business success and efficiency. (Denison Consulting, 2019).
3. [bookmark: _Hlk121761605][bookmark: _Toc128397858]WCL Engagement Survey

Organisations rely on employee surveys when trying to quantify culture due to the intangible nature of it (CIPD, 2014; Leetaru, 2019). Surveys can provide a good understanding of an organisations culture - as it provides an effective channel for employees to voice concerns and aspirations (CIPD, 2021a; CIPD, 2022b) 
[bookmark: _Hlk127621801]SHRM (2023a) state that engagement surveys should be conducted annually to provide relevant organisational cultural data. However, non-engagement of surveys can also be informative; research suggests that asking employees to reflect on their behaviour can instigate change (Judd, O’Rourke and Grant, 2018). 
WCL’s first and currently last engagement survey took place in October 2017 (Wall Colmonoy, 2017) and while WCL aimed to carry out engagement surveys every 3 years after 2017; the 2020 engagement survey was deferred due to Covid-19. Whilst WCL aim for a 3-year engagement survey cycle, throughout the interim years WCL has an employee Works Council who act as a conduit to raise concerns or issues. 
The final engagement figure in 2017 was 84% (with there being a good cross section of employees and departments – Appendix 9.1) (Wall Colmonoy, 2017) - The 84% was an effective representation of the overall organisation, particularly when employees took convincing to trust the process (Saunders et al, 2019).
63% of current WCL employees were employed in 2017 (Wall Colmonoy Ltd, 2023d) and a new engagement survey could highlight changes in thoughts/ culture in the interim years. A WCL engagement survey could also provide an outlet for employees to highlight which values, they would like WCL to embody (SHRM, 2023a)
WCL’s 2017 survey whilst outdated does provide some insight - In 2017 65% of employees surveyed felt part of a high-performance culture (Appendix 9.3) - this was lower than expected but it highlighted departments who did not align to WCL’s values (Wall Colmonoy, 2017). A further survey could show if these departments have evolved. 
Leetaru (2019) outlined that in recent research 87% of employees do not understand organisational goals.  Whilst in WCL’s survey 88% of employees said they understood the mission and values of WCL (Appendix 9.2) (Wall Colmonoy, 2017), the volume of current WCL values suggests this may not have been a true representation of employee thought. 
[bookmark: _Toc128397859]3.1 WCL’s Values
Values are core principles and beliefs that reflect WCL’s identity and set the shape and tone of behaviour at WCL (Dorskind, 2019). Values influence decision making of employees (Taylor and Perkins, 2021). 
Indeed (2023) state that clear core values is crucial to organisational success, this is because clear core values add purpose and meaning to employee’s work which could improve overall performance. It is important that employees understand and embody WCL values in all areas of their work life (Dorkskind, 2019). · Purpose
· Transparency
· Initiative 
· Innovation
· Persistence 
· Perseverance


WCL’s current core values are (Wall Colmonoy, 2023c): 
· Integrity  
· Passion 
· Respect 
· Diverse 
· Service 
· Speed  
Whilst WCL values are well defined, the sheer volume means incorporating and ingraining them into WCL’s employee lifecycle is difficult (Dorskind, 2019).  WCL have 12 values which Kerpen (2015) states is too many, with 3-5 being the optimum number to shape and reinforce WCL’s culture. 
Establishing key core values which employees feel are important to WCL could be beneficial for lasting change (Indeed, 2023). 
[bookmark: _Toc128397860]3.2 Does WCL Surface Culture reflect WCL’s Deeper Culture?
Organisational culture is developed naturally through workplace experiences, attitudes, and activities (Indeed, 2023). Every organisation is built on characteristics that define them but are not initially or externally clear (Singanamalli, 2022). 
WCL surface culture does not reflect WCL’s deeper culture, with entrenched and archaic views seeping into the visible portion of WCL culture. The divide between support staff and production staff has also grown exponentially post Covid-19, with a ‘Us and Them’ attitude emerging - having a further impact on overall WCL culture. 
Organisations often hire people who share and align with its values (Kerpen, 2015). Since 2017 word of mouth has accounted for 75% of all Direct (Production) positions (Wall Colmonoy, 2023e). This type of recruitment has further deepened underlying cultures with ‘new’ employees sharing the same viewpoints as existing employees.
WCL culture is an oxymoron with positive relationships but toxic subcultures, which are difficult to investigate and change. There is little to no resistance to change, but the reason for accepting change is short-lived and they soon revert to Balogun and Johnson’s (2004) ‘the way we do things around here’.
[bookmark: _Toc128397861]4. Organisational Behaviour
Organisational behaviour theories refer to human behaviour in a business environment and how employees interact with each other and their organisation (Harappa, 2021). Organisational behaviour also helps management understand the most effective way to make changes to maximise efficiency and productivity (Harappa, 2021). 
A main theory of organisational behaviour is the Human Relations Management Theory; The thought that people are complex and have unique needs and expectations (Harappa, 2021) and these dynamics impact group behaviours essential to productivity (Gordon, 2022). 
Human Relations Management Theory presents that organisations are made up of formal and informal elements (Gordon, 2022). The formal elements of an organisation are its structure and policies which guide employees’ outward behaviours, and the informal elements include the interactions between individuals and their managers – who outline standards and expectations (Richardson, 2021).
Effective communication helps ensure that employees feel motivated and valued in their work (Peek, 2023). Positive communication between employees and managers is an essential component of engagement, as managers play a pivotal role in shaping employee experience (Tenney, 2019). 
[bookmark: _Toc128397862]4.1 DiSC Model of Human Behaviour

DiSC is an acronym that stands for four behavioural styles. Dominance, Influence, Steadiness, and Conscientiousness (DiSC Profile, 2023). 
Ashveen (2018) notes that personality and behavioural traits forms the basis for individual differences among organisational members. DiSC assessments are designed to improve communication, cooperation, and performance of departments, alongside boosting the effectiveness of managers (DiSC Profile, 2023).
Organisations use DiSC because it focuses on behaviour rather than intelligence (Herrity, 2023). The DiSC behaviour-assessment tool provides understanding of individual’s behaviours with styles assigned to employees following completion of a questionnaire (Fallon, 2023). DiSC provides organisations with knowledge on how to explain and deal with behavioural diversity (Krogh, 2021).
Characteristics can be attributed to each. Highlighted in Table 2. 
 Acronym
Behavioural Traits
D 
Dominance
· Emphasis on achieving results.
· Often confident, assertive, and decisive. 
i
Influence
· Skilled Influencer 
· Often enthusiastic optimistic and energetic. 
S
Steadiness
· Emphasis on co-operation and loyalty
· Calm, sincere and dependable 
C
Conscientiousness
· Emphasis on quality and accuracy
· Often detailed and independent 
Table 2: DiSC Human Behaviour Model: Trait breakdown (Herrity, 2023; DiSC Profile, 2023)


A DiSC assessment would help WCL and their managers to understand their employees and the best way to communicate with them (Krogh, 2021). The assessment tool can also help managers understand their management style and their strengths, weaknesses, and tendencies (Fallon, 2023). 
WCL managers have a lot of credibility within their teams; They have long service and are highly knowledgeable about a niche industry, but WCL Manager’s lack credible people management skills.
Managers who understand their leadership styles and their employees’ motivations can raise self-awareness, improve teamwork, engagement, and productivity (Fallon, 2023). Healthy relationships come from understanding yourself and others (Rohm, 2013).
DiSC assessments have been criticised for being too simplistic and lacking scientific basis (Ashveen, 2018). However, the assessments still provide self-awareness and insights for WCL to create higher employee engagement (Rohm, 2013)
[bookmark: _Toc128397863]5. Organisational factors affecting employee engagement
CIPD (2021a) recommend referring to ‘employee engagement’ as an umbrella term. Broadly, employee engagement is the passion and fervour employees have about their work, alongside their emotional commitment to the organisation and its mission, vision, and core values (Tenney, 2019). 
Employee engagement focuses on strengthening employee’s connections with the organisations they work in, ‘to create healthy, dedicated, and productive employees whose efforts are aligned with organisational strategy’ (CIPD, 2014).
While salary will always play a pivotal role in employee engagement, there are also seven factors affecting employee engagement - A caring culture, strong leadership, meaningful work, regular feedback (including recognition), development opportunities, inclusive work environment and autonomy (Tenney, 2019; CIPD, 2021a). With so many factors influencing employee engagement, it can be a challenge to create strategies that resonate with all employees (Taylor and Perkins, 2021).
Key ‘enablers’ of employee engagement are leadership, employee voice and organisational integrity (CIPD, 2021b). Successful employee engagement strategies will make use of a range of management, learning and development practices (CIPD, 2021b), including the DiSC assessment which heightens self-awareness for managers and employees (Krogh, 2021).  
Understanding employee’s strengths and weakness can also reduce stress and improve employee engagement, as tasks can be naturally assigned, making employees feel valued (SHRM, 2023b). Employees want to feel valued and respected, with their work being meaningful and their ideas heard (Nagesh et al, 2019). Higher employee engagement can result in higher morale, greater productivity, and lower turnover (Fallon, 2023).
Employee engagement is now a crucial driver for business success in the tight labour market (SHRM, 2023b) High levels of engagement promote retention, morale, productivity, loyalty and improved organisational performance (Nagesh et al, 2019). Alternatively low engagement can affect profitability as it is linked to employee performance, productivity, customer satisfaction and importantly for WCL innovation– A key element of the business model (Wall Colmonoy, 2023c). 
[bookmark: _Toc128397864]6. Organisational benefits of a positive culture 
Effective organisations are likely to have cultures which are adaptive, consistent, predictable and have a shared sense of mission (CIPD, 2014).
There are both organisational and individual benefits of WCL being a culturally intelligent organisation (Cassidy 2023). Agarwal (2018) and Wahyuningsih et al (2019) states a positive organisational culture has many advantages which include improved productivity, engagement, satisfaction, efficiency, retention, and collaboration. Whereas a negative organisational culture could result in lack of morale, lower profits (Agarwal, 2018) and lower retention rates - Employees are 24% more likely to quit if working in a negative culture (Richardson, 2021). 
Culture is pivotal to an employee’s experience (CIPD, 2022a). Organisational culture is why people are attracted to an organisation and is also integral to the retention of employees (Kokina and Ostrovska, 2013). Managers are a key driver of culture and ensuring the surface culture represents the deeper culture (Lurato, 2022).
Lower retention rates not only impact an organisation’s efficiency and productivity, but it can also impact retained employee’s well-being, as they would need to cover the exiting employee’s workload (CIPD, 2022c). 
Historically WCL turnover has been low with around an 8% annual turnover between 2016-2021 (Wall Colmonoy, 2023f). Turnover rate post COVID-19 and the ‘The Great Resignation’ leapt to 19.8% (Cassidy, 2023; Wall Colmonoy, 2023f). Whilst this was to be expected due to external market pressures and the tight labour market, this figure could indicate that cultures at WCL have negatively changed which is causing employees to become disengaged (CIPD, 2022c). 
Positive culture benefits can include improved wellbeing (CIPD, 2014). Employee’s being in a positive environment allows growth, and reduces stress and anxiety (Taylor and Perkins, 2021). Employees who enjoy their role also build strong lasting relationships with their co-workers and managers (Indeed, 2023). 
Fostering employee wellbeing is good for employees and WCL (Taylor and Perkins, 2021).  Employees are happier when working for companies that invest in wellbeing as they feel valued (Indeed, 2023). Good health and wellbeing are an enabler of employee engagement, particular after the COVID-19 pandemic where health and wellbeing was at the forefront of people’s minds (CIPD, 2022c). 
[bookmark: _Toc128397865]6.1 Positive Culture and the Tight Labour market
The COVID-19 pandemic seen a shift in employee behaviours, and priorities which showed in recruitment activities (CIPD, 2020). The labour market tightened which impacted organisations recruiting and retaining employees (CIPD, 2020).
A positive culture can improve WCL’s reputation and make the organisation more attractive to potential employees (Indeed, 2023).  Positive culture and employee engagement is intimately linked to retention - When the employee experience is positive, engagement is high and turnover rates are likely to be low (Tenney, 2019). 
[bookmark: _Toc128397866]7. Conclusion
WCL’s culture is traditional, industrial, and due to departmental autonomy – compartmentalised, WCL have many different undertones and cultures across site (Schwarz, 2016).  WCL culture is an oxymoron with positive relationships but toxic subcultures, which are difficult to investigate and change.       
Cultural models like the Iceberg Model and the Denison Model are instrumental to define, shape, and change WCL’s culture (Personio, 2023).  Acknowledgement also needs to be shown to human behaviour theory and their impact on overall communication, interaction, and business performance (Harappa, 2021).
Ultimately productivity, engagement, wellbeing, and retention are all interlinked, with these themes encompassed under the umbrella of organisational culture (CIPD, 2021a). The formal and informal elements of WCL now need to align to organisational culture, objectives, and values to ensure heightened employee engagement and a positive organisational culture (Gordon, 2022). 
Implementation of DiSC assessments and an Employee Engagement survey are more crucial than ever, following the impact of COVID-19 on workplace behaviours and labour market conditions (CIPD, 2020). 
[bookmark: _Toc128397867]8. Recommendations
Following analysis of WCL’s current culture and behaviour, three recommendations have been proposed to improve current behaviours. 
[bookmark: _Toc128397868]8.1 Recommendation 1: Implementation of DiSC Assessments 
Approximate costs total: £12,907.50 
Breakdown:
· £58.50 (DiSC GB, 2023) x 195 people – £11,407.50
· £1,500 – 196 people, 20 minutes – Employees completing assessments during working hours. DiSC assessments to take place through DiSC GB. 
Timescale: Phased roll out of assessments. Total timescale: 12 months. 1 department per month. 
[bookmark: _Toc128397869]8.2 Recommendation 2: Employee Engagement Survey
Launch an Employee Engagement Survey, with specific questions on WCL Values. 
Approximate costs total: £1,760 - Man-Hours only

Breakdown: 
· £260 - 2 people, 8 hours (HR) writing and issuing the survey.
· £1,500 – 196 people, 20 minutes – Employees completing survey during working hours.
· £130 - 2 people, 4 hours (HR) writing and issuing the survey.
· £80 – 3 people, 1 hour - HR feedback to MD on outcomes of survey.
Timescale: Survey launch: September 2023. 
[bookmark: _Toc128397870]8.3: Recommendation 3:  Review of WCL’s Values 
Long term recommendation: Review WCL’s values using the employee engagement survey and identify 3-5 ‘key’ values. 
Approximate costs total: £3,160 Man-Hours 
Breakdown:
· £260 - 2 people, 8 hours (HR) reviewing WCL Survey data results
· £240 – 3 people, 3 hour - HR feedback to MD on outcomes of survey.
· £400 – 8 people, 1 hour - SMT Sign off - new ‘core’ values.
· £2000   - MD and HR Manager liaising with the US Board for approval.
· £260 - 2 people, 8 hours (HR and Marketing) - Updating WCL documents/ website to reflect new core values.
Timescale: May 2024 to coincide with the biennial US Board visit. 


[bookmark: _Toc128397871]9. Appendices

[bookmark: _Toc116030426][bookmark: _Toc128397872]9.1 WCL Engagement Survey - Breakdown of departmental engagement 
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[bookmark: _Toc128397873]9.2 WCL Engagement Survey – Percentage of employees who understand WCL’s Mission and Vision 
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[bookmark: _Toc128397874]9.3 WCL Engagement Survey – Percentage of employees who felt part of a high-performance culture at WCL. 
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