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Supplementary notes
This video presentation is being used for the Welsh Refugee Council which principal mission is to improve the lives of asylum seekers and refugees in Wales by delivering specialist support and influencing policy and practice.
This organisation is guided by four core values:
-Championing human rights, equality and diversity;
-Empowering and promoting the voices of refugees and asylum seekers;
-Being a strong, independent voice that demonstrate leadership, building capacity and working collaboratively;
-Exemplifying organisational excellence in service delivery, staff development and governance.

Mullins argued that change is nothing new and a simple fact of life (2010). Some people actively thrive on new challenges and constant change, while others prefer the comfort of the status quo and strongly resist any change.
However, an organisation cannot develop, or change itself. It is the people comprising the organisation who determine the culture of the organisation, develop and change.
Therefore, the study of organisation culture and change should concentrate on the actions, behaviour and effectiveness of individuals. 
The increased interest in culture has led to the development of different theories and models aiming at explaining organisational culture (E.g., Hall, 1976; Shein,1985; Sagiv & Schwartz, 2007; Deal and Kennedy, 1982) and its impact on as well as relevance for organisations. 
For this particular study, Deal and Kennedy’s Cultural Model will be used. Corporate culture is one of the key drivers for the success or failure of an organisation which is an interlocking set of six cultural elements:
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· History: a charity with 30 years’ experience working with asylum seekers and refugees in Wales. 
· Values and beliefs: Having conviction that asylum seekers and refugees can be empowered to build new futures in Wales.
· Rituals and ceremonies: Teams within the WRC have weekly team meeting, staff room chit chat which is a space to catch up and maintain some form of human connection with no work talk and other well-being meeting. 
· Stories: exchanging and reporting quarterly, case studies where employees share experiences on what they have faced and how they solved with regards to the organisation’s values. 
· Heroic Figures: Staff from Asylum background have joined staff members and some of them reached management team. 
· The Cultural Network: wide range of individual values leading to a sharing value and culture. For example, understanding cultural differences enhance the effectiveness of communication and reduce the probability of misunderstandings and overcome communication barriers.
Having said that, an organisation performs effectively through interactions with the broader external environment of which it is part. Therefore, there are factors which create a progressive environment implementation of organisational change, such as PESTLE.

Through this tool, Political, Social and Legal and Environmental will be briefly explained.

Political: change brought by Brexit has impacted significantly the organisation.

Social and Legal: Uncertainty with new rules, laws and covid-19 restrictions have affected people and communities and the interaction’s way.

Environmental: the business environment is always dynamic in nature as it never remains the same. There are always some fluctuations in the policies and the other factors as well.

Change is reciprocal and changing organisations will affect the nature of managerial work. One of the most difficult problems for managers is rapid change.
To help managers, Christensen and Overdorf identify three factors that affect organisational responses to different types of change and what an organisation can and cannot do with resources, process and values.
On the other hand, lack of trust in customers’ behaviour assimilating the organisation to the home office and putting them in a fear to explain clearly their desire, create limitations in accurate support they should receive from the organisation.
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Understanding Rites and Rituals in Corporate Culture
First proposed by Terrence Deal and Allan Kennedy in their classic 1982 book, “Corporate Cultures: The Rites and Rituals of Corporate L
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