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Overview of Organisation
Companies House is an executive agency that sits within the Department of Business, Energy and Industrial Standard. Its main purpose is to incorporate and dissolve limited companies and offering a register of company information to the public. 

Using the Companies Act 2006, Companies House has the power to act against Companies that fail to file the required documents within the act, which may lead to dissolving companies or penalising directors. By providing this information to the public it drives confidence the UK economy. 

Companies House employs over 1000 employees across its Customer Delivery Directorate, Corporate Services and Digital, Data and Technology Directorates. 

2023 sees the biggest change to the register since it was first created 1844, with its legislative reform going through parliament to give Companies House more powers to tackle economic crime. 
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1. Introduction  
The CIPD describes Organisational Culture, as ‘the way we do things around here’ (CIPD, 2022a). Or, most known ‘of beliefs, values and behaviours’ shaped by society (Lim, 1996).

Edgar Schein (1985) defined culture being split into three categories. ‘Artifacts’ such as ‘structure and processes’ people see in their day-to-day activities. The ‘espoused beliefs and values’ defining how to achieve a culture. Examples being ‘strategies, goals or philosophies’ to align a common goal. And finally, there is the ‘underlying assumptions’ the ‘unconscious, taken-for-granted, beliefs, perceptions’ describing common synergy within people. Beliefs and values are critical to culture because when shared as common goals, ‘reinforced and confirmed’ this creates culture. It is important that any culture can be challenged when ‘old beliefs’ are no longer a common goal and replaced with new values due to changes externally, internally, or to a business model (Tan, 2019). Culture is a result of learning from others, with ‘social learning’ occurring within groups, recognising similarities by solving ‘external threats’ by a means of working together (Tan, 2019).

Quinn and Spreitzer (1991) grouped organisational cultures as ‘group culture, developmental culture, hierarchical culture and rational culture’ most common to organisations traits and values, referred as competing values framework. Compared to Boggs (2004) who grouped organisational cultures as ‘clan culture, hierarchy culture, ad hocracy culture and market culture’ from a quality management perspective. Denison et al. (2004) defined grouping culture as traits such as ‘mission, consistency, adaptability and involvement’. Defining culture can therefore become quite complex and varied depending on what the culture is and making it hard to define and measure its impact (CIPD, 2022a). 

Positive culture is important to organisations meaning a business is able to communicate its purpose in return that employees understand and feel engaged in factors that will evolve the business forward, its common goal (CIPD, 2022b), creating a high-performance culture. 


















2. Critical Analysis of Companies House’s Culture
I intend to use the Cultural Iceberg Model (Hall, 1976) to critically analyse the culture at Companies House (CH). This is because culture is split into the visible culture, such as ‘surface culture’. Examples include office dynamics, what employees wear, to systems, policies and processes (how we do things around here). Subsequently, ‘deeper culture’ which is often hard to see. This can be anything from a shared common purpose, attitudes towards work, authority and underlying assumptions. 

The model comprehends complex problems by identifying behaviour and how to change it, defining cultural differences to close any gaps and identifies how an organisation aligns its goals with performance problems. It also exposes those that are actively engaged with the defined culture and exposes those that do not. It asks what are the beliefs that drive visible behaviours and those that determine decision making. And finally, what are the parameters defining how employees lead, manage and work together (UWTSD, 2022). Disadvantages include outlining all cultures as objects and departmentalising into tangible objects, described as ‘surface or deeper cultures.’ Culture is not always an entity as ‘culture is a lived experience; a process societies use to channel shared meaning and action’ (Connors, 2020). 

Firstly, the Cultural Iceberg Model can review CH Culture by identifying the ‘beliefs, values, attitudes and expectations that drive a particular culture’ (HARAPPA, 2020). CH belief is to become ‘the most innovative, open and trusted registry in the world with brilliant services delivered by brilliant people’ (GOV.UK, 2022). It’s behaviours are defined as its ABC’s ‘be Adaptable, be Bold and be Curious’ (Companies House, 2022d) to achieve the expectations of ‘driving confidence in the UK economy’ through its ‘Economic Crime and Corporate Transparency Bill’ (Smyth, 2022). And its values are ‘working as one, excellent behaviours and standards and every achievement counts,’ to achieve the strategic goal of ‘our culture enables our brilliant people to flourish and drives high performance’ (Companies House, 2022e). 

Visible cultural practices that align and engage CH beliefs, vision and corporate goals include an employee driven workforce through its people groups and networks, best known as Employee Resource Groups (ERG). These are its Chic (Companies House Inclusive Community) Working Families, Bereavement and Cancer networks to name several. These reinforce culture to create a flourishing environment for staff to connect, engage and drive culture from the bottom, up. Whilst there are a number of benefits of ERG’s such as to develop future and aspiring leaders, educate employees and retain talent, there are also disadvantages. ERG’s can lead to a lack of traction with minimal support/resource from the business and being volunteer driven. Its purpose can also be tarnished, used as a tick box to support talent and resourcing agendas (Montilla, 2020) rather than focussing on culture change. Deloitte’s example shows that by disbanding ERG’s and focussing on the problem head on – by educating white men to have the skills and knowledge to be more inclusive. Deloitte also recognised that ERG’s aren’t properly funded, with employees efforts focussed in their own time and not often leading to promotions from developing future and aspiring leaders. ERG’s can also create their own siloed subdivisions isolating protected characteristic groups further from key stakeholders that have the ‘power and influence’ to make change. The energy and passion used for ERG’s could be refocussed to ‘educate and convince’ key business leaders that ‘inclusion is good for business’ and hold accountability (Wittenberg-Cox, 2017). 

Other artefacts at CH include close working relationships with the CEO and Directors through coffee and catch-up mornings, ask the exec team sessions, VIBS (‘very important business’ sessions to collaborate on work updates, birthdays and work milestones), Spotlight Awards (CH very own awards ceremony) its instant awards to reward and recognise values and behaviours and directorate engagement sessions. These artefacts close the gap between siloed behaviours and values that do not align with CH beliefs to drive confidence in the UK economy. This is evidence of supporting an open and transparent culture, a significant contributor to employee engagement (CIPD, 2022c).

CH has a team of Change Managers that support the ADKAR change framework, based on the knowledge that organisational change only happens when individuals change, eliminating red tape, barriers or blockers (Prosci, n.d.). The role of the Change Managers is to enable positive change experience for all employees, role modelling CH behaviours through communications, engagement and training. Working closely with teams at the heart of change and transformation, ADKAR facilitates and empowers people centred change so that impacts are understood, and the necessary steps are followed to reach the desired outcomes (Companies House, 2022a). ADKAR is focussed on individual change, therefore a disadvantage of using it, is to define big transformational change meaning it will have minimal impact. This is because change might mean different things to different individuals. The model is there to support the business objectives once the vision and culture is set. Only then through one-to-one interactions employees can align to the set vision, culture and behaviours (Creasey, n.d.)

Second stage of the Iceberg Model is ‘Patterns and Habits’. A number of these that help people flourish include no meeting zones (12:30pm-2pm) every day, which help focus on wellbeing. In addition, no core hours supporting flexibility and managing work-life balance. There is hybrid working where the expectation is to attend the office one day a week to facilitate cross collaboration and networking, an opportunity to check in with colleagues, where wellbeing is a top priority to avoid isolation through digital working. A recent initiative called the ‘Culture of Conversation’ helps engrain patterns and habits to align the right behaviours, values, attitudes and expectations by having regular check-in’s with a focus on wellbeing moving away from traditional yearly PDR’s and PDP’s. It empowers managers and employees, creating, developing and maintaining dialogue to ‘nip any issues in the bud’, especially if behaviours, values, attitudes and expectations move away from the CH culture. 

Health and Wellbeing is a strategic priority for CH where taking personal responsibility for wellbeing is crucial to culture transformation. There are five pillars that bind CH health and wellbeing strategy. These include mental health, physical wellbeing, social wellbeing, financial wellbeing and digital wellbeing. With over twenty wellbeing champions in the business, their role is to listen, provide support, signpost and raise awareness to encourage employees to access health and wellbeing opportunities. This supports a culture of wellbeing and positive health (Companies House, 2022b).

The last part of the model is reviewing the mental modes present in the organisation. These can be defined as the ‘beliefs and assumptions’, how people behave, react and work together - often extremely powerful but hard to grasp and measure. Mental modes are learnt through experiences, expectations and how we socialise (Robin, 2022). Mental modes are also a mechanism on how people breakdown and process how they see the world (fs, n.d.). CH change framework, ADKAR is helpful in changing mental modes and aligning the right behaviours and culture, as is the Culture of Conversation. 

Mental Modes can be defined as how people think, with research showing that aligning how people think is key to performance. By aligning two criteria’s, one’s focus and one’s orientation you can group people into eight categories. Those that think of the bigger picture tend to sit as explorers, planners, energizers or connectors. And those that focus on the detail tend to sit as experts, optimizers, producers or coaches. A combination of both bigger picture and detail thinkers is the recipe for success because you need the big ideas to forward plan and the detailed thinker to be able to do. A team with too many bigger picture thinkers would lead to lots of ideas with little implementation. Oppositely a team with lots of detailed thinkers would continue to do what they’ve always done with very little change (Bonchek & Steele, 2015). 

The human behaviour theory, supporting Mental Modes, common to CH is Trait Theory and more specifically known as the big five personality traits, often abbreviated as the OCEAN model (extraversion, agreeableness, conscientiousness, emotional stability or neuroticism and openness). This is because the traits described are often very common in most people. The purpose behind this theory is to identify what traits bring us together and what traits potentially divide us. 

Openness are people who are generally curious, creative and like to try new ideas. Those that score low with openness can be stuck in their comfort zones and prefer to have rhythm and routine to their schedule than trying anything new. Conscientiousness are those that thrive for detail being organised planners and often being quite militant in their approach. Oppositely can be described as going with the flow, ‘happy-go-lucky’ kind of personality. Extraversive are people that like to be around other people, feeling high and energised after. The opposite of this would be introverts preferring minimum interaction and feeling exhausted engaging with others. Myers-Briggs is a good tool/theory to identify extraverts or introverts by defining their personality type (Myers & Briggs Foundation, n.d.). Limitations to Myers-Briggs can range from the legitimacy of the result, being too simple and that personalities never stay the same (Sambursky, 2021). Agreeableness is for people who go against their own values or beliefs and more likely to be people pleasers. They are often patient and good listeners. The opposite to this trait is competitiveness needing to be managed to avoid anxiety for co-workers and overselling what they can deliver (Steinhage, et al., 2017). And finally, Neuroticism which is trait driven by highly emotive people. Having the biggest impact on others because they can share feelings of anxiety, paranoia, depression or in some cases aggression. These feelings can be all or nothing described as ‘higher highs and lower lows’. (Practical Psychology, 2020) By scoring high or low with these traits, doesn’t box people into being good or bad. The key is to recognise the differences to give its people and its business a competitive edge, valuing the diversity through culture. 

The benefit of using this model is its understanding how people are different, recognising personality and culture mix for business communication and understanding behaviours present by not recognising individuality. As one of many personality tests available it can be helpful when bringing new teams together and being part of a recruitment process to identify cultural and team fit. Disadvantages of the OCEAN trait model is that it can be time consuming to run and time consuming to review the results, analysing what they mean. It can also be too simple to understand an individual’s true personality which can be misleading depending on when the test was taken and what environment it was taken in (indeed, 2022). 

The recent People Survey (CH employee engagement survey) completed in December 2022, resulted in a gradual decrease of employee engagement, a drop of 6% compared to 2021’s result (65% in 2022 vs 71% in 2021) (UK Civil Service, 2022). 

Parameters contributing to this figure included scores on recommending CH a great place to work (down 8% vs previous year), proud to work for CH (down 4% vs previous year), CH inspires employees to be the best they can be (down 6% vs previous year), CH motivates employees to achieve objectives (down 6% vs previous year) and feeling a strong attachment to CH (down 8% vs previous year) (UK Civil Service, 2022). It is interesting to note that whilst these scores are down compared to 2021 scores, they are considerably higher compared to the parent agency BEIS (Department for Business, Energy and Industrial Strategy). 

The main factors impacting on these scores based on the comments pulled from the survey were Hybrid Working and Pay.

Towards the middle of 2022, CH Hybrid Policy was introduced setting expectation and categorising employees into three types of workers (Office, Hybrid and Home Worker). The expectation was that most employees will be on Hybrid contracts meaning that there would be an expectation to attend the office one day a week so that CH culture is maintained and not lost through digital working. Based on the comments from the People Survey there is clearly a divide by operational staff and non-customer facing staff. Those that are operational feel that the same principle of office attendance should be applied across the board with employees attending the office regularly so that everyone is treated fairly and consistently. Non-customer facing staff are split by those that are happy to come in the office and those that do not understand the purpose or the expectation, although the hybrid policy clearly outlines this vision (Companies House, 2022c). This has had an impact on engagement and attendance – this can be evident in the number of employees receiving counselling for stress and anxiety in the last six months since the Hybrid Working expectation was set. 

The Pay scheme in CH has been challenged for many years as employees are categorised into national pay scheme, IT pay scheme and DDaT (digital, data and technology) which has created disparities and lack of fairness. With the Cost-of-Living Crisis, this has heightened people’s feelings around pay which has been reflected in the People Survey (scoring 24%, down 10% compared to 2021 figures) (UK Civil Service, 2022). The Pay scheme can be perceived to reward external appointments to the business versus those that are long standing employees based on what they are able to negotiate when they join the Civil Service. Meaning many employees are on different salaries for the same role, creating several equal pay issues. This can be represented in the People Survey comments (Companies House, 2023a).  The impact on engagement and culture, is also impacting turnover where organisational turnover is 12.6% rolling year to 31st January 2023 and in some specific directorates as high as 27% (Companies House, 2023b). Ideally the average turnover rate should be around 10%, with a People Management Article (2023) collecting data from chief human resources officers found that an ‘increase in wages’ and flexible working were main factors to resignations if not addressed. Remote working had also had an impact on ‘company culture and employee relationships.’
Benefits of a positive culture can be incredible for business. Better collaboration and a higher morale boosts productivity creating an efficient way of working. The business benefits from low retention, increased job satisfaction and reducing stress by supporting employee wellbeing (Agarwal, 2018).

Research shows that reviewing a workplace culture had the same impact on employee sickness compared to managing sickness absence and having policies or frameworks in place. Supporting wellbeing through culture will improve sickness absence levels which in return supports productivity and workplace morale (Personnel Today, 2011).

A study with UK SME’s showed that ‘mental health stigma and burnout costs the UK economy £1.4 billion a year from unexplained sick days’ an effect of bad culture. 40% of employees feel uncomfortable requesting time off work for mental health although 75% of managers feel that it is an acceptable reason. A modern families index report in 2018 showed that almost three quarters of employees take work home, evenings and weekend, impacting on employees personal lives, time lost with their families and friends (Goodall, 2019). 

Giving employees purpose and self-fulfilment is important to create a positive culture and this can be done through regular 121’s and check-in’s very much what is done in CH with its Culture of Conversation initiative. Other initiatives to reduce burnout include mental health awareness, through training and forums, effective communication with peers and line managers and supporting exercise and healthy living. A culture where staff feel safe to ‘unplug’ and switch off from work as well as giving autonomy helps creativity (Down, 2021). This is supported through CH Health and Wellbeing Strategy and Mental Health Champions. 

Whilst business leaders recognise the importance of a positive culture, it can be difficult to define leading to frustrations. This is because there can be resistance to change which is often overlooked with some employees failing to recognise the purpose and need to change. The failure is costly because culture change takes time and persistence – business leaders do not recognise the importance of time and like to see quick results, resulting in culture change programmes being scrapped. This can lead to a loss of identify for an organisation where people no longer know how to work together. Relationships are broken and they feel separated from their organisation leading to disengaged employees (Abbas, 2022). Disengaged employees prevent success leading to a drop in key performance indicators, lack of morale, high turnover which can create a vicious cycle (Clark, 2020).











3. Conclusion
This review has outlined that CH culture is positive and has lots of initiatives in place to support its values, behaviours and business goals, in addition to focussing on employee wellbeing.  

CH has several visible artefacts that engage employees in meaningful work and a close relationship with seniors that promotes the desired culture ‘our culture enables our brilliant people to flourish and drives high performance’ to ‘drive confidence in the UK Economy’. Both senior leaders, managers and HR professionals are empowered to act on behaviours ‘being adaptable, being bold and being curious’ in addition to values that support ‘working as one, excellent behaviours and standards and every achievement counts’ (Companies House, 2022e).

There are two main factors that are starting to impact on the culture, mainly hybrid working and pay as a result of CH recent People Survey. The influence these factors have on the workforce mean that retention and turnover are starting to become an issue for CH which will have an impact on its current culture with long standing employees leaving and new employees joining, impacting relationships which in return impacts culture. 

For CH to continue with its desired culture it will need to review the non-visible beliefs, assumptions and values of its workforce, such as mental modes and upskill its managers and leaders to coach and empower its employees to align with the key business objectives so that the culture remains positive, reinforcing wellbeing and performance.


4.  Recommendations 
Based on the critical analysis of CH Culture, the following are recommended to make improvements:

1. Reinforce the Culture of Conversation Initiative to re-introduce CH values and behaviours through Check-In Form. This will join up cultural artefacts and initiatives to align to the CH strategy through its culture, value and behaviours. As part of the cultural review, whilst the Culture of Conversation initiative encourages conversations, they do not focus nor align to the business, culture or behaviours. By making this change, the Check-in Form will empower managers to have the right conversations with their direct reports and when setting goals and objectives, aligning these to the CH culture, values and behaviours. The cost of this recommendation will come from internal resource and engagement with employees across the business facilitated by the Culture Team (2 x Higher Executive Officers (HEO) taking one month to complete, totalling £4000). 
2. Re-energise CH ABC Behaviours to address engagement issues. When introduced in 2019, both business and society has changed since. Examples include Cost of Living, Hybrid Working and Flexible Working. Therefore, whilst it is recognised the behaviours still align to CH Culture and its corporate targets, communicating to managers and employees what they currently mean in 2023 would be good practice to avoid presumptions and bias leading to mental modes influencing any subcultures. This recommendation will take much longer and will take much more engagement with the business. It is anticipated to be an ongoing cost for the business with the initial six-month engagement costing £23,000 (2 x HEO’s) and £10,000 to engage with employees, senior leaders and developing communication plans, totalling £43,000.
3. Reviewing mental modes at CH, analysing the different types of thinkers, personality types and correlating the impact on performance and culture. This is because to date it has been hard to identify these, with mental modes potentially conflicting and undermining the culture. Using Insights Discovery to determine the personality types and coaching managers on what to look out for with any personality clashes to reinforce CH culture. By doing this, it will create a common language, empower teams and self-awareness to increase performance, reinforcing a positive work environment. As the questionnaire involved is multiple choice and takes a short time to complete, the detailed profile produced is invaluable. The profile covers everything from communication style, decision making, influence and strengths and weaknesses (Webb, 2021). Insight Discovery identifies introversion and extraversion, linking in with Trait Theory and the OCEAN model, supported by Myers-Briggs (Myers & Briggs Foundation, n.d.). A disadvantage to using Insight Discovery is its cost and the resource on the central L&D department to facilitate and co-ordinate and findings with managers. This would be delivered on an adhoc basis and would roughly cost £275 (BlueSky, 2023) per person for an Insights Discovery Profile costing the business £275,000 for 1000 employees. Further facilitation would be required from the internal L&D Team, costing £4400 per team (2x Senior Executive Officers), totalling for a team of 10, £7150. 




5. References

Abbas, T. (2022) Advantages and Disadvantages of Culture Change in an Organization. Available at: https://changemanagementinsight.com/advantages-and-disadvantages-of-culture-change-in-an-organization/ (Accessed: 18 February 2023).
Agarwal, P. (2018) Positive Workplace Culture. Available at: https://www.forbes.com/sites/pragyaagarwaleurope/2018/08/29/how-to-create-a-positive-work-place-culture/?sh=dc0303e42727 (Accessed: 18 February 2023)
BlueSky. (2023) Your Personal Insights Discovery Profile. Available at: https://www.blueskyexperiences.com/product/your-personal-insights-profile/ (Accessed: 26 February 2023
Boggs, W. (2004) ‘TQM and organizational culture: a case study’. The Quality Management Journal, 11(2), pp. 42-52.
Bonchek, M. & Steele, E. (2015) What Kind of Thinker Are You? Available at: https://hbr.org/2015/11/what-kind-of-thinker-are-you (Accessed: 19 February 2023).
CIPD. (2022a) Organisational climate and culture. Available at: https://www.cipd.co.uk/knowledge/culture/working-environment/organisation-culture-change-factsheet#64826 (Accessed: 15 January 2023).
CIPD. (2022b) Organisational Culture. Available at: https://www.cipd.co.uk/news-views/viewpoint/organisational-culture#gref (Accessed: 18 January 2023).
CIPD. (2022c) Employee communication. Available at: https://www.cipd.co.uk/knowledge/fundamentals/relations/communication/factsheet#gref (Accessed: 12 February 2023).
Clark, J. (2020) What's the Real Impact of Disengaged Employees. Available at: https://www.linkedin.com/pulse/whats-real-impact-disengaged-employees-jeff-clark (Accessed: 18 February 2023).
Companies House. (2022a) Change Team Purpose. Companies House. Unpublished.
Companies House. (2022b) Companies House Health and Wellbeing Strategy. Compaines House. Unpublished. 
Companies House. (2022c) Hybrid Policy. Companies House. Unpublished. 
Companies House. (2022d) Internal Document. Companies House. Unpublished.
Companies House. (2022e) Our Values and Behaviours - Interact Article. Companies House. Unpublished. 
Companies House. (2023a) People Survey Comments. Companies House. Unpublished. 
Companies House. (2023b) People Analystic Dashboard. Compaines House. Unpublished.
Connors, S. (2020) The Problem With The Cultural Iceberg Metaphor. Available at: https://www.escapeartist.com/blog/the-problem-with-the-cultural-iceberg-metaphor/#:~:text=Dr.,culture%20is%20an%20actual%20thing (Accessed: 11 February 2023).
Creasey, T. (n.d) Challenges You May Encounter in Building A, D, K, A and R.  
Available at: https://www.prosci.com/blog/challenges-you-may-encounter-in-building-adkar (Accessed: 12 February 2023).
Denison, D., Haaland, S. & Goelzer, P. (2004) ‘Corporate culture and organizational effectiveness: is Asia different from the rest of the world?’. Organizational Dynamics, 33(1), pp. 98-109.
Down, R. (2021) Work burnout: what is it and how do you prevent it? Available at: https://www.breathehr.com/en-gb/blog/topic/health-and-wellbeing/be-aware-of-burnout-what-is-it-and-how-to-prevent-it (Accessed: 18 February 2023).
Fs. (n.d.) Mental Models: The Best Way to Make Intelligent Decisions (~100 Models Explained). Available at: https://fs.blog/mental-models/ (Accessed 12 February 2023).
Goodall, O. (2019) How company culture affect employee health and wellbeing. Available at: https://realbusiness.co.uk/company-culture-employee-health-and-wellbeing
(Accessed: 18 February 2023).
GOV.UK. (2022) Companies House corporate plan 2022 to 2023. Available at: https://www.gov.uk/government/publications/companies-house-corporate-plan-2022-to-2023/companies-house-corporate-plan-2022-to-2023 (Accessed 11 February 2023).
Hall, E. T. (1976) Beyond Culture. London: Anchour Press / Double Day.
HARAPPA, (2020) The Iceberg Model of Culture and Behavior. Available at: https://harappa.education/harappa-diaries/iceberg-model-of-culture-and-behavior/#:~:text=One%20of%20the%20most%20important,from%20their%20culture%20and%20community. (Accessed: 11 February 2023)
indeed, (2022) What is the OCEAN personality test? Types, pros and cons. Available at: https://uk.indeed.com/career-advice/career-development/ocean-personality-test
(Accessed: 18 February 2023).
Lim, B. (1996) 'Examining the organizational culture and organizational performance link'. Leadership and organization development journal, 5(16), pp. 16-21.
Montilla, E. (2020) The real problem with employee resource groups. Available at: https://www.forbes.com/sites/forbestechcouncil/2020/09/28/the-real-problem-with-employee-resource-groups/?sh=2cbf043535bf (Accessed: 11 February 2023).
Myers & Briggs Foundation. (n.d) Extraversion or Introversion. Available at: https://www.myersbriggs.org/my-mbti-personality-type/mbti-basics/extraversion-or-introversion.htm (Accessed: 19 February 2023)
People Management. (2023) Majority of HR professionals claim retaining talent is a significant problem, research reveals. Available at: https://www.peoplemanagement.co.uk/article/1811990/majority-hr-professionals-claim-retaining-talent-significant-problem-research-reveals (Accessed: 19 February 2023). 
Personnel Today. (2011) Organisational culture influences employee wellbeing. Available at: https://www.personneltoday.com/hr/organisational-culture-influences-employee-wellbeing/ (Accessed: 18 February 2023).
Practical Psychology. (2020) The Big 5 OCEAN Traits Explained - Personaility Quizzes.  
Available at: https://www.youtube.com/watch?v=KCwHV9HCxH0 (Accessed: 18 February 2023).
Prosci. (n.d) The Prosci ADKAR Model. Available at: https://www.prosci.com/methodology/adkar (Accessed: 12 February 2023).
Quinn, R. & Spreitzer, G. (1991) ‘The psychometrics of the competing values culture instrument and an analysis of the impact of organization culture on quality of life.’ Research in Organizational Change and Development, Volume 5, pp. 115-142.
Robin, C. (2022) Mental Modeels and Leadership. Available at: https://www.linkedin.com/pulse/mental-models-leadership-carole-robin?trk=pulse-article (Accessed: 12 February 2023).
Sambursky, V. (2021) Myers-Briggs Test: Strengths, Limitations, & The Call for Advanced Personality Assessments. Available at: https://www.endominance.com/myers-briggs-test-strengths-limitations-the-call-for-advanced-personality-assessments/ (Accessed: 19 February 2023).
Schein, E. (1985) Organizational culture and leadership. 3rd Editionc. San Francisco: Jossey-Bass.
Smyth, L. (2022) What Companies House will look like in the future. Available at: https://companieshouse.blog.gov.uk/2022/11/15/what-companies-house-will-look-like-in-the-future/ (Accessed: 11 February 2023).
Steinhage, A., Cable, D. & Wardley, D. (2017) The Pros and Cons of Competition Among Employees. Available at: https://hbr.org/2017/03/the-pros-and-cons-of-competition-among-employees (Accessed: 19 February 2023).
Tan, B (2019) ‘In search of the link between organizational culture and performance: A review from the conclusion validilty perspective'. Leadership & organizational development journal, 3(40), pp. 356-368.
UK Civil Service. (2022) People Survey Results 2022. UK Civil Service. Unpublished. 
UWTSD (2022) UWTSD - Shaping Cultures Powerpoint, UWTSD. Unpublished
Webb, G. (2021) Insights Colours. Available at: https://www.linkedin.com/pulse/insights-colours-gary-webb (Accessed: 19 February 2023).
Wittenberg-Cox, A. (2017) Deloitte’s Radical Attempt to Reframe Diversity. Available at: https://hbr.org/2017/08/deloittes-radical-attempt-to-reframe-diversity (Accessed: 11 February 2023).
16

1

image1.png
#% ] nfysgol Cymru
N ¥ Drindod Dewi Sant
\* University of Wales
Trinity Saint David




