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“We aspire to excellence, are open and honest in our actions and we achieve through understanding, focused leadership and ownership of our challenges. We are professional, forward thinking, innovative and have a positive ‘can do’ attitude. We believe in our Company”.
(William McNamara, 2006).
Founder and CEO.
Bluestone Resorts Ltd
Organisation Overview

Bluestone’s vision is to become the UK’s most loved short break destination. William Mcnamara, owner and founder, recognised how demanding everyone’s lives had become with pressured jobs, the stresses of family life and very little time to enjoy the simple things. With this in mind, William visioned a simple response to this: the opportunity to build a differentiated holiday experience. “In a world where everyone is so busy and there is little time for families to be together, Bluestone provides an opportunity where you can STOP, just for a while, and recharge. Bluestone is a place where loved ones reconnect” (McNamara, 2006). 

Our purpose is therefore to make people happy. This is so powerful, purposeful and meaningful to the almost 800 employees who work at Bluestone, as people don’t just want a job, they want to be part of something that makes the world a better place (Bluestone, 2019). The purpose is the identity of the business, the glue, the common thread and the answer to the question ‘why is my work important?’ It helps to understand the full impact of what Bluestone does and why every person counts (Bluestone, 2019).

In order for the company’s purpose to be truly embedded, everyone needs to know what it is and how it can be brought to life through behaviours and actions. As a leadership team, one of the key influences in shaping the behaviours of our employees, is understanding the organisational culture to align employee goals and values with those of the organisation (Bluestone, 2019).














Introduction
Organisational culture goes beyond the reason and logic of the economic essence of an organisation, providing a unique identity whether that is associated with philosophy, ideology, climate or personality (Buchanan et all, 2016). Considerable study on organisational culture has resulted in differing and overlapping models and definitions, some capturing macro cultures i.e. nations, particular occupations and large organisations and others micro and subcultures (Schein and Schein, 2016). Shein and Shein (2016) continues that amongst all of these definitions, there is a common thread relating to the behaviours of a group.
Mullins and McLean (2019) support this, viewing culture as having widespread influence over behaviours and actions i.e. how to think, feel and behave, despite employees not necessarily having conscious awareness. Edmonson (2012) furthers this, by stating that culture is a result of shared learning, suggesting a fluid concept that forms and evolves; a sense of identity that is open to influence. It can therefore be a powerful influence in guiding how employees behave and relate to one another, to leadership and to the customer base (Wilson and Bates, 2013; Buchanan, 2016). 
When observing culture, identifying and measuring the success of the elements that contribute to culture, is based on the external output, and these elements will differ in practice depending on the organisation (Shein and Shein, 2016). However, ultimately, the performance of an organisation is the collective desired output, and existing literature has investigated and implied the correlation between the two (Sinclair and Sinclair, 2009); making culture a critical consideration in maintaining competitive advantage (Barney, 1991). In turn, shaping public image, organisational effectiveness, enabling strategic direction and supporting attraction, retention, and motivation strategies (Cunliffe, 2008). 
This briefing paper will examine culture at Bluestone as part of the strategic objectives; and outline a set of recommendations for consideration. 










Main Findings
The McKinsey 7s was first established in the 1980’s as Peters and Waterman (2004) identified that existing models were centralised around strategy and structure, which they viewed as only forming part of the picture. The McKinsey 7S framework encompasses seven internal variables divided into the hardware and software of an organisation, as below (Peters and Waterman, 2004). They sought to create a criteria for success, enabling organisations to surface issues easily, build capability for excellence, and the model has since become one of the most popular tools in practice for strategic planning (Jan and Zavodna, 2022). The model fits with Bluestone, as its development was based on large organisations and centres strategic direction around shared values (Peters and Waterman, 2004). 
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(McKinsey 7s Framework, n.d).
Initially the business adopted a natural hierarchical structure, led by a CEO with clear reporting lines (Bluestone, n.d). However, business growth and demand has resulted in many changes e.g. layers of management added or removed, reporting lines/dotted lines and restructures, developing to a matrix structure (Bluestone n.d; Taylor and Perkins, 2021). Whilst this has offered the business fluidity to suit the changing needs of the business, according to Atkinson (n.d), successful matrix ways of working require planning and negotiation with stakeholders, which was not undertaken (Bluestone, n.d). It could therefore be argued as being an unpredictable climate for employees (Taylor and Perkins, 2021). Together with the cultural assumption of the private sector, whereby the nature of a fast-paced private sector organisation offers a lack of stability, transparency and regularity around structure, working arrangements, processes and even promotions (McCall, 2018). This is supported by the recent engagement survey whereby 8% of employees reported not knowing who their line manager is, and the highest reason for leaving the business is employees moving to an alternative industry with predominantly under two years maximum service (Bluestone, 2022; Bluestone 2023). 
As a matrix structure, there is heavy reliance on communication and interdepartmental working relationships (Taylor and Perkins, 2021). However, according to the engagement survey data 26% of employees are not aware of what’s going on in the business due to lack of regular communication and 22% feel Bluestone does not communicate important changes well (Bluestone, 2022). This is supported by Brooks (2019), whereby the organisation of work relies on a form of hierarchy, authority and effective communication to ensure reporting lines have the necessary information and guidance to meet overall business goals. According to Jones et all (2004), effective relationships are the basis for how an organisation functions and survives, and these relationships form from successful communication. The recent engagement survey confirmed over ¼ of the workforce do not feel like one team in working towards overarching goals, and employee relations records suggest conflict between departments (Bluestone, 2022; Bluestone; 2023). Equally, Bluestone’s leaders have been developed from within, without external influence and lacking in diversity (Bluestone, n.d). Diversity in society is ever increasing, resulting in more diverse workplaces, despite this Bluestone’s demographics are deficient in diversity and we may not therefore be benefiting from new perspectives and increased innovation gained from inclusive cultures (Taylor and Perkins, 2021).
According to Robbins and Judge (2017), organisational behaviour impacts organisational performance, and departmental engagement scores and outcomes evidence varying cultural experiences for employees, some of which negative (Bluestone, 2022). These departments equally experience high turnover, high levels of absenteeism and failure to meet monthly KPI targets (Bluestone, 2023). It may be possible that some departments have adopted values and beliefs that are separate from the overarching culture and values, by definition a subculture (Chao and Moon, 2005).  14% of employees in the last survey do not feel inspired by Bluestone to do the best they can in their job (Bluestone 2022). Whilst some subcultures may have caused departments to thrive, for those with poor engagement scores and feedback, consideration must be given to any counter cultures of those at conflict with the organisational values (Bluestone 2022; Martin and Siehl, 1983). 
The strategy is the overall organisational plan to remain competitive within the industry and market (Bryan, 2008). According to Groysberg et al (2018), the strategy provides the formal logic of the organisational goals and culture is how the goals are expressed through values. Bluestone’s strategy is delivered each year to the leadership team from the CEO, supporting the 10 year overarching business plan (Bluestone, 2022). A recent engagement survey evidenced that 98% of employees understand how their department contributes to Bluestone’s success and 97% understands how their role relates to Bluestone’s overarching goals and objectives, suggesting employees understand their expectations, therefore questions arise regarding the delivery be leadership give the engagement feedback (Bluestone, 2022). 
Prior to opening, Bluestone identified its vision, mission and culture statements to enable the community and prospective applicants to buy into the business (McNamara, 2006). Since this, the business has held these in high regards, and further developed this work to identify the purpose, values and behaviours (Bluestone, 2019). Bluestone (2019) outlines its leadership style to reflect the culture and values, acting as guiding principles. Bluestone (2019), also outlines that in order for this be to be truly embedded, everyone must know what this looks like and how it can be brought to life through behaviours and actions. Buchanan (2016) states that culture is concerned with emotional issues i.e. how an employee feels about work and the business. Bluestone’s values are based on an emotional connection by employees to undertake work not just for the purpose of profits, but to be part of something bigger (Bluestone, 2019). The business often references going the “extra mile”, or “above and beyond” within the role suggesting a reliance on discretionary effort and the psychological contract (Bluestone, 2019; Wong, 2022). This is evident in some of the working hours recorded within certain departments (Bluestone, 2023). However, cultural changes are happening with the employment relationship, and according to Aratani (2023) pre-pandemic expectations of people having to go above what they are paid to were unrealistic, and people are no longer viewing sacrificing elements of their personal life for their job as a fair deal. This is supported by Barsade and O’Neill (2016), who state emotional cultures can have an impact on burnout, absenteeism and employee satisfaction. Further to this, 22% of employees are actively looking for another role and 32% do not feel adequately compensated for the work they do (Bluestone, 2022). 
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Description automatically generated]Behaviourism is the assumption behaviours are learned in response to the environment., with emphasis on the environmental factors in which influence the behaviours (McLeod, 2022). The big 5 model is a widely recognised personality theory whereby personality can be identified within 5 simple dimensions – openness, conscientiousness, neuroticism, agreeableness and extraversion (Lim, 2020. This model fits with the behaviours displayed at Bluestone, as unlike other theories that identify individuals as one trait, the big 5 enables individuals to be scored on a spectrum between either end of the five elements (Lim, 2020). John & Srivastava (1999) argues that the model is descriptive and does not consider individual differences. However, further research has observed that leadership is linked to the Big 5 traits through varying behaviours and success (Brown & Trevino, 2006; De Hoogh et al., 2005). A study by Judge et al (2022) on personality and leadership suggested that personality traits aligned to the model can predict effectiveness of leadership.(Lim, 2022).

Bluestone (2019) views behaviours as the practical application of the company values – translating them into day-to-day actions, having the biggest impact on the achievement of the purpose. Aligning behaviours and values, together with clear objectives have been integrated into the performance management system providing behaviour guidelines with illustrative examples to all leaders outlining what good looks like or where improvement is required (Bluestone, 2019). Aligning this approach to the big 5 traits, Bluestone leaders demonstrate considerable inconsistences in their approaches (Bluestone, 2023). Whilst the engagement survey highlighted positive feedback on the whole around line management, there was feedback highlighting concerns in some departments (Bluestone, 2022).
Extroversion is a reflection of how an individual interacts with others, expressions of emotion and comfort in the working environment (John & Srivastava, 1999). This can be demonstrated in practice by the departments which have effective interpersonal relationships with their manager, and this is supported by 90% of employees feeling as though their line manager cares about them as a person (John & Srivastava, 1999; Bluestone, 2022). Agreeableness relates to the treatment and relationship with others where departments are required to work as a team, or rely on others to carry out work that benefits the whole business without conflict (Ackerman, 2017). However, 21% of employees feel their opinions don’t seem to count and 26% do not feel like one team (Ackerman, 2017; Bluestone 2022). 
Conscientiousness refers to being goal orientated and having a strong work ethic, alongside remaining considerate of others and controlling impulses (Grohl, 2019). This would suggest line managers who are viewed as dependable, disciplined and hardworking, and 87% of employees do view their line manager as a great role model. However, based on a number of organisational changes, the opposite end of the spectrum could also be true whereby leadership is impulsive and disorganised (Grohl, 2019; Bluestone, 2022). Neuroticism is around emotional stability and reactivity, and those scored within this trait are suggested to avoid leadership roles, lacking the social skills needed (John & Srivastava, 1999). The business does have a small number of departments with low engagement scores, and 10% of employees do not feel their line manager cares about them as a person (John & Srivastava, 1999; Bluestone, 2022). Openness is around imagination, curiosity and creativity i.e. a willingness to try new approaches (John & Srivastava, 1999). This trait is expressed whereby employees have the opportunity to be creative, however 30% of employees do not feel included in decisions made about work and 17% feel unencouraged with their development (John & Srivastava, 1999; Bluestone 2022). 
Leaders displaying openness, agreeableness, and emotional stability are perceived to be transformational (Da’as et al, 2019). However, John & Srivastava (1999), argues that conscientiousness is the clearest predictor of job performance. Neal et al., (2012), state a dependency on where there is involvement of teamwork i.e. agreeableness and neurotic are predicted to have improved performance in relation to teams, however agreeableness is deemed to negatively impact proactiveness on an individual basis. At Bluestone (2022), it would appear the teams who have extroverted leaders and agreeable employees are the departments who are high preforming, have high engagement and are meeting objectives, supported by John & Srivastava (1999), who deem this trait as a predictor of leadership. However, some leaders who may be more on the hostile and spontaneous end of the spectrum, suggested by a lack of employee involvement, impulsive decision making and change initiatives (John & Srivastava, 1999; Bluestone, 2023). 
Employee engagement has a number of varying definitions, however according to Gifford and Young (2021), it is deemed a psychological state or “internal state of being” in how people express themselves whilst interacting with their jobs. Gifford and Young (2021) continue that most definitions link engagement with motivated, happier, fulfilled employees, and higher performance, and a number of contributing factors can enhance or diminish engagement. According the 2009 MacLeod Review, strong leadership and supportive line management are two of four key enablers of engagement (Gifford and Young, 2021). Muller-Heyndyk (2019) continues that almost half of respondents in a survey conducted stated that leadership characteristics are important for retention and would inspire them to remain in a role. According to Schaufeli (2021), disengaging leadership i.e. coercive behaviour, preventing employees from developing and isolating employees results in preventing employees to achieve basic needs of autonomy and competence. Schaufeli (2021) continues that this results in frustration, disengagement and emotional exhaustion. 
Ineffective change management became apparent as impacting culture at Bluestone (Bluestone, 2022). According to Longenecker et al., (2007) a key aspect in change management is communication, however when this is lacking employees are placed under stress and uncertainty, which directly impacts levels of performance, turnover and creates conflict. Longenecker et al., (2007) continues that leadership in rapidly changing organisations often find themselves in roles they are ill-equipped to achieve, resulting in poor performance and equally disengagement for direct reports who depend on them. According to Swarnalatha and Prasanna (2013), employee engagement is considered a primary function in the achievement of a considered and planned change initiative. 
Poor interdepartmental working relationships, teamwork and potential subcultures were also identified (Bluestone, 2022). According to Houston (2019), workplace relationships deemed as negative could potentially cause dysfunction and psychological distress through challenging environments of exclusion and avoidance, ultimately impacting job satisfaction. Oksanen (2010) continues that poor working relationships can have a detrimental impact on employee wellbeing and ultimately engagement. According to Vesterinen (2022), subcultures become challenging when it develops into a counterculture, undermining the overarching culture and disrupt business operations. Vesterinen (2022) continues that these can develop from a number of reasons such as feelings of not being valued, not being adequately compensated or feelings of dissatisfaction with the business overall, which can result in conflict, disruption and changes in performance. 
Intense working patterns were also identified alongside employees not feeling adequately compensated for the work they do (Bluestone, 2022; Bluestone, 2023). Whilst short term, it may appear that intense working patterns benefit the organisation by increasing productivity (Chu, 2021). However, this cannot be sustained, and Chu (2021) continues that more time invested in work, results in less time for employees to participate in their own health and wellbeing results in a cycle of stress and ultimately burnout. Saunders (2019) adds that during burnout, employees become exhausted, frustrated, feel unappreciated resulting in disengagement from the organisation. 
According to Herzberg (2003), there are specific factors impacting job satisfaction and motivation. The factors that lead to job satisfaction are called motivators e.g. recognition, work itself, growth. Conversely, the factors that lead to dissatisfaction are called hygiene factors, these are the basis and can be expected as part of any employment relationship e.g. company policy, working conditions and pay (Herzberg, 2003). Herzberg (2003) continues that addressing factors of dissatisfaction does not automatically create job satisfaction, therefore engagement is not guaranteed to increase for employees dissatisfied due to pay, without addressing further factors. 
Culture can be a powerful influence in the success of strategy delivery and overall performance, and provides a number of benefits for organisations (Groysberg, 2018). Harington (2011), states that a positive culture where wellbeing matters are prioritised, benefits organisations by impacting how employees feel about their work, their commitment, their motivation and loyalty to the organisation. Harrington (2011) continues that on an organisational level, where wellbeing is prioritised, it can improve productivity, communication, and openness to change, and can also reduce absenteeism and increase customer satisfaction. Taylor and Perkins (2021) supports this and further adds that investment in wellbeing strategies strongly relates to increased business performance. 
Customer satisfaction is a critical element of a thriving organisation and key to obtaining competitive advantage (Michael et al., 2008). Michael et al., 2008, further suggest that organisational culture is a significant contributor to customer satisfaction, equally making efforts to improve culture can also improve customer satisfaction. Customer satisfaction provides many benefits to organisations including customer loyalty, attracting and retaining customers, repeat business alongside increased profits (Szyndlar, 2023). 
Inclusive cultures celebrate differences and ways of thinking, with a number of noted benefits including improved decision making, a positive brand, and improved creativity and innovation of the workforce (Taylor and Perkins, 2021). Taylor and Perkins (2021) continues that businesses who recognise when differing factors of an individual’s identity interact with another benefit from significantly different employment results. An inclusive culture should therefore remain a focus for organisations, as evidence suggests employees prefer organisations that value diversity, which supports retention strategies (Robbins and Judge, 2017). This is supported by D'silva (2022), who also adds that inclusive cultures create psychological safety and trust in workplaces, which positively impacts on performance, energy levels at work and collaboration between individuals and departments.
Employee productivity relates to an employee’s efficiency and capacity to achieve their objectives (Abane et al,. 2022). A study found that organisations with positive workplace cultures i.e. those with a clear mission, vision, and goals, and those that engage with employees benefit from increased productivity (Abane et al., 2022). Abane et al., (2022) continues that due to employee involvement as part of a positive and consistent culture, employees can proactively take on additional work within their capabilities and benefit from a stable environment which in turn impacts their productivity. Productive employees who are rewarded can motivate others, positively impact moral and the working environment, relating to low attrition and employee loyalty (Harnes, 2018). Harnes (2018) continues that on an organisational level, it can increase revenue, company growth, customer service and satisfaction, maintain low attrition and retain employee loyalty.
Conclusion 
Whilst there has been considerable study on defining organisational culture, having a subconscious influence over behaviours and actions and undertaking shared learning appears to be a common theme (Mullins and McLean, 2019). This briefing paper provides an insight into some of the cultural factors at Bluestone. Whilst the McKinsey 7s framework highlighted a strong connection of employees with the strategic direction and objectives, it also suggested a lack of change management strategies, unclear structure, lack of communication, working relationship challenges, leadership delivery, lack of diversity and intense working patterns combined with feelings of inadequate compensation in return (Bluestone, 2022; Bluestone, 2023). The big 5 model was utilised to review organisational behaviour, and supporting the culture factors, it highlighted inconsistencies around line management with some extroversion, some hostile and some spontaneous traits, however negative impacts involved stifling creativity, lack of employee involvement and conflict between departments (Bluestone, 2022). All of which, bear an impact on overall employee engagement, preventing employees from achieving job satisfaction, remain motivated, productivity and ultimately organisational performance (Gifford and Young, 2021). 
Bluestone’s purpose is to make people happy and to develop leaders to embed this purpose, understanding the culture and influencing behaviours of employees to align goals and values with those of the organisation (Bluestone, 2019). To continue on this trajectory, the leadership team must recognise that positive culture provides a number of organisational benefits and can be a powerful influence in the success of strategy delivery and overall performance, enabling the business to achieve and maintain competitive advantage (Groysberg, 2018).
The McKinsey 7s model was utilised to critically analyse culture at Bluestone, however as the model does not explore the external environment for cultural influences, further research is recommended with the use of a PESTLE analysis to explore the macro-environmental factors, and utilising the results to understand threats and weaknesses with a SWOT analysis (Bismark et al., 2020). The model is also used in other contexts such as a change management tool, and therefore is not solely for the purpose of organisational culture (Peters and Waterman, 2004).
Recommendations 
1. Re-instil values and behaviours.
Carry out a session with the leadership team to refresh the Bluestone Way values and expected behaviours, alongside the importance of behaviours which support health, wellbeing and engagement. 
Engagement survey to be conducted in 12 months, with results presented to the board.
Timescales
This mandatory session will be conducted within the next month.
Measurables
Participation in session.
Engagement survey to be conducted in 3 months for comparators, with results presented to the board.
Attrition and stability rates to be reviewed monthly and reported to the board.
Resource requirement 
A full week from the Head of Learning and Development to create the content for the session.
One day from the Director of People Services to deliver.
Leadership team to be released from the operation for one day.
Outsource of engagement survey.
Head of People Services monthly reporting.
Approximate cost 
Salaries (time): £2,345. / Survey outsourcing: £1,500.
Total: £3,845.
2. Enhance the Diversity, Inclusion and Equity strategy.
Leadership team to undertake a training session on Diversity, Inclusion and Equity and create the conditions for an inclusive culture. 
Timescales
Mandatory training session to be conducted within the next month. Strategy to re-circulate in the next two months.
Measurables 
Participation in session.
Workforce demographics to be reviewed in 12 months for comparators.
Engagement survey to be conducted in 12 months for comparators.
Resource requirement
External training provider to deliver session.
Leadership team to be released from the operation for one day.
Head of HR to report on data and enhance strategy for circulation following the training.
Approximate cost
External training: £2,499.99. / Salaries (time): £1,340. / Survey outsourcing: £1,500.
Total: £5,339.99.
3. Change Management Initiatives
Leadership team to undertake a training session on change management and the importance of a structured plan. Head of HR to create an online toolkit for managers to utilise for small scale departmental change management initiatives.
Timescales
Mandatory training session to be conducted within the next three months.
Measurables
Participation in session.
Engagement survey to be conducted in 12 months for comparators. 
Resource requirement 
A full week from the Head of Learning and Development to create the content for the session.
One day from The Director of People Services to deliver.
One day from Head of People Services to create toolkit.
Leadership team to be released from the operation for one day.
Approximate cost 
Salaries (time): £2,349.
Survey outsourcing: £1,500.
Total: £3,849.

Reference list
Abane, J.A., Adamty, R. and Ayim, V.O. (2022) “Does organizational culture influence employee productivity at the local level?,” Future Business Journal, 8(34). Available at: https://fbj.springeropen.com/counter/pdf/10.1186/s43093-022-00145-5.pdf. 
Ackerman, C. (2017). Big Five Personality Traits: The OCEAN Model Explained. Available at: https://positivepsychology.com/big-five-personality-theory (Accessed: February 21, 2023).
Aratani, L. (2023) While some say quiet quitting is over, the spirit of it may carry into 2023, The Guardian. Guardian News and Media. Available at: https://www.theguardian.com/money/2023/jan/02/quiet-quitting-trend-2023-great-resignation (Accessed: February 21, 2023). 
Atkinson, P. (no date) Creating the culture for matrix management, Philip Atkinson. Available at: http://www.philipatkinson.com/creating-the-culture-for-matrix-management.html (Accessed: February 21, 2023). 
Barends, E. and Rousseau, D. (2022) Organisational culture and performance: an evidence review. Scientific summary. London: Chartered Institute of Personnel and Development. Available at: https://www.cipd.co.uk/Images/organisational-culture-performance-scientific-summary_tcm18-110560.pdf (Accessed: February 21, 2023).
Barsade, S. and O'Neill, O.A. (2016) Manage your emotional culture, Harvard Business Review. Available at: https://hbr.org/2016/01/manage-your-emotional-culture?registration=success (Accessed: February 21, 2023). 
Bismark, O., Koji, O., Frank, A & Eric, H. (2020). Utilizing Mckinsey 7s Model, SWOT Analysis, PESTLE and Balance Scorecard to Foster Efficient Implementation of Organizational Strategy. Evidence from The Community Hospital Group-Ghana Limited. International Journal of Business, Economics and Management. 2(3). Available at: https://www.researchgate.net/publication/342481317_Utilizing_Mckinsey_7s_Model_SWOT_Analysis_PESTLE_and_Balance_Scorecard_to_Foster_Efficient_Implementation_of_Organizational_Strategy_Evidence_from_The_Community_Hospital_Group-Ghana_Limited (Accessed: February 23, 2023).
Bluestone (2019) “The Bluestone Way Leadership Framework.” Narberth: Bluestone Resorts Ltd. 
Bluestone (2022) “Engagement Survey - Executive Summary.” Narberth: Bluestone Resorts Ltd. 
Bluestone (2023) “Executive Team People Services Report .” Narberth: Bluestone Resorts Ltd. 
Bluestone (no date) “Bluestone Organisational Chart.” Narberth: Bluestone Resorts Ltd. 
Brooks, I. (2018) Organisational Behaviour: Individuals, Groups and Organisation. Harlow: Pearson Education. 
Brown M. E., TreviñO L. K. (2006). Ethical leadership: A review and future directions. Leadership Quarterly 17, 595–616. Available at: https://www.sciencedirect.com/science/article/pii/S104898430600110X?via%3Dihub (Accessed: February 21, 2023).
Bryan, L. (2018) Enduring ideas: The 7-S framework, McKinsey & Company. McKinsey & Company. Available at: https://www.mckinsey.com/capabilities/strategy-and-corporate-finance/our-insights/enduring-ideas-the-7-s-framework (Accessed: February 23, 2023). 
Buchanan, D. (2015). Organisational Behaviour, Pearson Education Limited. Available at: https://ebookcentral.proquest.com/lib/trinity/detail.action?docID=5821088 (Accessed: February 23, 2023).
Chao, G.T. and Moon, H. (2005), “The cultural mosaic: a metatheory for understanding the complexity of culture”, Journal of Applied Psychology, Vol. 90 No. 6. Available at: https://web-p-ebscohost-com.ezproxy.uwtsd.ac.uk/ehost/pdfviewer/pdfviewer?vid=0&sid=0d0af3d7-c7c6-49f5-9120-d7f5a353ad43%40redis (Accessed: February 23, 2023).
Chu, L. (2021) “Impact of long working hours on health based on observations in China,” BMC Public Health, 21(1347). Available at: https://web-p-ebscohost-com.ezproxy.uwtsd.ac.uk/ehost/pdfviewer/pdfviewer?vid=0&sid=c9181b77-0082-49ad-a3a3-74ce65490873%40redis (Accessed: February 23, 2023).
Cunliffe, A., L. (2008) Organisation Thery, London: Sage Publications
De Hoogh A. H. B., Den Hartog D. N., Koopman P. L. (2005). Linking the Big Five-factors of personality to charismatic and transactional leadership; perceived dynamic work environment as a moderator. Journal of Organizational Behavior, 26, 839–865. Available at: https://web-p-ebscohost-com.ezproxy.uwtsd.ac.uk/ehost/pdfviewer/pdfviewer?vid=0&sid=d714b838-461e-43d3-9477-b3b0909bb3f0%40redis (Accessed: February 23, 2023).
D'silva, S. (2022) Five compelling benefits of inclusive team cultures, LinkedIn. Available at: https://www.linkedin.com/pulse/inclusive-team-cultures-5-benefits-sonali-dsilva/?trk=pulse-article (Accessed: February 23, 2023). 
Ebadollah, A. (2011) “Organizational culture and productivity,” Elsevier, 15(772-226). Available at: https://reader.elsevier.com/reader/sd/pii/S1877042811003612?token=C465E540012375CB304170BAC2E129D283578E490703C6E088EA2E50DE6B1739630F963F4F4342A85828F75BE6DD22F2&originRegion=eu-west-1&originCreation=20230223133807. 
Edmonson, A.C. (2012) Teaming: How organisations learn, innovate, and compete in the knowledge economy. San Francisco, CA: Jossey-Bass.
McKinsey & Company (2018) Enduring ideas: The 7-S framework. Available at: https://www.mckinsey.com/capabilities/strategy-and-corporate-finance/our-insights/enduring-ideas-the-7-s-framework (Accessed: February 20, 2023). 
Gifford, J. and Young, J. (2021) Employee engagement & motivation: Factsheets, CIPD. Available at: https://www.cipd.co.uk/knowledge/fundamentals/relations/engagement/factsheet#6227 (Accessed: February 22, 2023). 
Grohol, J. M. (2019). The Big Five Personality Traits. PsychCentral. Available at: https://psychcentral.com/lib/the-big-five-personality-traits (Accessed: February 22, 2023).
Groysberg, B. et al. (2018) The leader's Guide to Corporate Culture, Harvard Business Review. Available at: https://hbr.org/2018/01/the-leaders-guide-to-corporate-culture#:~:text=Strategy%20offers%20a%20formal%20logic,collective%20action%20and%20decision%20making. (Accessed: February 21, 2023). 
Harness, J. (2018) The importance of employee productivity, Bizfluent. Available at: https://bizfluent.com/info-8292773-importance-employee-productivity.html (Accessed: February 23, 2023). 
Harrington, A. (2011) Organisational culture influences employee wellbeing, Personnel Today. Available at: https://www.personneltoday.com/hr/organisational-culture-influences-employee-wellbeing/ (Accessed: February 23, 2023). 
Herzberg, F. (2003) One more time: How do you motivate employees?, Harvard Business Review. Available at: https://hbr.org/2003/01/one-more-time-how-do-you-motivate-employees (Accessed: February 22, 2023). 
Houston, E. (2019) The importance of positive relationships in the workplace, Positive Psychology. Available at: https://positivepsychology.com/positive-relationships-workplace/#important (Accessed: February 22, 2023). 
JAN, Z.P. and ZAVODNA, L.S., (2022) An Insight to the World of Female Entrepreneurship: Systematic Literature Review of the Phenomenon using the Mckinsey 7S Model. Foundations of Management, 14(1), pp. 51-66. Available at: https://www.proquest.com/docview/2651834568?accountid=130472&parentSessionId=qTUKB3czNwUSyXGmE3RTQaPggP3Hbqy6H7leAGNvfEk%3D&pq-origsite=primo (Accessed: February 22, 2023).
John, O. P., & Srivastava, S. (1999). The Big-Five trait taxonomy: History, measurement, and theoretical perspectives. In L. A. Pervin & O. P. John (Eds.), Handbook of personality: Theory and research (Vol. 2, pp. 102–138). New York: Guilford Press.
Jones, E., Watson, B., Gardner, J., & Gallois, C. (2004). Organizational communication: Challenges for the new century. Journal of Communication, 54(4), 722-750.re. Available at: https://academic.oup.com/joc/article/54/4/722/4102943 (Accessed: February 22, 2023).
Judge T. A., Bono J. E., Ilies R., Gerhardt M. W. (2002). Personality and leadership: A qualitative and quantitative review. Journal of Applied Psychology, 87, 765–780. Available at: https://web-s-ebscohost-com.ezproxy.uwtsd.ac.uk/ehost/pdfviewer/pdfviewer?vid=0&sid=56e0585e-c26c-4ba9-9e65-3619c0d23f91%40redis (Accessed: February 22, 2023).
Lim, A.G.Y. (2020) What Are the Big 5 Personality Traits?, Simply Psychology. Available at: https://www.simplypsychology.org/big-five-personality.html (Accessed: February 22, 2023). 
Longenecker, C.O., Neubert, M.J. and Fink, L.S. (2007) “Causes and consequences of managerial failure in rapidly changing organisations,” Elsevier, 50(145-155). Available at: https://www-sciencedirect-com.ezproxy.uwtsd.ac.uk/science/article/pii/S0007681306001418 (Accessed: February 22, 2023).
Martin,   J.,  Siehl   (1983).  Organizational   culture   and  counterculture:   An  uneasy 
Martin,   J.,  Siehl   (1983).  Organizational   culture   and  counterculture:   An  uneasy 
Martin, J., Siehl (1983). ‘Organizational culture and counterculture: An uneasy symbiosis’. Organizational Dynamics, 122: 52-65. Available at: https://web-s-ebscohost-com.ezproxy.uwtsd.ac.uk/ehost/pdfviewer/pdfviewer?vid=0&sid=149faaec-2078-4801-ac20-484f6b4838a7%40redis (Accessed: February 22, 2023).
McCall, B. (2018) Public or private: Moving between them can be a culture shock, The Irish Times. The Irish Times. Available at: https://www.irishtimes.com/special-reports/new-year-new-career/public-or-private-moving-between-them-can-be-a-culture-shock-1.3728641 (Accessed: February 20, 2023). 
McKinsey 7s framework (no date) McKinsey 7S Framework | McKinsey 7S Framework Template. Available at: https://online.visual-paradigm.com/diagrams/templates/mckinsey-7s-framework/mckinsey-7s-framework/ (Accessed: February 23, 2023). 
McLeod, S. (2022) Behaviourist Approach, Behaviorism - Simply Psychology. Available at: https://www.simplypsychology.org/behaviorism.html#types (Accessed: February 22, 2023). 
McNamara, W. (2006) “Mission, Vision, Culture.” Narberth: Bluestone Resorts Ltd. 
Michael A. Gillespie, Daniel R. Denison, Stephanie Haaland, Ryan Smerek & William S. Neale (2008) Linking organizational culture and customer satisfaction: Results from two companies in different industries, European Journal of Work and Organizational Psychology, 17:1, 112-132, DOI: 10.1080/13594320701560820
Muller-Heyndyk, R. (2019) Poor leadership driving talent away, HR Magazine. Available at: https://www.hrmagazine.co.uk/content/news/poor-leadership-driving-talent-away (Accessed: February 23, 2023). 
Mullins, L, and McLean JA, 2019. Organisational behaviour in the workplace. Harlow: Pearson Education
Neal, A., Yeo, G., Koy, A., & Xiao, T. (2012). Predicting the form and direction of work role performance from the Big 5 model of personality traits. Journal of Organizational Behavior, 33(2), 175–192. https://doi.org/10.1002/job.742
Oksanen, T., Kouvonen, A., Vahtera, J., Virtanen, M., & Kivimäki, M. (2010). Prospective study of workplace social capital and depression: Are vertical and horizontal components equally important? Journal of Epidemiology and Community Health, 64(8), 684–689
Robbins, S.P. and Judge, T.A. (2017) Organizational behavior. Harlow: Pearson Education. 
Saunders, E.G. (2021) 6 causes of burnout, and how to avoid them, Harvard Business Review. Available at: https://hbr.org/2019/07/6-causes-of-burnout-and-how-to-avoid-them (Accessed: February 23, 2023). 
Schaufeli, W. (2021) “Engaging Leadership: How to Promote Work Engagement?,” Frontiers in Psychology, 12(754556). Available at: https://www.ncbi.nlm.nih.gov/pmc/articles/PMC8578900/#:~:text=Engaging%20leadership%20is%20defined%20as,and%20valid%20self%2Dreport%20scale. (Accessed: February 23, 2023).
Schein, Peter A., and Edgar H. Schein. Organizational Culture and Leadership, John Wiley & Sons, Incorporated, 2016. ProQuest Ebook Central, Available at: https://ebookcentral.proquest.com/lib/trinity/detail.action?docID=4766585 (Accessed: February 23, 2023).
Sinclair, M., Sinclair, C., 2009. Improving hotel efficiency through integration of service and project management cultures. Int. J. Hosp. Tour. 10 (4). Available at: https://www.tandfonline.com/doi/abs/10.1080/15256480903337155 (Accessed: February 23, 2023). 
SlideModel. (2020) The big five personality traits model, SlideModel. Available at: https://slidemodel.com/the-big-five-personality-traits-model/ (Accessed: February 23, 2023). 
Swarnalatha, C. and Prasanna, T.S. (2013) “Employee Engagement and Change Management,” International Journal of Business and Management Invention, 2(6). Available at: https://doi.org/https://www.ijbmi.org/papers/Vol(2)6/Version-1/A02610106.pdf. (Accessed: February 23, 2023).
symbiosis. Organizational Dynamics, 
symbiosis. Organizational Dynamics, 
Szyndlar, M. (no date) Customer satisfaction: Why it's important in 2023, Survicate. Available at: https://survicate.com/customer-satisfaction/importance-customer-satisfaction/ (Accessed: February 23, 2023). 
Taylor, S. and Perkins, G. (2021) Work and employment in a changing business environment. London: CIPD - Kogan Page. 
Vesterinen, A. (2022) The problems of functional and departmental sub-cultures, Blog. Falcony. Available at: https://blog.falcony.io/en/problems-of-functional-and-departmental-subcultures (Accessed: February 22, 2023). 
Wong, W. (2022) Psychological contract: Factsheets, CIPD. Available at: https://www.cipd.co.uk/knowledge/fundamentals/relations/employees/psychological-factsheet#gref (Accessed: February 27, 2023). 

image3.png




image4.png
OPENNESS
Closed @——3¢———@ Open

CONSCIENTIOUSNESS

Spontaneous @@ Conscientious

EXTROVERSION
Introverted @S Exctroverted

AGREEABLENESS
Hostile @@ Agreeable

NEUROTICISM
Stable @———————¢———————————8 Neurotic




image1.png
&3

The
Bluestone
. Way





image2.jpeg




