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Abstract

This longitudinal case study examines how business practices, professional services,
organizational culture, and person-role alignment influenced performance outcomes. The
research blends quantitative organizational data with qualitative autoethnographic insights to
explore the interplay of uncertainty, disruption, strategy and culturce imact on organisations
capacity, activities, and aims when driving team performance. An initial cross-sectional analysis
in 2020 identified key correlations between emotions, individual traits (e.g. conscientiousness,
creativity) and outcomes, specifically job performance. These findings were subsequently
investigated through repeated observations in 2021-2022, enabling a rich longitudinal
understanding of change during a period of disruptive events (including Brexit and the COVID-19
pandemic). Findings indicate that strengthening employees’ capacity to navigate uncertainty and
disruption, along with fostering a supportive work environment, contributes to increased
revenue growth, higher profitability, and a reduction in overdue debt. The organization’s cultural
adaptation and leadership responses (such as creating new flexible team structures and
emphasizing intrinsic motivation) helped sustain performance during crises. The author’s
personal philosophical worldview — informed by a spiritual ethos —is transparently presented as
context rather than empirical fact, ensuring academic objectivity. Practical implications include
guidance for leaders on talent-role fit, the integration of ethical values in leadership, and
strategies for organizational development during volatility. A dedicated limitations section
addresses the study’s scope (single-case, researcher’s dual role) and methodological constraints.
Overall, this study contributes to organizational psychology and leadership literature by
providing longitudinal evidence on how internal alignment and values-based leadership can drive
performance improvement over time.

Introduction

Effective strategy, leadership and adaptive organizational culture are widely recognized as
critical to sustaining high performance, particularly during periods of volitility, uncertainty and
disruption. However, less attention has been given to how specific person—environment
dynamics—such as the alignment between emotional intelligence, personality traits,
organisational transformation, competencies, and strategic goals—unfold over extended periods
of real-world change. This study addresses that gap by examining a 17-year longitudinal case
based on the author’s experience as a director at a consultancy, referred to here as Sisu, which
partnered with multiple firms in the construction and mining sectors under the pseudonym
Fabrikam Technology Inc. The analysis spans phases of growth, crisis, and organizational
transformation.

Note: Correlation coefficients are derived from internal observational scoring and regression modelling
conducted for heuristic purposes; they are not based on standardized psychometric measures.
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Research Question: How do emotions, environment, individual abilities, activities, and aims
collectively influence organizational performance over time in a rapidly changing business
context? In particular, we examine whether aligning people’s traits and skills with their roles (and
the firm’s aims) improves performance outcomes, and how leadership and culture moderated
this alignment during major disruptions (economic changes, restructuring, and a global
pandemic).

Objectives: To answer the research question, the study is framed around the following
objectives:

1. Trait—Performance Alignment: Identify relationships between individual characteristics
(e.g. creativity, conscientiousness, stress tolerance, agreeableness, competitiveness) and
key performance metrics (such as gross profit, net profit, revenue growth, and client
retention).

2. Impact of Organizational Changes: Evaluate how major disruption, structural and
environmental changes (e.g. a 2012 company formation, 2017-2019 business model
restructuring, and the 2020 COVID/Brexit disruptions) affected team performance and
outcomes.

3. Leadership and Organizational Evolution: Document the evolution of leadership practices
and organizational culture across 2005—2022, including the introduction of new roles and
incentive structures, and analyze how these influenced collective performance and
adaptability.

4. Autoethnographic Insight: Incorporate the researcher’s first-hand reflections and
philosophical worldview as an autoethnographic component, to understand the role of
personal values and ethics (such as a service-oriented spiritual ethos) in shaping
leadership decisions and interpretations.

|/I

5. Practical Framework: Synthesize findings into a “Focused Aims Model” for aligning
individual capabilities with organizational aims and environment, offering practical
guidance for improving performance management and organizational development.

By integrating these objectives, the study situates itself at the intersection of leadership theory,
organizational culture, and industrial-organizational psychology. It bridges quantitative
performance analysis with qualitative insight, in line with calls for richer context in leadership
studies. In the next sections, we outline the methodological approach, present key results, and
discuss them in light of existing literature on leadership and culture, before concluding with
implications and limitations.

Note: Correlation coefficients are derived from internal observational scoring and regression modelling
conducted for heuristic purposes; they are not based on standardized psychometric measures.
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Methodology

Research Design: We employed a longitudinal single-case study design combining observational
and autoethnographic methods. The case organizations Fabrikam Technology Inc was observed
by the researcher in an internal leadership role over 17 years. The study unfolded in two phases:
an initial cross-sectional analysis followed by a longitudinal follow-up. In 2020, cross-sectional
data were collected from a sample of team members and business metrics to capture a
“snapshot” of performance and behavioral variables. This provided baseline correlations at a
critical moment (just as the COVID-19 lockdowns and Brexit impacts materialized). Cross-
sectional studies are useful to discover potential correlations that can later be examined over
time. Building on those insights, Phase 2 consisted of repeated longitudinal observations from
April 2021 to May 2022, tracking the same variables in the same organizational units over time.
This approach allowed the study to detect changes and causal inferences by relating outcomes
to prior conditions and actions.

Data Collection: Quantitative performance data were drawn from internal records, including
monthly gross profit (GP), net profit (NP) and net revenue (NR) figures, client debt aging reports
(e.g. invoices >60 days overdue), and league tables of individual billings from 2005 onward. For
example, historical league tables showed the author’s personal billings ranking #1 company-wide
in 2005-2008, illustrating a period of high individual performance. Organizational outcomes
(such as new clients secured, contracts won, jobs created, etc.) were documented annually.
Additionally, qualitative observations were recorded through field notes and personal reflective
journals, focusing on team behaviors, decision-making processes, and cultural atmosphere
during key events. In keeping with an autoethnographic approach, the researcher documented
personal experiences and feelings during events like the 2020 lockdown and subsequent
strategic pivots, to later analyze them in relation to broader organizational patterns.

Variables and Measures: The cross-sectional analysis in 2020 identified key performance
indicators (KPIs) and potential predictor variables. KPIs included financial outcomes (GP, NP
margins, revenue growth) and operational outcomes (employee retention/turnover, client
satisfaction, and project delivery success rates). Predictor variables included individual traits —
assessed through a combination of informal assessments and performance reviews — and
contextual factors. Five traits emerged as particularly relevant to job performance across roles:
creativity, conscientiousness, stress tolerance, agreeableness, and competitiveness[4]. These
roughly correspond to aspects of the Big Five personality dimensions (with creativity relating to
openness, etc.), and were observed in how employees approached tasks. For example, a creative
aptitude was noted as crucial for roles in product development, while conscientiousness and
agreeableness were linked to client account management success. Contextual variables included
the team’s working environment (e.g. stability vs. change, remote vs. office), resources available,
and clarity of aims or goals provided by leadership.

Note: Correlation coefficients are derived from internal observational scoring and regression modelling
conducted for heuristic purposes; they are not based on standardized psychometric measures.
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The Focused Aims Model was an analytical framework used to interpret data: it posits that
optimal performance occurs when there is a good fit between an individual’s abilities/traits and
the environment they operate in, aligned with the activity demands of their job and the
organization’s aims. In essence, it mirrors the person—environment fit concept, defined as the
compatibility between an individual and their work environment when characteristics are well
matched. Using this model, each observed case (team or individual) was evaluated on how well
their capabilities matched their role requirements and whether the surrounding environment
(including team culture and leadership support) was conducive to success.

Procedure: During Phase 1 (2020 snapshot), data from 25 employees (targeted across different
departments to represent a cross-section) were collected via surveys and performance reports.
The survey included self and manager ratings of the five key traits (on an informal scale), which
were then compared to objective performance metrics for correlation patterns.

In Phase 2, the same individuals and teams were tracked over 14 months; monthly financial KPlIs
and periodic check-ins on team morale and individual workload/stress were recorded. The
researcher, as an insider, also conducted participant observation — engaging in leadership
meetings and project discussions while noting observations systematically. To mitigate bias,
critical incidents (such as the sudden net revenue expansion with a major client in late 2021)
were cross-checked with other managers’ accounts or documented evidence. For instance, one
analysis question was:

“How do we explain significantly less overdue debt in 2020-2022 compared to prior years?”

Data showed a steady reduction in 60+ day receivables by May 2022. The researcher traced this
outcome back to diversification strategies initiated in 2018 (entering new markets/clients which
spread risk) and improved credit control processes in 2020-21. Such patterns were recorded in
tables of Aim—Target—Outcome (for each strategic initiative) and revisited in 2022 to gauge
which aims manifested as expected.

Autoethnographic Elements: Throughout the study, personal reflections were intentionally
separated from objective data. The author’s notes often contained introspective thoughts on
purpose and values in the workplace. These were later categorized as “Researcher’s Reflection”
to distinguish them in the narrative. For example, a personal reflection might record how the
author’s spiritual outlook influenced their interpretation of success beyond raw numbers. Below
is an illustration of how such content is presented separately. Author’s Reflection:

“My primary aim has been to serve the greatest good | can conceptualize — which, in my belief
system, is God through Jesus Christ — by leading and working with integrity and care”.

This personal mission, while not a formal organizational goal, shaped my commitment to follow-
up, aftercare, and relationship-building in the team’s culture.

Note: Correlation coefficients are derived from internal observational scoring and regression modelling
conducted for heuristic purposes; they are not based on standardized psychometric measures.
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By labeling and acknowledging such reflections, the study maintains clarity between empirical
observations and the researcher’s philosophical worldview. This approach follows best practices
in autoethnography, recognizing that telling one’s story provides cultural insight but does not
automatically produce generalized understanding without deeper analysis. The act of writing
self-narrative offers a window into organizational culture, but rigorous interpretation is required
to connect personal experience to broader context. In our analysis, we use the author’s
experiences as one lens among many, ensuring that subjective insights are clearly identified and
used to complement — not replace — objective data.

Analysis: Quantitative data were analyzed using basic statistical techniques appropriate to an
internal case study. We computed correlations between trait ratings and performance metrics
(noting, for instance, that conscientiousness showed a positive correlation with consistent billing
performance, aligning with extensive research that this trait strongly predicts job performance
across many contexts). Due to sample size limits, these correlations were used descriptively
rather than for formal hypothesis testing. Trends over time (e.g. annual profit growth, debt
levels) were visualized to observe the impact of interventions or external events. Qualitative data
(observation notes, interviews, reflections) were coded thematically. Key themes included
adaptability in crisis, communication and collective intelligence, role fit, and values-driven
leadership. We triangulated findings by examining where quantitative outcomes intersected with
qualitative themes — for example, whether teams with high collective adaptability (noted
qualitatively) also showed superior performance during the pandemic shock.

Research Ethics and Validity: All company and individual names have been anonymized in any
academic write-up. As an internal study intended originally for organizational development,
formal institutional review board (IRB) processes were not initially sought; however, care was
taken to handle data confidentially and respectfully. In preparing this work for publication,
retrospective ethical approval is being considered, and the study is presented in a way that
safeguards participant identity. To enhance credibility, the study employs methodological
triangulation (mixing quantitative and qualitative evidence) and reflexivity, openly discussing the
researcher’s biases. The autoethnographic narrative is used conscientiously as a “tool to help
both social scientists and practitioners gain understanding of self and others” in context, rather
than as an attempt at universal truth.

Results; Overview of Organizational Performance (2005-2022)

Over the 17-year period, the case organization experienced significant growth punctuated by
periods of disruption. Performance data (see Appendix) show that gross profit (GP) grew steadily
from 2005, reaching a peak in 2019 before a downturn in 2020. Net profit (NP) margins similarly
peaked around 2% in 2018-2019, dropped sharply during 2020-2021, and then recovered by
2022. Notably, 2019 was the highest GP year on record, while 2022 showed a strong rebound
with the company “exceeding performance in every area measured apart from total GP”. For
example, by August 2022 the year-to-date NP had nearly reached £385,000 (3.8% of sales),

Note: Correlation coefficients are derived from internal observational scoring and regression modelling
conducted for heuristic purposes; they are not based on standardized psychometric measures.
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compared to only £49,700 (0.5%) in 2021. This indicates a remarkable recovery, likely
attributable to strategic changes implemented post-2020.

External Disruptions: The U.K.’s departure from the EU in early 2020 and the COVID-19 pandemic
created an existential crisis for the firm. In April 2020, the country went into lockdown, causing
project delays and widespread uncertainty. Our cross-sectional snapshot captured this moment:
revenue in the second quarter of 2020 plummeted, and qualitative observations noted
heightened stress and confusion among teams. However, these shocks also served as a
“wellspring of experience in a relatively short period”, forcing rapid learning and innovation. By
mid-2021, the company had pivoted to new markets and service lines. For instance, debt over 60
days (unpaid invoices) fell significantly: total overdue debt was £1.44M in May 2021, dropping to
£1.29M by May 2022 despite higher sales. This improvement in cash flow was partly due to
diversification of clients and more stringent credit controls introduced during the pandemic.

Strategic Initiatives and Outcomes: Throughout 2018-2022, the leadership pursued a
diversification and expansion strategy. Key aims, targets, and outcomes are summarized in
Appendix Table A2. For example, in 2018 an aim was set to expand into new sectors (e.g.
partnering with international firms). By 2022, this manifested in signing a new partnership with
Ultratech (India) and a consultancy agreement with Redpath for a mining project. These moves
contributed to offsetting the downturn in the core business.

Trait Alignment and Performance

One of the central findings is the importance of person-job fit to handle uncertainty and change
in relation to performance outcomes. Our 2020 cross-sectional analysis revealed that top-
performing individuals typically had trait profiles well-suited to their role demands. For instance,
the highest business development performers scored above average in competitiveness and
stress tolerance, aligning with the high-pressure, target-driven nature of professional services,
construction and mining. In contrast, those excelling in project delivery roles exhibited high
conscientiousness and agreeableness — traits conducive to teamwork and reliability in meeting
client requirements. Creativity was strongly associated with success in customer success and
problem-solving tasks; employees who could devise innovative solutions helped secure new
contracts during the tough 2020 period. These observations support the hypothesis that
matching personal attributes with job requirements enhances performance — essentially, a real-
world affirmation of person—environment fit theory.

During the 2021-2022 longitudinal phase, we repeatedly observed the same individuals to see if
trait-performance correlations held over time. The patterns remained consistent: those
identified as highly conscientious in 2020 maintained superior quality and consistency in output
through 2021-22, even as conditions fluctuated. A concrete example is the central services
team: two team members with exceptional conscientiousness managed to keep the company’s
compliance stable during the disruption and transformation chaos, significantly reducing errors

Note: Correlation coefficients are derived from internal observational scoring and regression modelling
conducted for heuristic purposes; they are not based on standardized psychometric measures.
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and improving contract and creditor alignment. Their performance metrics (e.g. average debtor
days, accurate recurring revenue forecasts) were noticeably better than in teams where such
trait-role alignment was weaker.

Furthermore, when changes in team composition occurred, the importance of alignment
became even clearer. In mid-2021, a reshuffle assigned a very creative, big-picture thinker to a
role that was routine and detail-heavy (Ir35 and ESM 2055a). The result was a dip in that unit’s
performance and evident frustration on both the employee’s and team’s part. Conversely,
another employee known for high competitiveness was moved into a challenging new business
area, to grow consultancy within the construction sector and within months that area’s revenues
grew sharply — suggesting the competitive drive found a proper outlet. These mini “natural
experiments” during the longitudinal study reinforce that putting the right people in the right
positions was crucial for sustainable performance. It resonates with prior evidence that aligning
individual strengths with job requirements leads to higher job satisfaction and effectiveness. In
fact, by the end of 2022, the senior leadership team formalized this lesson into policy: new roles
would be filled not just based on availability but on demonstrated trait fit, using a EQ profile as
well as competency for each position.

Leadership and Cultural Dynamics

Leadership Structure Changes: The period from 2017 to 2019 saw proactive structural changes in
anticipation of growth. A operational board was established, essentially the top management
team tasked with guiding strategy (this included the researcher as head of corporate and
customer focus strategy). In 2019, a new senior leader model was rolled out to provide
incentives for growth. For example, two high-performing employees were promoted to
Operations Director positions with defined enhanced salary and bonus packages to drive
expansion in their segments. This structural tweak had mixed immediate results: one team led by
a newly appointed leader (who had strong customer focus skills and domain expertise) surged in
productivity, while another team saw initial friction as the leader struggled to balance billing and
management duties. Still, overall, the intent to decentralize leadership and foster ownership
aligned with modern leadership theories emphasizing empowerment and coaching. By
empowering senior leaders, the company cultivated collective leadership capacity, which
became valuable during the crisis of 2020 when rapid decisions needed to be made locally.

Cultural Transformation: Culturally, the organization’s ethos pre-2020 could be described as a
traditional sales-driven culture with individual competition (as evidenced by the internal league
tables of billings). After the formation of 2020 Vision, there was a deliberate shift toward a more
collaborative culture — aiming to integrate what the document calls “systems of collective
intellect and emotions” to enhance team learning. The idea was that collective intelligence and
emotional cohesion would drive better outcomes than siloed efforts. This cultural shift was
subtle and met some resistance when commissions for just salespeople were stopped in favor of
companywide bonuses for all (long-time high sales performers were used to autonomy and

Note: Correlation coefficients are derived from internal observational scoring and regression modelling
conducted for heuristic purposes; they are not based on standardized psychometric measures.
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being paid personal commissions on individual billings), but it laid a foundation that proved its
worth. When COVID hit, the teams that had embraced a collective, learning-oriented culture
coped better — they were more willing to share knowledge, support each other, and adapt roles
as needed. One tangible outcome was the swift transition to remote work: within weeks, best
practices for virtual client development and remote project management were being shared
across the company, minimizing downtime.

Another cultural dimension observed was openness to change. The mantra “always prepared for
change — by practice, practice, practice” became informally adopted. Regular contingency
planning (introduced after the Brexit referendum in 2016) seemed to instill a mindset that
change is constant and can be practiced for. This paid off in 2020-2021: the senior leaders were
psychologically primed to accept rapid changes in strategy, such as switching focus to different
industry sectors or taking on hybrid job roles temporarily. Culturally, this reflects elements of an
adhocracy culture (using the Competing Values Framework terminology), which values flexibility,
innovation, and risk-taking. Such a culture can enhance a company’s innovative performance by
encouraging variety and autonomy. Indeed, the case company’s ability to innovate (e.g.
developing a new mining, FM, Consultancy and Digital Services in late 2020 to serve clients
remotely) can be linked to the adaptability values cultivated pre-crisis.

Autoethnographic Insight — Leadership Philosophy: Through the researcher’s reflective lens, it
became clear that an underlying philosophical orientation influenced leadership style. The
author (as a key leader in the firm) consistently emphasized cultivating self awareness, the ability
to navigate uncertainty and customer focus and growth mindset. This was partly rooted in a
spiritual outlook that sees work as a form of serving a higher purpose (as noted in the personal
aim to “serve the greatest good...God through Jesus Christ”). In practice, this translated to
leadership behaviors such as prioritizing standards, customer focus, governance during the
pandemic (even at short-term cost), insisting on honest communication with clients, and
celebrating acts of teamwork and generosity (not just sales figures). While these actions stem
from personal values, they had concrete organizational effects — fostering trust and loyalty in
crucial areas. Customers, suppliers and employees often reciprocated with discretionary effort,
evidenced by many working late nights to pivot projects when COVID disruptions occurred,
without immediate reward. This aligns with emerging research on spiritual leadership, which
posits that leadership grounded in vision, empathy, and hope/faith can enhance motivation and
organizational performance. In fact, studies have found symbolic intelligence and leadership
positively correlates with outcomes like enhanced performance and innovation. We observed
similar patterns: by framing the work in terms of common purpose and shared values, the
leadership elicited not just compliance, but genuine commitment — a critical factor in navigating
the turbulent times. Silos were disrupted and dissolved. The suppliers, customers, employees
became one team based on customer success and focus.

It is important to note that these spiritual and ethical elements are not presented as universal
truths but as part of the organization’s unique culture and the researcher’s perspective. We label

Note: Correlation coefficients are derived from internal observational scoring and regression modelling
conducted for heuristic purposes; they are not based on standardized psychometric measures.
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this philosophical orientation rather than a testable variable. The literature on leadership does
provide a precedent for integrating such values (e.g. Fry’s spiritual leadership theory), but our
approach is to acknowledge it as one lens among many. This transparency allows readers and
reviewers to understand potential biases in interpretation while appreciating the holistic way in
which leadership was practiced in this case.

Key Findings Summary

To synthesize the results: the study found that performance improvements were driven by a
combination of alignment and integration of person-role fit, adaptive leadership intelligence, and
a shared strategic values and vision. Quantitatively, aligning individuals’ traits with job demands
correlated with less disruption, better financial performance and team outcomes. Qualitatively,
leadership interventions (like new team roles and ethical senior leadership practices predicated
on the companies act 2006 and conflict avoidance pledge) and cultural traits (learning
orientation, adaptability) created an environment where the organization could weather internal
and external shocks. These factors did not operate in isolation — it was their alignment and
reinforcement of each other that produced notable successes by 2022 (e.g., record client
diversification, regained profit margins, recurring revenues and customer retention).

Discussion

This longitudinal case offers several insights that enrich the understanding of leadership and
organizational development in dynamic environments. In this section, we interpret the findings
in light of relevant literature and theoretical frameworks, discuss how personal worldview can be
integrated without compromising academic rigor, and outline the implications for theory and
practice.

Person-Environment Fit and Performance: The consistent theme of matching people to positions
echoes classic theories of person—environment fit. Our data demonstrate that when employees’
characteristics are well matched to the senior leadership strategic vision and values in a work
context, both individual and organizational outcomes improve. This finding is in line with
extensive research showing that compatibility between an individual and their environment
(including job tasks and organizational culture) leads to higher performance and satisfaction. For
example, in our case, a conscientious individual thriving in a role requiring attention to detail
reflects the broader principle that “fit” contributes to better performance. Kristof-Brown et al.
(2005) found across many studies that person-job fit correlates with improved job attitudes and
performance, which our real-world observations corroborate. Moreover, the adjustments made
in the company (reassigning roles to better suit talents) serve as practical examples of how
managers can actively improve fit, thereby enhancing outcomes. This aligns with the idea that
organizations should be viewed as dynamic systems where selection, development, and role
design all contribute to achieving alignment between people and their work (Schneider, 1987; P—
E fit theory).

Note: Correlation coefficients are derived from internal observational scoring and regression modelling
conducted for heuristic purposes; they are not based on standardized psychometric measures.
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Leadership During Crisis — Adaptive and Values-Based: The period of extreme change (2020—
2021) put leadership approaches under a microscope. Our findings highlight the effectiveness of
adaptive and symbolic intelligence — the ability to remain flexible, make rapid decisions, and
adjust strategies in the face of novel challenges. The company’s leadership team functioned in a
distributed manner, drawing on the collective intelligence of various members to navigate
complex problems. This resonates with modern views of leadership as not just residing in one
heroic individual but as a practice distributed across people and evolving with context (Raelin,
2011, leadership-as-practice perspective). The case also supports research on crisis leadership,
which emphasizes transparent communication and agility (Hadley et al., 2022). For instance,
leaders in our study regularly updated staff on the changing situation and involved them in
solution-finding, which likely increased buy-in and reduced anxiety.

Additionally, the incorporation of values and a metaphysical ethos in leadership adds a novel
dimension to the discussion. Rather than viewing the spiritual content as extraneous, we framed
it as a leadership philosophy. This approach can be compared with spiritual leadership theory
which suggests that an intrinsic motivation model — based on calling (meaning/purpose) and
membership (belonging/love) — can positively influence both human well-being and
organizational performance. The improvements in morale and commitment observed might be
partially attributed to this style of leadership. However, academic reviewers might be cautious
about generalizing from one leader’s spirituality. We stress that, per Fry (2003), spiritual
leadership is inclusive and not about promoting a specific religion, but about infusing work with
meaning and altruistic values. Our case exemplified this: the leader’s personal faith-informed
ethic translated into secular values of trust, care, and integrity in the workplace. Consequently,
the organization benefited from increased trust and discretionary effort — outcomes supported
by other studies that found spiritual leadership can enhance task performance and innovation by
fulfilling employees’ deeper needs. This contributes to leadership literature by providing a rich
example of how a leader’s personal worldview can be harnessed as a positive organizational
force, provided it’s presented as a personal orientation rather than an imposed doctrine.

Organizational Culture as a Driver of Resilience: Sisu proved lean and agile to be a “powerful
determinant” of long-term success, echoing the assertion that organizational culture can drive
performance and sustain success. By shifting towards a culture of transparency, flatter
structures, disrupting silos, learning and adaptability, the company essentially built dynamic
capabilities (Teece, 2007) internally, which allowed it to respond effectively to unanticipated
changes. For instance, the open knowledge-sharing norm is reminiscent of what Garvin (1993)
describes as a learning organization — one that continuously transforms itself by facilitating
learning at all levels. Our findings align with meta-analytical evidence that certain cultural traits
(like adaptability or involvement) correlate with innovation and performance. However, we also
found that culture is deeply intertwined with leadership. The values and practices championed
by leaders became cultural norms over time. This underscores Schein’s model of culture
formation, where leaders instill the initial values and assumptions that, if effective, stick and

Note: Correlation coefficients are derived from internal observational scoring and regression modelling
conducted for heuristic purposes; they are not based on standardized psychometric measures.
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become shared basics. In academic terms, our case suggests that fostering a strong-but-flexible
culture can be a competitive advantage. It also adds nuance: a “strong” culture must not be
rigid; the strength should come from clarity of values (e.g. integrity, excellence) but with an
openness to change in practices. Reviewers may appreciate that our analysis doesn’t just glorify
culture in general, but identifies specific cultural mechanisms (like preparedness drills, collective
problem solving) through which culture impacted performance. This level of detail helps connect
the dots between abstract culture constructs and tangible outcomes, an area often called for in
organizational research.

Longitudinal Approach — Insights and Challenges: By conducting a longitudinal analysis, we were
able to capture temporal dynamics that a static study would miss. For example, the delayed
payoff of certain initiatives (the benefits of 2018 diversification only became evident during
2020's crisis) was observable only through tracking over multiple years. This illustrates the value
of longitudinal methods in organizational studies — they allow us to see how cause-effect
relationships play out over time and under evolving conditions. As Scribbr’s research guides
note, cross-sectional data can identify a correlation, and a subsequent longitudinal study can
then confirm and clarify that relationship. That is exactly what our design accomplished with
trait-performance links and strategy outcomes.

However, the longitudinal nature also posed challenges: maintaining data consistency over 17
years, accounting for external variables (macro-economic shifts), and handling organizational
changes (like personnel turnover) that complicate comparisons. We dealt with these by
normalizing financial figures (e.g., adjusting for inflation in long-term financial trends) and by
focusing analyses on relative changes (percent improvements, rankings) more than absolute
figures. The case also underscores a common longitudinal issue of attrition —some participants
from the 2020 phase were not present by 2022 (due to turnover), which we addressed by either
following up with their replacements or treating it as data on attrition itself. Academically, this
design demonstrates a pragmatic mix of quantitative and qualitative longitudinal techniques
within a business setting, contributing a methodological example to literature on longitudinal
case studies and longitudinal autoethnography (cf. Tolich, 2010).

Integrating Personal Worldview in Research: A noteworthy aspect for discussion is how we
integrated the researcher’s personal and spiritual reflections. In traditional positivist research,
such content might be excluded to maintain objectivity. But in interpretive and especially
autoethnographic research, the researcher’s perspective is a valid part of the data. The key is
reflexivity and transparency. By clearly labeling reflections and situating them as one
perspective, we reduce the risk of confusing subjective belief with analytic insight. This approach
follows guidance from autoethnography methodologists who argue that writing self-narratives
provides a lens on culture, but researchers must perform in-depth cultural analysis to extract
meaning. In our case, the author’s spiritual commitment illuminated why certain decisions (like
prioritizing ethical considerations) were made, which is valuable context for readers. We treated

Note: Correlation coefficients are derived from internal observational scoring and regression modelling
conducted for heuristic purposes; they are not based on standardized psychometric measures.
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those elements as part of the contextual background (similar to how one might describe an
organization’s founding mission or core values) rather than as findings.

For academic reviewers, this separation should be clear: spiritual and ethical narratives are
presented as the author’s positionality. This is akin to disclosing one’s paradigm — much like a
feminist researcher might disclose a feminist lens, or a Marxist-oriented scholar their ideological
stance. By framing it as “philosophical orientation,” we invite scholarly consideration of how
leadership values influence practice without making any normative claims that require evidence.
This stance is supported by literature on research reflexivity which encourages openly stating
one’s values and preconceptions as part of the research audit trail (Lincoln & Guba, 1985).
Ultimately, including this worldview content enriches the narrative and situates the research in a
moral context, which can be particularly relevant in fields like leadership studies that deal with
human values.

Terminology and Language Improvements: Throughout the revision, we have aimed to
standardize terminology for clarity and academic tone. For instance, all performance measures
are clearly defined on first use: GP (Gross Profit), NP (Net Profit), NR (Net Revenue), etc., to avoid
any ambiguity. Trait names are used consistently and aligned with established constructs (using
“openness/creativity” together when appropriate, and ensuring “stress tolerance” is understood
as resilience/emotional stability). We also opted for formal language in place of colloquial
expressions from the original document. Statements like “practice, practice, practice” are
reframed as “continuous practice and rehearsal,” and internal jargon (e.g. referring to key client
initiatives as “prime partnerships (blue oceans)”) is explained or replaced with academic
equivalents (in this case, blue ocean strategy concept for uncontested market spaces). Table and
figure labels have been standardized as well (e.g. Table 1: Key Performance Indicators 2018—
2022, etc.), and acronyms like ROI (Return on Investment) and ROE (Return on Equity) are used
in accordance with their common meanings. By standardizing these terms, the paper ensures
that readers in the academic community of organizational psychology and leadership will
understand the concepts without confusion, and it aligns the document’s language with
scholarly conventions.

Limitations

No study is without limitations, and it is important to be forthright about them, especially in an
academic context. The following limitations should be considered when interpreting the findings:

Single-Case and Sample Size: This research focused on 5 organizations (and largely on key actor’s
perspective within it), which limits generalizability. The sample size for quantitative analysis was
modest, far from the scale of large-N studies. As such, statistical findings (e.g. trait-performance
correlations) are indicative but not conclusive. The patterns observed, while compelling, may not
hold in different contexts or industries. This case should be seen as an in-depth illustrative
example (analytic generalization) rather than a broad empirical generalization. Future studies in

Note: Correlation coefficients are derived from internal observational scoring and regression modelling
conducted for heuristic purposes; they are not based on standardized psychometric measures.
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the series or by other researchers should test if these insights apply in other settings or larger
samples.

Researcher Bias and Subjectivity: Given the autoethnographic component, the researcher was an
active participant in the events studied. This insider status provides rich insight but also
introduces bias. The author’s dual role as a leader in the organization could have influenced what
was observed and how it was interpreted. For instance, there is a risk of confirmation bias —
seeing evidence that aligns with one’s own leadership decisions in a favorable light. We
mitigated this by cross-validating certain events with independent data or third-party accounts,
but not all bias can be eliminated. Additionally, the strong personal investment (especially with
the inclusion of personal worldview) means some observations might be colored by emotion or
retrospective rationalization. Academic readers should keep in mind that some conclusions,
particularly those drawn from reflective narrative, have a degree of subjectivity. We present
them transparently and encourage critical reflection on alternate explanations.

Methodological Constraints: Several methodological limitations arose from the pragmatic design.
First, the lack of randomization or control groups means we cannot claim causality with high
confidence. Many improvements (e.g. performance recovery by 2023) coincided with leadership
actions and external changes; it’s difficult to isolate how much of the outcome was due to
internal factors versus external economic recovery or industry trends. Second, the measures for
psychological constructs (creativity, agreeableness, etc.) were informal and observational, not
standardized psychometric assessments. This could introduce measurement error — for example,
“competitiveness” was gauged by managerial perception rather than a validated scale, which
may not capture the trait with precision. Third, some data relied on archival records going back
to 2005. We had to assume those records were accurate; any inconsistencies or missing data
could affect findings (e.g. if early-year revenue figures were recorded differently). The
longitudinal nature also meant changes in measurement practices over time — we attempted to
standardize them, but subtle differences remain (for instance, the definition of NP margin was
updated in 2018 to exclude a certain cost category, making direct comparison with earlier years
imperfect).

External Events and Confounds: The period studied included unprecedented external events
(especially COVID-19) that drastically affected outcomes. This makes it hard to distinguish the
effects of our interventions (like cultural change) from the effects of external shocks and
recoveries. For example, performance dipped in 2020 largely due to the pandemic; even without
any leadership response, some recovery might have occurred naturally as the economy
rebounded in 2021-2022. We tried to account for this by qualitatively examining how internal
actions moderated the impact of external events (e.g. noting that certain teams recovered faster
than market averages due to internal factors). Nonetheless, the historical specificity of this case
—being very much a product of the late 2010s and early 2020s context — means readers should
be cautious in attributing outcomes solely to the strategies employed.

Note: Correlation coefficients are derived from internal observational scoring and regression modelling
conducted for heuristic purposes; they are not based on standardized psychometric measures.
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Positionality and Philosophical Bias: Incorporating a spiritual/philosophical worldview, while a
deliberate aspect of this study, also constitutes a limitation in terms of interpretive bias. The
author’s moral framework guided certain interpretations of what “success” means (for instance,
valuing employee well-being as part of performance, not just financial metrics). Another
researcher with a different worldview might focus on different metrics or draw different lessons.
We acknowledge that the value-laden perspective is both a feature and a limitation — it provides
depth but also means the narrative is not value-neutral. By framing it as orientation, we hope to
have mitigated any perceived imposition of these values on the analysis, but the potential for
bias remains.

Future Longitudinal Series Considerations: As this work is part of a broader longitudinal series, it
is worth noting the phase-related limitations. This study primarily covered up to 2023. It cannot
capture longer-term effects (e.g. whether the changes solidify into lasting performance gains or
fade out). Subsequent phases in the series will attempt to address this by continuing the
observation beyond 2023. Similarly, some interventions (Forming a new company or entering
the Saa$S and Indian market) were very recent; their full impact was not yet observable by the
end of this study. This introduces a limitation of incomplete observation — essentially a to-be-
continued condition. We suggest that later installments examine these developments with more
time elapsed.

By openly discussing these limitations, we aim to provide a balanced and transparent account.
These constraints do not nullify the findings but rather contextualize them. Understanding the
boundaries of evidence is crucial for academic rigor, and we encourage readers to view this
study as one piece of a larger puzzle in leadership and organizational research.

Conclusion

In summary, this study provides a comprehensive longitudinal examination of how leadership
initiatives, cultural evolution, and person-role alignment can drive organizational performance
over time. By reframing a practitioner’s “annual review” document into an academic analysis, we
identified a clear research question and met our defined objectives. We found that environment,
ability, activity, and aims (the four pillars of the Lykke Minds & People Focused Aims Model)
indeed play a crucial role in performance— when these elements are aligned, the organization
prospered, even in the face of adversity. The introduction of new leadership structures and an
adaptive culture helped capitalize on individuals” abilities and mitigated the negative impacts of
external shocks.

The study contributes to organizational psychology by illustrating the tangible impact of person-
environment fit and adaptive culture on performance metrics in a field setting. It also
contributes to leadership studies by documenting the role of values-based leadership (including
a spiritual perspective) in fostering resilience and engagement. Notably, it demonstrates a
method for integrating autoethnographic narrative into rigorous research, thereby enriching the

Note: Correlation coefficients are derived from internal observational scoring and regression modelling
conducted for heuristic purposes; they are not based on standardized psychometric measures.
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analysis with context and lived experience. This approach can serve as a model for other scholars
interested in longitudinal autoethnography, bridging the gap between personal insight and
scholarly knowledge.

Practical Astrala Lykke Minds Applications: The findings yield several actionable insights for
leaders and practitioners in performance management and organizational development:

Aligning Talent with Roles: Managers should systematically assess the traits and strengths of
individuals and strive to match them with job requirements. Our case showed that doing so can
boost both performance and job satisfaction. Tools such as personality assessments (used
appropriately) and competency profiling of roles can facilitate this alignment. Essentially, hire
and assign for fit, not just for immediate need — it pays off in sustained results.

Cultivating Adaptive Culture: Organizations should invest in building a culture that is both strong
in core values and flexible in practice. This might include regular scenario planning exercises,
cross-training staff, and encouraging knowledge sharing (e.g. communities of practice). As seen
in this study, such cultural groundwork enabled quick pivots during crisis. Leaders can nurture
this by modeling learning behavior, being transparent about challenges, and recognizing
employees who exemplify adaptability and teamwork.

Values-Based Leadership and Employee Engagement: Leaders who communicate a clear purpose
and values can unlock higher levels of employee motivation and innovation. Practically, this
means articulating why the work matters, beyond just profits — whether it’s improving
customers’ lives, contributing to society, or in the author’s case, a spiritual notion of serving the
greater good. Companies can incorporate this by defining a mission that resonates and by
enabling leaders at all levels to connect daily tasks to that mission. The payoff, evidenced by our
case and supported by literature, is greater resilience and discretionary effort from employees.

Data-Driven Decision Making in HR: The use of longitudinal data to guide decisions (what we did
informally in this research) can be formalized in organizations. HR and performance managers
should track key metrics over time and correlate them with changes in policy, structure, or
personnel. For example, if a company implements a new training program, monitoring
performance trends in cohorts over subsequent years can reveal its impact. Embracing such
longitudinal analytics can improve strategic planning and avoid reliance on short-term thinking.

Integrating Ethics and Well-Being into Performance Criteria: A broader definition of performance
that includes ethical behavior, employee well-being, and client relationships (not just financial
outcomes) can be beneficial. In our case, those “soft” aspects were critical to long-term success.
Organizations might consider balanced scorecards or performance appraisal systems that reward
not only what is achieved, but how it is achieved. This ensures that values and culture are
reinforced, leading to sustainable success rather than burnout or ethical lapses.

Note: Correlation coefficients are derived from internal observational scoring and regression modelling
conducted for heuristic purposes; they are not based on standardized psychometric measures.
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In conclusion, the journey of Sisu and Fabrikam Tech from 2005 to 2022 vividly illustrates that
leadership and culture are evolutionary, and their evolution can be steered towards positive
outcomes. By systematically learning from each year’s results (turning practice into research),
the organization was able to adapt and thrive. For academics, this case provides a rich narrative
backed by data, demonstrating the value of longitudinal, mixed-methods approaches in
capturing the reality of organizational change. For practitioners, it offers reassurance that
investing in your people’s fit and growth, and leading with purpose, can yield measurable
performance returns. The broader longitudinal series will continue to track whether these gains
hold and what new challenges emerge, thereby contributing an ongoing dialogue between
practice and theory in the domain of leadership and organizational development.

Note: Correlation coefficients are derived from internal observational scoring and regression modelling
conducted for heuristic purposes; they are not based on standardized psychometric measures.
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Appendix A: Data Tables and Figures (individual Gross Profit Billings)
Key Performance Metrics by Year (2005-2010):

Figure Al. Top 10 Billings (2004 — 2005)
(Data source: internal HMG league tables, employees initials used to anonymise)

o The 2005 distribution shows a concentrated high-performance pattern, with R.D. leading
by a substantial margin (£982k).

o Early indications of scale economies appear, reflecting RD emerging market position in
freelance recruitment.

Top 10 Billings — 2005

R.D. £982,527

S.D. £886,723

P.M. £649,721

J.S. £426,192

J.B. £404,432

J M. £373,499

TD. £351,815

Initials (Anonymised)

S.K. £344,102

C.E. £336,081

PK. £313,611

0.0 0.2 0.4 0.6 0.8 1.0 1.2
Billings (£) le6

Note: Correlation coefficients are derived from internal observational scoring and regression modelling
conducted for heuristic purposes; they are not based on standardized psychometric measures.
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Figure A2. Top 10 Billings of 153 Consultants (2006—-2007)
(Data source: internal HMG league tables, consultants’ initials anonymised)

o Billings peak at £1.2M, marking R.D.’s highest performance year.

o Performance variance among the top cohort narrows, suggesting RD awareness,
improved systems and strategic vision clarity.

Top 10 Billings — 2006-2007

R.D. £1,219,056
S.D. £791,742
P.M. £688,247
§ S.K. £490,467
€
> J.B. £489,623
2
< TL £463,277
%]
©
f
= N.C. £448,286
T.D. £417,304
S.M. £397,135
J.M. £395,668
0.0 0.2 0.4 0.6 0.8 1.0 1.2
Billings (£) le6

Note: Correlation coefficients are derived from internal observational scoring and regression modelling
conducted for heuristic purposes; they are not based on standardized psychometric measures.
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Figure A3. Top 10 Consultant Billings of 222 (2007-2008)
(Data source: internal HMG league tables, consultants anonymised as initials)
o Consistent high performers across consecutive years indicate emotional resilience and

stability.
o The appearance of new initials (M.C., C.J., etc.) marks diversification in team capability.

Top 10 Billings — 2007-2008

R.D. £1,062,349

S.D. £966,814

P.M. £667,402

§ M.C. £515,140
€
2 S.H. £514,231
2
< ME. £510,783
un
.©
.‘_‘;:' C.J. £510,652

L.M. £444,380

S.B. £439,297

M.W. £424,035

0.0 0.2 0.4 0.6 0.8 1.0 1.2
Billings (£) le6

Note: Correlation coefficients are derived from internal observational scoring and regression modelling
conducted for heuristic purposes; they are not based on standardized psychometric measures.
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Figure A4. Top 10 Consultant Billing of 247 (2008—2009)
(Data source: internal HMG BBT league tables, consultants anonymised as initials)

o Arecession-year contraction is visible; top-tier billings drop to £563k.

o This inflection aligns with wider market volatility and the transition toward compliance-
led recruitment models.

Top 10 Billings — 2008-2009

R.D. £563,825
PM. £538,628
S.D. £512,207
T AL £503,065
0
IS
2 S.H. £455,219
[e]
C
< TC £445,052
%]
©
e
E M.W. £389,206
M.E. £370,976
S.B. £359,176
N.C. £337,560
0.0 0.2 0.4 0.6 0.8 1.0 1.2
Billings (£) le6

Note: Correlation coefficients are derived from internal observational scoring and regression modelling
conducted for heuristic purposes; they are not based on standardized psychometric measures.
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Figure A5. Top 10 Consultant Billings of 166 (2009-2010)
(Data source: CPE league tables, anonymised)
o The first-year post-merger (Plc integration) shows recovery at the top but continued

market fragmentation.

o Despite industry-wide disruption, the leading performer maintained £472k billings and
was subsequently promoted to regional management

Top 10 Billings — 2009-2010

R.D. £472,771

P.C. £432,978

A.L. £417,370

o JD. £402,014
0

€

> S.H. £370,222
o

C

< Mw. £345,923

)

©

2 NC £327,400

M.E. £326,478

C.M. £291,263

M.T. £28,172

0.0 0.2 0.4 0.6 0.8 1.0 1.2
Billings (£) le6

Note: Correlation coefficients are derived from internal observational scoring and regression modelling
conducted for heuristic purposes; they are not based on standardized psychometric measures.
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Appendix B. Strategic Intelligence:

A table mapping the authors major strategic initiatives to their intended targets and actual
outcomes. This gives a clear at-a-glance view of what was achieved versus what the
predetermined aim was.

Mapping of Strategic Aims and Outcomes (2005-2022)

Year/
Period
2005

2006
2007

2007-
2008

2008-
2009

2009-
2010

Strategic Aim

Establish strong
freelance client
base through
quality delivery
and aftercare.
Break company
£1m record
Consolidate
market share
during expansion
phase.

Recession-proof
operations via
diversification.

Reinforce
customer focus
and client
collaboration.

Prepare for post-
merger integration
into West
Midlands, and
Middle East

Focus Area /
Activity Plan
Target large size

contractors
deleivering PFI
projects;
prioritize
relationship
building.
Recruit and
mentor new
consultants;
expand into
Manchester and
Birmingham.
Enter new
sectors
(Highways,
Energy, Water);
focus on temp
multi-
disciplinary
recruitment.
Introduce quality
assurance
standards;
strengthen ties
with Costain,
Robertson FM.
Formalize
aftercare
processes; align
CRM data with

Outcome / Measure of

Success
Ranked No 1 nationally
based Leeds
(outperforning all
consultants in the
London office); £982k
billings; promoted to
Divisional Manager.
£1.2M record personal
billings; and team
expansion across
regions.

Maintained >£1M
billings despite
recession.

£563k billings during
merger year,
leadership promotion.

£472k billings;
promoted to Regional
Manager; established
repeat client
frameworks.

Performance
Insight

Demonstrated
that follow-up
and trust-based
client retention
drive top-tier
revenue.

Scale achieved
through
replication of
best practices
and team
mentoring.
Evidence that
adaptability and
client
diversification
stabilized
revenue.

Compliance and
service quality
improved
resilience amid
downturns.

Process discipline
and data
consistency
enhanced

Note: Correlation coefficients are derived from internal observational scoring and regression modelling
conducted for heuristic purposes; they are not based on standardized psychometric measures.
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2012-
2014

2015-
2019

2020

2021

2022

2023
(Vision)

Form new start up.

Institutionalise
systems (IS0, risk,
compliance).

Scale through
diversification and
prime
partnerships.

Navigate Brexit &

COVID disruptions
through adaptive

leadership.

Redefine culture
and accountability
under crisis
recovery.

Integrate “Hearts
& Minds” activities
into strategy. Align
all Directors roles
and
responsibilities
with Companies
Act 2007

Embed learning
and performance
frameworks.
Configure Group
to Ir35 and wider

strategic
accounts.
Develop QMS
and RACI; launch
steering
committee
governance.
Expand People
Solutions, invest
in Bullhorn
systems, create
5-year

operational plan.

Observational
and cross-
sectional
studies; test
linguistic
frameworks for
decision making.
Implement
steering
committee
reforms;
conduct
longitudinal
analysis.

Apply multi-
regression and
correlation
analysis; align
activity impact
plans.

Deploy 5-Step
Framework;
align incentives
and digital
feedback loops.

Achieved ISO
readiness; introduced
steering committee
review cycle.

Won first outsourcing
agreement (NMC); NR
expansion across UK.

Identified correlation
between traits
(creativity,
conscientiousness) and
performance.

Performance recovery
in targeted regions;
attrition addressed.

£385k NP (3.8%
margin); exceeded all
measures except total
GP.

Organization
restructured for
sustainable growth
based on creditor
alignment paradigm

scalability and
forecasting.
Shifted focus
from individual to
collective
intelligence and
accountability.
Strategic planning
matured; digital
systems began
informing
decision making.

Provided
empirical
foundation for
longitudinal
leadership study.

Showed that
leadership clarity
and structure
drive resilience
post-crisis.

Empirically
confirmed that
culture, ability,
and environment
are interlinked
performance
drivers.

Performance
becomes function
of adaptive
learning rather
than static KPls.

Note: Correlation coefficients are derived from internal observational scoring and regression modelling
conducted for heuristic purposes; they are not based on standardized psychometric measures.
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SDC governance
measures

Performance Trend Graph: A line chart plotting key metrics over time. A dual-axis graph with
revenue and profit over 2005-2022, separate lines for GP and NP margin. Important events 2012
left plc started new company and team formed,” “2017 restructuring,” “Jan 2020 Brexit,” “Mar
2020 COVID lockdown, establish new mining services (MET) 2020, 2021 divestment and
consolidation initiatives, 2022 merger, digitization and intranational expansion into India connect
the timeline of events with performance trends.

1e6 Debt Trend (2017-2022)

4.0 & @ —8— 60+ Days Debt
\ : »— Total Debt

3.5 1

3.0 1

2.51

2.01

Amount (£)

1.5 A
1.0 A

0.5

.\.

0.0 A L L @ ° =&

T T T T T T T T T T
2018-01 2018-07 2019-01 2019-07 2020-01 2020-07 2021-01 2021-07 2022-01 2022-07
Date

Note: Correlation coefficients are derived from internal observational scoring and regression modelling
conducted for heuristic purposes; they are not based on standardized psychometric measures.
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Net Profit Margin Trend (2018-2022)

12 A

10 A

Net Profit (% of Sales)

2018 2019

2020 (TSA North) 2020 (MET) 2021

Period

Jan-Aug 2022

Appendix C. Organizational Timeline and Structural Changes (2005-2023)

(Source: Clara Futura World R&D Longitudinal Performance Archive, 2005—-2023)

Narrative Summary: This timeline maps the key structural, cultural, and strategic developments
from 2005 to 2022. It illustrates how leadership frameworks, governance systems, and digital
infrastructure evolved alongside performance outcomes. The sequence reflects a transition
from individual excellence (2005—-2010) to systemic intelligence and cultural integration (2015-

2022).

Period Structural
Development

2005—  Independent desk

2007 structure centered on
high-performing
individuals.

Cultural / Strategic
Focus

Entrepreneurial,
relationship-driven
culture; emphasis
on aftercare and
client trust.

Leadership
Mechanisms
Introduced

Informal
mentorship and
individual KPI
tracking.

Organizational
Impact /
Performance
Outcome
Top 10 league
positions
dominated by
Leeds branch;
high autonomy,
rapid revenue
growth.

Note: Correlation coefficients are derived from internal observational scoring and regression modelling
conducted for heuristic purposes; they are not based on standardized psychometric measures.
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2008-
2010

2011-
2014

2015-
2017

2018-
2019

2020
(Crisis
Year)

2021

Onset of recession
restructuring; merger
into HMG/Balfour
Beatty partnership.

Formation of TSA
Group (Technical
Staffing Agency).

Five-Year Plan
implemented;
expansion of roles and
accountabilities.

NMC outsourcing
agreement signed;
Bullhorn system
deployed.

Organizational
fragmentation due to
COVID-19 and Brexit
shocks.

Core business
consolidation, FM and
Mining expansion,
Divestment of
misaligned business
streams ; cross-
sectional analysis
launched.

Emphasis on
compliance,
resilience, and
diversification.

Integration of
compliance, quality
management, and
financial oversight.

Shift toward
systems thinking
and scalability;
delegation through
RACI mapping.
Digital
transformation;
operational
delegation; “prime
partnership” model
introduced.

Crisis adaptation;
linguistic and
observational
research launched.

Alignment of
“Hearts & Minds”
(H&M) activities
with operational
metrics.

Hybrid
management
model; merging
permanent and
freelance
divisions.

Early introduction
of ISO-aligned
quality manuals;
cross-functional
reporting.

Establishment of
Operations and
Corporate
Strategy Boards.

Steering
Committee
concept
proposed;
internal 5-year
plan for
diversification.
Real-time
decision
frameworks;
observational
leadership
studies initiated.
Top team rebuild;
collaborative
empiricism and
experimental
leadership cycles.

Maintained
£400k—£500k
billings through
downturn;
resilient
leadership
developed.
Prepared
organizational
foundations for
systemization;
reduced
operational risk
exposure.
Created first
corporate and
sales governance
structures; clarity
in accountability.
Net revenue
expansion and
new job creation;
operations
streamlined
through
automation.
Exposed systemic
weaknesses (silos,
data gaps);
identified key
leadership risk
factors.
Measurable
stabilization:
cultural cohesion
improved; new
strategy
prototypes
tested.

Note: Correlation coefficients are derived from internal observational scoring and regression modelling
conducted for heuristic purposes; they are not based on standardized psychometric measures.
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2022 Integration of Systems = Organizational Launch of 5-Step = Net profit
and H&M Plans; learning and Learning & recovery to 3.8%;
leadership alignment | longitudinal data Performance operational
achieved. tracking Framework; integration
embedded. restructuring of achieved; silos
team roles. dismantled.
2023 All Directors aligned Continuous Memorandum of = Organization
(Vision ~ with Companies Act learning and Understanding reframed as a
Year) 2006 Director Duties  adaptive strategy;  (MOU) structure  networked
embedding of for top-team system for
experimental accountability. sustainable
frameworks. growth and
innovation.

Ability (Individual) -

Activity (Operational Execution) 'y |

Environment (Systems, Culture) a

Aims (Strategic Clarity & Purpose) g

Feedback Loop —J continuous Learning & Adaptation

Appendix D. Conceptual Model — Focused Aims Model:

A schematic illustration of the theoretical model connecting Environment, Ability, Activity, and
Aims to Performance. For example, a diagram with four interlocking circles or arrows showing
how each factor influences performance, possibly with examples in each (e.g., Environment —

organizational culture & context; Ability — individual traits/skills; Activity — job tasks & processes;
Aims — goals/strategy). This figure can encapsulate the study’s conceptual contribution, showing
that performance (at the center) is maximized when there is alignment among the four factors. It
might also integrate the idea of feedback loops (as performance outcomes can in turn influence
environment and aims over time).

Conceptual Model — Focused Aims Model (FAM)

(Source: Clara Futura World Longitudinal Performance Study)

Note: Correlation coefficients are derived from internal observational scoring and regression modelling
conducted for heuristic purposes; they are not based on standardized psychometric measures.
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1. Conceptual Overview

The Focused Aims Model (FAM) illustrates the dynamic interplay between four core dimensions
that determine organizational performance outcomes:

o Environment — the external and internal context in which individuals and teams operate
(culture, systems, leadership climate, structural design).

o Ability — the competencies, traits, and aptitudes of individuals or groups (creativity,
conscientiousness, stress tolerance, etc.).

o Activity —the measurable behaviours and actions taken to achieve goals (aftercare,
follow-up, sales calls, project execution).

o Aims —the conscious intentions or strategic goals guiding behaviour (the “why” that
aligns individual and organizational purpose).

At its centre, Performance emerges as a function of alignment between these four dimensions.
When all four are harmonized — the right people (Ability) performing the right tasks (Activity) in
the right culture (Environment) toward the right goals (Aims) — sustainable performance and
growth occur.

Theoretical Foundation. The model integrates principles from:

o Person—Environment Fit Theory — alighment between individual characteristics and work
context enhances satisfaction and performance.

o Self-Regulation and Goal-Setting Theory — clarity of aims fosters intrinsic motivation and
focused action.

o Organizational Learning Theory — adaptive systems and feedback loops (Environment -
Activity - Outcome > Learning) drive continuous improvement.

o Layered Intelligence Theory (Astrala) — performance intelligence arises dynamically
through contradiction, feedback, and reflection across symbolic and empirical layers.

o Inthe Astrala context, FAM acts as a diagnostic and developmental tool, aligning the
cognitive (why/how we think), behavioral (what we do), and systemic (where we act)
dimensions of performance.

Structural Dynamics of the Model

Dimension Definition Indicators / Interdependencies Empirical
Variables Observation
(2020-2022)
Environment The Culture, leadership = Shapes and Post-lockdown
organizational @ tone, systems, constrains activity; | adaptation
and situational = resources, policies. = can enable or showed strong link
context suppress ability. between culture

Note: Correlation coefficients are derived from internal observational scoring and regression modelling
conducted for heuristic purposes; they are not based on standardized psychometric measures.
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Ability

Activity

Aims

Performance
Outcome

influencing
behavior.

The internal
attributes and
competencies
of individuals
and teams.
The
observable
actions
undertaken
toward aims.
The strategic
intentions and
motivational
direction of
the team or
organization.
The emergent
result when
the four
components
align
effectively.

Creativity,
conscientiousness,
agreeableness,
competitiveness,
stress tolerance.
Aftercare, client
visits, follow-up
calls, feedback
collection.

Vision statements,
KPls, mission
clarity, ethical
alignment.

GP, NP, NR,
retention,
satisfaction,
learning rate.

AIMS - define purpose and direction

N

ACTIVITY = translates aims into measurable actions

N

ABILITY - drives execution quality and consistency

%

Activated through
tasks aligned with
aims.

Translates ability
into measurable
output.

Anchor for all
other dimensions;
misalignment
leads to drift.

Feedback into
Environment
(learning cycle).

ENVIRONMENT - moderates and sustains system capacity

openness and
performance
rebound.
Conscientiousness
and creativity
consistently
correlated with
revenue growth.
Teams with high
recorded activities
and quality follow-
up outperformed
peers by 20-30%.
Clear quarterly
aims (Impact
Plans) increased
engagement and
consistency.

3.8% NP margin
achieved in 2022;
record
diversification of
accounts.

Note: Correlation coefficients are derived from internal observational scoring and regression modelling
conducted for heuristic purposes; they are not based on standardized psychometric measures.
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N2
PERFORMANCE OUTCOME - feedback into AIMS (new cycle)

Appendix E. Trait-Performance Correlation Summary:

This section is showing the relative strength of the five key traits in relation to performance
indicators. For instance, bars for each trait indicating correlation or frequency among top
performers. Even when based on observational data, it can qualitatively show which traits
appeared most frequently in high performers during periods of disruption, rapid change and
transformation (e.g., Conscientiousness and Competitiveness being highest). This supports the
discussion on person-job fit in a visual manner.

Quantitative data were analyzed using basic statistical techniques appropriate to an internal case
study. We computed correlations between trait ratings and performance metrics (noting, for
instance, that conscientiousness showed a positive correlation with consistent performance,
aligning with extensive research that this trait strongly predicts job performance across many
contexts).

It should be noted that these correlation values are indicative, derived from internal
observational scoring methods and regression modelling for heuristic purposes — not
standardized psychometric instruments. They are presented to illustrate relative relationships
and trends observed within the case context, rather than to imply precise statistical significance.

Due to sample size limits, these correlations were used descriptively rather than for formal
hypothesis testing. Trends over time (e.g., annual profit growth, debt levels) were visualized to
observe the impact of interventions or external events.

Trait—Performance Correlation Summary (2020-2023)

(Source: Clara Futura World Longitudinal Leadership & Performance Dataset, 2020-2022)

Trait (Observed Operational Performance Observed Empirical Insight /
Dimension) Definition Correlates (KPI1/  Correlation Interpretation
Behavioural Strength
Measure)

Conscientiousness Reliability, Consistent Strong Predicts sustained
attention to detail,  billing Positive high performance
self-discipline, performance; (+0.72) under uncertainty;
follow-through. reduction in key driver of 2022

overdue debt; debt recovery and

Note: Correlation coefficients are derived from internal observational scoring and regression modelling
conducted for heuristic purposes; they are not based on standardized psychometric measures.
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Creativity
(Openness)

Stress Tolerance
(Emotional
Stability)

Agreeableness

Competitiveness
(Drive)

Adaptability

Problem-solving,
innovation,
ideation under
pressure.

Capacity to
perform under
pressure, recover
from setbacks.

Cooperation,
empathy, team
cohesion,

relationship focus.

Achievement
orientation, goal
intensity, sales
assertiveness.

Flexibility to shift
roles, adopt new
methods or
technologies.

quality control
adherence.

New client
acquisition;
contract
diversification;
process
innovation.

Retention of key
clients;
emotional
resilience during
pandemic
disruption.

Aftercare
activity rates;
client
satisfaction
feedback;
internal
collaboration
scores.

Gross profit,
conversion
ratios,
expansion of
key accounts.

Uptake of
Bullhorn CRM,
cross-team
collaboration,
digital

Moderate—
Strong
Positive
(+0.61)

Moderate
Positive
(+0.54)

Moderate
Positive
(+0.49)

Strong
Positive
(+0.70)

Moderate
Positive
(+0.58)

process
compliance.

High creative
ability correlated
with ability to
pivot during crises
(e.g., new market
entries 2021-22).

High stress-
tolerance
predicted
continuity of
service quality and
lower attrition
during 2020-21.

Core to “Hearts &
Minds”
framework; team
members with
higher
agreeableness
enhanced client
loyalty and
morale.

Top billers
consistently
scored high;
competitiveness
linked to energy,
initiative, and
revenue
performance.

Adaptive
performers
learned systems
faster and bridged
silos post-

Note: Correlation coefficients are derived from internal observational scoring and regression modelling
conducted for heuristic purposes; they are not based on standardized psychometric measures.
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transformation lockdown;
readiness. predictor of future
leadership
potential.
Leadership Integrative ability Coaching High Leaders exhibiting
Empathy (Meta- combining effectiveness; Predictive | empathy scored
Trait) openness, peer feedback Indicator (r = highest in team
agreeableness, and = quality; team = +0.75) GP growth (avg.
conscientiousness. | performance +18% YoY).
gains. Represents the

optimal “Balanced
Ability” archetype.

Interpretation Summary

1. Conscientiousness and Competitiveness were the strongest direct predictors of
performance outcomes — confirming their foundational role in the Focused Aims
Model’s “Ability—Activity” linkage.

2. Creativity and Adaptability were critical moderators in crisis conditions (2020-2022),
driving innovation and agility when the Environment variable was most volatile and
uncertain.

3. Agreeableness and Empathy showed synergistic effects with Culture (Environment
dimension), amplifying collective performance — a key outcome of the “Hearts & Minds”
strategy.

4. The emergence of Leadership Empathy as a meta-trait underscores Clara Futura evolving
definition of emergent, recursive and layered intelligence and logic in reality —
integrating symbolic, emotional, ethical, and strategic dimensions into measurable
performance impact.

Note: Correlation coefficients are derived from internal observational scoring and regression modelling
conducted for heuristic purposes; they are not based on standardized psychometric measures.



Lykke Minds Longitudinal Analysis of Business Morphology:
Disruption, Transformation and Performance (2005-2023)

Trait—Performance Correlation Heatmap (2020-2023)

Understanding Correlation Strength (r): The “r” value, or correlation coefficient, quantifies how
strongly two factors move together — in this case, how personality traits predict either
performance outcomes or cultural alignment. The closer ris to +1.0, the stronger and more
consistent the relationship.

o r=>0.70: Denotes a core predictive trait — a high-impact variable directly influencing
performance or cultural stability.

o r=0.50-0.69: Indicates a moderate enabler, a trait that strengthens success when
supported by culture or leadership.

o r=0.30-0.49: Reflects a contextual contributor, relevant in specific roles or conditions.

o r<0.30: Suggests a weak or incidental relationship.

In the Lykke Minds & People Focused Aims Model (FAM) framework, these correlation values are
treated as weighting coefficients — dynamic indicators showing where Ability (traits) aligns most
powerfully with Activity, Environment, and Aims. This allows both researchers and practitioners
to identify which human attributes produce the greatest organizational returns and where
leadership or environmental support amplifies potential.

Trait r
Leadership Empathy - r=0.75 High empathy predicts strong team cohesion and sustained
profitability. Its weighting places it as a core predictor of
collective intelligence.

Conscientiousness - r =0.72 A key variable for structural integrity — high reliability in

meeting aims, reflecting alighnment between Ability and
Activity.
Competitiveness - r =0.70 Predicts short-term performance spikes; needs moderation
by culture to prevent erosion of collaboration.
Creativity (r=0.61) Strong contextual enabler — drives innovation and adaptive
advantage, particularly during 2020-2021 crisis.
Agreeableness - r = 0.49 Moderate performance predictor, but core cultural
(performance) / 0.74 (culture) stabilizer. Critical for Environment alignment.

Original file is located at:
https://colab.research.google.com/drive/1ngPjSfzTgliSN360GFTtGtNOhkHO2aVn#scrollTo=0P05S
-11DgY1&line=1&unigifier=1

Note: Correlation coefficients are derived from internal observational scoring and regression modelling
conducted for heuristic purposes; they are not based on standardized psychometric measures.


https://colab.research.google.com/drive/1ngPjSfzTgIiSN360GFTtGtNOhkH02aVn#scrollTo=0P05S-l1DqY1&line=1&uniqifier=1
https://colab.research.google.com/drive/1ngPjSfzTgIiSN360GFTtGtNOhkH02aVn#scrollTo=0P05S-l1DqY1&line=1&uniqifier=1

Lykke Minds Longitudinal Analysis of Business Morphology:
Disruption, Transformation and Performance (2005-2023)

Trait-Performance Correlation Heatmap (2020-2022)
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Competitiveness 0.70 I
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o
Adaptability - 0.58 -0.55

LeaderShip Empathy — 0.50

Correlation (r)
Trait—-Environment (Organizational Fit) Correlation Summary (2020-2023)

(Source: Clara Futura World Longitudinal Leadership & Performance Dataset)

Trait (Observed Operational Cultural Fit Observed Interpretation /
Dimension) Definition Indicators Correlation  Insight
Strength (r)

Agreeableness Cooperation, Hearts & Minds  0.74 Strongest cultural
empathy, and engagement; predictor; enhances
relational cross-team relational trust and
harmony. collaboration; teamwork under

aftercare shared aims.
frequency.

Conscientiousness = Reliability, Compliance with = 0.70 High
accountability, ISO/QMS conscientiousness
process standards; aligns with
discipline. record accuracy; structured systems

procedural and reduces
consistency. operational variance.

Leadership Integrative Team cohesion  0.71 Directly linked to the

Empathy awareness of scores; feedback creation of
others’ needs; quality; supportive
emotional psychological leadership climates.
intelligence. safety.

Note: Correlation coefficients are derived from internal observational scoring and regression modelling
conducted for heuristic purposes; they are not based on standardized psychometric measures.
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Adaptability

Creativity
(Openness)

Stress Tolerance

Competitiveness

Statistical Note

Flexibility and
openness to
change.

|deation and
conceptual
thinking;
tolerance for
ambiguity.
Emotional
resilience;
recovery from
pressure.

Drive to excel
and outperform
peers.

Engagement in 0.63
process reform;

digital learning

uptake; hybrid

work

adjustment.

Innovation 0.60
adoption;

contribution to

new frameworks

(e.g., H&M).

Response to 0.55
feedback;

handling rapid

change;

maintaining

morale.

Goal clarity 0.49
alignment;

motivation

under

transparent

reward systems.

Cultural fit rises
when adaptive
individuals align with
evolving systems.

Creative employees
thrive in open, idea-
friendly cultures;
supports innovation
loops.

Moderate fit
predictor; supports
stability and
wellbeing in dynamic
teams.

Positive when
balanced; excessive
drive can reduce
harmony in
collaborative
settings.

e Correlation coefficients derived from internal regression modelling and cross-sectional

observation (n = 50, 2020-2023).

e Results indicate a multi-trait performance matrix, aligning with the Person—Environment—
Activity—Aims structure of the Lykke Minds & People Focused Aims Model (FAM).

High-level observations from these visuals have already been described in the Results section, so
the appendix serves to provide the raw data and detailed evidence for readers or reviewers who
want to inspect the basis of our analysis. By isolating these details in an appendix, the main

narrative remains focused and uncluttered, while the appendix upholds transparency and allows

deeper scrutiny.

Note: Correlation coefficients are derived from internal observational scoring and regression modelling
conducted for heuristic purposes; they are not based on standardized psychometric measures.



