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Purpose of this Report 
 

This report provides an analysis of the behavioural tendencies that sit beneath the five 
Employee Ownership Culture Competencies. These insights are generated using the 
Harrison Assessments behavioural analytics system, mapping the individual and 
aggregated patterns across the following core behavioural areas: 

1. Ownership Literacy 

2. Voice & Influence 

3. Protecting the Future 

4. Collaboration for Impact 

5. Continuous Growth 

Rather than assessing skills, knowledge, or performance, this report captures the 
underlying behavioural drivers that influence how individuals are likely to behave in an 
Employee-Owned environment. These include tendencies relating to initiative, 
analytical thinking, collaboration, risk orientation, communication style, adaptability, 
and learning mindset. 

This report is designed to: 

• Highlight the organisation’s behavioural strengths 

• Identify areas where behaviour may limit the effectiveness of employee 
ownership 

• Provide targeted recommendations for learning, development, coaching, and 
leadership interventions 

• Support managers in understanding how to activate and reinforce desired 
culture-building behaviours 

The insights in this report can be used to guide development programmes, team 
workshops, leadership conversations, and individual coaching. They also provide a 
foundation for tailored interventions around each of the five behavioural competencies. 
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How to Interpret the Harrison Scores 
 

Each competency score represents a composite of multiple underlying behavioural 
traits. The scale used is: 

• 8.0 – 10.0 Strong behavioural alignment 

• 7.0 – 7.9 Generally supportive, with some development needs 

• 5.0 – 6.9 Mixed alignment — strengths present, but gaps likely 

• Below 5.0 Low alignment — behaviours may constrain cultural effectiveness 

Because this is a behavioural assessment, scores indicate tendencies rather than fixed 
capabilities. They highlight: 

• what people naturally do 

• what feels comfortable or uncomfortable 

• where they may need support, training, or different structures 

• what behaviours are likely to emerge under pressure 

The five sections that follow summarise the organisation's behavioural potential in each 
competency domain. 
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Summary of Results 
 

Competency Behavioural 
Potential Score 

Summary Interpretation 

Ownership 
Literacy 

7.2 Good behavioural foundation but 
confidence, curiosity, and systematic habits 
vary. 

Voice & 
Influence 

6.4 Many prosocial communication traits, but 
hesitancy, conflict aversion, or cautiousness 
may limit contribution. 

Protecting the 
Future 

7.8 Strong tendencies towards responsibility, 
ethics, and long-term thinking. 

Collaboration for 
Impact 

7.3 Cooperative, helpful tendencies are strong; 
cross-team habits may need conscious 
development. 

Continuous 
Growth 

7.0 Good learning mindset; structured reflection 
and disciplined follow-through require 
strengthening. 

 

Overall, the organisation displays solid behavioural potential for ownership culture, 
with development required primarily in Voice & Influence and in creating consistent 
habits within Ownership Literacy. 
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Competency Insights & Development Recommendations 
 

In this section, each competency is summarised at a high level, while providing rich, 
actionable developmental guidance that can underpin training programmes. 
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Competency 1: Ownership Literacy 
Behavioural Potential Score: 7.2 

 

Behavioural Insight 

The behavioural patterns suggest a generally strong foundation for Ownership Literacy: 
people tend to be conscientious, willing to learn, and motivated to understand how 
things work. However, some individuals may: 

• hesitate to ask analytical or financial questions 

• be less comfortable with structured, systematic thinking 

• rely on others for interpretation of complex information 

• prefer focusing on their immediate role rather than the wider business model 

These tendencies do not prevent the development of Ownership Literacy, but they 
indicate the need for structured support, accessible communication, and practical 
learning tools. 

 

Development Recommendations 

1. “Understanding Our Business” Workshops 
Create short, interactive sessions that break down core topics such as: 

• how value is created 

• what drives profitability 

• the fundamentals of EO trust governance 

• the link between commercial outcomes and everyday decisions 

These should be practical and example-based rather than theoretical. 

2. Role-to-Value Mapping Sessions 
Facilitated by managers or HR, these sessions help employees: 

• explicitly connect their work to value creation 

• understand how their decisions influence outcomes 

• build confidence asking commercial questions 

This strengthens internal clarity and reduces reliance on informal interpretation. 
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3. Build Financial Confidence Through Repetition 
Introduce regular communication rhythms such as: 

• monthly performance snapshots 

• simple dashboards 

• leader-led “walkthroughs” of metrics 

Behaviourally, repetition and routine help those who are less naturally systematic or 
financially confident. 

4. Develop Peer Learning Communities 
Employees who are naturally analytical, curious, or commercially minded can become 
informal “literacy champions”, supporting colleagues and modelling healthy 
questioning behaviours. 

5. Create a Practice-Rich Learning Environment 
Case studies, simulations, or “You Decide” exercises allow employees to play with 
business concepts safely, supporting those who may otherwise hesitate. 
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Competency 2: Voice & Influence 
Behavioural Potential Score: 6.4 

 

Behavioural Insight 

The behavioural profile suggests: 

Strengths include: 

• diplomatic, respectful communication 

• strong influencing skills in many individuals 

• openness to different viewpoints 

• high levels of enthusiasm and motivation 

Potential constraints include: 

• moderate comfort with challenge or conflict 

• hesitancy speaking up in ambiguous situations 

• a desire to “maintain harmony” 

• caution or self-doubt in unfamiliar settings 

Without development, these tendencies may limit contribution in EO forums, voice 
groups, team meetings, or decision-making settings. 

 

Development Recommendations 

1. Voice & Influence Skills Programme 
A short, modular programme could cover: 

• assertiveness without aggression 

• constructive challenge techniques 

• how to raise concerns with psychological safety 

• how to influence decisions through evidence, not emotion 

This helps people move from polite contribution to impactful ownership dialogue. 

2. Manager Training in Psychological Safety 
Managers set the tone. Provide practical guidance on: 
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• inviting contributions 

• responding constructively to challenge 

• preventing “idea dismissals” 

• closing the loop visibly and reliably 

Good managers can compensate for employees’ caution. 

3. Practice Through Structured Forums 
Introduce formats that make contribution easier: 

• round-robins 

• small-group breakouts 

• “challenge and build” exercises 

• pre-submitted ideas 

These reduce pressure and encourage quieter voices. 

4. Development of Conflict Confidence 
Brief workshops on navigating productive tension can shift behaviour noticeably. 
Include role-play, real scenarios, and practical scripts. 

5. Individual Coaching or Micro-Coaching 
For roles with specific influence responsibilities (voice reps, supervisors, future 
leaders), 1:1 coaching enhances confidence and skill much faster than group sessions. 
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Competency 3: Protecting the Future 
Behavioural Potential Score: 7.8 

 

Behavioural Insight 

The behavioural tendencies that enable long-term stewardship are strong. Many 
employees demonstrate: 

• high ethical motivation 

• natural responsibility-taking 

• strong helpfulness, empathy, and social motive 

• preference for transparency and doing the right thing 

• a constructive orientation toward people and the organisation 

• adaptability and optimism 

Some individuals may, however, need support with planning, risk analysis, or avoiding 
overly optimistic assumptions. 

 

Development Recommendations 

1. “Values in Action” Learning Sessions 
Help employees to translate intention into consistent behaviour by exploring: 

• value-based decision-making 

• long-term trade-offs 

• practical ethical dilemmas 

• trust governance and responsibilities 

2. Long-Term Thinking Workshops 
Exercises such as future-scenario mapping, priority ranking, or “future owner impact” 
discussions help strengthen long-term orientation. 

3. Strengthen Risk Literacy 
Simple tools and training in recognising pitfalls, analysing risks, and balancing 
opportunity with caution can help employees who skew towards optimism. 

4. Stewardship Skills for Managers 
Leadership workshops focusing on: 
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• modelling transparency 

• communicating rationale 

• ensuring decisions reflect long-term purpose 

• evaluating stakeholder impact 

5. Integrate Stewardship Into Everyday Routines 
Create simple mechanisms such as: 

• “Stewardship Questions” in meetings 

• regular values check-ins 

• aligning annual goals with long-term strategic themes 
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Competency 4: Collaboration for Impact 
Behavioural Potential Score: 7.3 

 

Behavioural Insight 

The underlying behavioural drivers indicate: 

Strengths include: 

• helpfulness and pro-social motivation 

• tact and diplomacy 

• openness to reflection and ideas 

• willingness to support colleagues 

Development needs include: 

• moderate appetite for explicit teamwork 

• limited natural drive for cross-functional engagement 

• potential to defer or avoid conversations that feel challenging 

This suggests collaboration will be strongest within familiar teams, but cross-team 
integration may require intentional design and facilitation. 

 

Development Recommendations 

1. Cross-Functional Collaboration Workshops 
Use facilitated sessions to: 

• map interdependencies 

• establish shared goals 

• clarify expectations 

• build trust and relationships across teams 

2. Training in Collaborative Problem Solving 
Practical frameworks (e.g., structured brainstorming, root-cause analysis, solution co-
design) help teams work together more deliberately. 
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3. Improving Constructive Challenge and Dialogue 
Teach teams how to: 

• express concerns respectfully 

• navigate difficult conversations 

• challenge assumptions 

• align around shared outcomes 

4. Build “Collaboration Routines” Into Daily Work 
Examples: 

• cross-team stand-ups 

• paired working 

• rotating facilitators 

• shared dashboards 

• joint planning meetings 

5. Assign Collaboration Champions 
Identify individuals with strong helping, influencing, or diplomatic traits and position 
them as collaboration role models. 
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Competency 5: Continuous Growth 
Behavioural Potential Score: 7.0 

 

Behavioural Insight 

This is a generally strong behavioural domain, demonstrating: 

• high motivation for challenge 

• strong enthusiasm 

• persistence and resilience 

• adaptability 

• open-mindedness 

• optimism 

Potential constraints include: 

• variable appetite for research or structured reflection 

• inconsistent habit formation 

• enjoyment of novelty but limited systematic follow-through 

• uneven planning behaviours 

 

Development Recommendations 

1. Build Consistent Learning Routines 
Introduce team habits such as: 

• monthly learning reviews 

• project retrospectives 

• “stop/start/continue” sessions 

• simple continuous improvement cycles 

These make learning part of daily life. 

2. Develop Reflective Practice Skills 
Short sessions can teach employees how to: 

• conduct personal after-action reviews 
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• reflect on assumptions 

• identify patterns in decision-making 

• create personal development goals 

3. Strengthen Follow-Through and Execution 
Offer tools or training that help with: 

• planning and prioritisation 

• task breakdown 

• tracking progress 

• building disciplined habits 

4. Coaching for Managers to Reinforce Growth 
Managers play a critical role by: 

• offering timely feedback 

• recognising effort and improvement 

• encouraging experimentation 

• modelling curiosity 

5. Offer Targeted Development Pathways 
Provide structured programmes such as: 

• management development 

• leadership foundations 

• technical skills enhancement 

• coaching skills 

• resilience and adaptability 

These support progression and sustain long-term capability building. 
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5. Overall Conclusions 

The Harrison results indicate a strong behavioural foundation for developing a mature, 
high-performing Employee-Owned culture. Employees demonstrate motivation, 
prosocial behaviour, adaptability, and a general willingness to contribute. 

With targeted development support, the organisation can: 

• strengthen confidence and competence in speaking up 

• build commercial and strategic literacy 

• deepen cross-team collaboration 

• reinforce long-term stewardship behaviours 

• embed continuous improvement habits 

The behavioural potential is clearly present. The priority now is to create learning 
pathways, supporting structures, and leadership practices that turn this potential 
into consistent, sustainable behaviour across the organisation. 
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Prioritised Action Plan 
 

This action plan translates the behavioural insights into practical development activities 
that will strengthen the five Employee Ownership Culture competencies across the 
organisation. The sequence reflects where investment will generate the fastest and 
most sustainable culture shift. 
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Priority 1: Strengthen Voice & Influence 

(Months 1–4) 
Why this is first: Voice & Influence has the lowest behavioural alignment of the five 
competencies. Without a stronger baseline of confidence, assertiveness, constructive 
challenge, and psychological safety, the other competencies cannot be fully activated. 

Key Actions 

1. Core Voice & Influence Workshops 
A structured programme that develops: 

• assertiveness skills 

• constructive challenge frameworks 

• communication under pressure 

• how to offer opinions with evidence 

• how to raise concerns respectfully 

2. Manager Capability for Psychological Safety 
Provide training on: 

• creating “safe to speak” environments 

• responding constructively to challenge 

• recognising and reinforcing contribution 

• avoiding unintentional dismissal patterns 

3. Structured Contribution Routines 
Embed practical tools such as: 

• round-robin input 

• pre-submitted ideas 

• “challenge then build” discussions 

These reduce interpersonal pressure and encourage broader participation. 

 

Expected Outcomes 

• Higher quality dialogue 

• Stronger confidence across the workforce 

• More balanced participation in decision-making and voice forums 
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Priority 2: Expand Ownership Literacy Across the Organisation  

(Months 2–6) 
Why this is second: Ownership Literacy is the foundation of ownership behaviour. 
Without clarity about how the business works, employee ownership remains abstract 
rather than practical. 

Key Actions 

1. Business & Value Creation Learning Pathway 
Develop short, accessible modules covering: 

• business model basics 

• revenue, cost, and margin 

• what creates value and what erodes it 

• core principles of EO and trust governance 

2. Manager-Led Role-to-Value Mapping 
Equip managers to explain: 

• how each role contributes to value creation 

• how decisions affect the wider system 

• how to connect daily priorities with strategy 

3. Repeatable Communication Rhythms 
Introduce routines such as: 

• monthly business updates 

• simplified dashboards 

• Q&A sessions with leaders 

Consistent exposure builds confidence, especially for those who are less naturally 
analytical. 

 

Expected Outcomes 

• Stronger psychological ownership 

• Improved commercial awareness 

• Greater alignment and clarity in everyday decisions 

 



22 
 

Priority 3: Build Collaboration for Impact 

(Months 4–9) 
Why this is third: Collaboration potential is good, but people may default to working 
within familiar teams. Cross-functional collaboration requires deliberate design and 
shared routines. 

Key Actions 

1. Cross-Functional Collaboration Projects 
Launch collaborative initiatives with clear shared objectives, such as: 

• customer experience improvement 

• process redesign 

• service quality enhancement 

2. Workshops in Collaborative Problem Solving 
Teach teams to: 

• run structured brainstorming 

• explore interdependencies 

• co-create solutions 

• resolve tensions constructively 

3. Collaboration Rituals 
Introduce routines such as: 

• joint stand-up meetings 

• shared dashboards 

• partnership roles between departments 

Expected Outcomes 

• Reduced silo behaviour 

• More coherent decision-making 

• Increased trust and connection across teams 
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Priority 4: Activate Stewardship Behaviours (“Protecting the 
Future”) 

(Months 6–12) 
Why this is fourth: The behavioural potential for long-term stewardship is strong. 
Development here amplifies trust, accountability, and alignment with purpose. 

Key Actions 

1. Values-Based Decision-Making Training 
Use real case studies to explore: 

• long-term vs short-term trade-offs 

• ethical dilemmas 

• stakeholder impact 

• the responsibilities of EO stewardship 

2. Strengthen Strategic Understanding 
Facilitate sessions where teams explore: 

• the organisation’s purpose 

• long-term strategic priorities 

• what “sustaining the business” means in practice 

3. Risk and Impact Awareness Training 
Support employees to recognise: 

• potential pitfalls 

• longer-term consequences 

• when caution is appropriate 

• when agility matters more 

Expected Outcomes 

• Increased consistency in decisions 

• Greater alignment with purpose 

• Stronger ownership mindset at every level 
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Priority 5: Embed a Culture of Continuous Growth 

(Months 9–18) 
Why this is fifth: Continuous Growth has strong underlying behavioural drivers, but 
requires structure, routines, and reinforcement to become habitual. 

Key Actions 

1. Introduce Reflective Learning Routines 
Examples include: 

• after-action reviews 

• monthly learning reflections 

• “stop/start/continue” exercises 

• project retrospectives 

2. Equip Managers to Reinforce Growth 
Provide training on: 

• delivering high-quality feedback 

• coaching skills 

• recognising progress 

• supporting development plans 

3. Individual Development Pathways 
Create structured options such as: 

• management fundamentals 

• technical training 

• coaching and mentoring 

• resilience and adaptability workshops 

Expected Outcomes 

• Improved adaptability 

• Reduced repeated issues 

• Stronger resilience across the organisation 

• A more dynamic, learning-oriented culture 

  



25 
 

Overall Timeline Summary 
 

Quarter Priority Focus Key Activities 

Q1 Voice & Influence Skills training; psych safety; structured 
contribution routines 

Q2 Ownership Literacy Business fundamentals; role-value mapping; 
communication rhythms 

Q3 Collaboration for 
Impact 

Cross-team projects; problem-solving 
workshops; collaboration rituals 

Q4 Protecting the 
Future 

Values-based decisions; strategic literacy; 
stewardship behaviours 

Q1–Q2 
(Year 2) 

Continuous Growth Reflection cycles; manager coaching capability; 
development pathways 
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