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“The culture and Structure of the Unity LGBT centre and how it affects organisational performance”

Introduction

Over this semester as a group, we have been working closely with the Unity LGBT charity organisation in Swansea. The Unity LGBT centre is a non-profit organisation whose services cater for the LGBT community In Swansea and offer services ranging from guidance, advice, free sexual health items, training, support and socials (libaryline, 2016). The Unity LGBT centre also has a vision statement, where their vision is to raise awareness for the needs of LGBT individuals in wales and to promote opportunities to LGBT people in Wales for them to be able to fully participate in the lives of the community (unityLGBT, n.d.). Due to working with a niche charity/volunteer organisation, their organisational structure and business culture is much different to that of a large for-profit organisation and will contain strategic characteristics that will benefit the overall running of the organisation, ensuring efficiency and to accomplish their overall goal in their vision statement. 

Main Body

Organizational culture is actively involved in every business organization including Unity LGBT and as Richard Perrin stated organisational culture brings each member of the organization to together and that organisational culture acts as ‘glue’ which aids individuals to integrate within the organisation (perrin, n.d.). Organisational culture could also be referred to as the ‘Personality’ of an organization. 
[bookmark: _GoBack]According to Schein (1985), there are 3 different levels of culture in an organization where some are visible, and others are not. The first level is the Artifcats which is the exterior of the organization and visible to see. Regarding Unity LGBT, this can be their physical residence in Swansea high street where they can be visibly seen by footfall in the area, also the interior design of the Unity LGBT centre reflects their values and beliefs with their newly renovated pride wall, which has been set up, filled with information about anti-bullying, both homophobia and transphobia and how as a community, we can end the hate. Artifacts can also be identified through technology. Unity LGBT uses technology regularly to engage with their supporters and to raise awareness for events they will be putting on, or any special messages predominantly through their Facebook page. Arguably, the Unity LGBT relies on technology just as much as their drop-ins to connect and be able to get information out to the community. 
To further that, the LGBT centres social practices such as their regular events they hold including the ladies only night which demonstrates ‘how things are done around here’. Furthermore, the interior layout of the LGBT centre is somewhat communal and an informal design with their drop-in services, which gives a feel for the structure of the charity and that teamwork and working alongside each other is an important factor in the day to day running’s in the Unity LGBT centre. However, it is crucial to take into consideration that with this level of culture, it is equally easy to observe and problematic to interpret (Schein, 2004) . 
The second level contains the espoused values and beliefs which involve the required behavioural standards and wanted traits within the organization which will, in turn, deliver a shared direction for employees/volunteers and direct their behaviour. These adopted values, which are publicised in the Unity LGBT centre could potentially be to encourage diversity, communication and integrity. The source of these adopted values usually come from the original founder of the organization, so it is exceedingly likely that the CEO of Unity LGBT Swansea, Mr Andrew Davies set the values anticipated when starting the organisation, which was then adopted by managerial staff and in time carry the values throughout the culture of the organisation to the lower ranking staff and volunteers (Fabinger, 2015). 
The last and the most important level is the basic underlying assumptions which form part of the core level of culture and are the most difficult to recognize. Schein considered 6 various basic assumptions that are embedded in the cracks of every organisation, 1 of the assumptions refers to the way in which people are to communicate and relate to one another and what is the appropriate manner to allocate authority and responsibilities (Managment study hq), For Unity LGBT their management team holds the position of authority but due to the nature of their organisation they encourage participation from their volunteers and staff to contribute to decision making and allocates people with diverse skills to different projects for the community. The Unity LGBT centre has a group of centre staff but will allow different members to undertake diverse tasks that they will particularly thrive in, where for example one of their Unity LGBT centre staff Dianna Evans has recently taken the lead on their upcoming LGBT+ youth group for 11-16 and this way of allocation has become part of their core culture and what makes their organisation prosper. 
To further this understanding, Unity LGBT is considered to adopt a task culture within their organisation, Task culture involves the use of teams to complete tasks especially if there are numerous steps to achieve the end objective (learnmangament.com). This sort of culture works well for a charity organisation such as unity LGBT as they work of various projects throughout the year with their most popular being Ladies only night, 50 and fabulous for the older LGBT community and their new Boyo’s zone men night. With all these active running projects having different teams take the lead on various projects will increase both productivity and efficiency and produce a more driven and motivated workforce being able to take control over their positions and have a moment of freedom to make their own executive decisions and gives staff and volunteers an opportunity to be creative with their work.

The structure is another crucial component to have within an organisation, for Unity LGBT having an organisational structure in place will allow for effective management, possibly increase the motivation of the employees and volunteers and overall effect the organisation's performance positively. For Unity LGBT centre being a small organisation, it is more efficient to operate with a flat organisational structure, this type of structure is also recognised as the span of control. The structural model, Span of control refers to the sum of employees that each manager is accountable for and in respects to Unity LGBT being a small organisation, they function with a narrow span of control as the management team at the centre has a small volume of employees and volunteers reporting to them (Rishipal, 2014).  having a strategic structure in place will secure the communication channels of whom is to report to whom, and drive productive coordination throughout the organisation.
 However, it is important to consider that having a structure in place cannot run smoothly solely on the model of the structure, effective management will be needed for communication to run smoothly through the channels (Mason C, 2012). For Unity LGBT, being a small organisation, the CEO and management team can have a solid in put by operating on a flat structure with few layers as it will allow them to efficiently manage the teams on a more personal level and build relationships with the employees far more successfully than a larger organisation operating with a tall hierarchy structure. 
The Unity LGBT centre’s mission is solely based around helping people of all ages involved in the LGBT community, including providing practical services to help older LGBT individuals stay independent at home and various other goals they are continuously working towards. So, for Unity LGBT to operate using a flat organisational structure, it allows the team and volunteers to focus their time and efforts more into their cause rather than trying to communicate through countless layers of management to get the go ahead, which inevitably will waste valuable time which could be used in achieving the organisations objectives. 
The Unity LGBT centre has very few layers of management, there is the CEO of the organisation and then there is a layer of management teams, followed by the employees and volunteers. The centre has management teams for departments such as Human resources where one or two managers are in control of the staff and volunteers in that department. Also, due to the culture of the organisation it is likely that the structure of the centre is rather informal, whilst the management teams are there to keep everything running smoothly and to ensure that everyone is working towards the same end outcome, independence and flexibility is encouraged and employees are given an element of responsibility with their positions in the centre. Having this sort of working structure is likely to result in employees and volunteers working harder as they have a personal duty in seeing the organisation prosper and for the goals to be achieved (griffin), especially if they have had an input on the project that is going on at the time or whether an idea for an event they had is being put on for instance. To credit this assumption, an interview conducted by Dopson and Stewart (1993) found that having a shorted hierarchy or in other words less managerial layers positively affected people’s jobs. The individuals that they interviewed described how they had more freedom to make decisions in their job and were able to take measured risks (Kettley, 2014).
 However, it is important to consider that not everyone wants responsibility in their job roles and can even potentially lead to demotivation in the workforce thus affecting overall productivity, although I have great confidence that this is not the case with the unity LGBT centre as all their staff and volunteers have a genuine interest in the cause and serving people within the LGBT community.

Additionally, It is blatant to see why niche organisations such as Unity LGBT decide to use a flat organisational structure as it is the most cost efficient, by not having many managerial layers it results in less wages having to be paid out to managers. Unity LGBT having one later of management means that that money can be spent more effectively elsewhere in the organisation and with Unity LGBT being a charity and relying on donations for funding, it is critical for their money to be circulating resourcefully within the organisation. Likewise, having one layer of management means that there are less people that need to be consulted thus resulting in decisions being made quicker in the workforce (OccupyTheory, 2014), which is highly important for an organisation such as unity LGBT due to them being so busy, especially during seasons like Christmas and helping the homeless and asylum seekers. 
However, on the contrasting side of this there is the potential for decision making to take to long if the authority of the management is to limp (McDowell, 2012), it is important to work in teams especially in a charity organisation, but then again  if there is a management layer in place like at Unity LGBT then it is key that they ensure the decision making is quick and well-organized, otherwise the planning process and decision making side of things becomes long winded and projects and events will get held up and the organisations performance is at jeopardy. 

Conclusion

Overall, it can be expressed that the Unity LGBT centre adapts its culture to its everyday functioning and bases its culture around their mission and values they hold as an organisation. It is an important business element that the culture of the organisation is settled upon and accepted by everyone in the organisation (Marmol, 2014), and for unity LGBT the CEO, management team, staff and volunteers all effectively adapt the organisations values and beliefs which enables them to work together to do great things for the LGBT community. In relation to this, the structure of the unity LGBT centre is the most suitable for an organisation like theirs, and is the most used organisational structure for charity organisations. Identifying and adapting to a suitable structure has allowed unity LGBT to effectively manage their organisation and capitalize on their prospects for their charitable work. 
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