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[bookmark: _Toc145242390]Introduction 

This assignment will critically analyse how the current forces for change impact the micro and macro environment, complimented by a PESTEL and SWOT analysis. The organisational context focus will be the University of Wales Trinity Saint David (UWTSD), complemented with other organisational case studies. Drawing on the Kotter model, along with academic work such as Drucker and Lewin, to name a few. The assignment will further study how UWTSD will implement a new website as a complex change, and how leading stakeholders through the change efficiently can be achieved, along with the challenges that surround complex organisational change. 
1. [bookmark: _Toc145242391]Critically analyse the current forces for change in the organisations micro and macro environment that can impact workplace culture and capability.

[bookmark: _Toc145242392]1.1 Organisational change 

Change can be defined in many ways; it can be seen as both positive and negative depending on the situation and environment. According to CIPD (2022) ‘organisational change is a constant in many organisations, driven by a number of different forces including customers, markets and technology’. Change comes in many forms, essentially altering a major component within the organisation in a forced or organic way. This change can be strategic, operational, incremental or reactive to name a few. It is evident that change within any organisation will have an impact on the way it operates and the customers, consumers and marketplace in which it competes. 
Drucker (1985) highlighted the need for organisations to embrace change and view it as an opportunity. This indicates that change is inevitable and, in some instances, cannot be controlled, therefore it is better to embrace the change whilst focusing on how it can benefit the organisation rather than dwell on it. UWTSD being a small multi-campus University primarily based in South Wales with additional campuses based in Birmingham and London, faces constant change from an external and internal perspective. To expand, the organisation which operates across numerous geographies, will naturally face both macro and micro challenges, which are detailed within the SWOT (appendix 1) and PESTEL (appendix 2) analyses. These will be further explored throughout this assignment. 
[bookmark: _Toc145242393]1.2 UWTSD’s current forces for change in the micro environment 

There are two major current changes that will impact UWTSD’s micro environment, one of which is the appointment of a new leader to drive the organisation forward. The second major force for change is the development of a brand new website for the whole University, which is focussing on consolidating the current website in to a more coherent, unified and user-friendly website. Both changes will have an important role in helping to improve the University and drive it forward in what is a challenging climate for the higher education sector, especially in Wales (UCAS, 2023).
1.3 [bookmark: _Toc145242394]How new leadership impacts workplace culture

Kotter (2008) defines a good leader as one ‘that leads by example by producing adaptive or useful change’, which highlights the impact a new leader has on an organisation through instigating change. UWTSD will therefore undergo a significant change given that the predecessor led the organisation for 23 years as the Vice Chancelor. Research (Harvey & Broyles, 2010) suggests, that leadership is often the biggest source of resistance to change, which suggests that driving organisational change must be executed carefully and considerately or it might result in resistance from employees within the organisation. 
Positively influencing change in leadership is to engage with employees, be specific with the vision and help others see the value the change will bring (Attwood, 2003). Striking the balance between driving change for the good of the organisation and not demanding change to serve ego. The change curve model (appendix 3) (Kübler-Ross, 2012) indicates the process of which employees will go through when experiencing change and a process in which leaders must be patient with when driving the change forward. However, in any organisation regardless of the benefits of the change implemented, the organisational culture will hold a strong part in impacting that change (Atkinson, 1990). In particular with a new leader, the culture at UWTSD may be one the new leader will want to change, but without others seeing the benefits or value of how this change will benefit them and the organisation, it could lead to conflict and resistance. 
Blair (2003) argues that culture and leadership are interlinked and also emphasises that culture dictates what and who is important in an organisation, which has a significant impact on the organisation’s future. For example, if employees at an organisation were all used to inputting minimal effort at work, without going over and above to try and better and excel at their job, this becomes the norm. When this attitude towards work is accepted and is the culture at the organisation, people become complacent in this environment, also known as complacency culture (Tucker, 2010). Therefore, when change is implemented it alters the norm which causes friction and tension to those who are used to working in a certain way. It is also important to highlight that culture can be both positive or negative, in this example it would be a negative culture that needs changing, due to the lack of work ethic which can lead to an underperforming organisation and a toxic working environment.
Furthermore, research suggests that workplace culture comes from the top (Ali et al., 2015) which is intertwined with the organisation’s values and ethos. When employees are aligned with organisational values this helps foster a positive workplace environment (Tanwar, 2017), however on the opposite end, colleagues who don’t align with the organisation’s values or realise leaders aren’t embodying these values, it can cause dissolution and lack of trust. This discrepancy can impact trust and eventually lead to lack of motivation in the workplace. This reinforces how leadership should be authentic, as well as understanding the process colleagues experience, further instilling Kübler-Ross’ change curve model (Kübler-Ross, 2012) and by managing change well will help form creating the future. 
To conclude, leadership will always influence the culture at an organisation. In particular for UWTSD with the previous leader being in post for 23 years, it’s inevitable that the advent of a new leader with a new perspective will have a big impact on change which can create worry and anxiety for employees. Ultimately leadership dictates the culture at a workplace, but with effective communication, clear vision and patience, a new leader can help drive an organisation forward for success. 
[bookmark: _Toc145242395]1.4 How new leadership impacts workplace capability

Workplace capability reflects the skills and knowledge employees are equipped with to carry out their role successfully (Malloch et al., 1998). Organisations that are underpinned by an uncapable workforce are at an increased risk of being unproductive and underperforming. If a leader intends on building a successful organisation they should take responsibility for their employees capability and competences (Reinertsen, 2000). To expand, it should be in the leaders best interest to identify skills gaps and work on developing employees to upskill through personal development. Successfully implementing development routes for employees will help drive the organisation forward not only in competence but to also build a solid foundation for a sustainable future. 
There are clear advantages to developing the competences and skills of employees, however with a new leader driving a new vision forward for an organisation, it becomes difficult to approach workplace capability without causing friction or resistance (Patton et al., 2018). To expand, a new leader will need to build trust with their stakeholders and develop positive working relationships, this is particularly important to strengthen the leaders ability to influence. A good rapport and a clear communication and plan will enable the leader to start developing employees. This further highlights the importance of emotional intelligence with leadership (Goleman, 2020), being self-aware as well as awareness of others emotions, plays its role in building relationships and allowing effective communication with colleagues. 
To conclude, workplace capability is reliant on the employees skills and competence, which reflects their ability to be successful in their role. However, without clear direction from the leader with regard to expectations employees will continue as they are. With a new leader in UWTSD’s case, it will need to be communicated to employees, in which direction the organisation needs to move in. A clear plan and direction will enable managers to identify development routes for their teams in order to meet these standards and aspirations.
[bookmark: _Toc145242396]1.5 How technology impacts workplace culture

In addition to a new leader, UWTSD is undergoing a new website design and structure, another micro change to the organisation and a project that will affect each department in the University. Research suggests that digital innovation and technology changes can be the most challenging for organisations to adopt (Kanter, 1992). This suggests that a change to a critical element of the University and its product, in this instance, the website, will have a significant impact on stakeholders at each stage of the website development project. A website is critical to any business and with technology constantly developing and evolving it is crucial for UWTSD to maintain a competitive edge in its web presence, especially being a smaller University in comparison to its competitors. 
Introducing a new website will entail, extensive planning and clear communication throughout each stage of the project. People are resistant to change, it’s a natural reaction (Watson,1971), however in order for an organisation to stay relevant, change must happen (Nelson, 2003), how that change is implemented and planned is crucial. The culture around the website at UWTSD will need to change, to expand, the processes in which it was managed aren’t sustainable. In addition, how content is managed will drastically change for the new website, meaning less people in the organisation will have access to manage their section of the website. However, as unfair employees may see these decisions, the purpose is to ensure compliance, which is crucial for any higher education institute. With this in mind, the decision behind the change will need to be effectively communicated to stakeholders in order to gain trust and buy in. 
Building a new website for UWTSD will benefit the organisation, the change will bring uncertainty and friction amongst stakeholders, however the culture at UWTSD is to provide a high standard service to their customers, which are students (UWTSD, 2022). Although Universities are notorious in separating themselves from commercialism, they are nonetheless a fully functioning organisation that needs to operate as a sustainable business. With this in mind, UWTSD understands that in order to remain competitive the customer needs to be at the forefront of business decisions, the students being the customers are the drivers of the organisation. Therefore, regardless of the attitude or opinions from colleagues, the customers experience the product and therefore, the change is inevitable. 
To conclude, technological advancement and innovation will undoubtably cause worry and anxiety for colleagues. However, what is clear is that the customer is the priority and therefore change in this instance is unavoidable and safeguards the organisation’s place in the market and its future sustainability. If effectively communicated the change will eventually be embraced as employees realise that it is for the benefit of the customer, employees and the organisation as a whole.
[bookmark: _Toc145242397]1.6 How technology impacts workplace capability

A new website for UWTSD is a substantial project as highlighted with its impact on workplace culture, however the other aspect of the project is how this major change will affect workplace capability. More specifically, those who use the website on a daily basis will be impacted, which is the majority of employees working at UWTSD. Managing and leading people is the one of most challenging parts of change (Herzog, 1992), yet it is critical for the future of the organisation and its leader. This major change will require employees who already manage the website to acquire new skills specific to new technologies and systems, all whilst adopting new processes. New technology adds strain to an organisation if they aren’t equipped with the resource to follow through (Carroll et al., 2002), adding mixed emotions such as anxiety and the likelihood of resistance, but it’s the leaders role to instil confidence and offer reassurance to try and manage attitudes and perceptions to being more open minded and accepting of the change. 
The new website brings certain advantages in terms of workplace capability. To expand, if digital skills is a gap within the organisation, then introducing a new website is an opportunity to allow colleagues to develop skills within this area, thus developing workplace capability. This further defines the importance of change management (Lauer, 2010). As a leader, it is crucial to understand which employees are more likely to be accepting and those who will most likely resist, this will help strengthen the ability to implement the change. Another factor to consider when considering competence, is the maturity of employees. Research suggests (Zwick, 2011) that training older employees is less effective as they are more likely to resist if they are complacent in their role. 
Furthermore, Lewin’s change model (Lewin, 1951) (appendix 4) identifies the three stages of the change management process, by looking at the specific change as a process it allows organisations to manage it into milestones and allows for an easier transition. Lewin (1951) stated that ‘motivation for change must be generated before change can occur’, which identifies the unfreezing stage. In UWTSD’s case, this would be the stakeholder engagement stage in articulating to colleagues the reasons behind the change, an important step and ensures buy-in. It’s crucial to understand that the transition from unfreeze to freeze can take time, some will accept quickly while others will continue to be sceptical for a longer period of time, this is why the manager must foresee these situations and manage accordingly. 
To conclude, innovation and developing technologies can be a source of anxiety for some employees due to their ever-changing and fast paced nature. Employees may feel that once they are familiar with a system, changes are implemented, not giving them time to build confidence. However, new technology and adapting to these changes is extremely beneficial to organisations. It builds resilience and better equips employees to deal with change more frequently. However, it is essential that the manager or leader effectively implements this change, supporting the different types of people who work within the organisation. 
[bookmark: _Toc145242398]1.7 UWTSD’s Macro Environment 

Along with UWTSD’s forces for change in the micro environment, there are also external factors that effect UWTSD in the macro environment. A PESTEL analysis (Aguilar, 1967) (appendix 2), identified many factors that influence change for UWTSD and the higher education sector. The main factors being economy, political and technology. 
[bookmark: _Toc145242399]1.8 How economic factors impacts workplace culture

One major external factor that is effecting change at UWTSD and the wider higher education landscape is the cost of living crisis. The latest data indicates that inflation in the UK currently sits at 6.4% (Office for National Statistics, 2023). This means that the average person is spending 6.4% more on the same products as a year ago (Office for National Statistics, 2023). This results in people have less disposable income as well as less money to effectively budget for everyday expenses and unforeseen costs. According to Public Health Wales (2022) there is a ‘47% rise in people borrowing money’ and ‘36% rise in people that can now only buy essentials’. The COVID-19 pandemic forced unplanned change (Dawson, 2014), on organisations, resulting in a more chaotic and response. However, as established institutions Universities should be equipped with a planned approach to dealing with the challenges brought about by a cost of living crisis. This force for change will result in less students deciding to apply for university due to the cost of living influencing how they pay for accommodation, tuition, food, travel and general student living costs. This impact will mean less students applying to universities on the whole and therefore greater competition amongst Institutions. This demand puts stress on universities to hit targets in order to sustain a profitable margin. These changes force Universities to make changes to how they recruit and attract students, if they fail to adapt, they risk falling behind and losing out to competitors, putting the University in a financially vulnerable position. 
Workplace culture is directly affected in this instance, as an example in order to effectively compete for students against competitors UWTSD will need to adapt their marketing strategy and potentially be more aggressive in their approach. The alternative which is a do nothing approach may increase the risk of under-recruiting. However, it’s vital that this approach is adopted without losing sight of UWTSD’s unique selling points (USPs) and their major pull factors. UWTSD is known for being a small and inclusive University, but selling the University in a way which doesn’t align with its USPs, risks damaging their brand reputation and ultimately repel those who were thinking of applying to UWTSD, which doesn’t align with the Universities values which ultimately effects the culture and reputation of UWTSD. This applies in particular to UWTSD as it operates across multiple locations including London and Birmingham, therefore adapting for each location is important, rather than making everything generic. For example, when Coca Cola launched their personalised ‘share a coke’ campaign, with personalised names on bottles to share a drink with loved ones, it was a success across multiple countries (Telukunta & Rathore 2016). However, Coca Cola failed to do the same in Israel, being a country where cultural identity is bounded by their ethnicity and religion, becoming problematic for the organisation. A one size fits all approach doesn’t always work. 
To conclude, both COVID-10 and the cost of living crisis are both major social, economic and political factors that have forced UWTSD to change. The pandemic was an unplanned change, meaning UWTSD had to react and adapt quickly to survive as an organisation, these changes are inevitable. This highlights the importance of being reactive and proactive when these changes occur, which allows the organisation to quickly adapt and overcome, building resilience and adaptability. In addition, being authentic and true to the organisational values is important to maintain brand loyalty from customers and brand reputation for the wider stakeholders. 
[bookmark: _Toc145242400]1.9 How economic factors impacts workplace capability

The initial impact of COVID-19 brought mass panic and chaos to every organisation, resulting in one of the most significant changes to normal life and working practices ever seen (Baker, 2020). For the vast majority this meant working remotely from home full time which had significant digital and logistical implications for every organisation. For Universities, there was an added layer of complexity in terms of delivering a service to students. There were also considerations around students not being able to truly experience University life as its meant to be experienced having paid significant fees. This added extra stress for UWTSD, in terms of ensuring that the technology was fit for purpose in being able to remotely teach students and to allow staff to work remotely effectively.  Reflecting upon the PESTEL analysis (appendix 2), the technical implications of covid-19 helped shape the capabilities and resources that the organisation have now adopted. For example, UWTSD now operate in a hybrid workplace setting, the marketing team work three days on campus and two days from home. Lessons learnt from the pandemic, helped the organisation plan for future planned or unplanned changes and according to Olckers and Koekemoer (2022). However, how well organisations adapted is another factor, which relies on a combination of elements, the main being leadership and how organisations managed to contextualise the new ‘normal’. 
Similarly, the cost of living crisis has also brought forced change to organisations and in particular UWTSD forcing adaptation in how it caters for their students and staff. The learnings from the unplanned changes in covid-19, helped shape the strength of crisis management protocol, which enabled the organisation to respond in a suitable and efficient manner. However, upon reflection, there were several instances where managers and leaders could have handled the change in a better way. In certain circumstances, decisions were made too quickly, without thought and resulted in more work being done. For example, as soon as everyone was sent to work from home for the foreseeable, the University panicked in relation to how they would recruit students without relying on the traditional open day. During this hysteria, the University rushed into a contract with an eternal agency to develop a virtual open day. This caused stress and anxiety for everyone involved, with the change of working from home, building a new platform to resemble a physical open day and the added work of learning new skills. If UWTSD had conducted some analysis, included the relevant departments to work on the project and discussed before moving ahead with the decision so promptly, it may have resulted in a better outcome for the virtual open day. 
To conclude, the impact of external factors that have effected UWTSD and other organisations has helped to change these organisations for the better. For example, UWTSD have adopted the hybrid working and blended learning options, as well as developed further digital infrastructure to support this. However, giving that UWTSD has benefited from these changes, some organisations have not. Any factors that influence the failure to adapt and overcome change, is dependent on the contingency pans and structure of the organisation. There have been learnings where UWTSD have failed as well as thrived, that have been utilised to better the organisation’s capabilities. 
[bookmark: _Toc145242401]1.10 How macro and micro factors impact each other

Both the macro and micro environments have their challenges and although these have been analysed separately, there are several instances whereby they influence one another. A notable example in the context of UWTSD would be the website project, which although driven by an internal force for change and involves internal stakeholders there are also external factors that affect the website. As an example, the website will feature content relating to student recruitment and general university information, however from a legal perspective there are certain policies and governance documents that need to be visible on the website. These relate to documents showing performance related statistics and information on governing bodies, the government and HEFCW. These are a legal requirement that must be adhered to and are all bodies influenced by the macro environment (appendix 2). 
Similarly, culture and capabilities have influence on one and other. According to Yang et al., (2018) a culture that thrives on collaboration and working together as an organisation, is one that drives its capabilities and make innovation a priority. Furthermore, if the culture at an organisation is built on driving the organisation’s success, it should be aligned with the organisations values and strategy, in turn affecting the capability of the employees and allows the organisation to be successful. Although resource and skills are vital with regards to the competence and capability of employees, at the core of success is the leader and employees sharing the same beliefs and values, which align with one and other (Bellot, 2011).

2. [bookmark: _Toc145242402]Evaluate how organisational stakeholders can be efficiently led through complex workplace change

A complex workplace change will involve several factors that will impact the change moving forward and influence how successful that change is. A complex workplace change can be defined as change at a larger scale, which involves a change to the strategy or a shift in vision or resources, to name a few (Ridoutt et al., 2002). In UWTSD’s case, a new website for the University will represent a complex change involving many stakeholders and departments across the wider University. In addition, it is UWTSD’s responsibility as a higher education institute and an anchor in the community to lead by its corporate social responsibility (CSR) and therefore developing a new website with all stakeholders in mind. This adds a further layer to the complexity of the project, but also highlights the scale of the change. 
[bookmark: _Toc145242403]2.1 Effective communication 

Communication is at the core of any change, specifically when it considers the stakeholders. Engaging effectively with stakeholders, requires a certain standard of good communication, which relies on good communication skills, the way something is communicated and the emotional intelligence (Goleman, 2020) associated with the engagement. If and when change is communicated poorly to stakeholders, this can have a detrimental effect and potentially damage reputation and relationships within the organisation. Therefore, it is vital to communicate the change clearly, explaining why the change is being implemented and how each stakeholder can help drive the change. Communicating the timeline and the individual milestones will help others to digest the information and start to visualise the change for themselves. 
As outlined, the risk associated with poorly communicating with stakeholders, or lack of communication can lead to evoking confusion and fear. Academic research (Isa, 2015) outlines the consequences which can lead to conflict in the workplace, Isa (2015) further implies that ‘poor communication is one of the main causes of conflict between employees’. For example, empirical research (Gershon, 2013) shows how Kodak, who were renowned in the photography industry, failed to change as an organisation, resulting in profit loss and ultimately leading to their bankruptcy in 2012. A failure that could have been avoided, if the market trends were communicated effectively and planned to adapt and change to compete with competitors. 
Another factor of communication is to also provide feedback as and when possible, keeping stakeholders updated on the progress of the change is just as important as informing them at the planning phase of the change, this reassures colleagues and builds confidence (Stacey, 1995). It also builds relationships and people start to trust in the leaders who are implementing the change and in the change itself. By conducting a stakeholder analysis, this helps mitigate risks and allows for effective planning of what’s to come (Chapleo & Simms, 2010). For example, for the website project to be successful all academic staff and operations service staff will need to work with the web and marketing team to develop content for the new website. The marketing team started the project by commissioning extensive research from an external agency to understand the points of failure for the current website but to also identify what and how the new website can improve the universities offer. This highlights the initial step in giving stakeholders context behind the change. The second step was to conduct stakeholder engagement sessions, with the aim of explaining the findings from the research and the project plan whilst asking for feedback and survey responses to help build a stronger bond between key stakeholders. Upon conducting the research, survey and engagement sessions, the outcome was positive and sparked motivated employees to help the marketing team to drive the project forward. 
To conclude, communication is clearly the main factor in all aspects of stakeholder engagement in workplace change, especially during a complex workplace change. However, just communicating the change to stakeholders alone is not enough, it requires a standard of good quality communication. It also depends on who the change is communicated to, and recognising the differing needs of certain people in terms of how much information they need. In order to gain buy-in, the way in which the change is delivered to colleagues will need to be structured and planned, with a clear outline of the goals and benefits it will bring to the organisation. 
[bookmark: _Toc145242404]2.2 Kotter’s change model  

In order to work through change as an organisation, Kotter’s 8-step change model (Kotter, 2008) (appendix 5), helps to break down this process into eight milestones, which also reflects how UWTSD can tackle the complexity of the website project. The first three steps indicate that in order to successfully implement change, it is firstly necessary to create urgency among stakeholders and key decision makers (Mayfield, 2014), then to build a powerful coalition which means gaining influence and power and then thirdly to create the vision of the change. For example, to get the buy in to drive the new website forward as a new project, the marketing and web team outsourced an extensive research project to review the current website and its offer, and also to identify its areas for improvement. This insight driven data allowed the information to be showcased to key decision makers in order to gain buy in and agreement to drive the project forward. This creates urgency and also starts to develop a powerful coalition, which enables a change coalition to develop, bringing together a team of influential people (Biggs, 2006). 
The next step in Kotter’s model, is to communicate the vision, the importance of which has already been discussed in playing a key role in driving the vision and message forward to stakeholders. Following from this, it’s important to progress by removing obstacles. The management of these steps up until this point, means that stakeholders have started to idealise the change. Removing certain barriers such as resistance, or structures that are obstructing the change will empower colleagues who are working together to realise the change (Argyris, 1993). For example, at UWTSD, the web and marketing team alone cannot drive the change forward, they require collaboration with key departments to ensure the customer funnel works from enquirer to conversion. Ensuring the admissions team and academic office are involved at the relevant steps of the website development and also including other departments such as design and digital to ensure a smooth transition. By including each relevant department, it not only allows effective collaboration and buy in, but also builds strength in the change and begins to build momentum when working together. 
Herzberg (1966) argued that there are certain factors that drive employee motivation, which when done positively, relates to job satisfaction and reward or can cause dissatisfaction and demotivate employees. With this in mind, Kotter’s sixth step describes creating small wins, which allows the main goal to be broken into bitesize milestones and ensuring that each small win along each milestone is celebrated. Success is a motivator, therefore by breaking this into digestible pieces it builds belief in the change and it also gives the employees a taste of the victory at an earlier stage of the change. For example, after consulting with the external agency working on the website development, and after the stakeholder and customer research, the website navigation was developed and following this, the external agency showcased mock examples of the visual aesthetic of the website, along with the webpage designs. These design concepts brought together the research, branding and content worked on by marketing and web teams, the satisfaction of seeing the hard work was instant for the team. This was a small win.  
The last stages of Kotter’s steps are to build on the change and following that with anchoring the changes to the corporate culture of the organisation. In UWTSD’s case, the website will be a continuous working progress, due to the nature of any website, it relies on being relevant, with content being updated continuously. Monden and Lee (1993) states that the Kaizen strategy involves constantly seeking for improvement and growth, with incremental improvements. It’s vital that the pinnacle of new website project, this being the launch is not done too early. Empirical evidence (Schwarz et al., 2021) suggests that one common downfall of change management in organisations is that the change is celebrated too early. Therefore making the change stick as a core element of the culture at UWTSD would then justify a successful change has been implemented and adopted by the organisation. It is important to continue to support this change and ensure that the change is felt by each part of the organisation. 
To conclude, a complex change will always face barriers and obstacles, however with the correct approach, alongside a good team, a complex change can be implemented successfully. Most steps in Kotter’s model align with the website project and have played a role in driving the change amongst stakeholders. However, there are some steps that may need to be revisited even after application, such as building a strong coalition and communicating with stakeholders, these factors will need to be constantly revisited. Ultimately, organisational change involves people and emotions, along with the operational change being implemented, therefore it requires many factors to allow successful change implementation. 
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SWOT Analysis for UWTSD
	Strengths 
	Weaknesses 

	· Welsh language 
· Broad provision of courses 
· Small & inclusive University 
· Attract local students 
· Community driven
	· Larger Universities competitiveness 
· Brand awareness is poor 
· Faculty size
· Lack of research compared to competitors 
· Large number of courses 


	Opportunities 
	Threats 

	· New leader – New VC
· New website project for the University 
· Innovation development 
· Links with industry 
	· Direct competition in same locations 
· New leader, a lot of changes 
· Government & polices 
· Cost of living 
· Learning trends shift 
· AI / Technology 
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PESTEL Analysis for UWTSD 
	Political
	Economic
	Social
	Technological
	Environmental 
	Legal 

	Funding - Welsh Government and UK Government for Higher Education 
	Cost of living crisis 
	Mental health crisis 
	More demand for online courses and teaching
	Global warming crisis 
	Compliance 

	Curriculum changes and expectations
	Funding 
	Demographic of students for recruitment 
	Pressure on buying new technology 
	Carbon footprint 
	Policies & quality 

	
	Student finance cuts 
	More gen z becoming focused on career and going into employment 
	Keeping ahead of the curve 
	Protests demanding organisations to be more transparent 
	

	
	Strike action for salary  
	
	Artificial intelligence 
	Sustainability 
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