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[bookmark: _Toc45284879][bookmark: _GoBack]Introduction:

This report conducts a proper analysis of University of Wales Trinity Saint David (UWTSD) as a whole and Birmingham Learning Centre (BLC) by reviewing it in the context of PESTEL framework. Cultural Web and Mckinsey’s 7s model framework are also used to better understand and analyse the organisational culture.  This university’s mission is, “Transforming Education; Transforming Lives” (UWTSD, 2020).  Their vision as a Higher Educational System is for everyone to not only just feel safe and healthy but also recognise the value of education and aim to provide facilities to achieve it no matter what their age, gender or background might be. Hence, UWTSD pioneers new settings across the UK to offer work-based learning and expert training through expansion of multi-national settings, events and prospects for their students, staff and associates (UWTSD, 2020). The report also looks at how Birmingham Learning Centre has helped build strong organisational culture within the local community since opening in 2018.
It will also contain detailed analysis of UWTSD’s culture through the use of cultural web and other Organisational Culture Theories.  The organisational culture has a vital impact on the organisation’s performance, employee’s obligation and the organisational goals and objectives (Shahzad et al. 2012). There are various macro-economic factors that can influence the behaviour and most importantly the workplace culture of the business. UWTSD management provides staff with models, ethics and purposes to improve productivity and achieve triumph in academia 

According to a theory, effective organisational culture is based on four characters; involvement, consistency, adaptability and mission (Denison and Mishra, 1993).  Through these characters adaptation of organisational culture and its performance and success rate can be monitored and studied. This will provide a detailed view in terms of extent changes in technological aspects of the organisational culture. Both, internal and external. UWTSD has adapted these characters within the organisation by creating a system that welcomes learners from various backgrounds, ages and cultures (Mission and Vision | University of Wales Trinity Saint David, 2020). Learners are individually supported to realise the potential within, throughout various stages of their learning at the University. This helps them to decide in progression beyond undergraduate degree or into a profession of their choice. UWTSD (Birmingham Learning Centre) is situated in the centre of a community to welcome everyone with all different ages and backgrounds to make the most of this opportunity provided by the setting in order to achieve their educational dreams and targets.

The report also conducts a comparison of other Universities within the region and how they impact on UWTSD in both ways, positive and negative. This helps in understanding how much competition there is against UWTSD.

The report will conclude by identifying three ethical dilemmas with some possible solutions for managers of the organisation to overcome these, and explanation of pros and cons of the actions to the organisation, external parties and employees. The report will be summarised by identifying issues and providing suggestion/ solutions. 
[bookmark: _Toc45284880]Task 1: 
Task 1: Industry Analysis using PESTEL / PORTER’S 5 FORCES 
This part of the report looks at how the organisation’s culture is impacted by using PESTEL and PORTER’S 5 FORCES framework for external factors. These frameworks are used to examine how an organisation behaves under the influence of these factors. It also helps analyse the macro-environment of an organisation.
Figure one: PESTEL Framework:
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Figure 1
Source: (Marketing Theories - PESTEL Analysis, 2020)

[bookmark: _Toc45284881]PESTEL:

PESTEL framework is an acronym of Political, Economic, Social, Technological, Environmental and Legal. The framework is used widely to analyse macro environmental conditions and situations of an organisation affected by multiple external factors (Yüksel, 2012). It helps to discover aspects involved in changes which can then be used to find solutions of any issues found and provides useful information to understand risks related with market development or decline and determine situation, potential and direction of the organisation. This helps better in making good strategic decisions.

[bookmark: _Toc45284882]Political:
Government regulations and rules play a major part on and act as an essential political factor for the organisations.  The political factor is concerned with government regulations and legal issues that organizations must adhere to. It is an important fact that the organisations follow their country’s rules according to the government guidelines. UWTSD ensures to comply with regulatory requirements of the legal structure and submit financial data as and when required. Birmingham Learning Centre is also closely monitored, and information is regularly updated on their website and within the campus to keep everyone updated with the new/updated laws and policies. Staff are trained and ensure to pass on regular updated information on the policies and procedures. It is also ensured that the information is also provided to the stakeholders. Although it is done on a minimum of every four years according to the 2019 Governance Effectiveness review (2019), it is however, needed to be reviewed more frequently in BLC and other smaller campuses as changes can take place much quicker and have an impact on the organisation as well as the learners.
[bookmark: _Toc45284883]Economical:
This is one of the most important factors for analysing an organisation. It helps in deciding and planning matters related to the costs for the organisation based on the economy (Witcher & Chau 2010).  UWTSD closely monitors all the factors that might influence the running of the university and the campuses as economic factors differ from every town and city. For example, if government increases tax and other rates, this will have a direct impact on the students due to the University increasing course fee, etc. This will result in affecting the purchasing power and could result in changing demand/supply of the products, i.e., number of students being reduced (Issa, Chang and Issa, 2010). University analyses learner registration, maintenance and accomplishment data and uses the information to decide how much investment needs to made and how many foreign students they can have in each academic year; to increase their international relationships, their focus goes on removing barriers for those who have been deprived from learning due to various reasons. They also have a better idea of how much money to invest and also help reduce the unemployment level by introducing new jobs within the region.  
[bookmark: _Toc45284884]Social:
Social part of the framework explains how aware the organisation is about its local community and works for them by providing equality and inclusivity. UWTSD thrives to ensure that their values are applied by the staff across all the campuses. People are treated with respect and equally regardless of their cultural differences and backgrounds and/or circumstances. University has prioritised four strategies for 2017-2022. These are: Putting Learners First, Excellence in Teaching Scholarship and Applied Research, Creating Opportunities through Partnerships and A University for Wales.  (Academic Quality Handbook, 2019). Learners are provided with academic facilities to accomplish their goals by studying their chosen programme and are expected to follow the set rules and respect them accordingly. 
[bookmark: _Toc45284885]Technological:
Technology is known as the most significant characteristic in the present culture (Christiansen, 2001). Every organisation relies on the technology these days and it can either take the organisation to a higher level of success or a failure. All of this is based on computerisation, study and expansion, and methodological mindfulness of the staff involved within that organisation.  UWTSD has invested in bringing the latest and most up to date technology and IT equipment to ensure it is fully operational and actively connected to all campuses cross- country and worldwide (Academic Quality Handbook, 2019). Due to the current COVID-19 situation, University had to use all the online facilities available to deliver teaching for its students across all the campuses. For this purpose, Microsoft Teams has bee successfully used along with Moodle and Online Library as well as many other sources available. Although it has been used by all the students, there was however, a technical issue occasionally where some students would not be able to attend the session fully due to a technical glitch but that did not affect over all delivery of the sessions.
[bookmark: _Toc45284886]Environmental:
Since it is becoming extremely important for organisations to become environmentally friendly. Organisations focus on conveyance set-up and public safety by introducing ways of balancing economy, environment and public presentation.  UWTSD is known for its environmental friendliness and recognition of health and wellbeing of all those involved across the institutions (Environmental Policy, 2018).
BLC also follows the same procedure and plays a vital role in displaying the fair practice of reduced energy consumption, upholding pollution inhibition by getting learners to car share and fulfilling all related environmental legislation to the UWTSD’s events. Every classroom is provided with recycling bins and staff and students are encouraged to make use of them.
[bookmark: _Toc45284887]Legal:
This factor is equally important for the organisation and helps guideline on how to protect sensitive and personal data, such as, students details/ records and staff records from falling into the wrong hands. Legal factors have an impact for an organisation both internally as well as externally. UWTSD uses secure system to ensure data is protected by securely using the information available. This factor covers consumer laws, safety standards and labour laws. BLC ensures to implement these laws and ensures that they are followed thoroughly by all the staff and students.

[bookmark: _Toc45284888]Task 2:

[bookmark: _Toc45284889]Detailed analysis of the culture of University of Wales Trinity Saint David:

Culture can be defined in many forms. According to (Hofstede 1980) Culture is a specific learned and shared mindset structured from values, customs, knowledge, belief etc. This can be the main reason to decide between a group or individuals positioning. Organisational culture is an important part of any organisation to run smoothly and successfully. According to Schein (1992), culture is created by the founder’s development and management of the organisation and leading the employees to achieve success as themselves.
It is also really important for organisations to have a business structure. How it functions, how many departments there are and how they are managed and run. This part of the report looks at and examines the internal environment by using the Mckinsey’s 7S framework. This model helps to determine how well the organisation is performing and what the strengths and weaknesses are.  Organisational in-house progress is monitored through this model (Internal Environment Factors Analysis, 2019). Although external factors are hard to change, internal factors can be modified, changed and/replaced by the manager applying a framework to avoid intimidations and take advantage to control the situation. 
[bookmark: _Toc45284890]Mckinsey’s 7S Model:
This model was developed in1970 by the consultants Tom Peters, Robert Waterman and Julien Philips after being employed as consultants at the firm.  They were helped by Richard Pascale and Anthony G. Athos. This management tool uses seven imperative elements all with one common letter of ‘S’, which is separated int two parts known as hard S and Soft S. this tool is most commonly used by the management of academics and practitioners to identify internal issues within the organisation. 
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Figure 3
UWTSD also benefits from this model to facilitate organisational change, to help imply/replace new strategy and/or to understand how there could be a change in near future in any department. It also provides an idea of integration with other Universities. A questionnaire, (that will be attached in Appendix) was used to get information from the BLC Manager on the university and campus’s performance and running. 
[bookmark: _Toc45284891]Structure:
Any organisation is recognised by the way it is structured to represent its operational systems and how the activities are carried out. UWTSD’s structure is hierarchical, however, there are several sub campuses in different cities across UK with a Functional Organisational Structure.  
[bookmark: _Toc45284892]Systems:
The Network within an organisation that works to achieve organisational goals is known as the as the organisational system. UWTSD managers mainly focus on how well the business is running in terms of fulfilling its purpose of delivery, which is teaching and learning. 
[bookmark: _Toc45284893]Strategy:
Organisations mission visions and objectives are explained and communicated through strategic plans of the University. UWTSD share four-year strategic plan between twenty 2017-2022, which concentrates on the following four significant primacies:
· Putting learners first, removing barriers for all and inclusivity
· Excellence in teaching, scholarship and applied research 
· Creation of Opportunities through partnership for commercial, educational opportunities
· A University for Wales by embedding sustainable development (Strategic Plan 2017-2022, n.d.)
Although this is the long-term plan, UWTSD use performance indicators to develop and implement short term strategic plans across campuses.
[bookmark: _Toc45284894]Skills:
This part of the framework focuses on how well the employees are skilled in order to perform the assigned tasks. Birmingham Learning Centre (BLC) concentrates on providing facilities and access to learners who have been away from education for a long time. They have a Team of staff who are highly qualified and skilled in the field and are able to guide the learners how to perform best to achieve their goals and targets.
[bookmark: _Toc45284895]Staff:
This Element looks at the type and number of employees that will be required by the organisation and how they will be hired, trained and inspired To deliver higher level of education (Ravanfar, 2015). BLC selects highly qualified and well-trained staff to deliver the teaching and are rewarded with promotion to a senior post upon meeting the targets set by the University. 
[bookmark: _Toc45284896]Style:
A company can represent how the top-level managers interact with all those involved within the organisation (Jurevicius, 2013). This portrays organisational management’s leadership style. UWTSD is structured in different institutes and the leadership encourages all the staff members to express their opinions and give suggestions to improve services provided at the University.
[bookmark: _Toc45284897]Shared Values:
Shared values are the employees’ values and attitudes associated with an organisation’s set norms and behaviour. Main purpose of the staff is to motivate and encourage learners as they could be nervous and uncomfortable due to joining education after a long time.  UWTSD management provides training for the staff through effective leadership for ongoing support using Continuous Professional Development (CPD) plan.
[bookmark: _Toc45284898]Cultural Web:
Cultural Web is another framework used to demonstrate how an organisation performs throughout. It also looks at how the organisational culture is impacted through different issues. Using the cultural web model, an email discussion was carried out with the BLC Manager in order to understand the system better.  Through this it can be demonstrated how formal and hierarchical structure UWTSD has as an organisation.  However, this cannot be said for the BLC campus, which was opened in March 2018. Although it’s not a vary large campus, it does however, have a large number of students attending. The campus lacs a canteen and car parking has been an issue for many learners who have had to travel from far.
Everything is connected in some way into a formal, structured system that all feeds up to a level of senior managers who supervise all characteristics of learning and teaching. Amongst this information, there is a strong link demonstrated between university’s actions as an organisation and the values and mission that is a renowned symbol, “Transforming Education; Transforming Lives”. The use of Welsh and English languages alongside shows the strongly embedded connection between the history and the journey of UWTSD. Even the stories carry a deep link of identity as a place for learners to develop without being/feeling under pressure.
UWTSD systems are all deeply connected to learning and teaching, which is a totally different thing from other companies or private organisations. This key focus is carried across all the campuses and departments. Management at UWTSD strongly follows the routines and rituals to keep close links with students to share their experiences and ideas while keeping their own schedules on track. This gives the leadership an upper hand at the same time as leaving the students feeling safer and closer to their lecturers as well as the management.  Teaching and lecture schedule are based around the students’ schedule and are respected and understood. Although this cultural web analysis of UWTSD looks perfect in every angle, it does however, leave the reader thinking what is the real reason behind this? Is it because everyone is being watched over, or does the staff genuinely look out for those who are the reason for you the university’s existence?
[bookmark: _Toc45284899]Task 3:

[bookmark: _Toc45284900]Ethics in an organisation:

Ethics is communicating the notion of principles, deciding between true and false as well as complying with the rules within the organisation and the rules and regulations set by the external bodies. It becomes a dilemma when a situation arises with a clash and is not handled in a suitable manner. For the success and triumph of the business, management has a high level of responsibility as role models to behave appropriately for the employees to follow.
For example, an educational institute failing to deliver their promise. Have poor management and leadership and refuse to acknowledge their flaws. Poor teacher-learner relationships result in learners failing to achieve their goals and targets and ignored.
UWTSD is known to have built a strong reputation amongst its students, staff, national and international stakeholders in terms of ethical values.  This behaviour is a full reflection of what the university’s objectives are and how productive both private and public sectors are in terms of achievement (Ethical Investment Policy, n.d.).  Through this method the University provides a platform for adult learners to educate and transform their lives in order to get better jobs, achieve a target set by themselves or simply set up their own business. Their mission statement is, “Transforming Education, Transforming Lives” and their leading creativity ‘Institute of Sustainable Practise and Resource Effectiveness (INSPIRE)’ (Ethical Investment Policy, n.d.). This enables UWTSD to facilitate learners to reach their full potential. It also helps those who want to apply at the university for work, study or as volunteer, to follow the ethics, code of conduct and appropriate behaviour requirements.
There are, however, times where issues and dilemmas occur within the university and situations get out of control. For example, there was an incident where a student did not agree with the teacher during the lecture on his teaching and started an argument about it. It was then up to the tutor to explain to the student where they might be wrong without undermining their ethics and values. This had to be done without degrading the student or anything or the student without degrading the teacher. So, if the teacher did not handle the situation appropriately then that was against ethics and values of a teacher as well as the organisation.   This was due to the fact that the teacher was representing the university and had to follow the code of conduct and ethics which could end up defaming the university. 
Such incidents are avoided by providing managers and employees with on the spot decision making choices to avoid such conflicts and dilemmas completely. Employees must also be provided with formal mechanisms to discuss ethical dilemmas and inappropriate behaviours with the management without feeling scared or reprimanded.

[bookmark: _Toc45284901]Conclusion:

An organisational culture cannot be defined as just one single module or one single framework. Every organisation works differently and have to have different aspects, different methodologies and different procedures to run their business in order to succeed. Every organisation faces challenges and dilemma but the ones that come out successfully are most effective ones.
For a successful organisation it has to have clear strategy and values and a senior team who is able to effectively apply those strategies in order to succeed. Leadership style is also equally important when it comes to successfully running an organisation or business. It has been learnt from this report that poor leadership and poor management skills cannot let any organisation succeed.
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1. Stating our purpose

No

Nearly

Yes

1.1 We have a mission statement

1.2 Our (current) aims (still) comply with our constitution

1.3 We ensure that all the people working in our organisation
understand its purpose at an appropriate level (staff and
volunteers)

Notes: The University has very clear policies and strategies that are available

to all staff.

2._Information on services and promotion of work

N

5

Nearly

]

2.1 We have an up-to-date leaflet or written information on our
services

2.2 We have a website or webpage with up-to-date information

2.3 We make information available to users with special needs,
on request

2.4 We produce an annual report

2.5 We keep our stakeholders (e.g. funders and potential
funders, key organisations and groups) informed about our
work such as sending them our annual report or invite to AGM

0
H
H

O
H
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2.6 We make use of the media to promote our work (press
releases, radio etc.)

=]

=]

M KX XN &

Notes: The rules and regulations that govern all Universities ensure

information is out there for the public and our stakeholders.

at this

3. Administration and paperwork

No

Nearly

3.1 We have a clear administrative system in place

3.2 All our procedures are documented (so that staff and
volunteers know what to do in case of absences or sudden staff
change;
Notes:

enior levels than we a}e in day-to-day operations. The most important things g

hanges) o mversity's-versewote-say that wearemh bttor-at-tis-at te-most |
L ocumontoct it some basie ormaton Ay getSSE o O OF

4. Finances No__|Nearly | Yes
41 We have wiitten financial procedures (for banking, petty | ] | L] X1
cash, cheques etc.)

4.2 We produce quarterly reports (at least) on accounts. 1 17 54}

1
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43 Accounts and financial feports are presented to our [[J | X |
Management Committee for review and planning (at least
quarterly)
4.4 We have a fundraising strategy which seeks funding from
a variety of sources
4.5 We know what level of reserves we need and what we can X
spend them on
4.6 We have this amount set aside
Notes: Again, becauise We are a public Sector organisation, the University's finances afe
very openly reported upon to governing bodies, and our financial health is closelly
Tmonitored and regulated. Ve report on a semi-annual, rather than a quarterly basis.
5. Internal Communication No_ [ Nearly [ Yes
5.1 We hold reqular staff meetings (as appropriate) X]
5.2 Volunteers are invited to or represented at staff meetings
5.3 The minutes of staff or management meetings are available
1o all staff and volunteers
5.4 We communicate project updates internally on a reguiar oz}
basis
55 We hold an annual ‘away-day’ for teambuilding and/or q]
lanning for trustees, staff and volunteers
Notes ATHETItS amcteams are better
at these things than others. Most departments meet regularly, but | think one of the
TIVRTSIy'S DIGGeSt WeaKIeSSes 18 SHaring information ifeTemt tearms.
6. Governance or Management Committee No_ [ Nearly | Yes
61 We have a competent management committee and |[J |[J |
actively seek out people with appropriate skills
6.2 We offer fraining and information to trustees on their roles | [J | [J |
and responsibilities, on legal issues and changes in legislation
63 We have an induction procedure for new Committee [ ] | L[]
members
6.4 We invite our trustees fo teambuilding, planning and social | [J | %) | ]
events
Notes: AGaln, OUF T0T6 &S @ public oTganisalion means our Board praclices are closely
monitored and governed.
7. Compliance No | Nearly | Yes
7.1 We ensure that we comply with the regulatory requirements X
of our legal structure and submit accounts (where required)
and other required material in a timely manner
7.2 We comply with statutory regulation and have clear policies O |k
in place (including Health and Safety and Data Protection)
7.3 We are complying with other required regulafion applicable e
o our organisation (e g. safoguarding)
Notes: Ve are very closely monitored i 1his area, and all of this information s availabje on
the webpage ['ve linked for you in my email.
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8. Equal Opportunities No [ Nearly | Yes
8.1 We have an Equal Opportunities policy that applies to all O |®
areas of our work

82 We comply with the Equality Act (2011) legislation, O |®@
including for recruitment of staff and volunteers and the

provision of services

8.3 We monitor Equal Opportunities and use this information %]
to develop our services

8.4 We include Equal Opportunities in our induction and offer X

training on equal opportunities to all staff, volunteers and
trustees on a reqular basis

Notes: Again, this ore Is a Very Strong yes - fie Information 1s o fhie policy Webpage Tye

given you.
9. Staffing No [ Nearly | Yes

9.1 All staff have an up-to-date contract of employment, job | [J | |LJ

description and terms and conditions

92 We comply with employment and equal opportunities | [J | [J | [X]

legislation and inform staff of relevant changes

9.3 All staff receive regular reviews, support and supervision ]

9.4 Al staff are offered training and development activities X

95 There is a personal file with records of review and X

supervision sessions and other information tracking personal

development

Notes: Again, Sore Qepantments always adhere fo These rules better than others. The

University is very large, and some individual line managers may

be late

with thihgs

Tike Updafing Contracts of Tolding annizal reviews.

10. Volunteers

No

Nearl

Yes

10.1 We have a volunteer induction pack and procedure with
information on our organisation and its polic

O

O

[m]

10.2 We offer to reimburse our volunteers expenses

10.3 Volunteers are covered by our insurance

10.4 Volunteers receive a clear task description and their
situation is reviewed informally or formally through regular
support and supervision

10.5 We offer training and development opportunities to all our
volunteers

10.6 We invite volunteers to social events

10.7 We hold exit interviews with volunteers

Notes:
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11. Training and Development

111 We identify the training needs of staff and volunteers X
through regular reviews or supervision

112 We have an adequate budget for training and 3]
development

11.3 We have an IT policy with a code of practice, which O |@
includes the use of internet, email and social media

11.4 We evaluate training for the benefit of the trainee, the O &
team and the organisation

115 We have a written training policy linking training O |k

expenditure to our development or business plan
Nofe: e IteTion IS ofter better tamtf

& OUtCome - We ainT to|

5
all of these things, but the budget never goes as far as we would like it to, so efch

12. Monitoring and Evaluation

No Nearly | Yes

standard:

121 Our services or projects have clearly defined outputs, [[J | J | (X
including those agreed with funders

12.2 We monitor our activities and collect information on 'soft [(J | (J | X
outcomes’ (case studies, anecdotal feedback etc.)

12.3 We evaluate the resuls of our monitoring activities X
12.4We measure our performance against indicators or quality i

s
Notes: 11175 S anotier closely-Tmomitored area for the Universy

S0 We take great care|

ensure good monitoring and evaluation information is collected on all activities.

(indirectly, through  feedback or directly,  through
representation)

13. Planning our Service Provision No [ Nearly | Yes
13.1 We use monitoring data and user feedback to plan our [(J |(J | (X
services
13.2 We have a work-plan or development plan and review it [(] | (] | (X
reqularly (short, medium or long-term, as appropriate)

13.3 We have a business plan (if applicable) and review it (] | (J | X
reqularl

13.4 Our planning process involves staff, volunteers (as [(J | J | X
appropriate) and trustees

135 We involve service users in the planning process [(J |J | X

Notes: Al Gepartments engage 1 this, but e best exampie 1s

& ATnual Programme

to

Review process. Each year, all of our academic programmes are reviewed for things

Tike student safistaction, student grades, Teedback from our external reviewers, efc.
and each programme is updated and improved wherever possible.
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14. Networking and Partnerships

No Nearly

14.1 We actively network with other organisations

14.2 We work in partnership with other organisations

14.3 We evaluate our partnership working and include this info
when planning

active in partnering with Welsh government initiatives.

Notes: The University establishes partnerships all over the world.

They are particularly

15. Resources and Information Technology

No Nearly

Yes

15.1 Overall, we have sufficient resources to deliver our services|
effectively

15.2 Our premises have been assessed for health and safety

15.3 We use computers in several areas of our work (not just fol
typing letters)

15.4 We back up our work on a regular basis (at least monthly)|

15.5 We have adequate technical knowledge or support, to cop
with problems

Notes: Again, as a very large organisation, we always wish we had more than we do in
of resources. Qur IT systems are, however, very up-to-date and fit for purpose.

lorganisation Name: University of Wales Trinity Saint David
Name of person completing this form: Stephanie Meyer

Contact details: stephanie.meyer@uwtsd.ac.uk

Date: 30t June 2020
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