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Executive Summary
There will be 10 sections in this report and section 2 to 8 will be covered in the main body of the report. 
· Section 1: Introduction of report: Main aim of writing this report. A brief overview of the contents of the report. The main aim of writing this report is to ascertain how broader external factors including COVID-19 and ethical dilemmas have affected the workplace culture and organisational performance in the chosen organisation.
· Section 2: Introduction of the chosen organisation – OWL Financial. Company background, brief history, products and services, number of employees, operating markets, and partnerships.
· Section 3: Introduction of the environmental analysis tools – PESTEL, Porters 5 Forces, and Cultural Web.
· Section 4:  External environmental analysis of OWL, using the PESTEL framework and explaining the key drivers of change. 
· [bookmark: _Hlk81912110]Section 5: Industry analysis of OWL. A critical evaluation of the financial services industry environment using Porters 5 Forces model and explaining the key drivers of change.
· Section 6: Definition of organisational culture followed by a critical investigation of the culture at OWL using the Cultural Web model checklist.
· [bookmark: _Hlk82204478]Section 7: Organisational culture and external factors. Based on findings in sections 3,4, and 5 above, explanation of the impact of COVID-19 pandemic, BREXIT and five key external factors, (political, economic, technology, social, and legal) on OWL’s organisational culture. A look at how the effect of these external factors can be mitigated by amending the organisational culture or structure.
· Section 8: Organisational Culture and Performance. A brief explanation of the *impact of organisational culture on organisational performance and critical investigation of the relationship between OWL’s present organisational culture and its financial and non-financial performance with illustrated examples.
· Section 9: Ethical dilemma. An explanation of ethical dilemmas in modern organisations with examples and a discussion around two identified ethical dilemmas at OWL.
· Section 10: Recommendations and conclusion
· Section 11: Reflection on the Report
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[bookmark: _Toc82468668]Section 1: Introduction
[bookmark: _Hlk81749397]The main aim of this report is to ascertain how broader external factors including COVID-19 and ethical dilemmas has affected the workplace culture and organisational performance in the chosen organisation for this assignment. The selected organisation is OWL Financial Services (OWL), because I currently work there as a Protection Advisor and have the ambition to get on the career path as a manager in the future.
The report will cover the background of OWL, including a brief history, products or services, and any other relevant information about the company. A brief introduction of the environmental analysis tools like PESTEL, Porter’s Five Forces Model, and Cultural Web.  Critical evaluation of External Environmental Analysis (PESTEL) and key drivers of change; critical Evaluation of Industry Analysis (Porter’s Five Forces) and key drivers of change,  the investigation of the culture of OWL in light of the aforementioned analytical tools; relationship between OWL’s present organisational culture and organisational financial and non-financial performance with illustrated examples; explanation of ethical dilemma with examples and two identified ethical dilemmas at OWL.
The anticipated result of this report is to analyse the culture at OWL by using proper environmental and organisational frameworks, assess OWL’s overall environment, and examine the cultural and ethical practices.
[bookmark: _Toc82468669]Section 2: About Owl Financial
Owl Financial (Owl) is a UK-wide financial advice business that is focused on helping individuals secure the right level of financial protection cover. Owl is a trading style of Openwork Limited, one of the largest financial advice networks in the UK. The Openwork Partnership is one of the UK's largest multi-tie networks, with a professional community of over 4,200 financial advisers based in nearly 700 firms and supported by 600 colleagues in central teams. Openwork has been present in the UK financial advice market for more than 40 years. Owl is an organisation that is licensed by the Financial Conduct Authority (FCA), to provide advisory services to individuals with respect to financial services and products such as income protection, accident protection, life cover, critical illness cover, mortgage protection, home and landlords insurance, commercial insurance, private medical insurance, mortgages and re-mortgages, wills, and lasting power of attorney. 
Owl Advisers are trained to a high standard and the quality of the advice they provide is constantly assessed. Advisers work within strict guidelines to ensure the advice they give and the products they recommend to customers are appropriate for their needs. The Advisers are supported with training programmes and quality assurance assessments throughout the year.
In 2020, while our world underwent a significant transformation, at Owl, customers could continue to benefit from the safety net and enhanced peace of mind because the company has modified the way it does business and responded promptly. Since the start of the Covid-19 pandemic, Owl expanded their network of advisors and provided online face-to-face guidance to help more customers get essential financial protection. Since March 2020, over 55,000 policies have been arranged because of this technological adaptation for meetings and consultations. Around half of the policies taken out during this time were for life and critical illness insurance, with an accident protection policy being chosen by many customers.
In 2020, Owl Advisers arranged cover that provided much required financial protection. Customers of Owl have received thousands of claim settlements, including pay outs to people affected by Covid-19. Owl work with leading insurance providers who offer a range of cover options, including income protection (where a monthly income is paid out in the event of sickness), accident cover, critical illness cover (which pays out a cash lump sum on diagnosis of a serious illness) plus life cover.
[bookmark: _Toc82468670]Section 3: Introduction of the environmental analysis tools
Environmental business analysis tools that will be used to evaluate the business of Owl Financial in this report are PESTLE, Porters Five Forces models and the Cultural Web. 
PESTLE is an acronym for the external factors that affect the organisation. These are Political, Economic, Social, Technological, Legal and Environmental.
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Economic uncertainty, climate change, political upheaval, change in legal requirements, present risks in the modern organisation, and analysing these factors using the PESTLE model will enable a business to assess these issues and act on them as best fits the organisation’s goals. These factors cannot be controlled by the organisation but can influence decision making in the organisation. It goes well with SWOT analysis and joins the opportunities and threat parts. 
Political factors cover government policies, regulations and laws that govern how organisations run their businesses. For example, external political factors that are obvious in the recent times are BREXIT and COVID-19. The subsequent lockdown due to the pandemic and resultant negative impact on the economy and on the society overall, forced organisations to look at how they conduct their businesses and if there can be a new way of doing business which is now a slogan known as “the new normal”.
Economic factors are for example, interest rate, foreign exchange rates, Gross Domestic Product, interest rate, the retail price index, minimum wage and public spending. 
Social factors could be values based on demographic factors for example age, gender, and ethnic groups; changes in styles, taste, and choices, community groups and pressure groups that can voice an opinion for or against the business that can cause a change in the functioning of the business.
Technological factors could be innovation, rapid or slow technological progress, improvement in communication technologies, data storage technologies, improvement in production technologies, and security technologies. 
Legal factors could be laws relating to industry specific regulations, employment law, for example right to work in the UK visas, and issues around holiday pay, sick pay, and employment contracts. An example is the Modern Slavery Act 2015 which regulates conditions of employment for low skilled workers. 
Environmental factors are usually related to Corporate Social Responsibilities of organisations. Issues such as carbon footprint, climate change, environmental protection regulations that affect how organisations conduct their businesses come under this factor. 
All the factors are interrelated in one way or another. For example, BREXIT generated immigration laws which became policies for businesses to follow. People from member countries of the European Union no longer have the privilege of coming to work in the United Kingdom without obtaining a working visa. This factor directly impacts on organisations that employ low skilled Eastern Europeans mainly because of their low wages. 
The government through the Department For Works and Pensions Job Centre has launched a scheme to train UK citizens who are out of work in these low skilled jobs so that they can replace the East Europeans that are in mass exodus because of the stressful working visa requirements and conditions. But the dilemma is that businesses will now have to increase their wages to attract new labour and consequently pass the cost on to the end consumer. As a result, the cost of living is rising, and inflation will be an economic factor that will be affecting the cost of production in all industries.
Porters Five Forces model. This environmental analysis tool is used for analysing competitiveness in the industry. Michael Porter came up with the model whilst researching the nature of market competition and outlined five factors to analyse the profitability and attractiveness of an industry. 
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1. At the centre of the model lies competitive rivalry and there are four other factors which are the bargaining power of suppliers, bargaining power of customers, threat of substitute products, and threat of new entrants.  The main aspect that defines the level of competition in an industry or the level of profitability in an industry is competitive rivalry. This looks at the number of competitors and their strengths in comparison to the business, to see if competitors in the industry generate a lot of profit or there is a potential for them to generate a lot of profit if they are not already doing so. In terms of an industry, if the rivalry in the industry is intense, then companies often must lower their prices and provide various other types of incentives to attract customers to continue trading and continue generating enough interest in their products. If the rivalry is not intense in an industry, then the profits are generally high throughout. 
2.The bargaining power of suppliers influences competitive rivalry which in turn influences profitability. If suppliers have high bargaining power in an industry, they can influence pricing and thereby influence profits. Suppliers in an industry have a lot of power when there are a few of them; they can become very powerful automatically when the customers are small or irrelevant in terms of their power in relation to supplies, also, if there are fewer substitutes available to two suppliers and if the cost to switching these supplies is high. For example, in the automotive industry, suppliers could be companies like Bosch (battery) or Continental (tyre). If Continental decides to raise their price, then obviously the price of the whole manufacturing process increases.
3.The bargaining power of customers. Customers in an industry are powerful when there a few of them and they can drive prices down. When the industry has few customers in general, they have the capability to exert a certain amount of power on their account on their suppliers. If they have plenty of suppliers to choose from and the fitting costs are low, then the power of the supplier customers goes up automatically. 
4. The threat of substitutes. By their very nature, substitutes are alternatives that serve the same purpose or fulfil the same need. The higher the number of substitutes, the lower price point gets because substitutes can drive prices down and can ultimately affect profits. If the number of substitutes in the industry are low, then it can result into a monopoly for that industry. 
5.The threat of new entrants. Every industry has established market leaders or dominant players and new businesses that are trying to enter the industry and establish a name for themselves. These new entrants can eat into the market share of the existing leaders. If barriers to entry for these new businesses are low, then the threat to existing players is obviously high; and barriers can include things like the amount of investments required to start a company up in the industry, various government regulations that need to be followed to start trading in a particular industry and access to various suppliers that can sell goods at trade price and the overall pricing strategy can change which in turn can generate higher profits. 
Below is a Porters Five Forces Factors table:
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CULTURAL WEB
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The Cultural Web recognizes six interconnected features that help to make up what Johnson et al (2012) call the "paradigm" of the work environment. By analysing the factors in each, one can begin to see the bigger picture of the culture: what is working, what isn't working, and what needs to be changed. The six elements are:
Stories – The past events and people talked about inside and outside the company. Who and what the company chooses to immortalize says a great deal about what it values, and perceives as great behaviour. 
Rituals and Routines – The daily behaviour and actions of people that signal acceptable behaviour. This determines what is expected to happen in given situations, and what is valued by management. 
Symbols – The visual representations of the company including logos, how plush the offices are, and the formal or informal dress codes. 
Organizational Structure – This includes both the structure defined by the organization chart, and the unwritten lines of power and influence that indicate whose contributions are most valued.
Control Systems – The ways that the organization is controlled. These include financial systems, quality systems, and rewards (including the way they are measured and distributed within the organization).
Power Structures – The pockets of real power in the company. This may involve one or two key senior executives, a whole group of executives, or even a department. The key is that these people have the greatest amount of influence on decisions, operations, and strategic direction.
[bookmark: _Toc82468671]Section 4: External environmental analysis of OWL using the PESTEL 
The key drivers of change in the external environment for OWL are Technological, Political and Legal. 
Legal: OWL is regulated by the FCA and controlled by legislation like the Financial Services and Markets Act 2000 which gave the regulator the power to make and enforce rules that apply to authorised firms relating to the prevention of money laundering. The General Data Protection Regulation 2018, the FCA has identified a clear link between the loss of personal information, identity theft and financial crime, and expects all regulated firms to take appropriate care of client personal information.
Political: Recent political drivers of change at OWL are BREXIT and COVID19 pandemic These two factors have combined to affect the way of working. BREXIT affected the working capabilities of mostly East European staff and Advisers. Those caught in the BREXIT web had to decide whether to go through the rigours and expense of obtaining a Settlement Visa or relocate back to their countries of origin. OWL in the pre-pandemic days, was a face-to face business with clients. The lockdown forced OWL to change the way of working by providing training and technological platforms for advisers and staff to work with so that what has evolved through the COVID -19 crisis is a blended way of working. 
Technological: “We pride ourselves on delivering a professional, face-to-face service” was the Owl pre-pandemic slogan. At Owl, there is a firm belief in the value of personalised advice. Owl Advisers traditionally use face to face meetings to carry out consultations and advisory appointments either in the customer’s home, office, or in the Adviser’s office. Also, customers were given paper copies of any agreements or forms they had to sign during the appointment. Applications for protection policies were completed and submitted online by the Advisor via the Owl system (OWS) on the computer. 
However, with the advent of the lockdown due to COVID-19, the organisation was compelled to shift to digital methods of meeting with customers who were comfortable with any of the available digital meeting platforms like Skype, GoogleMeet, Zoom, and Cisco Webex.  Electronic signature was developed to replace the signatures that clients provided on paper forms. This opportunity to meet online instead of in a physical space, brought some advantages; for example, no cost was incurred for transport by the Advisers, travelling time for the Adviser reduced to zero, and this in turn increased the number of client meetings that an Adviser could meet in a day from an average of two a day to four a day. Consequently, the organisation’s growth increased in market share, recruitment, and income. In addition, team meetings are now conducted via Microsoft Teams and nationwide webinars are held on Cisco Webex.
[bookmark: _Toc82468672]Section 5: Analysis of the Insurance Industry using Porters Five Forces 
In an article “Debunking the biggest insurance myth” OWL (2021) states “as an industry we went into the pandemic in a strong position, with the ABI (Association of British Insurers) reporting the highest percentage of claims pay outs. Their figures for 2019, highlighted that the UK insurance industry paid out more than £5.7 billion in protection claims in 2019 with 98.3% of claims paid”.
The data also revealed how the sector remained aware of and responded to a wide range of concerns. According to the ABI:
· Mental Health In 2019, £60.5 million was paid out in Individual Income Protection claims for mental health. The average claim amounted to £15,728.
· Supporting families and loved ones: Over £3 billion in life insurance claims was paid in 2019, providing financial security for loved ones in the wake of a bereavement.
· Supporting you: Critical Illness Insurance pays out a tax-free lump sum on the diagnosis of certain life threatening or debilitating (but not fatal) conditions. Cancer was the biggest single cause for individual critical illness claims.
Key Drivers of Change:
According to Deloitte (2020), evolving customer needs, new competitors and a changing set of challenges are transforming the insurance industry. Insurers clearly understand that their customer proposition needs to change and adapt to new demands in a digital era. In a survey by Deloitte (2019), it was found that consumers are increasingly searching for ways to make their lives easier through streamlined applications and claims processes. Also, customers are looking for cover and related services that suit their lifestyles.
The Deloitte (2019) industry analysis suggests traditional approach of selling protective products is not enough for the insurer of the future. Growth will come from new service-based models, innovative products, and a greater focus on prevention. A rapidly changing industry will require unprecedented deal-making skills because incumbent firms can no longer rely on internal innovation. Success will require forging alliances with innovative start-ups and consolidating with their peers. In addition, insurance companies need to know how to deploy the right technology for the right purpose or they risk being left behind. 
[bookmark: _Toc82468673]Section 6: Evaluation of the culture at Owl using the Organisational Health Checklist
Please see the Appendix  for the OWL health checklist table. (N.B: The table was removed from the body of the report because of the word count).
[bookmark: _Toc82468674]Section 7: Organisational Culture and Performance
The set of values, expectations, and practises that guide and inform the activities of all team members is referred to as organisational culture. Individual upbringing, social, and cultural context all influence the organisational culture. However, in the workplace, leadership and strategic organisational directions and management have a significant impact on workplace culture. Research by Hofstede’s Insight (2021), suggest that a positive workplace culture improves teamwork, boosts morale, boosts production and efficiency, and boosts employee retention. Job satisfaction, collaboration, and productivity are all improved as well. Furthermore, a positive work environment minimises employee stress.
Research by Deloitte shows that 94 percent of executives and 88 percent of employees agree that a unique corporate culture is critical to a company's success. According to Deloitte's survey, 76 percent of these employees believe that having a clearly defined corporate strategy helps to foster a healthy work environment. The survey also found that, “exceptional organizations create and sustain a culture that engages and motivates their employees”. Having engaged and motivated people is the number one component that significantly contributes to a company's success, according to 83 percent of executives and 84 percent of employees. There is a correlation between employees who say they are “happy at work” and feel “valued by their company” and those who say their organization has a clearly articulated and lived culture. In addition, the survey result shows that “To be an exceptional organization, companies must focus on the intangible elements of culture-building.”
When it comes to the factors that influence workplace culture, executives put tangible criteria like financial success (65%) and competitive compensation (62%) among the top, whereas employees rank same things among the lowest. Employees, on the other hand, place the highest value on intangibles such regular and candid conversations (50 percent), employee recognition (49 percent), and access to management/leadership (47 percent).

A Critical Evaluation of OWL’S present Organisational Culture and its Financial and Non- Financial Performance
According to Robbins and Judge, Organizational culture refers to a system of shared meaning held by members that distinguishes the organization from other organizations. Please Find below the Seven primary characteristics (Robbins and Judge) that seem to capture the essence of an organization’s culture to analyse the relationship between OWL’s organisational culture and its financial and non-financial performance with illustrated examples:
1. Innovation and risk taking. The degree to which employees are encouraged to be innovative and take risks. At OWL, the staff and advisors are allowed to be innovative and take risks within the framework of the regulations governed by the FCA. For example, the weekly team meetings encourage the suggestions for improving service delivery to the Advisers and how Advisers can grow and retain their clientele.  
2. Attention to detail. The degree to which employees are expected to exhibit precision, analysis, and attention to detail. This factor is exhibited at OWL through its quality assessment procedure, and training modules. For example, attention to detail is a key factor when recording customer information.
3. Outcome orientation. The degree to which management focuses on results or outcomes rather than on the techniques and processes used to achieve them. OWL uses monthly recognition programs to celebrate successful Advisers, thereby putting an emphasis on results.
4. People orientation. The degree to which management decisions take into consideration the effect of outcomes on people within the organization. At OWL, people are the engines that drive productivity. Therefore, periodic communications are sent out to emphasise this fact and encourage people to do their best. 
5. Team orientation. The degree to which work activities are organized around teams rather than individuals. At Owl, teamwork is crucial to promoting a positive work culture. This is demonstrated through weekly team meetings, collaboration workshops and Away Days to emphasise that together everyone achieves more.
6. Aggressiveness. The degree to which people are aggressive and competitive rather than easy-going. To some extent, this factor is demonstrated at OWL through individual and team category announcements of performance at conferences and on the intranet
7. Stability. The extent to which a company's efforts are focused on maintaining the status quo rather than expanding. This factor is not evident in the OWL organisational culture.
[bookmark: _Toc82468675] Section 8: Organisational Culture and External Factors.
According to Holzmann (2020), Organizations will have to rethink or change their culture as more workers work remotely from home, which is expected to become a growing trend in the coming years. Organisational culture will encounter some challenges in the “new normal” way of working such as how to sustain a safe and caring community for the employees; establishing the features of remote leadership; encouraging critical thinking and innovation in a diverse and dispersed team; how to improve knowledge sharing within an organisation.
In an article “Debunking the biggest insurance myth” OWL (2021), a reflection on how our lives and work changed in 2020, it will be difficult to understand the crisis because few people had heard of Coronavirus, social distance, tiers, or bubbles a few years ago. It is becoming increasingly difficult to recall "the old normal," and our plans for 2021 are still being affected by the viral infection and what might still happen. Furthermore, there have been tremendous lessons gained and demonstrated to us at Owl that maintaining human relationships in times of crisis is one of our greatest strengths; that is, from checking in on clients to assisting them as their lives and priorities change.
[bookmark: _Toc82468676]Section 9: Ethical Dilemma
The principles that regulate the behaviour of individuals or groups are known as ethics. They are the guidelines that outline how people should conduct themselves. Simply put, ethical behaviour is when people do the right thing. Otherwise, it is probably unethical. Dahlberg & Moss (2005) definition of an ethical dilemma: “An ethical dilemma is a situation that will often involve an apparent conflict “. Examples of ethical dilemmas in the workplace are discrimination and harassment, toxic workplace culture, unrealistic and conflicting goals, questionable use of customer data and company’s technology like using the internet for personal business or even shopping and selling customer data to other organisations. 
Two Ethical dilemmas in Owl
 Treating Customers Fairly and how the Openwork code of conduct principles demonstrate and fulfil these outcomes 
 Code of Ethics and its impact on the business behaviours of individuals and how this relates to anyone within Openwork
All companies are judged by their business behaviour, and as the service provided by the people that make up a company is one of the greatest influences on subjects such as brand image and reputation, it is important that people within the business reflect integrity and professionalism in the way they behave. The Code of Conduct has been put together to help you understand the key elements surrounding the issue of business conduct and it provides principles to help us support our strategic business mission. Everyone in the company has a responsibility to work in accordance with the standards, values and principles set out in this code.
[bookmark: _Toc82468677]Section 9: Recommendation and Conclusion
Post lockdown, Owl has adopted a blended system of service delivery consisting of digitalised forms and meetings, and face to face appointments if deemed safe, and cannot be conducted online. The back-office staff have returned to the office in batches; different teams are taking turns on different days of the week to meet physically in the office. This strategy has been adopted to keep the staff safe whilst more permanent working arrangement is being worked out for the future - “the new normal”. 
This report has analysed how the broader external environmental factors such as competitive rivalry, the consumer, Laws, Political, Social, Technological, Economic and Environmental factors along with COVID-19 and ethical dilemmas affect the organisational culture and performance at OWL. 
[bookmark: _Toc82468678]Section 10: Reflection
[image: Guide to models of reflection – when &amp; why should you use different ones? –  Lifelong Learning with OT]
I found the course very interesting as it stimulated my interest in organisational behaviour and workplace culture. I have been able to learn how to evaluate the business environment using the management frameworks like the Culture Web, PESTLE and Porters Five Forces. I found the culture checklist very useful when analysing the culture at my workplace. It feels like lighting a candle in the darkness. The downside is that it feels a lot need to be learnt in a very short period. I will be able to apply the knowledge acquired in Organizational Behaviour and Culture at my workplace. It will be very interesting to observe organisational behaviour at my workplace in the new light of the knowledge that I have acquired. on this course. I will apply the in-depth analysis of my workplace culture using the management frameworks such as PESTLE, Porters Five Forces, and the Cultural Web.
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[bookmark: _Toc82468680]Appendix:  Organisational Culture Checklist
		
	No 
	Nearly
	Yes
	N/A

	 1. Stating our purpose 
	
	
	x
	

	1.1 We have a mission statement
	
	
	x
	

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

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

	2. Information on services and promotion of work 
	
	
	x
	

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

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

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

	 2.4 We produce an annual report
	
	
	x
	

	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
	
	
	x
	

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

	3. Administration and paperwork 
	
	
	x
	

	3.1 We have a clear administrative system in place
	
	
	x
	

	3.2 All our procedures are documented (so that staff and advisers know what to do in case of absences or sudden staff changes)
	
	
	x
	

	4. Finances 
	
	
	
	

	4.1 We have written financial procedures (for banking, petty cash, cheques etc.)
	
	
	x
	

	4.2 We produce quarterly reports (at least) on accounts 
	
	
	x
	

	4.3 Accounts and financial reports are presented to our Management Committee for review and planning (at least quarterly)
	
	
	x
	

	4.4 We have a fundraising strategy which seeks funding from a variety of sources
	
	
	x
	

	4.5 We know what level of reserves we need and what we can spend them on
	
	
	x
	

	4.6 We have this amount set aside
	
	
	x
	

	5. Internal Communication 
	
	
	
	

	5.1 We hold regular staff meetings (as appropriate)
	
	
	x
	

	5.2 Advisers are invited to or represented at staff meetings
	
	
	
	N/A

	5.3 The minutes of staff or management meetings are available to all staff and advisers
	
	
	x
	

	5.4 We communicate project updates internally on a regular basis
	
	
	x
	

	5.5 We hold an annual ‘away-day’ for teambuilding and/or planning for trustees, staff, and advisers
	
	
	x
	

	6. Governance or Management Committee 
	
	
	
	

	6.1 We have a competent management committee and actively seek out people with appropriate skills
	
	
	x
	

	6.2 We offer training and information to trustees on their roles and responsibilities, on legal issues and changes in legislation
	
	
	
	N/A

	6.3 We have an induction procedure for new Committee members  
	
	
	X
	N/A

	6.4 We invite our trustees to teambuilding, planning, and social events  
	
	
	
	N/A

	7. Compliance 
	
	
	
	

	7.1 We ensure that we comply with the regulatory requirements of our legal structure and submit accounts (where required) and other required material in a timely manner
	
	
	X
	

	7.2 We comply with statutory regulation and have clear policies in place (including Health and Safety and Data Protection)
	
	
	X
	

	7.3 We are complying with other required regulation applicable to our organisation (e.g. safeguarding)
	
	
	X
	

	8. Equal Opportunities 
	
	
	
	

	8.1 We have an Equal Opportunities policy that applies to all areas of our work
	
	
	X
	

	8.2 We comply with the Equality Act (2011) legislation, including for recruitment of staff and advisers and the provision of services
	
	
	X
	

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

	8.4 We include Equal Opportunities in our induction and offer training on equal opportunities to all staff, advisers, and trustees on a regular basis
	
	
	X
	

	9. Staffing 
	
	
	
	

	9.1 All staff have an up-to-date contract of employment, job description and terms and conditions 9.2 We comply with employment and equal opportunities legislation and inform staff of relevant changes
	
	
	X
	

	9.3 All staff receive regular reviews, support, and supervision
	
	
	X
	

	9.4 Al staff are offered training and development activities
	
	
	X
	

	9.5 There is a personal file with records of review and supervision sessions and other information tracking personal development
	
	
	X
	

	10. Volunteers (N/A)
	
	
	
	

	10.1 We have a volunteer induction pack and procedure with information on our organisation and its policy 
	
	
	
	N/A

	10.2 We offer to reimburse our Volunteer’s expenses
	
	
	
	N/A

	10.3 Volunteers are covered by our insurance
	
	
	
	N/A

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

	10.5 We offer training and development opportunities to all our volunteers
	
	
	
	N/A

	10.6 We invite volunteers to social events
	
	
	
	N/A

	10.7 We hold exit interviews with advisers
	
	
	
	N/A

	11. Training and Development 
	
	
	
	

	11.1 We identify the training needs of staff and advisers through regular reviews or supervision
	
	
	x
	

	 11.2 We have an adequate budget for training and development
	
	
	x
	

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

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

	11.5 We have a written training policy linking training expenditure to our development or business plan
	
	
	x
	

	12. Monitoring and Evaluation 
	
	
	
	

	12.1 Our services or projects have clearly defined outputs, including those agreed with funders
	
	
	x
	

	12.2 We monitor our activities and collect information on ‘soft outcomes’ (case studies, anecdotal feedback etc.)
	
	
	x
	

	12.3 We evaluate the results of our monitoring activities
	
	
	x
	

	12.4 We measure our performance against indicators or quality standards
	
	
	x
	

	13. Planning our Service Provision 
	
	
	
	

	13.1 We use monitoring data and user feedback to plan our services
	
	
	x
	

	13.2 We have a work-plan or development plan and review it regularly (short, medium or long-term, as appropriate)
	
	
	x
	

	13.3 We have a business plan (if applicable) and review it regularly
	
	
	x
	

	13.4 Our planning process involves staff, advisers (as appropriate) and trustees
	
	
	x
	

	13.5 We involve service users in the planning process (indirectly, through feedback or directly, through representation)
	
	
	x
	

	14. Networking and Partnerships 
	
	
	
	

	14.1 We actively network with other organisations
	
	
	x
	

	14.2 We work in partnership with other organisations
	
	
	x
	

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

	15. Resources and Information Technology 
	
	
	
	

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

	15.2 Our premises have been assessed for health and safety
	
	
	x
	

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

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

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

	Organisation Name: OWL FINANCIAL
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