The structure and culture of Cyfle I Dyfu

In this assignment I will be looking at a charity organisation called Cyfle I Dyfu which is welsh for ‘Chance to Grow’ - which refers to their aim of giving disadvantaged people the opportunity to develop their skills and attributes for a better future.
Cyfle I Dyfu is a social enterprise based locally in Swansea. Their workers consist of voluntary staff members with mental health problems, learning disabilities/difficulties, and a history of substance misuse who would benefit with some valuable work experience which may hopefully aid them with their future careers.
To be precise, Cyfle I Dyfu is a social firm working charitably to create opportunities for people at a disadvantage. Cyfle I Dyfu is orientated on producing furniture solely out of wood. Their work focuses on practical work such as building these products which would help employees qualify with better carpentry and teamwork skills.
“A Social Firm is a business committed to creating employment and training opportunities for people who are furthest from the labour market. It is one form of Social Enterprise, and subscribes to the three values of Enterprise, Employment and Empowerment. Combining commercial orientation with a social mission, Social Firms offer a supportive work place for people who are traditionally discriminated against in terms of gaining employment” (Social Firms Wales - About Us)
Culture within an organisation can be related to the term tradition and ethical views are a major factor in an organisations culture.
“Corporate culture refers to the beliefs and behaviours that determine how a company's employees and management interact and handle outside business transactions.” (Investopedia - Corporate Culture)
Cyfle I Dyfu are quite a small organisation and have a structure and culture tailored to their type and style of business and management, however, changes in business climate and operational factors may require Cyfle I Dyfu to change and alter their structure and culture as change would require them to adapt to it. Moreover, if Cyfle I Dyfu were to change their culture, they must naturally be aware and considerate about especially about their relations with the public. The organisation would need to be considerate and careful not to offend or go against public interests, often ethical factors. For example, Cyfle I Dyfu may start to demand more wooden resources and decide to start producing their own by axing trees. This could cause PR issues in relation to environmental issues such as global warming. This could then ultimately result in fewer sales and therefore possibly less job opportunities for disadvantaged people.
A simple way of defining organisational culture is “how things are down around here, what is acceptable and unacceptable and what is encouraged and discouraged” (J.Mullins, Management and Organisational behaviour, 2016)
According to Schein, culture can be sought as 3 levels. 
According to Schein, ‘artifacts’ is the first level of culture and it can be described as visible things. In this case, the artifacts for Cyfle I Dyfu could be the building that they are based in, the logo that they have, the language and type of formality they speak in etc. as this is the visual aspect that people can see. In Schein’s diagram this would be represented as the flower on the lily pad analogy. Cyfle I Dyfu have a very chill and relaxed level of artifact culture, their dress code is lenient with staff members wearing casual but suitable clothes for working with carpentry. Using this first level of culture, stakeholders can easily prospect and perceive the atmosphere of the organisation.
The next level of culture according to Schein is espoused values these are the conscious strategies and goals that the organisation has.  Within Cyfle I Dyfu this is the enterprise groups that they run for the offenders and disadvantaged people. Espoused values are more related to an organisation’s actions and behaviour which are caused by the organisation’s values and beliefs. – “These are the public statements about what the organisational values are about. Many organisations now communicate what their "core values" are - the espoused values by which the organisation conducts its business.” (Riley, 2015)
These core values and public statements are directly linked with public relations hence why this level of culture is so important.
The final level of culture according to Schein is ‘basic underlying assumptions’. This type of culture adopted by an organisation comes from a subconscious realisation of actions. They are invisible and are often hard to understand and grasp. Cyfle I Dyfu’s management may have a culture of basic underlying assumption in the way they treat their employees. For example, they would need to treat them equally and with respect in order to gain understanding, trust and motivation within the workforce.
Structure in an organisation can be adapted to suit the particular firm in many different ways. Bearing in mind the small size of Cyfle I Dyfu, their organisational structure is well suited to their operational demands. 
“Organizational structure is a system that consists of explicit and implicit institutional rules and policies designed to outline how various work roles and responsibilities are delegated, controlled and coordinated. Organizational structure also determines how information flows from level to level within the company.” (Investopedia - Organizational Structure)
A lot of firms have very strict and power-orientated means of coordination and operations; however this is in many cases of business for-profit. Cyfle I Dyfu, however, have a very relaxed hierarchy and power system as one of their main objectives is to train and qualify their fellow colleagues for a brighter future for them. But the firm do have a goal they need to work towards and in order to work as a team with different departments of operation; they will also need a sort of set structure for efficiency and survival of the organisation.
Cyfle I Dyfu have what is called a flat hierarchical structure, there is some sort of empowerment over employees. “A flat organization (also known as horizontal organization or delayering) has an organizational structure with few or no levels of middle management between staff and executives.” (Wikipedia, 2017)
As well as being a flat structure, they are set with a culture and strategy of every staff treating every staff equally in a fellow way, dividing responsibilities equally in a relaxed fashion.
“The purpose of structure is the division of work among members of the organisation and the coordination of their activities so they are directed towards the goals and objectives of the organisation.” (J.Mullins, Management and Organisational Behaviour, 2016)
The smaller the organisation the less problems and issues there will be with the structure. Therefore, in larger organisations, there would be taller and more pyramid-like hierarchical structures in order to gain more control and coordination with safe and process communication throughout the entire organisation. However, communication travelling from the top level of management to the operational level of staff can often be less effective because of the amount of managers there are below the top level and the amount of supervisory stuff there are even below that. This underlies the term span of control – “The area of activity and number of functions, people, or things for which an individual or organization is responsible.” (Dictionary - Span of Control)

The amount of people with allocated power can also cause reliability issues e.g. with one department section in an organisation.
“A company's organizational structure must support its strategy. Employees at all levels of the company must be empowered to effectively complete the tasks necessary to achieve organisational objectives, and company structure can aid or hinder employees in their roles.” (Ingram)
Formality is another major in the structure and strategy of an organisation. Argyris claims and states that bureaucratic organisations restrict individual growth and self-fulfilment - controversial to Cyfle I Dyfu’s aims and objectives. Lucas also states that bureaucratic organisations give little to no power to operational employees and therefore inhibits their free-thinking and creativity – blocking them from developing their more important skills. 
This directly links to Cyfle I Dyfu and how they are structured and strategized. Cyfle I Dyfu want to develop their employees, and therefore they approach every day interactions and operations in an informal and equal manner, giving their employees such as disadvantaged people the opportunity to learn, enhance their skills and adopt a more professional attitude. Naturally, this may cause slight efficiency problems such as resource efficiency problems especially when staff are newly recruited and hired. However, being a charity organisation mistakes and wasted resources can be made up for without the urge to gain profit as an organisation. This is how Cyfle I Dyfu’s structure and strategy complement each other.
Empowerment is also said to psychologically motivate workers. With empowerment comes responsibility in a workforce such as Cyfle I Dyfu’s developing employees in various positive areas of skills and attributes.
Cyfle I Dyfu’s management empower their employees to a certain extent however, some important decisions are made by management only but are made for the interest of their employees. Some decision making aspects are made by management who have access to the information needed in order to make the best decision.
The culture and motives stated by Cyfle I Dyfu alone can be seen as a selling point. This is due to their mutual interest with part of the public. When potential customers see the firm’s aims and objectives, it could boost their transactions as many people would like to help other disadvantaged people and they are welcomed to do so by the promotion and marketing of Cyfle I Dyfu. 
It is quite clear that adaptations to their culture have been made orientated for employees and towards customers in a way. 

How does it relate to the performance of Cyfle I Dyfu?



Conclusion – summary of what has been said
All in all, although to some employees Cyfle I Dyfu may seem like a sales performance based organisation, behind the scenes, it is stated that one of their main objectives is to enhance their people to set them better qualifications, experience and skills.
“Our programme focuses on building practical skills that help people develop more positive routines” 
“We have a clear set of aims – 
To enable and empower marginalised people.
 To provide work experience opportunities 
To support people to gain independence and become active, engaged members of their communities through employment and volunteering 
To build a service that is not dependent on grant funding 
To develop and expand a flagship social enterprise as a model for effective and sustainable service provision for marginalised people 
To challenge and change the stigma and negative attitudes that people with a history of substance misuse or offending behaviour experience within society”  (Cyfle-I-Dyfu)
In summary, this Cyfle I Dyfu is a social enterprise and therefore has a different approach to the business operation to most for-profit organisations. In my opinion, I do not think the culture and structure of a small social enterprise such as Cyfle I Dyfu will cause many problems or require as much consideration in comparison to other business and enterprise organisations. However it does have some relation to the success of the firm due to public relations and requiring stakeholders such as customers to buy and possibly donate to keep the organisations running and operating for its employees.
Cyfle I Dyfu have a very informal manner within its workforce and it suits their strategy, aims and objectives as it empowers its workers and enables free-thinking and development – giving employees responsibilities to possibly learn from.
Given their objectives, Cyfle I Dyfu is a simple business producing simple goods. This is necessary because given responsibility in a complex business; staff would be required to be responsible for multiple tasks such as answering phone calls, attending meetings, responding to customer phone calls etc.
For many organisations, communication and coordination around the entire organisation can require a lot of attention. However with a structure and strategy of a small firm such as Cyfle I Dyfu, communication, coordination and operation flow naturally around the workplace. Although there can be miscommunications, major issues are unlikely to occur.
Cyfle I Dyfu is located at the heart of Swansea. It is a convenient area for employees to commute to by bus especially.
[bookmark: _GoBack]The firm producing wooden furniture is an artifactual culture. With an artifactual objective of producing furniture, employees are trained to consider their customers whilst producing the products. They are open for feedback and instructions in the type of product they make developing their customer service skills, one of the most crucial attributes in business.
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