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Within this essay, the author shall be performing a SWOT (Strengths, Weaknesses, Opportunities and Threats) analysis on a youth work organisation known to them. There shall be an investigation where there is potential for growth within this organisation and areas that could be developed in a creative manner. 

Rationale
A SWOT analysis is a tool to identify the Strengths Weaknesses Opportunities and Threats within the context of business but can be applied to other scenarios. This is a tool that can be utilised in helping to determine internal strengths and weakness within a company/organisation (or individual) and the opportunities and threats that are external to a company/organisation (or individual). A SWOT analysis can be used to help develop a business stagey, in which to help an organisation move forward (Parsons, 2018). Another way to look at a SWOT analysis is to help gauge an organisation’s performance, risk, competition and future potential. This is turn will help an organisation have a better understanding of itself and to support its growth in future prospects (Grant, 2019). 

Organisation overview
The organisation under examination is not known as a specific youth work organisation but works with individuals from the age of eighteen upwards. Their primary directive is to give opportunities for individuals with a learning disability, to help develop and promote their skills within the setting of their local community (Anonymised organisation, no date). Therefore, the author can class this as a youth work organisation, as their key values and principles align with many youth work principles and values (Smith, 2013). 

SWOT Analysis
 
	Strengths
· Long established organisation
· [bookmark: _Hlk27305805]Expert within the field of learning disabilities
· Passionate employees
	Weaknesses
· High turnover rate of staff
· Poor progression options 
· Long process in training

	Opportunities
· Good training packages
· [bookmark: _Hlk27309968]Opportunities to work with other organisations 
	Threats
· Low pay
· [bookmark: _Hlk27310025]Limited progression opportunities
· Other organisations ‘head hunting’ for members of staff



Strengths
Long established organisation
The wider organisation has a history of over fifty-years, this specific initiative has over twenty-years of experience of establishing community-based projects; thus, giving members of staff the skills to work with young people with learning disabilities and develop their knowledge in working in this particular field area. 
Expert within the field of learning disabilities 
As the wider organisation has been going for over fifty-years the organisation has a solid base in its knowledge and understanding of learning disabilities. They have taken the time and used their resources to put back into the organisation in developing this. The organisation in question values itself on this stance, as it sees its organisational values as a voice for those who use its services. With this, the organisation sees developing its knowledge and understanding of learning disabilities as a top priority, in order to be able to deliver a high standard of youth work to those in need. 
Passionate Employees  
As part of the recruiting process the organisation looks for passion in their members off staff. Having passionate and motivated employees is an important element to have within any organisational structure (Shanks, 2008 cited in Sarker, no date, p.88). Within this field the organisation’s beliefs are that passion in a person helps deliver a high standard of work that is needed.  

Weaknesses
Turnover rate of staff 
It is evident within this company that there is a high turnover rate in staffing. One of the weakness within this organisation is the presence of a full team. There seems to be, at many occasions, where the organisation is understaffed due to a member leaving the organisation. This could be down to many factors including, low rates of pay, lack of progression within the organisation and poor progression within managerial positions. These are weakness that are concerning, as these can have an impact on the level and standard of work being delivered to the young people accessing this organisation. 

Poor Progression opportunities 
Within this organisation there seems to be very little, if any, job progression for its employees. This could be having an effect on the other weakness pointed out in the turnover rate of staff. If there is little opportunity for employees to grow in their profession, this can have a negative impact on their drive, ambition and dedication within the organisation (Morris, 2018). 

Long process in training 
Although there are many training opportunities, the duration of these being delivered can be a lengthy process – both in duration and the time it takes for an application to be implemented. This may also have a negative impact of the services being delivered to young people who access this service, as employees are not fully developed within their organisational practice. This could be attributed to funding and this may also be a contributing factor to the high level of staff turnover, as employees may become disillusioned and seek other employment opportunities (Papadatou, 2019). This also has a negative effect on day-to-day placements within the organisation; one such example is the lack of training to operate electric carts and buggies (‘mules’) for transportation needs, on larger resources used by the organisation, such as National Trust properties and similar placements. This shortfall limits the jobs employees can perform while on placement, also impacting upon the quality of service for the young people using the service. Additionally, other members of staff have to cover policy and safeguarding concerns, this can put a strain on other members of staff. 

Opportunities 
Good training packages  
The organisation offers a wide range in training that is beneficial to its employees and young people accessing this service. This enables employees to have a high level in their skill sets and the knowledge they deliver; this high standard of service will be provided to the young people with learning disabilities. Training packages include: First aid training, boundaries, safeguarding, and the Prevent duty.

Opportunities to work with other organisations 
Employees within this organisation work with many different companies/services on a regular basis. This affords employees to have the opportunity to work with other company/services and broaden their knowledge. In addition, it also provides the employees with the skill set to work with multi agencies and build upon their individual skill set going forward. 

Threats
Low pay  
Within this organisation the pay is the National Minimum Wage (UK Government, 2019). In comparison to other organisations who offer a similar service, there is a large discrepancy. In addition to this, the workload of employees, compared with other organisations, is also evident as employees are expected to undertake more duties and responsibilities. It can be concluded that employees within other organisations have a smaller workload, on a day-to-day basis, and a higher pay per hour rate.  From the author’s intimate working knowledge of the organisation, this is a contributing factor to the high turnover off staff within the organisation (Rynes, et al., 2004, p.291). Another factor to take into consideration with this treat is the lack of pay rise over many years. The pay rise that has accrued within this organisation has only been a very small margin to match the level of the minimal wage. This has been the case over many years of the organisation running. This factor combined with the ever growing number of the living wage cost, this is a massive treat to the origination and its ability to keep members of its staff for a long duration of time (Lea Sell, 2011). 

Limited progression opportunities  
As the company stands, there are little opportunities for progression for staff. Managerial roles are very scarce within this organisation and some leading roles are being combined into one role. This leaves very little room for employees to grow within themselves and improve their career prospects. 

Other organisations head hunting current members of staff/team  
Within the last six-months, two members of this organisation have been ‘head hunted’ by other organisations and as a result, two members of the team within this organisation have moved to other organisations. This is serious threat to the organisation; it shows that they struggle to keep members of their staff and that other organisations can offer more to attract their members of staff. This could also have an impact on the moral of the team and put extra pressures on other members of staff. This in turn could possibly make members of the team look for other jobs themselves if the moral its low and workload increases.    


Future Benefits to organisation and clients

With looking at the SWOT analysis that has been applied here things that could be implemented to help improve the organisation would be to look at its high turn over of staff and how they could reduce this. With addressing this problem this could have an impact on young people who use this service. With having a steady sturdy team that is consistent, young people would have a higher level of quality of service being provided for them. (Mencap, The Challenging Behaviour Foundation , 2017) state that one of the factors in helping to support young people with learning disabilities is consistency. With having a organisation that is having a constant turn over of staff that is lacking in delivering consistency. Another point that would have a profound benefit to the organisation would be to deliver training to their members of staff in smaller time frame. In doing this it would reduce the impact that as a result of this is having to other members of staff and young people using this service in their day to day placements. 






Although this SWOT analysis has been individually done by the author of this essay, a SWOT analysis can be more affectively achieved by a team of an organisation/company (Schooley, 2019). Schooley, (2019) states that even though it is effective for a head of a company/organisation to create a SWOT analysis. For it to be a more affective tool it is best to involve other members of said organisation/ company. With apply this to a company/organisation they would be able to analysis all areas more widely, having an open discussion that could adequately assess all possible angles. This could be a team project which could help in team building as well as produce an efficient future strategy plan.  

SOAR Analysis  

SOAR stands for Strengths. Opportunities, Aspirations and Results. It has been argued that a SOAR analysis is a more positive outlook compared to the SWOT analysis. Looking back at the history of a SWOT analysis it was developed by Albert Humphrey in the 1960’s and 1970s. To begin with it started of being a SOFT analysis looking at the areas of Satisfactory, Opportunity, Fault and Threat. From this in 1964 Urick and Orr changed the F to a W this being the change from SOFT to SWOT (Morrison, 2017). Morrisson (2017) further goes on to say how the SWOT analysis was never designed to stand alone but to be part of a diagnosis and data capture tool. With this Morrison (2017) argues that the SWOT and SOAR analysis should both be done to cover more angles and have a better prospective in going forward in an organisation to develop a strategic plan. Taking this into consideration applying the SOAR analysis with a SWOT analysis would be looking at an organisation through a more youth work lens. This would be working along the lines of the youth work values and principles (CWVYS, 2018). Youth work principles and values look to empower and inspire as well as challenging where needs be (CWVYS, 2018). This could be taken into the context of looking at weakness and threats and challenging them within an organisation to help improve a service for young people accessing the services. The context of then Aspirations and results would be looking forward to inspiring and empowering, the future progress of the organisation and how they can work on delivering a higher standard for young people accessing the services provided by the organisation. A youth work organisation could apply both a SWOT analysis and SOAR analysis to make sure they are covering both the business point of view of the organisation and the youth works point of view of the organisation. This putting forward a future strategy plan that is in line with the youth work values and purposes, in conduction with the survival of the organisations flourishing technically.  

To conclude the author would suggest the organisation to take a serious look at its threats and weaknesses low pay, high turnover of staff and work on developing on these points.  These key facts are having the most damaging effect on the organisation and its ability to deliver and high standard to young people with learning difficulties accessing its services. Drawing on the positives such as experts in the field and passionate staff these arears such be valued highly and taken forward in building upon. If the organisation worked low pay and high turn over of staff this would also in turn empower there current members of staff and the lower the chances of staff being head hunted from other organisations, this bringing all areas together making a more solid foundation for the organisation to put into there future business stagey plans (Parsons, 2018). The author would also suggest that all members of the team come together to give their thoughts, feelings and points of view to collaborate together with doing the exercise of a SWOT and SOAR analysis (Schooley, 2019). With doing the SOAR and SWOT analysis this will give the organisation both view points from a youth works perspective and a business’s perspective, this in turn giving the company the tools to develop a future strategy plan that has the best interest of young people with learning difficulties at the heart of it (CWVYS, 2018), (Smith, 2013). 
The author would like to further conclude on the future benefits that the organisation has and for its clientele. Although it is evident that the organisation has quite a few areas it needs to work on developing, from a youth works perspective we should also concentrate on the positives. The insight that this company has in the field of learning disabilities is of great value. This giving the organisation a advantage from other organisations that means the young people accessing this services are getting the care that they deserve (Government, 2014), (Welsh Government , 2015- 2018). This is something that the organisation should be proud of and show example to other organisations in a similar field. 
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