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“In nature nothing is created, nothing is lost, everything changes”.
Antoine-Laurent de Lavoisier.

[bookmark: Introduction]Introduction
Today's organisations and their managers are confronted with issues requiring prompt action, frequently in organisational change. The internal and external environments are the forces responsible for this business transformation. The author discusses how an organisation's internal and external circumstances influence change. The internal environment of an organisation refers to events, factors, people, systems, structures, and conditions within the organisation that are typically under the company's control. The company's mission statement, organisational culture, and leadership style are factors typically associated with the internal environment of an organisation. The internal environment will influence organisational activities, decisions, employee behaviour, and attitudes. Changes in an organisation's leadership style, mission, or culture can significantly affect the organisation. The external environment consists of external elements that influence change within organisations and are mainly outside the control of the company's customers and competitors. The economy and technology are common external elements that influence the organisation, including political and social conditions and resources. Although the external environment is external to the organisation, it can substantially impact its current operations, growth, and long-term viability. Ignoring external forces can be a detrimental mistake for managers. Leaders and managers must continually monitor and adapt to the external environment. Working to make proactive changes earlier rather than taking a reactive approach can lead to a vastly different outcome. To react to the forces of internal and external environments, managers rely on environmental scanning.  
Environmental scanning refers to monitoring the organisation's internal and external environments for early signs that it may be needed to accommodate potential opportunities or threats and to make adjustments to allow the company's strengths to combat its weaknesses. One common type of environmental analysis is the SWOT analysis which looks specifically into the strengths, weaknesses, opportunities and threats of the internal and external environments. A manager will begin by analysing the internal environment by looking into inefficiencies inside the organisation, then examine the external environment and events occurring apart from the organisation. Environmental scans enable managers to use the knowledge gathered during the scanning process to determine strategic initiatives the organisation must take to build or preserve a competitive advantage and better comprehend internal environment changes.


1. Critically analyse the current forces for change in the organisations micro and macro environment that can impact workplace culture and capability.

Change is an integral aspect of the organisation, and it is inevitable in most businesses, according to Szamosi, L.  (2002). To prevent business failures, these business changes must be managed appropriately.
To effectively implement change in an organisation, human resources is required and the influence of the right people on the successful implementation of change is the key Szamosi, L.  (2002). 
A successful organisation can adapt and adjust to changing conditions while focusing on its mission. The mission of an organisation's vision is to identify the need for change and that which supports the status quo. (Sullivan & Harper, 1996). 

Management's role in change
Nevertheless, no matter the system used for implementing change, the author believes that different leaderships in organisations will respond at different ways to changes. Kotter (1995) indicates that leadership generates action. He says that leadership activities have contributed to the management of their team's orientation and the path they should take. In addition, leadership acts can motivate and assist the team in overcoming obstacles. Therefore, management and leadership cannot be the same. As such, leadership is an extraordinary quality possessed by some excellent managers.
Therefore, change management restructures and prepares employees for organisational transformations. Budgets, salaries and remuneration, tasks, and processes are the most typical forms of change inside an organisation. Change takes into account time, communication methods, and the impact of such changes on the people involved (Prosci, 2012).
After being persuaded of the necessity for a specific change, a manager plays a crucial role in the change process. Therefore, he or she must play five distinct roles before subordinates find a cause to follow the same path. Report on Best Practices compiled by (Prosci, 2012). These five jobs include effective communicator, agent of change, coach, manager of opposition, and liaison. The leadership role enhances the efficiency of the transition process. Leaders and managers have a role to play by serving as change agents of distinction (Manikandan, 2010). 
Change management needs a variety of talents, including effective communication, integrity, perseverance, and dedication (Sartori, R. 2018). Therefore, influential change leaders will foster these characteristics in their employees while eliminating those that provide difficulty. 
Communicator – this characteristic differentiates leaders from managers. A leader will explain why the change is necessary, while a manager will translate this information into a language operational teams can readily comprehend and apply (Hackman & Johnson, 2009). This is the initial part of the change process; if it is conveyed effectively, subordinates will recognise the need for change. 
Advocate/Agent entails the combination of effective marketing and promotion skills, but in this case, a promotion of an idea for change. He/she must begin by acknowledging the need for change, then demonstrate the upcoming change's benefits to the teams. 
Coach begins with identifying a person's area of weakness, and then focuses on improving the situation and overcoming obstacles. Individuals react differently to change, making it a challenging test of the team's dedication, as seen by decreased production and possible attrition. A competent manager must rise to these problems and conquer them. 
Since the need for change is frequently unanticipated, it is typically reactive, discontinuous, ad hoc, and frequently precipitated by an organisational crisis. Todnem, R. (2005) report a failure rate of approximately 70% for all change efforts attempted. This low success rate may be indicative of a basic absence of a proper framework for implementing and managing organisational change, as academics and practitioners currently have access to a variety of contradictory and confusing theories and techniques.
The author explores the leading change principles of PwC (2004). Evident from these principles is that most of them, if not all, stem from an organisation's internal structure. 
1) The people: human resources are crucial in achieving an organisation's objective. Organisations that implement changes without consulting their employees are destined to encounter discontent. 
Human resources are considered to have the capacity to oppose changes that do not go well with their interest. 
To counter this sort of insurrection, an organisation must employ these four processes in their entirety: information collection, information inspection, planning, and then implementation. 
2) Change requires leadership: whenever something goes wrong in an organisation, the spotlight will move to the top management, who will be held accountable and required to explain any issues. 
A favourable shift in leadership motivates the subordinates and, thus, the trajectory in the same direction. For a better outcome, leadership must recognise and support other individual abilities 
3) Change occurs from the bottom up: A person at the highest position in an organisation's management hierarchy cannot fix all problems. The executives must work following the selected line leadership. These are trained leaders with expertise in many sectors who have been identified as potentially capable of delivering the company's vision. Their responsibility must not be confused with other functions and responsibilities inside the organisation.  
4) Confront the truth: It is a frequent feature for people to be in denial of the truth. This means they must acknowledge the need for change in order for things to function. 
This must be accomplished, though, by demonstrating trustworthiness and fidelity while maintaining optimism for the company's future. 
5) Develop a sense of ownership: For a successful change process to take off, leaders must sacrifice their own interests in favour of the business. 
Every person in the organisation must devote time, intelligence, and resources to the firm as if it were their own. 
This quality must be broadly diffused inside the firm for effectual output and can only be done by accountability on leaders.
6) Appropriate communication: business plans must be presented to teams via correctly structured channels. 
Whether from top to bottom or vice versa, communication should flow smoothly, and each piece of information should be given equal weight. 
Additionally, communication must demonstrate a feeling of personal dedication and consistency. 
7) Cultural understanding: The company's leadership must conduct an in-depth analysis of the company's vision, and to determine the kind of behaviour, beliefs, and cultures required to determine their goal. Understanding a company's culture leads to ethical behaviour. Positive behaviours are influenced by motivation and incentives. 
8) Assess the cultural landscape early: 
This form of preparation has the advantage of projecting a company's readiness for change and identifying those elements that are likely to impede the implementation of change. Organisations must continually evaluate, adapt, and modify new events in order to prevent the occurrence of catastrophic outcomes. 
9) Personal and institutional communication: these two characteristics are the foundation for implementing the change agenda. Personal communication elicits a response to whatever information is conveyed. It entails assigning staff responsibilities and describing the potential repercussions of failure. 

Techniques for Change
Early techniques and ideas of organisational change management stated that organisations could not be effective or enhance their performance if they were continually changing (Rieley and Clarkson, 2001). It was stated that individuals require routines in order to be productive and capable of enhancing performance (Luecke, 2003). However, it is now believed that the capacity of individuals to undergo continual change is of essential relevance to organisations (Burnes, 2004).
 As a better approach to change, it is recommended that organisations and their members continuously monitor, detect, and respond to the external and internal environment in modest, ongoing increments (Luecke, 2003). In contrast Burnes (2004) defines continuous change as the capacity to change continually and fundamentally in order to keep up with the rapid rate of change.
In the 1940s, Lewin, a physicist and social scientist, devised a method for studying organisational change. According to the Kurt Lewin Model for Change, it is believed that change is inevitable. This model was established to describe the stages of change, its implementation, and the organisation's, public administration's, and management's potential effectiveness. According to the Kurt Lewin model for change, often known as the Kurt Lewin theory of change, change in administration often permeates all levels of society, from the highest to the lowest. 
Change management is an established notion in businesses today. For organisations to successfully manage change, however, their employees must comprehend the transition process. Since this model was created, it has been regarded as one of the pillars of organisational change and a significant phenomenon. This was illustrated using an analogy known as the Unfreeze, Change, and Refreeze. 
Changing the shape of a block of ice best illustrates the change model. He said that if we have a large cube of ice but, we need small ice cubes, we can break the cube into smaller pieces. 
This is a three-stage change process illustrated by Kurt Lewin with the image of an ice block. In Lewin's change management model, Kurt Lewin advises that initially, the ice must be melted to make the organisation susceptible to change (unfreeze stage). Then, we must begin the second crucial step: shaping the iced water into the desired shape (change). The process's final phase termed the shape, involves establishing the newly developed culture and enhancing communication, tactics, and processes (refreeze stage).
Despite the significant contributions and efforts devoted to advancing this theory, Dawson, (1994), argued that Lewin's approach to change was too simplistic to be adopted in a society where changes inside organisations are continual and ongoing. Also, Dawson suggested that Lewin's approach emphasised the magnitude of change while disregarding its direction. 
According to Quinn (1982), it is frequently a matter of time before incremental change leads to a significant transformation. Therefore, the rate of change does not apply to radical processes.

The author’s organisation and the changes
The author's organisation is facing changes as he works for The CAE, a charity based in Swansea that supports mainly asylum seekers and refugees. The organisation has recently bought a building and is becoming a social enterprise. However, there are significant changes associated with it.
Moving to a new building is not affecting the workers as everyone is happy to move to another bigger premises. They are looking forward to it. But they are worrying about their jobs, positions and the team increasing in numbers, because the bigger the premises, the more workers the CAE will need and it will create more jobs and competition inside the team. 
Managing change and emotional intelligence
When change touches on issues close to the hearts of those affected, they are likely to react emotionally due to anxiety or fear of the unknown. Likewise, when the change affects the assumptions, values, beliefs, and to a significant extent of individuals, the recipients of the change may be reluctant to accept the proposed status. Foltin and Keller (2012) stated that the introduction of change within an organisation requires the establishment of a communication-friendly atmosphere. According to the authors, it is usual for organisation members to exhibit resistance and scepticism when confronted with the need for change.
Leaders are accountable for overcoming obstacles and implementing change within their business or institution. For instance, efforts to reform businesses have proven ineffective throughout the years, and a contributing factor is the leaders' lack of emotional intelligence in overcoming reform-related obstacles. Emotional intelligence is the collection of emotional and social talents that influence how we perceive and express ourselves, build and maintain social relationships, deal with obstacles, and use emotional information effectively and meaningfully. (Mayer, Caruso & Salovey, 2004). Emotional intelligence is a crucial leadership competency; hence, good leaders have an extraordinary level of this competency (Goleman, 2004). Emotional intelligence separates successful leaders in firms where technical skills play a less critical role (Goleman, 2004). Moreover, emotionally intelligent competencies are required for any leader to successfully reflect on experiences, interpret contextual signs, respond to followers, and create connections.

The most powerful external force in favour to The CAE is political, because the Welsh government has declared Wales a Nation of Sanctuary since 2010, and Swansea is the first City of Sanctuary in Wales, guaranteeing that these individuals receive the assistance they need to restore their lives and contribute fully to Welsh society. With a robust resettlement programme and the connected community sponsorship agenda. That political aspect transfers into economical packages of support. 

The Internal force
The CAE Swot analysis indicates that the authors organisation has a strong team, and they are communicating to the employees about the decisions but even when there are changes approaching such as a new building and creating a social enterprise, there is a lack of planning. (Appendix A)


External forces
A PESTLE study is very useful when examining the risk associated with the impact of external factors on a charity. (Appendix B)
The Charity Commission for England and Wales propose the following crucial external factors for understanding the charities environment:
The government's influence on a country's infrastructure has the potential to affect political factors. This can include tax policy, labour legislation, environmental regulations, trade restrictions, tariffs, reform, and political stability. When a government does not want services or goods delivered, charities may need to take precautions. 
Economic factors include economic expansion, interest rates, exchange rates, inflation, pay rates, working hours, and cost of living. 
Social factors include cultural factors, health and safety awareness, population growth rate, and diverse demographics. These issues may have significant effects on the operations and decisions of charity. 
Technological Factors include ecological and environmental factors and products and services readily available. 
Charities may need to innovate after considering the compatibility of their technology and whether they are internationally transferable. 
Legal Factors encompass any law that may affect a charity's activities, such as NGO regulation and criminal and terrorist legislation that varies by nation.


1. Evaluate how organisational stakeholders can be efficiently led through complex workplace change

The objective of stakeholder analysis is to identify and map the organisation's primary stakeholders to understand the operating environment better. The analysis also seeks to characterise the interaction between the listed parties (Carroll & Buchholtz 2006), (Appendix C).
According to stakeholder theory, identifying stakeholders, which serves as the foundation for stakeholder management, is a crucial component of an organisation's knowledge of how to run a successful business (Freeman et al. 2010). The instrumental perspective of the theory supports the premise that the overall impact on the organisation's performance is more significant when a broader range of stakeholders, rather than a few core actors, are considered (Donaldson & Preston 1995). The flow of unfiltered information throughout the stakeholder network should be regarded as the foundation of an ethical organisational strategy because it is intrinsically linked to the organisation's interests: The objectives and purposes of an organisation influence and are influenced by the parties involved in its operations (Noland & Phillips, 2010). Utilising this information, stakeholder management seeks to strike a balance between numerous stakeholders' conflicting expectations and interests. The author highlights the significance of stakeholder partnerships in stakeholder management and argue that, rather than balancing the requirements and expectations of various stakeholders, businesses should focus on nurturing the shared goals of their stakeholders (Appendix D).
By assessing the interests or stakes in each stakeholder relationship, the consequences of the organisation's activities on each relevant actor and vice versa can be determined. The identification of stakes can then be utilised to comprehend the cause and effect of an organisation's connections with its stakeholders. Freeman (1984) distinguishes economic, technological, political, social, and managerial stakes. The economic stakes of stakeholders may affect the firm's profitability or cash flow, and from the stakeholder's perspective, the firm's activities may directly affect the stakeholder's economic well-being. The technological aspects of stakes may pose obstacles to developing or utilising specific technology. A stakeholder with social interests may influence the organisation's public approval or social standing, which a stakeholder may also influence with a greater political interest. 
In addition, stakeholders may participate in a political process to attain a social goal. Stakeholders' managerial stakes may affect the management procedures, values, or attitudes of an organisation towards groups (Appendix E).

The challenges of changing to a social enterprise, and how stakeholders should efficiently lead to the complex change
According to Social Enterprise UK (2017), Social entrepreneurship is the combination of business and social justice, as well as the use of business and enterprise as a force for good and a means of effecting change. The same source indicates that it is estimated that there are approximately 70,000 social companies in the United Kingdom, ranging from grassroots start-ups to organisations with millions of pounds and hundreds of staff. 
The author agrees with the Social Enterprise UK (2017) that a social enterprise will bring a broad and fascinating movement to be a part of, and it affects people's lives in numerous ways: creating jobs, preventing environmental waste, reinvesting earnings in community engagement, and developing new services to aid the most disadvantaged. 
The CAE’s vision and mission will continue the same as it fits right in the project, as it mission is to create a vibrant, ethnically diverse community where the most vulnerable and marginalised people are inspired and empowered. The mission is to tackle problems of inequality and poverty by enabling ethnically diverse individuals through enterprise and employment. Banza, F. (2022)
Nevertheless, Social Enterprise UK (2017) indicates that leaders and managers launching a social company who has identified a problem requiring a solution should consider the following questions: 
 
1) Mission
Social mission is another term for the primary objective of the social enterprise you are establishing. It is essential because it assists social enterprises with planning, ensuring they are on track, and determining whether they are accomplishing their goals. It is also what distinguishes social companies from conventional corporations, whose primary objective is to maximise profits. 
2) Market
Early on, anyone launching a social company who has identified a problem requiring a solution should consider the following questions: 
 Is this issue being addressed by anyone else? And who will be paying (or who are the clients)? 
3) Money 
Can you create a simple budget? 
Do you understand cash flow? 
Do you have a firm grasp on the present financial climate? 
4) Social Impact
Every social enterprise strives to make a difference: to a community, to specific individuals, and to the entire planet. This good difference or alteration that we have brought about is sometimes referred to as "social impact." Consequently, it is essential to consider how we might determine if the enterprise has made an impact. To organise the intended outcomes, demonstrate its efficacy to supporters (including possible funders and investors), and upgrade and enhance products or service 
6) Sales, marketing and branding
The unique selling proposition (USP) - Offer something that no one else does. How does the offering compare to those of other companies? 
May wish to reach both potential users and potential sponsors of the service. Channels of communication - where and how will people learn about it? 
7) Legal, where to anticipate the income to come from, now and in the future? 
What type of governance to believe will best suit the business? Who else would like to take part? Who the prospective clients and business partners may be?
8) The Business Plan
A business plan can be useful for bringing everything together, staff, and anyone else who may be associated with the organisation. Especially when it is just starting, it need not be extremely long; it is only valuable if it helps achieve goals. It is an excellent approach to clarify ideas and ensure to cover all the essential areas described above, but things will change swiftly in the first stages of any organisation. It is far more vital to test the ideas and strategies with possible clients and users than to spend hours developing a document that could rapidly become obsolete. 
The author believes that a good understanding of the SWOT analysis and the Pestle, would lead to the creation of a good plan for the organisational change. According to the case studied, there is a space to transform the weaknesses in opportunities. The lack of planning could be a recipe for failure, especially if the organisation is changing to a social enterprise. If they don’t know the market and a don’t have a business plan, then they could fail.

Kotter's Theory of Change Management
Kotter's model discusses leadership characteristics. According to Kotter, most firms fail to flourish in the marketplace because their leadership lacks the necessary abilities for change implementation. Therefore, the model provides a list of eight activities that leaders must do to advance in the desired direction.
John Paul Kotter is a renowned innovator in business, leadership, and change. In 1996, he wrote "Leading Change," a book containing the eight approaches he believed, if adopted by corporations, would result in effective change. 
'Leading Change' describes a success-oriented leader who, as a result, creates transitory goals in response to the shifting culture. 
Companies frequently employ this approach with the primary objective of surviving in a competitive business climate. He asserts that corporate failures arise because employees lack expertise in specific disciplines, making it difficult to determine when and how to implement change. 
Kotter suggested eight phases for businesses to avoid 'death' and survive: creating urgency, strengthening the team, achieving the proper vision, communicating, getting things moving, focusing on short-term goals, never giving up, and implementing change. 
First step: "Increase Urgency" 
To do this, firms must educate their employees on the necessity to leave their comfort zones and provide rapid outcomes. It instils a burning drive and resolve to constantly formulate plans and execute them within a constrained time frame. Leader- 29 must distinguish between fake and genuine urgency by ensuring that each completed task yields a beneficial outcome (Kotter 1995). Great leaders align their employees' ideals with those of the organisation.
Second Step: "Create the Guiding Coalition" 
This refers to assembling a skilled and change-oriented team. Tasks are done as a team since they frequently entail several change initiatives that an individual cannot manage. Having the "right people" on a team leads to economic success (Jim Collins, 2001) The advantage of this strategy is that it saves time when it comes to the decision-making process due to the fact that individuals act in unison, resulting in quicker changing processes (Kotter, 1995) 
While constructing the team, several criteria must be considered, suggesting that it must exhibit particular characteristics. Each team must have a captain who provides the other players with direction. All thoughts voiced by members must be considered to arrive at interpretations and enlightened conclusions. The team must establish its credibility so that the other company members will respect and adhere to its choices. It should be a team that is adaptable and able to make adjustments as necessary. Communication drives any team. Thus it must be a team that enables an open flow of communication in both directions and prompt reaction to issues that arise (Kotter, 1995) 
Third Step: "Creating a Change Vision" 
 A clear change vision, according to Kotter, serves three unique functions: inspiring individuals to move in the desired direction, coordinating people's efforts, and clarifying all-encompassing decisions. 
A clear vision validates an organisation's principles, strategy, and plans by analysing the current state of the firm and defining attainable targets in response. Therefore, leadership devises a potent master strategy to aid in reaching the defined objectives. An essential characteristic of a change vision is its capacity to provide direction by maintaining focus, flexibility, and communicability (Kotter, 1995). 
Step 4: "Communicating the Buy-in vision" 
A vision is a painting on the wall; hence, it must be transmitted and translated to the appropriate persons to understand what is expected of them, guiding the organisation in the desired direction. The purpose of visual communication is to ensure that individuals grasp and accept the vision (Kotter, 1995) 
Insufficient communication leads to indifference and limited responsiveness to the vision. As a result, the transmitted information must be repeated and referred to on several effective platforms, such as emails, meetings, and presentations. 
A typical business vision should be undemanding in terms of language, vividness, and readily disseminated among employees. The author believes that leadership conduct plays a crucial part in this stage since leaders are role models for change. 
Fifth Step: 'Enabling Broad-Based Action 
Kotter defines it as removing obstacles enabling employees to thrive in their jobs. The obstacles referred to include a cumbersome and cumbersome oversight procedure. A structural barrier refers to uncontrollable challenges inside an organisation. 
Attempts to finish a task are sometimes impeded by insufficient resources or bureaucratic red tape. Therefore, they might negatively influence the transformation agenda. For instance, a firm that is well managed based on its information system is aware of the market's present competitiveness. This knowledge benefits the marketing department's efforts to effect change since it will favour how they do their jobs. 
Vision transformation is impeded by managers and leaders whose actions do not bode well with the rest of the staff. Their acts may not directly jeopardise operations, but in a way, they are not comparable to some of the personalities that spark change. Focused team members may choose to disregard these activities, but for long-term success, they must be faced with discourse, and a resolution must be reached (Kotter, 1995). 
Step 6: 'Generating Short-Term Wins' 
Before focusing on long-term objectives, short-term goals must be established and prioritised. When these short-term objectives are accomplished within the allotted time limit, the teams are motivated to go on to the next phase. They are attainable and practical objectives that allow us to overcome procrastination and achieve achievement. 
Kotter advises that for success, these objectives must be clear, unambiguous, and aligned with the change process. This has the benefit of helping folks identify and appreciate the outcomes of their efforts. Kotter explains further that short-term victories generate momentum that has the potential to transform apolitical folks into supporters and passive supporters into active volunteers.' people are often pleased when their efforts are rewarded, doubling their efforts since their morale is boosted. 
Step 7: 'Don't Let Up!' 
This stage of the change process asserts that the benefits achieved must be incorporated throughout the overall process to create more change. People will typically revel in their successes for much too long, establishing a sluggish attitude of not "getting back into action." The consequence is that the effort's momentum will be halted, followed by a change reversal (Kotter, 1995). 
Transformational leaders are not recognised for devoting a great deal of time to celebrating accomplishments but rather for initiating a number of initiatives aimed at creating change at a deeper level inside the firm. This trait significantly differentiates leaders from managers (Kotter, 1995)
Step 8: "Make it Last" 
During the operation of a firm, new practices may emerge. Therefore, leadership must guarantee that beneficial practices are adopted and integrated into the organisational culture. By incorporating the new practice into the corporate culture, convince employees and subordinates because the new manner of conducting business is superior to the old one (Kotter, 1995). The image below illustrates Kotter's model.
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Appendix
Appendix A
The CAE SWOT analysis

	Strengths
	Weaknesses 

	Great team.
Flexible hours.
Good management.
Good communication. 
Marketing.
Great support for the community, mainly asylum seekers and refugees.
Large number of volunteers.
High demands for services.
Doing innovative campaign.
Business advice.
Foodbank.
Wellbeing walks and cycle.
Sustainability programs. 
Create a social enterprise.

	Little or not much support for other vulnerable than asylum seekers and refugees.
Get volunteers involved.
Funding.
Provide training for participants.
Branding is not clear, because the CAE stands for Centre for African Entrepreneurship, but it helps people from all backgrounds. So how people from different backgrounds understand they can have support.
Lack of community awareness.
Other established charities could complete similar work.
Young organisation.
No selling team.
Lack of changing plan 


	Opportunities 
	Threats

	New opportunities to work.
Training.
The CAE just bought a new big building.
Together with being a charity, it will be a social enterprise.
More ideas for business to grow
Excitement as the organisation is growing
Increase economic growth.
Rebranding.
Developing links with business community.
Develop training programs and refer participants to other training programs.
Foster new partnership to further grow the organisation resources.
Create a new plan


	Business must close because little or no business coming.
Change on the legislation.
Stop funding.
Limited financial reserves. 
Stopping asylum seekers to live in Swansea.
Remove Asylum seekers and Refugees from Swansea.




Appendix B
Pestle analysis

Political landscape 
• The UK is one of the most prosperous and influential nations in the world and has a large role to play on the international stage. It is one of the five permanent members of the UN Security Council, one of the founding members of the North Atlantic Treaty Organization (NATO) and a member of the G8. 
• According to Freedom House’s Freedom in the World 2021, the UK is a ‘free’ nation. The nation scored 39 out of 40 on the political rights indicator and 54 out of 60 on the civil liberties parameter.
Swansea became a City of Sanctuary in 2010, that is a national movement committed to building a culture of hospitality and welcome, especially for refugees seeking sanctuary from war and persecution.

Economic landscape 
According to MarketLine, the economy declined by 9.9% in 2020 as a result of the Covid-19 epidemic, which resulted in home lockdowns and an international travel prohibition. 
MarketLine predicts that the economy will expand by 7.0% in 2021. 
• According to the IMF, in 2020 the current account deficit was 3.7% of GDP. 
The IMF projects that the current account deficit will decline to 3.4% of GDP in 2021. 
Social landscape  
• According to MarketLine, the overall healthcare expenditures in the United Kingdom reached $303.6 billion or 11.5% of GDP in 2020. 
• In 2019–20, the Department of Work and Pensions reported that approximately 4,3 million children in the United Kingdom were living in poverty. 
In big metropolitan areas such as London and Birmingham, child poverty rates were the highest. 
Technological terrain 
• According to MarketLine, the total expenditure on R&D increased from $42.7 billion in 2012 to $47.2 billion in 2019, a rise of 17%. 
According to Eurostat, business R&D spending in the United Kingdom climbed to 1.2% of GDP in 2019 from 1.0% in 2010. 
• In 2020, the country received 8,834 patents, more than France (7,981) but fewer than Germany (19,799) and Japan (55,899), according to MarketLine. 
Legal landscape 
• On April 1, 2015, the administration reduced the rate of corporation tax to 20%. 
The rate was cut by an additional 1% to 19% as of April 1, 2017. 
As of November 2021, the rate has remained steady since then. 
• According to the OECD's FDI Restrictiveness Index of 2020, foreign investment restrictions in the United Kingdom (0.04) are more than in Slovakia (0.05), Austria (0.11), and New Zealand (0.03). (0.24) 
Environmental landscape 
• In June 2019, in order to place a greater emphasis on climate change-related issues, the government of the United Kingdom revised its previous objective of an 80% reduction in emissions by 2050 to a target of zero emissions by 2050. 
• According to BP Stats, the United Kingdom's CO2 emissions decreased from 495.2 million tonnes in 2011 to approximately 319.4 million tonnes in 2020, a decrease of 35.5%.

Appendix C
Stakeholders 
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Appendix D
Stakeholders map
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Appendix E
Social Enterprise Skills and Employability model
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The table below identifies some of the people who might be stakeholders in your job or in
your projects:

Your boss Shareholders Government
Senior executives. Alliance partners  Trades associations
Your co-workers Suppliers The press
Your team Lenders Interest groups
Customers Analysts The public
Prospective customers Future recruits The community
Your family Key contributors Key advisors

Note:

Stakeholders can be both organizations and people, but ultimately you must
communicate with people. So, be sure to identify the correct individual stakeholders
within a stakeholder organization.
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environmental objectives through their triple-bottom line can be crucial to successfully
developing the environmental sustainability agenda

Integrated
Support for
Disadvantaged

Social &
Environmental
Value Creation

Environmental
Sustainability
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Community
Cohesion

Figure 1~ Social Enterprise Skills and Employment Impact Model

Policy Implications

What is clear from this review of the research evidence generated to date, is that the policy
environment remains unconducive to social enterprises taking an active part in driving the
upskilling of the population and creating employment, despite the significant impact already
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